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Chapter I. Introduction to the Study

Education
➢ Ed.D. Candidate in Educational Leadership – Texas Tech University 

-Superintendent Certification 

➢ Master of Education – Sul Ross State University

-Principal Certification

➢ Bachelor of  Science in Kinesiology – Lamar University

Professional Experience

➢ District Administrator, 2002 – 2005; 2018 – present

➢ School Teacher and Coach 1995 – 2002 

➢ Corporate Executive 2005 - 2018



Problem of Professional Practice

Rural schools are facing a challenging time 
recruiting and retaining teachers while the teacher 

shortage has been exacerbated by potential teachers 
not entering the field of education, teachers leaving 
the profession, and with school districts unable to 

combat the problem of losing teachers for a variety 
of reasons. 



Research Questions 

1. What are the current perceptions of various school personnel related to 

hiring practices and development strategies used by schools and school 

districts in the recruiting and retention of teachers? 

2. What targeted intervention strategies do effective schools implement to 

recruit the best teaching candidates and retain their services over a long 

period of time?

3. What are the results of implementing effective recruitment and retention 

programs?



Purpose and Significance of the Study

 Investigate and examine the root causes of why people are choosing not to enter 
the profession, why districts struggle to find teachers to fill vacancies, and why 
teachers choose to leave.

 Study the impact the teacher shortage has on the national, state, and local levels 
and how policy affects the recruitment and retention of teachers.

 Development of plans for intervention to aid school districts in recruiting and 
retaining highly qualified teachers for an extended period of time. 



Study Design and Development

Defining a 
problem of 

practice 

Designing an 
intervention 
plan based 

upon research 
and data

Evaluating the 
potential impact 

of the plan

Mintrop, 2016)



Methodology

 Qualitative research on current recruiting and retention strategies. 

 Identification of the pitfalls involved within various areas of human resource 

development.

 Insight into how teachers, administrators, and other stakeholders view the 

teacher shortage issue within their specific vantage point. 

 Mintrop’s (2016) design-based school improvement model

Herr & Anderson, 2005; Creswell & Creswell, 2018, Mintrop, 2016



Methodology

Participation and 
Selection 

Data Collection 
Process
Surveys, 

Interviews, 
Journaling

Analysis of the 
Data



Summary of Literature Review

Educator 
Preparation 
Programs

Teacher Pay and 
Compensation

Professional 
Support

Working 
conditions; 
Culture and 

Climate

National, State, 
Local Issues

Fewer teachers 
entering the 
workforce

Teacher 
availability 
decreases

Schools struggle 
to recruit and fill 

positions
Teachers choose 

to leave 

Schools face 
having to fill 
positions year 

after year



Change Driver Program



Background of the Problem of Practice

 Problem 1: A lack of fully qualified applicants
Hiring teachers who may have potential but need to develop their skills can lead to an 
unsustainable revolving door of job postings and ongoing turnover.

 Problem 2: Salary and benefits lacking compared to other careers
When other careers offer better pay and other benefits, it makes it more difficult to recruit new 
teachers or keep experienced educators in the profession.

 Problem 3: Fewer new education school graduates
Whether undergraduate students shy away from the low salaries associated with teaching or they 
perceive that educators are treated unfairly by students, parents, or the community, education schools 
are not attracting as many enrollees as they have in the past.

 Problem 4: Lack of Professional Support and Opportunities for Growth
Teachers are leaving the profession as they feel alone and overwhelmed with duties, 
responsibilities, and perceived lack of support from administrators.

Buttner, 2021



Assumptions, Limitations, Delimitations

• Possibility of small sample 
sizes depending on data 
collection

• Potential bias in answers 
and selection of the 
participants

• Ability to obtain 
information from other 
local school leaders and 
stakeholders

• PLC meetings, small 
number of campus 
principals and other school 
leaders, willingness of 
participants to take the time 
to be involved in the study

• Selected superintendents, 
central office personnel, 
campus principals, and 
teachers who respond to an 
initial questionnaire

• Random sampling of 
participating superintendents 
with follow up interviews

• Information sharing and 
intervention plan 
development with the central 
school district PLC

• Submission results to area 
school districts for potential 
plan implementation

Limitations DelimitationsAssumptions

• Participants will be honest 
in their answering 

• The study is an accurate 
representation of the 
dilemma rural schools are 
facing in recruiting and 
retaining teachers.

