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ABSTRACT 
 

 

 

 

Teachers are responsible for children’s educational and social learning outcomes. In this 

sense, teachers are also a requirement for a knowledge-based society. Despite the important 

role teachers have for the educational system and society at large, teachers report they feel 

underappreciated, experience high stress levels and have to cope with educational policies 

that do not conform to their own professional identities. Previous research have therefore 

focused on teachers’ motivation to leave the occupation. A few recent studies have also 

considered the importance of teachers’ background characteristics in student-teacher 

matching, as teachers can function as role models and particularly for minority pupils. It is 

therefore necessary to study diversity in the teaching population. Teacher attrition is, 

moreover, dependent on teachers’ motivation and opportunity to change careers. Hence, 

differences in attrition between teacher groups with different demographic characteristics 

might suggest differences in opportunities and inequalities in the labour market. Teacher 

diversity and teacher attrition are both educationally and sociologically relevant. 

 

Moreover, both nationally and internationally, the literature in this field is rather scarce. 

Hence, this thesis aims to fill a vital gap in this research field. The thesis examines 

differences in teacher attrition for different demographic groups, how these differences might 

be explained and how differences develop over time, with a particular focus on the first five 

years of their teaching careers. The demographical characteristics are gender, social 

background and minority background. 

 

According to class theories, children’s upbringing and parents’ accumulated capitals can 

affect educational choices and occupational destinations (e.g. Bourdieu, 1984; 1986). And 

teachers need both the motivation and opportunity to leave. Many of the motivational factors 

can be placed within Gambetta’s (1987) push/pull framework. Differences in attrition are 

examined with different pushing/pulling factors and differences in credentials, as credentials 
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promote different opportunities on the labour market. The thesis uses the Oslo Register Data 

Scheme (ORDC) for teachers’ social background.  

 

The analyses show that income can in many cases explain attrition differences. However, the 

central government regulates teachers’ wages, and are dependent on seniority, attained 

educational level, percentage of full-time employment and job-position. Lower wages are 

associated with higher risk of leaving. More women and minority teachers (with ties to 

Norway and another culture) leave teaching, which can be explained by differences in 

earnings. The results suggest that the most likely explanations to differences in income are 

due to reduced full-time positions and job-positions, which again could suggest persisting 

gender-roles and gender-segregated labour market. Teachers from higher economic 

backgrounds leave more than teachers from economic lower-middle class. 

 

There could also be differences in aspirations and job-values between teacher groups with 

different demographical characteristics. Higher social strata have higher propensities to leave 

teaching, and literature suggest this could be due to differences in job-values. GPA was 

shown to be significant for teachers from higher cultural and professional classes, and income 

was significant for teachers from higher economic classes. It could be that teachers from 

higher social strata have different career-paths and never plan a life-long career in teaching. If 

teachers from higher strata leave teaching due to differences in aspirations, then this could 

suggest 1) difficulties with teacher retention policies and 2) literature should re-conceptualise 

teacher attrition as a sign of agency and not only as a lack of resilience.  

 

An interesting result is that immigrant teachers have higher attrition rates than majority 

Norwegian teachers already by the first year in teaching and increases by the fifth year. None 

of the control variables can explain the difference in attrition, and attrition differences is 

explained by unmeasured variables. An unmeasured factor could be immigrant’s socio-

cultural background, as immigrant teachers might be a heterogeneous group. It is also 

possible that immigrant teachers respond to factors differently from the majority, and have 

significantly different career-paths. 
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1 INTRODUCTION 

“Thank you, teachers, who has Norway’s most important job” (Asheim, 2017)1 

 

 

 

 

Teachers are responsible for children’s learning outcomes, and is a fundamental requirement 

for a knowledge-based society (Kunnskapsdepartementet 2013, pp. 13,67; Lindqvist, 

Nordänger, & Carlsson, 2014, p. 94; NOU 1988: 28, 1988, p. 9; NOU 2014: 7, 2014, pp. 

12,124). Not only are teachers accountable for providing quality education and for children’s 

academic development [utdanning] (Kunnskapsdepartementet, 2009; 2013). They are also 

important for children’s social and cultural competences and their individual- and personal 

development [danning] (Kunnskapsdepartementet, 2009, pp. 21,26; 2013, p. 10). Focus on 

social competencies is a distinctive characteristic of the Nordic education system (Imsen, 

Blossing, & Moos, 2017). It focuses heavily on the humanistic, social and cultural aspect of 

learning, and hence also the school’s and teachers’ roles in society in preparing children for 

their future, professional skills and their social- and societal responsibilities. A teacher’s role 

is, in other words, invaluable for both children’s academic learning as well as their personal 

growth and well-being. 

 

Despite the important role of teachers in the educational system and in society at large, 

teachers report they feel underappreciated (Caspersen, Aamodt, Vibe & Carlsten, 2014) and 

are met with scepticism about their competences and skills (Skaalvik & Skaalvik, 2010, p. 

1061; 2015, p. 186). This scepticism is linked to decline in teachers’ social status and job-

satisfaction (Mausethagen, 2013a; 2013b; Skaalvik & Skaalvik, 2010; 2011a; 2015; With, 

2016). The literature on teachers’ motivation to leave the occupation is growing and so are 

concerns about consequences of teacher attrition (e.g. Beck, 2009; Hancock & Scherff, 2010; 

Hargreaves & Goodson, 2003; Mausethagen, 2013b; Moore, Edwards, Halpin & George, 

2010; Skaalvik & Skaalvik, 2011a; Stinebrickner, 2002; Troman & Woods, 2000).  

 

                                                
1 [Own translation]. Asheim was Norway’s Minister for Education in 2017.  
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Concerns about teacher attrition include reduced education quality and social bonds at the 

schools, as well as issues with educational policies and financial costs. It is expensive to 

educate and replace teachers (Borman & Dowling, 2008, p. 370). Regarding education 

quality, research have found that teachers with higher test-scores have higher propensity to 

leave teaching (in the US) (Stinebrickner, 2001). Although skilled pedagogues do not 

necessarily follow acquiring higher test-scores, a higher propensity to quit could demonstrate 

further issues with educational policies, which focus on recruitment to teaching based on 

grade-requirements. Furthermore, positions need to be filled and replaced when teachers quit, 

and some positions are harder to fill (Ingersoll, 2001). Vacancies and difficulties filling 

positions can result (at least temporarily) in having to be filled by substitute teachers without 

qualified teacher credentials (Stromquist, 2018: 31). Quality of schooling can also decrease if 

teachers want to leave but are unable to do so because of limited opportunities, resulting in 

increasing job dissatisfaction and declining job-engagement (With, 2017: 1739). Moreover, 

instability and replacement of teachers negatively affect pupils and the collegial-environment 

because it invokes restlessness that makes it harder to form closer and trusting relationships 

(Ronfeldt, Loeb & Wyckoff, 2013).  

 

Concerns about teacher attrition has been further exacerbated in several countries, including 

Norway, by projections on teacher supply and demand that suggests an increased risk of 

teacher shortages. There are already teacher shortages in several countries, including Sweden 

and the United Kingdom (Stromquist, 2018, p. 29). Statistics Norway predict shortage of 

about 4000 full-time positions by 2040 (Gunnes & Knudsen, 2015, p. 34). If Norway faces 

teacher shortages in the nearest future, examining attrition rates is important from an 

educational policy point-of-view. Studies on attrition can clarify important factors and 

policies that facilitate teacher retention. Research have focused on factors such as salaries, 

but the importance of salaries differs between teacher groups such as gender and social 

background (Falch & Strøm, 2009; Stinebrickner, 2001; Watt & Richardson, 2008). There is 

thusly a need to study differences between teacher groups and teacher attrition.  

 

Most of this literature, as Smith and Ulvik (2017, p. 928) note, focus on how negative 

experiences affect teachers personally and professionally, which in turn have affected their 

resilience to remain in the occupation. Whereas this is a concern, Smith and Ulvik (2017) 
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report that some teachers quit the profession as a sign of agency. Teachers can be 

characterised as ‘competence nomads’, where teachers utilise their accumulated human 

capital to leave teaching because they want to and not merely due to discontent (Smith & 

Ulvik, 2017, p. 931). Some teachers also report using teaching as a ‘stepping-stone’ to other 

careers (Watt & Richardson, 2008, p. 418). However, career-switching is dependent on 

labour market conditions and differences in aspirations and accumulated resources which is 

not evenly distributed (With, 2016). Hence, job-mobility for teachers might vary with 

background characteristics, which could affect diversity of the teaching force.  

 

1.1 DIVERSITY AMONG TEACHERS 
The important role of teachers in society and the education system illustrates the importance 

of studying teacher attrition. Furthermore, teachers’ role is more than a pedagogic role, and 

some researchers have argued that diversity is important for education quality and equality. 

Diversity in schools have traditionally focused on preparing teachers for a diverse student 

population, and far less initiatives have been made in assuring a more diverse teaching 

population (Sleeter & Thao, 2007, p.6). Research on diversity in the teaching population is 

emerging, but still very limited (Torres, Santos, Peck, & Cortes, 2004, p. 4). A reason to 

scarcity in research on teacher diversity could be the under-representation of minorities, 

which gives too small samples for statistical power in quantitative analyses (Murnane, Singer 

& Willett, 1989; 1988; Sohn, 2009; With, 2016, p. 10).  

 

As a policy principle, having a diverse teaching force is important because the education 

system should reflect our desired society (Kunnskapsdepartementet, 2013). However, less 

than seven percent of all compulsory school teachers in 2018 came from immigrant-

backgrounds (Perlic & Foss, 2019). The main idea behind having a teacher composition that 

corresponds to the composition of the national population is that children will have the 

opportunity to identify themselves with one or more of the teachers (Lindsay, Blom, & 

Tilsley, 2017; Spernes, 2014, p. 6). And teachers’ background characteristics can affect how 

they evaluate children, and the children’s ability to identify themselves with their teachers 

(With, 2018, p. 178). In addition to teacher-student matching, a diverse teaching force also 

ensures exposure to groups with different demographical characteristics (Figlio, 2017). 
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Exposure to diversity is important for developing tolerance, social understanding and to 

counter bias and discrimination (Finseraas, Johnsen, Kotsadam, & Torsvik, 2016). 

 

Teachers can act as role models (Spernes, 2014), and selection of role-models can be 

understood in terms of social cognitive career theory and the similarity hypothesis 

(Karunanayake & Nauta, 2004). The theories suggest individuals learn from observing others. 

By watching others who are similar to themselves, aspirations and their perceived self-

efficacy change (Karunanayake & Nauta, 2004, p. 226). Especially for individuals who have 

experienced prejudice and discrimination, seeking out career role-models similar to 

themselves becomes important to figure out what fields are possible for them (Karunanayake 

& Nauta, 2004, p. 226). A diverse teaching population could therefore be even more 

important for minority group children, and to an increasing extent with the current migration 

pattern of work-immigrants and refugees (Stromquist, 2018, p. 24). 

 

Research also suggest that teacher-student matching positively affect students’ achievement; 

especially for minority groups (Dee, 2005; Gershenson, Hart, Hyman, Lindsay, & 

Papageorge, 2018; Holt & Gershenson, 2015; Karunanayake & Nauta, 2004). However, 

research is conflicting in terms of ethnic representation and student performance. Ehrenberg, 

Goldhaber & Brewer (1995, p. 559) found that teachers’ demographic characteristics were for 

the most part not significant in how much students learned. In Norway, parents’ ethnicity and 

social background are more significant for children’s grades than teachers’ characteristics 

(Bakken, 2009a). Although diversity might not be significant in terms of educational 

performance, it can still be important for children’s social learning and competencies. 

 

The important role of teachers for the educational system and society at large signifies the 

importance of studying teacher diversity and teacher attrition. Teacher diversity also has the 

potential to reduce social inequalities by student-teacher matching, functioning as role models 

for their pupils and develop their social understanding and tolerance. Moreover, teacher 

attrition can be considered as career-switching and thusly reflect differences in access and 

accumulation of resources. Differences in attrition between teacher groups with different 

demographic characteristics might suggest differences in opportunities and inequalities in the 
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labour market. Hence, studying teacher diversity and attrition have both educational and 

sociological relevance.  

 

1.2 AIM OF THE THESIS AND OUTLINE OF THE THESIS.  

Despite being important for both the academic and social development of pupils, diversity in 

the teaching population is still a largely unexplored research field both nationally and 

internationally. The aim of this thesis is to contribute to fill this gap, and the thesis thereby 

provides an important contribution to the literature on teacher diversity and teacher attrition. 

This thesis has three aims; 1) examine differences in attrition rates between teacher groups, 2) 

examine how these differences can be explained and 3) how attrition rates between groups 

develop over time. The three demographic characteristics examined in this thesis are gender, 

social background and minority background.  

 

Concepts and delimitations frame and affect the scope of this thesis. Firstly, teachers in this 

thesis are beginning teachers with completed teacher education who are/have been employed 

at a compulsory school (1-10th grade) in the period 2003 to 2013. The three most common 

ways to get a teaching degree is by completing General Teaching Education, Lector 

programme2 or by obtaining a postgraduate certificate in education (PGCE)3. Secondly, there 

is a distinction between teacher attrition and teacher turnover. The latter is an umbrella-term 

for all mobility of teachers. I focus on attrition as it refers to ‘leavers’ who quit the profession 

(Harris & Adams, 2005; Lindqvist et al., 2014).  

 

The last delimitation concerns time. I focus on beginning teachers in the period 2003-2013, 

primarily during their first five years. The attrition rates are group averages based on years 

since first registered employment at a school. The main focus is on the initial five years 

because the risk of leaving is highest during these years (e.g. Ingersoll, 2003; Ingersoll et al., 

2014; Lindqvist et al., 2014; Murnane et al., 1988; Stinebrickner, 1998; With, 2017). 

Furthermore, although attrition is reported to follow a U-shaped trend, older teachers leave 

the workforce altogether and younger teachers more often leave for other occupations 

                                                
2 Postgraduate education degree. 
3 Also known as Praktisk Pedagogisk Utdanning; a one-year course in pedagogy with additional completed 

higher educational degree in a specified subject area. 
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(Aamodt & Næsheim, 2019; Grissmer & Kirby, 1987; Harris & Adams, 2007; Perlic et al., 

2019; With, 2017). 

 

Chapter 2 present theories and research teacher attrition for the three demographic groups. 

The chapter presents motivations for choosing teaching, as reasons for entering teaching can 

also affect attrition rates. In class-theories, career choices are often considered in terms of 

accumulation of resources, or capitals, and aspirations. Chapter 3 presents the data, 

operationalisation of variables with descriptive statistics and a methodical discussion of 

Linear Probability Model (LPM) and Mediation analysis. Chapter 4 presents results from the 

LPM analyses, as well as, sensitivity tests checking the robustness of the results. Chapter 5 

discusses the results from chapter 4 with literature from chapter 2 and descriptive statistics 

from chapter 3. Finally, Chapter 6 summarises main findings with implications and 

considerations for future studies. 
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2 LITERATURE: RESEARCH AND THEORIES ON 

TEACHER ATTRITION FOR DEMOGRAPHIC GROUPS  

 

 

 

 

Attrition rates are the number of teachers who quit the profession and is driven by many 

different mechanisms. These mechanisms are often understood as structural constraints 

(structuralism) or as rational or intentional actions (Gambetta, 1987). The main point is that 

for people to choose an occupation or change from one to another, they must both have the 

aspiration as well as the opportunity to do so (With, 2017, p. 1725). Aspects of aspiration and 

opportunity have been investigated by many theorists, and the following chapter presents 

theories and existing literature that help explain some of the mechanisms and reasons for 

teachers opting to switch careers.  

 

Choices are part of human behaviour, and theory on push/pull factors gives a pragmatic 

framework for understanding motivation and attraction for entering or leaving teaching. By 

example; Gambetta considers push forces to either put direct constraints on the individual (in 

line with Structuralist view) or limit individuals’ awareness where they are incognizant of 

their possibilities (pushed-from-behind-view) (Gambetta, 1987, p. 61). The pulling factors are 

mainly intentional and rational choices whereupon individuals plan their life- and career 

course through evaluating their probability of success.  

 

Similarly, push/pull factors have also been used to investigate individuals’ choice to stay or 

leave teaching either for other jobs (migration-model) (Føinum, Hansen, Lilletvedt, & 

Moltubakk, 2009) or for retirement (McGonagle, Fisher, Barnes-Farrell, & Grosch, 2015). In 

this literature, push factors usually constitute negative ones that deter people from wanting to 

stay on and make people escape teaching. In other words, they are pushed out. As mentioned, 

Norwegian researchers (Gjefsen & Gunnes, 2015; Mausethagen, 2013a; 2013b; 2013c; 

Skaalvik & Skaalvik, 2010; 2015; 2016; 2018), have focused on mainly push factors such as 



8 

 

increased stress levels, accountability policies, self-efficacy and job satisfaction. Pull factors, 

on the other hand, are factors that attract and make retirement or opportunities elsewhere 

more tempting.  

 

Most of the following literature can in many ways be placed within the push/pull factor 

framework displayed in Figure 2.1. The pushing and pulling factors are not equal for 

individuals as the next chapter will examine. The intersection in the Venn diagram indicate 

processes teachers experience and evaluate before making quit-decisions which can be 

affected by both motivations to enter teaching as well as motivation to leave. Some teachers 

might be more pushed into teaching due to different values and motivation, which can affect 

adaptability of the transition from education to work, job-satisfaction and so on. Other 

teachers might feel more pushed out than others due to discontent etc. Some teachers might 

have, or feel they have more, opportunities than others, which also place career-choices 

within societal structures. Pulling factors are dependent on reactions to experiences in 

teaching, personal agency and perceived risks by changing careers. At the bottom, Figure 2.1 

also display that some teachers might move through pushing/pulling factors relatively 

unaffected as they have determined from the outset to only try out teaching (Watt & 

Richardson, 2008).  

 

Figure 2.1: Career paths to and from teaching. 



9 

 

 

2.1 GENDER 
Previous studies on teacher attrition have found different attrition rates between genders. 

Norwegian literature indicates a higher propensity to quit for men (Falch & Strøm, 2005, p. 

623; With, 2017, p. 1730). Of the working population with school-oriented teaching degrees, 

17.2% of women and 25.1% of men work outside the education sector (Perlic et al., 2019). 

Additionally, more women either find their way or stay in teaching than their male 

counterparts (Perlic et al., 2019). For almost all age groups, women were over-represented 

(Gunnes, Ekren & Steffensen, 2018). There seems to be disparities between men and women 

where more women enter and remain in teaching.   

 

However, international literature point to higher attrition for women than for men (e.g. 

Borman & Dowling, 2008; Lindqvist et al., 2014; Murnane & Olsen, 1990; Murnane et al., 

1988; Singer & Willett, 2003; Stinebrickner, 2002). Indeed, a meta-analysis on teacher 

demographics and attrition rates by Borman and Dowling (2008) found that the odds for 

women leaving were 1.3 times higher than for men. Research has found shortest teaching 

spells for young women (Murnane et al., 1988). Whereas international literature is not always 

comparable to the Norwegian context, and a lot of the American research consist of smaller 

(often State-wide) samples, the trend is still interesting for the intention and purposes of my 

thesis. Moreover, international research can help supplement the relatively sparse existing 

Norwegian literature.  

 

2.1.1 Temporary attrition and return rates 

Not only have women highest attrition rates they also have the highest return rates (Aamodt 

& Næsheim, 2019; Murnane et al., 1989). Many women, therefore, experience what has been 

coiled as temporary attrition (Harris & Adams, 2007; R. M. Ingersoll, 2001; Lindqvist et al., 

2014). Among teachers in North Carolina, the return rate to teaching was almost twice as 

high for women: 32% for women and 18% for men (Murnane et al., 1989, p. 342). 

Stinebrickner (2002) only focus on female teachers and find 67% left teaching and the work-

force altogether, but within five years after exiting teaching 33% had returned again. In 

Norway, the return rate after ten years for women (16%) is also higher than men’s (10%) 

(Aamodt & Næsheim, 2019). Although return-trend might indicate that the gravity of teacher 
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shortages is not as severe as first assumed, there is still a need to fill these positions (if only 

temporarily). Temporary attrition (‘revolving door’), moreover, disrupts the stability of 

staffing and the work-place environment (Ingersoll, 2001, p. 514).  

 

2.1.2 Gender roles, societal expectations and associations 

A reason for returning teachers (predominantly female) to come back is, according to some 

researchers, because women intentionally choose teaching due to gender roles and family-

reasons. From a historical societal perspective; teaching was acceptable temporary line of 

work for women, because it was closely connected to a woman’s “real career” of child 

rearing (Ingersoll, 2003, p. 18). Furthermore, today, the teaching-profession allows teachers 

to pursue child-rearing activities (Murnane et al., 1988; 1989; Watt & Richardson, 2008; 

With, 2016), because career-breaks or part-time employment do not penalise teachers with 

loss in status or reduced relative wages (With 2016, p. 42). In the US, changes in teachers’ 

family situations and child-rearing activities are directly related to teacher attrition 

(Stinebrickner, 2002). In Australia, teachers with English speaking backgrounds, young and 

least likely to have children were most motivated to switch careers from teaching (Watt & 

Richardson, 2008). Family-reasons can explain both some of the temporary attrition rates and 

gendered selection into teaching. When multiple teaching spells are not considered, as in the 

case of this thesis, temporary attrition rates are not accounted for and family-rearing reasons 

can affect overall attrition rates. If teaching is especially appropriate for people who want to 

start a family; then the occupation might attract and retain some groups of people more than 

others.  

 

Family-reasons are related to gendered occupational stereotypes, which also reflect society’s 

perceptions of skills. An important aspect of teaching is the inter-personal bond with other 

people. The ability of establishing close relations between individuals are imperative to 

teachers, and is often referred to as ‘soft skills’ (DeArmond, Campbell, & Hill, 2018; R. 

Hong, 2016). However, according to Hong (2016), soft skills are normatively gendered to be 

feminine, which in turn, can partly explain why the occupation is female dominated. When 

comparing boys’ and girls’ career aspirations, gendered differences in occupational pathways 

were found to be affected by perceived occupational self-efficacy (Bandura, Barbaranelli, 

Caprara, & Pastorelli, 2001). The soft-skills trait with the teaching profession with feminine 
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association might therefore somewhat restrict, constrain or steer perceptions of possibilities. 

The extent these structural constraints limits individuals have been contested, but it might still 

affect people (Gambetta, 1987, p. 13). 

 

Moreover, men who choose teaching might also be more selected. The probability of men 

entering health/social care fields are much lower than for women (With, 2018, p. 172). 

Societal expectations, gender-segregation on the labour market with stereotypical occupations 

can thusly make men who choose teaching more selective. An Israeli-study argue that when 

men choose teaching they go against a sex-typical occupation, and when they leave teaching 

they move to male-dominated occupations (Addi-Raccah, 2005, p. 749). Individuals who go 

against expectations and prejudices, might be more motivated and have a stronger dedication 

to teach (Stinebrickner, 1998, p.131). The results are not unique for Israel (Addi-Raccah, 

2005, p. 748). The public debate in Norway the past few decades have focused on equality 

between genders with increased female labour participation. However, the labour market can 

be regarded as being divided into gender-specific labour (Halrynjo & Teigen, 2016, p. 302). 

Thus, although Norway has been considered as being relatively equal between genders in 

terms of job participation, there is still a sex-segregated labour market where more women go 

into soft-skill professions such as social and health care (Teigen, 2006; With, 2016, p. 16). 

This segregation is also visible among the teachers who leave the profession. Excluding the 

‘leavers’ who go to public administration, far more women go to professions that involves 

working with or for children (where soft-skills are required), whereas very few of their male 

counterparts follow this direction (Aamodt and Næsheim, 2019). 

 

There are a few societal differences which must be considered between the international and 

Norwegian contexts. In Norway, both mothers and fathers have the right for subsidised 

parental leave. The leave is also flexible, where parents can choose whether they want a 

shorter leave with full compensation or a longer leave with reduced compensation (Mjaaland, 

2018, p. 27). Furthermore, there is a trend in Norway to place children in nursery schools 

from the age of one (Bjørkli, 2018). In other words, the parental-leave system in Norway is 

quite generous, which can affect men and women’s quit decision (Falch and Strøm, 2005, p. 

623). Hence, the temporary attrition rate and the gendered selection into teaching might not 

be as pronounced in Norway as e.g. in the US. Consequently, teachers in Norway due to more 
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flexible opportunities, might be less likely to temporarily quit teaching to start a family, 

although they may have several teaching spells for other reasons. Significance of parental 

leave was also found in Sweden. Men had higher attrition rate, but once parental leave was 

taken into account, there was no longer any statistically significant differences between 

genders (Lindqvist et al., 2014) 

 

Although the parental-leave system and the welfare state are important for women and 

equality on the labour market, there is also a need to focus on the labour market and 

economic conditions (Ellingsæter, 2016, p. 50). The view of female labour participation has 

changed, but there still exists some conflict for the female worker who has to juggle career 

and child-rearing (Ellingsæter, 2016, p. 49). Women, to a greater extent than men, feel 

obligated to balance the family’s need which results in reduced full-time positions and more 

part-time work (Egeland and Drange, 2016, pp. 128,135). Hence, gender and gender roles are 

still factors for women’s labour-participation. Gender roles and expectations as well as 

economic- and labour market conditions could place constraints on available and accessible 

opportunities for men and women, which in turn could affect attrition rates from teaching.  

 

2.1.3 Career opportunities 

Norway has experienced an increase in female labour participation the last decades from 

45.6% in 1975 to 64.8% in 2018, which can affect attrition patterns (Statistics Norway/SSB, 

2019a). Proportionally, the gap between working men and women in working-ages have 

decreased from 30.4% (1975) to 5.2% (2018), and hence today the proportion of working 

men and women in the work force are about the same (Hamre et al., 2018; SSB, 2019a). With 

(2018) finds a decline in social selectivity in teacher recruits that was more pronounced for 

women, and suggests that increased female labour participation and expansion of education 

open up for more women seeking and follow similar career patterns as men. Women might 

thusly seek other occupations either from the beginning due to ambitions (change in 

recruitment to teaching), or later on due to expanded opportunities (change in career paths 

from teaching). 

 

Expansion of education can lead to more equality with an increased importance of human 

capital; credentials and performance (Goldthorpe, 2016). According to this theory, women 
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will have increasingly better opportunities on the labour market if they want to switch from 

teaching. On average, girls score significantly higher grade point averages (GPA) than boys 

(SSB, 2019b). Furthermore, the proportion of women attending university or university 

colleges are higher than the proportion of men, although this varies with higher educational 

level (Hamre et al., 2018). When only considering post-graduate degrees the proportion of 

men was slightly higher than for women. It is unclear what to expect. GPA has been 

considered a proxy for transferable skills and accumulated human capital (Borgen, 2010), and 

can be desirable traits for outside-of-teaching-professions. Women can therefore have an 

advantage on the labour market. Furthermore, higher grades are associated with higher 

attrition rates (Mastekaasa, 2011; Murnane et al., 1989; Murnane & Olsen, 1990).  

 

On the other hand, post-graduate degrees signify higher cultural- and human capital and are 

also more sought after by other occupations in the labour market (Harris & Adams, 2007; 

With, 2017). Research show lower attrition patterns for general teacher education than 

teachers with PGCE, and lower attrition for bachelor’s than master’s graduates (Murnane et 

al., 1988; Harris & Adams, 2007; With, 2017).  

 

There might also exist a difference in educational fields. The expansion of education is 

considered to have caused an inflation in credentials, and new distinctions of high-status 

education was formed based on educational fields (Askvik, 2015; Goldthorpe, 2016, p. 102; 

Helland, 2006; Helland & Wiborg, 2019; Strømme & Hansen, 2017; With, 2016). Bandura et 

al. (2001, pp. 194-196) finds more boys feel proficient and go into educational fields such as 

science and technology than girls. Teachers with science background are also shown to have 

the highest attrition rates (Murnane et al., 1988; Murnane et al, 1989). This might indicate 

that men can have a higher attrition rate than women. They might have higher transferable 

skills and therefore have higher alternative costs outside teaching.  

 

Changing careers are dependent on opportunities, and not only a desire for switching to more 

male-dominated occupations and positions. Opportunities and opportunity costs might differ 

between genders. Changing occupation is not as easy, because it leads to changes to the status 

quo and individuals have limited ex-ante information about quality and alternative costs 

outside the one they are familiar with (Huizen & Alessie, 2016). Research has found that 
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more men will quit teaching, because they can expect higher returns, such as higher wages, in 

occupations outside teaching than women can (Falch & Strøm, 2005, p.623). Reversely 

women with a lower opportunity costs (lower expected return) might therefore face a greater 

risk by changing career paths. If the expected return is lower, then it might seem safer to stay 

in teaching. Opportunity risks can therefore reveal how some individuals are more or less 

inclined to risk job-switching. This is partly seen when society experience economic 

downturn, causes instability on the labour market and extrinsic values such as job-security 

becomes more important (Falch & Strøm, 2009; With, 2017). 

 

2.1.4 Valuation of different job-values 

Literature depicts a somewhat ambiguous picture of how genders value different forms of 

job-values. Occupational values are often categorised as extrinsic (e.g. job-security, prestige, 

income), intrinsic (value of importance of the work itself) or altruistic (e.g. help others, 

contribute to society) (Marini, Fan, Finley, & Beutel, 1996, p. 50). On the one hand, extrinsic 

values have been shown to mean more to men (Stinebrickner, 2001; Falch & Strøm, 2009). 

On the other; with educational expansion, women might be more interested in leader 

positions and care more about extrinsic rewards, such as wages (With, 2016, p.42). Lower 

wages might then increasingly affect women, and values among men and women can become 

more similar over time (Marini et al., 1996; Tolbert & Moen, 1998). 

 

However, there seems to be a greater difference in valuation of intrinsic job-values between 

genders. Intrinsic values are more important to young women, than to young men when 

choosing occupations (Marini et al., 1996). Moreover, intrinsic values are the main reason for 

teachers to persist and continue in teaching (Watt & Richardson, 2008, p.423). Hence, if 

women value intrinsic and altruistic aspects of work, then this would affect both recruitment 

and attrition from teaching. There has further been differentiated different rewards for 

intrinsic work-values, and social rewards are shown to mean more to women than to men 

(Marini et al., 1996, pp. 50-51). Peer support (from colleagues, administration, parents and 

local community) and co-operation with induction and mentoring programmes mean more to 

female teachers, who overall feel less self-efficacy than men (Hancock & Scherff, 2010; 

Caspersen et al., 2014, Falch & Strøm, 2005). 
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Self-efficacy is also related to coping strategies and mechanisms. Differences in emotional 

coping strategies and self-efficacy is correlated with teachers’ experiences and job-

satisfaction (Jakhelln, 2011; Lee & van Vlack, 2018). Furthermore, coping-strategies and 

emotion-management are gendered (Olson et al., 2019). Women are found to embrace and 

use their emotions to connect with their students. Although they were more likely to care 

more for their students and invest more in their teacher identity, they also experienced greater 

distress and emotional exhaustion (Olson et al., 2019, p. 128,133). Male teacher were more 

able to emotionally distance themselves from students and issues at work, and use surface-

acting strategies (Olson et al., 2019, p. 139). Emotional experiences and exhaustion affect 

teachers’ motivation to leave teaching (Skaalvik & Skaalvik, 2011a, 2011b), and hence 

gendered coping-mechanisms can affect attrition for male and female teachers differently.  

 

2.2 SOCIAL BACKGROUND  
Educational choices and career-destination is often considered in class-theories to be affected 

by social origins (e.g. Borgen & Mastekaasa, 2018; Bourdieu, 1984; 1986; Breen & 

Goldthorpe, 1997; Hansen, 2005; Hansen & Mastekaasa, 2006; Helland, 2006; Helland & 

Wiborg, 2019; Lareau, 2002, 2003; Lareau & Weininger, 2003). According to class-theories, 

social background can influence and affect accumulation and the ability of accumulate 

different resources, or capitals. Briefly explained, economic capital is economic resources 

that can be invested for different expected returns, cultural capital is cultural resources (often 

regarded in terms of its institutionalised form of educational attainment and performance)4 

and social capital is generated through social relations and creates different forms of network 

(Bourdieu, 1986, pp. 243-247). Economists have used human capital to describe 

accumulation of knowledge, skills and other traits that enable individuals to perform their 

labour efficiently (Becker, 1993). Accumulation of resources affect opportunities and 

aspirations on the labour market. Research have found higher attrition for teachers with more 

accumulated resources (e.g. Murnane et al., 1989; Ingersoll, 2001; With, 2017; Addi-Raccah, 

Watt & Richardson, 2008). Moreover, some teachers never planned to stay in teaching their 

entire career, and used teaching as a stepping-stone for alternative careers with higher 

                                                
4 Cultural capital is divided into three different forms; embodied, objectified and institutionalised. See the works 

of Bourdieu for more information. 
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expected returns (Addi-Raccah, 2005; Watt & Richardson, 2008). Teachers need both the 

motivation and the opportunity to switch careers (With, 2017, p.1726), and there might thusly 

be differences in attrition for teachers with different social backgrounds.  

