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ABSTRACT

Nationally, teacher shortages reached all-time highs, leaving schools needing qualified teachers
where vacancies were made by teachers leaving the profession, particularly during the post-
COVID-19 era. Although a growing national problem, specifically, the area of Southeast Texas
remains particularly affected by this mass exodus. The purpose of this applied study was to solve
the teacher retention problem for urban public schools in Southeast Texas and to design educator
training and intervention methods to address the issue. The theory guiding this study was human
capital theory, as it addresses education and how it could foster social change and be the primary
tool for development according to those who seek education as an engine for change. The
analysis consists of multimethod design research with qualitative and quantitative approaches.
Participants include campus administrators and teachers. The study used a multimethod research
design, which included qualitative personal interviews, a focus group, and quantitative surveys to
collect data. The data were then analyzed using both qualitative ethnography and quantitative
experimental study to uncover the causes of teacher attrition in urban public schools in Southeast
Texas. This approach allowed for a comprehensive understanding of the issue and provided a
more holistic solution to the problem of teacher retention. The remaining teachers were affected
due to the lack of appreciative support that develops from a closer, professional bond with other
teachers and administrators. Finally, recommendations were made to continue researching the
growing problem of teacher attrition and educator shortage in Southeast Texas.

Keywords: attrition, multimethod, administrative support, pedagogy, teaching conditions,

teacher turnover, compensation
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CHAPTER ONE: INTRODUCTION
Overview

Educational staff suffer yearly from teacher attrition in larger urban school districts in
Texas. The purpose of this applied study was to solve the problem of teacher attrition in school
districts in Southeast Texas and formulate a solution to address the problem. The problem was
schools in Southeast Texas were locally challenged with staffing issues because of teacher
shortages and other causes contributing to this shortage. Furthermore, turnover leaves vacancies
filled with teachers with fewer years of experience and lower value-added scores, especially
among high-need schools (Mitani et al., 2022). Each district loses hundreds of teachers to
transfers within district schools, teachers leaving the educational classroom altogether for other
occupations, and teachers retiring from the educational industry.

Meanwhile, smaller school districts in the same urban areas lose teachers due to
retirement, lack of vertical movement, and lack of collegial cohesiveness. Disruption of
continuity in schools and school systems creates teacher turnover, usually by way of teachers
leaving the profession or moving between schools, resulting in high costs organizationally,
financially, and instructional (Newberry & Allsop, 2017). Kelchtermans (2017) refers to an
observation where teacher attrition has strong issues with solid validity. The current literature
does not provide a distinctly clear definition. Garcia and Weiss (2019) describe various elements
with intensity and timing to determine if a teacher stays, leaves an educational campus, or even
leaves the teaching profession. One element includes collegial factors, which determine the most
significant influence on retention (Mitchell, 2019). Instead, Steve Martinez, EdD, Superintendent
of Twin Rivers Unified in California, and Rick Miller, Executive Director of CORE Districts,

note that each state currently reports yearly change by comparing the retention rates of schools



(Procon, 2020). Martinez agrees with other superintendents in the nation that teachers leave for a
variety of reasons but mainly due to the lack of leadership at their current campus, the lack of
guidance through various levels of content, and the lack of appreciation for efforts in classroom
management and high achievement scores (Procon, 2020). This applied study considered teacher
attrition as a flaw in the public education system by demonstrating its impact on urban schools in
Southeast Texas and how the administration adapts to rapid changes by enduring the aftermath of
rehiring and retraining new staff, contemplating the impact teacher attrition has on existing
faculty and staff, as well as revisiting the influence of public education’s educators on the
surrounding communities.
Background

While the teacher attrition phenomenon suggests multiple reasons for teachers leaving the
profession, Gonzales et al. (2018) reflected on how teachers who were entering the profession-
based their interpretation of the profession on monetary rewards. Other factors determine
whether teachers remain in school districts for long periods of time. For example, teacher
attrition yields to factors beyond wages, such as working conditions, curriculum, lack of teaching
resources, and the emotional environment (Newberry & Allsop, 2017). Other examples show
teacher turnover as the primary driver of teacher shortages, which correlates with poor working
conditions, testing and accountability pressures, lack of administrative support, and lower-than-
average salaries (Carver-Thomas & Darling-Hammond, 2017).
Historical

Attrition was costly to school districts because they must reinvest resources in
recruitment and hiring activities, training, and professional support for new teachers (Levy et al.,

2012). Within the educational sector, one in five teachers leave the profession within the first



five years of teaching, and all prior investments in hiring, recruitment, and training of the teacher
leaving the district were lost (Darling-Hammond, 2010). Gonzales et al. (2018) show retention
and recruitment have historically been educational challenges. Several early studies focused on
Teacher attrition and burnout, including those related to organizational structures contributing to
burnout (Darling-Hammond, 2010). However, these early efforts were poorly supported and
structured as teachers lacked the knowledge and skills to enact the planning processes (Clandinin
et al., 2015). Lincove et al. (2015) further demonstrate how beginning teachers focused on their
learning as a new role rather than negotiating a new identity. When it comes to leaving the
profession, “It has been found that up to 30-46% of new teachers quit teaching within the first
five years and nearly 8-14% of all teachers leave teaching in any given year” (Newberry &
Allsop, 2017, p. 867). Sawchuk and Rebora (2016) critique the issue of teacher attrition as most
problematic when 9.9%, as calculated by the U.S. Department of Education, Office for Civil
Rights, and the Civil Rights Data Collection (2012) demonstrate the National Teacher Corps was
made up of new teachers in their first or second year of teaching, with some sources reporting
new numbers of up to 12%. Organizationally, Nguyen et al. (2020) prove that increasing teacher
turnover rates and attrition make it challenging to create successful learning environments.
Standardized Testing

The stress of the working environment creates problems requiring immediate attention
concerning the rate of rotation of teachers. The pressure to perform was one of the top reasons
for leaving either campus or the profession entirely (Newberry & Allsop, 2017). Gonzales et al.
(2018) also detail how pressures on students to perform reflect upon each teacher’s methods of
instruction. One such example includes the End of Year student standardized test, which creates

a stressful environment should students perform poorly. However, instead of addressing the



outcomes with the students, the administration admonished the teacher for not being effective
enough in teaching the students adequate methods for answering standardized test questions
(Clandinin et al., 2015).

Signed into action by George W. Bush in 2002, the No Child Left Behind (NCLB) Act
encompasses public school students at the forefront of public policy. Initially, the act aimed to
increase K-12 academic standards and raise school accountability by establishing accessible
goals (Bogin & Nguyen-Hoang, 2014). Within one year, schools were to undergo academic
performance challenges and yearly progress reports to receive funding. Under the NCLB Act,
Title I monies were considered for allocation only to schools with over forty-eight percent of
their populations deemed low-income families (Bogin & Nguyen-Hoang, 2014). According to
Selwyn (2007), when Congress passed the NCLB, it promised to fund the program, a promise
they failed to keep, therefore leaving states and districts scrambling to find money to carry out
training, testing, and provisions of the law. Zumwalt and Craig (2005) discuss how the
evaluation extends from the results of highly standardized tests, which significantly impact
teacher education available for certified teachers currently working in public schools.

Teachers receive evaluations based on their students’ performances on these subjugated
tests in conjunction with test results. Therefore, professional development courses following the
protocol of the NCLB Act were required yearly to maintain the status quo on standardized
testing (Bogin & Nguyen-Hoang, 2014). While the Act seems productive and advanced in
theory, unintended consequences need to be addressed and reflected upon with deliberation, as
described in DeBray-Pelot and McGuinn (2009). States and school districts spend enormous
amounts of time and resources complying with NCLB’s mandates, especially in developing

testing and data-collecting systems (Hess & Finn, 2007). The amount of state-funded dollars



going toward creating and processing standardized tests for all grade levels K-12 in the public
school system comprehensively determines several measures for receiving compensation for
schools (Mathis, 2005). By 2005, many governors began to argue for greater flexibility in the
administration than the federal government allowed initially with the NCLB (Fusarelli, 2005).
Under the NCLB Act, failing designations remain a poor and inaccurate method for measuring
overall school quality (Bogin & Nguyen-Hoang, 2014). As a result, schools seek to achieve
Adequate Yearly Progress (AYP), but those that underperform deal with the grade of
improvement needed or, as the literature commonly refers to them, as failures (Salzman, 2006).
The argument for standardized testing remains a way to compare apples to apples as an
objective study of student performance across classrooms nationwide (Kamenetz,
2015). However, standardized tests and report card grades cannot be compared sufficiently.
DeBray-Pelot (2007) found that instead of utilizing standardized tests, schools should depend on
student intelligence and demonstration of self-control to determine success in student
performance. Kamenetz (2015) further reflected on the inconsistent limited English proficiency
(LEP) reporting that could threaten the adequacy of standardized tests. Additionally, the sparse
populations of LEPs in some states disfigure the results and classifications of standardized tests
(Nather, 2001). Kamenetz (2015) further explains that this classification may also be actual for
states with larger LEP populations, which causes the test to skew the results. Therefore,
according to the National Conference of State Legislatures (2005), since positive test results
translate into receiving federal funds, those schools that fail due to inferior results of one

subpopulation occur because of an incorrectly categorized school.



Curriculum

Another area of concern focuses on the curriculum and content. Due to increased
demands, teachers who specialize in one content area were often asked to fulfill other positions
outside of their specialization, which may also span multiple subject areas and multiple grade
levels since teacher assignments were often broken up into content and grade levels (Berggren &
Jeppsson, 2021). The success of a curriculum lies solely on the shoulders of teachers and
teaching assistants (Huizinga et al., 2014). Teachers often collaborate with other teachers in
curriculum implementation, creating new opportunities to share experiences and demonstrate
expertise in their fields of study (Huizinga et al., 2014). Moreover, this shared opportunity
creates ownership in the process and an overall sense of accomplishment within the profession,
especially when students respond well to their outcomes (Huizinga et al., 2014).

Futrell (2008) stated that when teachers were forced to work in areas of teaching that
were not their specialization or grade level preference, it created undue stress, especially for
newer teachers. This “baptism by fire” aspect of the profession often hits newer teachers instead
of more experienced ones (Futrell, 2008, p. 865). Newer teachers often lack the design skills
needed to create or change curriculum, leading to more stress in the working environment when
teachers are not supported correctly (Altonji et al., 2012). Brunello et al. (2007) also discuss how
the large number of students in each class can take a toll on the workload and the demands of the
teacher’s time. Larger classes become the norm when budget cuts prevent the new hiring of
teachers. The ideal classroom comprises 15-17 students (Gonzales et al., 2018). However, many
public schools, especially those found in some schools in Southeast Texas, consist of an average
of 33 students (HISD, 2021). Gonzales et al. (2018) discuss how teachers take their work home

because grading papers and other outside job requirements leaves little time during school hours



to complete. Those items such as grading, lesson planning, IEPs, and parent conferencing often
increase stress because of the demand for the teacher’s time outside of the regular school day.

Finally, Huizinga et al. (2014) detail how teacher expectations include requirements to
stay current on curriculum requirements, which include updates on teaching materials and
corresponding assessments. Additionally, teachers undergo professional development every year
and are expected to apply new knowledge to their strategies, classroom teachings, and
curriculum knowledge (Morgan & Hoffman, 2018). Bertrand et al. (2019) showed that the
expectation remains for teachers to design lesson plans that are both well-aligned and balanced to
the curricula. Furthermore, teachers apply this knowledge through collegial sharing, attending
conferences and professional development outside of the school day, and consistently reading
literature that pertains to the curricula they teach (Bertrand et al., 2019).
Resources

A continual dilemma experienced by teachers concerns the reduction or complete lack of
resources in the classroom, as reflected by several sources. For example, Clandinin et al. (2015)
demonstrated how teachers spend their money to provide teaching resources for their students.
According to Hakanen et al. (2006, p. 497), “job resources refer to those physical, psychological,
social, or organizational aspects of the job that may reduce job demands and the associated
physiological and psychological cost, were functional in achieving work goals, and stimulate
personal growth, learning, and development.” Especially in high-poverty urban schools, a lack of
essential resources might contribute to teacher attrition (Doménech-Betoret et al., 2015). The
resources required for instruction were significant considerations in working conditions and
teacher retention. These include materials for use inside the classroom and materials that are hard

to come by outside (Newberry & Allsop, 2017). Many resources invested in the United States



public schools were money, time, supplies, and people; however, these resources were
significantly less than other nations' spending on education (Doménech-Betoret, 2013). This
leaves many teachers using personal funds to spend on support for their classroom instruction.
When combined with aging schools and overcrowded classrooms, the lack of adequate resources
adversely impacts the working environment of the teaching profession (Gold & Roth, 2013).
Social

Uncomfortable working conditions caused by stressful work, pressures to perform, and
lack of adequate emotional support all fall under the umbrella of emotional environment for the
teaching profession (De Cooman et al., 2013). Teachers who feel a lack of accomplishment in
their classroom and regarding their students’ understanding often feel unsuccessful in their
profession (Rodriguez et al., 2020). Additionally, some of these pressures often lead to a lack of
autonomy and creativity in teaching, which diminishes some of the joys of teaching, increasing
teacher attrition (Clandinin et al., 2015).

Gonzales et al. (2018) viewed teaching as an emotional practice where relationships with
others influence the working environment. Work relationships contribute to employee growth
and well-being, making work meaningful, with the positive impact extending beyond work-
related benefits (Newberry & Allsop, 2017). As the most significant precursor to new teachers,
classroom management concerns student discipline, student behavior in general, and classroom
disruptions, which occur during instruction time (Gonzales et al., 2018). Challenging conditions
for teachers often involve negative consequences, which could hinder student learning
opportunities (Mirra & Rogers, 2020). These working conditions relate not to the school's
physical plant but more to the social classes and the apparent inequalities within the school

population. Hoglund et al. (2015) research teachers dissatisfied with their current working



conditions due to low rewards or negative emotional experiences. “Teacher commitment
represents the relationship between teachers and their organization and the profession: their
belief in their goals and effectiveness, their readiness to expend energy on their behalf, and their
desire to continue” (Hoglund et al., 2015, p. 337). Teacher working conditions tend to focus on
the simple demographics of the student body, where students were deemed challenging to teach,
and schools were difficult to work within (Yoon, 2002).
Theoretical

Human capital theory remains the basis for educational policy in many developed
countries. Since the 1970s, expert discussions have elaborated on how human capital contributes
to a society's socio-economic and personal well-being (Kuzminov et al., 2019). However,
educational policy lags behind these discussions, significantly impacting and declining
educational development worldwide. Despite quantitative growth and money spent on education,
Marginson (2019) explained how performance has fallen as human capital faces more difficulties
in its capitalization. According to Chapman et al. (2014), educational systems should be more
helpful in developing human capital by understanding and employing a mainstream discussion
for progress and ways to improve socioeconomic conditions in the short and long term.

Education could foster social change and be the primary tool for development for those
who seek education as an engine for change. UNESCO (2016) believes education will solve
humanity's problems. However, this transformative pedagogy based solely on improvement and
helping promote education by constructing personal values requires reorientating the current
educational models towards the integral development of a socialized people (L6pez Castellano et
al., 2019). Further discussions with Lopez Castellano et al. (2019) demonstrate the theory of

human and social capital was highlighted through political thought, civic virtues, and
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connections to education by working through improvement in the productivity of the worker and
individual well-being.

Hu and Vargas (2015) explain how the organizational theory of turnover predicts
teachers’ decisions to leave. Conditions such as high stress levels, poor well-being, low pay, poor
relationships with students, co-workers, and families, and workplace instability tend to make
teachers dissatisfied and seek a better alternative (Totenhagen et al., 2018). Furthermore,
teachers suffering from emotional exhaustion or stress seem incapable of creating quality student
learning environments (Grant et al., 2019). In addition, teacher commitment to the organization
represents their belief in setting goals and their effectiveness, as well as their readiness to expend
energy and work for specific goals like student learning (Grant et al., 2019). Human capital
theory seeks to shape the understanding of relations between education and the workforce
(Stiglitz, 2013).

Problem Statement

The problem was schools in Southeast Texas were locally challenged with staffing issues
because of teacher shortages and other causes contributing to this shortage. Garcia and Weiss
(2019) indicated that the teacher shortage remains growing, with high-poverty schools suffering
the most from the lack of credentialed teachers. Texas, like much of the nation, faces a severe
teacher shortage. According to Gonzales et al. (2018), public school enrollment rose 21%
between 2000 and 2018, with a 2% increase forecasted for future years. However, teacher
attrition presents a problem as 30% of teachers leave within the first three to five years of
entering the profession (Shen et al., 2021). As the increase of students and the increase of
teachers leaving presents the most significant problem, it continues to harm students and the

public education system because it not only threatens students’ ability to learn but also teacher
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turnover consumes the population and its stakeholders’ resources (Garcia & Weiss, 2019). The
working conditions and other factors prompting teachers to quit, improving pay, and
strengthening professional development support and recognition should help lessen the impact of
teacher attrition (Garcia & Weiss, 2019). Berry and Shields (2017) further demonstrated that
teacher shortages present even more of a problem and are more acute when trying to fund high-
poverty schools, which in turn must provide extra support to prevent teacher attrition. School
administration effectiveness plays a role in teacher retention as academic and financial costs of
teacher turnover remain significant.

No other study of teacher attrition focused on schools in the Southeast urban cities of
Texas. Therefore, this unique approach of multiple-methods study highlighted the issues teachers
retain regarding either changing campuses or leaving the profession altogether in this region of
Texas. Other factors, such as changes in student-teacher ratios and enrollment trends, influence
teachers leaving the field of education (Thomas & Rogers, 2020). Therefore, the expectation of
students to develop skills on a predetermined timetable has been legislated on a federalized level
(Thomas & Rogers, 2020). Furthermore, Downey (2016) presented teacher attrition as a problem
that needs to be studied and resolved with effective change and reforms in education. The multi-
method study design allows research to convey a broader spectrum concerning teacher attrition
in Southeast Texas.

Purpose Statement

The purpose of this applied study was to solve the problem of teacher attrition at urban
public schools in Southeast Texas and to formulate a solution to address the problem. This
multimethod design can be used with both qualitative and quantitative approaches. The first

approach was structured interviews with administrators. The second approach consisted of a
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focus group of teachers. The third approach employed surveys with teachers. This research

sought to expose the working conditions and environment, to improve the situation for teachers,

to effect change, and to improve upon the profession of teaching by making administration and

society more aware of the current impact and conditions that teachers experience daily.
Significance of the Study

Teacher attrition remains critically high nationally and brings into question what can be
done about the issues teachers face about feeling emotionally and physically safe and supported
by the administration. These factors are necessary for teachers to leave to find better
circumstances, even if it means leaving the teaching profession entirely. Teachers play an
essential role in American society, educating young people on various topics, including
mathematics, English literature, world history, and physics (NCES, 2020). Despite its
significance, education was experiencing a significant workforce shortage as teacher retention
became increasingly difficult. A U.S. Department of Education’s National Center for Education
Statistics (NCES) study found that 17 percent of new teachers leave their jobs within the first
five years of teaching (NCES, 2020).

In trying to understand how burnout affects teachers, previous studies relied solely on
quantitative measures and studies (Hester et al., 2020). By gaining understanding through this
study, educators and administrators should identify proactive strategies that enhance their
educators’ work roles in Texas and factors that would work nationally (Bastian, 2015).
Additionally, programs required at the pre-service level began to evaluate factors contributing to
teachers leaving the field of education to resolve this issue (Coble, 2022). Since this was a

growing regional issue, this study represented ten urban schools in Southeast Texas and how
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each determined and initiated strategies for improved preparation and pre-service training for
educators by their administrators (Hester et al., 2020).
Research Questions

Central Question: How can educational leaders solve the problem of teacher attrition at
urban schools in Southeast Texas?

Sub-question 1: How would five administrators in an interview solve the problem of
teacher attrition at urban schools in Southeast Texas?

Sub-question 2: How would a focus group of 10 teachers solve the problem of teacher
attrition at urban schools in Southeast Texas?

Sub-question 3: How would quantitative survey data from 20 teachers inform the
problem of determining teacher attrition at urban schools in Southeast Texas?

Definitions

1. Teacher attrition: According to Boe et al. (1993), teacher attrition was a component of
teacher turnover (i.e., changes in teacher status from year to year). Teacher turnover may
include teachers exiting the profession and teachers who change fields (i.e., special education
to general education) or schools.

2. Administrative support: School administrators work at every level of education. They may
direct programming, hire and supervise staff, manage budgets, and make decisions that affect
the academic community. Making policies and procedures and setting educational aims and
standards was the responsibility of an education administrator (Career Explorer, 2020).

3. Pedagogy: According to Tanglen (2018), pedagogy is the “art, science, or profession

of teaching, especially in education” (p. 257). This definition covers many aspects
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of teaching, but pedagogy also addresses studying teaching methods. There are many moving
parts to pedagogy, including teaching styles, feedback, and assessment (Tanglen, 2018).

4. Teacher working conditions: Together with the intrinsic benefits of teaching, working
conditions, which were shaped by factors such as salary range, compensation, bonuses, and
rewards; working time, staff-student ratios, good school leadership, infrastructure and
facilities, influence teachers’ satisfaction with the workplace, their tasks and the nature of the
job as well as teachers’ ability to do their work well and engage with students (OECD, 2020).

5. Compensation: The U.S. Department of Education (2020) defines teacher compensation as
more than just a salary; it is a valuable total package that includes salary, extra pay, benefits,
and pension. Combined, they were the single most significant expenditure in any school
organization.

Summary
The problem was schools in Southeast Texas were locally challenged with staffing issues
because of teacher shortages and other causes contributing to this shortage. The purpose of this
applied study was to solve the problem of teacher attrition at urban public schools in Southeast

Texas and to formulate a solution to address the issue. By researching the teaching profession

and how different factors contribute to their departure, researchers understand more about the

work environment, curriculum, lack of resources, and emotional environment. For example, the
actual work environment of an aging urban facility, lack of proper ventilation, and crowded
classrooms deter many from the teaching field (Tanglen, 2018). The curriculum changes often,
and this ability to grow and adapt to changes quickly affects some going into the profession of
teaching. Teachers need more simple school supplies and other fundamental resources to rethink

their positions or pay for items out of their pocket. Finally, teaching remains quite emotional, and
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its toll affects the tendencies of newer teachers. This research considers the efforts of educational
leaders at ten different urban schools in Southeast Texas as they seek to retain as many teachers

as possible each school year.
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CHAPTER TWO: LITERATURE REVIEW
Overview

The purpose of this applied study was to understand the problem of teacher attrition at
urban public schools in Southeast Texas and to formulate a solution to address the problem. The
problem was that schools in Southeast Texas were locally challenged with staffing issues both
because of teacher shortages and other causes contributing to this shortage. Furthermore, this
study investigates the teaching profession and how different factors contribute to their departure,
including work environment, curriculum, lack of resources, and emotional environment. A
systematic literature review explores the issues created because of teacher attrition and its effect
on students, remaining faculty, and administration across disciplines. This chapter reviewed the
current literature on learning theories, teacher retention, and teacher preparedness.

Additionally, this chapter presented the theories relevant to this study, such as Maslow’s
Hierarchy of Needs, Cognitive Learning Theory, Classical Testing Theory, Organizational
Theory, Behaviorism Learning Theory, Constructivism Learning Theory, Curriculum Theory,
and Connectivism Learning Theory, followed by a synthesis of recent literature regarding
teacher attrition in the achievement of long-term goals, educator impact and the emphasis placed
on them, and on student impact. Furthermore, the literature surrounding the factors that lead to
the development of testing stress is addressed. A gap in the literature was identified, presenting a
viable need for the current study on African American contributions to the field of education and
how their studies were currently not reflected in educator training. This research established the

need to continue studying teacher retention at urban schools throughout Southeast Texas.
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Theoretical Framework

The theoretical framework encompassed seven theories and their sub-theories, and it
discussed at length how the literature relates to teacher retention and its effects on students,
faculty, and administrators in urban schools of Southeast Texas. These theories consist of
Maslow’s Hierarchy of Needs, Cognitive Learning Theory, Classical Testing Theory,
Organizational Theory, Behaviorism Learning Theory, Constructivism Learning Theory,
Curriculum Theory, and Connectivism Learning Theory. Finally, John Dewey was introduced
and studied for his contribution to the education field concerning teachers, administrators, and
community involvement.
Maslow’s Hierarchy of Needs

Humanistic psychologist Abraham Maslow created a pyramid of basic human needs in
the mid-1950s that shows how humans move by motivation through tiers or levels based on the
support received both consciously and subconsciously (Maslow, 1954). Since its creation, this
five-level hierarchy has demonstrated growth by observing the development of students (Freitas
& Leonard, 2011). Maslow’s Hierarchy of Needs theory remains relevant in today’s classroom
as well as in a school’s social setting where the lower-order needs may be linked to
organizational culture (Upadhyaya, 2014) found when a new administrator aligned himself with
achieving the tiers of Maslow’s theory, his rural non-achieving school soon turned around after
first focusing on the physiological needs of the students, and now we're working within the
esteem stage of the hierarchy. While motivation is the most critical factor in teaching, Iwu et al.
(2017) suggested that salary, career opportunities, and responsibilities dominate those in
decision-making capacities. Meanwhile, Upadhyaya (2014) focused on improving student

achievement and the school's culture within an impoverished community. Despite some of the
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working conditions that work against this type of school in its rural location, Daniel et al. (2016)
demonstrate that their school excels at most accountability measures simply by following the
Hierarchy of Needs established by Maslow, with each stage dependent on the prior state and its
successful completion.

