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Abstract
As Ingersoll (2003) reported, between 40% and 50% of teachers will leave the field
of education by their fifth year (as cited in Mee & Haverback, 2014). The numerous
teachers leaving the profession is costly to a school and negatively affects student
outcomes (Young, 2018). Administrators need to be knowledgeable in the most
effective ways to keep their teachers the first five years and beyond. This project will
train administrators on specific ways to avoid teacher turnover. It will focus on the
role of a principal including opportunities for distributed leadership and professional
development. The second section will focus on induction programs that are shown to
keep teachers longer, with emphasis on mentor programs. The project will also
address the issue of teacher burnout. The objective of this project is to lower the
attrition rate in the surrounding schools.
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Chapter One: Introduction
Teacher attrition is a costly problem which school administrators need to be
cognizant of during teachers’ first few years. Administrators need to provide new
teachers with support in the form of effective induction programs that include
mentorship or coaching opportunities. Principals also needs to be aware of the needs
of their teachers through professional development and circumstances leading to
teacher burnout. The strengthening of training of our administrators on topics leading
to attrition will have a positive effect on surrounding schools.
Problem Statement
Teacher retention upon a higher scale than ever seen before is hurting our
schools and students. This mass attrition negatively affects learning outcomes in
students. Schools waste valuable time training teachers when they could have
retained good teachers initially. Also, the profession is losing effective teachers for
reasons that could be avoided.
Importance of the Problem Rationale
Teacher attrition is a well-known problem in education. However, some may
not realize the extent of the problem. Ingersoll (2003) stated that with-in the critical
first five years in the profession, between 40% and 50% of teachers are leaving the
profession (as cited in Mee & Haverback, 2014). Globally, teacher turnover could
reach 13 to 15% annually with a third of those never returning to the field (Räsänen,
et al., 2020). This number should be alarming for those within education, especially
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to administrators who are trying to create a positive culture and best learning
outcomes. The researchers Loeb, Ronfeldt, and Wyckoff (2012) found that teacher
attrition has been shown to cause lower test results than years where there was no
teacher attrition; in one study as much as 7.4% to 9.6% lower in mathematics and 6%
to 8.3% lower in English Language Arts in the same school, same year (as cited in
Young, 2018). Not just affecting learning, attrition can be costly for schools who
already have budget concerns. Barnes et al.(2007) reported that attrition can cost a
rural school $4,000 and could cost a large urban district upwards of $18,000 (as cited
in Vagi et al., 2019). These are funds that could be used for more beneficial purposes
if a school can keep their attrition rates to a minimum. Goldring et al. (2011) made
the argument that the recruitment and retention of excellent teachers is imperative to
student’s success in the classroom (as cited in Vagi et al., 2019).
Background of the Project
History. Research done by Goldring et al. found that in 1992 5.1 percent of
teachers were leaving the profession yearly and in 2005 that grew to 8.4 percent and
has maintained close to the 8 percent mark since 2005 (Carver-Thomas & DarlingHammond, 2017). Teaching is a highly rewarding career and many enter the
profession for that reason among other enticing incentives (Hughes, 2012). However,
when compared to other professions people leaving the profession altogether is higher
(Hughes, 2012). Hughes attributes this turnover to higher levels of stress and
decreased satisfaction rates with the profession (2012). Other reasons educators leave
the profession early for are low salary, the lack of support, and classroom

3

management problems (Mee & Haverback, 2014). According to Glazer (2018), the
highest rates of attrition are within the first two years. Sutcher et al. projected that by
2025 there will be only 200,000 teachers to be hired, leaving a gap of at least 100,000
positions (as cited in Sulit, 2020).
Current Trends. Darling-Hammond (2006) detailed the misconceptions in
teaching today that many believe the profession is easy and does not require much
skill. However, it is apparent to a teaching in a classroom how untrue that is. Teachers
are met with 25% of students living in poverty, 10% to 20% have specific learning
needs, and 15% have a primary language other than English (Darling- Hammond).
These hardships along with the persisting reasons for leaving the profession are
making the teaching profession one that many people do not stay until retirement.
Statement of Purpose
The purpose of this project is to develop learning program which will inform
administrators of the best practices to retain effective teachers. This includes how to
support teachers, especially in their first two years, with induction programs to also
decrease the attrition rate within their school. This professional development will
include ways for administrators to be more aware of factors that lead to attrition. This
project will also include essential details to an effective induction program for
teachers in their first years.