 

2.2.1 Sorting into teaching: attraction and retention 

Some people might be more attracted to teaching which can result in a stricter form of sorting 

into the profession by means of self-selection and self-recruitment to teaching. According to 

class theories of relative risk aversion, people often choose an occupation that is either equal 

to their parents’ or higher in socio-economic status to prevent downward mobility (Boudon, 

1974; Breen & Goldthorpe, 1997). Research find people tend to follow in their parents’ 

footsteps by occupational- or task following (Chen, Gordanier, & Ozturk, 2017; Laband & 

Lentz, 1983) or educational field-following (Helland & Wiborg, 2019; 2014). From a 

“pushed-from-behind-view” (Gambetta, 1987, p. 11), self-selection and occupational 

following can be understood as alternatives being delimited, and individuals might feel more 

inclined choosing a profession they are familiar with. From an economic stand-point, it is 

more cost-efficient choosing a familiar occupation (Chen et al., 2017, p. 2). Hence, children 

of teachers or from the cultural middle-classes might feel more inclined and comfortable 

choosing teaching than people from other backgrounds. Teacher recruits in Norway whose 

parents had higher educational levels were over-represented in the period 1975-2010 (With, 

2018, p. 171). 

 

Choosing teaching might be more cost-efficient if one or both parents have worked as 

teachers, because task following can be understood as the ability of acquiring occupation 

specific human capital from their parents (Chen et al., 2017, p. 16). This means that during 

upbringing, children of teachers are able to gain more insight and information about the 

teaching profession. From information, they might develop skills that enable them to be more 

prepared for the challenges that comes with being a teacher. Novice teachers often face a 

shock to the demands associated with the teaching profession and to the different school 

cultures (how the school is organised, collegial environment) (Hancock and Scherff, 2010; 

Hong, 2012; Caspersen et al., 2014). Acquiring occupation-specific human capital from 

parents might therefore enable individuals to better steer their way through occupational 
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challenges, and the initial shock of teaching might be lessened. In turn, this can strengthen 

their sense of self-efficacy and help them create a realistic professional teacher identity. 

 

Professional identity and teaching identity is attributed to expectations of teachers’ role, and 

will hence be dependent upon conceptions of teachers from the past often formed from 

narratives on their societal role (Dahl, 2016, p. 43). Narratives of teacher role will hence 

differ in terms of the individuals’ social network. Having a parent who have been a teacher 

can help the novice teacher create a more realistic image of what it is to be a teacher. Hence, 

having a realistic image of what it is to be a teacher can thusly increase and improve self-

efficacy (Watt et al., 2012), and guidance from experienced teachers can help with this 

(Hong, 2012). Self-efficacy refers to perceived ability of mastering the challenges, demands 

and expectations of an occupation (Bandura, 1986 in Caspersen et al., 2014, p.127), and 

higher sense of self-efficacy reduce risk of teacher attrition (Hong, 2012; Watt & Richardson, 

2008).  

 

Parents can also transfer taste, aspirations, preferences and values onto their children during 

upbringing. Economic literature refer to this as “intergenerational correlation of preferences” 

(Chen et al., 2014, p.3), and sociological literature consider this in terms of transfer of 

embodied cultural capital (Barone, 2006; Bourdieu, 1984; 1986). These preferences, 

ambitions and values can affect career-paths. Hence, teachers with teacher-parents could find 

intrinsic and altruistic values (such as working with children) more valuable than climbing a 

career ladder with higher economic rewards and social status. This can suggest a stronger 

sorting into teaching based on intrinsic values (formed during childhood), which again can 

affect attrition rates. Intrinsic and altruistic values are significant motivations for entering and 

remaining in teaching (Dahl et al, 2016; Watt & Richardson, 2008; Watt et al., 2012).  

 

Appreciation for extrinsic values (such as status, income and security) have been shown to 

vary with socio-economic background. Historically, teaching has been used as a means for 

social mobility where men from lower social classes or women from higher social strata were 

more often recruited to teaching (With, 2018, p.165). More recent research find that job-

security and income mean more to the working-classes and people from lower socio-

economic-status (SES) backgrounds (Watt & Richardson, 2008, p.425; With, 2018, p.167).  
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Sorting and self-selection into teaching that can affect attrition rates due to transfer of 

knowledge, skills and values. These factors can be considered as push factors into teaching 

and affect individuals’ adaptiveness and responses to the challenges they face as novice 

teachers. In accordance with this, With (2018) found an over-representation of teachers from 

cultural middle-classes in her sample of teacher recruits. If theories on cultural capital and 

task/occupational following hold true, then we would expect lower attrition rate for this group 

(teachers of teacher parents and can be placed in cultural middle-class). 

 

2.2.2 Labour market prospects and structural constraints: significance of credentials 

Job-security seems to be an important pushing factor for entering teaching, which is seen as 

attraction to teaching seem to increase with economic instability and downturn. Indeed, 

changes in labour market opportunities are found to affect attrition rates more than changes in 

intrinsic values and rewards (With, 2017, p.1738; Falch & Strøm, 2009). This can raise a 

concern in terms of social equality because with instability on the labour market competition 

among applicants increases. According to Bourdieu (1984) people from higher social strata 

position themselves more advantageously due to higher levels of cultural capital. Cultural 

capital can facilitate more information about educational returns in the labour market; which 

enable them to steer their career path and secure the “most attractive positions at any time” 

(With, 2018, p.176). Furthermore, individuals from families with more cultural capital score 

higher GPA which is beneficial for competitive entry requirements (Bakken, 2009b, pp. 9-10; 

With, 2018, p. 176). Teachers who opt to change careers with higher accumulated cultural 

capital will thusly have more advantages on the labour market. And it is more often teachers 

with in-demand educational qualifications and higher grades that leave teaching (Borman & 

Dowling, 2008; Murnane et al., 1989).  

 

Considered through the lenses of a Structuralist view, people’s actions are a result of what is 

possible for them due to external constraints, and not a result of choice which results in 

“people grabbing what they can” (Gambetta, 1987, p.8) and not picking what they want. 

Alone, this is view is insufficient because it ignores people’s reasons for action and consider 

people have little to no choices (Gambetta, 1987, p.2). However, it still explains how external 

constraints can limit people’s actions. Labour market conditions can put constraints on 
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occupational opportunities that exist for teachers who consider switching career path, and to 

varying degrees dependent on their accumulated resources. This would mean that we would 

see a difference in attrition rates based on educational attainment level and educational field 

(Borman & Dowling, 2008; Ingersoll, 2001; Murnane et al., 1989; With, 2016a).  

 

With the expansion of education, credentials have become increasingly more important 

(Borgen, 2010; Bourdieu, 1996; Goldthorpe, 2016). Bourdieu (1996) argues that social 

inequality and social reproduction have remained relatively stable, but have changed from a 

family-oriented social reproduction to a reproduction based on education. This means that the 

differences between classes might be relatively stable, but that the effect of social background 

has changed from having a direct effect to having an increased indirect effect on destination 

(mediated through education) (Borgen, 2010, p. 18; Goldthorpe, 2016, p. 101). Moreover, 

expansion of education has created a shift of perceived educational prestige from higher 

educational level to new prestige-distinctions in educational fields. Educational inequality 

can therefore be reproduced with educational following (Helland, 2006; Helland & Wiborg, 

2019; 2014). Certain educational fields and credentials will be more in-demand than others. 

Attrition rates among Norwegian teachers are shown to be higher among master graduates, 

and among teachers with PGCE (With, 2017). Murnane et al. (1988) found evidence of this 

back in the late 1980s in the US, where teachers pursued other occupations if they could 

expect greater financial rewards in their subject-specialty outside teaching. Chemistry, 

physics and biology teachers have been found to have the shortest teaching spell and least 

likely to return (Murnane et al., 1988; 1989).  

 

Reproduction of educational inequality are also seen in terms of differences in grade point 

averages between classes (Bakken, 2009b). Children from families with higher cultural 

capital are found to get higher grade point averages than children from families with less 

cultural capital (mostly in the form of educational attainment) (Bourdieu, 1996; Bakken, 

2009b). Higher grades can signal higher cognitive abilities, which again can give them 

advantages in the labour market (Borgen, 2010). This is consistent with findings that high-

ability teachers with better qualifications are more likely to leave the profession (Stromquist, 

2018; Murnane et al., 1989). Furthermore, career aspirations can be affected by perceived 

self-efficacy and academic performance (Bandura et al., 2001). Hence, career aspirations can 
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indirectly be affected by social origin via educational performance. Educational inequalities 

are also considered in terms of disposition theories, where abilities and aspirations are 

consequences of different forms of socialisation. Lower educational achievements of children 

from lower classes might be due to different valuation of education and higher education 

might not be considered as an option (With, 2016, p.35). 

 

Structural constraints on the labour market can position individuals with different prospects, 

which can also vary with social backgrounds. Whether considering pushing factors or pulling 

factors that motivate teachers to leave, these factors will to varying degrees be influenced by 

the demands in the labour market and economic conditions in society. Moreover, as social 

background can affect educational choices and performance, some individuals will be able to 

positions themselves more advantageously.  

 

2.2.3 Aspiration and disposition theories: Motivation and aspiration as predictor for 

retention and attrition 

Attractions to other occupations can be considered as a pulled-from-the-front view 

(Gambetta, 1987, p.16). Moreover, Gambetta (1987) argue that individuals sometimes plan 

their career course, which can result in career switches. Similarly, Watt and Richardson 

(2008) finds that the groups called “highly engaged switchers” and “lower engaged 

persisters” have from the outset planned to try out teaching, but do not think of it as a life-

long career. Individuals in these groups are motivated to try out new and different things, and 

sometimes think they will outgrow the profession for interest in new challenges (Watt & 

Richardson, 2008, p.418). Hence, teachers are not only passive in their career paths where 

they are forced out due to external pressures. Some teachers take control of their careers and 

actively choose a different occupation (Smith & Ulvik, 2017). Similar to Watt and 

Richardson, Smith and Ulvik (2017) find in their qualitative research that the teachers 

enjoyed teaching and were considered as successful and respected. However, teaching was 

not enough and could not fulfil all of their needs. They had to seek new challenges, opting to 

leave their secure job (Smith & Ulvik, 2017, p.941). For some individuals climbing the career 

ladder offer different and meaningful professional challenges than teaching can offer. 

Teaching can be considered as a flat profession with no career ladder to climb, other than 

leadership-positions as principals or head of departments (Smith & Ulvik, 2017). Hence, for 
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people seeking to climb a career ladder teaching cannot provide this, and these people need to 

seek this possibility elsewhere.  

 

Transfer of values can affect teacher groups from different social background differently. It 

was proposed earlier that parents could transfer valuation of different job-values, aspirations, 

ambitions and preferences onto their children (Barone, 2006; Bourdieu & Passeron, 1990; 

Gambetta, 1987; Chen et al., 2017). This can be understood in terms of disposition theories, 

where differences in skills and aspirations are consequences of different socialisation 

processes (With, 2016, p.35). Teachers who were more likely to consider teaching as a life-

long career and intended to a larger extent to spend their entire working-life as a teacher, 

more often came from lower SES backgrounds and scored highest in terms of intrinsic values 

(Watt & Richardson, 2008, p.425).  

 

On the other hand, extrinsic values such as income, social status and climbing a career ladder 

might be more important for teachers coming from more affluent backgrounds (Watt & 

Richardson, 2008, p.425). These individuals might more often use teaching as a fall-back 

career or a stepping stone by accumulating human capital for more financially rewarding 

occupations (Addi-Raccah, 2005; Watt & Richardson, 2008; With, 2016). Albeit crossing 

professional disciplines from their parents, teachers from families with higher economic 

capital might value extrinsic values such as higher social status and income more than others 

and feel more pulled out of the profession. It may be unrealistic to expect teachers to remain 

in teaching their entire career (Watt & Richardson, 2008) and teaching can be considered as 

an exploratory profession (Rinke 2008 in Smith & Ulvik, 2017, p.941).  

 

Teacher attrition have been understood as a sign of teachers’ lack of resilience (Smith & 

Ulvik, 2017). Hence, teacher attrition is not only caused by teachers being pushed out of the 

occupation, but they are also active agents who choose and plan their career paths (Gambetta, 

1987; Smith & Ulvik, 2017; Watt & Richardson, 2008). Moreover, some individuals might 

be more pulled in a different career-direction which can either have been the plan from the 

outset or as a result of disaffection to teaching (Watt & Richardson, 2008). In the same way 

people from the cultural middle-classes might transfer altruistic and intrinsic values that 

increase their likelihood to stay in teaching, people from professional and economic classes 
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might be more pulled to a different career path using teaching as a springboard or stepping 

stone for entering more rewarding occupations (Addi-Raccah, 2005; Watt & Richardson, 

2008; Smith & Ulvik, 2017). Teachers from families that posit more professional and 

economic capital might therefore have higher attrition rates. 

 

2.2.4 Risk aversion and opportunity costs 

Different forms of capitals can, as mentioned, promote advantages in the labour market 

which creates different opportunity costs. In turn, this might influence choices for 

staying/leaving teaching. Opportunity cost is the cost of the best alternative that an individual 

did not choose (Greenberg & Spiller, 2015). Individuals will often weigh the alternative they 

took against the best option they did not take (Greenberg & Spiller, 2016), and from this 

make as best of an informed decision as possible. And as Huizen and Alessie (2016) argue, 

changing occupations will always be risky because information about other occupations 

differ in terms of resources and access to information. Opportunity risks will vary with access 

and accumulation of resources, as well as expected return in opportunity costs.  

  

Previously, it was proposed that cultural capital can affect career choices and enable 

individuals to make more informed choices. They are more familiar with educational returns 

and can therefore steer themselves more advantageously in the labour market. Information 

and credentials can facilitate a smoother process in planning career-paths, and therefore 

decrease the risk associated with job mobility. Risk averse people are less likely to change 

jobs (Huizen & Alessie, 2016), but information about other occupations and being more 

confident in own abilities might alter perceived risk.  

 

Additionally, they are more likely to acquire more coveted traits, such as higher grades and 

desired educational fields (e.g. With, 2017; 2018; Bourdieu, 1984). Watt and Richardson 

suggest that holding higher levels of qualifications can make people more aware of “the 

opportunities [that are] available to them in other fields” (2008, p.412). In Norway, 

educational attainment level in combination with higher GPA increase the risk of leaving 

teaching (With, 2017, p.1734). Educational level and performance have been discussed as 

being desirable traits on the labour market. Hence, opportunity costs and risks are dependent 

on labour market conditions and the extent teacher-specific human capital is transferable to 
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other types of employment (Harris & Adams, 2007). Having a PGCE might offer more 

transferable human capital to other professions, and teachers with general teacher education 

are least likely to leave (With, 2017). Krejsler calls highly educated teachers for ‘competence 

nomads’ (Smith & Ulvik, 2017, p. 931). Teachers can use their class-room experiences and 

are suitable leaders (Smith & Ulvik, 2017). Perlic et al. (2019) found that among leavers, 

most went to work in public administrations and health- and social services. Teachers with 

in-demand credentials and experience might therefore be able to find job-opportunities in 

occupation that require similar human capital to teaching. With a grander social network, job-

switchers might have more access to information about job-opportunities and job-openings. 

 

Social capital was explained as creating different forms of network through relations. 

Individuals can use these network to gain precedence on the labour market. Social networks 

are not equally distributed between classes (Borgen, 2010, p.26), which enables certain 

individuals to use these networks more often than others as an information channel. Networks 

are not only information channels. In terms of occupational following, Chen et al. (2017) 

refers to this mechanism as nepotism. Although nepotism and family networks do not 

guarantee job offers, they do still offer advantages to these individuals which again reduce 

risk of job-mobility. Furthermore, job-seekers are not the only ones who use networks as an 

information channel. Employers can use networks as a way of screening candidates who are 

more likely to be better suited for the tasks and for the work-environment (Borgen, 2010, 

p.26).  

 

Switching careers from teaching might not be conceived as risky if this is a planned course of 

actions. This would make switching job from teaching a necessary step. Hence, being pulled 

in a different direction might not be risky if they have set their eyes on other professions 

already from the outset. Their values of trying out different occupations and wanting to 

continuously challenge themselves in different professional directions (Watt & Richardson, 

2008) includes risks. These individuals might not weigh risks of changing career-paths as 

other teachers with different values. This can partly be supported by Watt and Richardson 

(2008) who, as mentioned, found that leavers had planned from the outset to leave.  

 



24 

 

Risks associated with leaving teaching for other jobs might vary with labour market demands, 

credentials, accumulated transferable human capital and social capital. Possessing these 

advantages, individuals’ opportunity costs might outweigh potential risks of leaving teaching. 

Moreover, some individuals might not perceive changing careers as risky if this has been part 

of their career-plans. 

 

2.2.5 Organisational- and work-environment differences 

Teachers of different class backgrounds may be unevenly distributed in schools, and school 

effects may accordingly explain some of the differences in attrition by class background. 

Studies from the US have found that organisational differences such as low salaries, lack of 

support from school administrators and colleagues, discipline problems, poor student 

motivation and teachers’ lack of influence over decision-making affects motivations to stay in 

the profession and push teachers out of the profession (Ingersoll, 2003; Ingersoll & May, 

2012). 

 

Organisational differences can derive from the structure of the educational system in Norway. 

Compulsory schools are the local government’s responsibility (Falch and Strøm, 2005) and 

how educational policies are interpreted and carried out are both dependent on the local 

authorities as well as the administrations at the different schools (Malkenes, 2014; Prøitz, 

Mausethagen, & Skedsmo, 2019; Solstad & Thelin, 2006). The most notable difference is 

probably how schools in Oslo are organised compared to the other schools in Norway. The 

Oslo-schools work as an example and set guidelines for educational development for schools 

in Norway, which includes more external control, accountability policies and 

measurable/quantifiable management regimes (Malkenes, 2014, p.122). In addition, the 

labour market is Oslo might have more options for teachers who want to change or escape 

from teaching. Advantages with social background and labour market opportunities have 

been discussed previously. School-differences and location might explain differences in 

attrition for social background groups. 

 

‘Influence over decision-making’, or ‘autonomy’, can thusly vary between schools and 

municipalities. Autonomy is associated with job-satisfaction because it entails teachers’ room 

for professional development, construction of pedagogical integrity and forming their own 
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professional identity (Mausethagen, 2013c; Smith & Ulvik, 2017). Hence, autonomy and 

teacher identity can be linked to what I have previously discussed about realistic expectations 

to the teaching profession, preparedness and knowledge about the profession, which might 

play out differently depending on existing knowledge and insight to the occupation. On the 

other hand, it is conceivable that with increased education level and experience individuals 

install a professional integrity, pride and sense of entitlement that makes it harder to accept 

restrictions to autonomy. Mausethagen (2013c) finds differences in responses and 

legitimisation of accountability policies among beginning and experienced teachers.  

 

Differences in support from peers, administration and local community can contribute to 

differences in attrition rates between schools. Induction and mentoring programmes 

encourage a collaborative environment for teachers, and collaboration and peer-support can 

increase feelings of self-efficacy (Caspersen et al., 2014; Hancock and Scherff, 2010). 

Furthermore, administrative support are seen to be significant factors for teachers’ feeling of 

appreciation and feeling of having some level of autonomy in deciding pedagogical strategies 

that conform with their teaching integrity. Support is important for all teachers, but might 

mean more to individuals who are more unfamiliar with the teaching profession, with fewer 

resources and less access to information about the teaching profession.  

 

On a slightly different note, but in terms of peer-support, it might be that individuals with 

similar background stick more together. There might exist a work-place segregation between 

certified and uncertified teachers in Norway, where attrition for tenured certified teachers 

increase with higher proportions of uncertified teachers (Falch & Strøm, 2005, p.617). 

According to Becker’s (1971) discrimination theory, individuals want to work with others 

who are similar to themselves (Falch & Strøm, 2005, p.617). This can also be understood 

through Bourdieu’s (1986) theory of cultural capital. Through embodied cultural capital, 

teachers might exhibit a form of life-style, world-view and preferences that distinguish them 

from others, and thusly making them a more homogenous group. Although student- and 

teacher composition might predict different attrition rates between schools for different types 

of teachers, Falch and Strøm (2005, p.624) caution against interpreting this as a pure 

discrimination effect. There might be other reasons for the associations, such as unmeasured 
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background factors or that the compositional factors work as proxy for something else (Falch 

and Strøm, 2005, p.624).  

 

2.3 MINORITY BACKGROUND 
It was suggested in the introductory chapter that cultural and ethnic diversity are important as 

teachers serve as role-models (Perlic & Foss, 2019; Kalmijn & Kraaykamp, 1996; 

Karunanayake & Nauta, 2004; Holt & Gershenson, 2015; Spernes, 2014). However, as 

Sleeter and Thao (2007, p.6) argue; despite focus on student diversity, there has been little 

focus on teacher diversity. There is also a discrepancy between proportion of children and 

teachers with minority backgrounds in schools. Whereas children with immigrant background 

make up 17% of the student population, less than 7% of teachers have immigrant 

backgrounds (Perlic & Foss, 2019). The low number of teachers with an immigrant 

background also suggest why there is little literature in the field of teacher attrition and ethnic 

background, as research have excluded teachers with minority background because this group 

is sometimes too small to study quantitatively (Murnane et al., 1988, p.25; Murnane et al., 

1989, p.330; With, 2018, p.168; 2016, p.10; Sohn, 2009, p.3).  

 

This sub-chapter aims to present the literature that exist on teacher attrition and ethnicity. 

Ethnicity, however, is not used in the same way across research fields and countries, and I 

will therefore mix literature on “race”, “ethnicity”, “native speakers” and minority 

background. Although these terms are coiled differently, they still entail telling a story of a 

group that is separate from the majority culturally and/or ethnically, which is one of the aims 

for this thesis. For simplicity’s sake, I will hereupon use the term ‘minority background’ as a 

commonality to all of the above terms.  

 

2.3.1 Minority has lower risk of leaving, but not everything is black and white 

Differences in attrition rates and attrition risks between majority and minority groups are 

found in international research from the US, Australia and Israel, where minorities are less 

likely to quit teaching (Addi-Raccah, 2005, pp.746-747; Borman & Dowling, 2008, p.385 

Hancock & Scherff, 2010, p.333; Scafidi, Sjoquist & Stinebrickner, 2007, pp.7,10; Watt & 

Richardson, 2008, p.425). In the US, White teachers were found to have significantly shorter 
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duration in teaching than their Black colleagues (Murnane et al, 1989). And White teachers 

were 1.36 times more likely to leave the occupation than their non-White colleagues (Borman 

& Dowling, 2008, p.385). A possible factor that is often mentioned in many of these articles 

concerns ethnic minorities’ prospects, opportunities and aspirations (Addi-Raccah, 2005; 

Hancock & Scherff, 2010; Watt & Richardson, 2008). In Norway, Immigrants have the 

highest proportion of individuals with only compulsory education (Olsen, 2018, p. 40). As 

explained in previous section on social background, this might generate different 

opportunities on the labour market. However, teacher attrition for minority groups might be 

more complex and deviate from the majority, as Murnane et al. (1989, p.330) find black 

teachers respond to factors differently and have different career-paths from the majority. 

Push- and pull factors might work differently for minorities. 

 

2.3.2 Selection into teaching 

The previous chapter considered self-selection to teaching by teachers from cultural middle-

classes to affect both recruitment and attrition patterns. Chen et al. find that there is an 

intergenerational correlation of skills (or task-following) for both whites and blacks, but it is 

more common for whites (2017, p.5). From a Norwegian context, some minority teachers 

have reported to choose teaching because their fathers had worked as teachers and promoted 

teacher education as a smart educational choice (Spernes, 2014, p. 22). However, the low 

number of teachers with minority background might be a result of already few minority 

teachers, and hence fewer role-models to follow (Spernes, 2014). Hence, occupational and 

task following might not be applicable to the same extent for some minority groups. 

 

Another explanation to selection into teaching among minorities could be that socialisation 

processes affect perceived occupational self-efficacy and aspirations (Bandura et al, 2001; 

Orupabo, 2014), which in turn might discourage them from wanting to become teachers. This 

is evident in Spernes’ research (2014) where only one of the informants had been encouraged 

to consider teaching from guidance counsellors and teachers during school-years. Negative 

experiences such as generalisation, stigmatisation, lack of recognition of cultural background 

and teachers with minority background being ridiculed by pupils contributed to a negative 

view of schools as an ideal work-place (Spernes, 2014, p.20-22).  
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Socialisation processes are also considered in Social Cognitive Career Theory, where 

individuals’ career paths can be interfered by perceived educational- and career barriers, 

despite high levels of self-efficacy and educational performance (Raque-Bogdan and Lucas, 

2016, p.250; Orupabo, 2014, p.161). These barriers can be socially deemed gender-

appropriated educational choices (Reisel, 2014, p.119), prioritisation and preferences and 

exclusion and discrimination processes (Reisel, 2014, p.145). By example, educational fields 

are more gendered for students with immigrant background, where boys are twice as likely as 

girls to enter educational fields such as mathematics and natural sciences (Schou, 2009, 

p.112-113). Proportionally among girls, however, girls with immigrant background more 

often choose atypical educational fields than Norwegian girls do (Schou, 2009), and 

particularly children of immigrants make more ambitious educational choices (Mastekaasa & 

Birkelund, 2009; Spernes, 2014). Hence, although immigrants might to a larger degree 

choose more atypical and ambitious educational fields, overall within the group there might 

exist more pronounced gender-differences.  

 

Gender-differences in teacher attrition have already been explored, and one reason that was 

mentioned was child-rearing. Women in general self-realise their potential in terms of 

accumulated human capital to a lesser extent than men (Halrynjo and Teigen, 2016, p.300), 

and more often have to make career compromises to suit the family’s need. And if gender-

differences are more pronounced among minorities then this might affect their aspirations and 

intentions of choosing and remaining in teaching.  

 

2.3.3 Differences in opportunities 

If minority teachers have lower attrition rates than the majority group of Norwegians, then 

this might be explained by differences in opportunities. In Norway, it is well documented that 

immigrants or children of immigrants score lower GPA than children with native-Norwegian 

parents (Mastekaasa & Birkelund, 2009, p.221; Bakken, 2009b, p.48). On the other hand, 

descendants of non-western immigrant parents are proportionally higher represented in higher 

education than both the majority (native-Norwegians) and immigrants (Kolby & Østhus, 

2009, p.137). Addi-Raccah (2005) finds that Israeli teachers from privileged social- and 

ethnic backgrounds are more likely to leave teaching for other jobs with higher economic and 

status rewards. These individuals had also accumulated more human capital and higher 
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education, which made them more attractive on the labour market. Similarly, Watt and 

Richardson (2008) find that among Australian teachers, “switchers” were more likely to have 

majority background. As mentioned, many of these teachers had different career-aspirations 

and used teaching as a stepping-stone (Watt & Richardson, 2008, p.425). Minority teachers 

might therefore have other prospects on the labour market, as well as different career-

aspirations than teachers with majority-background. 

 

The difference in educational performance cannot be explained by socio-economic status 

background, but rather in terms of social capital and cultural capital where individuals lack 

access to Norwegian-specific cultural resources (Kolby & Østhus, 2009). Norwegian-specific 

human capital means resources and knowledge specific to Norway (Drange, 2009, p.166). 

These are innate for children to native-Norwegians. For immigrants these resources will be 

accumulated over time. Children of immigrants will have a good understanding and 

knowledge about Norway, its culture and society. However, it might still not fully 

compensate for differences that arise from parents’ contributions to children’s education, 

social and societal understanding (Drange, 2009, p.166). Differences in terms of country-

specific human capital can be formed if employers value these informal resources, which in 

turn can create stereotypes and discrimination.  

 

2.3.4 Discrimination: opportunities ceteris paribus 

After accounting for own education, parents’ education, residential area and other controls, 

there are still differences in job opportunities between children of immigrants and children of 

native-Norwegians in favour of the majority. The researchers propose factors such as 

discrimination and limited social network can contribute to persistence of group-differences 

in education to labour transitions (Birkelund, Lillehagen, Ekre, & Ugreninov, 2014; Evensen, 

2009; Midtbøen, 2014, p.178). In short, discrimination centres around actions that reflect a 

general aversion to hire ethnic minorities (Midtbøen, 2014, p.178). Minority women were to 

a lesser degree than minority men discriminated against during hiring-processes and 

discrimination was biggest and most apparent in the private sector (Midtbøen, 2014, p.174-

178). Relating back to teacher attrition, the relative risk of changing occupations could be 

higher for minorities, and even more so for men. A lower attrition for minorities could 

suggest a more difficult labour market for individuals with minority backgrounds. A final 
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note should be made for municipality-differences, as Evensen (2009) finds that children of 

non-western immigrants have generally poorer prospects than the majority population on the 

labour market, except for in Oslo. This might be explained by a denser immigrant population 

in Oslo and different demand in the labour market (Evensen, 2009, p.189).  

 

Discrimination might deter minority teachers from leave teaching, but discrimination at the 

work-place or during teacher training can also deter or push minority teachers out of 

teaching. The most common type of discrimination in countries such as Sweden and the UK 

are discrimination due to teachers’ ethnicity (Stromquist, 2018, p.23). Despite efforts of 

promoting diversity in the US, teacher diversity itself increases the risk of leaving (Sohn, 

2009, p.18), which is similar to the discrimination theory by Becker (1971) previously 

discussed in the social background-section. Discrimination is consistent with Spernes’ 

research (2014) that find many of the teacher students have had negative experiences with 

school, and witnessed ridiculing of their teachers. Due to negative experiences, these 

individuals must be especially motivated and have a particular interest in the teaching 

profession (Spernes, 2014, p. 22). Moreover, if Becker’s (1971) discrimination theory holds 

true (Falch & Strøm, 2005, p.617), then this might affect the social support from peers, 

administration and parents. And support is important for teachers in strengthening their level 

of self-efficacy and reduce apathy towards teaching (Hancock and Scherff, 2010, p.333, 335).  

 

However, although Scafidi et al (2007, p.15) find that black teachers are less likely to leave 

minority schools than white teachers, they argue that their results represents more than racial 

bias. They propose one omitted school variable that might explain difference in attrition rates. 

The demographic area of black schools and distance to majority/minority background 

teachers might explain differences in attrition, as white teachers might leave further away 

from these schools than black teachers (Scafidi et al., 2007, p.15). If this is the case, then this 

could reflect more segregated neighbourhoods in Norway.  

 

2.3.5 Gender roles and values 

Although women might experience less discrimination in hiring processes, there exist cultural 

stereotypes that can affect women’s choices in terms of labour participation and occupational 

choices (Orupabo, 2014; Drange, 2009). Full-time work for immigrant women are most 
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common right after graduation and then declines (Drange, 2009, p.163-176). Although it 

could be that the institutional organisation of the labour market or employers hiring decisions 

affect full-time work, it could also be due to employee’s values (Drange, 2009, p.176-177). 

Systematic differences in labour participation could be a result of minority women’s own 

preferences, wishes or expectations. Having children is more significant for working part-

time for immigrant women than women with majority background (Brekke and Mastekaasa 

(2008) in Drange, 2009). Hence, child-rearing reasons might be even more important for 

minority women, which again can affect attrition rates.  

 

In Israel, Addi-Raccah finds that female teaches with minority backgrounds are most likely to 

quit teaching and the labour force altogether (Addi-Raccah, 2005, p.745). She argues that this 

might be due to cultural reasons, as Arab women forego their jobs to men and child-rearing 

(Addi-Raccah, 2005, pp.745-746). As explored in the gender-section of this chapter, similar 

tendencies might be present also in Norway. As mentioned, Ellingsæter (2016, p.49) finds 

that there still exists conflict among women who need to balance career and child-rearing, 

and this might also be present for minority women. A higher attrition rate for minority 

women might indicate differences in values and appraisal of traditional family values. For 

Pakistani-women in Norway, their labour participation and income is perceived in mainly 

four different ways, where two-income party challenge the male-provider idea. Only one of 

the perspectives concern self-realisation and the three others is considered in terms of family-

needs and complementary to the male-provider (Nadim, 2016, p.157).  

 

Minority teachers might also have different altruistic values than the majority, which could 

affect both retention and attrition rates for minorities. Teachers of colour in the US were more 

likely to stay in schools that often were attributed conditions that made teacher-retention 

more difficult, than their colleagues with majority background (Achinstein et al., 2010 in 

Hancock and Scherff, 2010, p.333). The lower attrition rate for minorities is explained by 

Achinstein et al. (2010) as being ascribed from their “humanistic commitments”, where 

helping low-income students of colour (sometimes like themselves) meant a lot. They were 

therefore less affected by negative conditions, climate and culture at the school (Hancock and 

Scherff, 2010, p.333). Social psychology proposes theory of similarity/attraction (Sohn, 

2009); where individuals are attracted to work with people who resemble themselves (similar 
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to Becker’s discrimination theory) to explain differences in attrition patters. Hence, school-

differences could affect attrition patters which could indicate differences in humanistic 

commitments or a wish to work with people similar to oneself. 

 

2.3.6 Cultural differences 

There are cultural differences between majority and minority groups, as well as within 

minority groups. Socio-cultural contexts often matter in terms of appreciation and evaluation 

of extrinsic values. International studies have shown that sociocultural context matters, and 

that in less industrialised countries extrinsic values (such as income, job-security and status) 

are highly valued for choosing teaching (Watt & Richardson, 2008, p.409; Watt et al., 2012, 

p.792). Hence, attraction to teaching might depend on their country of origin, and attraction 

and attrition might differ within minority groups. 