Stages

Since its creation, many interpretations of the theory have perforated the education
profession. The beginning stage of Maslow’s theory concerns the physiological stage, which
contains aspects required for human survival. As Tripathi and Moakumla (2018) researched,
through Maslow’s stages, humans must feel secure in finding food, water, and shelter. Liu and
Grunert (2020) also researched how this topic relates to education by demonstrating that if
students fear not eating or not having a home to return to after school, their minds remain
focused on those essentials and cannot learn new material until those basic needs are met.

Once the essential life-giving stage meets the criteria, the next stage involves security and
safety, such as good health, job security, a stable schedule, and removing threats of danger
(Bland & DeRobertis, 2020). The next stage concerns the love stage, according to Maslow’s
hierarchy. This involves receiving love from others and the ability to give love to others
according to (Shili, 2008). The penultimate stage remains in finding one’s self-esteem, where a
human earns respect from others, and the esteem felt by this stage leads to self-efficacy and self-
confidence (Bland & DeRobertis, 2020). The last stage, or self-actualization, remains highly
theoretical and individually based on one’s self-assessment and the fulfillment of being one’s
best self (McDonald et al., 2018). By applying these stages to those of teachers, Robbins and
Judge (2009) found that in combination with the social needs of people, schools follow the same

sort of hierarchy for students, especially students of lower-income families. No current studies
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have used Maslow’s hierarchy of needs, but the theories were present in schools where
improvements can be found (Polit & Beck, 2010).
Characteristics of Successful Schools

Several themes were found within highly successful schools, including curriculum and
high-quality instruction, professional development, organization of network and resources, using
data to drive instruction, and creating positive community and school relationships (Bland &
DeRobertis, 2020). The support systems demonstrated by Maslow’s hierarchy of needs may be
more important than any other aspect of education, especially for low-income and rural schools
(Fisher & Crawford, 2020). Using the hierarchy as a conceptual framework, Milheim (2012)
discusses the student experience from basic needs to the goal of self-actualization by
recommending factors relating to technology and other digital network tools. Noltemeyer et al.
(2021) also found that with parental involvement with volunteerism and parents actively
participating in what programs the schools offer, schools tend to perform better overall,
especially impoverished ones. These programs could include free meals that feed children of
lower-income families and provide the sustenance needed for a child to learn without worrying
about their next meal (Noltemeyer et al., 2021).
Related Student Issues

According to Kamenetz (2015), as students enter school, administrations begin limiting
learning and development so that math, science, skills in reading, and history become subjects to
be tested and graded. Additionally, the expectation of students developing skills on a
predetermined timetable remains legislated. However, those aspects of the human body, such as
social, spiritual, emotional, physical, and creative development, become extracurricular,

marginal, or even remedial pursuits (Satterlee & Matuska, 2018). Furthermore, Milheim (2012)
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also suggested using Maslow’s Hierarchy of Needs as a model for designing and delivering
courses that respond appropriately to cultivate a more satisfying learning experience. Even

though Maslow did not create the hierarchy specifically for the field of education, Milheim
(2012) further discussed that this model should underpin future research to determine how

individual student’s needs were being met.

Another issue that Maslow’s hierarchy of Needs seeks to understand is the relationship
between intelligence and creativity with lower versus higher motives (Neubauer & Martskvisvili,
2018). In this research, Neubauer and Martskvisvili (2018) discuss how intelligence relates to the
lower hierarchy, from which creativity develops through the brain's cognitive abilities. Creativity
is essential to self-esteem and self-actualization (Neubauer & Martskvisvili, 2018). This
creativity becomes part of the social economy of an individual and his environment that, when
developed, seeks to balance the old and the new changes within a societal context (Kim &
Sunderman, 2016). Furthermore, Freitas and Leonard (2011) discuss using Maslow's hierarchy
of needs as a framework for factors contributing to successful outcomes, which may assist in
identifying potential barriers and facilitators to successful academic performance.

A subsequent area of concern relates to the more recent research of Kim and Sunderman
(2016) on the problem that demonstrates how racially diverse and high-poverty schools remain at
an extreme disadvantage due to accountability required for all subgroups. Young Whan Choi,
Manager of Performance Assessments Oakland Unified School District in Oakland, California,
explains the following:

Too often, test designers rely on questions that assume background knowledge more

often held by White, middle-class students. It was not just that the designers have

unconscious racial bias; the standardized testing industry depends on these kinds of
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biased questions to create a wide range of scores (Procon, 2020, p. 3).

Furthermore, Congress expects the AYP to reflect equity across all subgroups regarding testing.
According to the current standards, if a school does not meet the 95% test participation rate or
one subgroup does not make the required target, it could be considered failing (Kim &
Sunderman, 2016). Kim and Sunderman (2016) only reflect the capabilities of some school
students individually and accurately. Therefore, according to Groth and Holbert (1969), more
positive gains could be ascertained if the educator clearly understands the hierarchy of needs to
progress in a more organic method.

The most critical aspect of Maslow’s Hierarchy of Needs includes reaching self-
realization and self-actualization. According to Melinda et al. (2019), self-actualization within
their research comes when all the basic needs of Maslow’s hierarchy are realized as an individual
becomes aware of what he/she can do. Building on the potential of human beings, Melinda et al.
(2019) suggest that humans fight for self-actualization by achieving more from their basic needs.
This input distinguishes the essential human characteristics that comply with reality from the
form of literature, demonstrating the expressions of an author who displays the human world
through imagination (Burks-Keeley & Brown, 2014). Regarding the focus of the research, self-
actualization, according to Teeuw (2015), emphasizes describing barriers, motivations, and
attitudes in self-actualization when an individual becomes fully functioning and open to new
experiences.

Cognitive Learning Theory

The cognitive learning theory takes into consideration how people think and seeks to find

an understanding of how learners might be affected by both external and internal factors. One

aspect of this theory reflects changes in the learning systems by incorporating online learning
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processes. A strong negative correlation was found between online learning and the ability of a
student to effectively study online courses, where students with higher online expertise were at
an advantage (Sweller, 2017). However, conceptual learning improved through continuous
online learning and studying (Sweller, 2017). Later, Hew (2016) found online courses were more
effective at retaining student engagement.

Furthermore, five aspects were discussed in positively reflecting online learning, and
discussions expanded through Hew (2016). Steinhoff et al. (2020) noted when preparing students
for exams, results were critical to generation learning. Furthermore, Steenhof et al. (2020)
demonstrate how problems before instruction influence the decision-making process, which
deepens the cognitive learning process. Those aspects include focusing on problem-oriented
courses that were given clearer explanations, passionate teachers willing to interact with
students, knowledge was expanded upon and shared among students and peers, student
involvement was imperative to the learning process, engaging students through online course
variety and variation of courses (Jarl et al., 2021).

McSparron et al. (2018) reflect on the cognitive learning theory process through different
ways in the educational experience by first establishing that students learn more by actively
participating rather than passively sitting and listening. Furthermore, Reynolds et al. (2017)
demonstrate the testing aspect and its effect on students' learning as they learn to be tested rather
than study without being tested. A simple example iterated in this study shows a teacher may
periodically pause and ask questions during a discussion that would further this form of learning
by later integrating a test (Powell & Bromley, 2015). Also, reviewing and revisiting with greater
intervals between events enhances knowledge and long-term retention of concepts (Hoy, 2012).

Also, as discussed by Hopkins et al. (2014), a vital part of learning through which students must
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be allowed to disseminate and approach new ideologies with their learning to build upon their
knowledge of a concept immediately after its introduction.
Classical Testing Theory

As the basis of the psychological assessment, the classical testing theory observes the
additive function of true terms and error scores (Himelfarb, 2022). As a primer on standardized
testing: History, measurement, classical, test theory, item response theory, and equating, Charles
Spearman of 1904 London understood there would always be errors when testing, but these
errors were random, and they could be indexed and correlated (Himelfarb, 2022). Classical
Testing Theory, through the study conducted by McDonough et al. (2016), implies that any
measurement was an inference, and most inferences were subject to errors. Classical testing
theory refers to any observation as a linear combination of accurate score and error (Huang et al.,
2020). Therefore, all tests could be understood as a combination of two hypothetical
components, according to Huang et al. (2020).

Another study regarding classical testing theory suggests advanced material be
introduced to students once they meet the standard for the content being assessed (LeBeau et al.,
2020). Furthermore, LeBeau et al. (2020) showed that testing should only enhance academic
studies and not hinder the student or the teacher. However, it tends to happen when it comes to
administrative evaluations based on student test scores. Testing for high achievers was another
way educational leaders differentiated instruction for gifted students (Gibbons & deGruy, 2019).
The classical testing theory assumes a test score obtains the correct number of responses in an
additive linear model with two random components (Beiser et al., 2016). The teachers of these
types of students should be highly trained professionals who meet the needs of gifted students by

differentiating the delivery and instruction of content materials. Gibbons et al. (2017) point out
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that testing theory can be controversial in the educational sector simply because it does not
consider students' testing abilities or teachers' instructional capabilities, only the pass or fail
capacity of the standardized test.

Organizational Theory

Classical or neo-classical theories consist of the structure of an organization and how the
people function concerning the remaining part of an organization (Jensen et al., 2017). From this
theory came the understanding that the authors’ academic disciplinary background was used to
direct a more effective use of teacher hiring within the school community. For example, during
the Industrial Revolution in the late 1800s and early 1900s, Max Weber introduced the modern
concepts of organizational theory (Baum & Haveman, 2020). Henri Fayol, in the early 1900s,
was credited with identifying strategic planning, recruitment of staff, motivation for employees,
and important management functions (Deming & Figlio, 2016). Fredrick W. Taylor wrote
Principals of Scientific Management, outlining his theories about American factory floors. He
was credited with defining the role of training, employee selection, work standards, and wage
incentives within organizational performance (Baum & Haveman, 2020).

Organizational Theory primarily concerns the formal structure of an organization, as in
this case, with urban area public schools. Within the structure, organizational theory concerns the
best way to divide the tasks, how these tasks fall together into departments, and how best to
understand the coordination problem (Murnane, 2013). Furthermore, research demonstrates how
these theories detail the grouped activities assigned to people and how authority establishes their
business relationships. The study further indicates that this development of relationships was
attributed to the retention of teachers because of the creation of a feeling of acceptance as part of

an organization (Baum & Haveman, 2020). Neal (2013) takes it one step further by
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demonstrating how the neo-classical theory considers the people employed by the organization
and how their behavior is a part of the system. The research further details how retaining
teachers comes from the lack of relationships within an organization and its inconsistencies, such
as those demonstrated by certain urban schools in Southeast Texas and around the country.

Max Weber

According to Weber (1904), the only way to change racial and ethnic relations was a
charismatic authority empowered to give orders that were typically obeyed. A prominent theorist
in the field of sociology, Max Weber (1904), contributed many works to the study alongside Karl
Marx and Emile Durkheim (Rao & Singh, 2018). Marx was considered a German predecessor,
while Durkheim was a contemporary living in neighboring France (Rao & Singh, 2018). Rao and
Singh (2018) discuss how all three of these gentlemen were significant contributors to sociology
and brought different perspectives on structure and change in society.

Weber’s first interests reside in religion and politics, which were his primary interests
(Parsons, 2020). When considering Weber’s personal history and intellectual life, it remains vital
to understand his upbringing and those influences on his studies. Rao and Singh (2018) highlight
Weber’s interests coming from his ascetic mother, which drove his interest in religion, while his
political query came from his father’s intense involvement among the political elite in Germany.
However, ordoliberal concepts shaped the unique inter- and post-war environments in Germany.
Ultimately, Weber dedicated himself to the study of politics and became the founder of the
German Democratic Party, only to become disillusioned with the emerging culture of the newly
formed political party (Weber, 1904). Weber introduced this variant of ordo liberalism into the
widespread academic debate (Oakes, 2020). Rao and Singh (2018) discussed how Weber began

his quest into the structure of the modern educational system by focusing on leadership, power,
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and bureaucracy, all helping to formulate his contribution to The Protestant Ethic (1904).

Rao and Singh (2018) elaborated on how Weber’s work introduced the notion of the
middle class and its relationship with specific occupational and educational contexts. Another
study by Sugiyanto and Setiawan (2018) continued by describing how, although Weber’s
reference pertained primarily to nineteenth-century Europe, its relevance to today remains a
significant influence. Dold and Krieger (2020) continued Weber’s reflection by stating that the
logic of contradiction leads to the division of rational and irrational intellectual thought. Weber’s
discussion of the role of education in the foundations of capitalism maintains the role and nature
influencing the conditions of work that were mainly premised on education (Rao & Singh, 2018).
Most notable was Kolev’s (2018a) article discussing the intellectual relationship between Weber
and Fredrich Hayek. Kolev points to the similarities in economic sociology and neoliberal
political economy, beginning the foundations for studies into the connection between Weber and
ordinary thought. Gane (2012) dedicated a chapter to the study of Max Weber and found that he
had more significant influence than the Freiburg School of Economics. Meanwhile, McAdam et
al. (2018) discuss the nature of Weberian economics and the significance of the interplay
between economics and sociology by detailing how Weber recognized that individuals were
primarily motivated by material interests. This helped to frame Weber’s interdisciplinary
approach to understanding the significance of a collective identity (Oakes, 2020).

Henri Fayol

Although unknown in North America until the twentieth century, Henri Fayol introduced
his significant contributions to Europe, collectively Industrial and General Administration
(1929). Wren (2003) describes Fayol’s work as being introduced to management schools in the

late 1950s in the United States by stating: “I received my bachelor’s degree in 1954 at the
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University of Missouri and did not know of Henri Fayol’s work. Returning in the late 1950s for
my master’s degree, Henry Fayol was introduced in the history of management course that began
my study for management history” (p. 5). Wren (2003) describes the works of Fayol as a
description of management and their educational needs.

According to Wren (2003), Fayol described the functions of leaders and administrators,
such as those that lead schools. For example, Wren (2003) described managers, or principals, as
those engaged with the job. Still, leaders created a vision that aligned organizational and
individual goals and built coalitions that motivated and inspired. Suarez-Barraza and Miguel
Davila (2021) surmise that Fayol acknowledged leadership and management were not mutually
exclusive but necessary and complimentary. Fayol would stress the importance of management,
with administration today, being educated and how their education should reflect certain aspects
of leadership, including understanding labor relations (Suarez-Barraza & Miguel Davila, 2021).
Finally, Rodriguez et al. (2020) highlight the importance of using the Fayol framework to
improve management practices in the Hi-TEC industry, especially in the United States, by
staging projects as they emerge, demonstrating the process as a framework of reference.
Interprofessional Education

Interprofessional education (IPE) and learning occur when two or more students from the
same discipline learn about each other to improve effective learning (Reynolds et al., 2017). IPE
represents a new way of thinking about education as an innovative strategy and a value
proposition directed at high-quality education, according to Seymour et al. (2013). The
educational system could learn from this training system for its professionals at the most basic
level. For example, interprofessional education and learning in the healthcare system work to

prepare collaboration-ready practitioners with behaviors, skills, and knowledge from different
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backgrounds to work effectively with communities, caregivers, families, and patients to provide
quality care and meaningful outcomes for all those involved in a patient’s care (Shrader et al.,
2018). The proper development of faculty represents the key factor in supporting the success of
interpersonal education (Hall & Zierler, 2015). All and Zierler (2015) discussed a program that
combines small group activities, immersion experiences, and didactic presentations to build
interprofessional leadership skills. Coaching and peer learning activities proved to facilitate the
translation of skills to local interprofessional work (Mahoney et al., 2018). Stevens et al. (2013)
discussed the progress in their study, stating that “Most of the institutions described a process of
building this vision and commitment through initially smaller IPE projects that expanded in
scope and complexity over time” (p.4).

In conjunction, Reynolds et al. (2017) pointed out that core competencies were created
with the patient in mind, including the following: teams and teamwork, values and ethics,
interprofessional communication, and roles and responsibilities. O’Connell et al. (2021)
discussed how positive student experiences decreased errors, and most agreed that overall
collaboration should continue. Teams create a better learning environment and improve grades
(Will etal., 2019). In conjunction, Drude et al. (2019) discussed the generalization of
organizational learning and how it could be applied to theoretical and applied research through
technical training and a comprehensive curriculum including a broad range of skill-based
competencies. Furthermore, Reeves et al. (2017) indicated that using an organizational model
can target specific areas of research and interventions to assist with organizational learning and
practices.

Behaviorism Learning Theory

Clark (2018) described learning as gaining knowledge through teaching, study,
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instruction, or experience. Dating back to the late 19" and early 20" centuries, John Watson
introduced behaviorism as a form of psychological learning adapting as an actual science
because of its involvement in the process of objective observation and scientific measurement,
which then became central to the work of behaviorists (Pritchard, 2014). Behaviorism learning
theory suggests that students learn from their environment and interact with the external factors
surrounding them. Behaviorism remains the basis of psychology, and its importance lies in how
the study may be observed and quantified (Inkankul, 2016). According to Ertmer and Newby
(2013), learning may occur intentionally and unintentionally, depending on an individual's
environment. Since public schools were considered formal education, the deliberateness with
which one learns remains based on the teaching environment and knowledge exposure
(Campbell et al., 2020). Additionally, Inkankul (2016) stated, “The main objective of formal
education was for students to gain knowledge and material-moral values by the community in
their current and future lives” (p. 1540).

Behaviorism learning theory was further broken down into the social learning theory and
the experiential learning theory. In 1930, Vygotsky wrote Pedagogical Psychology, which
presented the idea of a pupil being a reacting apparatus in education (DeVries, 2000).
Furthermore, DeVries (2000) discussed how the argument continued until almost four years
before his death when Vygotsky presented the conditioned reflex as a prime psychological tool
or instrument. Vygotsky (1930) stated, “The whole composition of the instrumental act can,
without exception, be reduced to a system of stimulus-response connections” (p. 140). He
defended the idea that “All human behavior ‘finds its origin in reactions to stimuli coming from
the external world” and relied “heavily on Pavlov's theory of the conditional reflexes” (p. 151).

DeVries (2000) claimed Vygotsky was more of a constructivist than a behaviorist, as evidenced
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by Vygotsky (1930) himself:

Any new cultural experience does not simply come from outside, independently of the

organism’s state at a given development point. The fact was that the organism that was

mastering external influences mastered several forms of behavior or assimilated these

forms depending on its level of mental development to these external materials were

reprocessed and assimilated in the organism (p. 169).
In that same year, Vygotsky (1930) also said that “the psychological tool alters the entire flow
and structure of mental functions” (p. 137). Moreover, Vygotsky called the psychological tool a
‘construction’ (p. 137). Most importantly, Vygotsky (1930) wrote about how development was a
transformation through action: “By acting on external nature and changing it, they also change
their nature and act on it at the same time” (p. 140).
Social Learning Theory

Founded by Albert Bandura in the early 1960s, Social Learning Theory focuses on how a
student behaves after observing a taught and desired behavior (Chuang, 2021). For example, a
student observes another student politely requesting permission from the teacher to use the
restroom. Bandura (1977) found this observation adds to the knowledge of the student observing
this interaction, and learning occurs when they see how their action should occur in certain
situations (Chuang, 2021). Lui et al. (2020) further examined these same social learning theories
within the adult learner setting, which in this study pertains to the teacher or administrator of
each urban school. Adults in modern organizations must continually practice professional
development to develop and ensure a robust talent pool within a school or intensify their
engagement in modeled behaviors (Myers, 2018).

Continual education and training provide a pipeline filled with promising future leaders,
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which Erev and Roth (2014) found most effective and influential by how well the instructors
applied learning theories and principles into practice using experience and guidance from
socialization. Liu et al. (2020) further pointed out that social learning theories involve social
interactions and human relations when dealing with adult learning in business practices and
intervention efforts. Globalization, according to Frone (2013), creates a new need for an
organization to link development and education to strategy, which suggests that virtually all
learning phenomena result from direct experiences.
Experiential Learning Theory

Kolb (1984) developed experiential learning theory by viewing learning as a process in
which knowledge is created through experience transformation. Lisko and O’Dell (2010)
discussed Kolb’s theory as a continuous process of transforming experiences into existing
cognitive frameworks, possibly changing how a person behaves and thinks. Through experiential
learning theory, a student learns by doing. Furthermore, students were encouraged to learn
through experiences that helped them recall and retain information (Murgu et al., 2018). The
shift toward experiential learning involves teachers moving towards a more action-based
learning process (Canboy et al., 2016). Kolb’s theory further demonstrates how transferring the
type of learning from curriculum-based to student-centered brings about a more positive
awareness of the learning process (Mullon et al., 2017). Consequentially, the student uses
projects designed to stimulate learning through hands-on practice with the material and by asking
questions that further reflect their depth of learning (Mullon et al., 2017).

Furthermore, Smith (2011) discussed how diversity plays a role in student education by
exposing clear linkages between diversity rationales and organizational learning. Cincera et al.

(2020) review the relationship between teachers’ beliefs and practices regarding content area and
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the learning environment. Subsequently, Fives and Gill (2014) examined how diversity curricula
addressed understanding and appreciated social discords, but it still turned out to be a one-sided
approach to guiding diversity education. Despite the best intentions, trainees of diversity
education seem only to receive half of the story of diversity, which tends to be the story of “the
other” (Smith, 2011, p. 2). According to Forbes and Zint (2011), Experiential Learning Theory
provides a model for individual learning by resolving two dialectic processes: the intake of the
information (prehension) and the utilization of that information (transformation). In the latter,
transformation involves the reflection of alternate meanings and perspectives as it applies to the
learning process and the teachers’ pre-formed beliefs. (Clayton et al., 2014).
Constructivism Learning Theory

Constructivism learning theory concludes that students learn by adding to their previous
experiences, creating knowledge that remains unique. Wu et al. (2013) reflect on how training
systems and concept forms changed the pace of teaching, making a highly rewarding investment
into a workable learning model. Clark (2018) examined constructivism and how it closely
resembles the cognitivism learning theory. According to Clark (2018), constructivism was a
learner-based system that emphasizes and focuses on the learning perceptions that differ from
one learner to the next and how they connect new information to existing information. Padirayon
et al. (2019) also point out that this form of development requires students to discover facts and
relationships for themselves, and instructors provide information for students to construct the
content collaboratively. One example would be computer-based gaming, where students spent
more time finishing an activity and were more likely to show a significant transformation in
learning (Padirayon et al., 2019). Olusegun (2015) further iterated this form of learning creates

positive social interactions to assist learners in finding deeper meaning in new information
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presented to them. De Simone (2016) postulated that social interaction completes knowledge
growth when led by an older adult, coach, or teacher with a greater understanding of the content
than the learner.

As education becomes more complex, so does the importance of understanding various
types of training for professionals, such as teachers and administrators. The types of training
included in a constructivist study were high-fidelity simulation, case studies, and small group
discussions, where Bianchi et al. (2021) bring to light how intrapersonal training of this type
facilitates and enhances teamwork. The study also showed that when professionals from different
backgrounds were brought together, they demonstrate improvements in learning interactively
(Bianchi et al., 2021). Gopnik and Wellman (2012) pointed out the structure, coherence, and
abstractness of different representations of learning, which also demonstrated that unless the
training was consistent and ongoing, and despite the strengths in opportunities, work often goes
fragmented and progress halts. Therefore, consistency remains key to forward progress and
growth in interprofessional relationships for reviewing and synthesizing empirical work of new
theoretical ideas (Schulz et al., 2007).

Curriculum Theory

Miller (2011) discussed four common schools of thought in the curriculum arena, which
consist of linear, holistic, laissez-faire, and critical theorist approaches, therefore offering a
glimpse at a possible explanation for behavior and where generalizations omit certain people.
The Curriculum Theory was considered a formal course of study that students complete, which
was organized around predetermined subject matter in classes that students must pass to graduate
(Miller, 2011) creating the curriculum theory, Dewey (1916) felt that curriculum should

ultimately produce students who would be able to deal with and work effectively in the world
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today. Dewey’s theory used four instincts to describe behavior as social, artistic, expressive, and
constructive (Miller, 2011).