This project will not address how to improve the pre-service training programs to
better meet the needs of beginning teachers. This project will also not include
information on how to pay teachers more.
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Objectives of the Projects
The goals of this project are to reduce the attrition rate within the schools of
the participants of the professional development. This will be measured by the
attrition rates with in the schools over several years. These rates will be observed
with exit interviews to determine the reasons for teachers leaving the school. These
exit interviews will help determine critical information to determine the areas for
further need.
Definition of Terms
Attrition: Teachers leaving teaching profession for reasons other than retirement
(Kelchtermans’, 2017).
Best Practices: Most effective procedures as agreed upon through research.
Burnout: Physical or mental collapse caused by overwork or stress.
Distributed Leadership: The dividing of leadership responsibilities throughout
stakeholders.
Induction: The process of providing teachers the support they need in the first three
years to become effective teachers.
Mentor: An advisor to a teacher who helps in their development and training.
Prescribed distributed leadership: A leadership framework where teachers are given
higher leadership roles with sometimes a lessoned workload (Holloway, 2018).
Pre-service Training: Programs to train future teachers, mainly through a college
degree.
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Professional Development: Education or training in subjects to improve skills and/or
knowledge.
Scope of Project
This project will address teacher retention rate within a school. The project
will create a professional development learning packet to give administrators
knowledge on trends within leadership. However, it will not have ways to increase
pay for teachers. It will rely on the administrators completing induction programs
with fidelity and developing meaningful relationships with their staff and creating
opportunities for distributed leadership after completing the professional
development. It will also rely on administrators having teachers complete exit
interviews if they leave the school and collecting that information. And those same
administrators reporting their attrition rates for several years. It will also rely on there
being funding for a mentorship program.

.
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Chapter Two: Literature Review
Introduction
Teacher attrition is a problem affecting schools, teachers, and students.
Numerous studies and surveys have been utilized to best determine where schools
should focus their attention to lessen attrition. From these, themes have developed
that would maximize teacher retention. While, all schools would prefer to pay
teachers more, that is not feasible for most principals at the building level. Therefore,
it is best to focus on the trends that can be achieved and have the biggest impact
immediately at a local school level.
The role of an administrator in a school is formative of all experiences within
the school. They impact all aspects of a school but most importantly in the lens of
attrition: school climate. Finding good leaders who have been trained adequately and
are willing to go above and beyond for their staff and students is becoming more
important than ever. Teachers need supportive administration and benefit from
effective distributed leadership opportunities. Effective administration will positively
affect attrition rates.
One of the biggest correlations of new teacher retention is a good induction
program, and one of the most popular ways to support induction programs is through
mentorship. Distributed leadership has become a successful way to develop teachers
through mentorship. Along with the effective induction programs, effective
leadership was another way to lesson teacher turnover in our schools. The literature
review will discuss the theoretical framework that these themes are rooted in, the
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analysis of research from these top trends, and a summary of the importance and
impact of this information.
Theoretical Framework and Rationale
There are innumerable reasons for teacher attrition, however most fall within
the categories of “poor job conditions,…challenging organizational aspects,… nonsupportive resources,… and difficulties in class management” (Elyashiv, 2019).
Supporting these same trends, Buchanana and Webb et al. cited changing working
conditions with higher pressure and less appreciation from stakeholders (as cited in
Räsänen et al., 2020). The goal is to lessen the attrition rate that is costly monetarily
and damaging to student achievement. Taking what can be gleamed from studies on
retention, it is best to focus on the most common reasons affecting the most students.
The rationale for this paper is to focus on how administrators can best
understand how to support teachers to minimize the attrition within their school.
Through research it became clear the administrators had to analyze their own role
first. Finding talented leadership who are trained and willing to be supportive is
critical to the success of any school. Glazer (2018) found that teachers need
supportive leadership but prefer it in a way that allows them freedom and trust to
become the teacher that agrees with their educational judgement. Also, schools would
be smart to find leaders who are willing to put in the time and effort to effectively
implement distributed leadership. Jacobson (2010) detailed that teachers had the most
impact on student achievement but administrators had the most impact on teacher
motivation and therefore have a significant impact on students.