 

Children of first-generation Norwegians/immigrants are a heterogeneous group5, and 

Mastekaasa and Birkelund (2009, p.226-227) caution future researchers to treat this group as 

one big homogenous group. Even within a minority groups such as Asian-American there are 

big within differences, as the group is “incredibly diverse” (Lee, 2006, p.24). There might 

therefore exist great disparities between immigrants, immigrant-parents and their formal 

education level. Although it would have been ideal to categorise teachers according to their 

country of origin, due to small number of observations for different groups this cannot be 

done in this study. The heterogeneous aspect of minority background groups are still an 

important aspect, and is kept in mind when discussing the results. 

 

 

 

  

                                                
5By example: children to Vietnamese-born parents are least likely to drop out from secondary-schools, while 

children of immigrants from e.g. Pakistan or Chile are more likely than the majority to drop out. Children of 

immigrants from e.g. India, Vietnam, or Iran who study in Norway, are also more likely to choose studies in 

health-professions, mathematics and natural sciences (Mastekaasa & Birkelund, 2009, p.227). 
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3 DATA AND METHOD 

 

 

 

 

This chapter explains the construction of data and application of method. It has three parts, 

where the first examines the form of data, the second looks at the operationalisation of 

variables and the third examines the methods used to answer the research questions. The 

chapter has two functions. The first is to shed light on how the variables were prepared and 

hence how the results should be understood. The second is to promote transparency, which is 

important for replication and validity in research (Miguel et al., 2014).  

 

3.1 DATA 
Register data 

The data is provided by Statistics Norway (SSB), and are comprised of data from official 

administrative registers. There are several registers in Norway. By example; information on 

education is recorded in educational registers, employment in employer/employee registers, 

and birth, deaths marriage, divorce, and migrations in the population registers (Lyngstad & 

Skardhamar, 2011, p. 614). Every resident is given a personal identification number (PIN), 

and this allows for possibilities of combining information from several of these registers 

(Lyngstad and Skardhamar, 2011). In terms of this thesis, register data provides detailed 

registered information on teachers, as well as providing a sample of an entire teacher 

population for a given period. And as Lyngstad and Skardhamar assert “the enormous scale 

of the data makes the register system a useful source for descriptive statistics” (2011, p.627). 

Register data is ideal for describing a population’s behaviour in answering what type of 

questions (Raaum, Røed, & Bratsberg, 2012). The sheer size of register data; covering an 

entire population also limits, if not removes, concerns over representativity (Lyngstad and 

Skardhamar, 2011).  

 

Another feature of register data is that the registers are updated on a regular basis, which 

gives data on a “virtually continuous timeline in longitudinal data sets (Lyngstad and 

Skardhamar, 2011, p.613). In simpler terms; individuals can be followed over time (Raaum et 



34 

 

al, 2012), which is essential to study teacher attrition. The data set constructed for this thesis 

also follows individuals over time. It is not longitudinal in the conventional sense (giving a 

timeline for consecutive years), but follows individuals based on their career-years.  

 

The analysis sample 

The original sample consisted of 40485 teachers before any operations were executed. The 

sample consist of newly qualified teachers who are employed in schools for their first time in 

the period 2003 to 2013. After operationalisation of variables 30280 teachers remained. 

Exclusions of teachers will be explained throughout this chapter in consecutive order.  

 

The focus of my thesis is on early career teachers at the beginning of their working careers. 

Most people will start their careers before they have turned 30, (SSB, 2019c). Thus, I have 

excluded teachers in the sample born in- or before 1968, as they are 35 years old or older in 

2003.  

 

An important distinction in this sample, as well as my thesis, is who are characterised as 

teachers. Teachers in this sample are newly qualified teachers with a teaching degree who are 

employed at a compulsory school for the first time. Table 3.1 displays descriptive traits of the 

sample for independent and control variables. From this we learn about the compositional 

traits of teachers in the sample; or who the teachers are. The composition of the sample is 

important for the broader picture. If certain groups experience a difference in attrition, then 

the total attrition must be understood from the compositional characteristics of the teaching 

population. The proportional distribution is given by the ‘mean’.   
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Table 3.1: Summative descriptive statistics of the independent variables 
Variable Obs Mean Std. Dev. Min Max 

Gender      

Female 30280 .7468296 . 4348349 0 1 

Social background      

Cultural Upper 30280 .0206077 . 1420692 0 1 

Professional Upper 30280 . 0406539 . 1974904 0 1 

Economic Upper 30280 . 0348085 . 1832974 0 1 

Cultural Upper-Middle 30280 . 1532034 . 3601894 0 1 

Professional Upper-Middle 30280 . 1632100 . 3695633 0 1 

Economic Upper-Middle 30280 . 0734148 . 2608205 0 1 

Cultural Lower-Middle 30280 . 0326288 . 1776660 0 1 

Professional Lower-Middle 30280 . 1045905 . 3060301 0 1 

Economic Lower-Middle 30280 . 0685271 . 2526524 0 1 

Skilled workers 30280 . 1192206 . 3240533 0 1 

Unskilled, semi-skilled workers 30280 . 0723910 . 2591385 0 1 

Farmers, Fishermen, Foresters 30280 . 0083884 . 0912046 0 1 

Welfare, Transference 30280 . 0666446 . 2494097 0 1 

Missing 30280 . 0417107 . 1999306 0 1 

Immigrant background      

Born_Norwegian 30280 .8955416 .3058593 0 1 

Immigrant 30280 .0512880 .2205881   0 1 

Norwegian ties 30280 .0531704 .2243769   0 1 

Educational achievement level year 0    
  

Bachelor's degree 30280 .9305482 .254225 0 1 

Master's degree 30280 .0694518 .254225     0 1 

Grade Point Average (GPA)      

GPA 16890 40.02946   5.663677 20 60 

Income      

Sum personal income year 0 27135   187447.1   90935.69 0 844868.8 

Sum personal income year 1 24283 250627.7 81993.19 0 875099.4 

Sum personal income year 5 12415 296867.5   78486.83 0 1098935.0 

 

The mean for female in table 3.1 is 0.75, which means that female teachers make up 75% of 

the teaching population in this sample. For social background; the biggest group is 

‘professional upper-middle’ class and makes up 16% of the variable. The categories with 

lowest frequency in this variable is ‘Farmers, Fishermen, Foresters’ and ‘Cultural upper’ who 

make up 0.8% and 2% respectively. Not surprisingly, the majority of the teachers do not have 

an immigrant background as about 90% are born in Norway to Norwegian-born parents. 

Furthermore, the majority of 93% have obtained an undergraduate degree which supports 

previous research that the majority of teachers have completed a GTE. 

 

Another aspect of sample composition depicted in Table 3.1 is the number of observations for 

each group. The size of the groups is important to bear in mind when interpreting results 

because too few observations will create a higher standard error (S.E) and less precise 

estimates. To meet this challenge, I have recoded variables to make broader categories 
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(further described under operationalization below). Less precision of estimates will make it 

more difficult to say with certainty whether there are differences in attrition rates among 

different groups, for example among teachers with different immigrant background. At the 

beginning of teaching career, teachers with immigrant background consist of 5% of the 

sample, which equals to about 1553 observations. This means that I do not have the power to 

separate between immigrants from different regions or countries, as further division of this 

immigrant group gives less precise estimates and increases the risk of chance-findings.  

 

Furthermore, the number of observations (N) are not the same for all variables. For time-

constant variables such as gender, social background and immigrant background, the N is 

constant with 30280 observations. The number of observations with information on grade 

point average from upper secondary school (GPA), however, is only half that of the other 

variables. Personal income is a time-varying variable because income increases with 

seniority. Number of observations decreases with time, and so does the number of 

observations for registered income. The varying number of observations will be further 

explained and described under operationalisation of variables in the next section.  

 

3.2 OPERATIONALISATION AND DESCRIPTIVE STATISTICS OF VARIABLES  

3.2.1 The dependent variable 

I measure teacher attrition annually for a period of ten years from 2003 to 2013. The 

dependent variable is called ‘attrition’ and is given for each observational year 0 through 10. 

The variable takes the values of 0 for ‘stayers’ (i.e. no change), and 1 for ‘leavers’ (i.e. a 

change in employment status within a given year since first employment).  

 

The easiest way is to consider the attrition variables as a length of registered employment. 

Attrition0 includes all teachers who have just started teaching at a compulsory school 

sometime between 2003 and 2013, and is the teachers’ very start in teaching. Attrition1 gives 

average attrition rate of all teachers observed for 1 entire year, attrition3; for all teachers 

observed for 3 entire years and so on.  

 

A person could potentially be observed in several attrition years. If a person has been 

observed for 8 years, the data set is constructed such that s(he) will be included in every year 

up until year 8. However, because these teachers has not worked for more than 8 years, (s)he 
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will have missing values for the remaining time period. Hence, the number of missing values 

will increase over time. As stated, the variable is binary coded. By example; a person 

employed in 2003, and who remains employed at a school the entire 10 years observation 

time-period, will have the value of 0 for all attrition years. A newly qualified teacher who 

leaves after one year will have the value of 0 the first year (attrition1) and then take the value 

of 1 for the remaining observation period. The decrease in the number of observations, then, 

are not due to attrition; where people are dropped from the sample once they leave the 

profession (as is normal for event-history analysis, see Singer & Willett, 2003). The decrease 

in number is based on how long the teachers were observed for. And hence, the proportion of 

those taking the value 1 will increase over time.  

 

Table 3.2 Descriptive statistics of dependent variable “attrition” for all observed years 1–10 
Variable Obs Mean Std. Dev. Min Max 

Attrition0 30280 0 0 0 0 

Attrition1 27304 . 1303106 .336651   0 1 

Attrition2 24441 .2312508 .421641 0 1 

Attrition3 21305 .2904483 .4539799 0 1 

Attrition4 18359 .3348766 .4719602 0 1 

Attrition5 15450 .3662136 .4817844   0 1 

Attrition6 12474 .3895302 .4876633 0 1 

Attrition7 9526 .4157044 .4928689 0 1 

Attrition8 6662 .4377064 .4961416   0 1 

Attrition9 4347 .4628479 .4986752 0 1 

Attrition10 1956 .5086912 .5000523    0 1 

 

The increase of proportion of leavers is displayed in Table 3.2. The mean gives the share of 

teachers taking the value one; a change in employment status within a given year since first 

employment. First employment is given by attrition0. The table shows that after one year in 

teaching (attrition1), 13% have left the profession, and 23% have left after two years 

(attrition2).  
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Figure 3.1: Attrition rates for the registered period, year 0 through 10 
 

Figure 3.1 illustrates that attrition increases rapidly the first four years, and especially by the 

first two years. After the initial first four years, the rate is not as steep. There will be some 

people leaving the profession, but not at the same rate. By year nine the attrition rate 

increases considerably again. Given the number of explanatory variables in this thesis 

(gender, social background, immigrant background), it can quickly become disorganised with 

too many results. Because of this, I focus on a limited set of time-points. To see the most 

critical development over time, it is befitting to focus on the most impactful years; the time 

when people are most at risk of leaving. Regressions are therefore run for year 1 and 5 with 

year 9 as a sensitivity test to see whether the trend continues. 

 

3.2.2 The independent variables 

The three demographical characteristics of interest are the explanatory variables: 1) gender 2) 

social background and 3) minority/immigrant background. 

 

3.2.2.1 Gender 

The gender variable “female” is dummy coded 1 for women and 0 for men, hence men is the 

reference category.  
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As a point of departure, it is interesting to see the composition of gender by e.g. social 

background, GPA and education at the very start of their teaching career. This is displayed in 

Table 3.3. There are only small differences between men and women in terms of composition 

with the other three variables. At the initial start, a few more women hold a postgraduate 

degree and have slightly higher GPA than men. These differences are small, and so in terms 

of social background, education level and GPA, men and women are quite similar. This is an 

interesting compositional trait of the sample, which is useful to remember when discussing 

the results.   

 

 

Table 3.3: Descriptive statistics of gender. Composition of gender by social background, 

GPA and education at initial start 
Social Background categories Men Women Total 

Cultural upper 2,62 1,87 2,06 

Professional upper 4,67 3,86 4,07 

Economic upper 2,65 3,76 3,48 

Cultural upper-middle 17,52 14,58 15,32 

Professional upper-middle 17,49 15,92 16,32 

Economic upper-middle 6,63 7,58 7,34 

Cultural lower-middle 3,54 3,17 3,26 

Professional lower-middle 10,27 10,52 10,46 

Economic lower-middle 6,34 7,03 6,85 

Skilled 10,91 12,27 11,92 

Unskilled/semi-skilled 6,93 7,35 7,24 

Farmers, fishermen, foresters 0,68 0,89 0,84 

Welfare, transference 6,27 6,8 6,66 

Missing 3,5 4,4 4,17 

Total 100 100 100 

    

GPA 39.16 40.36 40.03 

    

Proportion w/Master’s at start (year 0) 6.51% 7.10% 6.95% 

 

The relative similarity between gender and social background is also interesting because it 

refers back to selectivity of becoming a teacher. Historically, With (2016) argues, there were 

differences between genders and social background because men and women had different 

reasons for becoming teachers. Working class men used teaching as a springboard to climb 

the social ladder, while upper class women used teaching as a springboard to enter the 

workforce. The similarity in class-positions among men and women shows that this type of 

gendered class-selectivity in teaching recruitment no longer exists.  
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3.2.2.2 Social background 

Social background is a categorical variable consisting of fourteen categories; thirteen groups 

and one category for missing values. The variable is based upon the Oslo Register Data 

Scheme (ORDC) (Hansen, Flemmen & Andersen, 2009). Table 3.4 displays the values and 

their respective category-name. To maintain the nuances that the variable provides, the 

original values were kept. Missing values were kept for the analyses to maintain as high 

precision of estimates as possible. For the analyses, the variable was included as dummy 

variables to get the difference in attrition rate between the groups. Group with value 9 

“Economic lower-middle” is the reference group. The analyses then, gives the difference in 

attrition rate in predicted percentage-points between a group and the reference category.  

 

Table 3.4: Overview of Social background with values, proportion and category names 
Vertical class-

distinction 

Value, group name and 

proportion in % 

Value, group name and 

proportion 

Value, group name and 

proportion 

The elite 1. Cultural 

upper 

2.06 2. Professional upper 4.07 3. Economic upper 3.48 

Middle-classes 4. Cultural 

upper-middle 

15.32 5. Professional 

upper-middle 

16.32 6. Economic upper-

middle 

7.34 

  7. Cultural 

lower-middle 

3.26 8. Professional 

lower-middle 

10.46 9. Economic lower-

middle 

6.85 

Working classes 10. Skilled 11.92 11. Unskilled/semi-

skilled 

7.24 12. Farmers, 

fishermen, foresters 

0.84 

Lower classes    13. Welfare, 
transference 

6.66 14. Missing 4.17 

 

This thesis uses the ORDC scheme rather than parental earnings, education or socio-

economic status because the ORDC scheme captures the complexity of social background. 

The ORDC scheme builds upon Bourdieu’s class theory of different forms of capital, power 

and positions of occupational groups in the social space (Hansen et al, 2009).  Table 3.5 

presents the ORDC scheme with examples of occupations for each of the class-categories. 

The idea behind the ORDC scheme was to create a scheme that could both distinguish classes 

“vertically, according to the amount of capital, and horizontally, according to the composition 

of capital” (Hansen et al, 2009, p.8). Horizontally from the left, Table 3.5 displays groups 

that have more cultural than economic capital, and on the right; classes that have more 

economic than cultural capital. Classes with symmetrical composition of capital is found in 

the middle (Hansen et al, 2009). This distinction was not made for the lower level classes, 

and Hansen et al. (2009) also made an additional class for welfare recipients. Table 3.5 

demonstrates the scheme’s complexity and how it incorporates more aspects than a mere 
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economic- or social one. In this way, the ORDC is suitable for a detailed study of the impact 

of social background on attrition. 

  

The complexity of the ORDC scheme can also offer a few challenges. With fourteen 

categories, some of them will contain fewer number of observations which is displayed in 

Table 3.4. Although not definite, it might cause a higher standard error, which in turn might 

render more imprecise results. This risk is a trade-off for intricacy the scheme offers, where I 

have prioritised the latter. However, as the small number of observations might affect the 

results, it is important to consider this when analysing the results.   

Table 3.5: The ORDC scheme, with examples of occupations (Hansen, 2009, p.10) 

 

 

There were three ORDC variables in this data set based on mother and father’s class position. 

The traditional literature, including Bourdieu (1984) usually considers father’s class position. 

The traditional view is criticised, not only for excluding women’s status, but also because it 
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does not consider the effect of advances women have made in the labour market (Sørensen, 

1994). Lareau (1992) especially argued for the relevancy of mother’s social background in 

influencing children’s upbringing and their cultural capital. Andersen (2009) suggests that a 

combined class model with both parents’ class-position are more propitious. In terms of 

social background’s effect on school performance, more of the variation is explained with a 

combined model (Andersen, 2009; Johnston, Ganzeboom & Treiman, 2005). However, 

Johnston et al. (2005) also found that the parent with highest educational level exerted most 

influence, which is referred to by Erikson (1984) as the dominance model. Thus, I opt for 

using the dominance model in determining the effect of social background on teacher 

attrition. Compared to the conventional model, that only considers either the mother or the 

father, the dominance model is superior (Johnston et al., 2005; Korupp, Ganzeboom, & Van 

Der Lippe, 2002). However, for further investigations of this field, it could be advantageous 

to include a combined model for the analyses.  

 

Table 3.6: Descriptive statistics of social background. Composition of social background by 

GPA, level of education at initial start and gender 

Social Background 

categories 

GPA Proportion of group w/Master’s at start 

(year 0) 

Proportion 

women 

Cultural upper 41.64 10.90% 67.79% 

Professional upper 40.86 8.20% 70.92% 

Economic upper 40.56 7.50% 80.74% 

Cultural upper-

middle 

41.10 7.37% 71.05% 

Professional upper-

middle 

40.12 7.00% 72.87% 

Economic upper-

middle 

39.85 5.26% 77.15% 

Cultural lower-middle 41.21 4.45% 72.57% 

Professional lower-

middle 

39.62 5.05% 75.15% 

Economic lower-

middle 

39.61 4.72% 76.58% 

Skilled 39.25 3.60% 76.84% 

Unskilled/semi-skilled 38.93 4.33% 75.78% 

Farmers, fishermen, 

foresters 

40.22 6.30% 79.53% 

Welfare, transference 38.93 6.49% 76.16% 

Missing 40.57 29.77% 78.78% 

Total 40.03 6.95% 74.68% 
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Table 3.6 displays composition of social background with other control variables. From this, 

we learn that teachers, where the dominant parent is from a cultural middle- or elite class, 

have on average higher grades than other groups. Except for the category with farmers, 

teachers from higher strata have attained better grades. Furthermore, groups with teachers 

from higher strata have obtained more master degrees than other classes. Consistent with 

class theories, the group consisting of the most teachers with a master’s degree is the cultural 

elite (almost 11%). The group with fewest teachers with a master’s is skilled and unskilled. 

Proportion of females are fairly similar for all classes, with a majority of women around 75%.  

The only groups that somewhat deviates from this is the cultural- and economic elite. In these 

two groups, relative to the average, there are more men in the former group (68%) and more 

women in the latter (81%). These are interesting notions to remember for the following next 

two chapters.  

 

3.2.2.3 Minority background 

The minority background variable distinguishes between 1) teachers born in Norway to 

parents also born in Norway, 2) teachers immigrated to Norway and 3) teachers whose 

parents or themselves have ties to Norway but also to another country (category includes 

children of immigrants). For simplicity, the latter group is hereby referred to as “mixed-

Norwegian”. 

 

Table 3.7 gives the distribution of teachers for the three different categories. I am interested 

in seeing the difference in attrition rate between groups, and because Norwegian teachers are 

the majority I choose this category as the reference group. In the analyses, minority 

background is run as a dummy variable to see differences in attrition rate in predicted 

percentage-points between minority and majority groups.  

 

Table 3.7: Descriptive statistics of immigrant category. Proportion of teachers’ 

minority/majority background and other variables 
Immigrant background  

Value 

 

Frequency 

in % 

GPA Proportion of group 

w/Master’s at start (year 

0) 

Proportion 

women 

Born_Norwegian 1 89.55 40.06 5.90% 74.59% 

Immigrant 2 5.13 39.24 25.76 77.85% 

Mixed_Norwegian 3 5.32 39.71 6.40% 73.17% 

Total  100 40.03 6.95% 74.68% 
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The vast majority of teachers are people born in Norway to Norwegian-born parents (almost 

90%, Table 3.7). The distribution of men and women across the different minority groups are 

a bit different. Immigrant teachers have proportionally most women, and mixed-Norwegian 

teachers are fewest women. Although not great differences, immigrant and mixed-Norwegian 

teachers score lower GPA than the majority. The proportion of teachers holding a master’s is 

a bit more surprising. About 6% of Norwegian teachers and almost 6.5% of teachers with 

mixed Norwegian background have obtained a master’s degree. However, almost 26% of 

immigrant teachers have completed a master’s degree. If education is a determinant for 

higher attrition rates, as found by With (2017), then one would assume that higher education 

attainment level can explain some of the possible variation between teachers with immigrant 

background and Norwegian background.  

 

3.2.3 The control variables 

I control for GPA, educational level, income and school fixed effects (F.E) in order to explain 

attrition differences between demographic groups.  

 

The education variable was made binary; taking value 0 for attained bachelor degree and 

value 1 for obtained master’s degree. As the definition of being a teacher is to hold an 

educational degree (either bachelor or master’s), any missing data were dropped. I do not 

distinguish between specified education programme with subject fields due to small sample 

size in subject fields and disciplines other than general teacher education. However, future 

studies might consider using educational fields as research find there is a difference in 

attrition based on teachers’ subject area (e.g. Borman & Dowling, 2008; Murnane et al, 1988; 

1989). About 92.29% had a bachelor’s degree, about 7.69% had a master’s and 0.02% had a 

PhD in year 1, and hence PhD graduates were dropped due to small sample size.  

 

Grade point average (GPA) from upper secondary school is continuous ranging from 20 to 

60, and symmetrically distributed around an average of about 40 (Figure 3.2). Information 

about GPA for teachers are taken from the Norwegian Universities and College admission 

Service [Samordna opptak] (graduated upper secondary school prior to 2001) or from 

students’ secondary school graduate-certificate/baccalaureate (graduated upper secondary 

school after 2001). The former is of students applying to higher education through the 

Norwegian Universities and College admission Service in the years 1997-2004. The latter is 



45 

 

data containing school-leaving certificate from upper secondary education. Moreover, the 

sample consists of teachers’ grades before the grade entry-requirement policy for teacher 

education was changed with stricter requirements in maths, Norwegian and English (With, 

2018, p.178). Higher GPA have an effect of increased attrition rates (Murnane & Olsen, 

1990; Gjefsen & Gunnes, 2015). Examining my data, I find a non-linear association between 

GPA and attrition rates, with the highest likelihood of attrition among teachers with either 

grades at the lower or higher end of the spectrum (Figure 3.2).  

 

 

 

 
Figure 3.2: Histogram: dispersion GPA and Scatterplot: curvilinear dispersion of values 

 

According to literature, it is important to include income when examining teacher attrition 

because lower income levels have shown to increase attrition rates. (Murnane et al, 1989; 

Murnane and Olsen, 1990; Tolbert and Moen, 1998). The income variable, which takes the 

sum of personal income [sumpi], is continuous.  

 

The final model is run with school fixed-effects (school F.E), and hence holds between-

school variations constant. There could be characteristics with each school that contributes to 

teachers deciding to leave. This could be anything from the school administration, funding, 

pupil- and parent compositions, colleagues, patronage programmes etc. This is an important 

mediating variable if teachers from certain class positions or immigrant background sort into 

schools that differs with regard to these characteristics. A way to consider fixed-effects is to 
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understand it as a dummy-variable; holding each school constant and hence comparing it with 

itself. For school F.E, I choose teachers’ first workplace as the control variable.  

 

The control variables have features that need to be considered. Firstly, a challenge with GPA 

and income is that they contain missing values. On the one hand, excluding all teachers with 

missing values will reduce sample size considerably, and consequently decrease precision of 

the estimated effects. On the other, not excluding teacher with missing values will result in 

differences in sample size across models with different sets of control variables, and it is hard 

to distinguish mediation (see below) from differences in sample characteristics. In the main 

results, I choose to keep all teachers in order to maximise sample size. However, I test the 

robustness of my results by re-running all models with the same number of observations (See 

appendices for sensitivity tests tables A4.10-A4.12). Excluding teachers with missing results 

give fewer statistical significant differences between groups, but this could be explained by 

S.E being twice as large.  

 

Secondly, the variables for educational level, income and schools are time-varying which 

means that during the observation time-period a teacher’s value within these variables can 

change. My focus is on the initial years where people are most at risk of leaving, and I have 

chosen control variables for the initial year in teaching. Moreover, I do not expect many 

teachers will opt for a master’s degree and have a significant increase in income during the 

first five years in teaching. Teacher salaries are based on 1) seniority of years in the 

profession, 2) educational level, 3) percentage of full-time position or 4) job title/position 

(although having teacher education and working in a school, individuals might have an 

administrative position either exclusively or in addition to teaching). Over time, these 

determinants will affect the sum of personal income, but five years will most likely not 

change the sum of income a lot. Job-migration within the teaching occupation is possible, and 

teachers moving from one school to the next are kept in the analyses. Focus on initial effect 

of control variables means that the interpretation of the mediated effect of the control variable 

is more specific, and should be read as e.g. differences in teacher attrition between men and 

women when holding educational level at the beginning of teaching career constant. 
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The time-varying aspect is still interesting, and regressions with the respective educational 

level to the corresponding observation year were run as a sensitivity test. Comparisons 

between educational levels as a mediating effect on teacher attrition at the beginning of career 

to the corresponding observation year are presented in the appendix. In all models, the 95% 

confidence intervals overlap, indicating no statistically significant difference at the 5% level. 

There are, however, a few differences when substituting the beginning-of-career variable 

with a time-varying variable, which is further examined in chapter 4.4: “Sensitivity tests of 

the models”. Tables with sensitivity tests are found in the Appendix. 

 

3.3 METHOD 
This thesis uses Linear Probability Model (LPM) to determine differences in attrition rates 

between groups within the three different demographic variables. The aim of the thesis is, as 

already stated, to examine 1) whether there is a difference in attrition rates between 

demographic groups, 2) how these differences are explained; or rather whether the control 

variables can account for differences in attrition rates and 3) how these trends develop over 

time. Descriptive statistics from earlier on in this chapter help interpret directionality, 

relevance and significance of variables that effect results in Chapter 4. The following section 

presents the statistical method with explanations of how mediation effects can be interpreted. 

In addition, logistic regression is used as a robust test for the results generated by the LPM.  

 

3.3.1 Linear Probability Model (LPM) 

Linear regression analysis using the ordinary least square (OLS) estimator method has 

become one of the most commonly used statistical tools in the social science (Aldrich & 

Nelson, 1984, p. 9; Gordon, 2015, p. 105). Linear regression analysis assumes a linear 

correlation between dependent and independent variable(s) (Ringdal, 2013, p. 391). And as 

explained by Angrist and Pischke (2015, p. 57); a multiple linear regression model can be 

understood as the relationship (or effect) between one variable on the dependent variable 

while holding control variables constant. It can be expressed as the function: 

yi = β0 + β1X1i + β2X2i+. . . +β𝑘Xki + 𝜀𝑖 ,   i=1,2,3,…….,n  (3.1) 

(Ahmed, 2017, p. 924).  

In this function and in relation to my research aim, y signifies the outcome i.e. teacher 

attrition. β0 is the constant; meaning it represents the average of y when values of x = 0, i.e. it 

is the mean of attrition for the reference group (men, economic lower-middle class or 
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Norwegian-born) when all other x = 0. β1 is the coefficient for the independent variable X1, 

β2 is the coefficient for X2 and so on through β𝑘. The coefficient represents the percentage 

point change in the probability for attrition with a unit increase in X, while holding all the 

other x-values fixed. Hence, if the independent variable is e.g. gender, then β1X1i is how 

much higher attrition is among women (=1) than men (=0).  

 

When the outcome variable is binary, the linear regression analysis is called a Linear 

Probability Model (LPM), and estimates how the proportion with the value 1 on the outcome 

changes with the independent variables (Skog, 2004, p. 353; Tufte, 2000, p. 13). In this sense, 

it is better expressed as:  

P(y = 1|x) = β0 + β1X1 + β2X2+. . . +β𝑘Xk   (3.2) 

(Wooldridge, 2002, p. 454) 

 

The coefficient, then, gives differences in probabilities between groups relative to the 

reference group, and is intuitively easy to interpret. This is one of the main advantages of 

LPM (Hellevik, 2009, p. 66; Mood, 2010, p. 79; Tufte, 2000, p. 25). The regressions for the 

different demographic groups are run as dummies. Hence, in relation to my own analyses: the 

coefficients for e.g. social background give differences in probabilities of teachers leaving for 

different class-groups relative to the reference group economic lower-middle class. When 

probabilities are multiplied with one hundred, the results give differences in attrition rates 

between groups in percentage-points. 

 

Despite being easy to interpret, some argue that the logistic regression model is more apt to 

study binary outcome variables than LPM (Allison, 2015; Mehmetoglu & Jakobsen, 2017, p. 

62; Ringdal, 2013, p. 436; Skog, 2004, p. 353). There are three main concerns about using the 

LPM (Mood, 2010, p.78; Ringdal, 2013, p.435-436; Tufte, 2000, p.13-16). Firstly: linear 

regressions assume that the residuals, or error term (𝜀𝑖, in equation 3.1), is homoscedastic. In 

other words; that 𝜀𝑖 has constant variance. Secondly, linear regression assumes linearity, 

which means that when predicting probabilities it is possible to get values below 0 or higher 

than 1. This makes the predictions meaningless because probabilities have to be within 0-1 

range, and is considered as the model’s main weakness (Tufte, 2000, p.14). Thirdly, LPM 
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might give a misspecified functional form because the relationship cannot be assumed to be 

linear when the dependent variable is binary.  

 

These issues are, as several researchers point out, not always too severe and they can be 

adjusted for (Hellevik, 2009, p.60; Mood, 2010, p.78; Ringdal, 2013, p.448; Tufte, 2000, 

p.16). The first concern “can easily be corrected for”, and the simplest way is to use 

heteroscedasticity-robust standard errors (Mood, 2010, pp.78,81). The second concern is only 

a serious problem if many of the predicted values fall below 0 or above 1 (Mood, 2010, p.78). 

In relation to my own thesis, this is less of a concern. I am more interested in the difference in 

attrition rates between groups than the predicted probability of teachers leaving, and hence 

this concern is not as relevant for my own thesis. The third concern is maybe the most critical 

(Mood, 2010, p.78), but it can be viewed more as a theoretical argument (Borgen, 2010, p.54; 

Tufte, 2000, p.16). Moreover, this concern depends on the research’s intent (Tufte, 2010, 

p.16; Mood, 2010, p.78), and if the main focus is not in the non-linearity of the relation, but 

rather in the sign, significance or average effect estimates than the LPM is preferable (Mood, 

2010, p.78).  

 

Logistic regression with average marginal effects (AME) is used as a robust test of my 

results, which also increase the results’ validity. The main differences between logistic 

regression and linear regression is the logistic transformation and the different parameter 

estimates. In logistic regression, the model is designed for binary outcomes, and the 

coefficient is given in logits (natural logarithm to the odds). A logistic curve is S-shaped 

(Figure 3.3), and displays the logistic relationship between e.g. gender and the probability of 

leaving the teaching profession. Moreover, Figure 3.3 shows how the curve never reaches the 

limit values of 0 and 1, even as X moves closer to positive or negative infinity (Tufte, 2000).  
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Figure 3.3: Logistic curve. Probability and the logit function. Model is designed to fit binary outcomes 

 

The logistic transformation is less intuitive interpretable, and to reach a more intuitive 

concept of probability it is necessary to go through certain steps (Mehmetoglu & Jakobsen, 

2017) (for more information about logistic regression models, see e.g. Tufte, 2000; Ringdal, 

2013; Skog, 2004; Mehmetoglu & Jakobsen, 2017). From logistic regressions, it is possible 

to calculate the average marginal effects (AME), which is more intuitively understandable. 

Simply put; AME is the averages of the conditional effects (Mood, 2010, p.76). AME, then, 

represents the “linear combination of values on variables x and their estimated coefficients β” 

(Mood, 2010, p.75). Logistic regression with AME is thusly just another way of calculating 

differences in probability for attrition between groups.  

 

Although the functional form of logistic regression is advantageous, the logistic regression 

model has its disadvantages and is more complex than many sociologists seem to think 

(Mood, 2010, p.79). One of the main drawbacks with logistic regression is that unobserved 

heterogeneity can lead to bias in the parameter estimates, even though there is no correlation 

between the omitted variables and the included independent variables. The reason for this is 

because the estimation of the coefficients in logistic regression analyses are based on a 

standard logistic distribution with a given residual variance, or fixed variance, of 3.29. This 

means that the individual coefficient is not only an expression of the effect of the independent 

variable on the dependent variable, but it is also an expression of the unobserved 

heterogeneity of the dependent variable (Borgen, 2010, p.55; Mood, 2010, p.68-69).  
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I will not move further into the discussion of which method is most appropriate, but as many 

of the issues of the LPM can be adjusted for I do find it reasonable to use this technique (for a 

comprehensive understanding of the methodical dispute see e.g. Mood, 2010; Tufte, 2000; 

Hellevik, 2009; Friedman, 2012; Allison, 2015; and Von Hippel, 2015). Moreover, 

appropriateness is dependent on the intent- and scope of the research (Von Hippel, 2015). 