Dewey’s work, Democracy and Education (1916), focused on the student experience,
learning, and growth (Beckett, 2016). From this study, Beckett (2016) emphasized how Dewey
further focused on the student experience within the framework of the teacher element of being
the conservative factor, far from the progressive student factor. Norman et al. (2012) advocated
for more theory-based reductionist research to better understand learning mechanisms and
stipulated that education was better than no education. Issa et al. (2013) discussed the cognitive
load and how the focus was designed to result in a theory that has become a standard perspective
on presentations on learning. Beckett (2016) further discusses how Dewey influenced education
on a global scale from a progressive point of view in the sense that he wanted to transform
society and advance knowledge. Meanwhile, Norman et al. (2012) show research into a
revolution involving some of the best-known educational and cognitive psychologists, such as
Richard Mayer (University of California, Santa Barbara), Robert Bjork (University of California,
Los Angeles), and Henry Roediger (Washington University).

In the first six chapters of Democracy and Education, where Dewey (1916) discusses
education ‘as it may exist in any social group’ (p. 81), Dewey presents his analysis of the
concept of education. The key points were as follows:

Q) ‘Education, and education alone’ was the means of social renewal (p. 3).

(i) Education involves adults communicating their life experience to the young in the

context of shared activities (p. 8).
(i) Adults direct the natural tendencies of the young, but direction was internal to the

activities they share; it was not imposed (p. 26).



35

(iv)  The immaturity of the young was not ‘mere lack’ but ‘designates a positive force

or ability—the power to grow’ (p. 42, emphasis in original).

(V) Growth was ‘a constant reorganizing and reconstructing of experience’ (p. 76).

(vi)  Growth was limited and distorted when education was identified with preparation

for the future, with ‘unfolding of latent powers toward a definite goal’ (p. 56), or
with formal discipline.

(vii)  Education was teacher-centered and child-centered: while adults focus on

‘accommodating the future to the past,” the young use the past ‘for a resource in a

developing future’ (p. 79).

(viii)  Finally, ‘the reconstruction of experience may be social as well as personal’ (p.

79). Education maintains ‘established custom,’ eliminates ‘obvious social evils,’

and was ‘a constructive agency of improving society’ (p. 79).
Dewey concludes his analysis of the concept of education with a technical definition. Education
was ‘that reconstruction or reorganization of experience which adds to the meaning of
experience, and which increases the ability to direct the course of subsequent experience’ (p. 76).
Given this definition, educational activity can be separated from ‘routine activity,” in which a
new meaning was impossible, and from ‘capricious activity’ (p. 77), in which new meaning,
though possible, was ignored or neglected.

Curriculum Theory involves most scholars who recognize this theory because it
encompasses a body of knowledge to be learned effectively. This theory also applies to other
crucial aspects of the curriculum because it entails the selection of knowledge and transmission,
or teaching, according to (Cook et al., 2010). Therefore, all content was considered pedagogical

and goes through a structure of knowledge that implicates a given curriculum and was
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understood as a form of knowledge that may be presented as subject matter (Cook et al., 2012).
Additionally, Anderson et al. (2016) found that curriculum theory remains important to
understanding how the conceptual framework takes an important step in relating to professional
training. This study by Anderson et al. (2016) found reporting on a localized curriculum design
and its impact formed psychosocial as well as learning theories. By enhancing the learning
process, Mayer (2010) discussed how applying science to medical school education keeps
students engaged. By highlighting the challenges that van Merri€enboer and Sweller (2010)
contemplated in their study concerning student experiences as well as the facilitators’ abilities to
understand the learning practice, the research found new experiences lead to informed evaluation
models, which Anderson et al. (2016) then found more interactive processes for students and
administrators.
Connectivism Learning Theory

One of the newest learning theories, connectivism learning theory, focuses on how people
learn and grow in their knowledge from making connections, and these connections greatly
influence their learning. Considering how people connect to each other globally using
technology, connectivism learning theory details the extent to which learning continues the
process of communication and the need for professional training (Thomas & Rogers, 2020). The
COVID-19 pandemic of 2019-2021 threw everyone onto the global front, with education taking
the brunt of the situation. Al Maawali (2022) detailed how connectivism used global learning to
connect to human learning by understanding the challenges of increased remote education due to
the COVID-19 pandemic. Furthermore, Thomas and Rogers (2020) concluded in their research
on connectivism and how technological advancements was increasingly combined with student-

directed learning across the globe. By acknowledging the gap between digital learning and the
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field of leadership development and theory, Aksal et al. (2013) discussed how classrooms at
various levels of education should be willing to take risks and embrace new learning
technologies with a relevance more prevalent than before. Additionally, Utecht and Keller (2019)
discussed how technology can cater to student needs while creating effective directions for
learning.
Related Literature

This next section reflected on the advantages, disadvantages, and challenges facing the
education profession. By appropriately addressing these categories, the research moves into the
realm of viability in demonstrating the depth of involvement by educators both with students and
in their communities.
Advantages

Within a more advanced society, quicker training results in technological advances were
generally cognitively processed as more advanced today (Erduran et al., 2020). Generally, this
refers to the accessibility to professional development with more control of the learning process,
a large-scale distribution of knowledge, and a gradual advancement of sophisticated technologies
(Erduran et al., 2020). Since there was no socioeconomic barrier in which electronic learning
becomes available, teachers must adjust for all grades and levels of learning regardless of
socioeconomic background (Garcia-Carrion et al., 2020). This adjustment phase causes stress for
teachers, contributing to a major factor in teacher attrition. Without a support group for this
adjustment, teachers feel abandoned and soon leave the profession altogether.

Advantages to the discussion of teacher retention include the use of professional
development regularly. The induction and retention of teachers remain the wide-scope focus for

many schools with diverse countries analyzing the mechanisms explaining the difficulties
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experienced by new teachers (Garcia-Carrion et al., 2020). Some suggestions towards the issue
have been made to make professional development an ongoing process and extend from the first
year into the first three years of employment as well as to diminish the total number of class time
hours for first-year teachers (Daniel et al., 2016).

Disadvantages

Highly interactive situations and internet fatigue may occur for new teachers (Kim &
Sunderman, 2016). Another disadvantage remains the absence of support for today’s virtual
teachers. Several feedback difficulties exist in teacher attrition via virtual technology (Park,
2020). Simultaneously, this learning process isolates teachers on all levels due to the format.
This process, in turn, creates an inability to connect to others because of the isolation caused by
the teaching environment (Nigar, 2020). Finally, a growing concern exists for expanding the
understanding of collaboration in writing using skills or knowledge based on social and cognitive
interactions (Bolton & Delderfield, 2018).

Goldhaber et al. (2019) mention that disadvantaged students retain less qualified, less
experienced teachers than their advantaged peers. Teachers create a major impact on students'
lives, so teacher effectiveness should be measured. One study showed effective teachers can
impact student lives more than just in the classroom (LeBeau et al., 2020). Those students
experiencing difficulties could suffer under classroom pressure or be lifted to excel by an
effective teacher. Teacher attrition then shows how the entire educational experience suffers
without effective and experienced teachers over the course of time.

Challenges
Teachers face many educational challenges in the industry. There is an inability to

interpret students' non-verbal cues during testing by students, teachers, and administration (Dart
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et al., 2016). However, the need for sustained student effort and student engagement with
teachers still exists. There also exists a need for learner motivation by students, not for lack of
trying by teachers. This was called cultural resistance of students, and it could influence learning
ability because of the major resistance to change by students (Dart et al., 2016). Another study
by Sewell et al. (2019) inferred that teachers with more than five years of experience adapt better
than novice teachers even though the content matter remains the same. Experienced teachers
show greater insight into learning challenges and teaching strategies (Sewell et al., 2019).
Students in Poverty

The literature discovers more conducive mechanisms favoring the induction process,
especially to support those teachers who join schools serving students living in poverty (Garcia-
Carrién et al., 2020). “Unfortunately, exposure to multiple poverty-related risks increases the
odds that children will demonstrate increased emotional dysregulation, fewer social skills, less
teacher/parent involvement, and more conduct problems” (Webster-Stratton et al., 2008, p. 238).
This source also identifies interventions offered to disadvantaged populations and how schools
should effectively train teachers in classroom management methods to improve school readiness
in impoverished populations (Webster-Stratton et al., 2008). Findings from Hanjani (2019)
discussed two main features of the school model that facilitate teacher induction: the dialogic
approach to teachers’ professional development and the participation of community and family
members that operate as a pedagogical resource. Additionally, Dobson and Stephenson (2017)
examined culturally diverse schools, demonstrating issues needing to be addressed with ongoing

professional development and training for the induction of new and veteran teachers.
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Socioeconomic Status (SES)

In seeking to explain the social class gap of relevance, the difference lies in teaching
methods across the same class but of different socio-economic classes (Kwan & Wong, 2016).
This new accommodation came about with the idea of parental involvement to encourage a better
understanding of the curriculum and for parents to relate better with teachers (Kwan & Wong,
2016). Morgan and Hoffman (2018) discussed how parents with higher socioeconomic status
(SES), or better financial means tend to participate more in a student’s education and school
activities. Many administrators believe parental involvement would enhance the student
experience and encourage it as a win-win situation (Kwan & Wong, 2016).

de Bruin (2021) discussed the differences in how the same subject taught at different
schools may be addressed differently due to the socioeconomic status of the families at the
schools. For example, Machery et al. (2017a) found that students from affluent neighborhoods
were given tasks to complete and research to find according to their topic, whereas
neighborhoods of lesser socioeconomic status or blue-collar working families were given more
rudimentary and simple facts about the same topic. Students of the latter type of school were
only required to sit and listen to the lectures, while the former schools were given more
complicated functions to work with and complete (Kim & Sunderman, 2016).

Correa et al. (2019) studied whether the effects of a family’s socioeconomic background
continue to influence education during individuals’ upper secondary education. While
Dietrichson et al. (2017) gave a possible explanation for achievement differences between low
and high socioeconomic status in that low SES might find it more inherently difficult due to
environmental factors that may be present. However, in contradiction, Dietrichson et al. (2017)

also demonstrated that genes accounted for nearly 50% of the variation in mental ability of high
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SES students, indicating that even though negligible, those students classified as low SES were
not reaching their full cognitive potential.
Parental Involvement

Parental involvement remains an ongoing issue and challenge within struggling schools
overall. Critiques argue how middle-class families use their resources and social standing to
influence their children’s choices in education (Lilliedahl, 2021). The sociology of parental
involvement in a child’s education was ongoing and continual due to the evolution of the
education marketplace in organizing out-of-school activities. Yulianti et al. (2021) found policies
involving educational choice often contribute to the reconstruction of social stratification drawn
by extracurricular activities. Furthermore, Dotterer and Wehrspann (2016) found considerable
relationships created between parental involvement in extracurricular activities and the
preferences and expectations they base their choices on these activities for their children.
However, Deslandes et al. (2015) identified issues of communication and collaboration that
created tensions in teacher-parent relationships.
Critical Success Factors

Success was experienced by students, teachers, and administration with highly effective
training. The students' adaptability remains the most important aspect of the testing environment
(Chen, 2020). This affects the motivation and autonomy of students during the testing period.
Reliable technology was needed for teachers and administrators in the grading system to
continue success. The use of teacher teams remains a new concept in education, and although
being touted as highly effective, resistance to change in the classroom continues (Reynolds et al.,
2017). As teaching organizations transition and develop into learning organizations, there remain

barriers to address. Reynolds et al. (2017) explained that the tendency remains to address
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problems with first-order problem-solving and leave underlying problems, such as those found in
administration and the classroom, unresolved. Byun et al. (2012) researched this issue at great
length and suggested instead of treating problems as symptoms and failures, viewing these as
sources of learning instead of frustrations. Cheung and Pomerantz (2012) further demonstrated
problems becoming issues going unresolved and becoming treated as personal failures with
defensive routines being developed instead of viewing the failure as an opportunity for learning.

Epstein (2010) discuss how online education has generated excitement for those both
inside education as well as those outside the industry. By expanding their access, Daniel et al.
(2016) explained how online education offers opportunities to transform learning delivery and
provide learning to new audiences. For example, the academic calendar for most working
individuals with family obligations has not met their learning needs (de Bruine et al., 2014).
Additionally, Evans (2013) discussed the need for bricks-and-mortar institutions to balance their
populations because university facilities cannot accommodate many more in-person students. As
emerging market opportunities present themselves through online education, Gastaldi et al.
(2015) found that more educational facilities hope to generate significant revenue. As an
incentive for higher education, secondary educators seek to use the technology that was now
readily available and more user-friendly (Gastaldi et al., 2015).
Studies Examined

New technologies have transformed the American education classroom since the
beginning of the twenty-first century. Teachers should respond to changes and Dewey’s
relevance remains just as important as it was a century ago with the teacher becoming the new
social learners (Beckett, 2016). Teachers routinely use smartboards now that classrooms were

internet hotspots. Teachers enrich instruction and demonstrations with smartboards and new
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technologies. Ninkovic and Floric (2018) discussed the need for teacher-student relationships
and how, even with technological advancements, aspects remain the same as they did when
Dewey proposed his educational prospectus. As technology advances, so must the educational
capacity increase to reflect those advances by introducing new active learning methods (Park,
2020). With the use of technology, students respond differently to various teaching methods. For
example, Avsec and Szewczyk-Zakrzewska (2017) explained that learning occurs when students
were taught in the way most respond to their own learning style. Therefore, as Avsec and
Szewczyk-Zakrzewska (2017) research shows, learning styles serve as an instructional tool,
carefully considered in secondary education, and should advance achievements in technology
and design education. Technological literacy (TL) remains the main achievement with great
importance given to studies of technology and engineering (Murray et al., 2015).

Erduran et al. (2020) found through the success of testing and the evaluation of learning,
student perceptions of the tests determined the success rates. Subsequently, the role of
administrators influence directly impacts student learning. This research was unique because it
studies urban school districts in Texas to determine how teacher attrition affects both wealthy as
well as socio-economically challenged students alike. Goshin et al. (2021c) determined that the
goal should help understand teacher attrition's impact on administrators, teachers, and students.
Unlike other research, this study investigated the administration, and the impact teacher attrition
takes emotionally, physically, and psychologically (Chesters & Smith, 2015). Furthermore,
Ashbourne (2013) considers the impact of teacher attrition emotionally and physically on
students, all the while considering the impact teacher attrition attributes emotionally on student
performance.

Administrators must adhere to strict rules and guidelines established by the Federal
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Department of Education and enforced by the State Board of Education when handling and
administering standardized tests. Student performance results affect school ratings and,
ultimately, the occupation of the administrators as effective leaders (Sugiyanto & Setiawan,
2018). Therefore, student performance places more pressure on teachers since the administration
provides the evaluation based on test results, which further explains how test results determine
the success or failure rating of the school overall as an effective educational facility (Goshin &
Mertsalova, 2018a). Additionally, Stirrup et al. (2015) discussed how the test rates, as well as
performance evaluations of teachers by administrators, cause a great deal of teacher attrition.
Researchers and educators say that constant staffing turnover relates to lower student
achievement, primarily in lower-income areas of the community (Carpenter, 2019).

Sjodin and Roman (2018) discussed how teachers suffer from test fatigue and outside-of-
school pressure to teach students only the content being tested. Carpenter (2019) considers
extracurricular subjects such as music and sports activities that were not tested but add to an
overall education process. Furthermore, Carpenter (2019) showed that student test results explain
the effectiveness of a teacher, which in turn ranks their end-of-year performance reports. If
students suffer from test anxiety, their scores could spoil a teacher’s performance report.
Sugiyanto and Setiawan (2018) pointed out that students suffer from test fatigue and emotional
issues because of the pressure to perform well on standardized tests each year. The research
shows that some students suffer test anxiety and trouble concentrating, while others perform well
on regular classroom-style tests but suffer anxiety when it comes to high-stakes testing
(Sugiyanto & Setiawan, 2018).

As student teachers prepare for the real world, the teaching practicum constitutes the

most influential experience in teacher education (Bardach et al., 2021). Moreover, Ryan Dunn et
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al. (2016) detailed how the onset of the COVID-19 pandemic made face-to-face coaching more
difficult, further reinforcing the need for teacher education providers to search for alternatives to
replace traditional approaches. An online environment may present an intervention when
Bardach et al. (2021) compared a control group of student teachers working in an online
scenario, shedding light on the potential of an easy-to-implement classroom readiness that proves
beneficial for practice. For example, self-efficacy was found to augment positive emotions and
counteract negative emotions during the teaching practicum (Hascher & Hagenauer, 2016).
Cognitive classroom readiness was included to capture student teachers’ perceptions of the
knowledge and skills required to become a good teacher (Sieben & Lechner, 2019).
Relationship between Previous Research

Richard Peters remains a teacher-centered philosopher in the last century because, as
Beckett (2016) noted, Peters, like Dewey, recognizes the limitations of his point of view. In
Ethics and Education (1966), his major work, Peters states education was ‘the intentional
transmission of what was worthwhile, and he argues against practices that limit the value of
education to the transmission of facts and skills. Peters (1966) states that education “must also
have a body of knowledge and conceptual scheme to raise this above the level of disjointed
facts” (p. 30). Furthermore, Peters (1966) also argues against the then-resurgent, ““child-
centered’ revolt against this conception of education” (p. 35), saying though it “altered radically
the manner of education,” it also “glossed over the matter of education” (p. 36). Peters (1966)
immediately goes on to give a synthetic sketch of education which places teacher transmissions
in the context of students being initiated into worthwhile modes of thought and awareness, and

he says that “the process of initiation into such modes ... was the process of education” (p. 51).
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Liberatory Education

Since Dewey, Freire (1970) remains the most influential philosopher on education. In his
work, Pedagogy of the Oppressed (1970), Freire establishes what some deem as a liberatory
education versus a banking education, where education was dialogical, problem-posing, and
understood from a student’s worldview (Beckett, 2016). Freire (1970) insists education is always
directive, whereas liberatory education proposes that teachers and students become co-
investigators. According to Beckett (2016), the purpose of education for Dewey was to renew
society, while for Freire, it means to liberate education from oppression. However, Beckett
(2016) further demonstrates that Dewey emphasized what students can learn, while Freire
emphasized what students believe and were capable of unlearning. While Beckett (2016) showed
that both Dewey and Freire emphasized learning or unlearning, both were always involved in
education. Beckett (2016) further emphasizes all students must learn and unlearn as well as teach
this process of learning/unlearning depending on the positions from which they started.
Unintended Consequences

Au (2007) shows the effects that high stakes standardized testing has on all aspects of an
educational facility. Begin and Hoang (2014) demonstrated an unintended consequence of a no
child left behind or failing school designation. The unintended consequences of poorly
performing schools and the impact on the community due to poor results on standardized tests
may cause a school to close or home values in the area to decrease (Bogin & Nguyen-Hoang,
2014). Chen (2020) discusses the major challenges, which include dealing with the teacher
attrition process, equity in testing environments, and the overall impact of teacher attrition on all

participants. Teachers highly impact the performance of students and their pressure to perform
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positively. Meanwhile, the administration remains under pressure, placing pressure on teachers
and students to perform well on standardized tests and in the classroom (Konner, 2011).

Dart et al. (2016) assesses the accuracy of class-wide direct observation methods: Two
analyses using simulated and naturalistic data. Again, Dart et al. (2016) demonstrated while
observing students during tests, the related stress factor rises, and tension grows in performance
anxiety. According to El Nokali et al. (2010), parental involvement may have different
implications across periods of development, especially for bridging two basic concepts of
children’s development, such as home settings and school environments. During the period of
standardized testing, students experienced heightened stress levels both internally and externally,
resulting in internal self-awareness issues and a belief in their own ability to perform (Ashbourne
& Andres, 2015). Furthermore, Konner (2011) discussed how external factors such as parents
and teachers may affect performance in the classroom.

Erduran et al. (2020) showed an assessment of practical science in high-stakes
examinations offering a qualitative analysis of high-performing English-speaking countries.
Erduran et al. (2020) showed the impact that highly structured exams have on the school
environment, which affects all participants either directly or indirectly. Another discussion by
Polivanova (2015) directly showed the setup of the classroom, the hallway noise, and the facility
preparedness for standardized testing and, indirectly, through the behaviors of other students,
attitudes of faculty, and expectations set by administrators. Himelfarb (2022) applies the thought
process behind the classical test theory to assess the actual construction of the test and the
purpose of its questions. Further study by Williams and Kibowski (2016) shows tests may impact
the responses given simply by the structure of the test itself. For example, according to Goshin et

al. (2019c), the reading portion of the test was broken down into three sections, while another
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portion shows the math section was divided into computations without a calculator, and those
questions allow the use of a calculator.
Other Studies

Challenges presented by technology and overcoming computer literacy involved in
education were other issues. Learning how teachers and administration remain affected by virtual
and in-person students seems vital to this study (Michaud, 2019). Computer literacy takes into
consideration what was going on now in the classroom. Michaud (2019) discusses how this study
also takes into consideration the emotional and physical impact that teacher attrition has on the
administration, the teacher, and the student. Understanding the academic disciplinary
background to direct a more effective use of standardized testing within the school community
was detrimental. Jensen et al. (2017) supplied background research into understanding the impact
of teacher attrition on not only the school but also the community. Furthermore, this study shows
the impact and stress placed on teachers to teach for the benefit of the classroom and the
individual student. Therefore, if a student was disadvantaged, the pursuit of education remains
more difficult due to absences and the transitioning of schools due to poverty-related issues
(Carpenter, 2019).

Kamenetz (2015) details the overall impression that teacher attrition adds to schools from
an administrative point of view. Kamenetz (2015) also discusses how the impact on education
maintains a serious attitude toward attrition and the results that impact teachers and
administrators. Kim and Sunderman (2016) measure academic proficiency under the NCLB Act,
which demonstrates implications for educational equity. Since 2002, the NCLB act has set the
expectations that all students deserve an equal chance at an education (Kim & Sunderman,

2016). Because the NCLB Act puts accountability on the teacher, Beckett (2016) demonstrated



49

that teachers emphasize subject matter while operating without accountability. Meanwhile,
Kremer-Sadlik and Fatigante (2015) detailed how success undermines the teacher attrition
process while recognizing the effects of parental involvement on children’s learning and
achievement.

Shepard (2016) researched how the benefit of testing outweighs the negative aspects of
teacher attrition. Also, Shepard (2016) discusses how from past eras, such as in 1915, when
schools began to implement standardized tests until 2015, having gone through the NCLB Act
bureaucracy, the results remained more positive than negative. Wasserberg (2017) demonstrates
high-achieving African American elementary students' perspectives on teacher attrition and
stereotypes. Jennings (2018) also detailed new changes in Every Student Succeeds Act (ESSA)
of 2015, which followed the NCLB Act of 2001, and how bi-partisan Congress embraced
responsibility to help states provide programs and services for needy students but also boost
educational achievement across the board. Additionally, Camarota et al. (2017) acknowledge that
for the first time in history, more than half of the nation’s public schools consist of families from
low-income areas. Layton (2015) further recognizes the nation’s well-being depends on the
knowledge and skills of its educated workers; thus, this perspective provides more information
regarding the results of teacher attrition in an equitable environment.

Summary

The purpose of this applied study was to solve the problem of teacher attrition at urban
public schools in Southeast Texas and to formulate a solution to address the problem. The study
of teacher attrition evaluated the impact on urban schools in Southeast Texas and prove to be an
important study, both theoretical and practical. Even though student test scores provide a study

into performance expectations and the stress level suffered to achieve high standards.
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Theoretically, Maslow’s Hierarchy of Needs Theory, Cognitive Learning Theory, Classical
Testing Theory, Organizational Theory, Behaviorism Learning Theory, Constructivism Learning
Theory, Curriculum Theory, and Connectivism Learning Theory all apply to the teacher attrition
and teacher evaluation process in urban schools in Southeast, Texas and prove the impact of
teacher expectations on administrators, fellow teachers, and students. Further discussion was
made on how Dewey influenced education on a global scale from a progressive point of view in
that he wanted to transform society and advance knowledge.

Moreover, teacher attrition strains the administration, the faculty, and the students
through arduous labor and the stress of accurately proctoring and assessing all students on their
grade level. Standardized testing should not exist as the sole method for determining knowledge
and achievement, which was what happens now. In 2002, NCLB brought many issues and a
glimpse into the progress of educational programs in the United States. However, since 2015 and
ESSA has continued to apply pressure in the field of public education.