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The newest teachers are under the most scrutiny when it comes to turnover.
Administrators can support new teachers by administering the induction programs
that are most successful. Mentorship is a key component of induction programs. This
framework deems that leadership, often in the form of a mentor, is able to be spread
among teacher leaders within the school (Holloway et al., 2018). This provides
upward movement to the veteran teachers and allows for that essential mentorship
piece in an induction program. The foundation of information in this topic provides a
pathway to understand teacher retention and develop ways for an administrator to
lessen attrition within their district.
Research and Evaluation
Administrative Support. Administration has been known to be a critical link
to teacher’s job contentment. However, new research is emerging showing a strong
relationship between the principal leadership and teacher attrition (Sulit, 2020). Since
the principal should be setting the tone for the school and staff culture, these findings
should not be that surprising, but acting on this information is critical. Teachers want
to have a supportive administration with autonomy and explicit expectations (Hughes,
2012). Not having that support can be costly to school’s well-being, while Ronfeldt
and McQueen (2017) found higher levels of administrative support can lessen teacher
turnover in a first-year teacher by 47% to 48% (as cited in Shuls & Flores, 2020). In
fact, the correlation is so high between attrition and principal support, that it was
found to be the highest predictive factor in teacher turnover (Carver-Thomas &
Darling Hammond, 2019). Since administrators are flagged as the most common
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reason for attrition; their role, influence, support, and training must be under more
scrutiny.
Administration has been identified as a major influence on attrition and
therefore more needs to be done to develop our school leadership. To begin, schools
need to make sure they are hiring qualified candidates who have been through proper
training for administration and hold the correct mindset to become a positive impact.
Augustine et al. (2009) and Streshley & Gray (2008) stated that preservice leadership
programs focus on human resource, law, and financial side of schooling often solely.
Educational leadership programs should include pedagogy on instructional support,
support of staff, and teacher professional growth (Augustine et al., 2009; Streshley &
Gray, 2008). According to Streshly and Gray, schools should be focused on finding
leaders who have training in how good leaders behave; primarily they believe
focusing on building relationships to enhance their ability to lead. Developing these
interpersonal relationships will help the school culture immensely. Augustine et al.
also emphasized the importance of professional development and mentorship or
coaching relationships for those in educational leadership positions. Such as teachers
are expected to hone their craft, administration should be doing the same. Shuls and
Flores (2020) also found schools who established cultures of “trust, openness, and
academic freedom” placing emphasis on respect and the value of their teachers have
better retention rates. A supportive and relationship-driven leadership would be key
in making this type of culture come to fruition. Whenever researching this type of
supportive leadership, a common term keeps resurfacing: distributive leadership,
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therefore, this must be explored as an option for schools who are interested in
increasing their teacher retention rates.
Distributive leadership cannot be ignored as a model for autonomy and
support of our teachers. In fact, Bush claims the educational world has been deemed
it as the “’preferred leadership model’” in education (as cited in Sulit, 2020). Tahir et
al. stated the basis for this model is taking advantage of “multiple teacher leaders”
within a school (as cited in Sulit, 2020). In its simplest terms, distributive leadership
is the division of responsibilities between those who are qualified and willing to lead
areas in need of improvement and are willing to work toward a common goal.
Therefore, areas that may have previously been thought to be an administrator’s role,
might be taken by a teacher leader creating a system where teachers have more access
to affecting how a school is run. Bryk et al. and Urick found the ability to impact
decision making within the school has been found to increase retention because
teachers feel more of a commitment to the school (as cited in Sulit, 2020). According
to Amels, et. al (2020), distributive leadership leverages the expertise of teachers to
create an environment of trust and responsibility toward common goals. Mascall,
Leithwood et al. (2008) and Harris (2008) agree that distributed leadership can have a
positive influence on schools, however, for best results the distribution should be
“planful.” This form of distributed leadership is more thoughtful, therefore, this form
of leadership should be strongly considered in an educational system facing retention
problems.
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Teacher Induction. It is imperative to address the needs of the incoming
teachers from preservice. Ingersoll found that fifty percent of our newest teachers are
leaving within the first five years of entering the field and cited as main reasons are
lack of support and sub-par working conditions (as cited in Wiebke & Bardin, 2009).