The intent for this study is to examine differences in probability for attrition between groups, 

and not so much in the actual predicted probability of leaving; i.e. the non-linearity of the 

relation (Mood, 2010, p.78). Moreover, results from LPM and AME (from logistic regression 

models) are often identical, or very similar (Friedman & Schady, 2013, p. 614; Hellevik, 

2009, p. 60; Mood, 2010, p. 78). Furthermore, LPM allows for introduction of multiple 

independent variables to account for differences in effects between demographic variables 

and attrition, which is the second aim of this thesis. Lastly, social sciences often deals with 

phenomena that is interesting to people outside the scientific milieu, and hence results should 

be accessible and easily interpreted and conveyed to these individuals (Hellevik, 2009, p.73-

74; Mood, 2010, p.80). In short, I choose LPM for the purpose of this thesis due to the ease of 

interpretation, I am not interested in prediction but differences between groups, and LPM 

coefficients and AME are often as good as identical.  

 

3.3.2 Mediation analysis: explaining correlation between two variables. 

The thesis’ second aim is to examine how differences in attrition rates between groups can be 

explained, and I use what is known in the mediation literature as the “difference method” 

(VanderWeele, 2016). This means that I start by looking at the bivariate association between 

demographic variables (to demonstrate mediation effects I use gender as example of 

independent variable, X) and the outcome (attrition, Y). Following this, I add a mediating 

variable (control variable, Z, e.g. education) and see how the coefficient for the demographic 

variable (e.g. gender) changes. Conceptually, all control variables that are included will be 

interpreted as mediating variables. As GPA, education, income and so on cannot affect 

demographic characteristics (such as gender), control variables cannot be confounding. 

Hence, confounding variables, which can cause a spurious relationship between gender and 

difference in attrition (as depicted in row 1 in table 3.8), is not an issue in this study.  
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The mediated effect is demonstrated in row 2, table 3.8, and demonstrate the causal sequence 

of the variables that form this relationship: XZY. This effect is also called an indirect 

effect of gender on attrition, because it goes through education (MacKinnon, Fairchild, & 

Fritz, 2007, pp. 595-596). Intuitively, this is understood as the differences of attrition between 

genders is explained by education. Hence, because the mediated effect explains (some of) the 

effect between gender and attrition, the coefficient will decrease from the bivariate model to 

the multiple model where the mediator is introduced (MacKinnon, Krull & Lockwood, 2000, 

p. 174; VanderWeele, 2016, p. 18). The difference (hence its name “difference method”) 

between the bivariate model and the model with education is interpreted as the indirect effect. 

 
 

Table 3.8: Five possible effects/outcomes of introducing a third variable to the model 

 
 

The indirect effect is also displayed in row 4 and 5 in table 3.8. Moreover, total effects and 

direct effects are also displayed in the same windows. The overall effect, or total effect, 

between gender and attrition is the bivariate association and consist of both the direct- and 

indirect effect. If the outcome remains significant after controlling for education, then the 

coefficient in the multiple model is often considered as the direct effect between gender and 

attrition.  
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The indirect effect can be a mediator, but it can also be a suppressor. As stated above, with 

mediating effects the coefficients will often become smaller. However, if the coefficient 

increases, this is often considered as a suppression effect (Gordon, 2015, p.398; MacKinnon 

et al., 2000, p.174). This is because the inclusion of a third variable “increases the predictive 

validity of another variable, or a set of other variables” to the bivariate association 

(MacKinnon et al., 2000, p.175). More intuitively; this can be understood as by introducing 

the third variable “education”, the association between gender and attrition becomes stronger 

because now the association is also mediated through the indirect effect (suppressor-effect: 

Watson, Clark, Chmielewski, & Kotov, 2013, pp. 929-930). This suppressive effect is usually 

indicative of either an inconsistent mediation or the indirect effect being stronger than the 

direct effect. 

 

Suppression effects are often given by the relative signs of the direct and mediated effects 

(MacKinnon et al., 2000, p.176). In other words; suppression effect exists if there is at “least 

one mediated effect [that] has a different sign than other mediated or direct effects in a 

model” (MacKinnon et al., 2007, p.602) (depicted in row 5, table 3.8). The signs of the 

correlations of the demographic variables after including the mediator variables can help 

predict the sign of the mediating effect (Skog, 2004, p.60), as presented in table 3.9. This 

means that a positive association, or consistent mediating effect, indicates that all the 

coefficients (direct and indirect effect) have the same sign. If the sign when adding a 

mediator changes, then there is a suppression effect.   

 

Table 3.9: How to interpret differences in the coefficients of the demographic variables after 

including the mediator variables 

 
 

Moreover, a mediation effect might exist even if there is no association between the 

dependent and independent variable (MacKinnon et al., 2000, p.175). This will also change 
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the sign of the coefficient. Gordon explains: when “the indirect effect of a suppressor variable 

is larger than the direct effect, the sign of the coefficient estimate for the predictor of interest 

will be in the wrong direction, relative to its expected direct effect” (2015, p.414). For 

example, if gender is positively associated with attrition (more women quit) then an 

inconsistent mediation occurs if gender is negatively associated with education (more men 

with higher educational level), but education is positively associated with attrition (higher 

educated teachers quit teaching more than lower educated). In this example, the suppression 

effect cancels out the difference in attrition between genders (association is non-significant) 

because although women are expected to leave more than men, more men have a higher 

educational degree and higher educational degree increase the probability of leaving. The 

indirect effect is larger than the direct effect (which is non-significant), and the difference in 

attrition between men and women must be understood as gendered differences in attained 

educational level.  

 

Although I previously stated that confounding variable is not an issue in my thesis in terms of 

the bivariate association, including a mediator might introduce an unmeasured confounder for 

the mediating variable on the outcome (VanderWeele, 2016, p.24-26). Figure 3.4 show the 

association between Z and Y is confounded by the unobserved variable U. A regression of Y 

on X and Z will identify not only the direct effect of X on Y (XY) but also the effect that 

goes through the collider variable Z (XZUY). By example, if U is a person’s 

intelligence, then difference in attrition between genders could be explained by the direct 

effect, the indirect effect or that gender could affect education, but IQ can also affect both 

education and attrition. Thus, all mediator-outcome confounders can bias my estimate of the 

direct effect of demographic variables. As with most mediation-studies, this is a limitation to 

the analyses in this thesis. Fortunately, however, the bias is most likely small.  
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Figure 3.4: The problem with unmeasured mediator-outcome confounder(s) 
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4 RESULTS 
 

 

 

 

The thesis aims to examine whether there are different attrition rates for demographic groups 

within the teacher population. Such differences could indicate that certain demographic 

groups are at a bigger risk of dropping out of the profession than others. The three aims of 

this thesis is to: 1) examine differences in attrition rates between teacher groups, 2) examine 

how these differences can be explained and 3) examine how the differences develop over 

time. I examine the effects of gender first, followed by social background and finally 

minority background. In all analyses, I start with a model without control variables to identify 

the total effect of the demographic variables, and then examine how the coefficients change 

when I include control variables (model 2 – 4).  

 

4.1 GENDER AND ATTRITION RATES 
The descriptive nature of the thesis aims to investigate how the attrition trends might be 

affected by gender. In the Norwegian context, research have found that more men leave 

teaching (Falch & Strøm, 2005; With, 2017). On the other hand, international research have 

found the opposite where women have higher attrition rates than men (e.g. Borman & 

Dowling, 2008; Lindqvist et al., 2014; Murnane et al., 1989; Singer & Willett, 2003; 

Stinebrickner, 2002). Moreover, Lindqvist et al. (2014, p.101) caution researchers to interpret 

findings after the research’s scope as results will vary with its focus. As most of the literature 

points to higher attrition rates for women, I expect women will have higher attrition rates than 

men and that this trend will increase over time (due to the U-shape trend as discussed in the 

introduction). 

 

4.1.1 Difference between genders by year 1 

Table 4.1 with model 1 through 4 give differences in attrition rates for women in relation to 

men in percentage-points, after one year of teaching. The table shows the difference in 

attrition between men and women are small after one year, and statistically non-significant at 
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the 5% level. In model 1 the attrition rate is 0.86% higher for women than for men. This 

suggests that after year one, or at the very beginning of the career, there are no differences in 

attrition between genders. It is worth noticing that the p-value for the coefficient in model 1 is 

0.063, so although it is not statistically significant at the 5% level it is not far off. The 

significance level is arbitrary, but due to fear of type 1 (false positive) and type 2 error (false 

negative), most sociologists set the significance level to 5%. The p-value is almost within the 

chosen significance level of 0.05, but not quite, and hence I have to conclude that by year one 

there is no difference in attrition between male and female teachers.   

Table 4.1: LPM attrition differences between genders by year 1 

Variables
a
 

Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 

female 0.00857 0.00575 0.00822 -0.0139* 

  (0.00461) (0.00582) (0.00461) (0.00631)  

GPA No Yes No Yes 

Educational level No No Yes Yes 

Social background No No No Yes 

Immigrant background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant 0.124*** 0.483*** 0.120*** 0.723*** 

 (0.00396) (0.103) (0.00396) (0.120) 

Observations 27304 16260 27304 15501 

Robust standard errors in parentheses  

* p < 0.05, ** p < 0.01, *** p < 

0.001  
 

aThe reference group is men. 

 

Controlling for GPA (model 2) and educational level (model 3) does not change the 

coefficients significantly and they are still not statistically significant. However, when 

including the full set of controls in model 4, I find that women have a decreased probability 

of leaving by 1.39 percentage-points than men by year one. This surprising change in effect 

was backtracked by adding each control variable one at a time. 

 

By backtracking the steps and including one control variable at a time, I was able to see 

which variable affected the outcome significantly. The coefficient stays positive and 

statistically non-significant until adding the variable for income. Table A4.1 in the appendix 

shows how the full model without income produces similar results to the other models in 

table 4.1. This is also visually presented in Figure 4.1. Adding income to the regression 

changes the coefficient from positive to negative, increases in effect and makes it statistically 
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significant under a 5% significance level. This is what chapter 3.3.2 referred to as a mediation 

effect with a suppressor variable. Income is a suppressor variable in this model, and the 

indirect effect with income explain the difference in attrition between men and women. 

Intuitively, this can be understood as; when holding income constant I compare teachers with 

same income. When teachers earn the same, more men leave teaching. The change of sign 

both indicate that the indirect effect is larger than the direct effect, which is consistent with 

the non-significant effect in the bivariate model, as well as there is an inconsistent mediation 

in the indirect effect. With expected directionality of mediation effect (table 3.8 & 3.9), and 

running simple regressions, I learn that women on average earn less than men which 

increases the risk of leaving (because lower earnings is associated with higher risk of 

leaving). 

 

4.1.2 Difference between genders by year 5 

Table 4.2 presents results of differences in attrition rates between men (reference group) and 

women in percentage-points. As we can see from table 4.2, results after five years are very 

different. By year 5, women are more likely to leave the profession than men with a 

difference of 3.8 percentage-points (model 1). It also gives predicted probability of men 

leaving the profession of 33.8%. Difference between men and women remains about the 

same after including GPA (model 2) and educational level at the start of the career (model 3). 

The coefficients are similar for the first three models and statistically significant at the 5% 

significance level. With full set of controls (model 4), the coefficient turns statistically non-

significant.  

Table 4.2: LPM attrition differences between genders by year 5 

Variables
a
 Model 1 no controls Model 2 w/GPA Model 3 w/Educ0 Model 4 Full model 

  By year 5 By year 5 By year 5 By year 5 

female 0.0380*** 0.0415*** 0.0379*** 0.0150 

  (0.00869) (0.00986) (0.00865) (0.0110) 

GPA No Yes No Yes 

Educational level No No Yes Yes 

Social background No No No Yes 

Immigrant background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant 0.338*** 1.303*** 0.327*** 1.661*** 

  (0.00741) (0.175) (0.00743) (0.186) 

Observations 15450 11574 15450 11563 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
aThe reference group is men. 
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Again, by backtracking the results, I find that the income variable explains the gender 

difference. The three first models produce similar coefficients and they all have p-values of 

0.000. The extra model (table A4.2, appendix), with full set of controls except income also 

produces similar coefficient and is statistically significant. By introducing income, the 

difference in attrition between genders become non-significant, and the difference is smaller. 

The difference in attrition is thusly mediated through income, and hence income (from year 

1) teaching explains the difference in attrition rates between genders. This is presented in 

table A4.2 in the Appendix, and a visual presentation is given in figure 4.1. Intuitively, this is 

understood as by adding income to the regression and holding it constant, we compare 

women and men with similar income and find that there is no difference in attrition (model 

4). Because difference in attrition is mediated with income, this is interpreted as women earn 

less than men and that having lower income increases the likelihood of attrition.  

 

4.1.3 Difference between genders over time 

Figure 4.1 summarises the findings explained above. Turquoise plot points are gender-

coefficients for extra models without income-variable, and as the graph displays, income 

mediates the difference in attrition between male and female teachers. 
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Figure 4.1: Comparison of models for year 1 and for year 5. Points give coefficients with their respective confidence 
intervals (C.I) of 95%. Baseline is set to 0 for no difference between gender; i.e. statistically non-significant 

 

Whereas the difference is 0.86 percentage-points (although statistically non-significant) after 

one year (table 4.1), it is 4 percentage-points by year 5 (table 4.2) and almost 6 percentage-

points by year 9 (appendix A4.3). Similar to year 5, GPA and educational level do not 

explain differences in attrition rates, but income and school-differences do. The difference in 

attrition is no longer significant when adding income and school fixed-effects (F.E). 

Moreover, the coefficient is closer to zero, which suggests that the difference is mediated 

through these two variables.  

 

 
Figure 4.2: Models for year 9. Points give coefficients with their respective 95% C.I. Baseline, 0, signifies no difference 
between genders; i.e. statistically non-significant 

 

4.2 SOCIAL BACKGROUND AND ATTRITION RATES 
This section examines how attrition trends might differ with social class distinctions. Based 

on class theories and theories on social reproduction, I expect higher class positions will have 

a higher attrition than lower class positions. These individuals might be increasingly tempted 

and pulled out of the profession and I expect this effect will increase over time.  
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4.2.1 Differences between social background groups by year 1 

Table 4.3 gives differences in attrition rates by year one for social background with 

differences relative to ‘economic lower-middle’ class. In model 1, although the patterns are in 

the expected directions, all of the differences are small and statistically non-significant after 

one year. Class theories predicted higher classes could leave teaching more than teachers 

from economic lower-middle class due to differences in cultural capital. The coefficients are 

positive, and had they also been significant then the results could have supported these 

theories. Coefficients for professional and cultural lower-middle classes are negative, 

suggesting that within vertical stratification, teachers from economic class could leave more 

had coefficients been significant. Thus, there are no differences in attrition rates between 

social classes in the beginning of the teaching career.  

 

Adding GPA and educational level at the beginning of career do not alter the results greatly. 

The coefficients for model 2 and model 3 remain quite similar and are still statistically non-

significant. Adding income and school F.E (model 4) produces some different coefficients as 

some coefficients change sign (suggesting suppression effects) but they are still not 

statistically significant. Hence, even after including all the control variables, there are no 

differences between social groups (relative to economic lower-middle class) in attrition rates 

by year 1.  
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Table 4.3: LPM attrition differences between social background groups by year 1 

Variables
a
 

Model 1 no 

controls 
Model 2 w/GPA 

Model 3 

w/Educ0 

Model 4 Full 

model 

  By year 1  By year 1  By year 1  By year 1  

Cultural upper 0.0181 0.00626 0.0133 -0.0256 

  (0.0169) (0.0203) (0.0169) (0.0204) 

Professional upper 0.0230 0.0186 0.0205 0.0178 

  (0.0134) (0.0163) (0.0133) (0.0181) 

Economic upper 0.0104 0.00892 0.00877 0.00296 

  (0.0137) (0.0169) (0.0137) (0.0193) 

Cultural upper-middle 0.00630 0.00699 0.00471 -0.0104 

  (0.00941) (0.0117) (0.00940) (0.0127) 

Professional upper-middle -0.00718 -0.00800 -0.00865 -0.0115 

  (0.00922) (0.0114) (0.00921) (0.0126) 

Economic upper-middle 0.00297 0.0152 0.00226 0.00513 

  (0.0109) (0.0137) (0.0109) (0.0154) 

Cultural lower-middle -0.0246 -0.0243 -0.0244 -0.0180 

  (0.0129) (0.0160) (0.0129) (0.0184) 

Professional lower-middle -0.00921 -0.00487 -0.00963 -0.00316 

  (0.00990) (0.0123) (0.00989) (0.0141) 

Economic lower-middle 0 0 0 0 

  (.) (.) (.) (.) 

Skilled -0.00902 -0.00257 -0.00838 0.00444 

  (0.00968) (0.0121) (0.00967) (0.0136) 

Unskilled/semi-skilled 0.00154 0.00431 0.00157 0.0000129 

  (0.0109) (0.0137) (0.0108) (0.0149) 

Farmers, fishermen, foresters 0.00399 -0.00284 0.00279 0.00860 

  (0.0234) (0.0292) (0.0233) (0.0355) 

Welfare, transference -0.00249 0.00796 -0.00421 0.00761 

  (0.0110) (0.0148) (0.0109) (0.0161) 

Missing 0.0458*** 0.0474 0.0300* 0.0270 

  (0.0139) (0.0491) (0.0141) (0.0573) 

GPA No Yes No Yes 

Educational level No No Yes Yes 

Gender No No No Yes 

Immigrant background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant 0.130*** 0.488*** 0.127*** 0.719*** 

  (0.00778) (0.104) (0.00777) (0.120) 

Observations 27300 16256 27300 15496 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
aThe reference group is economic lower-middle classes. 

 

 

4.2.2 Differences between social background groups by year 5 

After five years, the results are a bit different. The coefficients in table 4.4 (model 1) for 

‘Cultural upper-middle’ and higher classes are all statistically significant by year 5 at the 5% 

level. The other coefficients, on the other hand, are not. Most surprising here, is maybe that 
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the coefficient for cultural lower-middle is not statistically significant, and that the coefficient 

for cultural upper-middle is positive. Chapter 2 suggested that teachers from cultural upper- 

and lower-middle classes might experience lower attrition rates due to class theories and 

theories on occupational following. Although the coefficient for cultural lower-middle is the 

strongest negative one, it is non-significant and hence there are no statistically different 

attrition rates between the two classes.  

 

More substantially; by year 5 the higher classes experience higher attrition rates than teachers 

from ‘Economic lower-middle’ class. Most notable difference is for the cultural elite that has 

an attrition rate that is 11.1 percentage-points higher than the ‘Economic lower-middle’ class. 

The second highest attrition rate is found in the economic elite with 6.94 percentage-points 

higher than the economic lower middle class. The coefficients for the other classes, whose 

coefficients are statistically non-significant, demonstrate that social background is only 

significantly different from economic lower-middle class for the higher class distinctions. 

Teachers from middle- or lower classes do not have a different attrition rate to economic 

lower-middle.  
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Table 4.4: LPM attrition differences between social background groups by year 5 

Variables
a
 

Model 1 no 

controls 
Model 2 w/GPA 

Model 3 

w/Educ0 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 

Cultural upper 0.111*** 0.0570 0.1000** 0.0120 

  (0.0325) (0.0364) (0.0320) (0.0368) 

Professional upper 0.0595* 0.0477 0.0571* 0.0364 

  (0.0249) (0.0278) (0.0248) (0.0294) 

Economic upper 0.0694** 0.0698* 0.0678** 0.0510 

  (0.0265) (0.0296) (0.0263) (0.0324) 

Cultural upper-middle 0.0430* 0.0314 0.0388* -0.0139 

  (0.0176) (0.0198) (0.0176) (0.0218) 

Professional upper-middle -0.0114 -0.0241 -0.0147 -0.0437* 

  (0.0174) (0.0195) (0.0173) (0.0216) 

Economic upper-middle 0.00302 0.00594 0.00244 -0.0242 

  (0.0202) (0.0228) (0.0201) (0.0256) 

Cultural lower-middle -0.0322 -0.0493 -0.0299 -0.0638* 

  (0.0253) (0.0280) (0.0253) (0.0305) 

Professional lower-middle 0.0198 0.0107 0.0207 0.00256 

  (0.0188) (0.0212) (0.0187) (0.0232) 

Economic lower-middle 0 0 0 0 

  (.) (.) (.) (.) 

Skilled -0.0104 -0.0107 -0.00723 -0.0138 

  (0.0182) (0.0207) (0.0182) (0.0233) 

Unskilled/semi-skilled -0.0139 -0.0309 -0.0129 -0.0333 

  (0.0199) (0.0227) (0.0199) (0.0257) 

Farmers, fishermen, foresters 0.0128 0.0157 0.0106 -0.000628 

  (0.0410) (0.0486) (0.0408) (0.0509) 

Welfare, transference 0.0207 0.0172 0.0182 0.00749 

  (0.0202) (0.0246) (0.0201) (0.0270) 

Missing 0.144*** 0.0657 0.0964*** -0.0570 

  (0.0278) (0.0780) (0.0284) (0.0935) 

GPA No Yes No Yes 

Educational level No No Yes Yes 

Gender No No No Yes 

Immigrant background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant 0.351*** 1.348*** 0.343*** 1.610*** 

 (0.0145) (0.176) (0.0145) (0.184) 

Observations 15453 11575 15453 11564 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
aThe reference group is economic lower-middle classes. 

 

Controlling for highest educational attainment level at the start of the teaching career (model 

3) does not alter the coefficients as they remain statistically significant at the 5% level, and 

the effect (in difference) is almost the same. Hence, educational level (at the beginning of 

teaching career) cannot explain the attrition difference for the higher classes. However, 
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controlling for GPA (model 2), this difference is no longer statistically significant for three of 

the four groups. Only the economic elite has a statistically significant coefficient after 

controlling for grades. This means that for all other classes who had a significantly higher 

attrition rate in model 1, this effect can be explained by GPA. The positive mediation 

indicates a consistent mediation; people from higher classes get better grades and higher 

grades are positively associated with attrition. This is also supported by descriptive statistics 

in chapter 3 (table 3.6), that show economic lower-middle has a lower GPA than the average 

of the entire population and cultural upper-middle and elites score higher than the average. 

 

Interestingly, the reason why there is no differences between economic lower-middle class 

and economic elite in model 4 is because of differences in income (appendix table A4.5). 

Teachers from the economic elite earn less than the economic lower-middle class, which is 

why this group has a higher attrition rate (in models without income). Inclusion of income, 

moreover, make coefficients for cultural lower-middle and professional upper-middle classes 

significant. The indirect mediation effect of income can therefore explain differences in 

attrition rates between teachers from the two classes and economic lower-middle. The 

coefficient is negative, which means that fewer teachers leave teaching once income is held 

constant. Comparing teachers from the three groups with same income, more teachers from 

economic lower-middle leave teaching. The expected directionality of mediation effect 

suggests that teachers from cultural lower-middle and professional upper-middle earn more 

than teachers from economic lower-middle, which explain the difference in attrition.  

 

4.2.3 Differences between social background groups over time 

Figure 4.3 show differences in attrition by year 1 and 5 as explained above. Overlapping 

confidence intervals (C.I) show statistically non-significant differences in attrition, and only 

in year 5 are some coefficients statistically significant.  
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Figure 4.3: Comparison of models for year 1 and for year 5. Points give coefficients with their respective 95% C.I. Baseline, 
0, for no difference between different class distinctions with economic lower-middle as reference group; i.e. statistically non-
significant 

 

From year 1 to year 5, the effect is increasing for the classes that are statistically significant. 

Although there were no statistical significant difference between groups by year 1, even if it 

had been this difference would have been stronger by year 5. For example; for the economic 

elite the difference in attrition to the economic lower-middle class increases from 1.04 

percentage-points after one year to 7 percentage-points after five years of teaching. For 

teachers from “Cultural upper”, the difference in attrition to the Economic lower-middle goes 

from 1.8 percentage-points by year 1 (table 4.3) to 11.1 percentage-points after five years 

(table 4.4) and after nine years the difference between the two classes are 15.8 percentage-

points (table A4.6, appendix).  

 

Figure 4.4 shows coefficients of social background after nine years of teaching. After nine 

years, the only class that has a statistically significant different attrition rate to the economic 

lower-middle class is the cultural elite. This can be explained by GPA, school F.E and 
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income, as models 2 (red) and 4 (yellow) demonstrate where the C.I to the plot coefficients 

touch the baseline (also appendix table A4.3). In contention to what I expected, this trend is 

not increasing over time, and hence difference in attrition rate is only significant the first few 

years. Moreover, there is only a difference in attrition for the higher class-distinctions 

compared to teachers from the economic lower-middle class. This stops sometime after five 

years (except for the cultural elite), as most coefficients are no longer statistically significant 

by year nine.  

 

 
Figure 4.4: Models for year 9. Points give coefficients with their respective 95% C.I. Baseline, 0, for no difference between 
different class distinctions with economic lower-middle as reference group; i.e. statistically non-significant 
 

 

Another notable result is that, although not statistically different, teachers from the cultural 

lower-middle class have in every examined time-points the lowest attrition rate. From year 1 

to year 5 the difference increase. Hence whereas the difference increase in the upper-classes 

where more teachers leave, teachers from the cultural lower-middle have the opposite effect 

and leave less relative to economic lower-middle. Moreover, figure 4.4 and appendix table 
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A4.6 show how the only class by year 9 to have a lower attrition rate than economic lower-

middle is teachers from the cultural lower-middle, albeit statistically non-significant. 

Moreover, relative to economic lower-middle’s horizontal class-position, teachers from 

economic lower-middle class seem to have higher attrition the first five years although not 

statistically different from the other lower-middle class groups.  

 

A final remark is needed for the size of the groups for year 5 and year 9. Chapter 3.2 

discussed the advantages and possible limitations of using the ORDC scheme for this 

population. The ORDC scheme has 14 categories, which make information more nuanced 

and refined, but it also risk small sample size for some categories. The number of 

observations are reduced each year and affect some class-categories more than others. The 

statistical precision for year 5 and 9 might have been reduced. Due to fewer observations by 

year 5 than year 1, some of the groups might be too small to produce statistical significant 

coefficient due to this reduced precision. Furthermore, although I find a statistically 

significant attrition rate for the cultural elite by year 9, there are less than one hundred 

observation for this group that year. Some caution needs to be applied when reading the 

result, although the associated p-value for the coefficients for cultural elite by year 9 is 0.009.  

 

4.3 MINORITY BACKGROUND 
This section of chapter 4 seeks to examine differences in attrition for people with different 

minority background. Lindsay et al., (2017) found a gap in selectivity of entering teaching 

among different ethnic groups. Moreover, in many studies, the number of minorities have 

been so few that they have been dropped from the study due to too small statistical power 

(Murnane et al., 1988; Murnane et al., 1989; With, 2016; 2018). Most of the international 

research use ethnicity/race or country of origin as proxy for minority background, whereas I 

use immigrant background. The difference in categorisation of minorities could affect the 

results. However, as international research find minority groups have higher propensity to 

leave teaching (Addi-Raccah, 2005; Borman & Dowling, 2008; Hancock & Scherff, 2010; 

Scafidi et al., 2007; Watt & Richardson, 2008), I except similar results in this thesis and that 

the difference will be more pronounced over time.  
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4.3.1 Differences between minority groups by year 1 

Table 4.5 displays differences in attrition rates after one year for teachers with minority 

background relative to teachers born in Norway to Norwegian-born parents (hereafter 

referred to as “Norwegian”). In contrast to the previous independent variables (gender and 

social background), the coefficients for immigrant- and mixed-Norwegian background are 

statistically significant at 5% significance level already by year 1 (model 1). Contrary to my 

expectations, teachers with immigrant and mixed-Norwegian backgrounds leave more than 

Norwegian teachers. This indicates that already from the outset teachers with immigrant 

background (first generation Norwegians) and mixed-Norwegian background leave more and 

are different from Norwegian teachers. Immigrant teachers have a higher propensity to quit 

by 4.88 percentage-points to Norwegians, and teachers with ties to Norway have a higher 

attrition rate by 2.58 percentage-points.  

 

Table 4.5: LPM attrition differences between minority background groups by year 1 

Variables
a
 

Model 1 no 

controls 
Model 2 w/GPA Model 3 w/Educ0 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 

Born Norwegian 0 0 0 0 

  (.) (.) (.) (.) 

Immigrant 0.0488*** 0.0369 0.0368*** 0.0415 

  (0.0106) (0.0277) (0.0108) (0.0336) 

Mixed Norwegian 

background 
0.0258** 0.0150 0.0256** 0.0145 

  (0.00976) (0.0123) (0.00973) (0.0131) 

GPA No Yes No Yes 

Educational level No No Yes Yes 

Gender No No No Yes 

Social Background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant 0.127*** 0.482*** 0.123*** 0.723*** 

 (0.00212)   (0.103) (0.00215) (0.120) 

Observations 27304 16260 27304 15501 

Robust standard errors in parentheses  

* p < 0.05, ** p < 0.01, *** p < 0.001 
aThe reference group is born in Norway to Norwegian-born parents. 

 

When controlling for highest educational attainment level (model 3) at the start of the 

teaching career, the coefficients are still statistically significant. Education does not explain 

the difference in attrition for the different minority groups.  
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However, coefficients for both groups change when controlling for GPA (model 2). The 

difference is smaller and they are no longer statistically significant. GPA, then, might explain 

the difference in attrition rates by year 1 for the different minority groups, relative to 

Norwegians. Referring back to figure 3.2, GPA and attrition is shown to have a curvilinear 

relationship. Moreover, table 3.7 show teachers with immigrant- or mixed-Norwegian 

backgrounds score lower than the average. The direct effect is positive, and according to the 

directionality of mediation, we understand this effect as: teachers with minority backgrounds 

have a lower GPA, and lower grades is associated with higher risk of leaving. However, some 

caution is needed when interpreting this coefficient as the S.E is twice as large when adding 

GPA. Figure 4.5 show how the C.I to the coefficient touch the baseline, but it also show that 

the confidence intervals overlap. GPA could explain some of the attrition-difference of 

teachers with minority background, but it could also be that inclusion of GPA reduces 

precision of estimated effects.  

 

4.3.2 Differences between minority groups by year 5 

In table 4.6, we see teachers with minority backgrounds still have a statistically significant 

different attrition rate from Norwegian teachers after five years. The coefficients to both 

immigrants and mixed Norwegian background are statistically significant under the 5% 

significance level with a p-value of 0.000 (model 1). After five years, the attrition rate for 

immigrant teachers are 14.3 percentage-points higher than Norwegians, and 7.53 percentage-

points higher for teachers with mixed Norwegian background.  
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Table 4.6: LPM attrition differences between minority background groups by year 5 

Variables
a
 

Model 1 no 

controls 
Model 2 w/GPA 

Model 3 

w/Educ0 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 

Born Norwegian 0 0 0 0 

  (.) (.) (.) (.) 

Immigrant 0.143*** 0.0983* 0.107*** 0.138** 

  (0.0217) (0.0459) (0.0221) (0.0466) 

Mixed Norwegian background 0.0753*** 0.0606** 0.0747*** 0.0315 

  (0.0183) (0.0212) (0.0182) (0.0215) 

GPA No Yes No Yes 

Educational level No No Yes Yes 

Gender No No No Yes 

Social Background No No No Yes 

Income No No No Yes 

School F.E No No No Yes 

Constant   0.357*** 1.311*** 0.348*** 1.661*** 

 (0.00403)   (0.175)   (0.00408)   (0.186) 

Observations 15450 11574 15450 11563 

Robust standard errors in 

parentheses 
  

      

* p < 0.05, ** p < 0.01, *** p < 0.001 
aThe reference group is born in Norway to Norwegian-born parents. 

 

Educational level (model 3) and GPA (model 2) do not explain differences in attrition 

between minority groups and the majority group. Unlike after year one, coefficients remain 

statistically significant and about the same in effect size when controlling for GPA, although 

the p-value increase and the coefficient is only significant at the 5% level. More intuitively; 

teachers with minority backgrounds have significantly different attrition rates to Norwegian 

teachers after five years, even when GPA or educational level is held constant. Hence, 

whereas GPA might explain the difference in attrition after one year, there are other factors 

that explain attrition more substantially after year five.  

 

Model 4 with full set of controls show difference in attrition between the two minority groups 

to the Norwegian majority. Teachers with mixed Norwegian background no longer have 

statistically significant higher probability of leaving than teachers born in Norway to 

Norwegian-born parents. By backtracking the steps, including one variable at a time, I find 

that sum of personal income (from year 1) explain attrition differences by year 5 (appendix 

table A4.8). More teachers from mixed-Norwegian group leave teaching, hence with the 

expected directionality of mediation effect we learn that mixed-Norwegian teachers earn less 
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than Norwegian teachers and higher wages is negatively associated with increased risk of 

leaving.  