Subsequently, the 21%t-century classroom presents issues of its own concerning computer
literacy, equitable access to the Internet, and access to computers by lower-income families.
Schools provide places where libraries now provide computer assistance and books where
librarians were computer literate and teach common applications to students needing
understanding and enrichment courses in computer literacy. The common issues remain of equity
and equal distribution of materials to both students and educators alike. Teachers were taking
courses to keep up with the student population, especially in social media awareness, testing
equity, and computer literacy. Teacher retention remains the focus of urban public schools in

Southeast Texas, and the literature proves this theory.
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CHAPTER THREE: RESEARCH METHODS

Overview

The purpose of this applied study was to understand the problem of teacher attrition at
urban public schools in Southeast Texas and to formulate a solution to address the problem. The
problem was that schools in Southeast Texas were locally challenged with staffing issues both
because of teacher shortages and other causes contributing to this shortage. Furthermore, this
study observed the profession of teaching and how different factors contribute to their departure,
which include work environment, curriculum, lack of resources, and emotional environment.
After the execution of this research, the reader understood more comprehensively the impact of
teacher attrition on administration, faculty, and students at a public school district and learned of
alternative methods for determining teacher attrition.
Design

A multimethod research design was used for this applied study. Data analysis for each
method includes in-person requests from five administrators for interviews, creating a focus
group of 10 current teachers, and collecting data from a quantitative survey given to 20 current
high school students. When interviewing the five administrators, the data collected was
compared among the principals. Next, the focus group of teachers explained the different reasons
for leaving the school or profession and discussed what they would like to see as a response from
school/district leadership. Finally, the surveys collected from the high school students were
evaluated on a quantifiable scale. As defined in Seawright (2016), multimethod research allows
an approach to inquiry involving collecting both guantitative and qualitative data, integrating the
two forms of data, and using distinct designs that may involve philosophical assumptions and

theoretical frameworks. Again, Seawright (2016) confirmed that this form of inquiry concerns
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the combination of qualitative and quantitative approaches and provides a more complete
understanding of a research problem rather than either approach. The purpose of this type of
research design is to demonstrate both the human aspect affected by teacher attrition as well as
the strain created by failing such a test, which may inadvertently cause the school to lose its
academic standing (Seawright, 2016). To gain a more complete picture of the research, George
(2021) recommended a multimethod research approach that combines elements of both
quantitative and qualitative research as it integrates the benefits of both methods. Taking more
profound measures to establish the impact of teacher attrition only shows how this country has
digressed in the education industry (Shepard, 2016). Furthermore, applying a multimethod study
enables the researcher to fully engross the audience in the research necessary to discuss the
impact that teacher attrition has on an individual student’s educational career (Seawright, 2016).

The first qualitative method utilized interviews conducted with five administrators to
determine the goal of this research of how teacher attrition unfolds and appears in a specific
setting, such as in an urban high school (Michaud, 2019). Additionally, Michaud (2019)
explained that this multimethod depicts this author not just as a keen, objective observer but
rather as a concerned educator involved in the process. Seawright (2016) explained the
importance of having administrators interviewed to discuss their role in teacher retention, ask for
their expectations, and understand better how they must adjust their environment for the
institution of education during the various times of each school year. Michaud (2019) also
surveyed teachers concerning how they order their classroom environment, how they justify
decisions, and how they determine if students comply with their demands.

The second qualitative method consisted of a focus group of 10 educators addressing how

they would assess and resolve the issue of teacher retention. Since this research seeks direction,
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explanation, and desires to develop an in-depth dialogue about teacher retention, a focus group
proved beneficial in understanding the thoughts, beliefs, and feelings of teachers experiencing
the impact of teacher attrition in Southeast Texas. This focus group consisted of 10 current
educators, with new and established teachers, as well as retired educators, to provide a broad yet
reflective point of view on the current trend causing teacher attrition. Utilizing a focus group
enables the researcher to open various opinions, which could lead to surprising conclusions.

The third study method consists of a quantitative survey completed by 20 teachers to
recognize their impact in the classroom on student success. A dimensional approach was
assessed using a Likert-type scale for respondents to indicate their level of agreement with
predefined statements (Scott et al., 2003). Since many people enjoy playing games, even in a
learning environment, the Teaching Games for Understanding (TGfU) approach was used and
examined against anticipated learning outcomes (Harvey et al., 2009).
Research Questions

Central Question: How can educational leaders solve the problem of teacher attrition at
urban schools in Southeast Texas?

Sub-question 1: How would five administrators in an interview solve the problem of
teacher attrition at urban schools in Southeast Texas?

Sub-question 2: How would a focus group of 10 teachers solve the problem of teacher
attrition at urban schools in Southeast Texas?

Sub-question 3: How would quantitative survey data from 20 teachers inform the

problem of determining teacher attrition at urban schools in Southeast Texas?
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Setting
The setting pertained to urban schools in Southeast Texas metropolitan areas. A

pseudonym was used to protect the location’s confidentiality. Geographically, this study
considers ten urban public schools in Southeast Texas ranging from communities of small,
urban developments of ten square miles to large community subdivisions encompassing 25-40
square miles. For example, leadership in one high school consists of one administrative
principal and four assistant principals per campus who serve as grade-level principals and
subject department supervisors (HISD, 2020). There was one associate principal who oversaw
advanced-level instruction and master scheduling per campus (SBISD, 2020). On Alpha and
Bravo campuses, an instructional specialist serves teachers with technical instruction and
provides professional development (SBISD, 2021). At Charlie High School, educators include
310 teachers for all core and elective subjects (SBISD, 2020). The student population in the
high schools in this region of Texas, such as Delta High School and Echo City High School
from each school district, ranges from 2400-3200 students, of whom one-third were considered
virtual for the 2020-2021 school year (HISD, 2020). The educational setting was chosen for this
study because one of the schools was the researcher’s place of employment as an AP World
History teacher and athletics coach.

Participants

The snowball sampling pool comprised five administrators selected for a one-on-one

interview, ten teachers in a focus group, and 20 teachers in a survey, as recommended by George
(2021). This sampling technique consists of where existing study subjects recruit future subjects

from among their acquaintances; therefore, this sample group was said to grow like a snowball

rolling down a hill (George, 2021). This collection method allows for studies to take place while
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also allowing the researcher to discover variables with rare characteristics (George, 2021). As
previously recommended in George (2021), the procedures included direct interviews taken with
five administrators participating in an interview, a focus group consisting of 10 teachers, and
surveys conducted with 20 teachers.
Administrators in an Interview

Boyd et al. (2009) explained that administrators play a major role in deciding whether a
teacher remains at a school. Therefore, five administrators were asked to reflect on their actions
before, during, and after the hiring process of teachers (George, 2021). Interviews were
conducted with the principal administrators at each of five random schools to understand their
role in the administration of their teachers during the hiring process, a typical school day, and
their involvement when a teacher decides to leave.
Teachers in a Focus Group

Teacher work experience and background characteristics greatly influence the retention
factor of teachers in the workplace (Boyd et al., 2009). Teachers with stronger qualifications, as
measured by their students’ end-of-course test scores and the competitiveness of their individual
undergraduate institution from which they received degrees, were more likely to leave teaching
(Boyd et al., 2009). However, teachers who were more effective, as measured by their students’
end-of-course test score gains in their classrooms, were less likely to leave teaching (Boyd et al.,
2009; Goldhaber et al., 2007; Hanushek et al., 2005). Ten teachers participated in a focus group
concerning their work experience and background characteristics, their evaluation of the support
provided by the administration, and the attitude of the students with whom they were directly

involved, as recommended by Seawright (2016).
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Teachers Taking a Survey

Research on the relationship between teacher retention and school characteristics has
focused primarily on measures of the school’s student composition. Schools with large
concentrations of low-income, nonwhite, and low-achieving students were the most likely to
experience high teacher turnover (Boyd et al., 2009; Carroll et al., 2000; Hanushek et al., 2005).
According to Seawright (2016), 20 teacher surveys were conducted to understand better the
relationships of teachers with their students as well as other school characteristics that determine
teacher retention.

The Researcher’s Role

The motivation for conducting this study consists of nine years of educating middle
school and high school students at urban public schools in Southeast Texas. Teacher attrition
concern was often both observed and expressed, but no real programs have been in place to
prevent this from reoccurring. Furthermore, this research must remain objective throughout the
educational process, but this was especially difficult because of how students handle the stress of
grades, time management, and parental pressure. The expectations remain extremely high at all
school districts in Southeast Texas for students to learn how to take tests and for teachers to
teach students to pass these end-of-year examinations. Severe consequences occur if students fail
the exams, as a teacher could be placed on probation and, therefore, must attend special training
during the summer and into the fall of the following school year (TEA, 2022). Too often, parents
of these failing students blame the teacher for the failure, so the stress for the educator increases
due to this factor as well. If students continue to fail the following year, the teacher could be let
go or given another subject to teach, provided he/she has the credentials to teach another subject

or subject level. Every year, it seems that a few teachers decide that the emotional drain simply
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deems them not worth the anxiety that standardized testing seems to cause, so they decide to
leave the school for another school, or another district, or even leave the professional altogether.
Some teachers readily adapt to the stress level and the event of end-of-course testing with the
expectation that they have prepared their students. However, stress levels still rise, and tensions
in schools increase as preparations are made for the end-of-course exams, including extensive
reviews for the students, and with administrators scrambling to prepare their facilities for ideal
testing conditions that comply with state regulations.

This multimethod approach remains appealing to the researcher who has instructed
students for over nine years but plans to advance into administration upon completing this
Doctorate degree. Since these urban schools were situated in Southeast Texas, acknowledgment
exists regarding the expectations for the administration and faculty to facilitate a well-thought-
out procedural plan. After witnessing students' reactions over the years during this end-of-year
testing season, one seeks to better understand the impact that teacher attrition has on
administrators, teachers, and students to become better administrators when the time comes to
lead a school or even a school district. This researcher tends to be sympathetic to the teacher’s
situation, which may show bias in the research. In addition, teachers surveyed may show a
personal preference to this researcher for their cooperation and participation in the surveys.
Procedures

Before the start of this research, approval was sought from Liberty University’s
Institutional Review Board (IRB). Permission from the IRB was obtained (see Appendix A for
the IRB checklist to be replaced by approval). Written permission to conduct the study was
obtained from the principal of the participating school (see Appendix B and C for permission

request letter and permissions). In the beginning, the researcher first completed CITI training,
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which, as of this writing, has been completed. Next, this researcher used the Liberty University
templates for the following items: Permission Request Letter; Recruitment Materials (Letters and
Emails); Consent Materials (Consent Forms; Instruments such as Interview Questions, Focus
Group Questions, and Survey Questions plus any other test assessment materials).

Data Collection and Analysis

For the purposes of this dissertation, the process of data collection and analysis included
conducting interviews with five campus administrators to best understand their role not only in a
school’s organization but also their contribution to the issue of teacher attrition and how they
deem progress toward stopping the exodus. Next, ten teachers were randomly selected for a
focus group to discuss the current issues in school that might make a teacher leave their position
or leave the profession of teaching altogether. Finally, a survey was given to 20 teachers from the
different urban public schools in the Southeast Texas region. The data collection process
consisted of five key stages.

First, the data solidified the need for this research by identifying what happened and
providing a descriptive analysis of the five administrators, which provided valuable research into
the educational industry. Next, once the data collection process begins, it involves internal and
external sources such as interviews, focus groups, and surveys but consists of qualitative and
quantitative scenarios. Since not all the data collected was useful, the next step was to clean up
the data and leave it ready for analysis by eliminating duplicates and erasing any spaces or
formatting errors. Then, with the help of statistical analysis, regressions, and text analysis, the
data reveal trends, correlations, and variations that helped answer the questions identified at the
beginning of this report. Finally, the results were interpreted, and a course of action was

developed based on the findings.
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Interviews
In a semi-structured approach, administrators were asked the exact same series of
questions in an interview to give suggestions concerning planning, hiring, and training to prevent
teacher attrition at urban schools in Southeast Texas. A narrative approach (Erlandson et al.
1993) was to conduct synchronous interviews face-to-face or via Zoom virtual meetings. All
interviews were transcribed for data analysis. Logistically, all interviews were conducted and
managed, recorded via audio recorder, or recorded via Zoom meetings. This data-collecting
strategy answered sub-question one of how administrators in an interview would solve the
problem of determining teacher planning and onboarding through other methods (Holbein &
Ladd, 2017).
Questions for Administrators
1. How do you prepare for the teacher training and onboarding each school year?
This question is the first question because it establishes a baseline for this research and
takes into consideration the thought process of the administrator (Holbein & Ladd, 2017).
2. How do you prepare the faculty and staff members to assist teacher retention?
This is an important question to establish the support and set of expectations by the
administrators for the rest of the staff. For example, professional development during the
summer months could prepare teachers to be better capable of making reviews of the
workplace. Administrators must understand the pressure placed on teachers and that
performance training can equip them with procedures for this time of preparation
(Holbein & Ladd, 2017).
3. Where do you receive most of your sources for your staff building?

It is important to understand whether principals rely on a teacher hiring source. Scholars
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recently argued that principal autonomy may have negative implications for districts and
schools, especially where principals have severely low access to qualified teachers,
according to Engel et al. (2017).

During the onboarding process, where do you, as administrator, fit into the hiring
process? This is an important question to ask because it places the administrator directly
in the position of the hiring process and depending on his/her involvement in the process,
the hire is closer to that administrator (Holbein & Ladd, 2017).

In your opinion, how are students best prepared for teacher changes?

This question helps the researcher understand when the preparation for the new process
starts and who is impacted by the new hires (Goode, 2007).

. What issues do you anticipate happening during the hiring process?

Understanding any issues that could possibly arise trains the administration to be ready
for anything and thus prevent certain situations because they know what to look for and
with whom to address these issues during the hiring process (Onwuegbuzie et al., 2010).
Upon conclusion of the hiring process, what are your expectations of new faculty and
new staff members?

This is a question that asks about the responsibilities of those directly involved with the
hiring process and how they should act after the hire is completed (Newton et al., 2018).
. What are some reasons teachers may tell you why they are leaving?

This question seeks to better understand what happens to the completed hires and where
they go, who takes care of this, and who is responsible for them once they leave the
facility either to change schools, change districts, or leave teaching altogether (Holbein &

Ladd, 2017).
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9. When you receive word that a teacher will consider leaving, what actions do you take?

This question helped the researcher understand the thought process of the administrators

during this time and how they will adapt to this change (Holbein & Ladd, 2017).
Interview data was analyzed to better understand the data collected from the questions. Each
answer was transcribed to code and categorized into themes (Tarquino et al., 2021). For example,
Tarquino et al. (2021) recommended that the transcripts be printed out notes gathered, along with
documents and other materials. Tarquino et al. (2021) further insisted that these results were
marked with highlighters in different colors to mark the source and demographics that were
collected, along with any other information that helped analyze data. Second, the data was read
several times to understand its contents. Separate notes were kept, and questions were written to
further understand the responses given. Third, the researcher created initial codes as
recommended by Blischak et al. (2019) to connect with the data, such as highlighters in different
colors, notes in margins, or sticky pads. (See Appendix D). Mullet (2018) recommended an
analysis of the framework that was conducted, which can then be modified according to the
evidence reported in the interviews. Finally, the data was examined, and according to Dixon-
Woods (2011), this analysis interpretation included all modified factors.
Focus Group

Educators were studied in a focus group of 10 teachers to examine if there was another
way to determine teacher retention at urban schools in Southeast Texas. Merkle International
(2021) explained the importance of having a clear fix on the number of people who think or
behave in one way or another. A multi-method design was required, with a quantitative stage to
follow. Mullet (2018) recommended that the focus group use a qualitative data collection

strategy to gather certain information from people who worked as teachers at various school
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districts in the area. The emphasis was placed on the period of consideration that occurs toward
the end of the academic school year. Since this researcher was also a teacher, many tasks were
common and understood. A bond formed in friendship out of mutual respect for the position.
First, teachers were randomly selected to participate in this study to avoid bias through emails
and flyers placed in office mailboxes with this researcher’s contact information (See Appendix
E). Since the setting had already been established, working with a focus group was easier to
conduct than other methods (Del Rio-Roberts, 2011). Since this group interacted well, this
researcher conducted a voluntary questionnaire so that there were no issues regarding a gathering
in person, as perceived by Mullet (2018). The process respected the teachers’ time, which was
necessitated by timing and offering an option to participate in a Zoom interview. Once patterns,
such as common answers and congruent backgrounds, were established and highlighted, this
researcher conducted more specific questions to better understand the patterns formed within the
data (Del Rio-Roberts, 2011).
Questions for Educators
1. Explain how long you have been teaching.

Bates (2018) reflected on the number of years in the field of education as contributing to

the longevity of career professionals. When teachers stay longer, they will learn and

adjust more readily to changes.

2. Explain how you currently feel about teaching as a profession.

Chong and Low (2009) discussed how positive perceptions about the teaching profession

strongly influence a teacher’s mindset due to motivation from altruistic or intrinsic

factors. Parr et al. (2021) discovered that teachers have distinct reasons for starting and

staying in the teaching profession.
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Explain the challenges that come from the subject and grade level you teach.

Matanin and Collier (2003) asserted that teacher beliefs and perceptions play a crucial
role in how teachers form a sense of teaching identity. These personal values and ideals
form during formal preparation for their desired grade level and content (Matanin &
Collier, 2003).

Explain how administration helps/hinders your profession as an educator.

Perceived especially in urban schools, Farinde et al. (2016) discussed how poor
administrative support contributes to the increased likelihood of turnover.

Explain the circumstances that would cause you to leave this profession.

Stanley (2021) explains that teachers leave schools with a low perception of
administrative support, inadequate professional development, poor working conditions,
and less curricular support.

Explain whether your teaching salary allows you and your family to live comfortably or
not.

Hendricks (2015) explained the effect of teacher pay on the distribution of experience of
teachers hired by public school districts. Higher teacher salaries provide a dual benefit of
retaining and attracting quality teachers with a higher innate teaching ability and teacher
effort (Hendricks, 2015).

Explain what you would change in the field of education.

Trigueros and Lozano (2015) discussed the concerns that teachers deliberate on the needs
of the classroom and how practice remains generally superficial when dealing with
transformations within the profession.

Explain any issues regarding your workplace conditions.
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Parding et al. (2017) reflected on the need for adequate working conditions both
physically and mentally to improve the teacher’s effectiveness in the classroom.

9. Explain the support systems that you have used for your profession.

The field of education receives support from various sources, such as administration,
labor unions, and information technology. Turnip et al. (2019) noticed varying
differences before receiving support and after asking for support.
10. Explain how student parents have assisted or hindered your efforts as a teacher.
McKenzie and Aikens (2021) considered family-teacher engagements as being essential
to supporting learning in the classroom by potentially identifying strengths and gaps to
improve learner outcomes.
Teacher Survey

Students in a quantitative survey data would inform the problem with teacher attrition at
urban schools in Southeast Texas. For this part of the research, and considering the possible
participants, a survey was used to gather data for a quantitative study. Since this portion of the
study related to how many or how often, a survey was conducted of at least 20 teachers, as
recommended by Seawright (2016), who attended urban schools in Southeast Texas. The profile
of the target audience was determined by what portion of the audience had certain behaviors,
attitudes, or behavioral intentions. This structured questionnaire consisted primarily of forced
choice or closed-ended question types. Since this study assumed that teachers experience high
stress levels while preparing for standardized testing, a quantitative study should be more reliable

because it was more objective. Likert scale questions were used to determine the results.



65

Questions for Teachers
1. How much do you agree with the following statement? | generally like my colleagues,

and they help me with my studies.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

The educational evidence demonstrated that educators with other positive teacher relationships

develop better learning capacities. (Quin, 2017). Quin (2017) also concluded that teachers tend to

retain more information and content when they like and work congruently with their colleagues.
2. How much do you agree with the following statement: If my supervisor leaves this

school, it would be upsetting for me.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Wang and Degol (2014) indicated that teachers who positively engage frequently with their
supervisors tend to retain a psychological dependence on those supervisors even during their
summer breaks.

3. How much do you agree with the following statement: If | had to change schools during

the middle of the year, it would be upsetting for me.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Once positive relationships form, the bond created tends to endure for the entire school year and
beyond. Langenkamp (2010) discussed the vulnerability and resilience of platonic relationships

formed between educators and their administrative supervisors.
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4. How much do you agree with the following statement? | seek my administrators for their

advice and leadership skills.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

A study conducted by Dever and Karabenick (2011) demonstrated an inverse association
between subject content and teacher caring. The influence administrators have on academic
performances over the school year period proved inevitably positive once relationships were
established (Dever & Karabenick, 2011).

5. How much do you agree with the following statement? | like to attend the professional

development sessions given by my administrators.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

When discussing course failures, Needham et al. (2004) retrieved data showing how lower levels
of teacher involvement in training had significant effects on predicting student outcomes.
6. How much do you agree with the following statement? When | disagree with an

administrator, | feel like they listen to my opinions and thoughts.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Boeck (2022) discusses the importance of trust between administrators and teachers when it
comes to making decisions, especially concerning the course a teacher may be certified to teach.
Communication was a key component to establishing trust between administrators and teachers,

according to Boeck (2022).
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7. How much do you agree with the following statement? I think administrators were doing

a great job in my school to discipline misbehaving students.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Gershwin (2020) found that the family-professional partnership is the most collaborative
partnership in the school systems today and that the importance of social/emotional development
gave opportunities where trust could develop into productive, nurturing situations.

8. How much do you agree with the following statement: Educators should be highly

trained individuals.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Telli (2016) discussed that, in general, students report difficulties in interpersonal relationships
with their teachers despite the importance of teachers’ positive interpersonal behavior, which
was partially shaped by the classroom environment. Meanwhile, students who hold positive
opinions about their teachers perform better and have fewer behavioral problems at school,
according to Telli (2016).

9. How much do you agree with the following statement? I think being a teacher was a great

job.

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Bergmark et al. (2018) described the importance of the teaching profession as perceived by those

with positive experiences throughout their educational careers. This perception went on to show
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a necessity between altruistic, intrinsic, and extrinsic motives for entering a teaching career,
according to Bergmark et al. (2018).
10. How much do you agree with the following statement: | think my administrators care

about me as a person?

5 4 3 2 1
Strongly Agree Neither Agree Disagree Strongly
Agree or Disagree Disagree

Tsukawaki and Imura (2022) determined whether teacher humor enacted a stress response or
reinforced emotional well-being and self-esteem. Their results indicated that teacher humor
could be a predictor of their own emotional well-being in the classroom (Tsukawaki & Imura,
2022).

These questions established a perspective on a teacher’s point of view regarding
administration, which was important to understand given the circumstances surrounding attrition
and relationships built with their supervisors. These questions raised the concern of how well
teachers today know the present work environment. A study by Hanson et al. (2010 showed that
teachers prefer their personal time to be spent with some form of communication, such as
texting, social media, or talking on their cell phones to discuss their involvement at school.

Once all the survey data was collected, it was analyzed to make a pie chart. This visual
presented the point of view that students had towards relationships with teachers and studying.
The questions were automatically entered into a Google Form, where afterward, the program
showed the relative means and frequency counts of the responses, according to Hanson et al.

(2010). The figures were then used to form a pie chart.
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Ethical Considerations

One ethical consideration was using cloud-based storage through the Dropbox
application. This sort of storage was password-protected and accessible only to this researcher
through a paid service provided by Dropbox. While at school, this researcher closed and powered
off the computer when not in use. However, all research materials, including the Zoom
application, were saved before closing. Zoom calls record transcripts, which are saved to the
Dropbox application. Confidentiality was maintained by using participant pseudonyms for all
participants in this study.

Summary

In summary, this chapter explained the research process that took place once approval
was granted from Liberty University’s IRB. Two groups were investigated in this study
regarding how teacher attrition affects administrators and teachers differently. For
administrators, it was the evaluation of the hiring process by the handling of the situation before,
during, and just after the process concludes. Next, the educators were held responsible for not
only the correct and lengthy preparation of the students but also for the correct facilitation of the
academia and its components. Third, teachers remained the focus due to the impact on their
overall health and understanding of their personal appreciation of the teaching profession. In
conclusion, teacher retention impacts many people on diverse levels in the educational
experience, but it remained a question as to why teacher attrition was happening in urban public

schools in Southeast Texas.
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CHAPTER FOUR: FINDINGS
Overview

The purpose of this applied study was to understand the problem of teacher attrition at
urban public schools in Southeast Texas and to formulate a solution to address the problem. The
problem was addressed by referencing schools in Southeast Texas that were locally challenged
with staffing issues both because of teacher shortages and other causes contributing to this issue.
Chapter 4 includes the presentation of results by discussing the participants’ responses to the
study. First, an overview of the methods used for collecting data and analyzing the findings was
provided. Each sub-question was divided by the thematic conclusions related to each question.
The researcher discussed the details associated with each theme found and incorporated
participant quotes to support such findings. The results for each statistical finding were addressed
concerning the problem and purpose. A summary concluded this chapter.