Ingersoll and Smith (2004) offer the explanation that new teachers are often left to
their own devices in those first years to either make it or leave. Thus, the inclusion of
induction programs can provide the easement into the profession that so many new
teachers are lacking. Induction is so effective in reducing attrition, that a study by
New Teacher Center on teachers involved in an induction program found that 88%
were still in the classroom at the six-year mark and others had transferred to other
jobs within the educational system (Wiebke & Bardin, 2009). Ingersoll and Smith
(2004) include options of classes, workshops, orientations, common planning times,
and mentors as some of the options for induction programs. However, Wiebke and
Bardin (2009) focused on the quality of these programs being essential. Sometimes
well-meaning induction programs end up making new teachers feel inadequate or
challenge their confidence (McNulty & Fox, 2010). New teachers often enter their
school and are met with situations they were not prepared for; therefore, the induction
programs should fit the unique contexts of the school (Kwok, et al. 2022). Therefore,
designing induction programs that support teachers where they are when they enter
the field are most effective.
In the 2021 study of retention of teachers in Michigan, researchers found in
addition to an orientation to the school, regular supportive meetings with leadership,
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and continued opportunities for professional development had a positive impact on
retention of new teachers (Lindsay et al., 2021). Orientation can look many different
ways but the use of some type of beginning seminar is found to be imperative.
Ronfeldt and McQueen’s research found a new teacher seminar has potential to
reduce the attrition of a first-year teacher by 49% to 58% (as cited in Shuls & Flores,
2020). This is a significant return on investment of time and resources. Another
good “investment” in our teachers is to continue providing support after their first
year. Strong detailed that induction programs have the most impact when used for at
least two years as the second-year teachers may be in a better place to begin working
on their instructional craft (as cited in Wiebke and Bardin, 2009). The evidence of the
importance of induction programs continues to grow as does the importance of
mentoring being a vital part of those programs.
Mentoring has been one of the fallback induction methods used by schools to
help their newest teachers transition into the field. However, if mentoring is done
effectively its merits will be better used. Mentoring is most effective when the
mentors are selected carefully, fully trained, full-time mentors, have common
planning time, and have standards-based conversations with their mentees (Wiebke &
Bardin, 2009). Gless found the old system of randomly assigning mentors to new
teachers and low principal support have been proven to be less effective (as cited in
Wiebke & Bardin). Sutcher et al. found ideally mentor programs would possess the
following attributes: mentors should be within the same subject or content area as
mentee, mentors should have formal training, and mentors and mentees should be
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compensated for any time outside of normal duties (as cited in Shuls & Flores, 2020).
Induction programs should include many forms of support, but at its lowest threshold,
mentors and mentees should have common planning time (Ingersoll & Smith, 2004).
Even better than just a common planning time would be full-time mentors. Both
Darling-Hammond (2003) and Wiebke and Bardin (2009), mention the benefits of a
full-time mentor in not only allowing them to focus on the skill of mentorship, but
also the mentor’s ability to spend more quality time with teachers without having
other pressing responsibilities. Also, the use of mentor time as a relationship-builder
above an evaluator or catch-all obligation person in the school was seen as imperative
by mentors in the field (Holloway et al., 2018). Stucher et al. stated these types of
well-thought-out mentor programs have been linked to lower attrition, better use of
time, more effective classroom management, and overall higher job satisfaction for
new teachers (as cited in Shuls & Flores, 2020). Overall, mentorship allows
opportunities to develop teacher leaders and lessen the burden of attrition.
Essentially, it has been found that we cannot expect our newest teachers to
enter the field completely ready to take on the rigors of teaching all by themselves.
Lack of support is a top reason for attrition; however, this can be greatly diminished
by providing support in several forms. High quality mentorship is an essential piece
of the improvement process supporting teachers entering the classroom.
Administrators need to develop effective induction programs including full-time
mentors.
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Professional Development. The lack of upward mobility or adding responsibility is
another critical flaw in schools’ ability to retain teachers. The need for selfimprovement is critical for the well-being of teacher’s outlooks on themselves and
their profession. Organized professional development has been found to be directly
related to the retention of teachers (Räsänen et. al., 2020; Lindsay et al., 2021).