 

Interestingly, the difference in attrition rate for immigrant teachers remains statistically 

significant after five years of teaching, even with the full set of controls (model 4). Holding 

all the control variables constant, immigrants have a different and higher attrition rate than 

Norwegian teachers. Immigrant background in this model has a direct effect on teacher 

attrition, which means that there are other unaccounted variables that explain attrition 

differences between minority immigrant teachers and majority Norwegian teachers.  

 

4.3.3 Differences between minority groups over time 

The results from year 1 and 5 are summarised in Figure 4.5, where model 1 (blue) show there 

are significantly different attrition rates for minority teachers to majority Norwegian teachers. 

The C.I to model 2’s coefficient (red) for year 1 touch the baseline. One interpretation is that 

GPA is a mediator; explaining the difference in attrition. Another is that because the C.I 

become twice as large (as C.I in model 1) and overlap, the non-significance can be 

understood as loss of precision due to missing values and reduced statistical power. In this 

case, it seems reasonable to assume it is the latter. The plot coefficients are very similar in 

year 1, indicating that there are at best small mediating effects.  

 

The coefficients for minority groups remain statistically significant by year five in teaching, 

which means there are significant differences in attrition between minority and majority 

teachers. Contrary to my expectations GPA, education or full set of control variables cannot 

explain the difference in attrition for immigrant teachers. For teachers with mixed-Norwegian 

backgrounds, Figure 4.5 show that the C.I for model 4 (yellow) touch the baseline and the 

plot coefficient is closer to zero. Income explain the difference in attrition for this teacher 

group, and has a mediating effect on attrition.   
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Figure 4.5: Comparison of models for year 1 and for year 5. Points give coefficients with their respective 95% C.I. Baseline, 
0, for no difference between minority background groups with Norwegian-born as reference group; i.e. statistically non-
significant 

 

The difference in attrition rates between majority and minority teachers might stop sometime 

after five years. By year 9, none of the coefficients are statistically significant, and Figure 4.6 

show how all C.I to the plot coefficients touch the baseline. However, some caution is needed 

when interpreting coefficients for year 9. Minority groups made up 5% each of the sample at 

entry-point to teaching (year 0), and by year 9 the sample size for minority groups are very 

small. This can be seen with S.E becoming 3.5 times larger from year 1 to year 9 for mixed-

Norwegian background teachers and 6 times larger for immigrant teachers. Moreover, the p-

value for the immigrant background-coefficient is 0.075, and not far from being significant. 

Some caution is therefore needed due to reduced statistical power, and I cannot with 

confidence conclude that there are no differences in attrition by year 9. 

 

Including all control variables in year 9, changes the coefficient’s sign to negative for 

teachers with immigrant background. When backtracking the steps, I find  
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that GPA, income and school F.E could have explained some of the attrition difference, had 

there been a statistical significant difference in model 1. Income and school F.E reduce 

estimated effect, and might therefore have some mediating effect. Interestingly, the sign 

changes when adding social background. Intuitively this could be understood as when 

holding social origin constant, fewer teachers with immigrant background leave teaching. 

Moreover, because more teachers leave when social background is not controlled for, this 

could suggest there exist socio-economic differences between majority and minority groups. 

Although I was mainly interested in the first five years, this result is interesting because it 

could indicate greater disparities between groups which is visible over time. 

 

 
Figure 4.6: Models for year 9. Points give coefficients with their respective 95% C.I. Baseline, 0, for no difference between 
minority background groups with Norwegian-born as reference group; i.e. statistically non-significant 

 

At the beginning of this section, I also hypothesised that the difference will increase over 

time. In accordance with this hypothesis, the difference in attrition between groups increased 

from year 1 to year 5. For immigrant teachers, the difference in attrition increases from 5 to 

14 percentage-points by year 5, and for mixed-Norwegian teachers the attrition difference 
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increases from 2.6 to 7.5 percentage-points. However, the difference do not continuously 

increase, and by year 9 the coefficient is smaller than it was in year 5 (and is also possibly 

non-significant). 

 

4.4 SENSITIVITY TESTS OF THE MODELS 
4.4.1 Robust testing validity of model-comparisons: comparing main results to results 

from same-N-models 

As explained in chapter 3, the regressions were run for all observed individuals for each year 

to maintain as high precision of estimates as possible. However, varying number of 

observations (N) might make it more difficult to distinguish whether differences between 

models are due to mediation or differences in sample characteristics. Regressions were 

therefore re-run for models with same N and compared with main results. This entail that for 

year 1, almost 12000 observations were dropped from the original model. For year 5, about 

4000 observations were deleted. The results from models with the same N are put in appendix 

tables A4.10 – A4.12.  

 

Results from models with same N are not very different to the main results, although some 

coefficients are no longer statistically significant when the observation number is reduced. 

Fewer statistically significant coefficients could be due to higher S.E, and when the S.E to a 

coefficient increases, the risk for chance finding increase (Angrist & Pischke, 2015, p. 62). 

This means that some precision is lost, which makes it more difficult to predict significant 

differences in attrition between teacher groups. Reduction in statistical power is a bit more 

pronounced for groups that already have smaller sample sizes. However, in most cases the 

coefficients are quite similar with only minor reduction in effect size. Moreover, the 

coefficients in models with varying and same N have the same directionality. Hence, 

although there are some smaller differences, these are not too problematic and my results are 

robust for comparison between models with varying number of observations.  

 

4.4.2 Testing the method – LPM vs Logistic Regression.  

Chapter 3.3.1 explained some of the strengths and weaknesses of LPM. When the dependent 

variable is dichotomous, logistic regression is often applied. From logistic regressions, it is 

possible to calculate the average marginal effects (AME), which coincides with LPM in terms 

of interpretation. To test the method, the analyses were re-run using logistic regression. As 
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depicted in table A4.13, A4.14 and A4.15 in the appendix, the results are robust and hold 

even when changing statistical method. 

 

None of the models produced significantly different results. For Model 1, 2 and 3, which are 

all run with robust S.E, the results were almost identical. Results from both methods produce 

almost identical coefficients in terms of estimated effect size and statistical significance, as 

well as size of coefficients’ associated S.E. Some of the S.E were slightly different, but only 

at the ten-thousandths place (10−4). Stata does not allow for robust S.E when running fixed-

effects with logistic regression, and for model 4 logistic regressions were run with 

conventional S.E. Coefficients for extra model (with full set of controls except for income) 

and model 4 (with full set of controls) differ from the LPM models, but are most likely due to 

different types of S.E. Thus, what I take from model 4 (table A4.13-15) is the directionality 

of trends (shown by the coefficients’ sign), and not effect or significance. For both year 1 and 

year 5 in all three logistic/AME tables, coefficients have the same sign in model 4 to the 

original model. Hence, running sensitivity tests for the method, the results hold and are 

robust. 

 

4.4.3 Testing the models with time-varying variables: results sensitive to time-varying 

changes? 

The last test that was conducted was a comparison between the original models to models 

that accounted for time-varying changes. Chapter 3.2.3 explained how income, education and 

school/work-place might change over time. These changes could affect the result, and 

regressions for year 5 were re-run substituting the beginning-of-the-career variables with 

time-varying variables for the corresponding year. Most of the coefficients are robust when 

including time-varying variables, although some of the effects are closer to zero. This 

suggests that for some teacher groups, a bit more of the attrition difference is explained (by 

indirect, or mediated, effect) when including time-varying variables. Most of the coefficients’ 

95% C.I overlap, indicating no statistically difference at the 5% level (as depicted in 

appendix figures A4.1-A4.3). In fact, minority group “mixed-Norwegian” was very robust for 

time-varying changes, and the coefficient remained as good as the same when substituting 

with time-varying variables (figure A4.3).  
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The most significant difference is found for teachers with immigrant background. In the main 

analysis, there was a difference between immigrant and Norwegian teachers even after 

controlling for full set of control variables (model 4 in table 4.6 or figure 4.5). However, 

when including all the time-varying variables (appendix figure A4.3) this difference turns 

negative and zero. Backtracking the steps, the coefficient is no longer statistically different 

from zero when introducing sum of personal income to the model, and income by year 5 can 

explain attrition differences for year 5. The coefficient changes sign from positive to negative 

and is closer to zero when introducing time-varying school F.E. The change suggests that 

time-varying school F.E has a mediating suppressive effect on attrition differences. Once 

teachers’ work-place for the corresponding year is accounted for, fewer immigrant teachers 

relative to Norwegian teachers leave teaching. Hence, teachers with immigrant background 

are sensitive to changes over time, where income for corresponding year and current work-

place seem to explain the difference in attrition between the groups. Thus beginning-of-the-

career variables are robust for time-varying changes, although there are some smaller 

differences. In some cases time-varying variables explain somewhat more of the attrition 

group-differences.  

 

4.5 SUMMARY 
Gender is not associated with teacher attrition after one year of teaching. However, after a 

few years into teaching there is a statistically significant and this remains statistically 

significant for the registered period. In addition, the difference in attrition between male and 

female teachers increases over time. The difference in attrition is explained by income (from 

first year in teaching); where women earn less than men, and teachers with lower wages leave 

the profession more often than people who earn more. 

 

There are no differences in attrition rates between teachers from different social backgrounds 

after one year of teaching. After five years of teaching, attrition is statistically different and 

higher for Cultural upper-middle classes and the elite classes, relative to economic lower-

middle. The other classes have no statistically significant different attrition rates than 

economic lower-middle. The difference between classes is higher in year five than in year 1. 

Excluding the economic elite, difference in attrition can be explained by GPA. Teachers in 

these classes get, on average, better grades than Economic lower-middle, and people with 
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higher GPA is more likely to quit teaching. Income explains the difference in attrition effect 

for the economic elite. Although not statistically different, cultural lower-middle classes have 

in all the time-points lower propensity to quit teaching. Only the cultural elite has a 

statistically significant different attrition rate than economic lower-middle by year 9. 

However, some caution is needed as the number of observations is reduced by each 

observation year. Hence by year 9, certain groups have small number of observations which 

reduces the statistical power and it is difficult to get precise estimates, which in turn increases 

the risk of chance findings.  

 

Teachers with minority backgrounds have different attrition rate from Norwegian teachers 

already from the start. This difference increases by year 5, but by year 9 the difference is 

smaller than it was in year 1. GPA might explain the difference in attrition by year 1 for both 

minority groups, but a more likely explanation is that by introducing GPA, the S.E increases 

which turn the difference 0. For year 5, the difference between immigrant teachers and 

Norwegian teachers are statistically different even after including all control variables. For 

teachers with mixed-Norwegian background, the difference in attrition rate can be explained 

by sum of personal income (by year 1). As this group has higher attrition than Norwegian 

teachers, the difference is explained by teachers with mixed-Norwegian background earning 

less than Norwegian teachers, and lower wages are associated with higher attrition rates. 

After nine years, there are no significant differences in attrition rates between the groups. 

However, some caution is needed as the S.E are at least 3 times larger for both groups in year 

9 than it was in year 1. Hence, there might not be any difference in attrition by year 9, but this 

cannot be concluded with confidence as the number of observation within the minority 

groups are too small and lack precision.  
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5 DISCUSSION: TEACHER ATTRITION AND DEMOGRAPHIC 

GROUPS WITHIN THE NORWEGIAN TEACHING POPULATION 

 

 

 

 

Teachers have an important function for a knowledge-based society, and are responsible for 

children’s learning outcomes and often serve as role-models (With, 2016, p.6; Spernes, 2014, 

p.6). Thus, studying differences in attrition patterns for different teacher groups are both 

sociologically and educationally important. From a sociological standpoint, differences in 

attrition patterns for different teacher groups can reflect issues with societal inequality and 

issues with educational policy-making. The latter is also an issue from an educational 

perspective. Furthermore, differences in attrition rates between teacher groups can also affect 

educational quality and to varying degrees for the student population. Despite concerns about 

teacher attrition and focus on teachers’ reason for leaving (e.g. Mausethagen, 2013a; 2013b; 

Skaalvik & Skaalvik, 2010; 2015), there is little research on demographic characteristics of 

leavers. This thesis aims to fill the gap in the literature on demographic characteristics of 

leavers and differences in attrition rates.  

 

This thesis has three aims; 1) examine differences in attrition rates between groups within the 

Norwegian teaching population, 2) examine how these differences can be explained and 3) 

how attrition rates between groups develop over time. The chapter follows the same outline 

as has been done so far in the thesis; considering each demographic group at a time. First, I 

examine attrition differences for year 1 and 5, which is followed by interpretation of results 

from mediation analysis. Literature from chapter 2 and descriptive statistics from chapter 3 

are used for interpretation of attrition differences between groups. Furthermore, the data for 

the analyses do not allow for hard conclusions on why there exists attrition differences, and 

the following interpretations should be considered as an attempt to specify how the 

mechanisms in this thesis can affect attrition rates and decisions to exit the teaching 

occupation.  
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5.1 GENDER 
According to literature, teaching is considered more as a feminine occupation because it 

requires soft skills; i.e. the skill of forming inter-personal bonds with children and their 

parents (DeArmond et al., 2018). This could contribute to uphold stereotypical gender-

specific occupations (Halrynjo & Teigen, 2016), and female teachers are overrepresented in 

compulsory schools (With, 2016, p.16; Aamodt & Næsheim, 2019). Moreover, when teachers 

quit, far more women go to other occupations that involves soft skills and working with or for 

children (Aamodt and Næsheim, 2019). 

 

My data demonstrates that teaching is a female-dominated profession as 75% of the 

beginning compulsory schoolteachers (2003-2013) are women. Moreover, it was proposed in 

chapter 2 that women might choose teaching because the occupation does not penalise 

temporary career-breaks or part-time employment with loss in status or reduced relative 

wages (With, 2016, p.42). In this sense, they might not have planned a life-long career in 

teaching because they have planned from the outset to forego a career (at least for a while) to 

start and take care of a family (Ingersoll, 2003; Murnane et al, 1988; Murnane et al. 1989; 

Watt & Richardson, 2008). Moreover, as noted by Addi-Raccah, when men choose teaching 

they go against a sex-typical occupation (2005, p.741). Hence, there might be some gendered 

reasons or societal expectations in selectivity into teaching. Structural constraints might also 

limit perceived possibilities (Gambetta, 1987, p.8), which is supported by Bandura et al. 

(2001, p.196) who finds that perceived self-efficacy affects perceived future occupational 

efficacy. Although this study does not test for societal expectations or other reasons for 

entering teaching, family-reasons can play a role and the aspect is useful to keep in mind 

when discussing the results.  

 

5.1.1 Differences in attrition rates  

The first aim of this thesis was to examine whether there exist differences in attrition rates 

between men and women. I find no differences in attrition rates between men and women in 

year 1. However, by year 5 more women have left teaching than their male colleagues. After 

nine years, this difference in attrition have even increased between female and male teachers. 

This is somewhat unexpected as the Norwegian literature on teacher attrition and gender have 

found the opposite where more men than women leave teaching (With, 2017, p.1730; Falch 

and Strøm, 2005, p.623). Falch and Strøm (2005) argue that the fact that they find men have a 
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higher probability of leaving teaching than women might be due to the Scandinavian welfare 

system with subsidised leave, day-care and more generous rules for parental leave. Moreover, 

when treating teachers on parental leave as “quitters”, the gender effect is almost equal and 

hence they conclude that family-reasons cannot explain the difference in gendered attrition 

rates between Norway and the US (Falch and Strøm, 2005, p.623).  

 

My results correspond to previous results from international research that find higher quit 

propensities for women (Borman and Dowling, 2008; Murnane and Olsen, 1990; Murnane et 

al. 1988; 1989; Singer (1993) in Singer and Willett, 2003; Stinebrickner, 2002; Lindqvist et 

al 2014). In this study, teachers on parental leave are not considered as leavers (unlike many 

of the American research), and hence I only study teachers who have resigned from teaching. 

However, whether one of these reasons is to pursue starting or taking care of the family is not 

controlled for. Societal expectations might still place structural constraints on women, at least 

for a period, and encouraging them to quit teaching for a period while pursuing raising 

children. This study looks at teachers’ first teaching spell. The leavers might return to the 

profession, as Lindqvist et al. (2014) found in their study in attrition differences between 

genders among the Swedish teaching population. They argue that it is imperative to note the 

research’s design, because the focus of the study alters the image of attrition (Lindqvist et al., 

2014, p.101). Results from this study are similar to Lindqvist et al.’s study (2014), where, 

when only considering teachers first spell and parental leave is not controlled for, women 

tend to have higher attrition rates than men. When the researcher controlled for parental 

leave, the difference between genders was no longer statistically significant (Lindqvist et al., 

2014, p.98), which suggests a limitation to my own study that future research should include.  

 

Differences in attrition rates increase over time. Whereas female teachers had a higher 

attrition rate of 0.9 percentage-points compared to men (although statistically non-significant) 

in year 1, the difference increases and by year 5 the difference is 3.8 percentage-points. The 

difference in attrition between male and female teachers with nine years work experience are 

5.8 percentage-points. It is interesting that there is no difference after the first year of 

teaching, but that after a few years into teaching there is a difference. It could be that 

selectivity to the profession affect attrition and work as a motivator, or that one year is not 

enough to create differences between genders. Addi-Raccah, suggested (although from an 
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Israeli context) that men might face social consequences of choosing a gender-atypical, 

which over time, encourage them to switch jobs (2005, p.741).  

 

Another reason could be that difference in attrition rates between genders can be interpreted 

as the likelihood of starting a family, as proposed by Lindqvist et al. (2014, p.98). This means 

that the initial years the proportion of graduates with a teaching degree will increasingly enter 

teaching, but with each year the likelihood of them having children increases. Thus according 

to their study, by year 3 the trend changes and fewer graduates work in teaching (Lindqvist et 

al., 2014, p.98). I do not control for children, but this theory might explain how there are 

differences between genders by year 5. The next section presents some possible reasons for 

the difference in attrition rates.  

 

5.1.2 Differences examined 

5.1.2.1 Opportunities and aspirations 

To examine how the differences might be explained, mediation analysis was applied and 

controls were added to the model. It was suggested that education and educational 

performance might be predictors for increased attrition. Research have found that teachers’ 

educational field, educational level and grade point averages (GPA) are correlated with 

increased risk for leaving teaching (Murnane et al., 1988; Murnane et al., 1989; Harris & 

Adams, 2007; Ingersoll, 2001; With, 2017). This was seen in terms of social mobility, 

increased female labour participation and expansion of education.  

 

Although educational level and educational performance might affect attrition rates, they do 

not explain the difference in attrition rates between genders in this study. The coefficients 

remain statistically significant after adding the control variables and are about the same as the 

original model for both year 5 and 9. This could be interpreted as ambitions between genders 

have become more similar. If individuals are pulled out of the profession due to other more 

tempting opportunities, this affect both men and women to a similar extent. With (2016, p.73) 

also proposes that the decline in teacher recruits might be due to increased opportunities for 

women in the labour market where they can manoeuvre more freely and chase other careers 

as men have been able to. 
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Hence, contrary to Falch and Strøm (2005, p.623) who propose that their result (of men 

having a higher propensity to quit than women) might be due to an unequal labour market 

where men have higher opportunity costs in other occupations than teaching in terms of 

expected wages, there is no evidence for this prevalence in my study. If anything, in line with 

the liberal view of the OED triangle (Goldthorpe, 2016, p.101), it would rather seem like 

educational expansion have created a more equal labour market between genders. According 

to this view, expansion of education has strengthened the E-D association (education-

destination) and created more equality based on educational credentials rather than origin 

(Goldthorpe, 2016, p.101).  

 

However, the results should also be seen in terms of the educational composition of teachers. 

Table 3.3 shows how similar men and women are in terms of GPA and completed higher 

educational level. This could indicate that in terms of ambitions, the teaching population is 

quite homogenous. Grades are also normally distributed with a bell-shaped curve, and the 

large majority is centred around the average of 4. If teachers are homogenous within the 

group, then this could also indicate that they have a different set of values from other 

occupational groups. Referring back to Watt and Richardson (2008); teachers who wanted to 

remain in teaching were those who valued altruistic and intrinsic-type of motivational factors 

(Watt & Richardson, 2008, p.415). There are no big educational differences between genders 

in this sample. Most teachers have a lower-degree higher education (i.e. bachelor level) and 

score about average in terms of grades. This could suggest that male and female teachers on 

average have similar aspirations. Watt and Richardson (2008, p.425) find that teachers who 

are more likely to stay have lower aspirations and usually have lower GPA scores. 

 

It could also be that higher educational level is not as in demand as educational fields. In this 

respect, opportunities in the labour market are also dependent on educational fields. 

Goldthorpe (2016, p.102) suggests that the educational expansion might also have caused an 

inflation in educational credentials, which have created new distinctions for high status 

educational directions. This is supported by other researchers who emphasise the importance 

of considering educational hierarchy horizontally as well as vertically (Helland, 2006; With, 

2018; Askvik, 2015; Helland & Wiborg, 2019; Strømme & Hansen, 2017). Moreover, 

research have found that attrition varies with educational field, where maths and science 
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teachers have a higher propensity for leaving teaching (With, 2017; Murnane & Olsen, 1990; 

Murnane et al, 1991; Ingersoll, 2003). Due to limitations in the number of observations, there 

is not enough statistical power in this study to separate teachers based on their educational 

field. A large majority of the compulsory-school teachers have completed a general teacher 

degree, and the data set did not distinguish what subject specialty these teachers have. For 

future studies, if more information about teachers’ subject specialty is available, researchers 

should include this information as it might add important contributions to the field of study 

and our interpretation of teacher attrition.  

 

5.1.2.2 Income-variation and significance of money 

Income explain differences in attrition rates between genders at every observation points; for 

year 1, 3 and 9. Although there was no difference in attrition between genders in year 1, with 

the inclusion of income the coefficient became statistically significant, changed sign and the 

difference increased. This is what chapter 3.3.2 referred to as suppression effect, which 

means that by including income to the model, the difference in attrition rates was mediated 

through the indirect effect of income. When holding income constant and compare men and 

women with same income, there is a difference in attrition where more men leave the 

occupation. Furthermore, the inconsistent mediation suggests that women earn less than men 

do, and higher wages is negatively associated with attrition. In year 5 and 9, there was a 

statistical significant difference between attrition rates for men and women, where more 

women left teaching. When introducing income, the association is reduced and becomes non-

significant, which means that the effect is explained and mediated through income.  

 

One interpretation to this could be that extrinsic values such as income mean more to men. 

Once male and female teachers earn the same, more men leave teaching. The literature on the 

association between wages and attrition/turnover rates are quite extensive, although most of 

the literature are from an American context (Falch and Strøm, 2009; Harris & Adams, 2007; 

Murnane and Olsen, 1989; Stinebrickner, 1998; 2001; 2002). Research find a linear 

association between wages and attrition rates where increased income levels reduces the 

likelihood of teachers leaving the profession. In addition, according to literature, extrinsic 

values have been shown to mean more to men (Falch & Strøm, 2009; Ingersoll, 2003; 

Stinebrickner, 2001). The importance of extrinsic values is not measured with register data, 

and is an avenue worth exploring for future research. However, the role of extrinsic factors 
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and motivations might not be as important for teachers as intrinsic values are, as explored in 

chapter 2 (Watt & Richardson, 2008). Moreover, Marini et al. (1996) found no differences in 

extrinsic values between male and female workers over time. Hence, although income 

mediates attrition rates for year 1 through 9, there might be other underlying mechanisms that 

explain this effect. 

 

The central government in Norway regulates teacher wages (Falch & Strøm, 2005, p.614). 

Chapter 2 outlined which formal criteria income levels are generally set by, which in short 

are based on individuals’ 1) experience, 2) attained educational level, 3) percentage of full-

time employment or 4) job-title/position. Understanding how differences in income are 

determined can help understand why there is a wage-gap that affect attrition rates between 

genders. The first, which concerns seniority-pay, is not very relevant for explaining 

differences in attrition rates in this study. I focus on beginning teachers, and most teachers are 

in their twenties or early thirties. The amount of accumulated experience that affect salaries 

will be limited. Table 3.3 showed that the proportions of men and women with postgraduate 

degrees are quite similar. If anything, in this sample, slightly more female teachers have 

completed a postgraduate degree, and hence educational level cannot explain the difference 

in income and attrition rates.  

 

The third criteria for income level is percentage of full-time employment. It could be that 

more women work part-time. There can be several reasons why more women work in 

reduced full-time positions. One reasons is that more women might leave teaching, at least 

for a period, due to family-specific reasons. This would be consistent with what is mentioned 

previously in this chapter about women choosing teaching because it does not penalise 

career-breaks for teachers who want to pursue child-rearing activities (With, 2016, p.42). 

Moreover, it could also explain why the difference in income and attrition rates between 

genders increase, as Lindqvist et al. (2014, p.98) point out, that the likelihood of having 

children increase with time. Norway’s parental-leave system allows parents to choose 

whether they want longer leave with lower-degree compensation, or shorter leave with full-

compensation (Mjaaland, 2018, p.27). A possibility is that a female teacher might choose to 

work part-time to take care of the family or choose to go on a longer maternity leave with less 

compensation, and then decide to quit teaching for a period until the children are older. As 
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mentioned, family factors, such as being married, having children or receiving parental paid 

leave are not included in these analyses and I cannot control for this. However, Falch and 

Strøm (2005, p.623) argue that the quit behaviour of women in Norway differ from the US 

because of highly subsidised child-care, paid leave and flexibility in teachers’ working time. 

Hence, the extent the welfare system and government funded parental schemes affect attrition 

rates is an important avenue that needs further examination.  

 

Reduced full-time positions could also be a result of difference in coping mechanisms. Olson 

et al. (2019) found that male and female teachers coped with stress, challenges and emotions 

differently. Women connected closer with their students, embraced emotions and used them 

as a tool to create closeness. On the other hand, women also experienced more distress and 

emotional exhaustion. Distress and frustration with the profession can also be considered in 

terms of self-efficacy, and self-efficacy is strongly correlated with teacher burnout (Skaalvik 

& Skaalvik, 2010). The difference in pay, could therefore also suggest that there are 

differences in how male and female teachers handle stress, pressures and challenges. With 

reduced feeling of self-efficacy, teachers might reduce their percentage of full-time 

employment due to burnout, job-dissatisfaction and teacher apathy (Hancock and Scherff, 

2010). This suggestion could also explain why the difference increase over time, as these 

factors might increasingly affect and strain teachers who cannot cope with the challenges 

they face. 

 

The fourth criteria that income levels are set by; job position, could also affect differences in 

income for men and women. Although this study aimed at only focusing on teachers, the data 

set does not differentiate between people who are employed in the school administration or as 

teachers. Dahl et al. finds that the wage gap between male and female teachers in Norway can 

be explained by more men working in school administration in leadership positions. 

Moreover, Falch and Strøm (2005, p.623) find that principals and school leaders are more 

reluctant to leave. Another reason for the wage gap, according to Dahl et al., was that they 

did not distinguish between secondary school teachers and compulsory school teachers. 

Although this study only include compulsory school teachers, their finding could point to 

what is mentioned previously in this chapter that men on average might value extrinsic 

factors more than women. Chapter 2 suggested that teaching can be considered a flat 
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profession with limited opportunities for climbing a career ladder (Smith & Ulvik, 2017), and 

that occupational status increased with children’s ages (Stromquist, 2018, p.14). Thus, 

although Watt and Richardson (2008) find that altruistic and intrinsic values mean more to 

teachers to remain in teaching, there could still be gendered differences in the extent these are 

valued.   

 

5.2 SOCIAL BACKGROUND 
Norwegian literature on teacher attrition have focused on negative aspects of teaching that 

contribute to discontent and increased risk of leaving (Skaalvik & Skaalvik, 2010; 

Mausethagen, 2013b). However, Smith and Ulvik (2017) propose that teacher attrition can 

also be viewed as a sign of agency, where teachers are in control of their own career choices. 

They are not just pushed into teaching or out of leaving, but some teachers are motivated to 

leave and pulled out. Moreover, Watt and Richardson (2008) find that Australian teachers 

who are most motivated to leave teaching have planned from the outset to leave the 

occupation. In this sense, teacher attrition could be a result of deliberate career switches and 

mobility. Investigation into opportunities, career paths, occupational- and educational choices 

have often been examined with social origin (e.g. Askvik, 2015; Helland & Wiborg, 2019; 

Borgen & Mastekaasa, 2018; Helland, 2006; Hansen & Mastekaasa 2006; Hansen, 2005; 

Goldthorpe, 2016; Boudon, 1974; Breen & Goldthorpe, 1997; Bourdieu, 1984;). These 

theories and research can help explain how differences in attrition between social groups can 

be understood and interpreted.  

 

Although social selectivity to teaching is found to be declining, there does seem to be some 

self-selection as middle-class youth are over-represented in teacher education in Norway 

(With, 2018). This is present also in this data set, where almost 40% of the teachers come 

from upper-middle class and about 20% come from lower-middle backgrounds (table 3.4). In 

addition, With (2018) finds that the likelihood for entering different college courses varies 

with social origin. Individuals from high-income origins are least likely to enter teacher 

education, and individuals from higher cultural-capital backgrounds are more likely to enter 

teacher education than individuals from lower-capital backgrounds. This was also discussed 

in terms of theories on occupational- and task following (Chen et al., 2017). Not surprising, 

then, the two largest groups are cultural- and professional upper-middle, where families have 
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accumulated more cultural capital (table 3.4). According to the ORDC scheme (table 3.5), 

primary school teachers belong in cultural lower-middle classes, and hence according to 

occupational-following theories, it is a bit surprising that the number of teachers from this 

group is low (table 3.4)  

 

The descriptive statistics suggest that there might be some self-selection into teaching from 

families who posit higher cultural capital. The self-selection can, as discussed in chapter 2, 

affect attrition rates. However, opportunities are also dependent on economic- and labour 

market conditions (With, 2017, pp.1728,1738), where more teachers leave when alternate 

career options are more prosperous (Falch and Strøm, 2009, p.122). The labour market can 

therefore place structural constraints on individuals’ prospects and opportunities. Moreover, 

the constraints might affect social classes differently resulting in different attrition rates.  

 

5.2.1 Differences in attrition rates 

Consistent with human capital theories, where education is a type of accumulated capital 

(Becker, 1993; van de Werfhorst & Kraaykamp, 2001, pp. 297-298), there was no difference 

in attrition between social background groups after year 1. Although there could be other 

reasons for no attrition differences by year 1 between teachers with different social 

backgrounds, one explanation could be that after completing an educational degree they want 

to try out teaching first. Moreover, in order to use teaching as human capital, they would first 

need to accumulate enough experiences. Human capital is more general in the beginning of 

the career, which also means that it is more transferable. Hence, attrition will be highest 

during the early career-stages in teaching because the longer teachers stay the more specific 

and non-transferable the human capital becomes (Borman and Dowling, 2008, p.397).  

 

By year 5, however, there are a few differences in attrition between teachers from different 

social backgrounds. Teachers from all the upper-classes, or elites, as well as cultural upper-

middle class have a significantly higher attrition than teachers from economic lower-middle 

by year 5. This is consistent with previous results in the literature that find the proportion of 

persisters have a higher proportion coming from lower socio-economic-status (SES) 

backgrounds (Watt & Richardson, 2008). Reversely, leavers more often come from higher 

SES backgrounds. It could be that teachers from higher social distinctions never planned to 

stay in teaching (Watt & Richardson, 2008) and used teaching as a stepping-stone to prevent 
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downward mobility (Boudon, 1974; Breen & Goldthorpe, 1997). Or that teachers from higher 

social distinctions might have higher aspirations and ambitions (Lareau, 2003; Barone, 2006; 

With, 2016; Bandura et al, 2001). The next sections presents some interpretations in how 

differences might be explained. 

 

According to Hansen’s ORDC scheme (table 3.5) teachers belong in the cultural middle-

class. Hence, inconsistent with theories on occupational- and task following (Chen et al., 

2017), teachers from the cultural upper-middle class leave more than teachers from the 

economic lower-middle class. The coefficient for cultural lower-middle class is negative, 

consistent with the following-theories, but non-significant. This could mean there is no 

significant different attrition, but it could also be due to limited number of observations.  

 

With fourteen social class-positions, the number of observations by year 9 reduces the 

precision of estimates significantly. This might explain why there is almost no significant 

difference between social background groups by year 9, but it could also be that there are no 

differences. No differences between social background groups could be affected by the U-

curved attrition trend (Grissmer & Kirby, 1997; Harris & Adams, 2007), where most teachers 

leave during the five first years (Stinebrickner, 1998). Hence, according to this trend, 

beginning teachers leave the occupation more often (With, 2017, p.1736), when they have 

accumulated some human specific capital but still want to explore other career options (Watt 

& Richardson, 2008). Only the cultural elite has a significantly different attrition rate to 

economic lower-middle class. This suggests that the difference in attrition between the 

groups persists over time only for cultural upper-class.  

 

5.2.2 Differences examined 

5.2.2.1 Opportunities and accumulation of resources 

Teachers from all the upper-classes, or elites, as well as cultural upper-middle have a 

significantly higher attrition rate from the economic lower-middle class in year 5. According 

to Bourdieu (1984) people from higher social strata can manage and position themselves 

more advantageously due to their accumulated cultural capital. This can be due to acquiring 

in-demand and higher educational credentials, as well as information about expected 

educational returns that enable them to guide themselves better on the labour market (With, 

2018, p.176). Grade point average (GPA) and highest attained education level were therefore 
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added to the models to see whether the variables could explain some of the difference 

between social background groups.  