Participants

The participants in this applied case study were teachers and administrators from a public
school district in an urban Southeastern Texas city. The qualitative sample included five
administrators who participated in the interview process, ten teachers who participated in a focus
group discussion, and a sample of 20 teachers who participated in an anonymous online survey.
The qualitative sample comprised teachers and administrators who worked at schools in an urban
area of Southeastern Texas. The participants who answered closed-ended questions in an online
survey were anonymous and were not asked to answer any demographic questions. The
demographics of those administrators who participated in the interviews and the teachers who

participated in the focus group provided demographic information (see Table 1).



Table 1

Demographic Information of Interviewed Administrators and Teachers Participating in Focus
Group

Pseudonym | Gende | Age Race Subject Taught/Position Held Years
r Teaching

Andie (T1) F 52 H Self-Contained Special Education | 25

Aster (T2) F 47 w Academic World Geography with | 25
Special Education and Emerging
Bilinguals

Aston (T3) M 65 w World History Academics 35

Coby (T4) M 33 AA AP World History 11

Carey (A1) M 48 w Principal 13

Cleo (T5) M 28 H AP Econ and AP World History 8
Modern

Bronte (T6) F 53 w AP World History and Academic 9

World History

Codie (A2) M 56 w Assistant Principal 22
Dee (T7) M 50 A Academic World History 20
Dene (T8) F 60 ME Academic World History 18
Jae (A3) F 55 AA Vice-Principal 20
Jessy (A4) F 47 AA Vice-Principal 15
Kelley (T9) F 60 ME Academic World History 18
Lauren (T10) | F 46 w Geography 20

Stacy (A5) F 41 w Assistant Vice-Principal 10
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Also, the identities of interview and focus group participants were obscured to maintain
the privacy of participants. The identities of participants were obscured by labeling participants
with a code. For interviews, participants had their names removed and replaced with
pseudonyms, with the code Stacey, Carey, Jae, Codie, and Jessy. Focus group participants'
names were replaced with pseudonyms, such as Andie, Kelley, Lauren, Aster, Bronte, Dee,
Coby, Cleo, Dene, and Aston. The use of pseudonym identifiers rather than not using any
identifiers was to ensure responses could be understood as coming from different parts with
different perspectives. Out of the 15 individuals included in this study, the average age was 48.6.
Of the 15 participants, nine were females, and six were males.

Qualitative Interview Participants

Administrators from five urban schools in the urban southeast portion of Texas
participated voluntarily. The five interview participants were principals and vice-principals who
had worked a combined average of 16 years. The recorded interviews were transcribed, with all
five reviewing them for clarity and accuracy, and returned to the researcher with no noted or
significant changes required.

Stacey

Stacey, a 41-year-old White female, has worked as an assistant vice-principal for the past
ten years, coming from a teaching position in history and social studies. She promotes
collaboration between teachers, which includes assisting in recruiting, hiring, and retention
processes. Everyone should be involved to maintain a full and competent teaching force, and she
claimed, “We prioritize building strong relationships with our teachers, listening to their
concerns, and providing them with the resources and support they need to be successful.”

Carey
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Carey was a 48-year-old White male principal with 13 years of experience in Texas
school systems. He was a high school guidance counselor for five years before going back to
college and pursuing an administrative position. Carey was a proponent of continued teacher
development, with new teacher training and onboarding often organized “to ensure that our
faculty and staff members were well-prepared for the start of the school year.”

Jae

Jae was a 55-year-old African American female vice-principal who had worked in this
position for 20 years after teaching for 10. She believes that recruiting teachers should also
consist of ways to improve retention. She recognized the challenges associated with retaining
quality educators and felt that while many hiring processes might be universal, each school
should focus on retention efforts based on the traits and elements within the single school. This,
she felt, should be part of the onboarding process, and she said, “To prepare for teacher training
and onboarding each school year, we conduct extensive planning and preparation sessions that
involve reviewing curriculum, instructional strategies, and school policies and procedures.”
Codie

Codie works as an assistant principal in a public high school and, in his 56 years, has
been in administration for 22. He was a White male focused on supporting new methods for
retaining teachers while providing positive affirmation for his teachers. He recognizes that low
pay creates a challenge in hiring teachers, and he considers it a challenge to hire educators of
color due to “systemic racism and implicit bias within the education system.”

Jessy
Jessy was an African American female who worked as an assistant principal in a public

high school and had 15 years of experience in educational administration. She stressed the need
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for active participation in the hiring process. “As an assistant principal, I play an active role in
the hiring process during onboarding. | help to review resumes and applications, conduct
interviews, and provide input on candidate selection.”
Quialitative Focus Group Participants
Andie

Andie is a Hispanic female teacher who, at age 52, spent 25 years in the special education
field. She currently teaches at a middle school in a self-contained special education class. Her
concern with teacher retention was that teaching pay at her Texas school was much less than that
of other schools, with “other districts around the state paying double or triple to what we make
here at [sic] school.”
Kelley

Kelley, who has worked for 18 years as a teacher, teaches academic world history at a
Texas high school. Kelley expressed the challenge of balancing parental expectations with
professional know-how: “I wish I could just tell the parent there were things that I can teach and
that I am the professional here. Kelly reflected frustration when external parties try to dictate the
classroom's dynamics, overshadowing the educator's expertise.
Lauren

Many educators underscored the invaluable contributions these networks bring to their
staff-building processes. Lauren, a 46-year-old White female Geography teacher, articulated that
during her 20 years of teaching, she recognized the breadth of these sources, stating, “We receive
most of our sources for staff building through professional development organizations,

educational conferences, and networking with other school leaders and educators.”
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Aster

Aster has taught for 25 years and teaches Academic World Geography with Special
Education and Emerging Bilinguals today. This 47-year-old White female has taught special
education for 25 years. Aster noted that retaining teachers was difficult and claimed, ““The non-
financial rewards of teaching do not negate the need for appropriate compensation. We still
deserve some additional compensation.”
Bronte

Bronte, a 53-year-old White female, teaches AP World History and Academic World
History to grades 9 through 12. This teacher, who has taught for nine years, was primarily
adamant that the compensation for teaching was most likely why many left the profession.
Bronte declared she did not believe “people get into this profession for the money.” ... and
“there was a clear call for improved financial compensation.”
Dee

Dee was a high school teacher and coach. He teaches World History. This 50-year-old
Asian male has been teaching and coaching (including coaching) for 20 years, coming to the
same Texas high school he attended. His focus for this study was to explain that retention of
teachers could have been better due to the continually changing demands and the inequitable
expectations given by their administration. He explained it was difficult to maintain the
responsibilities required of teachers due to the administration constantly adding more
responsibilities. “The increased amount of content they want you to cover makes it extremely

challenging,” causing many teachers to consider other fields of employment.
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Coby

Coby works as an AP World History teacher at an urban, underprivileged high school in
Texas. This 33-year-old African American has taught in this position for 11 years and was a
strong supporter of those underserved student populations. Coby came from an impoverished
inner-city school and faced significant challenges with staff building. When discussing retention
and hiring efforts, he declared, “We rely on our district's hiring processes to fill vacancies but
often struggle to attract and retain highly qualified candidates due to factors such as low pay,
challenging working conditions, and limited resources.”
Cleo

Cleo was the youngest teacher interviewed, at 28 years, and has only taught for eight
years. Her expertise in teaching centered around AP Econ and AP World History classes. She
finds teaching has become “increasingly difficult to teach U.S. government because
of...ridiculous restrictions.”
Dene

Dene has taught Academic World History for 18 years at an urban high school. He is 60
years old and single but feels his overall focus on student achievement, teaching, and promoting
positive learning has been accepted by most students passing through his classes. However, he
did say, “I think if I started having kids and got married and got a house, I would definitely
reconsider this as a profession.”
Aston

Aston was a 65-year-old White male who taught for nearly 35 years, always teaching in

the history, geography, or social studies classrooms while currently teaching World History
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Academics. He has taught grades 7 through 12 and recognizes that continued professional
development helped retain teachers. Still, the administration claims providing more than one PD
a year was too expensive. He commented, “These were somewhat supportive most of the time,
just not paying for them, which were expensive.”
Quantitative Survey Participants

The third study method consists of a quantitative survey completed by 20 anonymous
teachers to recognize their impact on student success in the classroom and teacher satisfaction. A
dimensional approach was assessed using a 5-point Likert-type scale survey to indicate
respondents' level of agreement with predefined statements (Scott et al., 2003). Of the 20
participants, 12 were female and eight were male with an average age of 35.4. A statistical
analysis scale was used to determine results with charts that explain the visual coalescence.

Results

Semi-structured interviews were conducted with teachers from XYZ High School to find
themes related to their experiences teaching at this school. Second, a focus group was conducted
with teachers to find themes related to their experiences at this school. Finally, a quantitative
survey was administered to measure teacher satisfaction and was used to corroborate the themes.
The process for extracting these themes began with reviewing the quotations from the interviews
and the focus group discussions while assigning codes based on the research question and sub-
questions.

The findings for the first sub-question suggested that new teacher retention was based on
administrative actions and preparing the faculty, staff, and students for an introduction. The
sample suggested that teachers who left their positions provide information based on the reasons

for dissatisfaction that led to turnover intent. The literature reviewed did not directly support
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these themes, thus providing the latest information about the study’s problem and purpose.
Sub-question 1

Sub-question one for this study was, “How would five administrators in an interview
solve the problem of teacher attrition at urban schools in Southeast Texas?” Table 2 includes a
list of the codes uncovered and the frequency for each code. The results from coding the data
included the discovery of 58 distinct codes. The range for the frequency of codes was 1-6. The

mean frequency for codes assigned to participants was 1.92. These codes were developed and

used to establish categories, which allowed the researcher to draw six themes related to the

research questions.

Table 2
Codes, Quotes, and Frequencies

Codes Quotations Frequency
Collaboration with “Before the school year begins, we 6
colleagues organize teacher training and onboarding
Commitment to student sessions to ensure that our faculty and
success staff members were well-prepared for the

start of the school year.”

“personal or family issues” 6
Personal or family reasons

“Lack of support from administrators.” 5
Compensation/workload

“We also prioritize building strong 5
Lack of resources/support relationships with our teachers to ensure
Burnout/Stress they feel supported and empowered in

their roles.”

4

“We encourage our faculty and staff
Building relationships & members to build positive relationships
building relationships with new teachers and provide them with
between students-teachers support and mentorship.”

4
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Codes Quotations Frequency
Communication/problem- “..then there was the opposite with the
solving dual enrollment classes. When the
students were graded by the college
professors...” 4
Increased expectations
“We're being asked to do more and more
Support/resources every year.” 4
Addressing barriers “They support the issue, but they do have
an expectation for me to be in the
Diverse recruitment cafeteria with my students.” 4
strategies
“Lack of support or resources” 4
Diversity, inclusion, and
urban relevance “cultural barriers encompass more
insidious elements like institutional
biases, linguistic challenges, and cultural 3
Financial dissatisfaction mismatches.”
Monetary compensation
Need for better “We prioritize cultural sensitivity training
compensation to ensure that our teachers were
equipped to effectively support the 3
diverse needs of our student population.”
“We also provide training on diversity,
equity, and inclusion, trauma-informed
teaching practices, and other topics 3
relevant to teaching in an urban setting,”
“You now have the financial limits... [
never really understood why they do not
want to give us extra money or give us 3
some sort of compensation.”
Ideal class size
Limitations of large classes | “OK, 20 max! I think you get good small 3
group discussions, with good feedback...”
“If you have 30 plus, there's no way you 3
can get to know your students better.”
Building positive
relationships & mentorship | “We prioritize building strong
relationships with our teachers, listening
to their concerns, and providing them 2
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Codes Quotations Frequency
Collaboration and with the resources and support they need
community sense to be successful.”
2
“Instant gratification” patterns.
Challenges in retaining
teachers “Institutions prioritize communication 2
and collaboration among our staff
Curriculum and school members to create a sense of community
mission alignment and shared responsibility.”
“We prioritize communication and
problem-solving to address any issues or 2
concerns that may arise, and we offer
mentorship and support to help them
navigate their roles and responsibilities.”
Communication and
problem-solving “We prepare our faculty and staff
Communication with members to assist in teacher retention by 2
students about changes creating a supportive and inclusive school
culture that values their contributions and
recognizes their challenges.” 2
Preparation and onboarding
“When they choose not to enforce this
rule, administration gives us more 2
freedom...”
“Things like this at my school, I feel like
Creating a supportive and we have a lot of more autonomy...”
inclusive culture 1
“you know I have a real hard time with
the restrictions that the kids in general, on
Recognizing challenges and | the content they want to talk about.” 1
accomplishments
“systemic barriers and implicit bias”
“navigating cultural differences or 1
Administrative freedom language barriers.”
“I'm discouraged that teachers don't get, 1
or teachers were looked down upon...”
System/cultural barriers
ESL challenges “OK! Not enough pay! Other districts
around the state were paying double or 1

triple.”




81

Codes Quotations Frequency
Professional development “...we just need more support in the cloud
and educational networks really. Smaller classes and more support.”
1
“Some of the other state employees do get
those compensations... I do not
Shortage/difficulty in understand why the state does not take 1
attracting qualified on more of that role.”
candidates 1
“...sometimes [ worry about the safety of
Providing information to the | teachers and various forms...”
new teacher 1
“Speaking to those of us who were
Underappreciation/recogniti | teachers, we were the professionals,”
on
“I personally think any teacher should,
when they have Kkids, that their college 1
Comparison to corporate education should be... in some way
salaries compensated.”
Absence of perks “Something | want to say like as an
advanced placement teacher, was this
focus on advanced placement classes has 1
Celebrating diversity caused this intense amount of
Embracing diversity and competition.”
inclusion
“We also work to ensure that our teachers
were culturally responsive and able to 1
Challenges of staff building effectively support the diverse needs of
in under-resourced our student population.”
environments
“We review the curriculum, instructional 1
strategies, school policies and procedures,
and our school’s mission and goals to
Cultural responsiveness of ensure that everyone was on the same
teachers page.” 1
Competition with other
schools “The increased amount of content they
want you to cover makes it extremely
Curriculum relevance challenging.”
“lack of knowledge of maps, and lack of 1

Curriculum restrictions
Misunderstood curriculum

knowledge of reading comprehension.”
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Codes Quotations Frequency
Administrative expectations | “Dissatisfaction with their workload or 1
Unnecessary bureaucracy compensation” and the frustration
Excessive rules stemming from “low pay or
compensation.”
1
Inadequate resources “OK! Not enough pay! Other districts
Positive admin support around the state were paying double or
triple.”
Inadequate resources
1
Inadequate salary “insufficient support structures and
increments resources”
Healthcare benefits
Spouse's insurance
Single teacher's salary “They're expecting us to be not just 1
concerns teaching our subject but teaching them
Relying on spouse's income | how to act...”
Inadequate salary
increments
Salary stagnation 1
“We prepare for teacher training and
onboarding each school year by
identifying specific areas of need based on
Lack of support student data,”
Inconsistent rule 1
enforcement “I think they do a great job of giving us
Dress code concerns like quality time during professional
Need for communication development to like actually be able to 1
Peer support work on what's going on in the
classroom...”
Administrative support 1
Previous experience “I have other teacher friends who were
Confidentiality concerns support systems.”
External support programs 1
Need for improved “You know those from whom I get ideas.
counseling They help me with lessons.”
1
Lack of support “...S0, you get to know the ones that were

very present and participating.
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Codes Quotations Frequency
“it is often worrisome whether I can 1
Need for professional afford this job and if I am safe from
training students.”
1
“They did not consult teachers even in our
special education classrooms, so it was
like why the people thought like this?”
Peer support 1
Again, they were not listening to teachers
or asking for our opinions.”
1
“Obviously, they're different language
Relationship-building with learners, so they really need to be in their
teachers own classrooms...”
1
“So, what I would love was if and I know
Safety and job security it's like impossible, but if we just had
more special education more viable 1
support...”
Social-emotional and trauma | “35 years of teaching it's definitely
focus become a more difficult job...”
Specific factors affecting “I'm discouraged that teachers don't get,
hiring or teachers were looked down upon...”
Teacher training and issues | “There was like this big push for anti-
critical race theory things in
Team effort classrooms...it was never there in the first
place.”

Theme #1. Administrator actions toward new teachers during the onboarding and hiring

process. The academic arena necessitates a delicate balance between shifting pedagogies,

cultural transitions, and the unique challenges confronted by each educational institution.

Quialitative data from the interviews presents a multifaceted array of codes, providing a

comprehensive overview of the measures and strategies anchoring this preparation. This phase

extended beyond merely acquainting new staff with the ethos of a school; it encapsulates a
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thorough induction into the teaching profession. Carey succinctly noted, “Before the school year
begins, we organize teacher training and onboarding sessions to ensure that our faculty and staff
members are well-prepared for the start of the school year.” Jae felt that the objective for this
preparation was straightforward and included equipping every educator with clarity, direction,
and abundant resources. She claimed, “To prepare for teacher training and onboarding each
school year, we conduct extensive planning and preparation sessions that involve reviewing
curriculum, instructional strategies, and school policies and procedures.”

Each academic institution harbors a distinct ethos. The preliminary processes underscore
a concerted effort to synchronize every teacher’s approach with the institution's objectives and
mission. Jessy said, “We review the curriculum, instructional strategies, school policies and
procedures, and our school’s mission and goals to ensure that everyone is on the same page.”
This alignment transcends mere consistency, advocating for a shared aspiration and a cohesive
vision where every action aligns with the broader goals of the institution. Codie and Jessy
accentuated the importance of such training, especially in urban contexts. “We also provide
training on diversity, equity, and inclusion, trauma-informed teaching practices, and other topics
relevant to teaching in an urban setting,” Stacey noted. The importance of cultural sensitivity is
stated in the following statement: “We prioritize cultural sensitivity training to ensure that our
teachers are equipped to effectively support the diverse needs of our student population.”

Participants suggested that the contemporary educational paradigm acknowledges the
multifaceted experiences students bring, some tinged with trauma and challenges. Andie shared,
“We also provide training on social-emotional learning and supporting students who have
experienced trauma,” underscoring a pedagogical evolution that considers the holistic well-being

of students. Codie suggested that institutions were not isolated entities but components of a more
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extensive educational network. Jae and Codie recognized the merit of leveraging external
expertise. Dee conveyed, “To prepare for teacher training and onboarding each school year, we
rely on the district's professional development offerings, as well as training opportunities offered
by community-based organizations and other partners.” Regarding resources, Coby, Dee, and Jae
shed light on the myriad tools employed in preparation. Andie remarked, “To prepare for teacher
training and onboarding each school year, we utilize various resources, including district-
provided professional development, mentorship programs, and external training.”

Further, participants considered education required adaptive strategies. Cleo and Aston
emphasized data-driven methods where preparations adapt to specific student needs. “We
prepare for teacher training and onboarding each school year by identifying specific areas of
need based on student data,” Cleo pointed out, highlighting modern education's responsive
nature. Central to the discourse was a prevailing truth: education was anchored in relationships,
as emphasized by Kelley, “We also prioritize building strong relationships with our teachers to
ensure they feel supported and empowered in their roles.” Further, the participants noted the
preparation for teacher training and onboarding traverses different domains, spanning from the
tangible aspects of curriculum and policies to the less tangible facets of relationships and cultural
understanding. The codes stood as a testament to the unrelenting dedication of educational
entities to ensuring a rich, nurturing, and progressive environment for educators and students.

Another prevalent code among respondents centered around the significance of
professional development and educational networks. Many educators underscored the invaluable
contributions these networks bring to their staff-building processes. Lauren articulated the
breadth of these sources, stating, “We receive most of our sources for staff building through

professional development organizations, educational conferences, and networking with other
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school leaders and educators.” This sentiment was echoed by Bronte, who expanded on the
broadness of the collaborations by saying, “We receive most of our sources for staff building
from local universities, community-based organizations, and professional development networks.
We also collaborate with other schools and organizations to share resources and best practices.”
Coby, who was from an impoverished inner-city school, poignantly shared,

As an impoverished inner-city school, we face significant challenges regarding staff

building. We rely on our district's hiring processes to fill vacancies but often need help

attracting and retaining highly qualified candidates due to low pay, challenging working
conditions, and limited resources.

The need for adaptability in staff building was a narrative thread that wove through many
responses, particularly in diverse recruitment strategies. Kelley, Coby, and Aster emphasized the
multifaceted approaches they adopted in their recruitment efforts. For instance, Coby shared,
“We receive our sources for staff, including district job postings, recruitment fairs, and personal
and professional networks. We also prioritize recruiting and hiring educators of color to ensure
that our staff reflects the diversity of our student population.” Dene, echoing the importance of
linguistic and cultural representation, remarked, “We also prioritize recruiting and hiring
educators who were bilingual and bicultural to ensure that our staff reflects the diversity of our
student population.” Furthermore, the dynamic role of modern communication channels in
recruitment was evident in Dene’s response the use of “social media recruitment campaigns, and
referrals from current staff members.” In synthesis, the reactions to the interview questions
provided a detailed panorama of the current landscape in the staff building. The centrality of
professional networks and the collaborative spirit underscores the essence of community in

education. However, the participants also noted that the ever-present challenges, particularly in
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resource-limited settings, serve as a reminder of the work still to be done. Amidst these
challenges, the commitment to diversity and adaptability in recruitment strategies offered hope
and progress.

Based on the participants’ accounts, a few distinct codes emerged. The first code is
related to the administrator's active role in hiring. Many teachers believe they play a critical role
during the hiring process. Stacey mentioned, “As an administrator, I play an active role in the
hiring process during the onboarding process. | review resumes, conduct interviews, and
collaborate with other school leaders and hiring managers to ensure we select the best candidates
for our school.” Regarding the collaborative nature of their involvement, Jae stated, “As a
principal, | play an active role in the hiring process during onboarding. | help to review resumes
and applications, conduct interviews, and provide input on candidate selection.” The following
code surrounds collaboration in the hiring process. Administrators often work with other
stakeholders to ensure the best candidates are chosen. Jae explained this collaborative spirit by
saying, “As an administrator, I play a crucial role in the hiring process during onboarding. |
collaborate with other school leaders and hiring managers to identify the best candidates for our
school and conduct interviews to ensure they are a good fit for our school culture.”

Lastly, the role of the assistant principal in the hiring process was noted as another
significant code. From the perspectives shared, it was evident that assistant principals were not
merely passive observers but were integrally involved in the hiring process. Codie, an assistant
principal, detailed their involvement by noting, “As an assistant principal, I play a supporting
role in the hiring process during onboarding. I work closely with the principal and other
administrators to review resumes and applications, conduct interviews, and provide input on

candidate selection.” This sentiment was echoed by Jessy, who stressed their active participation:
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“As an assistant principal, I play an active role in the hiring process during onboarding. I help to
review resumes and applications, conduct interviews, and provide input on candidate selection.”

One of the most recurrent codes expressed by respondents was the difficulty in attracting
qualified candidates. As Stacey put it, “Some potential issues that we anticipate during the hiring
process include a shortage of qualified candidates.” Jessy, Codie, and Jae provided more context,
identifying specific barriers such as “low pay and challenging working conditions” and noting
the challenge of hiring educators of color due to “systemic racism and implicit bias within the
education system.” Budget constraints and a shortage in particular areas of expertise were also
highlighted as factors exacerbating the hiring challenges. Another significant code that emerged
was the challenge of competing with other schools for the same talent pool. As articulated by
multiple participants, there was “competition with other schools for top talent.” Jessy further
echoed this sentiment, pointing out that they “anticipate challenges in filling vacancies due to
competition with other schools and districts for top talent.”

Beyond the initial challenge of attracting and hiring quality candidates, respondents
frequently expressed concerns about the difficulties in retaining these teachers. Carey noted
“challenges with retaining teachers due to high turnover rates in the education field” and the
“unique challenges of teaching in an urban setting.” Codie, Jessy, and Carey mentioned unique
factors affecting the hiring process, emphasizing the broader environmental and situational
challenges. Jae highlighted the challenge of “attracting and retaining highly qualified educators
due to factors such as geographic location, salary disparities, and cultural differences.”

Upon conclusion of the hiring process, the primary expectation voiced for new faculty
and staff members was their unwavering commitment to student success. Jae, Stacey, and Carey

participants echoed this sentiment, with Stacey noting, “Upon conclusion of the hiring process,
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we expect new faculty and staff members to participate fully in our school community,
demonstrate a strong commitment to student success.” Jae highlighted the importance of
collaboration to achieve this: "Upon conclusion of the hiring process, we expect new faculty and
staff members to prioritize student-centered teaching and collaborate effectively with their
colleagues to support student success.” The significance of embracing diversity and inclusion
was also reiterated multiple times. Jessy mentioned, “Upon conclusion of the hiring process, we
expect new faculty and staff members to embrace diversity and inclusion.” Carey further
reinforced this sentiment, commenting, “Upon conclusion of the hiring process, we expect new
faculty and staff members to embrace and celebrate diversity.”