Huguet (2017) found that when administration make common goals for a school and
use professional development to support these goals; it not only helps the school
outcomes, but also teacher retention. Also a proponent of distributed leadership,
Huguet (2017) mentioned the use of professional development to create “experts” in
schools. This will help reduce the cost of professional development because fewer
staff will need it, as well as creating a feeling of ownership for the teacher leader who
can then instruct other teachers in the school. New skills and knowledge are obtained
through professional development and create a new sense of excitement for teachers
(Doherty, 2020). Included in forms of professional development could be mentoring
and building communities for teachers at any stage of their career to help with
retention (Doherty, 2020). Augustine et al. (2009), even stressed the need of
professional development for administration to help with attrition rates. The need at
any level or stage of quality and organized professional development is critical as
schools fight to keep teachers. This effective strategy will help both student
outcomes but also the attrition rate.
Teacher Burnout. Teacher Burnout has become one of the most urgent concerns for
the profession during COVID. The pandemic has caused physical and mental
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pressures teachers have not experienced before creating “an unprecedented number of
educators to reconsider their careers” (Walker, 2022). So much so that a study by the
Nation Educational Association (NEA) found that 55% are considering leaving the
profession early because of the stressors (Walker, 2022).
Even before COVID many factors lead to burnout, those most commonly mentioned
are lack of autonomy, poor work-life balance, high workload, student behavior, interschool relationships, and lack of chances for advancement (Doherty, 2020). These are
factors that increase the stress levels on educators and therefore cause burnout
(Doherty, 2020). Infact, Ingersoll reported it is presumed 12% of early retirements
are sited to emotional exhaustion, dissatisfaction with career, and the overbearing
nonteaching workload (as cited in Räsänen et al., 2020). Therefore, the impact of
burnout is critical to the success of schools and student outcomes.
The field of teaching has traditionally had a high risk of job-related burnout
(Doherty, 2020). However, the difference is now COVID has heightened that risk.
Therefore, steps must be taken to reduce the impacts of burnout on teachers and staff.
Walker (2022) says we need to rethink the old idea of allowing teachers to be
mistreated and overextended because they signed up for this profession knowing the
pitfalls. This antiquated view of the teaching profession will not last in today’s world.
Teachers need better work-life balance opportunities and need to feel valued in their
roles (Doherty, 2020). Especially with COVID, both teachers and students could use
more emotional support, however this will be critical moving forward for teacher’s
success and retention (Doherty, 2020). Overall, teachers are more likely to stay at a
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school where they like the working conditions (Doherty, 2020). The NEA supports
several moves to improve the working environment for teachers including: raising
salaries, hiring more educators and support staff, and having mental health support
(Walker, 2022). These are not all reasonable for a principal to achieve on their own
within their school. However, setting the groundwork and making the working
environment pleasant can help with these endeavors. In fact, the NEA sited the top
ways of reducing turnover as introducing competitive pay, improving working
conditions, and increasing opportunities for support through professional
development, hiring, etc. (NEA, 2022). Administrators can influence a significant
amount of these methods and should implement as many as possible to curtail
attrition within their district.
Summary
Teacher attrition affects all different facets of schools, from administration,
staff, students, and as far as the community as a whole. Administrators have a
significant impact on attrition as inadequate administrative support is often cited as a
main reason for teachers to leave the profession (Santoro, 2018). Therefore, analyzing
the support and procedures of school leaders is imperative. The training of school
leadership needs to go beyond every day logistics of running a school and focus more
on the human relations which are critical for not only student success but teacher
retention (Streshly & Gray, 2010). Understanding the need for autonomy and trust
from administration can immediately improve a school climate. From this newly
gained information on their staff, administration should utilize the teacher-leaders

17

within their schools by applying distributed leadership practices. Leadership teams
should also include professional development opportunities for all staff, including
administration. This can improve the quality of the work-place for current teachers
but also new teachers. Doherty (2020), explained that attrition problem “is not one
of recruitment, but of retention.” Considering this point-of-view, professionals in
leadership positions need to be more aware than ever on the well-being of their
teachers and staff and the stressors of the profession.