 

Although research have found higher attrition rates from teachers holding a postgraduate 

degree (Harris & Adams, 2007; Murnane et al., 1988; With, 2017), educational level does not 

explain the difference in attrition between social groups in this thesis. This is interesting 

because proportions with a postgraduate degree increases with higher vertical class 

distinctions as well as horizontal (cultural classes have highest proportion master’s graduates) 

(table 3.6). Moreover, it was proposed earlier in Chapter 2 that higher educational level might 

be more sought after in the labour market which could open up for more opportunities. This 

could suggest that there exist some form for educational- reproduction and following 

(Helland & Wiborg, 2019). However, rather than using educational level as a means of 

getting ahead on the labour market, this could reflect that higher strata have higher 

educational aspirations. Horizontally, teachers from higher economic classes have similar 

proportion of master graduates as teachers from lower cultural classes. This could indicate 

that teachers from cultural classes have an academic curiosity and follow in their parents’ 

footsteps, although they do not use it on the labour market. They might have higher 

educational aspirations in completing postgraduate degrees, but not necessarily have higher 

career status aspirations. 

 

On the other hand, it might also be, as mentioned above, that the educational expansion have 

created an inflation in credentials, with new distinctions for high status educational 

(Goldthorpe, 2016, p.102; Helland, 2006; With, 2018; Askvik, 2015; Helland & Wiborg, 

2019; Strømme & Hansen, 2017). This could also be reflected in the labour market, which 

might value and prefer certain educational fields (With, 2017; Murnane & Olsen, 1990; 

Ingersoll, 2003). Following Bourdieu’s theory (1984), as presented first in this sub-chapter, 

according to people’s social background, teachers from families with higher cultural capital 

might know the expected educational return for different educational fields and manage their 

careers more well-informed. In this sense, educational level might not explain differences in 

attrition between social groups and their opportunities on the labour market. 
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GPA was found to explain some of the difference in attrition between teachers from the 

cultural elite, upper-middle and professional elite to teachers from economic lower-middle. 

Examining the descriptive statistics from chapter 3, all of the social groups mentioned above 

score higher GPA than the average (table 3.6). Horizontally, cultural classes have higher 

GPA than the other social groups, and economic capital background groups have lowest. This 

is consistent with Norwegian research, which have found that social origin affect academic 

performance (Hansen & Mastekaasa, 2006, p.288). Hence, although GPA was also found to 

have a curvilinear association with attrition, the descriptive statistics and expected 

directionality of mediation effect suggest that teachers from these classes get higher GPA, 

which is associated with increased risk of leaving.  

 

This is consistent with educational reproduction and inequality theories, where social origin 

can explain differences in opportunities through educational performance (Bourdieu & 

Passeron, 1990; Bourdieu, 1996). In other words, inequality is reproduced in the education 

system because children with parents with higher educational degrees score higher GPA than 

other children. Moreover, GPA can be considered as transferable skills (Murnane et al., 1989, 

p.329; Murnane & Olsen, 1990, p.122) or signal higher cognitive abilities (Borgen, 2010), 

that are desirable traits on the labour market (Murnane et al., 1989, p.329). According to 

these theories and research, my results could suggest that despite Norway’s society being 

considered as “relative egalitarian” (Hansen & Mastekaasa, 2006, p.289), a relationship 

between social origin and academic performance persists which can contribute to unequal 

career opportunities. Obtaining higher grades that are desirable on the labour market could 

also increase associated opportunity cost, and make the job mobility more tempting for high-

achieving individuals. As explained by Askvik (2015, p.456); social origin position 

individuals differently in terms of accessible opportunities, when costs and risk are added up 

and evaluated.  

 

However, the GPA in this thesis is measured from upper-secondary schools and might not 

mean as much on the labour market as grades from higher education. However, different 

levels and forms of aspirations might be formed during childhood and educational course 

(Lareau, 2003; Barone, 2006; With, 2016; Bandura et al., 2001). GPA could signal ambitions, 

where high-ability students develop higher aspirations. And as research have found; some 
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individuals never planned to stay in teaching, and rather use teaching as a stepping-stone or 

springboard for tempting, alternative careers (Addi-Raccah, 2005; Smith & Ulvik, 2017; Watt 

& Richardson, 2008). Doing well in secondary school could also lead to higher perceived 

self-efficacy. Bandura et al. (2001, p.187) finds that children’s perceived academic efficacy 

influence types of occupational activities. Although perceived academic efficacy was more 

important than actual academic performance (Bandura et al., 2001), it might still be that by 

acquiring higher GPA individuals feel more accomplished which affect their career choices. 

Teachers who wanted to switch careers, reported that they wanted to continuously challenge 

themselves in different professional directions (Watt & Richardson, 2008).  

 

5.2.2.2 Money matters? 

An interesting result was that income explains some of the difference in attrition but only 

between economic upper and economic lower-middle. Teachers from the economic elite have 

almost 7 percentage-points higher attrition than economic lower-middle. This was interpreted 

as when holding income constant, teachers from the economic elite leave more than teachers 

from economic lower-middle. Moreover, the higher attrition rate can also be explained by the 

mediated indirect effect; teachers from the elite earn less than the economic lower-middle and 

lower wages is associated with higher risk of leaving. Teacher salaries are a predictor for 

turnover and attrition (Borman & Dowling, 2008, p.381; Murnane & Olsen, 1990; Shen, 

1997; Stinebrickner, 1998), and chapter 2 presented theories on inheritance and transfer of 

values (Barone, 2006; Bourdieu & Passeron, 1990; Gambetta, 1987; Chen et al., 2017).  

 

The economic elite might have a different career path, and might value income more than 

teachers from economic lower-middle class. This cannot be tested in this study, but class 

theories of relative risk aversion argue that people often choose an occupation that prevent 

downward social mobility (Boudon, 1974; Breen & Goldthorpe, 1997). Hence, to these 

teachers, teaching might act as a stepping-stone to alternative career paths (Watt & 

Richardson, 2008). Addi-Raccah (2005) finds in her study on Israeli teacher that when 

teachers left, many of the teachers came from higher SES backgrounds and moved to 

occupations with higher rewards. Moreover, these individuals might have a different social 

network. Their opportunity cost is higher because their expected return might be higher in 

other occupations. Moreover, with extended social network they can utilise, job-transitions 

might be smoother and seem less risky (Chen et al., 2017). 
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There could be a difference in how extrinsic factors, such as income and status, are valued. 

Once income is controlled for, there is a significant difference between economic lower-

middle and cultural lower-middle and professional upper-middle. Holding income constant, 

fewer in cultural lower-middle and professional upper-middle leave the profession than 

teachers from economic lower-middle. This could be interpreted as teachers from the 

economic lower-middle earn more than teachers from the other two groups, which explains 

the difference. However, more substantially it also means that comparing teachers with same 

income, more teachers from the economic lower-middle leave teaching.  

 

Just as intrinsic and altruistic values can be transferred from parents to their children for 

classes positing higher cultural capital (as presented in chapter 2) (Barone, 2006; Bourdieu 

and Passeron, 1990; Gambetta, 1987; Chen et al., 2017), so can extrinsic values from families 

positing higher economic capital. Teaching can be considered as a flat profession, with 

limited alternatives to climb a career ladder (Smith and Ulvik, 2017, p.941). Hence, if 

climbing a career ladder with expected higher returns are important, then the teaching 

profession cannot offer this to great extent. These teachers might from the outset plan a 

different career route, or want to change career paths because teaching was “not a career for 

them” (Watt & Richardson, 2008, p.425). Reversely, this could also be understood as among 

teachers who earn the same, other motivations might be more important than wages. 

Altruistic and intrinsic values are considered as affecting motivations to remain in teaching 

more than extrinsic (Watt & Richardson, 2008; Watt et al., 2012; Dahl et al, 2016). If these 

factors mean more to individuals from families with higher cultural capital backgrounds, then 

this might affect their motivations to stay. Comparing teachers who earn the same, teachers 

from economic capital backgrounds might therefore feel more pulled out of teaching. The 

significance of income, or how it is valued, is not measured in this thesis. But the significance 

it has for teachers with higher economic capital background could suggest an interesting area 

for future studies.  

 

5.3 MINORITY BACKGROUND 
There has been little focus on teacher diversity and diversifying the teacher population 

(Sleeter & Thao, 2007). Moreover, Murnane et al (1989) argued “black” teachers might have 
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a significantly different career path because predictors for employment duration differed with 

race. This suggest that there is a need to explore teacher attrition between teacher groups with 

different ethnic and minority backgrounds. However, due to limited number of observations, 

minority groups are often dropped from the analyses (Murnane et al., 1988; 1989; With, 

2016; Sohn, 2009).  

 

According to the literature, a vast majority of teachers have ethnic majority background; born 

in the country they are teaching in (Perlic & Foss, 2019; With, 2016; Murnane et al., 1989; 

Scafidi et al., 2007). This is concurrent with descriptive statistics from my data, where almost 

90% of the teaching population are Norwegian teachers with parents born in Norway. Of 

beginning teachers in the period 2003-2013, immigrant teachers made up about 5% and so 

did teachers with ties to Norway (hereafter mixed-Norwegian for brevity).  

 

There are a few differences between the groups, in terms of descriptive observable 

differences (table 3.7). Firstly, immigrant teachers have a higher proportion of women, where 

almost 78% of the group are women. This could indicate there exists some gendered-

selection into teaching that is more pronounced among immigrants. The findings are 

consistent with Norwegian research that educational fields are more gendered among 

immigrants (Schou, 2009; Reisel, 2014). Mixed-Norwegian teachers have a slightly lower 

proportion of women than the majority and the average, which is consistent with existing 

literature where children of immigrants more often choose atypical educational fields 

(Mastekaasa & Birkelund, 2009). The difference in proportion of women for immigrant 

teachers could affect attrition rates as it could reflect family-oriented reasons for choosing 

teaching (as presented in the gender-section of this chapter).  

 

In terms of grades and educational level (types of human capital), immigrants and mixed-

Norwegians differ from the majority. Consistent with research, mixed-Norwegians have a 

higher proportion of higher-degree education graduates (Kolby and Østhus, 2009). What is 

surprising is that immigrant teachers have a very high proportion of master-degree graduates 

of almost 26%. Comparative to the majority-group of teachers where about 6% have a 

postgraduate degree. In addition, among Norwegian citizens with only compulsory education, 

immigrants have the highest proportion. This could suggest that it is something about the 
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teaching profession that is ideal for immigrants with higher education who want to enter the 

Norwegian labour force. It could also suggest that the immigrant teachers are a selective 

different group from the majority and from other immigrants. However, length of residency 

for immigrants are not accounted for in this study and it is not possible to tell the whether 

teaching is immigrants’ first job in Norway.  

 

Differences in GPA are also consistent with Norwegian literature on minority groups’ 

educational performance. Like previous research, I find that both immigrant and mixed-

Norwegians score slightly below average and lower than the majority (Bakken, 2009b; 

Mastekaasa & Birkelund, 2009). In turn this could give them different prospects on the labour 

market.  

 

5.3.1 Differences in attrition rates 

Both minority groups have higher attrition in all of the three time-points, which is contrary to 

international literature that find lower attrition rates for minority groups (Borman & Dowling, 

2008; Hancock & Scherff, 2010; Murnane et al., 1989; Scafidi, Sjoquist, & Stinebrickner, 

2007; Watt & Richardson, 2008). Differences in attrition between minority groups differ 

from the two previous demographic traits. Whereas there were no significant differences 

between genders or social background groups by the first year, there are significant 

differences in attrition between minority groups. This suggests there are factors already from 

the beginning of the teaching career that affect minority groups differently from the majority. 

Due to limited research in this area, suggestions to why these differences exist is also limited. 

Two plausible explanations could be differences in aspirations or the effect of (possibly 

different) socialisation processes for individuals. 

 

The high proportion of women, especially among teachers with immigrant background, could 

affect attrition rates. Section 5.1.2 examined some possible mechanisms and reasons for 

differences in attrition rates between genders. These could also be applicable for minority 

groups, and affect the attrition rate. Consistent with the child-rearing aspect, examined above, 

Addi-Raccah (2005, p.745-746) finds that minority (Arab) women quit the teaching 

profession in Israel to give way for men and stay home with children. In the Norwegian 

population, Ellingsæter (2016, p.49) finds there still exists a conflict that is more pronounced 

in women in terms of balancing family-life and needs and their career-aspirations. 
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Differences in attrition are significant already by year 1 for both minority groups and the 

differences increase by year 5. Whereas the difference in attrition was almost 5 percentage-

points higher for immigrants by year 1, the difference is a little more than 14 percentage-

points by year 5. For teachers with mixed-Norwegian background the difference goes from 

2.6 percentage-points higher by year 1 to 7.5 percentage-points higher by year 5. The main 

focus for this thesis is the first five years. Hence, although the difference is possibly smaller 

by year 9, the groups are most likely too small for statistical precision and the results are not 

commented in this section.  

 

5.3.2 Differences examined 

5.3.2.1 Literature and inexplicable attrition-differences 

There were differences in attrition rates between groups already after one year in teaching 

and remains different by year 5. Except for income for mixed-Norwegians, adding control 

variables do not change the coefficients significantly for neither year 1 or 5. Thus, most of the 

differences cannot be explained by the control variables. Although GPA changes the 

coefficients to non-significant for both minority groups by the first year, it is hard to 

determine GPA’s significance as the S.E also increases. The coefficients are slightly reduced, 

and it could be that the non-significance is due to decreased precision, but it could also be 

that GPA explains some of the difference. For teachers with immigrant background by year 5, 

none of the control variables can explain differences in attrition between majority and 

teachers with immigrant background. There seems to be differences between the minority- 

and majority teaching population that are not accounted for in this thesis that simultaneously 

affect their attrition rates. This could suggest that minority teachers, and especially immigrant 

teachers, have different career-paths from the majority. This is also consistent with research 

by Murnane et al. (1989, p.330), who find black teachers respond to other variables than 

white teachers do.  

 

Literature in chapter 2.1.3 suggested higher attrition rate for the majority due to more 

advantages in the labour market including more accumulated resources (cultural-, social- and 

human capital) (Addi-Raccah, 2005; Drange, 2009; Mastekaasa & Birkelund, 2009; Watt & 

Richardson, 2008) and discriminatory behaviour in hiring-processes (Birkelund et al, 2014; 
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Evensen, 2009; Midtbøen, 2014; Stromquist, 2018). However, the results in this thesis go in 

the opposite expected-direction. Hence many of these theories cannot be applied to explain 

the results of differences in attrition between minority groups. If immigrants and teachers of 

immigrant-parents are discriminated against during hiring-processes or lack required capitals, 

then this would increase their relative risk when changing occupations. 

 

According to literature, work-place discrimination (Becker, 1971 in Falch & Strøm, 2005) 

and prejudices might cause teachers to experience social discrimination (Stromquist, 2008) 

from colleagues, the administration or from parents. In the US, diversity was found to 

increase the rate of leaving in support of similarity/attraction theory (Sohn, 2009). Achinstein 

et al. (2010) propose minority-teachers might have different humanistic commitments 

(Hancock and Scherff, 2010). And minorities might live closer to higher-proportion minority 

schools (Scafidi et al., 2007). However, school F.E does not explain the difference in 

attrition, and my results cannot support these theories either. 

 

Teacher attrition is dependent on labour market conditions (With, 2017, p.1738), and 

opportunities in the labour market are often considered in terms of accumulated human 

capital (Becker, 1993). Due to educational differences between minority groups and the 

majority, it could be that this would explain differences in attrition between groups. However, 

controlling for education by year 1 and 5 do not change the coefficients and education cannot 

explain attrition differences between teachers with minority backgrounds. As mentioned, it 

could be that educational field is a better marker for desirable human capital on the labour 

market, or that there are other factors than educational level that matters more in the labour 

market. Educational performance was proposed as being indicative of signalling differences 

in cognitive abilities. However, minorities score lower GPA than the majority and leave more 

than the majority. Hence, educational level and performance cannot explain differences in 

attrition rates in terms of labour market prospects.  

 

There is thusly little evidence to support discrimination to affect attrition between minority 

groups and majority. Although the results in this thesis cannot support the discrimination 

literature because it expected lower attrition with increased risk of leaving, this does not 

mean discrimination does not occur or affect minorities’ leaving-patterns. For one, I do not 
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follow their careers after teaching and thusly cannot tell whether these individuals go to 

lower- or higher status/income jobs or quit the labour force. Additionally, there might be 

other ways discrimination affect attrition patterns than what is accounted for in this thesis, or 

that other reasons obscures discrimination effects. For example discrimination effect could be 

unnoticeable if a factor increases attrition more than discrimination effect encourage 

individuals to remain in teaching. 

 

5.3.2.2 Opportunities and aspiration-differences 

Socialisation processes have been proposed in chapter 2.3.2 as a possible contributing factor 

for higher attrition between minority groups. Hence, because socialisation-processes are 

different and can persuade certain individuals to enter teaching, selection-differences can 

affect attrition between groups differently. Socialisation processes and motivations for 

entering teaching are not accounted for in this thesis, but the larger majority of women among 

teachers with immigrant-background could indicate that there is a cultural gender-

appropriation of teaching as pre-dominantly female. This is consistent with literature on 

gendered-educational fields being more pronounced among immigrants (Schou, 2009).  

 

Moreover, consistent with Drange (2009), employment among teachers with minority 

backgrounds are most common right after graduation and then declines. The decline in labour 

participation, or increased attrition have been proposed as being a consequence of child-

rearing activities (Drange, 2009; Lindqvist et al., 2014). In the Norwegian labour-force, 

women in general feel more obligated than men to balance family’s need and their careers, 

which can result in making more compromises and less self-realisation of own potential 

(Ellingsæter, 2009; Egeland and Drange, 2016; Halrynjo and Teigen, 2016). The higher 

proportion of women for immigrant-teachers could therefore reflect higher attrition due to 

family-reasons. However, gender is controlled for in the full model, and if women leave due 

to family-reasons then there are no differences between minority and majority female 

teachers.   

 

Although minority-teachers with mixed-Norwegian backgrounds have higher proportion of 

men than both the other two groups, socialisation processes and family-values could explain 

some of the difference in attrition also for this group. Income was the only significant control 

variable for teachers with mixed-Norwegian backgrounds (by year 5). As mentioned in 
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section 5.1.2, part-time is one reason of income-differences, and in terms of working part-

time, having children was more significant for immigrant and children of immigrants than the 

majority (Brekke and Mastekaasa (2008) in Drange, 2009). Nadim (2016) finds that two-

income party can challenge the male-provider idea, where three of four perspectives are 

considered in terms of the family’s needs or as a complementary income to the male-

provider.  

 

However, family-values, the extent of integration and familiarity and appreciation of the 

Norwegian welfare-system (with day-care and subsidised parental-leave) might differ with 

country background. At least in terms of extrinsic and intrinsic values, there are research 

supporting that values can differ with country and its economic conditions, where less 

industrialised countries value factors such as stable income and job-security more than 

intrinsic values (Watt et al., 2012). Furthermore, there could be differences in aspirations and 

family-views within the minority groups as well as between the majority and minority. This 

is not accounted for in this study, and as Mastekaasa and Birkelund (2009) observe, minority 

groups (in the general population) are heterogeneous with different valuation of extrinsic and 

intrinsic values and aspirations. It would therefore be interesting for further studies to account 

for country of origin as well as destination after teaching.  
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6 CONCLUSION 

 

 

 

 

Teachers are responsible for children’s academic and social learning outcomes, and they can 

often serve as role models. In this sense, they are important for children’s personal 

development and a requirement for a knowledge-based society. In American literature, 

teachers’ racial characteristics have been particularly important for minority students (e.g. 

Dee, 2005; Gershenson et al., 2018; Holt & Gershenson, 2015; Karunanayake & Nauta, 

2004). And the Norwegian government has a policy that the teaching population should 

reflect the general population (Kunnskapsdepartementet, 2013). Thus, teachers have an 

important role for the education system as well as society. Despite a consensus that teacher 

diversity is important, it is still a largely unexplored research field. Moreover, teachers need 

the motivation and the opportunity to change careers (With, 2017). Hence, differences in 

attrition between teacher groups with different demographic characteristics might suggest 

differences in opportunities and inequalities in the labour market. Teacher diversity and 

teacher attrition are both educationally and sociologically interesting, and the thesis gives an 

important contribution to the field on teacher diversity and teacher attrition.  

 

This thesis has examined teacher attrition rates for different demographic groups, with a 

particular focus on the first five years of their teaching careers. The three aims were to 

examine differences in attrition between teacher groups with different demographical 

characteristics, how differences might be explained by relevant control variables and to 

examine how differences in attrition between groups develop over time. It is important to 

bear in mind that teacher attrition is multifaceted, and although I find that some variables can 

explain some of the attrition-differences, these factors are not the only ones. This chapter 

presents the main results from the thesis with some considerations of its implications and 

suggestions for future research. 
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6.1 MAIN RESULTS AND IMPLICATIONS 
Consistent with existing literature, teacher attrition is highest during the first five years and 

the difference between teacher-groups are more pronounced by year five for all 

demographical characteristics. Attrition is higher for teachers who are women, from higher 

social strata or who have a minority background. Many of the group differences can be 

explained by income and/or GPA.  

 

Particularly for teachers from classes with higher professional or cultural capital, GPA 

explains difference in attrition (relative to economic lower-middle). Teachers from cultural 

and professional social backgrounds have, on average, higher grades than economic lower-

middle. This could suggest reproduction of educational inequality, where individuals from 

higher cultural backgrounds perform better in schools (Bakken, 2009b), which again give 

them advantages on the labour market. GPA is from upper-secondary schools, which is 

related to individuals’ academic self-efficacy and career-aspirations. The results could, 

therefore, suggest that teachers from these backgrounds with higher attrition also have higher 

ambitions. Motivations for leaving teaching might differ with social background, but is not 

accounted for in this thesis. However, Watt and Richardson (2008) find that teachers with 

higher SES backgrounds more often leave teaching and use their experiences as a stepping-

stone to other professions. If teachers from higher cultural and professional strata have higher 

propensity to quit because of differences in aspirations, then 1) there is little policies can do 

to mitigate attrition for these groups as teaching is a relatively flat-profession, 2) attrition is 

also a sign of agency and might be part of a planned career-course. Literature in this field 

need to reframe the view on attrition as teachers might also be pulled out. And 3) there might 

be differences in socialisation processes (in transfer of job-values and level of self-efficacy) 

that make social inequalities persist.  

 

Income can explain attrition differences between genders, teachers with different vertical 

economic class positions and between minority teachers with mixed-Norwegian background 

and majority Norwegian teachers. Income differ with experience, educational level, 

percentage of full-time employment and job-position. Thus, because teachers in these 

analyses are beginning teachers, most of them have about the same work-experience, or 
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seniority, and wage-differences will be small. Income is an extrinsic job-value and might 

explain differences in attrition as a motivational factor. Motivation for leaving is not 

accounted for, but class-theories and theories on occupational following suggest transfer of 

values, and economic classes might value income and other extrinsic factors more than other 

classes. However, because income is conditional on e.g. percentage of full-time employment, 

there could be other underlying-mechanisms that explain attrition-differences between 

teacher groups.  

 

The most likely explanation to differences in income between gender and between minority 

mixed-Norwegian and Norwegian teachers, are either reduced full-time positions or job-

positions. There could be more men in leadership positions so that men earn more, or that 

more women earn less because they have reduced full-time positions. Both hypotheses 

suggest persisting gender-roles and gender-segregation on the labour market. If both male 

and female teachers want to enter administration or leadership positions, but more men work 

in these positions then this might suggest gender-segregation on the labour market and more 

women are pushed out. And if more women leave due to reduced full-time positions, this 

could suggest that women still struggle with balancing family’s need (Ellingsæter, 2016) and 

more often make career-compromises. These reasons for differences in income could explain 

attrition differences between mixed-Norwegian and Norwegian teachers. However, the 

literature is small and there is little evidence to suggest mixed-Norwegians follow same 

pattern as women. The only indication could be that having children was more significant for 

working part-time for children of immigrants (Brekke and Mastekaasa (2008) in Drange, 

2009). Reduced full-time positions could also reflect difficulties and differences in coping-

strategies (Olson et al., 2019). From a policy view-point, this is interesting because if 

differences in attrition and income are due to differences in coping-mechanisms then teacher 

education should aim to equip future teachers with these skills. 

 

Interestingly, none of the control variables can explain attrition differences between 

immigrant and Norwegian teachers. There are, therefore, unexplained variables that affect 

these two teacher groups differently. Murnane et al. (1989) find minorities respond to 

variables differently from the majority, and it might be that immigrant teachers in Norway 
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value other factors or have a significantly different career-path than the majority. Moreover, 

it might be that none of the control variables can explain attrition differences because the 

group can be heterogeneous. Watt et al. (2012) find job-values (intrinsic and extrinsic) vary 

with socio-cultural background and Mastekaasa and Birkelund (2009) find educational 

aspiration and performance vary with country of origin. Although results cannot support 

discrimination theories, it does not mean that discrimination is not occurring in some other 

way. Moreover, the thesis does not account for destination after teaching, and it could be 

minorities leave the work-force or go to less prestigious jobs. Apart from Spernes (2014) 

research on teacher diversity and recruitment to teaching, the literature in this field in Norway 

is scarce. Moreover, if the aim is to recruit and retain more teachers with minority 

backgrounds there is a need to investigate diversity and attrition further. This is especially 

important if minorities have a different career-path, are heterogeneous or are affected by 

other factors than the majority. Studies and policies should aim to understand these 

mechanisms to better retain teachers and accommodate their needs.  

 

6.2 CONSIDERATIONS AND WHAT COMES NEXT….  
Some considerations of limitations and improvements have already been discussed 

throughout the thesis. For example, I have demonstrated that coefficients from LPM are 

similar (almost identical) average marginal effects derived from logistic regression. I have 

also checked whether the results are sensitive to differences in observation numbers. There 

are, however, some limitations that future studies should consider.  

 

When interpreting differences in attrition rates between genders and minority background, 

one limitation of this study was that it did not account for family-status (married/co-habiting 

and children). Controlling for parental-leave and family-status are reported to be significant 

factors for attrition (e.g. Lindqvist et al., 2014). It would be expedient for future studies to 

include educational fields, as educational expansion might have caused a shift in high-status 

education from level to different, prestigious university-courses. In turn this shift could also 

affect differences in opportunities on the labour market. Other factors that should be 

considered in future research are country of origin and destination after teaching. Minority 

groups are heterogeneous and values and aspirations have been found to differ based on 

socio-cultural context (Mastekaasa & Birkelund, 2009; Watt et al., 2012). Destination after 
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teaching could also examine differences of individuals going to jobs with higher/lower 

expected returns or quit the labour force (at least temporarily). It could be that Norwegian 

teachers, like Australian teachers, never planned an entire career in teaching (Watt & 

Richardson, 2008). 

 

This thesis has studied teacher attrition based on years in the profession. Another way of 

studying attrition is to consider attrition annually using longitudinal data (Singer & Willett, 

2003). Singer and Willett use survival analysis and hazard functions to study if, when and 

who are most likely to leave and remain in teaching. This method enables researchers to study 

attrition trend over time using time-series or a continuous time-line. For survival analysis, 

given individuals have not left teaching, they remain in the sample. Hence, an advantage of 

this method is that it includes more observations and increases statistical precision. This 

could possibly allow for more observations for smaller groups such as educational fields. 

Additionally, teachers should also be observed for a longer period of time, as teacher are 

reported in international literature to return to teaching and have multiple teaching spells 

(Ingersoll, 2001; Lindqvist et al., 2014).  

 

Although, as Borman and Dowling (2008, p.396) rightfully ascertain some attrition might be 

healthy for the institution and education quality. If teachers are discontent and unmotivated, 

but do not have the opportunity to leave, this could affect their job-engagement and thereby 

the schooling-quality (With, 2017, p.1739). However, attrition is regarded as being negative 

in that it disrupts work-place stability for children and colleagues. Moreover, attrition is a 

concern if highly-skilled teachers leave due to pushing-factors. Teachers’ role in society and 

the education system makes studying teacher diversity and teacher attrition both educational, 

societal and sociological important. The mediating effects that vary with demographic groups 

suggest there is a need for a better understanding of mechanisms driving push/pull factors for 

these different groups. However, the literature in the field of teacher attrition and teacher 

diversity is scarce and hence this thesis gives an important, or rather imperative, contribution. 
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APPENDICES 
 

 

 

 

LPM models with extra model 
 

Gender 
Appendix A4.1: LPM attrition differences between genders by year 1 with extra model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

female 0.00857 0.00575 0.00822 0.00621 -0.0139* 

  (0.00461) (0.00582) (0.00461) (0.00634) (0.00631) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 27304 16260 27304 16260 15501 

Standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
 

 

 

Appendix A4 2: LPM attrition differences between genders by year 5 with extra model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: full 

- income variable 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 By year 5 

female 0.0372*** 0.0404*** 0.0375*** 0.0466*** 0.0147 

  (0.00869) (0.00986) (0.00865) (0.0113) (0.0110) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 15453 11575 15453 11575 11564 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Appendix A4.3: LPM attrition differences between genders by year 9 with extra model 

Variables 
Model 1 no 

controls 
Model 2 
w/GPA 

Model 3 
w/Educ0 

Extra model: full 
- income variable 

Model 4 Full 
model 

 By year 9 By year 9 By year 9 By year 9 By year 9 

female 0.0583*** 0.0619** 0.0642*** 0.0492 0.0262 

  (0.0170) (0.0197) (0.0169) (0.0264) (0.0259) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration 

background 
No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 4348 3141 4348 3142 3135 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Social background 
Appendix A4.4: LPM attrition differences between social background by year 1 with extra 

model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - no income 

variable 

Model 4 

Full model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

Cultural upper 0.0167 0.00363 0.0129 -0.0130 -0.0256 

  (0.0168) (0.0202) (0.0169) (0.0209) (0.0203) 

Professional upper 0.0221 0.0172 0.0200 0.0219 0.0156 

  (0.0133) (0.0162) (0.0133) (0.0178) (0.0180) 

Economic upper 0.0105 0.00904 0.00898 0.00522 0.00442 

  (0.0137) (0.0169) (0.0137) (0.0193) (0.0192) 

Cultural upper-middle 0.00618 0.00711 0.00470 0.00756 -0.00958 

  (0.00940) (0.0117) (0.00939) (0.0129) (0.0127) 

Professional upper-middle -0.00727 -0.00886 -0.00861 -0.00678 -0.0112 

  (0.00921) (0.0114) (0.00920) (0.0124) (0.0126) 

Economic upper-middle 0.00204 0.0143 0.00157 0.0102 0.00582 

  (0.0109) (0.0137) (0.0108) (0.0155) (0.0154) 

Cultural lower-middle -0.0245 -0.0241 -0.0243 -0.00972 -0.0170 

  (0.0129) (0.0160) (0.0129) (0.0183) (0.0184) 

Professional lower-middle -0.00969 -0.00576 -0.00995 -0.00298 -0.00329 

  (0.00989) (0.0123) (0.00988) (0.0140) (0.0141) 

Economic lower-middle 0 0 0 0 0 

  (.) (.) (.) (.) (.) 

Skilled -0.00891 -0.00262 -0.00831 0.00261 0.00446 

  (0.00967) (0.0121) (0.00966) (0.0136) (0.0136) 

Unskilled/semi-skilled 0.00204 0.00499 0.00207 0.0104 0.00165 

  (0.0109) (0.0137) (0.0108) (0.0151) (0.0150) 

Farmers, fishermen, foresters 0.00413 -0.00271 0.00298 0.0173 0.00948 

  (0.0234) (0.0292) (0.0233) (0.0351) (0.0355) 

Welfare, transference -0.00235 0.00818 -0.00365 0.0102 0.00875 

  (0.0110) (0.0148) (0.0109) (0.0162) (0.0161) 

Missing 0.0461*** 0.0477 0.0311* 0.0580 0.0276 

  (0.0139) (0.0491) (0.0141) (0.0517) (0.0573) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 27304 16260 27304 16260 15501 

Robust standard errors in parentheses           

* p < 0.05, ** p < 0.01, *** p < 0.001           
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Appendix A4.5: LPM attrition differences between social background by year 5 with extra 

model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: full - 

income variable 

Model 4 Full 

model 
 By year 5 By year 5 By year 5 By year 5 By year 5 

Cultural upper 0.108*** 0.0545 0.0985** 0.0444 0.0105 
 (0.0325) (0.0365) (0.0321) (0.0393) (0.0369) 

Professional upper 0.0599* 0.0491 0.0575* 0.0545 0.0359 
 (0.0249) (0.0278) (0.0248) (0.0304) (0.0294) 

Economic upper 0.0688** 0.0698* 0.0673* 0.0653* 0.0511 
 (0.0265) (0.0296) (0.0263) (0.0331) (0.0323) 

Cultural upper-

middle 
0.0416* 0.0309 0.0379* 0.0138 -0.0145 

 (0.0176) (0.0198) (0.0176) (0.0224) (0.0217) 

Professional upper-

middle 
-0.0130 -0.0260 -0.0158 -0.0335 -0.0447* 

 (0.0173) (0.0195) (0.0173) (0.0221) (0.0215) 

Economic upper-

middle 
0.00242 0.00662 0.00203 -0.00853 -0.0233 

 (0.0202) (0.0228) (0.0201) (0.0264) (0.0256) 

Cultural lower-

middle 
-0.0328 -0.0490 -0.0306 -0.0425 -0.0635* 

 (0.0253) (0.0280) (0.0253) (0.0324) (0.0305) 

Professional lower-

middle 
0.0180 0.00970 0.0192 0.0117 0.00274 

 (0.0188) (0.0212) (0.0187) (0.0242) (0.0232) 

Economic lower-

middle 
0 0 0 0 0 

 (.) (.) (.) (.) (.) 