Collaboration among colleagues emerged as another critical code. The participants
recognized the need for new faculty and staff members to integrate seamlessly into the school's
community and work in tandem with their peers. Codie remarked, “Upon conclusion of the
hiring process, we expect new faculty and staff members to participate fully in our school
community and collaborate with their colleagues.” Carey emphasized the importance of
teamwork, stating, “Upon conclusion of the hiring process, we expect new faculty and staff
members to collaborate effectively with their colleagues to support student success.” Lastly,
aligning with the institution's core mission and values was identified as vital. Codie captured this
expectation by saying, “Upon conclusion of the hiring process, we expect new faculty and staff
members to uphold our school's mission and values.” Therefore, the thematic analysis revealed
that new faculty and staff members were expected to be committed to students’ success, embrace
diversity, collaborate seamlessly with their colleagues, and resonate deeply with the school's
mission and values.

Theme #2. Preparation of Faculty, Staff, and Student Introduction of a New Teacher.
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Several key codes emerged from the interview data, exploring how faculty and staff members
were prepared to assist teacher retention. The importance of nurturing positive relationships and
mentoring new teachers was underscored. Jae noted, “We encourage our faculty and staff
members to build positive relationships with new teachers and provide them with support and
mentorship.” Stacey further echoed this sentiment: “We prioritize building strong relationships
with our teachers, listening to their concerns, and providing them with the resources and support
they need to be successful.” Another strategy institutions have leveraged is to create a
collaborative environment that fosters a sense of community. Codie highlighted, “We also offer
opportunities for new teachers to observe experienced teachers and participate in team-building
activities to foster a sense of community and collaboration.” Jae's observation that “institutions
prioritize communication and collaboration among our staff members to create a sense of
community and shared responsibility further encapsulated this collaborative ethos.”

A predominant code was the role of a supportive and inclusive school culture in assisting
teacher retention. Jessy articulated, “We prepare our faculty and staff members to assist in
teacher retention by creating a supportive and inclusive school culture that values their
contributions and recognizes their challenges.” Jessy further noted that this was reinforced with
comments about fostering a school culture that “values and celebrates diversity” and recognizes
teachers' challenges, suggesting that inclusivity and support were vital to the retention strategy.

Effective communication coupled with problem-solving emerged as an essential
approach. Carey shared, “We prioritize communication and problem-solving to address any
issues or concerns that may arise, and we offer mentorship and support to help them navigate
their roles and responsibilities.” As highlighted by Aster, the emphasis on open and honest

communication between administrators and teachers underpinned the significance of clear
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communication channels in ensuring teacher retention—a recurring code centered on recognizing
teachers’ accomplishments and addressing their challenges responsively. As articulated by a
respondent, institutions aim to “provide mentorship and professional development opportunities,
recognize their accomplishments, and address their concerns in a timely and responsive manner,”
suggesting that validation and timely response to concerns play pivotal roles in teacher retention.
Lastly, a focus on celebrating diversity was emphasized. This was evident in Jae’s statement:”
We prepare our faculty and staff members to assist in teacher retention by fostering a supportive
and inclusive school culture that values and celebrates diversity.” This highlights that an
appreciation for diversity was seen as a moral imperative and an essential strategy for teacher
retention.

A significant code underscored by many was the importance of clear communication with
students about impending teacher changes. For instance, Jae explained, “To prepare students for
teacher changes, we communicate with them in advance and provide them with information
about their new teacher.” Similarly, Jae participant reiterated the significance of this preparation,
stating, “We prepare students for teacher changes by providing them with information about their
new teacher, offering opportunities to meet them, and communicating any changes in
expectations or classroom procedures.” Ensuring that the administration adequately informed the
new teacher was a code of considerable importance. As articulated by Carey and Stacey, “We
also ensure that the new teacher receives relevant information about the student's learning needs,
strengths, and interests to ensure a smooth transition.” A recurrent code that emerged was the
criticality of fostering and maintaining positive relationships between students and their teachers.

Jessy asserted, “To prepare students for teacher changes, we prioritize building positive
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relationships between students and teachers and ensuring that students feel supported and
valued.” Jae has a similar sentiment, emphasizing that,

Students are best prepared for teacher changes when they feel empowered to take an

active role in their education and have access to resources and support to help them

navigate transitions. We prioritize building solid relationships between students and
teachers and providing ongoing support for students during times of change.

Several teachers pointed out the cultural responsiveness of teachers as crucial in
preparing students for teacher changes. Codie highlighted this by sharing, “To prepare students
for teacher changes, we prioritize building strong relationships between students and teachers
and communicating changes in a transparent and timely manner. We also work to ensure that our
teachers are culturally responsive and able to effectively support the diverse needs of our student
population.” The responses emphasized the essential role of clear communication, the value of
informed transitions, strong student-teacher relationships, and the need for cultural
responsiveness in effectively preparing students for teacher changes.

Sub-question 2

Sub-question two for this study was, “How would a focus group of 10 teachers solve the
problem of teacher attrition at urban schools in Southeast Texas?”” As demonstrated from Table
3, the codes evolved from the categories of direct interaction within the focus group. One desire
expressed by members of the group was the need to collaborate with colleagues. Furthermore,

teachers reflected on the lack of time, insufficient resources, and negligible parent participation.
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Categories

Codes

Providing positive support for new
teachers

Administrator treatment of new
teachers

Retention of teachers

Desired types of teachers for hiring

Positive support from administrative
team and other teachers

Peer support for teachers

Collaboration with colleagues
Commitment to student success

Diverse recruitment strategies

Diversity, inclusion, and urban relevance
Challenges in retaining teachers

Curriculum and school mission alignment
Communication and problem-solving
Communication with students about changes
Preparation and onboarding

Professional development and educational
networks

Shortage/difficulty in attracting qualified
candidates

Embracing diversity and inclusion
Challenges of staff building in under-

resourced environments

Competition with other schools
Relationship-building with teachers

Social-emotional and trauma focus
Specific factors affecting hiring

Building relationships
Building relationships between students-
teachers




Categories Codes

Collaboration and community sense
Relationships built by collaboration of

teachers together with community Creating a supportive and inclusive culture

. . Recognizing challenges and accomplishments
Recognize all diverseness of all new & 8 g P

educators e .
Providing information to the new teacher

Introduce diversity into the teaching ~ Celebrating diversity

staff
Cultural responsiveness of teachers

Learning from Teachers Leaving and
Their Direct Response

Personal or family reasons

Retention issues

Compensation/workload
No internal support from
administration for teachers

Lack of resources/support

Overworked with little to no Burnout/Stress

resources

Personal Sentiments and Motivations
About Teaching

Communication/problem-solving

Stay within the teaching industry Addressing barriers

reasons System/cultural barriers

Increased expectations

Reasons for staying even with poor Financial dissatisfaction
pay Monetary compensation
Overburdened with work Need for better compensation

Underappreciation/recognition
Comparison to corporate salaries

Absence of perks
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Categories

Codes

Challenges and Support in the
Teaching Environment

Challenges focused on means for
teaching

Barriers to teaching based on
administrative policy and rules

Teacher needs for resources

Peer support

Aspects of the Educational
Profession and Infrastructure

Overcome cultural barriers within the
school structure

Learn about the supportive aspects of
the educational profession

Inadequate resources
Inadequate salary increments
No compensation during COVID

Healthcare benefits
Spouse's insurance
Single teacher's salary concerns

Relying on spouse's income
Inadequate salary increments
Salary stagnation

Safety and job security

Administrative freedom
Curriculum relevance

Curriculum restrictions
Misunderstood curriculum

Administrative expectations
Unnecessary bureaucracy
Excessive rules

Inadequate resources
Positive admin support

Lack of support
Inconsistant rule enforcement

Dress code concerns

Need for communication
Peer support
Administrative support
Previous experience
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Categories Codes

Confidentiality concerns
External support programs
Need for improved counseling
Lack of support

ESL challenges

Ideal class size

Limitations of large classes

Teacher training and issues

Much of the existing literature related to this second sub-question and its related themes
were more focused on practices in which administration would limit the act of learning and
developing to a single hand-eye-brain contextual movement where math, science, skills in
reading, and history become subjects to be tested and graded (Milheim, 2012; Satterlee &
Matuska, 2018). Additionally, the expectation of students developing skills on a predetermined
timetable remains legislated. Studies about social, spiritual, emotional, physical, and creative
development were suggested as extracurricular, marginal, or even remedial pursuits and were
neglected in any efforts to retain educators (Goldhaber et al., 2019; Park, 2020). Within the field
of education, researchers noted that practices for education should begin with administrative
support and underpin future research to determine how individual students’ needs were being
and its impact on teacher attrition (Goshin et al., 2021a). Administrators focused on school
ratings and student performance as state and federal requirements evaluate them. Researchers
suggested a lack of direct assistance to teachers; thus, teachers feel they have no support from the

profession and in their infrastructure (Erduran et al., 2020; Garcia-Carrion et al., 2020).
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Theme #3. Learning from Teachers Leaving and Their Direct Response. The thematic
analysis included results where ten more categories emerged. Participants frequently identified
the allure of career advancement opportunities and the practicality of relocation as significant
determinants. The desire for professional progression or the need to shift geographically was
consistently cited, with respondents reflecting sentiments like teachers leaving due to “career
advancement opportunities, relocation.” Compounding this, the specter of burnout and the
weight of stress loom large in the teaching profession, with these issues prominently featured in
the collected data. Codie, Jessy, and Jae expressed their recognition of colleagues or their
struggles with burnout. Phrases such as “leaving” and “burnout” or teachers departing due to
burnout stress recurrently peppered the responses, underscoring the gravity of these challenges
in the teaching milieu. Simultaneously, concerns around compensation and workload emerge as
critical aspects influencing teachers' departure decisions. Participants noted that a confluence of
dissatisfaction with pay, juxtaposed with the burdensome workload, often serves as the catalyst.
Voices from the field alluded to the strain of “dissatisfaction with their workload or
compensation” and the frustration stemming from “low pay or compensation.”

Moreover, the narrative of insufficient support structures and resources was consistently
threaded through the participants’ feedback. Teachers often grapple with the duality of lacking
tangible resources and feeling bereft of administrative support. lllustrative comments include
teachers feeling the pinch of “lack of support or resources” and the sentiments of teachers
leaving due to perceived “lack of support from administrators.” Personal and familial
considerations also prominently influence teachers’ decisions to leave. For many, personal
challenges, familial obligations, or even broader issues related to “personal or family issues”

emerged as overriding professional engagements. Lastly, underlying systemic and cultural
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barriers were also featured in the discourse. These encompass more insidious elements like
institutional biases, linguistic challenges, and cultural mismatches. Comments touching upon
teachers contending with “systemic barriers and implicit bias” or navigating “cultural differences
or language barriers” further enrich our understanding of the intricate fabric of reasons
underpinning teachers' choices. Thus, teachers’ decisions to leave their positions stem from
personal, professional, systemic, and cultural factors. This rich tapestry of motivations and
challenges provides invaluable insights, illuminating the intricacies inherent in teacher retention
and underscoring the multifaceted nature of the teaching profession.

Participants frequently mentioned prioritizing these elements to address concerns or
issues influencing the teacher's decision. Opening dialogues and employing problem-solving
techniques allows for a deeper understanding and resolution of the underlying reasons behind a
teacher's potential departure. Further, the data reveals that offering support and resources was a
significant measure to assist teachers. Numerous participants highlighted the importance of
equipping teachers with the resources to navigate their challenges. This emphasis suggests that
identifying potential issues and providing teachers with the tools to confront them is vital.

Relationship-building was another aspect that participants touched upon. The emphasis
on fostering solid interpersonal connections and creating a sense of belonging seems crucial. By
prioritizing building strong relationships with teachers on the verge of leaving, the school or
administration created a sense of community and understanding that might encourage retention.
Lastly, participants made an apparent effort to identify and tackle various barriers that might be
pushing teachers to consider leaving. Whether these barriers were systemic, related to implicit
biases, or arose from cultural and language differences, the responses indicate a proactive

approach to understanding and addressing these challenges. Recognizing and mitigating such
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barriers underlines the necessity of crafting an inclusive and supportive environment for
teachers. Thus, the qualitative data painted a picture of a multi-faceted approach to teacher
retention, where open communication, resource allocation, relationship-building, and barrier
mitigation were all paramount.

Theme #4. Personal Sentiments and Motivations About Teaching. The theme should be
specified, and participant quotes should be included that support theme development. Include
both qualitative and quantitative data to support themes where applicable. Many participants felt
the weight of escalating demands in the profession. One highlighted how “we're being asked to
do more and more every year,” suggesting a continuously expanding workload. This sense of
expanded duty was further emphasized by another comment: “They're expecting us to be not
just teaching our subject but teaching them how to act...” The transition from merely
instructing academic content to playing a more holistic role in students' development was
evident. Alongside these heightened expectations was a prevailing sentiment of
underappreciation. Teachers expressed feeling undervalued, with one stating, “I feel that
teachers were so highly underappreciated.” Another lamented the societal view of the
profession: “I'm discouraged that teachers don't get, or teachers were looked down upon...”
Many educators believe their commitment and effort were not acknowledged or esteemed as
they should be. Safety concerns also weave into the tapestry of teachers' experiences. One
teacher shared, ““...sometimes [ worry about the safety of teachers and various forms...”
Although specific contexts for these concerns were not provided, the fact that they surface
suggests an environment where some educators may not always feel secure.

Compensation was another area of contention. There was a palpable sense that financial

rewards needed to be commensurate with the multifaceted roles educators now play. As Bronte
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remarked, the “compensation isn't as great,” and another emphasized the mismatch between pay
and the “different hats we're wearing.” Considering the profession's complexities, this sentiment
underscores the desire for more equitable remuneration. Yet, despite these challenges, there was
evidence of the profession's evolution and adaptability. An educator with decades of experience
observed that over “35 years of teaching, it's definitely become a more difficult job...” The
profession’s dynamics have shifted, possibly influenced by societal changes, as hinted at by the
mention of “instant gratification” patterns. Amidst these external and internal pressures, teachers
express a steadfast commitment to their professional identity. The assertion, “Speaking to those
of us who were teachers, we were the professionals,” encapsulates a pride and determination to
affirm the stature and dignity of the profession. Therefore, as reflected in these responses, the
teaching profession was in flux, grappling with changing expectations, perceptions, and
challenges. Yet, the unwavering dedication and pride in their role underscore educators’
resilience and commitment.

In addressing what circumstances would lead professionals to consider leaving their
profession, various compelling codes were identified through the qualitative analysis of
interview responses. Financial dissatisfaction was a recurring code that emerged prominently.
Andie highlighted the disparities in compensation by mentioning, “OK! Not enough pay! Other
districts around the state were paying double or triple.” Dene further solidified this sentiment,
reflecting on the possibility of future life events, noting, “Yeah, this would be a big deterrent...I
think if | started having kids and got married and got a house, | would definitely reconsider this
as a profession.” A more nuanced perspective came from Kelley, who recently became a parent,
who articulated, “You now have the financial limits... I never really understood why they do not

want to give us extra money or give us some sort of compensation.” Furthermore, Dee, Coby,
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Cleo, and Dene underlined the need for better compensation. One individual proposed a potential
solution for educators: “I personally think any teacher should when they have kids, have their
college education compensated in some way.” The perspective on compensation extended
beyond direct salaries. Andy pointed out the disparities between the benefits offered to teachers
and other state employees in Texas, stating, “Some of the other state employees do get those
compensations... | do not understand why the state does not take on more of that role.”

Another prevalent code that surfaced was the role of external influences and pressures
that educators face. Kelley expressed the challenge of balancing parental expectations with
professional know-how: “I wish I could just tell the parent there were things that | can teach and
that I am the professional here. Back off!” This quote reflects a broader frustration where
external parties try to dictate the classroom’s dynamics, overshadowing the educator's expertise.
The code of coaching workload emerged, revealing additional burdens on those educators who
also serve as coaches. Dee vividly portrayed the intensifying demands: “In the coaching room,
they just keep adding more... now you need to do weightlifting, and you need skill-specific
workouts in the summer, oh but we were NOT going to pay you for any of that. Dee also
mentioned the seemingly inequitable expectations, observing that while they were expected to
continue working through the summer, others were not held to the same standards. Thus, the
diverse range of reasons that might lead professionals to contemplate leaving their roles seems
deeply rooted in financial dissatisfaction, demands for better compensation, external pressures,
and excessive workloads, especially for those juggling additional responsibilities like coaching.

In addressing the question of whether teaching salaries permit educators and their
families to live comfortably, the responses from Coby and Cleo surfaced a myriad of

perspectives, each shedding light on the multifaceted challenges and benefits of a teaching
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profession. A prevalent concern Coby, Dene, and Aston voiced revolved around the challenges
of single parenting. Andie bluntly commented, “No, I do not know how the people with kids do
it...” This sentiment raises the question of how single parents, particularly those with children,
manage a teacher's salary, highlighting a potential gap in the support structures available for this
demographic. Concurrently, Kelley and Lauren addressed the perceived motivations behind
pursuing a career in teaching. Bronte remarked, “I don't think people get into this profession for
the money.”

Echoing this, Coby noted, “A lot of the compensation in this job was not in the
paycheck.” This suggested that the rewards of teaching, while not always financial, were deeply
personal and fulfilling for many educators. Aster emphatically stated, “We still deserve some
additional compensation.” Andie lamented the lack of additional pay during challenging times,
remarking, “Did we get any compensation? I guarantee you I heard we were going to get some
sort of compensation...” amidst the COVID-19 pandemic. Benefits such as healthcare emerged as
another focal point. Lauren expressed, “Even if the benefit came in a better health care plan,
better insurance.” Yet, not all seemed to have access to these benefits directly through their
teaching roles, as noted by Lauren, who said, “Some people have used their spouse's insurance.”

Aster shared, “If the single person has a child with a teacher salary, it should be enough,
but it was absolutely not...” Another revealed, “No, the only reason I live the way I live was
because of my husband's salary. “Frustrations concerning salary increments were also palpable.
An educator lamented, “Our salary doesn't even meet normal inflation.” Concurrently, the
observation highlighted the absence of added benefits like Christmas bonuses: "We don't get
Christmas bonuses... the list goes on of perks.” This lack of supplementary incentives adds

another layer to the discussion about adequate teacher compensation. An interesting perspective



103

surfaced when Andie compared corporate salaries, remarking, “But it was true! So, when you
have some friends in the corporate world.” Such comparisons were indicative of a broader
societal valuation of different professions. Aster, reflecting on salary growth over the years,
stated, “Recognizing you're 20 or 22 years past that, and you're making only $8000 more.”
pointing towards the issue of salary stagnation. While Bronte and Dee acknowledged the non-
monetary rewards of their profession, there was a clear call for improved financial compensation,
benefits, and overall support, especially when juxtaposed against other industries or considering
the unique challenges some educators face, such as single parenting.
Sub-question 3

Sub-question three for this study was, “How would quantitative survey data from 20
teachers inform the problem of determining teacher attrition at urban schools in Southeast
Texas?” This data came from randomly selected teachers across the Southeast Texas urban
landscape. As their answers came in, it became more apparent at the negative feelings being
shared throughout the teaching profession in this region. Then, the categories were formed into

the six themes as shown in Table 3.

Table 4

Themes from Categories

Themes Categories
Administrator actions toward new Providing positive support for new
teachers during the onboarding and teachers

hiring process
Administrator treatment of new

teachers

Retention of teachers




Themes

Categories

Preparation of Faculty, Staff, and Student
Introduction of a New Teacher

Learning from Teachers Leaving and Their
Direct Response

Personal Sentiments and Motivations
About Teaching

Challenges and Support in the Teachers'
Environment

Desired types of teachers for hiring

Positive support from
administrative team and other
teachers

Peer support for teachers
Relationships built by collaboration
of teachers together with

community

Recognize the diversity of all new
educators

Introduce diversity into the
teaching staff

Retention issues

No internal support from
administration for teachers
Overworked with little to no

resources

Stay within the teaching industry
reasons

Reasons for staying even with poor
pay

Overburdened with work

Challenges focused on means for
teaching

Barriers to teaching based on
administrative policy and rules
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Themes Categories

Teacher needs for resources

Aspects of the Educational Profession and Peer support

Infrastructure
Overcome cultural barriers within
the school structure

Learn about the supportive aspects
of the educational profession

Comparatively, the themes found with sub-question #3 were not informed or supported
by the literature as studies showed that the stress within a teaching environment based on their
preconceived notions of a teaching career was a significant factor of attrition (Nigar, 2020; Park,
2020). Teacher expectations of a school climate, teaching environment, parental involvement,
student behaviors, and administrative support were significantly different than initially believed
(Himelfarb, 2022; Polivanova, 2015).

Theme #5. Challenges and Support in the Teaching Environment. Several categories
were uncovered during the process of thematic analysis. This analysis sought to uncover the key
challenges reported by educators based on the qualitative responses provided. One recurring
theme was the perception of course rigor. Andie, Lauren, and Aster, especially those who
introduced newer courses, described the intricacies of student perceptions of the intensity and
requirements of the subject. Andie mentioned, “So, my subject, the new principles of education
class, students take it...” This indicates that misconceptions or potential challenges might be
associated with introducing or understanding newer courses. Another theme was the grading

differences present, especially in the context of dual enrollment classes. As Lauren pointed out,
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“...then there was the opposite with the dual enrollment classes. When the students were graded
by the college professors...” suggesting a potential disparity or challenge in grading approaches
between high school and college educators. The skill deficits among students, especially in
foundational subjects like world history, were noteworthy. Cleo highlighted the “lack of
knowledge of maps and lack of knowledge of reading comprehension.” Dee and Dene also
highlighted the challenges arising from the content volume, pointing out, “The increased
amount of content they want you to cover makes it extremely challenging.” This speaks to
teachers' pressure to ensure all content is covered adequately.

Regarding advanced courses, the AP course pressure emerged as a salient theme. Kelley
shared, “Something I want to say as an advanced placement teacher is that this focus on
advanced placement classes has caused this intense competition,” illustrating the competitive
nature and the stress of teaching and taking such courses. The curriculum restriction theme
highlighted teachers' limitations in delivering content. Cleo revealed, “I am finding it
increasingly difficult to teach U.S. government because of...ridiculous restrictions.” This was
further expounded upon in the theme of Student Interest in current events. Aster and Andie
express their struggles with restrictions and balancing them with the students' interests, as noted
by Aster, “You know I have a real hard time with the restrictions that the kids in general, on the
content they want to talk about.” Another contentious theme was misunderstood curriculum, with
educators noting misunderstandings surrounding their curriculum. For example, Cleo stated,
“There was like this big push for anti-critical race theory things in classrooms...it was never there
in the first place,” pointing to possible external influences or miscommunications regarding the
course material. Regarding testing, Curriculum Relevance was a challenge. Andie explained,

“Ok, with a state-level test...so | feel like that was a big challenge where | feel like | am pushed
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like, “Well, you have to cover this content.” The theme of administrative expectations was
evident, with teachers grappling with various roles and duties imposed by the school's
administration. For instance, “So, I am like that was some of the challenges, anyway, but the
administration may help them. They support the issue but expect me to be in the cafeteria with
my students.” Bronte faces multifaceted challenges, ranging from perceptions of course rigor to
administrative expectations.

On one side, there were concerns about unnecessary bureaucracy. As Andie pointedly
comments, “We can just jump right in with their lack of direct hindrance in my classroom...it's a
ridiculous step that doesn't need to be done.” This frustration resonates with the notion of
excessive rules, which Lauren highlights, “You jump through so many hoops and so much
paperwork.” The challenges extended to inconsistent rule enforcement. Here, the sentiment was
that “rules were not enforced evenly across the board. It makes it really hard to put your foot
down about stuff when we do not feel like that gets supported.” Specific examples such as dress
code concerns surfaced, with Kelley mentioning, “We were talking about dress code, for
example, and you mentioned seeing mid drifts and a student saying, ‘but we can wear bike
shorts.” This extends to a broader call for better communication, where the need was expressed
as, “Well, I wish that there were a little more communication as to what the administration was
handling, not because | do not think they are, but because sometimes when you think about the
dress code, or if this rule really was not being followed. Then there was a domino effect.”

Andie and Lauren feel that administrative freedom enhances their autonomy. In the
words of Dee, “When they choose not to enforce this rule, the administration gives us more
freedom...” and another reflecting that “Things like this at my school, I feel like we have a lot of

more autonomy...” Additionally, the positive admin support was lauded by Coby and Cleo, as
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illustrated by the statement, "I think they do a great job of giving us like quality time during
professional development to like actually be able to work on what's going on in the classroom..."
One of the most common themes was the significance of peer support. Bronte said, “I have other
teacher friends who were support systems. You know, those from whom | get ideas. They help
me with lessons.”