To best set up this support system, administration must focus time on their
newest teachers. Induction programs can be an effective way to create a path to
success for the newest members of a school. Schools cannot expect their newest
teachers to enter the field completely ready to take on the rigors of teaching isolated
(Ingersoll & Smith, 2004). Therefore, induction programs that include well-designed
mentorships should also be a priority for schools. High quality mentorship is an
essential piece of the improvement process supporting teachers entering the
classroom (Darling-Hammond, 2003). Whether these policies have always been used
or will be new to a school, their positive impact will only be seen if they are
implemented thoughtfully and thoroughly.
Conclusion
Attrition is a problem in the education setting and administrators need to be
proactive to keep more of our best teachers in the field. Administrators need to focus
on the best-practices of a supportive environment and developing opportunities for
distributive leadership within their school. Administrators also need to develop
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effective induction programs including full-time mentors to provide that needed
support for our newest teachers. Focusing efforts on the areas with the most impact
on teacher turnover can give schools better opportunities to make education a highly
desired occupation once again.
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Chapter Three: Project Description
Introduction
Teacher attrition is a costly problem for a school’s budget as well as their
student achievement. Having an administration that is aware of the problems and
signs of attrition will lessen the problem, as well as having quality induction
programs in place. Hughes (2012) stated quality administrative support can increase
teacher retention significantly. Therefore, training administrators with a learning
program that can be handed to every administrator in the county teaching of the
highest reasons of attrition as well as ways to lessen their affects would be beneficial.
Principals will be able to assess their own school’s attribution to retention rates and
determine the most effective places to improve.
The project description section will include components of the project and
how it will be implemented. This section will also explain how the project will be
evaluated for effectiveness and any project conclusions. The appendixes referenced
are the handouts that will be given to administrators in the county.
Project Components
This project will be implemented as a country wide learning program. To being
administrators will be given an explanation of the problem of attrition along with
ways that it is remedied ( Appendix A). This handout will serve as the introduction to
the project and a reference point for administrators. In Appendix A it is mentioned all
the support that administrators will be given in the program.
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The first part of the learning program is the induction program assessment
(Appendix B). In the assessment the administrators will be asked to check whether
their induction program includes the following criteria for an effective program.
Since these suggestions are all critical components of an effective induction program,
any unchecked portions will be asked to immediately be added into their current
program. The next part of the program is a handout on mentorship in an induction
program (Appendix C). This handout covers the impacts of mentorship as well as
covering some important information on mentorship before covering what should be
expected out of mentees. This handout is expected to be read and any adjustments
needed from what is not matching up with the mentee expectations should be made
immediately as well.
After covering the induction portion, the learning packet then progresses to an
assessment on professional development (Appendix D). This survey is for
administrators to use after their beginning of the year professional development. This
survey should give administrators a good idea if they have been covering the correct
topics and if teachers feel supported by the current professional development climate.
As with all assessments, it is expected that administration read the results and either
make changes based on the results or at least follow up with staff on the results if they
are not something that can be immediately changed. Either way, it is critical that staff
sees the information from the survey is read and acted on in a way that does not
penalize for any negative feedback. Along with providing professional development,
creating avenues for leadership opportunities also helped retention of teachers.
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Therefore, Appendix E includes an assessment on distributed leadership
opportunities. This assessment should be taken by the administrator and the places
where the answers were either no or some, the school needs to provide better
opportunities for teachers. After taking this assessment, the administrator should be
aware of any shortcomings in their distributed leadership. These assessments should
provide the schools within the county school district feedback on how their
professional development and leadership opportunities are either contributing to
attrition and stressors on teachers or if they are beneficial.
Finally, the issue of well-being and burnout of teachers will be addressed. In
the learning program packet an example of a well-being survey is included (Appendix
F). This survey can be altered for all times of the year. One should be given
beginning, middle, and end of the year to teachers. This information should be
documented and those places of need should be immediately acted upon.
Administrators should be actively working toward doing what they can at a school
level to help teachers handle daily stressors. After the well-being survey is an
information handout on the most common reasons for burnout (Appendix G). This
should be read and kept in a place to reference. This information is critical daily in
the school environment. Each interaction with a teacher is an opportunity to either
help or lessen burden. At the core of both of these well-being handouts, the idea that
administration needs to know, monitor, and actively be checking on their teachers.
This is crucial to the retainment of our teachers going forward.