Skilled -0.0109 -0.0105 -0.00776 -0.0131 -0.0129 
 (0.0182) (0.0206) (0.0182) (0.0241) (0.0233) 

Unskilled/semi-

skilled 
-0.0134 -0.0295 -0.0124 -0.0302 -0.0307 

 (0.0199) (0.0227) (0.0199) (0.0265) (0.0257) 

Farmers, 
fishermen, foresters 

0.0122 0.0158 0.0101 0.0256 -0.000212 

 (0.0410) (0.0486) (0.0408) (0.0537) (0.0510) 

Welfare, 

transference 
0.0199 0.0177 0.0179 0.00559 0.00854 

 (0.0202) (0.0246) (0.0201) (0.0281) (0.0270) 

Missing 0.142*** 0.0660 0.0965*** 0.0139 -0.0557 

  (0.0279) (0.0779) (0.0285) (0.0897) (0.0934) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration 

background 
No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 15450 11574 15450 11574 11563 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Appendix A4.6: LPM attrition differences between social background by year 9 with extra 

model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 9 By year 9 By year 9 By year 9 By year 9 

Cultural upper 0.158** 0.120 0.145* 0.0952 0.0426 
 (0.0604) (0.0691) (0.0592) (0.0935) (0.0878) 

Professional upper 0.0296 -0.00183 0.0179 0.0171 0.0143 
 (0.0469) (0.0550) (0.0461) (0.0780) (0.0778) 

Economic upper 0.0842 0.136* 0.0766 0.156* 0.143 
 (0.0484) (0.0557) (0.0484) (0.0784) (0.0797) 

Cultural upper-middle 0.0496 0.0528 0.0428 -0.00676 -0.00749 
 (0.0334) (0.0385) (0.0332) (0.0574) (0.0562) 

Professional upper-middle 0.0198 0.0215 0.0143 -0.0205 -0.0132 
 (0.0331) (0.0380) (0.0328) (0.0519) (0.0526) 

Economic upper-middle 0.0315 0.0584 0.0290 0.0456 0.0383 
 (0.0390) (0.0446) (0.0388) (0.0634) (0.0635) 

Cultural lower-middle -0.0113 -0.0251 -0.00946 -0.0948 -0.0822 
 (0.0491) (0.0561) (0.0490) (0.0775) (0.0740) 

Professional lower-middle 0.0287 0.0413 0.0273 0.0387 0.0483 
 (0.0359) (0.0418) (0.0357) (0.0588) (0.0581) 

Economic lower-middle 0 0 0 0 0 
 (.) (.) (.) (.) (.) 

Skilled 0.0103 0.0289 0.0125 0.0612 0.0756 
 (0.0348) (0.0404) (0.0347) (0.0550) (0.0545) 

Unskilled/semi-skilled 0.0234 0.00277 0.0221 -0.0403 -0.0248 
 (0.0377) (0.0440) (0.0375) (0.0667) (0.0655) 

Farmers, fishermen, foresters 0.0775 0.0654 0.0798 -0.00790 0.00480 
 (0.0739) (0.0899) (0.0748) (0.149) (0.144) 

Welfare, transference 0.0224 0.0633 0.0177 0.0688 0.0825 
 (0.0366) (0.0452) (0.0364) (0.0678) (0.0675) 

Missing 0.212** 0.450*** 0.146 0.558** 0.538* 

  (0.0764) (0.107) (0.0791) (0.214) (0.234) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 4347 3142 4347 3142 3136 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Minority background 
Appendix A4.7: LPM attrition differences between minority background groups by year 1 

with extra model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 
variable 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

Born Norwegian 0 0 0 0 0 

  (.) (.) (.) (.) (.) 

Immigrant 0.0488*** 0.0369 0.0368*** 0.0350 0.0415 

  (0.0106) (0.0277) (0.0108) (0.0330) (0.0336) 

Mixed Norwegian 

background 
0.0258** 0.0150 0.0256** 0.0209 0.0145 

  (0.00976) (0.0123) (0.00973) (0.0131) (0.0131) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Gender No No No Yes Yes 

Social Background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 27304 16260 27304 16260 15501 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 

 

 

 

Appendix A4. 8: LPM attrition differences between minority background groups by year 5 

with extra model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 By year 5 

Born Norwegian 0 0 0 0 0 
 (.) (.) (.) (.) (.) 

Immigrant 0.143*** 0.0983* 0.107*** 0.131** 0.138** 
 (0.0217) (0.0459) (0.0221) (0.0495) (0.0466) 

Mixed Norwegian 

background 
0.0753*** 0.0606** 0.0747*** 0.0512* 0.0315 

  (0.0183) (0.0212) (0.0182) (0.0233) (0.0215) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Gender No No No Yes Yes 

Social Background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 15450 11574 15450 11574 11563 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Appendix A4.9: LPM attrition differences between minority background groups by year 9 

with extra model 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 9 By year 9 By year 9 By year 9 By year 9 

Born_Norwegian 0 0 0 0 0 
 (.) (.) (.) (.) (.) 

Immigrant 0.109 0.125 0.0649 -0.0950 -0.102 
 (0.0611) (0.102) (0.0616) (0.165) (0.134) 

Mixed Norwegian 

background 
0.0585 0.0644 0.0583 

0.0400 
0.0293 

  (0.0356) (0.0443) (0.0357) (0.0672) (0.0637) 

GPA No Yes No Yes Yes 

Educational level No No Yes Yes Yes 

Social background No No No Yes Yes 

Immigration background No No No Yes Yes 

Income No No No No Yes 

School F.E No No No Yes Yes 

Observations 4347 3142 4347 3142 3136 

Robust standard errors in parentheses 

* p < 0.05, ** p < 0.01, *** p < 0.001 
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Sensitivity tests 
 

Testing model with same observation number (N) 
Appendix A4.10: testing observation number (N) for gender 
 Model 1 Model 2 Model 3 Model 4 

  By year 1 By year 1 By year 1 By year 1 

female 0.00497     0.00449   0.00475    -0.0139* 

  (0.00591) (0.00597) (0.00589) (0.00631) 

Observations 15501 15501 15501 15501      
  Model 1 Model 2 Model 3 Model 4 

  By year 5 By year 5 By year 5 By year 5 

female 0.0432***     0.0415***   0.0431***   0.0150    

  (0.00980) (0.00987)   (0.00975) (0.0110) 

Observations 11563 11563 11563 11563 

Robust standard errors in parentheses    

* p < 0.05, ** p < 0.01, *** p < 0.001    
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Appendix A4.11: testing observation number (N) for social background 
 Model 1 Model 2 Model 3 Model 4 

  By year 1 By year 1 By year 1 By year 1 

Cultural upper 0.0011     0.00082 -0.0033  -0.0256    

  (0.0205) (0.0204) (0.0205) (0.0203) 

Professional upper 0.0188    0.01950    0.0169    0.0156    

  (0.0167) (0.0165) (0.0167) (0.0180) 

Economic upper 0.0111    0.01199    0.00857    0.00442    

  (0.0174) (0.0174) (0.01733) (0.0192) 

Cultural upper-middle 0.00617    0.0061   0.00425  -0.00958     

  (0.01190) (0.0119) 0.01190 (0.0127) 

Professional upper-middle -0.00888    -0.00852    (-0.0111)   -0.0112    

  (0.01163) (0.0116) 0.01162 (0.0126) 

Economic upper-middle 0.01491    0.0155 0.01362  0.00582  
  (0.01404) (0.0140) (0.01402) (0.0154) 

Cultural lower-middle -0.0213     -0.0225   -0.0214   -0.0170     

  (0.0165) (0.0165) (0.0164) (0.0184) 

Professional lower-middle -0.00418    -0.00376    -0.00465   -0.00329  

  (0.01265) (0.0126) (0.01262) (0.0141) 

Economic lower-middle 0 0 0 0 

  (.) (.) (.) (.) 

Skilled -0.00266    -0.00223  -0.00128   0.00446    

  (0.01240) (0.0124) (0.01239) (0.0136) 

Unskilled/semi-skilled 0.00336     0.0035    0.00361    0.00165    

  (0.0140) (0.0140) (0.01397) (0.0150) 
Farmers, fishermen, foresters 0.00181     0.00104    0.00045    0.00948    

  (0.0300) (0.030) (0.0299) (0.0355) 

Welfare, transference 0.00818    0.00788  0.00654   0.00875    

  (0.0151) (0.0151) (0.0150) (0.0161) 

Missing 0.0466     0.0452   0.0466    0.0276    

  (0.0525) (0.0525) (0.0522) (0.0573) 

Observations 15501 15501 15501 15501      
  Model 1 Model 2 Model 3 Model 4 

  By year 5 By year 5 By year 5 By year 5 

Cultural upper 0.054  0.0544    0.0503     0.0105   

  (0.0365) (0.0365) (0.0362) (0.0369) 

Professional upper 0.0463  0.0491    0.0443   0.0359  

  (0.0278) (0.0278) (0.0279) (0.0294) 

Economic upper 0.0664*  0.0698*  0.06 50* 0.0511    

  (0.0296) (0.0296) (0.0294) (0.0323) 

Cultural upper-middle 0.0291    0.0301     0.0252     -0.0145   
  (0.0199) (0.0198) (0.0199) (0.0217) 

Professional upper-middle -0.0282 -0.0260    -0.0312   -0.0447* 

  (0.0195) (0.0195) (0.0195) (0.0215) 

Economic upper-middle 0.00435   0.00666   0.00293    -0.0233 

  (0.0228) (0.0228) (0.0228) (0.0256) 

Cultural lower-middle -0.0460   -0.0484   -0.0445    -0.0635* 

  (0.0281) 0.0281 (0.0281) (0.0305) 

Professional lower-middle 0.0071    0.00975    0.0086    0.00274    

  (0.0213) (0.0212) (0.0212) (0.0232) 

Economic lower-middle 0 0 0 0 

  (.) (.) (.) (.) 

Skilled -0.0127    -0.0102    -0.00957   -0.0129  
  (0.0207) (0.0207) (0.0207) (0.0233) 

Unskilled/semi-skilled -0.0311   -0.0290    -0.0305    -0.0307    

  (0.0228) (0.0227) (0.0228) (0.0257) 

Farmers, fishermen, foresters 0.0171    0.0157  0.0117  -0.00021  
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  (0.0488)  (0.0486) (0.0479) (0.0510) 

Welfare, transference 0.0184   0.0182   0.0170   0.00854   

  (0.0246) (0.0246) (0.0245) (0.0270) 

Missing 0.048  0.0506    0.0493    -0.0557   

  (0.0810) (0.0806) (0.0820) (0.0934) 

Observations 11563 11563 11563 11563 

Robust standard errors in parentheses     

* p < 0.05, ** p < 0.01, *** p < 0.001     

 

 

Appendix A4.12: testing observation number (N) for minority background 
 Model 1 Model 2 Model 3 Model 4 

  By year 1 By year 1 By year 1 By year 1 

Born_Norwegian 0 0 0 0 

  (.) (.) (.) (.) 

          

Immigrant 0.0359 0.0345 0.0369 0.0415 
  (0.0293) (0.0293) (0.0291) (0.0336) 

          

Mixed_Norwegian 0.0150 0.0150 0.0154 0.0145 

  (0.0128) (0.0127) (0.0127) (0.0131) 

Observations 15501 15501 15501 15501      
  Model 1 Model 2 Model 3 Model 4 

  By year 5 By year 5 By year 5 By year 5 

Born_Norwegian 0 0 0 0 

  (.) (.) (.) (.) 

          

Immigrant 0.102* 0.0983* 0.106* 0.138** 

  (0.0472) (0.0467) (0.0473) (0.0466) 

          

Mixed_Norwegian 0.0631** 0.0614** 0.0653** 0.0315 

  (0.0213) (0.0212) (0.0212) (0.0215) 

Observations 11563 11563 11563 11563 

Robust standard errors in parentheses    
* p < 0.05, ** p < 0.01, *** p < 0.001     
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Testing the method with Logistic regression 
Appendix A4.13: Logistic Regression for Gender 

A4.13: Logistic Regression for Gender 

Variables 
Model 1 no 

controls 
Model 2 
w/GPA 

Model 3 
w/Educ0 

Extra model: full 
- income 

variable 

Model 4 Full 
model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

female 0.00869 0.00585 0.00835 0.00163 -0.000625 

  (0.00475) (0.00590) (0.00474) (0.00229) (0.000774) 

Observations 27304 16260 27304 10121 9503       

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: full 

- income 

variable 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 By year 5 

female 0.0384*** 0.0421*** 0.0383*** 0.00320 0.000301 

  (0.00887) (0.0101) (0.00883) (0.00283) (0.000344) 

Observations 15450 11574 15450 9339 9331 

Standard errors in parentheses (RSE model 1-3) (Conv.SE model 4 & extra) 

* p < 0.05, ** p < 0.01, *** p < 0.001 
Table 4. 1: The logistic regression models are estimated using the logit and xtlogit command in Stata 15. Model 1-3 includes 
robust standard errors. Stata does not allow for robust- or cluster robust S.E for xtlogit. Hence, Model 4 and extra include 
conventional standard errors. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



116 

 

Appendix A4.14: Logistic Regression for Social Background 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

Cultural upper 0.0167 0.00365 0.0128 -0.00308 -0.00206 
 (0.0168) (0.0201) (0.0167) (0.00577) (0.00241)       

Professional upper 0.0221 0.0172 0.0200 0.00537 0.00144 
 (0.0133) (0.0162) (0.0133) (0.00692) (0.00201)       

Economic upper 0.0105 0.00904 0.00900 0.00140 0.00116 
 (0.0137) (0.0169) (0.0137) (0.00501) (0.00186)       

Cultural upper-middle 0.00618 0.00710 0.00472 0.00187 -0.000658 
 (0.00940) (0.0117) (0.00944) (0.00388) (0.00108)       

Professional upper-middle -0.00727 -0.00885 -0.00859 -0.00193 -0.000728 
 (0.00921) (0.0114) (0.00925) (0.00357) (0.00111)       

Economic upper-middle 0.00204 0.0143 0.00159 0.00249 0.000493 
 (0.0108) (0.0137) (0.0109) (0.00462) (0.00119)       

Cultural lower-middle -0.0245 -0.0238 -0.0245 -0.00223 -0.000593 
 (0.0129) (0.0158) (0.0130) (0.00509) (0.00141)       

Professional lower-middle -0.00969 -0.00577 -0.0100 -0.000846 -0.000128 
 (0.00989) (0.0123) (0.00995) (0.00360) (0.000975)       

Economic lower-middle 0 0 0 0 0 
 (.) (.) (.) (.) (.)       

Skilled -0.00891 -0.00260 -0.00842 0.000616 0.000593 
 (0.00967) (0.0121) (0.00975) (0.00363) (0.00120)       

Unskilled/semi-skilled 0.00204 0.00496 0.00209 0.00275 0.000458 
 (0.0108) (0.0137) (0.0109) (0.00490) (0.00122)       

Farmers, fishermen, 

foresters 
0.00413 -0.00267 0.00301 0.00409 0.00111 

 (0.0234) (0.0290) (0.0234) (0.0108) (0.00295)       
Welfare, transference -0.00235 0.00811 -0.00363 0.00286 0.000803 

 (0.0110) (0.0147) (0.0110) (0.00520) (0.00149)       
Missing 0.0461*** 0.0463 0.0291* 0.0234 0.00345 

  (0.0139) (0.0482) (0.0136) (0.0308) (0.00648) 

Observations 27304 16260 27304 10121 9503       

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 By year 5 

Cultural upper 0.108*** 0.0545 0.0985** 0.00326 0.000121 
 (0.0325) (0.0364) (0.0321) (0.00419) (0.000725)       

Professional upper 0.0599* 0.0492 0.0575* 0.00399 0.000730 
 (0.0249) (0.0278) (0.0248) (0.00418) (0.000912)       

Economic upper 0.0688** 0.0699* 0.0673* 0.00519 0.00114 
 (0.0264) (0.0296) (0.0263) (0.00515) (0.00126)       

Cultural upper-middle 0.0416* 0.0309 0.0379* 0.000979 -0.000237 
 (0.0176) (0.0198) (0.0176) (0.00182) (0.000437)       

Professional upper-middle -0.0130 -0.0260 -0.0158 -0.00214 -0.000760 
 (0.0173) (0.0194) (0.0173) (0.00225) (0.000767)       

Economic upper-middle 0.00242 0.00665 0.00203 -0.000657 -0.000477 
 (0.0202) (0.0228) (0.0201) (0.00180) (0.000600)       

Cultural lower-middle -0.0328 -0.0487 -0.0307 -0.00253 -0.000915 
 (0.0253) (0.0279) (0.0253) (0.00285) (0.000947)       

Professional lower-middle 0.0180 0.00973 0.0192 0.000805 0.0000585 
 (0.0188) (0.0212) (0.0187) (0.00185) (0.000439)       
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Economic lower-middle 0 0 0 0 0 
 (.) (.) (.) (.) (.)       

Skilled -0.0109 -0.0105 -0.00779 -0.000912 -0.000212 
 (0.0182) (0.0206) (0.0182) (0.00172) (0.000445)       

Unskilled/semi-skilled -0.0134 -0.0295 -0.0124 -0.00191 -0.000538 
 (0.0199) (0.0227) (0.0199) (0.00227) (0.000638)       

Farmers, fishermen, 

foresters 
0.0122 0.0157 0.0101 0.00146 -0.00000664 

 (0.0410) (0.0484) (0.0407) (0.00447) (0.00103)       
Welfare, transference 0.0199 0.0176 0.0179 0.000380 0.000208 

 (0.0202) (0.0245) (0.0201) (0.00200) (0.000559)       
Missing 0.142*** 0.0656 0.0963*** 0.00182 -0.000743 

  (0.0279) (0.0780) (0.0287) (0.00734) (0.00157) 

Observations 15450 11574 15450 9339 9331 

Standard errors in parentheses (RSE model 1-3) (Conv.SE model 4 & extra) 

* p < 0.05, ** p < 0.01, *** p < 0.001 

Table 4. 2: The logistic regression models are estimated using the logit and xtlogit command in Stata 15. Model 1-3 includes 
robust standard errors. Stata does not allow for robust- or cluster robust S.E for xtlogit. Hence, Model 4 and extra include 
conventional standard errors. 

 

Appendix A4.15: Logistic Regression for Minority background 

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 1 By year 1 By year 1 By year 1 By year 1 

Born_Norwegian 0 0 0 0 0 
 (.) (.) (.) (.) (.)       

Immigrant 0.0488*** 0.0363 0.0351*** 0.00895 0.00287 
 (0.0106) (0.0274) (0.0103) (0.0127) (0.00414)       

Mixed_Norwegian 0.0258** 0.0150 0.0256** 0.00571 0.00101 

  (0.00976) (0.0123) (0.00975) (0.00645) (0.00145) 

Observations 27304 16260 27304 10121 9503       

Variables 
Model 1 no 

controls 

Model 2 

w/GPA 

Model 3 

w/Educ0 

Extra model: 

full - income 

variable 

Model 4 Full 

model 

  By year 5 By year 5 By year 5 By year 5 By year 5 

Born_Norwegian 0 0 0 0 0 
 (.) (.) (.) (.) (.)       

Immigrant 0.143*** 0.0980* 0.107*** 0.0113 0.00323 
 (0.0217) (0.0459) (0.0224) (0.0115) (0.00346)       

Mixed_Norwegian 0.0753*** 0.0606** 0.0747*** 0.00356 0.000595 
  (0.0183) (0.0212) (0.0182) (0.00353) (0.000700) 

Observations 15450 11574 15450 9339 9331 

Standard errors in parentheses (RSE model 1-3) (Conv.SE model 4 & extra)  
* p < 0.05, ** p < 0.01, *** p < 0.001     

Table 4. 3: The logistic regression models are estimated using the logit and xtlogit command in Stata 15. Model 1-3 includes 

robust standard errors. Stata does not allow for robust- or cluster robust S.E for xtlogit. Hence, Model 4 and extra include 
conventional standard errors. 
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Comparing models with beginning-of-the-career variables to 

time-varying variables 

 

 
Appendix A4.16: Comparison of model 4, year 5 for original model and model with time-varying variables. Points give 
coefficients with their respective 95% C.I, and baseline, 0, for statistically non-significant 
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Appendix A4.17: Comparison of model 4, year 5 for original model and model with time-varying variables. Points give 
coefficients with their respective 95% C.I, and baseline, 0, for statistically non-significant 

 

 

 
Appendix A4. 18: Comparison of model 4, year 5 for original model and model with time-varying variables. Points give 
coefficients with their respective 95% C.I, and baseline, 0, for statistically non-significant 



120 

 

 

LIST OF REFERENCES 
 

 

 

Aamodt, I., & Næsheim, H. (2019). Vanligere å forsvinne fra læreryrket enn å komme tilbake 

dit. SSB analyse [elektronisk ressurs], 1-6. Retrieved from 

https://www.ssb.no/utdanning/artikler-og-publikasjoner/vanligere-a-forsvinne-fra-

laereryrket-enn-a-komme-tilbake-dit 

Addi-Raccah, A. (2005). Gender and Teachers' Attrition: The Occupational Destination of 

Former Teachers. A Journal of Research, 53(9-10), 739-752. doi:10.1007/s11199-

005-7738-z 

Ahmed, S. M. R. (2017). Applications of Computational Statistics with Multiple Regressions. 

International Journal of Computational and Applied Mathematics, Volume 12(3), 

923-934. Retrieved from https://www.ripublication.com/ijcam17/ijcamv12n3_29.pdf 

Aldrich, J. H., & Nelson, F. D. (1984). Linear Probability, Logit, and Probit Models. 

Thousand Oaks: United States of America, California, Thousand Oaks: SAGE 

Publications, Inc. 

Allison, P. (2015, April 1). What’s So Special About Logit?. Retrieved from 

https://statisticalhorizons.com/whats-so-special-about-logit 

Andersen, P. (2009). Sosial ulikhet i enhetsskolen : Betydningen av klasse og kulturell kapital 

for skoleprestasjoner (Master thesis). University of Oslo, Oslo. 

Angrist, J. D., & Pischke, J.-S. (2015). Mastering 'metrics : the path from cause to effect. 

Princeton, N.J: Princeton University Press. 

Asheim. H. (2017, October 5). Takk til lærerne, som har Norges viktigste jobb. Stavanger 

Aftenblad. Retrieved from https://www.aftenbladet.no/meninger/debatt/i/v079w/takk-

til-laererne-som-har-norges-viktigste-jobb 

Askvik, T. (2015). Hva velger de som bryter mønsteret? Tidsskrift for samfunnsforskning, 

56(4), 449-482.  

Bakken, A. (2009a). «Kan skolen kompensere for elevenes sosiale bakgrunn?» in Utdanning 

2009 - læringsutbytte og kompetanse, Statistical Analyses 111, Statistics Norway. 

Retrieved from https://www.ssb.no/utdanning/artikler-og-publikasjoner/kan-skolen-

kompensere-for-elevenes-sosiale-bakgrunn 

Bakken, A. (2009b). Ulikhet på tvers : har foreldres utdanning, kjønn og minoritetsstatus like 

stor betydning for elevers karakterer på alle skoler? (Vol. 9/2009). Oslo: NOVA. 

Retrieved from http://www.nova.no/asset/3752/1/3752_1.pdf 

Bandura, A., Barbaranelli, C., Caprara, G. V., & Pastorelli, C. (2001). Self-Efficacy Beliefs 

as Shapers of Children's Aspirations and Career Trajectories. Child Development, 

72(1), 187. doi: https://doi-org.ezproxy.uio.no/10.1111/1467-8624.00273 

Barone, C. (2006). Cultural Capital, Ambition and the Explanation of Inequalities in Learning 

Outcomes: A Comparative Analysis. Sociology, 40(6), 1039-1058. 

doi:10.1177/0038038506069843 

Beck, J. (2009). Appropriating professionalism: restructuring the official knowledge base of 

England’s ‘modernised’ teaching profession. British Journal of Sociology of 

Education. 30 (1). P. 3-14. Taylor &amp; Francis Ltd. doi: https://doi-

org.ezproxy.uio.no/10.1080/01425690802514268 

https://www.ssb.no/utdanning/artikler-og-publikasjoner/vanligere-a-forsvinne-fra-laereryrket-enn-a-komme-tilbake-dit
https://www.ssb.no/utdanning/artikler-og-publikasjoner/vanligere-a-forsvinne-fra-laereryrket-enn-a-komme-tilbake-dit
https://www.ripublication.com/ijcam17/ijcamv12n3_29.pdf
https://statisticalhorizons.com/whats-so-special-about-logit
https://www.aftenbladet.no/meninger/debatt/i/v079w/takk-til-laererne-som-har-norges-viktigste-jobb
https://www.aftenbladet.no/meninger/debatt/i/v079w/takk-til-laererne-som-har-norges-viktigste-jobb
https://www.ssb.no/utdanning/artikler-og-publikasjoner/kan-skolen-kompensere-for-elevenes-sosiale-bakgrunn
https://www.ssb.no/utdanning/artikler-og-publikasjoner/kan-skolen-kompensere-for-elevenes-sosiale-bakgrunn
http://www.nova.no/asset/3752/1/3752_1.pdf
https://doi-org.ezproxy.uio.no/10.1111/1467-8624.00273
https://doi-org.ezproxy.uio.no/10.1080/01425690802514268
https://doi-org.ezproxy.uio.no/10.1080/01425690802514268


121 

 

Becker, G. S. (1993). Human capital : a theoretical and empirical analysis, with special 

reference to education (3rd ed.). Chicago: The University of Chicago Press. 

Birkelund, G. E., Lillehagen, M., Ekre, V. P., & Ugreninov, E. (2014). Fra utdanning til 

sysselsetting - En forløpsanalyse av indiske og pakistanske etterkommere i Norge. 

Tidsskrift for samfunnsforskning(04), 386-414. Retrieved from https://www-idunn-

no.ezproxy.uio.no/tfs/2014/04/fra_utdanning_til_sysselsetting_-

_en_forloepsanalyse_av_indi 

Bjørkli, E. S. (2018, April 4). “Andel barn i barnehage øker fortsatt”. Retrieved from 

https://www.ssb.no/utdanning/artikler-og-publikasjoner/andel-barn-i-barnehage-oker-

fortsatt 

Borgen, N. T. (2010). Manglende ferdigheter eller manglende muligheter? : en undersøkelse 

av endringer i inntektsnivået til lavt utdannede menn født mellom 1950 og 1969 

(Master thesis). University of Oslo, Oslo. 

Borgen, N. T., & Mastekaasa, A. (2018). Horizontal Stratification of Higher Education: The 

Relative Importance of Field of Study, Institution, and Department for Candidates’ 

Wages. Social Forces, 97(2), 531-558. doi:10.1093/sf/soy075 

Borman, G. D., & Dowling, N. M. (2008). Teacher Attrition and Retention: A Meta-Analytic 

and Narrative Review of the Research. Review of Educational Research, 78(3), 367-

409. doi:10.3102/0034654308321455 

Boudon, R. (1974). Education, opportunity, and social inequality : changing prospects in 

Western society. New York: Wiley. 

Bourdieu, P. (1984). Distinction : a social critique of the judgement of taste. London: 

Routledge & Kegan Paul. 

Bourdieu, P. (1986). The forms of capital. In J. G. Richardson (Ed.), Handbook of Theory 

and Research for the Sociology of Education (pp. 241-258). New York: Greenwood 

Press. 

Bourdieu, P. (1996). The state nobility : elite schools in the field of power. Cambridge: Polity 

Press. 

Bourdieu, P. & Passeron, J.-C. (1990). Reproduction in education, society and culture. 

London: Sage. 

Breen, R., & Goldthorpe, J. H. (1997). EXPLAINING EDUCATIONAL 

DIFFERENTIALS:TOWARDS A FORMAL RATIONAL ACTION THEORY. 

Rationality and Society, 9(3), 275-305. doi:10.1177/104346397009003002 

Caspersen, J., Aamodt, P. O., Vibe, N., & Carlsten, T. C. (2014). Kompetanse og praksis 

blant norske lærere : resultater fra TALIS-undersøkelsen i 2013 (Vol. 41/2014). Oslo: 

NIFU. 

Chen, L., Gordanier, J., & Ozturk, O. D. (2017). Following (Not Quite) in Your Father's 

Footsteps: Task Followers and Labor Market Outcomes. Journal of Labor Research. 

doi:http://dx.doi.org/10.2139/ssrn.2894978 

Dahl, T. (2016). Om lærerrollen : et kunnskapsgrunnlag. Bergen: Fagbokforlag 

DeArmond, M., Campbell, C., & Hill, P. (2018). The Uncertain Future of Teaching. (R. J. 

Lake Ed.): Center on Reinventing Public Education. 

Dee, T. S. (2005). A Teacher Like Me: Does Race, Ethnicity, or Gender Matter? American 

Economic Review, 95(2), 158-165. doi:10.1257/000282805774670446 

Drange, I. (2009). Sysselsatt eller tidsansatt? Heltidstilpasning blant høyt utdannede 

minoritetskvinner. In G. E Birkelund and A. Mastekaasa (Eds), Integrert? 

Innvandrere og barn av innvandrere i utdanning og arbeidsliv (pp.163-178). Oslo: 

Abstrakt Forlag AS.  

https://www-idunn-no.ezproxy.uio.no/tfs/2014/04/fra_utdanning_til_sysselsetting_-_en_forloepsanalyse_av_indi
https://www-idunn-no.ezproxy.uio.no/tfs/2014/04/fra_utdanning_til_sysselsetting_-_en_forloepsanalyse_av_indi
https://www-idunn-no.ezproxy.uio.no/tfs/2014/04/fra_utdanning_til_sysselsetting_-_en_forloepsanalyse_av_indi
https://www.ssb.no/utdanning/artikler-og-publikasjoner/andel-barn-i-barnehage-oker-fortsatt
https://www.ssb.no/utdanning/artikler-og-publikasjoner/andel-barn-i-barnehage-oker-fortsatt
http://dx.doi.org/10.2139/ssrn.2894978


122 

 

Egeland, C. & Drange, I. (2016). Å ta ansvar – deltidsvalgets ideologiske dimensjon. 

Begrunnelser for deltidsvalg i Norge. In S. Halrynjo & M. Teigen (Eds), Ulik 

likestilling i arbeidslivet (pp.122-139). Kjernemiljø for likestillingsforskning. Oslo: 

Gyldendal akademisk. 

Ehrenberg, R. G., Goldhaber, D. D., & Brewer, D. J. (1995). Do teachers' race, gender, and 

ethnicity matter? Evidence from the national educational longitudinal study of 

1988.(Symposium: Role Models in Education). Industrial and Labor Relations 

Review, 48(3), 547-561. doi:10.1177/001979399504800312 

Ellingsæter, A. L. (2016). Mødre og jobb – I evig ubalanse? In S. Halrynjo & M. Teigen 

(Eds), Ulik likestilling i arbeidslivet (pp.37-53). Kjernemiljø for likestillingsforskning. 

Oslo: Gyldendal akademisk. 

Erikson, R. (1984). Social Class of Men, Women and Families. Sociology, 18: 500-514. 

Evensen, Ø. (2009). Høyt utdannede innvandreretterkommeres møte med arbeidsmarkedet. In 

G. E Birkelund and A. Mastekaasa (Eds), Integrert? Innvandrere og barn av 

innvandrere i utdanning og arbeidsliv (pp. 179-198). Oslo: Abstrakt Forlag AS 

Falch, T. & Strøm, B. (2005). Teacher turnover and non-pecuniary factors. Economics of 

Education Review, 24(6), 611-631. doi:10.1016/j.econedurev.2004.09.005 

Falch, T. & Strøm, B. (2009). Lærerkvalitet, lærerrekruttering og konjunkturer. In Utdanning 

2009 ‒ læringsutbytte og kompetanse. Oslo: Statistisk sentralbyrå. Retrieved from 

https://www.ssb.no/a/publikasjoner/pdf/sa111/6_laerer.pdf 

Figlio, D. (2017, November 16). The importance of a diverse teaching force. Brookings 

Report. Retrieved from https://www.brookings.edu/research/the-importance-of-a-

diverse-teaching-force/ 

Finseraas, H., Johnsen, Å. A., Kotsadam, A., & Torsvik, G. (2016). Exposure to female 

colleagues breaks the glass ceiling—Evidence from a combined vignette and field 

experiment. European Economic Review, 90, 363-374. doi: 

https://doi.org/10.1016/j.euroecorev.2015.11.010 

Friedman, J. (2012, July 18). Whether to probit or to probe it: in defense of the Linear 

Probability Model. Retrieved from 

https://blogs.worldbank.org/impactevaluations/whether-to-probit-or-to-probe-it-in-

defense-of-the-linear-probability-model 

Friedman, J., & Schady, N. (2013). HOW MANY INFANTS LIKELY DIED IN AFRICA 

AS A RESULT OF THE 2008–2009 GLOBAL FINANCIAL CRISIS? Health 

Economics, 22(5), 611-622. doi:10.1002/hec.2818 

Føinum, M., Hansen, C., Lilletvedt, A. S., & Moltubakk, B. (2009). Skolelederes betydning i 

arbeidet med å beholde nyutdannede lærere i yrket : en casestudie av Fyret skole 

(Master thesis). University of Oslo, Oslo. 