• Participants have 
knowledge and 
experience with the 
problem of practice. 



Phases of the Study

Phase 1
• Contact with 

districts
• Consent
• Survey submission 

via email
• Selection of 

interview 
participants

Phase 2
• Compiling of data
• Follow-up 

interviews
• Meetings with PLC
• Creation of the 

Intervention Plan 
(IP)

Phase 3
• Review of the IP
• Submission to 

participants
• Feedback to the 

researcher
• Finalization of the 

IP for 
implementation



Data Collection

Intervention 
Plan 

Development

Meetings 
With PLC

Surveys and 
Follow-Up 
Interviews

Participation 
Consent Form

Process Data
• Surveys
• Interviews
• PLC Meetings

Impact Data
• Survey 

Results
• Observations



Data Analysis

 Analysis Process 
 “Collect information about different 

events and relationships from different 
points of view” (Erlandson, et al., 
1993) 

 “Three concurrent flows of activity” 
(Miles & Huberman, 1984)

 Triangulation of the Data (Flick, 2004)
 Audio Recoding – Written Transcript 

Video Recording – Observations
 Researcher Journaling

Researcher 
Reflexivity

Observation 
Data

Transcription

T
R
I
A
N
G
U
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A
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Participants and Selection

 Study targeted 10 rural school districts.
 Minimum of 10 superintendents and/or central office leadership personnel for 

participation.
 25 campus administrators.
 45 classroom teachers.
 One (1) researcher.

Participant Responses 

 12 Superintendents/Central Office 

 21 Campus Principals

 275 Teachers
0

50
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PARTICIPANTS

Survey Participation

Admins Principals Teachers



Post-Survey Participants 

Administrator      Current Position Gender Years of Experience

1               Elementary Principal           Female                   30

2 Superintendent Male 28

3         Junior High Principal Female 23       

• School administrators volunteered to be part of the post-survey interview.

• Each district represented was of various enrollment size, but all were 
considered to be rural communities. 

• Each presented commonalities in answering through the data collection 
process and observations during the interviews.



Participant Interviews

Three participants in follow-up 
interviews

 Seven, open-ended questions with 
additional questions added depending 
on the initial responses from the 
administrators.

 Common themes found in the 
interviews:
 Need for better teacher 

preparation prior to being 
assigned to a teaching position.

 Increased pay for all teachers 
regardless of years of 
experience.

 Professional support from 
administrators.

 Teacher involvement in 
recruiting and retention 
activities. 

Teacher 
Pay

Better 
Preparation 
Programs

Admin 
Support

Active HR 
Involvement



Major Findings and Conclusions R1

 Most teachers were not aware of any specific strategies their districts used to 
recruit or retain teachers.

 Teaching candidates were influenced by a “sign-on” bonus and other 
incentives when seeking an employment opportunity. 

 The biggest influence on teachers with entering the profession was a former 
teacher.

 Teachers are still entering the profession with the same passion and regard for 
students as before, but low pay, perceived lack of support, and the sharp 
increases in the cost of living are leading causes of teachers leaving the 
profession. 

 Administrators are carrying a lot of weight and stress placed upon them by 
stakeholders. 

 Administrators are not equipped to carry out their job duties and recruit 
teachers at the same time with limited resources to do so. 

 Educators need support at all levels with meeting the social-emotional needs 
of students. 



Major Findings and Conclusions R2

 Higher starting wages for first-year teachers. Pay needs to be competitive with other 
professional positions that also required a four-year degree and various state-
approved certifications. 