Administrative support, while noted by Kelley and Aster, was only sometimes perceived
as wholly positive. Dee commented, “The APs were somewhat supportive most of the time; they
just did not pay for APSI, which was expensive.” Dene and Aston mentioned the significant
costs associated with professional development, exemplified by one remark, “just not paying for
APSI which were expensive. I have fundraising for teaching professional development.”
Additionally, while discussing therapeutic support, Aston mentioned the financial impediment:
"So that was where | agree to find a good therapist helps, but you paid $70. That, you know, was
crazy.” A notable point of contention appeared to be the cost of therapists, with Andie sharing,
“Mine was $40. You need my therapist.”

The theme of previous experience emerged, hinting at the diversity of backgrounds
among educators. Such past experiences can play a role in shaping the support systems teachers
have or feel they need. Interestingly, confidentiality concerns were raised, particularly when
seeking counseling services affiliated with the school district. Lauren highlighted the potential
risks, stating, “I am good. I think it would be better not to have someone associated with here
and knowing your whereabouts as district employees.” She stated that “wealthier districts in the
area were an external third party, and when you sign, they have HIPAA agreements that they
can't release any of the information to the district, and they give teachers free therapy sessions.”

Coby and Cleo also emphasized the need for effective counseling in schools. One expressed their
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sentiment humorously, noting, “Interesting! Holy crap - we would be lucky to get a counselor
that knows what they were doing with schedules. Good to know.” Social media emerged as an
unexpected form of support. Dene praised platforms for facilitating connections with fellow
educators, claiming, “I would say social media Facebook groups. I think I have been, or just in
social media in general, in connection with other teachers.”

Coby mentioned a specific group, adding, “Yeah, I joined a World Geo Group on social
media.” However, despite these various avenues of support, Andie and Kelley still felt a distinct
lack of support. Andie candidly shared, “I think that a lot of teachers in this city, school, and
region, and really in the country, do not have support. | just want to reiterate what you said and
then tell our peers that [ am talking about our school, not even our district.” The narratives
presented here highlight the multifaceted nature of support within the teaching profession.

Exploring how student parents have assisted or hindered efforts in teaching reveals a
multifaceted picture with several emerging themes. The interviews shed light on the varying
Parental Behavior, with Dene observing, “I know that's a good one. Some parents were great.
Some parents were lunatics.” Andie stated, “I have been bullied by parents! Usually, it was the
lunatics that bullied teachers. They have no ability to fault their own children for lying... it was
always the teacher's fault.” This highlighted a disconnection between teachers and some parents
in understanding the responsibility for children's behavior. The analysis also uncovered a shift in
attitude over time, with Coby reflecting, “And I don’t know when that switch happened in the
last 15 years, but somehow it did.” In the context of political bias in education, Dene expressed
frustration about the expectation for teaching in a nonpolitically biased way, stating, “Also, when
it comes to political bias, | like being politically biased if teachers were expected to teach them in

a nonpolitically biased way... It was a two-way street.”
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The concept of team effort also emerged as a critical factor, reflecting the shared
responsibility between parents and teachers. Andie mentioned, “That was difficult. But I think
what I heard from all of us was that it really was a team effort, right? So, parents and teachers
must both be doing something for somebody else, then we were good.” Further, the interviews
provided insight into the lack of support and COVID-19 impact, where Coby expressed, “Yeah,
that was how I felt with COVID, too. The administration does not care... Especially in the
coaching profession... That was what it was kind of like this, and if you were just quiet, you
cover your ass.” The struggle with parents vs. teachers’ strategies revealed the conflicting
approaches between parents and teachers in educating students. Dene noted, “sure, like if other
people feel this sometimes, but | know for me, it was because | have to work on the students
being independent. Sometimes, what hinders that is parents.” In conclusion, the thematic analysis
of the interviews illuminated a complex and often contentious relationship between parents and
teachers. The interplay of support, blame, shifting attitudes, political biases, shared
responsibilities, and strategic conflicts paints a nuanced picture of modern education’s dynamics.
Strategies to foster collaboration, clear communication, and shared understanding may help
alleviate some of these challenges.

Theme #6. Aspects of the educational profession and infrastructure. A recurring
sentiment across Andie, Lauren, Aster, Dee, Coby, and Cleo was the advocacy for smaller class

"9

sizes. Coby emphasized,” Class sizes!” while Bronte opined, “OK, 20 max! I think you get good
small group discussions, with good feedback...” Kelley joined the consensus with, “Yes, or
below 20! I agree! When you get over 25...” The downside of larger classes was also explicitly

addressed. Bronte remarked, “If you have 30 plus, there's no way you can get to know your

students better.” Highlighting the repercussions, Aster shared, “...So, you get to know the ones
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that were very present and participating. Meanwhile, the little quiet ones in the back get
overlooked.”

Infrastructure was also a significant concern, with Andie, Lauren, and Aster shedding
light on the pressing need for better-designed educational spaces. Andie lamented, “I can't
imagine why we didn't make the classrooms in a new building bigger because it looks like we're
going to have bigger classes, and I already have 30 desks and several chairs, but | got kids sitting
on the floor.” One of the more prominent frustrations pertained to the perceived lack of teacher
consultation in decision-making processes. Laruen passionately noted, “They did not consult
teachers even in our special education classrooms, so it was like, why the people thought like
this? Again, they were not listening to teachers or asking for our opinions.”

Kelley, Aster, Bronte, and Dee also drew attention to challenges faced by English as a
Second Language (ESL) learners. Dee observed, “Obviously, they're different language learners,
so they really need to be in their own classrooms...” Cleo detailed the strain it puts on educators,
stating, “Then they have kids that don't know English, and you're spending all this time...” The
necessity for comprehensive professional training was accentuated by Andie’s statement: “The
thing | would change was that | work with a lot of care professionals, and a lot of districts don't
hold them accountable for training...” A recurring code was the demand for enhanced support in
education, especially in specialized areas like special education. Bronte said, “So, what I would
love was if, and | know it's like impossible, but if we just had more special education, more
viable support...” Aster echoed, “...we just need more support in the cloud, really. Smaller
classes and more support.” Laruen and Andie highlighted several areas of concern in the

educational sector, ranging from classroom sizes to infrastructure and support mechanisms.
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Another of the most prevailing issues mentioned was the problem of inadequate
infrastructure. Coby poignantly described the decrepit state of the old building, mentioning mold
presence and deteriorating student desks. Additionally, Coby illustrated the stark reality of the
circumstances by noting how their “teacher desk will not fit through the door in my room. This
infrastructure issue seems closely tied to another significant concern: space constraints.” While
the new building presumably should have offered better amenities, it seemed to pose its own set
of problems. Kelley said, “It was in pretty bad conditions even in the new building... So, more
kids with fewer desks — really.” This statement underscores the frustrating contradiction between
the perception of new or improved facilities and the reality experienced by educators. However,
the most recurrent code throughout the interviews was the temperature inconsistencies. Kelley,
Laruen, Aster, Dee, and Coby cited extreme temperature conditions as an everyday challenge.
Coby described it as having “disgusting hot/cold problems” where conditions would fluctuate
between being “below freezing” to being unbearably “hot with humidity.” Coby expressed the
issue's intensity by noting how they would “rather freeze, especially when giving a lecture,” due
to the stifling heat that would make them and the students uncomfortable. The inconsistent
temperature led Aston and Andie to develop their coping methods. Aston humorously remarked
the unpredictable temperature conditions meant that their daily attire ranged from “parka or flip-
flops.” Layers became a staple for them, and Andie even mentioned keeping “a spare jacket
hanging on my chair” to navigate the constantly changing conditions. The issue of classroom
coldness was a point of concern for Lauren. They shared their proactive approach by purchasing
a classroom thermometer to monitor how cold it would get. Lauren revealed, “When I walk in
first thing in the morning, it's usually so cold in my room, | can see my breath.” Such accounts

emphasize the extremities of the conditions teachers were expected to teach. Whether it be
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structural inadequacies, spatial limitations, or temperature inconsistencies, these issues directly
impact educators' and students' daily experiences.

The first theme that emerged from a review of frequency statistics involved the
relationship between teachers and their careers. The frequency statistics were descriptive
findings, where the results associated with each item were informed on aspects related to
retention. The data included evidence that the majority, at 90%, of teachers agreed or strongly
agreed that they like their colleagues and that they help them with classes. At the same time, only
Bronte indicated that they strongly disagreed. The results also included the finding that 95% of
participants agreed or strongly agreed that changing schools in the middle of the year would be
an upsetting experience, with no participants disagreeing.

While teaching staff were happy to receive help from their colleagues and would be upset
if they were required to leave their school, professional development appeared to be not valued
by participants, as only 15% responded that they agreed that they like to attend professional
development sessions. In comparison, 50% indicated they strongly disagreed or disagreed with
the statement. This finding was contradictory considering the response to the survey item
concerning the need for educators to be highly trained. One hundred percent of respondents
indicated that educators should be highly trained. Overall, teachers valued teaching as a fantastic
job, as 95% of participants agreed or strongly agreed that teaching was excellent, with only one
disagreeing.

The findings were evidence that, in general, participants were satisfied with their teaching
careers. The results included 95% of participants indicating that they would not like to move
during the school year, 90% indicating that they like working with their colleagues, and 95%

indicating that teaching was a respectable job. Teachers also value their time and classroom
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preparation; they prefer peer and colleague development. All participants indicated that they
believe teachers should be highly trained, but only 15% liked to attend professional development
sessions, while 90% indicated that they want to receive assistance from their colleagues. Based
on these findings, teachers' career characteristics concerning their relationship with their school
and colleagues were things that they liked. Still, the imposition of formal protocols such as
professional development was not something that teachers enjoyed.

Figure 1 included a bar graph illustrating responses concerning participant agreeableness
to a survey item about the likeability of colleagues and their efforts toward supporting their work
in the classroom. The results illustrated in Figure 1 show that 90% of participants agreed or
strongly agreed that they like their colleagues and that their colleagues helped them in class. At
the same time, the data included a range where MIN = 1 and MAX = 5. The bar graph in Figure 1
also represented the high degree of the leptokurtic and negative skew present in the posterior
distribution of the data (KURT = 6.67, SKEW = -2.06). This means there was a high point in the
distribution of the data and a tail that skews to the left. Central tendency and dispersion of the
data included a coefficient of variance of 22.24% (M = 4.10, SD = 0.91). These findings showed
that the human subjects responding to survey items in this study, like their colleagues, were of
assistance for their classes in general.

Figure 1

Percentages for Responses to the Survey Item: “I generally like my colleagues, and they help me
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with my classes.’

I generally lilkke my colleagues and they help me with my classes.
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I generally like my colleagues and they help me with my classes.

Figure 2 included a bar graph illustrating responses concerning the degree to which
participants would be upset if they were required to move to another school during the middle of
the school year. The results illustrated in Figure 2 show that 95% of participants agreed or
strongly agreed that they would be upset if they had to move to another school in the middle of
the school year. At the same time, the data included a range where MIN = 3 and MAX = 5. The
bar graph in Figure 2 also represented the platykurtic distribution and negative skew present in
the posterior distribution of the data (KURT = -0.46, SKEW = -0.58). This means there was a
flatness in the distribution of the data and a tail that skews to the left. Central tendency and
dispersion of the data included a coefficient of variance of 13.59% (M = 4.45, SD = 0.60). These
findings proved that all but one individual agreed or strongly agreed that changing schools would

be an upsetting experience.
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Figure 2

Percentages for Responses to the Survey Item: “If I had to change schools during the middle of
the year, it would be upsetting for me.”

If I had to change schools during the middle of the year, it would be upsetting for me.

Percent

Meutral Agree Strongly Agree
IfT had to change schools during the middle of the year, it would be upsetting for me.

Figure 3 included a bar graph illustrating responses concerning the degree to which
participants like attending professional development sessions given by administrators. The
results illustrated in Figure 3 showed that 50% of participants disagreed or strongly disagreed
that they enjoyed attending professional development sessions. While the data included a range
where MIN = 1 and MAX = 4, the bar graph in Figure 3 was also a graphical representation of
platykurtic distribution and almost total lack of skew present in the posterior distribution of the
data (KURT =-1.13, SKEW =-0.01). There was a flatness to the data distribution, but the tail
had an incidental skew to the left. Central tendency and dispersion of the data included a
coefficient of variance of 43.60% (M = 2.40, SD = 1.05). These findings were evidence that

professional development given by administrators was different from an activity teachers like.
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Figure 3

Percentages for Responses to the Survey Item: “I like to attend the professional development
sessions given by my administrators.”

I like to attend the professional devel t i given by my administrators.
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Figure 4 shows a bar graph illustrated responses about how much participants believed
educators should be highly trained. The results illustrated in Figure 4 showed that all 20
participants agreed or strongly agreed that teachers should be highly trained. The data included a
range where MIN = 4 and MAX = 5. The bar graph in Figure 4 also represented platykurtic
distribution and a slight skew present in the posterior distribution of the data (KURT = -1.24,
SKEW =-0.95). This means that there was a flatness in the data distribution, but the tail had a
slight skew to the left. Central tendency and dispersion of the data included a coefficient of
variance of 10.00% (M = 4.70, SD = 0.47). These findings were evidence that educators agree

that they should be highly trained. The only difference was the magnitude to which they agreed.
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Figure 4

Percentages for Responses to the Survey Item: “Educators should be highly trained
individuals.”

Educators should be highly trained individuals.
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Figure 5 shows a bar graph used to illustrate responses concerning the degree to which
participants believed teaching was a fantastic job. The results illustrated in Figure 5 showed that
95% of participants agreed or strongly agreed that teaching was an excellent job. The data
included a range where MIN = 2 and MAX = 5. The bar graph in Figure 5 also represented a
leptokurtic distribution and a slight skew present in the posterior distribution of the data (KURT
=5.02, SKEW =-1.34). There was an extreme point to the data distribution, but the tail had a
slight skew to the left. Central tendency and dispersion of the data included a coefficient of
variance of 16.16% (M = 4.15, SD = 0.67). These findings were evidence that educators agree

that teaching was a great job. The only difference was the magnitude to which they agreed.
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Figure 5

Percentages for Responses to the Survey Item: “I think being a teacher is a great job.”

I think being a teacher is a great job.

Disagree Agree Strongly Agree
I think being a teacher is a great job.

Theme #7. The final theme that emerged concerned the relationship between teachers
and administrators. Unlike the relationship between teachers and their careers, where
participants appeared satisfied with most characteristics, the characteristics concerning the
relationship between teachers and administrators seemed to hold a higher degree of variance.
Items included in the theme of teachers and administrators included the degree to which it
would be upsetting if their supervisor left, that teachers sought leadership and advice from
administrators, that if they disagreed with administrators, the administrator would listen to their
thoughts and opinions, that they believed that administrators did well in disciplining students
and that their administrator cared about them as a person. The findings evidenced that
participants held differing perceptions concerning these characteristics.

Figure 6 included a bar graph. The bar graph was used to illustrate responses concerning
the degree to which participants believed that it would be upsetting if their supervisor left their
school. The results illustrated in Figure 6 include evidence that 50% of participants agreed or
strongly agreed, and 30% disagreed or strongly disagreed that it would be upsetting if their

supervisor left their school. The data included a range where MIN = 1 and MAX = 5. The bar



120

graph in Figure 6 also represents a slight platykurtic distribution and a slight skew present in the
posterior distribution of the data (KURT = -0.26, SKEW = -0.38). There was some flatness to the
data distribution, but the tail had a slight skew to the left. Central tendency and dispersion of the
data included a coefficient of variance of 32.22% (M = 3.40, SD = 1.10). These findings were
evidence that participants were distributed across the range of responses from strongly
disagreeing to strongly agreeing to the survey item for the degree to which the participant would
be upset if their supervisor left the school.

Figure 6

Percentages for Responses to the Survey Item: “If my supervisor leaves this school, it would be
upsetting for me.”

If my supervisor leaves this school, it would be upsetting for me.
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If my supervisor leaves this school, it would be upsetting for me.

Figure 7 included a bar graph. The bar graph was used to illustrate responses concerning
the degree to which participants sought advice and leadership from their administrators. The
results illustrated in Figure 7 included evidence that 50% of participants agreed or strongly
agreed, and 40% disagreed or strongly disagreed that if their supervisor left their school, it would
be upsetting. The data included a range where MIN = 1 and MAX = 5. The bar graph in Figure 7
also represented a slight platykurtic distribution and a slight skew present in the posterior

distribution of the data (KURT = -1.31, SKEW = -0.20). There was some flatness to the data
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distribution, but the tail had a slight skew to the left. Central tendency and dispersion of the data
included a coefficient of variance of 44.28% (M = 3.10, SD = 1.37). These findings evidenced
that participants were distributed across the range of responses from strongly disagreeing to
strongly agreeing to the survey items for the degree to which the participant seeks advice and

leadership skills from administrators.

Figure 7

Percentages for Responses to the Survey Item: “I seek my administrators for their advice and
leadership skills.”

I seek my administrators for their advice and leadership skills.
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I seek my administrators for their advice and leadership skills.

Figure 8 included a bar graph. The bar graph was used to illustrate responses concerning
the degree to which participants believe their administrator listens to their opinions and thoughts
when they disagree. The results illustrated in Figure 8 indicate that 60% of participants agreed or
strongly agreed, and 15% disagreed that when they disagree with their administrator, they listen
to their opinions and thoughts. The data included a range where MIN = 2 and MAX = 5. The bar
graph in Figure 8 also represented a slight platykurtic distribution and a slight skew present in
the posterior distribution of the data (KURT = -0.39, SKEW = -0.42). There was some flatness to
the data distribution, but the tail had a slight skew to the left. Central tendency and dispersion of

the data included a coefficient of variance of 24.99% (M = 3.55, SD = 0.89). These findings were
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evidence that participants were distributed across the range of responses from disagreeing to
strongly agreeing to the survey item for the degree to which participants felt that their

administrator listened to their opinions and thoughts.
Figure 8

Percentages for Responses to the Survey Item: “When I disagree with an administrator, I feel
like they listen to my opinions and thoughts.”

‘When I disagree with an administrator, I feel like they listen to my opinions and thoughts.
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When I disagree with an administrator, I feel like they listen to my opinions and thoughts.

Figure 9 included a bar graph. The bar graph illustrated responses about how much
participants believed administrators were doing an excellent job with the discipline of
misbehaving students. The results illustrated in Figure 9 included evidence that 20% of
participants agreed and 40% disagreed that administrators were doing a great job in the school to
discipline misbehaving students. The data included a range where MIN = 2 and MAX = 4. The
bar graph in Figure 8 also represented a slight platykurtic distribution and a slight skew present
in the posterior distribution of the data (KURT = -1.13, SKEW = 0.37). There was some flatness
to the data distribution, but the tail had a slight skew to the left. Central tendency and dispersion
of the data included a coefficient of variance of 27.42% (M = 2.80, SD = 0.77). These findings
prove that participants were constrained between disagreeing and agreeing, with 40% reporting a

neutral response.
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Figure 9

Percentages for Responses to the Survey Item: “I think administrators are doing a great job in
the school to discipline misbehaving students.”

I think administrators are doing a great job in my school to discipline mishehaving students.
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I think administrators are deing a great job in my school to discipline misbehaving students.

Figure 10 included a bar graph. The bar graph illustrated responses about how much
participants believe their administrator cares about them as a person. The results illustrated in
Figure 8 indicated that 55% of participants agreed or strongly agreed, and 20% strongly
disagreed or disagreed that when they disagree with their administrator, they listen to their
opinions and thoughts. The data included a range where MIN = 1 and MAX = 5. The bar graph in
Figure 10 also represented a slight platykurtic distribution and a slight skew present in the
posterior distribution of the data (KURT = -0.28, SKEW = -0.62). There was some flatness to the
data distribution, but the tail had a slight skew to the left. Central tendency and dispersion of the
data included a coefficient of variance of 35.78% (M = 3.45, SD = 1.23). These findings were
evidence that participants were distributed across the range of responses from strongly
disagreeing to strongly agreeing to the survey item for the degree to which participants felt that

their administrator cared about them as a person.
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Figure 10

Percentages for Responses to the Survey Item: “I think my administrators care about me as a
person.”

I think my administrators care about me as a person.
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I think my administrators care about me as a person.

Discussion

The purpose of this section wasto discuss the study findings in relationship to the
empirical and theoretical literature reviewed in Chapter Two. The themes extracted from the
qualitative and quantitative data were compared to the synthesized literature. The discussion
began with sub-question #1 and presented the themes, comparing each to the existing literature
reviewed in Chapter Two.
Organizational Support Theory

Based on the themes, the existing research noted that organizational theory was an
essential and effective method for teaching hiring within an educational community based on
Weber’s (1904) and Fayol’s (1929) suggestions that hiring practices should be incorporated
through identifying strategic planning, recruitment of staff, motivation for employees and
essential management functions. The theoretical literature contended that such practices
encompass interprofessional and collaborative efforts to establish teachers with behaviors, skills,

and knowledge from different backgrounds to work effectively with communities, caregivers,
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families, and patients to provide quality care and meaningful outcomes for all those involved in a
student’s care (Mahoney et al., 2018; Shrader et al., 2018; Stevens et al., 2013).

In alignment with the participants’ reflections, Reynolds et al. (2017), O’Connell et al.
(2021), Drude et al. (2019), and Reeves et al. (2017) indicated that teacher hiring, preparation,
and learning practices were the result of organizational learning technical training, teams, and
teamwork collaboration. An understanding of roles and responsibilities presented transparently
to build positive interprofessional leadership skills and to encourage attrition in teachers.
Cognitive Learning Theory

Teacher preparation was noted in the existing literature as a functionary means for
increasing retention, with researchers recognizing the same need for the promotion of self-
efficacy and cognitive classroom readiness as a shared topic from the current study’s sample
(Bardach et al., 2021; Hascher & Hagenauer, 2016; Sieben & Lechner, 2019). Supporting
teachers to aid in preparedness was recognized by Kelley: “We also prioritize building strong
relationships with our teachers to ensure they feel supported and empowered in their roles” and
Lauren: “We receive most of our sources for staff building through professional development
organizations, educational conferences, and networking with other school leaders and educators.”

The current research focused on teacher preparation within education, curriculum
readiness, and immersion practices (Hew, 2016; Jarl et al., 2021; Steenhof et al., 2020). The
results from the current study suggested a need for teacher preparation incorporating the
preparation of faculty, staff, and students for the introduction of a new teacher, which differed
from the reviewed literature findings. Furthermore, the existing research reviewed discussed the
advantages of teacher retainment based on increased professional development, not teacher

preparedness or interaction between new educators and students, staff, parents, and
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administrators (Bland & DeRobertis, 2020; Erduran et al., 2020; Garcia-Carrion et al., 2020;
Myers, 2018).
Classical Testing Theory

The existing research also focused on advantages established due to technological
advancements, such as professional development that presented means for controlling the
learning process congruent to a large-scale distribution of knowledge and a gradual advancement
of sophisticated technologies (Erduran et al., 2020). Studies showed that there were no
socioeconomic barriers to electronic learning becoming available. Therefore, teachers must
adjust for all grades and levels of education regardless of socioeconomic background (Garcia-
Carrion et al., 2020). This adjustment phase was noted to cause stress for teachers and thus
contributed to teacher attrition. Without a support group for this adjustment, researchers claimed
teachers felt alone when embarking on teaching practices and soon left the profession altogether
(Erduran et al., 2020).
Maslow’s Hierarchy of Needs

Research related to theme 1, administrator actions toward new teachers during the hiring
and onboarding process, contended that organizational culture may hold precedence over this
process (Upadhyaya, 2014). Such research promoted the need for the administration to focus on
the school’s social setting, where the lower-order needs may be linked to organizational culture.
Thus, administrators needed to align themselves by concentrating on the teachers' physiological
needs while motivating teaching practices through professional development (lwu et al., 2017).
Additionally, research showed that administrators focused on parental involvement, believing
such participation in their children’s academic activities would improve their academic success

(Kwan & Wong, 2016; Morgan & Hoffman, 2018). Consequently, the existing research
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supported the current study’s findings on administrator actions and provided findings of success
with testing and learning based on direct interaction and influence from such administrators as
principals (Erduran et al., 2020; Goshin et al., 2021c).