Gambetta, D. (1987). Were they pushed or did they jump? : individual decision mechanisms 

in education. Cambridge: Cambridge University Press ; Oslo : Norwegian University 

Press. 

Gershenson, S., Hart, C., Hyman, J. M., Lindsay, C. A., & Papageorge, N. W. (2018). The 

Long-Run Impacts of Same-Race Teachers. National Bureau of Economic Research 

Working Paper Series, 25254. doi:10.3386/w25254 

Gjefsen, H. M., & Gunnes, T. (2015). School accountability : incentives or sorting? 

Retrieved from https://www.ssb.no/en/forskning/discussion-papers/school-

accountability-incentives-or-sorting 

Goldthorpe, J. H. (2016). Social class mobility in modern Britain: changing structure, 

constant process. Journal of the British Academy, 4, 89-111. doi:10.5871/jba/004.089 

https://www.ssb.no/a/publikasjoner/pdf/sa111/6_laerer.pdf
https://www.brookings.edu/research/the-importance-of-a-diverse-teaching-force/
https://www.brookings.edu/research/the-importance-of-a-diverse-teaching-force/
https://doi.org/10.1016/j.euroecorev.2015.11.010
https://blogs.worldbank.org/impactevaluations/whether-to-probit-or-to-probe-it-in-defense-of-the-linear-probability-model
https://blogs.worldbank.org/impactevaluations/whether-to-probit-or-to-probe-it-in-defense-of-the-linear-probability-model
https://www.ssb.no/en/forskning/discussion-papers/school-accountability-incentives-or-sorting
https://www.ssb.no/en/forskning/discussion-papers/school-accountability-incentives-or-sorting


123 

 

Gordon, R. A. (2015). Regression analysis for the social sciences (Second edition. ed.). New 

York: Routledge.  

Greenberg, A. E., & Spiller, S. A. (2015). Opportunity Cost Neglect Attenuates the Effect of 

Choices on Preferences. Psychological Science, 27(1), 103-113. 

doi:10.1177/0956797615608267 

Grissmer, D., & Kirby, S. (1997). Teacher turnover and teacher quality. Teacher’s College 

Record, 99(1), 45–56. 

Gunnes, T., Ekren, R., & Steffensen, K. (2018). Lærermod 2016-2040 : fremtidig tilbud og 

etterspørsel for fem typer lærere (Vol. 2018/35). Oslo-Kongsvinger: Statistisk 

sentralbyrå. 

Gunnes, T. & Knudsen, P. (2015). Tilbud og etterspørsel for ulike typer lærere mot 2040: 

Framskrivninger basert på LÆRERMOD (SSB Report no.2015/41). Oslo: Statistisk 

sentralbyrå  

Halrynjo, S & Teigen, M. (2016). Likestilling i framtidas arbeidsliv? In S. Halrynjo & M. 

Teigen (Eds), Ulik likestilling i arbeidslivet (pp.299-310). Kjernemiljø for 

likestillingsforskning. Oslo: Gyldendal akademisk. 

Hamre, K., Sandnes, T., Egge-Hoveid, K., Sandvik, L., Drahus, K. M., Engvik, M., (. . .) 

Kraakenes, K. (2018) Dette er kvinner og menn i Norge 2018. Oslo: Statistisk 

sentralbyrå. Retrieved from: https://www.ssb.no/befolkning/artikler-og-

publikasjoner/dette-er-kvinner-og-menn-i-norge-2018 

Hancock, C. B., & Scherff, L. (2010). Who Will Stay and Who Will Leave? Predicting 

Secondary English Teacher Attrition Risk. Journal of Teacher Education, 61(4), 328-

338. doi:10.1177/0022487110372214 

Hansen, M. N. (2005). Ulikhet i osloskolen: Rekruttering og segregering. Tidsskrift for 

Ungdomsforskning, 5(1). Retrieved from 

https://journals.hioa.no/index.php/ungdomsforskning/article/view/1127 

Hansen, M.N., Flemmen, M., & Andersen, P.L. (2009). THE OSLO REGISTER DATA 

CLASS SCHEME (ORDC). FINAL REPORT FROM THE CLASSIFICATION 

PROJECT. Oslo: University of Oslo. Retrived from 

https://www.sv.uio.no/iss/english/research/publications/memoranda/pdfs/memorandu

m_01_09.pdf 

Hansen, M. N., & Mastekaasa, A. (2006). Social Origins and Academic Performance at 

University. European Sociological Review, 22(3), 277-291. doi:10.1093/esr/jci057 

Hargreaves, A. and Goodson, I. F. (2003). Teachers’ Professional Lives: Aspirations and 

Actualities. In Goodson, I. F. and Hargreaves, A. (Eds.) Teachers’ Professional Lives. 

Taylor &amp; Francis. 

Harris, D. N., & Adams, S. J. (2007). Understanding the Level and Causes of Teacher 

Turnover: A Comparison with Other Professions. Economics of Education Review, 

26(3), 325-337. doi:10.1016/j.econedurev.2005.09.007 

Helland, H. (2006). Reproduksjon av sosial ulikhet. Er sosial bakgrunn av betydning for valg 

av utdanningsretning? Sosiologisk tidsskrift, 14(1), 34-63. ER. Retrieved from 

http://www.idunn.no/st/2006/01/reproduksjon_av_sosial_ulikhet_er_sosial_bakgrunn

_av_betydning_for_valg_av 

Helland, H. & Wiborg, Ø. (2014). Retningsvalg i høyere utdanning – hvor langt faller eplet 

fra stammen? In N. Frølich, E. Hovdhaugen & L.I Terum (Eds.). Kvalitet, kapasitet 

og relevans : Utviklingstrekk i norsk høyere utdanning. (pp.162-184). Cappelen 

Damm Akademisk. 

https://www.ssb.no/befolkning/artikler-og-publikasjoner/dette-er-kvinner-og-menn-i-norge-2018
https://www.ssb.no/befolkning/artikler-og-publikasjoner/dette-er-kvinner-og-menn-i-norge-2018
https://journals.hioa.no/index.php/ungdomsforskning/article/view/1127
https://www.sv.uio.no/iss/english/research/publications/memoranda/pdfs/memorandum_01_09.pdf
https://www.sv.uio.no/iss/english/research/publications/memoranda/pdfs/memorandum_01_09.pdf
http://www.idunn.no/st/2006/01/reproduksjon_av_sosial_ulikhet_er_sosial_bakgrunn_av_betydning_for_valg_av
http://www.idunn.no/st/2006/01/reproduksjon_av_sosial_ulikhet_er_sosial_bakgrunn_av_betydning_for_valg_av
https://www.oslomet.no/om/ansatt/havhel/
https://www.oslomet.no/om/ansatt/oyvindwi/


124 

 

Helland, H., & Wiborg, Ø. N. (2019). How do parents’ educational fields affect the choice of 

educational field? The British Journal of Sociology, 70(2), 481-501. 

doi:10.1111/1468-4446.12370 

Hellevik, O. (2009). Linear versus logistic regression when the dependent variable is a 

dichotomy. Quality & Quantity, 43(1), 59-74. doi:10.1007/s11135-007-9077-3 

Holt, S. B., & Gershenson, S. (2015). The Impact of Teacher Demographic Representation on 

Student Attendance and Suspensions. In Discussion paper series, No. 9554: Institute 

for the Study of Labor (IZA). Retrived from http://ftp.iza.org/dp9554.pdf 

Hong, J. Y. (2012). Why do some beginning teachers leave the school, and others stay? 

Understanding teacher resilience through psychological lenses. Teachers and 

Teaching, 18(4), 417-440. doi:10.1080/13540602.2012.696044 

Hong, R. (2016). Soft skills and hard numbers: Gender discourse in human resources. Big 

Data & Society, 3(2). doi:10.1177/2053951716674237 

Huizen, T. V., & Alessie, R. (2016). Risk Aversion and Job Mobility. Retrieved from Utrecht 

School of Economics: https://ideas.repec.org/p/use/tkiwps/1609.html 

Imsen, G., Blossing, U., & Moos, L. (2017). Reshaping the Nordic education model in an era 

of efficiency. Changes in the comprehensive school project in Denmark, Norway, and 

Sweden since the millennium. Scandinavian Journal of Educational Research, 61(5), 

568-583. doi:10.1080/00313831.2016.1172502 

Ingersoll, R. M. (2001). Teacher Turnover and Teacher Shortages: An Organizational 

Analysis. American Educational Research Journal, 38(3), 499-534. 

doi:10.3102/00028312038003499 

Ingersoll, R. M. (2003). Is There Really a Teacher Shortage. CPRE Research Reports. 

Retrieved from https://repository.upenn.edu/gse_pubs/133/ 

Ingersoll, R. M. & May, H. (2012). The Magnitude, Destinations, and Determinants of 

Mathematics and Science Teacher Turnover. Educational Evaluation and Policy 

Analysis, 34(4), 435-464. doi:10.3102/0162373712454326 

Ingersoll, R., Merrill, L., & Stuckey, D. (2014). Seven trends: the transformation of the 

teaching force, updated April 2014. CPRE Report (#RR-80). Philadelphia: 

Consortium for Policy Research in Education, University of Pennsylvania. Retrived 

from https://cpre.org/sites/default/files/workingpapers/1506_7trendsapril2014.pdf 

Jakhelln, R. (2011). Early career teachers' emotional experiences and development - A 

Norwegian case study. Professional Development in Education, 37, 275-290. 

doi:10.1080/19415257.2010.517399 

Johnston, A. D, Ganzeboom, H. B. G & Treiman, D. J. (2005). Mother’s and father’s 

influences on educational attainment. Retrieved from 

http://www.harryganzeboom.nl/pdf/2005-Johnston-Ganzeboom-Treiman-

MothersEducationalAttainment-RC28-Oslo-(paper).pdf 

Kalmijn, M., & Kraaykamp, G. (1996). Race, cultural capital, and schooling: An analysis of 

trends in the United States. Sociology of Education, 69(1), 22-34. 

doi:10.2307/2112721 

Karunanayake, D., & Nauta, M. M. (2004). The relationship between race and students' 

identified career role models and perceived role model influence. Career 

Development Quarterly, 52(3), 225. doi:10.1002/j.2161-0045.2004.tb00644.x 

Kolby, H. E & Østhus, S. (2009). Karakterprestasjoner i høyere utdanning blant 

etterkommere av innvandrere. In G. E Birkelund and A. Mastekaasa (Eds), Integrert? 

Innvandrere og barn av innvandrere i utdanning og arbeidsliv (pp. 137-150). Oslo: 

Abstrakt Forlag AS.  

http://ftp.iza.org/dp9554.pdf
https://ideas.repec.org/p/use/tkiwps/1609.html
https://repository.upenn.edu/gse_pubs/133/
https://cpre.org/sites/default/files/workingpapers/1506_7trendsapril2014.pdf
http://www.harryganzeboom.nl/pdf/2005-Johnston-Ganzeboom-Treiman-MothersEducationalAttainment-RC28-Oslo-(paper).pdf
http://www.harryganzeboom.nl/pdf/2005-Johnston-Ganzeboom-Treiman-MothersEducationalAttainment-RC28-Oslo-(paper).pdf


125 

 

Korupp, S., Ganzeboom, H., & Van Der Lippe, T. (2002). Do Mothers Matter? A 

Comparison of Models of the Influence of Mothers' and Fathers' Educational and 

Occupational Status on Children's Educational Attainment. International Journal of 

Methodology, 36(1), 17-42. doi:10.1023/A:1014393223522 

Kunnskapsdepartementet. (2009). Læreren: rollen og utdanningen. St.meld. nr. 11 (2008-

2009). Oslo: Departementet. 

Kunnskapsdepartementet. (2013). På rett vei: Kvalitet og mangfold i fellesskolen. St.meld. nr. 

20 (2012-2013). Oslo: Departementet. 

Laband, D. N., & Lentz, B. F. (1983). Like Father, Like Son: Toward an Economic Theory of 

Occupational Following. Southern Economic Journal, 50, 474-493.  

Lareau, A. (1992). Gender differences in parent involvement in schooling. In Education and 

Gender Equality, edited by Julia Wrigley (Pp. 207 - 224). London - Washington DC: 

The Falmer Press. 

Lareau, A. (2002). Invisible Inequality: Social Class and Childrearing in Black Families and 

White Families. American Sociological Review, 67(5), 747-776. doi:10.2307/3088916 

Lareau, A. (2003). Unequal childhoods : class, race, and family life. Berkeley: University of 

California Press. 

Lareau, A., & Weininger, E. (2003). Cultural capital in educational research: A critical 

assessment. Theory and Society, 32(5-6), 567-606. 

doi:10.1023/B:RYSO.0000004951.04408.b0 

Lee, M., & van Vlack, S. (2018). Teachers’ emotional labour, discrete emotions, and 

classroom management self-efficacy. Educational Psychology, 38(5), 669-686. 

doi:10.1080/01443410.2017.1399199 

Lee, S. J. (2006). Additional complexities: social class, ethnicity, generation, and gender in 

Asian American student experiences. Race Ethnicity and Education, 9(1), 17-28. 

doi:10.1080/13613320500490630 

Lindqvist, P., Nordänger, U. K., & Carlsson, R. (2014). Teacher attrition the first five years – 

A multifaceted image. Teaching and Teacher Education, 40, 94-103. 

doi:10.1016/j.tate.2014.02.005 

Lindsay, C., Blom, E., & Tilsley, A. (2017, October 5). Diversifying the Classroom: 

Examining the Teacher Pipeline. In: Urban Institute. Retrieved from 

https://www.urban.org/features/diversifying-classroom-examining-teacher-pipeline 

Lyngstad, T. H., & Skardhamar, T. (2011). Nordic Register Data and Their Untapped 

Potential for Criminological Knowledge. Crime and Justice, 40(1), 613-645. 

doi:10.1086/658881 

MacKinnon, D. P., Fairchild, A. J., & Fritz, M. S. (2007). Mediation analysis. Annual Review 

of Psychology, 58, 593.  

MacKinnon, D. P., Krull, J., & Lockwood, C. (2000). Equivalence of the Mediation, 

Confounding and Suppression Effect. Prevention Science, 1(4), 173-181. 

doi:10.1023/A:1026595011371 

Malkenes, S. (2014). Bak fasaden i Osloskolen. Oslo: Res publica. 

Marini, M. M., Fan, P.-L., Finley, E., & Beutel, A. M. (1996). Gender and job values. 

Sociology of Education, 69(1), 49-65. doi:10.2307/2112723 

Mastekaasa, A. (2011). Brain drain? Recruitment and retention of high quality teachers in 

Norway. Oxford Review of Education, 37(1), 53-74. 

Mastekaasa, A & Birkelund, G. E. (2009). Et sammensatt bilde. In G. E Birkelund and A. 

Mastekaasa (Eds), Integrert? Innvandrere og barn av innvandrere i utdanning og 

arbeidsliv (pp. 221-228). Oslo: Abstrakt Forlag AS.  

https://www.urban.org/features/diversifying-classroom-examining-teacher-pipeline


126 

 

Mausethagen, S. (2013a). Accountable for what and to whom? Changing representations and 

new legitimation discourses among teachers under increased external control. Journal 

of Educational Change, 1-22. doi:10.1007/s10833-013-9212-y 

Mausethagen, S. (2013b). A research review of the impact of accountability policies on 

teachers' workplace relations. Educational Research Review, 9, 16. doi: 

https://doi.org/10.1016/j.edurev.2012.12.001 

Mausethagen, S. (2013c). Reshaping teacher professionalism : an analysis of how teachers 

construct and negotiate professionalism under increasing accountability. (PhD 

dissertation). Centre for the Study of Professions, Oslo and Akershus University 

College of Applied Sciences, Oslo.  

McGonagle, A. K., Fisher, G. G., Barnes-Farrell, J. L., & Grosch, J. W. (2015). Individual 

and work factors related to perceived work ability and labor force outcomes. The 

Journal of applied psychology, 100(2), 376-398. doi:10.1037/a0037974 

Mehmetoglu, M., & Jakobsen, T. G. (2017). Applied statistics using stata : a guide for the 

social sciences. Los Angeles, Calif: SAGE Publications. 

Midtbøen, A. (2014). Etnisk diskriminering I det kjønnsdelte arbeidsmarkedet. In L.Reisel & 

M. Teigen (Eds.), Kjønnsdeling og etniske skiller på arbeidsmarkedet (pp.170-185). 

Oslo: Gyldendal Akademisk. 

Miguel, E., Camerer, C., Casey, K., Cohen, J., Esterling, K. M., Gerber, A., . . . Van Der 

Laan, M. (2014). Social science. Promoting transparency in social science research. 

Science (New York, N.Y.), 343(6166), 30. doi:10.1126/science.1245317 

Mjaaland, M. (2018). Holdninger til fordeling av betalt og ubetalt arbeid i Norden. -En 

undersøkelse av idealer for familieorganisering i de nordiske landene (Master thesis). 

University of Oslo: Oslo. 

Mood, C. (2010). Logistic Regression: Why We Cannot Do What We Think We Can Do, and 

What We Can Do About It. Eur. Sociol. Rev., 26(1), 67-82. doi:10.1093/esr/jcp006 

Moore, A., Edwards, G., Halpin, D. & George, R. (2002). Compliance, Resistance and 

Pragmatism: The (Re)Construction of Schoolteacher Identities in a Period of Intensive 

Educational Reform. British Educational Research Journal, 28 (4). P. 551- 565. 

Taylor &amp; Francis, Ltd. 

Murnane, R. J., & Olsen, R. J. (1990). The Effects of Salaries and Opportunity Costs on 

Length of Stay in Teaching: Evidence from North Carolina. The Journal of Human 

Resources, 25(1), 106-124. doi:10.2307/145729 

Murnane, R. J., Singer, J. D., & Willett, J. B. (1988). The Career Paths of Teachers: 

Implications for Teacher Supply and Methodological Lessons for Research. 

Educational Researcher, 17(6), 22-30. doi:10.2307/1175949 

Murnane, R. J., Singer, J. D., & Willett, J. B. (1989). The Influences of Salaries and 

"Opportunity Costs"; on Teachers' Career Choices: Evidence from North Carolina. 

Harvard Educational Review, 59(3), 325-346. 

doi:10.17763/haer.59.3.040r1583036775um 

Nadim, M. (2016). Det mannlige forsørgeridealet under press. Forestillinger om 

småbarnsmødres arbeid blant etterkommere av innvandrere. In S. Halrynjo & M. 

Teigen (Eds), Ulik likestilling i arbeidslivet (pp.142-161). Kjernemiljø for 

likestillingsforskning. Oslo: Gyldendal akademisk. 

NOU 1988: 32. (1988). For et lærerrikt samfunn [For a society rich in teachers]. Oslo: 

Norwegian Ministry of Church and Science. Retrieved from 

https://www.nb.no/items/URN:NBN:no-nb_digibok_2007083004004 

https://doi.org/10.1016/j.edurev.2012.12.001
https://www.nb.no/items/URN:NBN:no-nb_digibok_2007083004004


127 

 

NOU 2014: 7. (2014). Elevenes læring i fremtidens skole. Retrieved from 

https://www.regjeringen.no/contentassets/e22a715fa374474581a8c58288edc161/no/p

dfs/nou201420140007000dddpdfs.pdf 

Olsen, B. (2018). Unge med innvandrerbakgrunn i arbeid og utdanning 2016. In: Statistisk 

sentralbyrå. Retrived from https://www.ssb.no/arbeid-og-lonn/artikler-og-

publikasjoner/_attachment/337273?_ts=16103d0fb78 

Olson, R. E., McKenzie, J., Mills, K. A., Patulny, R., Bellocchi, A., & Caristo, F. (2019). 

Gendered emotion management and teacher outcomes in secondary school teaching: 

A review. Teaching and Teacher Education, 80, 128-144. 

doi:https://doi.org/10.1016/j.tate.2019.01.010 

Orupabo, J. (2014). Kompromisser og anerkjennelse: overgang fra utdanning til arbeid. In 

L.Reisel & M. Teigen (Eds.), Kjønnsdeling og etniske skiller på arbeidsmarkedet 

(pp.149-169). Oslo: Gyldendal Akademisk. 

Perlic, B., Foss E. S., Steffensen, K. (2019a, June 12). Vel 1 av 3 med skolerettet 

lærerutdanning er ikke i skoleverket. Retrieved from 

https://www.ssb.no/utdanning/artikler-og-publikasjoner/vel-1-av-3-med-skolerettet-

laererutdanning-er-ikke-i-skoleverket 

Perlic, B & Foss, E. S. (2019b, August 20). Få med innvandrerbakgrunn underviser i 

grunnskolen. Retrieved from https://www.ssb.no/utdanning/artikler-og-

publikasjoner/fa-med-innvandrerbakgrunn-underviser-i-grunnskolen 

Prøitz, T. S., Mausethagen, S., & Skedsmo, G. (2019). District administrators’ governing 

styles in the enactment of data-use practices. International Journal of Leadership in 

Education, 1-22. doi:10.1080/13603124.2018.1562097 

Raaum, O., Røed, K., & Bratsberg, B. (2012). Gjør registerdata AKU overflødig? 

Økonomiske analyser, 31(5), 46-52.  

Raque-Bogdan, T., & Lucas, M. (2016). Career Aspirations and the First Generation Student: 

Unraveling the Layers With Social Cognitive Career Theory. Journal of College 

Student Development, 57(3), 248-262. doi:10.1353/csd.2016.0026 

Reisel, L. (2014). Kjønnsdelte utdanningsvalg. In L.Reisel & M. Teigen (Eds.), Kjønnsdeling 

og etniske skiller på arbeidsmarkedet (pp.119-148). Oslo: Gyldendal Akademisk. 

Ringdal, K. (2013). Enhet og mangfold : samfunnsvitenskapelig forskning og kvantitativ 

metode (3. utg. ed.). Bergen: Fagbokforl. 

Ronfeldt, M., Loeb, S., & Wyckoff, J. (2013). How Teacher Turnover Harms Student 

Achievement. American Educational Research Journal, 50(1), 4-36. 

doi:10.3102/0002831212463813 

Scafidi, B., Sjoquist, D. L., & Stinebrickner, T. R. (2007). Race, poverty, and teacher 

mobility. Economics of Education Review, 26(2), 145-159. 

doi:10.1016/j.econedurev.2005.08.006 

Schou, L. A. (2009). Utdanningsvalg og innvandrerbakgrunn – mot en etnisk arbeidsdeling i 

høyere utdanning? In G. E Birkelund and A. Mastekaasa (Eds), Integrert? 

Innvandrere og barn av innvandrere i utdanning og arbeidsliv (pp. 109-124). Oslo: 

Abstrakt Forlag AS.  

Singer, J. D., & Willett, J. B. (2003). Applied longitudinal data analysis : modeling change 

and event occurrence. Oxford: Oxford University Press. 

Skaalvik, E. M., & Skaalvik, S. (2010). Teacher self-efficacy and teacher burnout: A study of 

relations. Teaching and Teacher Education, 26(4), 1059-1069. 

doi:10.1016/j.tate.2009.11.001 

https://www.regjeringen.no/contentassets/e22a715fa374474581a8c58288edc161/no/pdfs/nou201420140007000dddpdfs.pdf
https://www.regjeringen.no/contentassets/e22a715fa374474581a8c58288edc161/no/pdfs/nou201420140007000dddpdfs.pdf
https://www.ssb.no/arbeid-og-lonn/artikler-og-publikasjoner/_attachment/337273?_ts=16103d0fb78
https://www.ssb.no/arbeid-og-lonn/artikler-og-publikasjoner/_attachment/337273?_ts=16103d0fb78
https://doi.org/10.1016/j.tate.2019.01.010
https://www.ssb.no/utdanning/artikler-og-publikasjoner/vel-1-av-3-med-skolerettet-laererutdanning-er-ikke-i-skoleverket
https://www.ssb.no/utdanning/artikler-og-publikasjoner/vel-1-av-3-med-skolerettet-laererutdanning-er-ikke-i-skoleverket
https://www.ssb.no/utdanning/artikler-og-publikasjoner/fa-med-innvandrerbakgrunn-underviser-i-grunnskolen
https://www.ssb.no/utdanning/artikler-og-publikasjoner/fa-med-innvandrerbakgrunn-underviser-i-grunnskolen


128 

 

Skaalvik, E. M., & Skaalvik, S. (2011a). Teacher Job Satisfaction and Motivation to Leave 

the Teaching Profession: Relations with School Context, Feeling of Belonging, and 

Emotional Exhaustion. Teaching and Teacher Education: An International Journal of 

Research and Studies, 27(6), 1029-1038. doi:10.1016/j.tate.2011.04.001 

Skaalvik, E. M., & Skaalvik, S. (2011b). Teachers' feeling of belonging, exhaustion, and job 

satisfaction: the role of school goal structure and value consonance. Anxiety, Stress, & 

Coping, 24(4), 369-385. doi:10.1080/10615806.2010.544300 

Skaalvik, E. M., & Skaalvik, S. (2015). Job Satisfaction, Stress and Coping Strategies in the 

Teaching Profession-What Do Teachers Say? In International Education Studies 8(3),  

181-192. 

Skaalvik, E. M., & Skaalvik, S. (2016). Teacher Stress and Teacher Self-Efficacy as 

Predictors of Engagement, Emotional Exhaustion, and Motivation to Leave the 

Teaching Profession. Creative Education, Vol.07No.13, 15. 

doi:10.4236/ce.2016.713182 

Skaalvik, E. M., & Skaalvik, S. (2018). Job demands and job resources as predictors of 

teacher motivation and well-being. Social Psychology of Education, 21(5), 1251-

1275. doi:10.1007/s11218-018-9464-8 

Skog, O.-J. (2004). Å forklare sosiale fenomener : en regresjonsbasert tilnærming (2. [rev. og 

utvidet] utg. ed.). Oslo: Gyldendal akademisk. 

Sleeter, C., & Thao, Y. (2007). Guest Editors' Introduction: Diversifying the Teaching Force. 

Teacher Education Quarterly, 34(4), 3-8 

Smith, K., & Ulvik, M. (2017). Leaving teaching: lack of resilience or sign of agency? 

Teachers and Teaching, 23(8), 928-945. doi:10.1080/13540602.2017.1358706 

Sohn, K. (2009). Teacher turnover: An issue of workgroup racial diversity. Education Policy 

Analysis Archives, 17, 1-23.  

Solstad, K. J., & Thelin, A. A. (2006). Skolen og distrikta : samspel eller konflikt? Bergen: 

Fagbokforlaget. 

Spernes, K. (2014). Skolens betydning for den lave andelen av ungdom med 

innvandrerbakgrunn i lærerutdanningen. Tidsskrift for Ungdomsforskning, 14(2). 

Retrived from https://journals.hioa.no/index.php/ungdomsforskning/article/view/1601 

Statistics Norway (SSB). (2019a). Fakta om Arbeid: Likestilling, andel menn og kvinner i 

arbeid. Retrieved from https://www.ssb.no/arbeid-og-lonn/faktaside/arbeid#blokk-5 

Statistics Norway (SSB). (2019b). Karakterer ved avsluttet grunnskole. Retrieved from 

https://www.ssb.no/utdanning/statistikker/kargrs/aar 

Statistics Norway (SSB). (2019c). Studiepoeng og fullført høyere utdanning. Retrieved from 

https://www.ssb.no/utdanning/statistikker/eksuvh 

Stinebrickner, T. R. (1998). An empirical investigation of teacher attrition. Economics of 

Education Review, 17(2), 127-136. doi:10.1016/S0272-7757(97)00023-X 

Stinebrickner, T. R. (2001). Compensation Policies and Teacher Decisions. International 

Economic Review, 42(3), 751-780. doi:10.1111/1468-2354.00132 

Stinebrickner, T. R. (2002). An Analysis of Occupational Change and Departure from the 

Labor Force. Evidence of the Reasons that Teachers Leave. Journal of Human 

Resources, 37(1), 192-216. doi:10.2307/3069608 

Stromquist, N. (2018). Education International Research The Global Status of Teachers and 

the Teaching Profession The Global Status of Teachers and the Teaching Profession 

Education International Research Education International. Retrieved from http://ei-

ie-al.org/sites/default/files/docs/2018_ei_research_statusofteachers_eng_final.pdf 

https://journals.hioa.no/index.php/ungdomsforskning/article/view/1601
https://www.ssb.no/arbeid-og-lonn/faktaside/arbeid#blokk-5
https://www.ssb.no/utdanning/statistikker/kargrs/aar
https://www.ssb.no/utdanning/statistikker/eksuvh
http://ei-ie-al.org/sites/default/files/docs/2018_ei_research_statusofteachers_eng_final.pdf
http://ei-ie-al.org/sites/default/files/docs/2018_ei_research_statusofteachers_eng_final.pdf


129 

 

Strømme, T. B., & Hansen, M. N. (2017). Closure in the elite professions: the field of law 

and medicine in an egalitarian context. Journal of Education and Work, 30(2), 168-

185. doi:10.1080/13639080.2017.1278906 

Sørensen, A. (1994). Women, Family and Class. Annual Review of Sociology, 20, pp. 27-47. 

Teigen, M. (2006). Holdning til likestilling – nye polariseringstendenser. Sosiologisk 

tidsskrift 14(03), 254-275.  

Tolbert, P. S., & Moen, P. (1998). Men's and Women's Definitions of “Good” Jobs: 

Similarities and Differences by Age and Across Time. Work and Occupations, 25(2), 

168-194. doi:10.1177/0730888498025002003 

Torres, J., Santos, J., Peck, N. L., Cortes, L., (2004). Minority Teacher Recruitment, 

Development, and Retention. Northeast & Islands Regional Educational Lab. Brown 

University Press. Retrieved from https://files.eric.ed.gov/fulltext/ED484676.pdf  

Troman, G. & Woods, P. (2000). Careers Under Stress: Teacher Adaptations at a time of 

Intensive Reform. Journal of Educational Change. Vol 1(3). P. 253-275. Kluwer 

Academic Publishers. 

Tufte, P. A. (2000). En intuitiv innføring i logistisk metode (Vol. nr. 8, 2000). Lysaker: 

Statens institutt for forbruksforskning. 

Van de Werfhorst, H. G., & Kraaykamp, G. (2001). Four Field-Related Educational 

Resources and Their Impact on Labor, Consumption, and Sociopolitical Orientation. 

Sociology of Education, 74(4), 296-317. doi:10.2307/2673137 

VanderWeele, T. J. (2016). Mediation Analysis: A Practitioner's Guide. Annual review of 

public health, 37(1), 17-32. doi:10.1146/annurev-publhealth-032315-021402 

Von Hippel, P. (2015, July 5). Linear vs. Logistic Probability Models: Which is Better, and 

When?. Retrieved from https://statisticalhorizons.com/linear-vs-logistic 

Watson, D., Clark, L. A., Chmielewski, M., & Kotov, R. (2013). The Value of Suppressor 

Effects in Explicating the Construct Validity of Symptom Measures. Psychological 

Assessment, 25(3), 929-941. doi:10.1037/a0032781 

Watt, H. M. G., & Richardson, P. W. (2008). Motivations, perceptions, and aspirations 

concerning teaching as a career for different types of beginning teachers. Learning 

and Instruction, 18(5), 408-428. doi:10.1016/j.learninstruc.2008.06.002 

Watt, H. M. G., Richardson, P. W., Klusmann, U., Kunter, M., Beyer, B., Trautwein, U., & 

Baumert, J. (2012). Motivations for choosing teaching as a career: An international 

comparison using the FIT-Choice scale. Teaching and Teacher Education, 28(6), 791-

805. doi:10.1016/j.tate.2012.03.003 

With, M. L. (2016). Rekruttering til og avgang fra læreryrket 1975-2010. In: Høgskolen i 

Oslo og Akershus. 

With, M. L. (2017). Are Teachers Increasingly Leaving the Profession? Professions and 

Professionalism, 7(2), e1723-e1723. doi:10.7577/pp.1723 

With, M. L. (2018). Recruitment to Teaching: The Changing Impact of Social Origins in 

Norway 1975–2010. Scandinavian Journal of Educational Research, 62(2), 163-185. 

doi:10.1080/00313831.2016.1212259 

Wooldridge, J. M. (2002). Econometric analysis of cross section and panel data. Cambridge, 

Mass: MIT Press. 

 

All sources used in this thesis are referenced and reported. 

Word count: 34,214 

https://files.eric.ed.gov/fulltext/ED484676.pdf
https://statisticalhorizons.com/linear-vs-logistic


130 

 

 