 Strong support from campus and district leaders empowers teachers and provides 
them with a sense of community, understanding, reliability, and family. Strong 
support from administrators creates a comfortable working environment that builds a 
positive culture and enhances student learning through teacher retention. 

 Successful schools find a balance between state-generated mandates and facilitation 
of the curriculum in the classroom. Teachers believe administrators get caught up in 
state requirements and place a heavy burden on teachers to meet and exceed these 
standards. 

 Successful schools develop teachers with valuable and applicable professional 
development programs that focus on teacher growth. Effective administrators select 
professional development activities that teachers can use in the classroom for the 
betterment of students. 



Major Findings and Conclusions R3

 Teachers say they should not have to choose a district based on pay. 
 It is “unfair” to students that districts have to entice teachers with higher 

wages to come work at their schools.
 The perception of teachers is that higher paying districts have students with 

greater needs, and typically have higher turnover due to a lack of support 
from administrators.

 Rural schools vs. urban schools. What is the true costs of working for more 
money?

 Effective schools focus on the mental and emotional health of their 
teachers.

 Building a culture of “family” reduces turnover.
 Effective schools provide opportunities for growth and development for 

teachers.
 Administrators felt “helpless” and “defeated” when attempting to compete 

with larger districts with recruiting teachers. 



District Level Considerations

Specific examination of current recruiting 
and retention practices.

Clarify the mission of the district in 
recruiting and retention.

Clearly defined roles and responsibilities.
 Implementation of refined recruiting 

activities.
Alignment in priorities, climate, and culture 

from the district level to all campuses.
Heavily consider starting pay increases for 

first-year teachers as well as significant 
raises for all teachers.

Willingness to embrace change as society 
changes. 

District Level 
Considerations



Campus Level Considerations

Principal support from district leaders.
Alignment and partnership with district-

level leaders with campus principals in 
recruitment and retention practices.

Specific and practical professional 
development and growth opportunities for 
principals and teachers.

PLC implementation at all campuses with 
active management and leadership 
promotion. 

Culture building activities and events for 
staff.

 Induction and mentoring programs for 
teachers.

Campus Level 
Considerations



Reflections

Reflections as an Inside Action Researcher
 Texas Governor Greg Abbott “Task Force”.
 Research study participation numbers.
 Similarity of responses in administrator surveys and post-survey interviews.
 Responses from all participants were overwhelmingly positive reflecting a deeply 

passionate educator workforce that cares tremendously for students.
 School leaders were passionate, forthcoming, and brutally honest about the profession 

and the state of education.
 Teacher pay became a central starting point of systemic change with all participants.

Reflections as an Educational Leader
 Educators must have a larger voice.
 Starting wages for teachers need to be dramatically increased.

Reflections of the Learning
 Renewed remembrance of why teachers become teachers.
 Simplicity of being an educator.



Intervention Plan 

 Increase starting salaries for teachers
$60,000 per year: All districts, all regions

$1,000 - $20,000 sign-on bonuses depending on district size and 
geographic locations
$1,000 - $5,000 retention stipend
Affordable health insurance options

 Restructuring of all EPPs
Required social and emotional learning components
“Real-world” training 

 Professional Development
Specific professional development activities for school leaders and 
teachers that focus on growth and opportunities for advancement



Recommendations for Future Research

Teacher pay. Competitive salaries with other 
professions. Incentivizing teacher 
performance with other forms of 

compensation. 

Providing more support for teachers through 
specific professional growth and 

development activities. Support for 
administrators who support teachers.  

Restructuring of all Educator Preparation 
Programs to reflect better training and with 

adding a social-emotional learning 
component to all EPPs.



Recommendations for Future Research in 
Case Studies

Case study in school 
districts where teacher 
salaries were increased 

significantly.

Case study in school 
districts where formal 

induction and mentoring 
programs have been 

utilized.

Case study in the 
examination of retention 

rates after a SEL 
training program was 
implemented within a 

school district. 



End of Proposal
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