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Project Implementation
This project will be implemented as a learning program in the form of a
packet. The professional development will be offered to anyone in an administration
role, or who is involved in hiring and/ or induction programs in a school in the whole
Ottawa County. The packet of information will be given along with a short
description of what is expected from each part. The administrators will be asked to
give feedback on their top areas of improvement, trends they saw in overall wellbeing, and the steps they took to improve their attrition rates. After the program is
given with instructions, administrators will be asked to give any outgoing teachers
exit interviews to determine their reason for leaving. Also, they will be asked to
report their attrition rates for the 5 years before and after the learning program. The
administrators will be advised to use the materials and information with fidelity to
lessen their attrition. After a full year past giving the information, it will be
reintroduced and administrators will be asked if they kept up with the changes.
Project Evaluation
The project will be evaluated through the collection of attrition rates of the
schools who participated in the professional development. If the attrition rates are
lowering than the program was successful. As a way to check the reasons teachers
are leaving, exit interviews will also be collected. Therefore, this will eliminate
people who are leaving for reasons out of the control of the school from
consideration. This will also help collect data on areas that may have missed the
mark or were not followed with fidelity.
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Possible Project Conclusions
Teacher turnover is becoming a problem that is not only costly but is affecting
the learning outcomes of students. The most common reasons for leaving the
profession are aspects that need altering and if each administrator tries to correct their
shortcomings in their school, they could have a positive impact on students and
teachers. The conclusion hoped for in this project will be the reduction of attrition in
the teaching profession within the county. Some attrition is normal with life events or
other circumstances that create normal turnover. While, schools are surely focused on
keeping their best and brightest teachers, they want to make sure all teachers are
given a fair shot at making it in this profession. Through giving administrators
knowledge on the most common reasons for attrition as well as the best ways to
lessen the effects they should be on their way to creating an environment more
conducive to staying in the profession until retirement.
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Appendix A
Handout Explaining Attrition and Program
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Appendix B
Induction Assessment
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Activities necessary for an effective induction program. Place a check mark in all
those that are covered by your school's induction program.

✓

Needed Task
Induction Program (IP) has a new teacher orientation that acquaints new
teachers with all the necessary information needed for day-to-day opperations.
IP includes ongoing professional development throughout the year with relevant
topics for incoming new teachers.
IP is relevant to the school district the teacher is currently teaching and
addresses and supports teacher with problems distinct to district.
IP program lasts at minnimum two years.
A effective strategy of pairing up mentors to mentees is created. Mentors are in
similar situations.
Mentors share common planning time with mentee.
Mentor is trained in strategies to best help new teachers.
Mentors are given extra time to plan or help the mentee teacher.
A formal calendar of meeting times and topics to be covered is agreed upon
within district.
A clear method of determining the need for induction to be terminated or
continued at the end of the assigned time.
The mentor's role is clearly defined as a mentor and not a supervisor to mentee.
Professional development is modified as needs of new teacher becomes
apparent.
New teacher has at least two peer observations the first year.
Mentee is observed by mentor at least two times the first year.
School has a calendar of information that is relevant for new teachers to know at
given times (conference schedule, exam schedules, etc.).
Classroom management is observed and help is given as needed.
Curriculum maps are observed and help is given as needed.
Expectations of special education guidelines are reviewed and help is given as
needed.
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Appendix C
Mentoring Handout
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Appendix D
Professional Development Assessment
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Appendix E
Distributed Leadership School Assessment
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Distributed Leadership School Assessment
Answer the questions below to determine the areas where your school could
improve in leadership opportunities.

Yes

No

Some

Leadership Opportunities
My school has instructional teams or people who are
responsible for the success of key subjects.
My school has collaboration time that is aligned by grade
level and/or content.
Teachers are expected and given time to track student
data and goal alignments.
Teachers are actively involved in the process of deciding
of the subject and/or presenting of professional
development.
Teachers have a voice in school improvement decisions.
Teacher collaboration is goal based and defined by school
norms of what is to be achieved.
Outcomes of collaboration are tracked through student
achievement.
My school has some form of instructional coaches or peer
review system in place.
Teachers are called on to use their expertise to help
improve school outcomes for others.
Teachers are either compensated for or given time away
from the classroom for any extra leadership roles they are
given.
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Appendix F
Staff Well-Being Handout
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Appendix G
Staff Burnout Handout
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