Behaviorism Learning Theory

The literature supporting the findings shows that personal sentiment and motivations
were associated with challenges and support within the teaching environment (Chen, 2020;
Michaud, 2019; Sewell et al., 2019). Experts claimed that constant staffing turnover related to
the local socio-economic status of their student families. In the same vein, researchers showed
lower student achievement was primarily found in lower-income areas of the community and can
create challenges for teachers, such as lack of funding, lack of parental support, and behavior
issues among students (Carpenter, 2019; Dart et al., 2016; Sewell et al., 2019). These studies’
outcomes further suggested that behavioral and social learning theories impact students’
behaviors and indirectly affect teacher retention (Clark, 2018; Pritchard, 2014).

Relating to a social class gap within the boundaries of an organizational culture,
researchers found a difference in teaching methods across the same class but of different socio-
economic classes (Kwan & Wong, 2016). Even though experts felt that administrators should be
aware and responsible for positive onboarding and hiring practices to retain teachers, others felt
that parental involvement would encourage parents to relate better with teachers (Kwan & Wong,
2016; Morgan & Hoffman, 2018). Morgan and Hoffman (2018) discuss how parents with
socioeconomic status (SES), or better financial means tend to participate more in a student’s
education and school activities. Many administrators believe parental involvement would

enhance the student experience and encourage it as a win-win situation (Kwan & Wong, 2016).
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Curriculum Theory

In response to theme 2, the preparation of faculty, staff, and students for the introduction
of a new teacher, much of the existing literature showed that induction and retention of teachers
remains the wide-scope focus for many schools with diverse countries analyzing the mechanisms
explaining the difficulties experienced by new teachers (Garcia-Carrion et al., 2020). Some
suggestions for the issue have been made to make professional development an ongoing process,
extend from the first year into the first three years of employment, and diminish the total number
of class time hours for first-year teachers (Daniel et al., 2016). Researchers claimed there exist
several feedback difficulties in teacher attrition (Bolton & Delderfield, 2018; Goldhaber et al.,
2019; Nigar, 2020; Park, 2020). Simultaneously, this learning process isolates teachers on all
levels due to the format. This process, in turn, creates an inability to connect to others because of
the isolation caused by the teaching environment (Bolton & Delderfield, 2018; Nigar, 2020).
Finally, a growing concern exists for expanding the understanding of collaboration in writing
using skills or knowledge based on social and cognitive interactions. Understanding cultural
resistance from educators related to their students could influence teacher retention. Teachers
may be prone to retention if they feel they are making a difference in their students’ learning
outcomes (Dart et al., 2016; Sewell et al., 2019).

Other research on teacher and administrator relationships did not focus on attrition or
retention results but on how the administrators’ actions impacted student academic behavior
without recognizing the teacher’s challenges that affect their classroom performance (Ashbourne
& Andres, 2015; Konner, 2011). Fundamentally, the existing research on teacher attrition
exhibited how the student’s academic experiences were negatively impacted when teacher

turnover was consistent (Goldhaber et al., 2019; LeBeau, 2020).
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Summary

The current study’s problem of schools in Southeast Texas was locally challenged with
staffing issues both because of teacher shortages and other causes contributing to this shortage
was addressed through the purpose of solving the problem of teacher attrition at urban public
schools in Southeast Texas and to formulate a solution to address the problem. As no other study
of teacher attrition focuses on schools in the Southeast urban cities of Texas, a unique approach
of multiple-methods study was necessary. Thus, this action research highlighted the issues
teachers retain regarding either changing campuses or leaving the profession altogether in this
region of Texas. The findings from all participants were triangulated, and the analysis extracted
themes to answer the research and sub-research questions, providing information that would
assist in answering the central research question of “How can educational leaders solve the
problem of teacher attrition at urban schools in Southeast Texas?”” The results from this study
provided information to answer this question that was significantly different from the existing
research and offered suggestions as to why educators in this Texas region were less likely to be

retained.
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CHAPTER FIVE: CONCLUSION
Overview

The purpose of this applied study was to understand the problem of teacher attrition at
urban public schools in Southeast Texas and to formulate a solution to address the problem. The
problem was that schools in Southeast Texas were locally challenged with staffing issues both
because of teacher shortages and other causes contributing to this shortage. This multimethod
design used both qualitative and quantitative approaches. The first approach was structured
interviews with administrators. The second approach consisted of a focus group of teachers. The
third approach employed surveys with teachers. This research sought to expose the working
conditions and environment, to improve the situation for teachers, to effect change, and to
improve upon the profession of teaching by making administration and society aware of the
current impact and conditions teachers experience daily. Chapter five includes the discussion and
conclusions for the research undertaken. The findings from the applied case study were used to
determine how the attrition problem among teachers in Southeast Texas could be addressed.

Restatement of the Problem

The problem was that schools in Southeast Texas were locally challenged with staffing
issues both because of teacher shortages and other causes contributing to this shortage. Garcia
and Weiss (2019) indicated the teacher shortage remains large and growing, with high-poverty
schools suffering the most from the lack of credentialed teachers. Texas, like much of the nation,
faces a severe teacher shortage. The unique approach of multiple-methods study highlighted the
issues teachers retain regarding either changing campuses or leaving the profession altogether in
this region of Texas. Other factors, such as changes in student-teacher ratios and enrollment

trends, influence teachers leaving the field of education (Thomas & Rogers, 2020). Therefore,
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the expectation of students to develop skills on a predetermined timetable has been legislated on
a federalized level (Thomas & Rogers, 2020). Teacher attrition is a problem that needs to be
studied and resolved with effective change and reforms in education.

Proposed Solution to the Central Question

The findings from interviews, focus groups, and closed-ended questionnaires supported
the development of a proposed solution to the problem. In this section, the solution to the
problem of teacher attrition at urban public schools in Southeast Texas, the formulation of a
solution to address the problem, and the central question were answered. The central question
stated, how can educational leaders solve the problem of teacher attrition at urban schools in
Southeast Texas? The themes from the qualitative data analyzed produce a response
encompassing solutions based on the participants’ responses. These solutions were assessed
using the reviewed literature to determine if such existing research supported the solutions
ascertained.

Theme 1 (administrator actions towards new teachers during the onboarding and hiring
process) addressed educators’ retention and the central question by demonstrating the need for
positive support from administrators for new teachers. Based on Theme 1, new teachers
receiving positive support from administrators and other teachers could influence teacher
attrition, particularly in new educators

Theme 2 (preparation of faculty, staff, and student introduction of a new teacher)
supported the solution that teachers need peer support, building relationships by collaboration of
teachers in the community, and the importance of administrative staff recognizing the diversity
of educators. Theme 2 also supported the need for support and communication from

administrator to teacher to student. As such, theme 2 showed the importance of a solution
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supporting all parties’ coordination and cooperative effort. Regarding theme 2, the literature
supported the ability to address the solution for quicker training results in technological advances
that were generally cognitively processed as more advanced today (Erduran et al., 2020).
Researchers noted that training must give positive administrative support to acclimate teachers to
the innovative environments associated with 21st-century teaching practices (Erduran et al.,
2020; O’Connell et al., 2021). Studies also related that teachers must recognize the need for
communication is vital (O’Connell et al., 2021; Thomas & Rogers, 2020).

Theme 3 (personal sentiments and motivations about teaching) and Theme 4 (challenges
and support in the teachers’ environment) supported the solution of overcoming challenges via
creating a supporting environment for teaching staff.

Theme 4 is associated with why teachers leave their respective positions, such as being
overworked with little to no resources or having no internal support from the administration.

Theme 5 (aspects of the educational profession and infrastructure) supported the need to
address retention issues via improving administrators' support by asking currently employed
teachers to share reasons why they stay within the teaching industry.

Themes 1-5 are directly connected to the theoretical framework (Maslow’s Hierarchy of
Needs), and literature supports the importance of a solution that values motivation. Iwu et al.
(2017) suggested that salary, career opportunities, and responsibilities dominate those in
decision-making capacities. Meanwhile, Upadhyaya (2014) focused on improving student
achievement and the school's culture within an impoverished community. Despite some of the
working conditions that work against this type of school in its rural location, Daniel et al. (2016)
demonstrate that their school excels at most accountability measures simply by following the

Hierarchy of Needs established by Maslow, with each stage dependent on the prior state and its
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successful completion. Research from van Merri€enboer and Sweller (2010) highlighted
challenges that concerned how teachers related their success to the ability to relay learning to
their students. Following similar research, Anderson et al. (2016) found more interactive
processes for students and administrators that were challenging for teachers.

The literature supported the idea that administrators, as leaders, should provide positive
support to teaching staff (Kamenetz, 2015; Kim & Sunderman, 2016). The existing scholarship
indicated that for retention efforts to be successful, school leaders must be engaged with the job
while at the same time promoting a vision aligning all organizational and individual goals and
further building coalitions that motivate and inspire teachers to remain loyal to their school
(Suarez-Barraza & Miguel Davila, 2021). Leadership roles are not mutually exclusive but
necessary and complementary to instigate the attrition of teachers (Chuang, 2021; Lui et al.,
2020). The importance of sound leadership in administration today encompasses the need for
education and how it should reflect the prosperity of an entire school or school district (Suarez-
Barraza & Miguel Davila, 2021). Finally, Rodriguez et al. (2020) highlight the importance of
improving leadership practices so that teachers recognize and embrace retention measures.

Literature also supported the need for administrative support based on understanding how
a teacher is responsible for student performance (Hoang, 2014; Sugiyanto & Setiawan, 2018).
Such responsibilities place more pressure on teachers to perform since the administration
provides the evaluation based on test results, which further explains how test results then
determine the success or failure rating of the school overall as an effective educational facility
(Goshin & Mertsalova, 2018a; Stirrup et al., 2015). Carpenter (2019) showed that student test
results explain the effectiveness of a teacher, which in turn ranks their end-of-year performance

reports. If students suffer from test anxiety, their scores could reduce a teacher’s performance
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report. Sugiyanto and Setiawan (2018) pointed out that students suffer from test fatigue and
emotional issues because of the pressure to perform well on standardized tests each year. The
research shows that some students suffer from test anxiety and trouble concentrating. In contrast,
others perform well on regular classroom-style tests but suffer anxiety when it comes to high-
stakes testing (Sugiyanto & Setiawan, 2018).

The central research question (how educational leaders can solve the problem of teacher
attrition at urban schools in Southeast Texas) was addressed by Themes 1-5, which showed the
need to supply a solution that would improve the hiring and onboarding process. The proposed
solutions included strengthening the onboarding process (Theme 5), using collaborative
recruitment (Theme 4), focusing on retention strategies (Theme 3), and administering actions
toward new teachers during the hiring and onboarding process (Theme 1-2). The literature
reviewed also showed similar ideas related to retention, such as Garcia-Carrion et al. (2020),
who showed the advantages of induction and retention of teachers. This research showed
conducive mechanisms favoring the induction process, especially to support those teachers who
join schools serving impoverished students, which supports retention strategies' findings. The
induction and retention of teachers remains the wide scope focus for many schools with diverse
countries analyzing the mechanisms explaining the difficulties experienced by new teachers.

Prior literature provided additional solutions to the issue, such as making professional
development an ongoing process, extending from the first year into the first three years of
employment, and diminishing the total number of class time hours for first-year teachers (Daniel
et al., 2016). These solutions consisted of administrative involvement whereby educational
leaders, including administrators and assistant principals, should be actively involved in hiring

(Beckett, 2016). This includes vetting applications, conducting interviews, and making decisions
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that align with the institution’s vision (Goshin et al., 2021c; Avsec & Szewczyk-Zakrzewska,
2017). Their direct involvement ensures that selected candidates resonate with the school’s
mission and ethos (Beckett, 2016). This also included establishing structured training
(Dietrichson et al., 2017; Gastaldi et al., 2015). Given the need for new teachers to be equipped
with tools and strategies catering to a diverse urban setting, schools should prioritize
comprehensive training during onboarding (Reynolds et al., 2017). Training should cover
diversity, equity, inclusion, trauma-informed teaching practices, and social-emotional learning
(Erduran et al., 2020; Garcia-Carrion et al., 2020; Gastaldi et al., 2015). The final suggested
solution to strengthening the onboarding process included cultural alignment planning, which
should be established given the hiring process's culmination in aligning new hires with the
school’s mission, values, and expectations (Sewell et al., 2019). This can be achieved through
mentorship programs, workshops, and regular feedback sessions. The literature iterated the same
notion, showing that teachers may periodically pause and ask questions during a discussion,
which would further this form of learning by integrating a test later (Powell & Bromley, 2015).
Also, reviewing and revisiting with greater intervals between events enhances knowledge and
long-term retention of concepts (Hoy, 2012). Also, as discussed by Hopkins et al. (2014), a vital
part of learning through which students must be allowed to disseminate and approach new
ideologies with their learning to build upon their knowledge of a concept immediately after its
introduction.

Findings also perpetuated the need to increase collaborative recruitment efforts with
leaders recognizing the importance of leveraging educational networks. For example, instead of
working in isolation, schools can harness professional development organizations, educational

conferences, and relationships with local universities and community organizations (Erduran et
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al., 2020). Collaborating with other schools and districts can also provide a platform to share
resources best practices, and pool recruitment efforts (Thomas & Rogers, 2020). Addressing
systemic barriers would allow for recognition and actively addressing systemic issues like
implicit biases and racism that might hinder hiring educators of color (Al Maawali, 2022).
Additionally, researchers claimed that focusing on hiring educators who reflect the linguistic,
cultural, and ethnic diversity of the student population would be beneficial (Anderson et al.,
2016; Al Maawali, 2020; Bianchi et al., 2021).

Research reviewed in Chapter 2 explained that interprofessional education and learning
in the healthcare system work to prepare collaboration-ready practitioners with behaviors, skills,
and knowledge from different backgrounds to work effectively with communities, caregivers,
families, and patients to provide quality care and meaningful outcomes for all those involved in a
patient’s care (Shrader et al., 2018). This same method can be extrapolated and converted for
educational hiring purposes. For example, the proper development of faculty is a factor that
supports the success of interpersonal education (Hall & Zierler, 2015). Hall and Zierler (2015)
proposed a program combining small group activities, immersion experiences, and
didactic presentations to build interprofessional leadership skills. Coaching and peer learning
activities proved to facilitate the translation of skills to local interprofessional work (Mahoney et
al., 2018).

Given the competition among schools for top talent, urban schools can explore offering
incentives like competitive salaries, professional development opportunities, or housing benefits
to attract and retain quality candidates. Interprofessional education and learning in the healthcare
system work to prepare collaboration-ready practitioners with behaviors, skills, and knowledge

from different backgrounds to work effectively with communities, caregivers, families, and
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patients to provide quality care and meaningful outcomes for all those involved in a patient’s
care (Shrader et al., 2018). The proper development of faculty represents the key factor in
supporting the success of interpersonal education (Hall & Zierler, 2015). Hall and Zierler (2015)
also discussed a program that combines small group activities, immersion experiences, and
didactic presentations to build interprofessional leadership skills. Coaching and peer learning
activities proved to facilitate the translation of skills to local interprofessional work (Mahoney et
al., 2018). Another suggested solution shared in Chapter 4 included focusing on retention
strategies. Such suggestions recommended establishing supportive work environments whereby
schools prioritize building a positive and supportive work culture that recognizes and addresses
the unique challenges of teaching in an urban setting. This includes offering regular professional
development and growth opportunities and creating platforms for teachers to share their
challenges and seek solutions.

Additionally, the administration should foster collaboration. Such efforts should be made
to encourage new hires to collaborate effectively with their peers. Building strong interpersonal
relationships among staff can help create a sense of belonging, reducing attrition. Finally, the
results suggested that compensation and working conditions must be reviewed. Low pay and
challenging working conditions have been identified as barriers, so schools should regularly
review their compensation packages and working conditions. This might involve seeking
additional funding, community partnerships, or grants to improve the work environment.

The findings in Chapter four also suggested establishing methods to prepare faculty, staff,
and students for introducing a new teacher. These methods should incorporate fostering positive
relationships and offering mentorship, which was noted as a recurring theme from the data. They

should also increase the importance of nurturing positive relationships and supporting and
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mentoring new teachers. Schools can create an environment where new educators feel supported,
valued, and connected by establishing mentor-mentee relationships and allowing new teachers to
observe and collaborate with experienced teachers. Further, the findings suggested a need to
create a supportive and inclusive school culture. A supportive and inclusive school culture that
values the contributions of teachers and recognizes their challenges was instrumental in retaining
them. Schools should actively cultivate a culture that values and celebrates diversity, appreciates
educators’ unique challenges in urban settings, and ensures that all staff feel included, valued,
and recognized. This inclusive culture should not only be limited to faculty and staff. However, it
should also embrace the student body, ensuring that teachers feel supported in dealing with the
diverse needs of their students.

The results prompted a need to enhance communication and problem-solving. Effective
communication between administrators, teachers, and students is a critical element in teacher
retention. Administrators should establish clear channels of communication to address any
concerns or challenges that may arise, offer feedback, recognize accomplishments, and ensure
that teachers feel heard. Schools can address concerns responsively and proactively by
prioritizing open and honest communication, making teachers feel more secure and valued. This
can be further bolstered by involving students in the communication process, ensuring they are
well-informed about teacher changes and feel supported during transitions.

The results from the analysis also noted that there were lessons learned from outgoing
teaching faculty that could be used for future protective and retention methods. These included
enhanced support and resources and adding mentoring programs that would set up guidance
systems for newer educators to navigate the educational landscape. Additionally, establishing

wellness initiatives, when implemented, would support structures addressing emotional and
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mental well-being to combat stress and burnout. Support through resource allocation was further
suggested as necessary. This would entail equipping educators with the essential teaching tools
and materials, alleviating feelings of being under-resourced.

A consensus of results showed that competitive compensation and career growth would
provide positive results in retaining teachers. This should include fair compensation, with
administrators needing to review and adjust pay scales to reflect the demands of teaching,
including additional benefits and incentives. Further, teachers should be offered career
advancement opportunities for professional growth and development within the institution, thus
giving teachers a clear vision of their career trajectory. The understanding of fostering a strong,
inclusive community would provide open communication and thereby create avenues for
consistent dialogue between faculty and administration to ensure concerns were promptly
addressed. The need for cultural sensitivity would provide positive retention efforts with training
sessions and workshops to address biases and celebrate the diversity of backgrounds, ensuring a
welcoming environment for all educators.

Improving compensation and benefits promotes such efforts with salary review and
adjustment, creating benchmark teacher salaries against other districts and adjusting to reflect the
cost of living and the multifaceted roles teachers assume (Baum & Haveman, 2020; Bianchi et
al., 2021; Mullon et al., 2017). This includes looking at the discrepancies between teachers who
serve as coaches and those who do not. The results also found that establishing enhanced benefits
could be beneficial by offering superior non-salary benefits such as health care plans, tuition
reductions for teachers’ children, and other benefits to make the compensation package more

attractive.
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The results also noted that a positive engagement for retention purposes would be to
enhance teacher appreciation and safety, incorporate recognition programs to implement regular
recognition programs that spotlight teacher achievements and contributions, and foster a culture
where educators feel valued. Also, establishing safety measures by investing in robust security
infrastructure and conducting regular safety training ensures teachers feel safe in their work
environment.

There were noted and suggested retention efforts that incorporate personal sentiments and
motivations about teaching (Chuang, 2021; Lui et al., 2020). These efforts included addressing
expanding workload and role expectations with increased professional development (O’Connell
et al., 2021; Thomas & Rogers, 2020). Such efforts would be established to provide specialized
training to aid teachers in navigating their expanding roles, ensuring teachers were equipped to
handle both academic and behavioral elements of student growth. Workload management should
be explored by assigning additional support staff or teaching assistants to help with non-
academic responsibilities, thus alleviating the feeling of being overwhelmed with expanding
duties (Daniel et al., 2016; Hoy, 2012; Hopkins et al., 2014).

Based on the findings, the researcher recommends overcoming challenges with
supporting efforts within the teaching environment. Such challenges noted by educators included
the perceptions of course rigor with teachers, especially those introducing new courses, who feel
students need more clarification about the intensity and requirements of subjects. This could be
discouraging for teachers who may feel their efforts need to be more understood and appreciated
(Anderson et al., 2016; Mayer, 2010). Others noted grading differences suggesting a disparity in
grading approaches between high school and college educators in dual enrollment classes. This

can cause confusion and additional teacher stress (Erduran et al., 2020). These findings also
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prompted a need for stronger administrative expectations and support. Teachers face
multifaceted challenges, not just in content delivery but also in managing roles imposed by the
school’s administration. While some appreciate the autonomy the administration gives, others
are frustrated by excessive bureaucracy and inconsistent rule enforcement (Garcia-Carrién et al.,
2020).

The researcher further noted that there was a need to address the relationship teachers
have with the parents of their students. This included parental behavior and blame, with some
educators perceiving certain parents as supportive, while others find them disruptive, often
blaming teachers for student misbehavior. A team effort between teachers and parents, with
mutual understanding and respect, is essential for effective teaching and learning (Kwan &
Wong, 2016; Morgan & Hoffman, 2018).

The overall recommendations to address attrition based on this study’s findings thus
suggested incorporating professional development and training. Educators should be given
regular training to cope with the evolving demands of modern teaching. This includes handling
course rigor, understanding grading systems, and managing administrative expectations (de
Bruin, 2021; Kwan & Wong, 2016). Such recommendations also included promoting clear
communication channels and establishing a more streamlined and transparent communication
channel between educators, administrators, and parents. Regular feedback sessions can help align
expectations and address misconceptions (Deslandes et al., 2015; Yulianti et al., 2021). This
encompasses positive support systems to amplify peer and administrative support, considering
the benefits for educators. Additionally, considering teachers’ potential financial barriers,
districts might investigate providing subsidies or financial support for professional development

and therapeutic services (Bland & DeRobertis, 2020).
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There was a suggestion that the educational profession and infrastructure aspects were
necessary to positively enhance classroom infrastructure and environment. Such changes
included reduced class sizes. Overwhelmingly, teachers expressed the need for smaller class
sizes, with a strong preference for 20 students or fewer. Research shows that reducing stress
through improving class environments is key (Suarez-Barraza & Miguel Davila, 2021).
Addressing class size may enable a better focus on individual students, promoting effective
teaching and learning. Significant concerns revolved around infrastructure, with teachers
highlighting problems from mold to classroom temperature inconsistencies. Improving these
environmental aspects can significantly impact teacher satisfaction and retention (Chen, 2020;
Reynolds et al., 2017).

The findings pointed to prioritizing teacher involvement and support, encompassing the
understanding that teachers should be involved in decision-making. A recurring sentiment was
the need for teacher consultation in crucial decisions, notably in areas related to classroom
design and special education. Involving teachers in these decisions fosters a sense of belonging
and empowerment (Goshin et al., 2021a). Teachers indicated a need for specialized support,
particularly in areas like ESL and special education; thus, a need to provide professional training
and resources was recommended. Investing in professional development and ensuring educators
have the necessary resources can significantly reduce feelings of inadequacy and burnout (Bland
& DeRobertis, 2020; Noltemeyer et al., 2021).

Resources Needed

The following section discusses the resources needed to accomplish the strategy to reduce

teacher attrition. The resources needed, discussed in the following section, are onboarding and

training resources, collaborative recruitment resources, retention and integration resources,
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infrastructure and environment resources, funds, and collaborative recruitment funding. Other
resources required will include allocations for retention strategies and investment in
infrastructure and the environment. Considering potential resources needed, both barriers and
opportunities to change for funding access and development of resources are present. However,
some barriers are present, considering the training methods and resources required. For example,
while improving technology may foster improved collaborations (Gopnik & Wellman, 2012), the
need for such resources also requires the inclusion of funding to meet such resources. One
solution may include accessing grant and funding resources designed to improve hiring shortages
and overcome difficulties experienced in the modern educational environment.
Onboarding and Training Resources

A robust and strategic onboarding process was the linchpin in mitigating teacher attrition.
At the heart of this strategy was the need for deeper involvement of educational leaders,
encompassing administrators and assistant principals, during the recruitment and hiring phases
(Kwan & Wong, 2016; Morgan & Hoffman, 2018). Their expertise was crucial in screening
applications and ensuring that new hires resonate with the institution's ethos. Following
recruitment, resources should be allocated towards creating a comprehensive training program.

This program should not be a mere cursory introduction but a deep dive into key areas
such as diversity, equity, inclusion, trauma-informed teaching practices, and social-emotional
learning. The availability of well-curated training materials, expert facilitators, and platforms for
continuous learning and feedback was essential.
Collaborative Recruitment Resources

The efficacy of collaborative recruitment develops a communication resource needed for

effective schools. It allows schools to tap into expansive professional networks, such as
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educational conferences, relationships with local universities, and inter-district partnerships
(Padirayon et al., 2019). Harnessing these relationships necessitates investment in technologies
that foster seamless collaboration and personnel adept at maintaining and nurturing these
partnerships (Gopnik & Wellman, 2012). Rectifying systemic impediments to diverse hiring
requires resources dedicated to diversity, equity, and inclusion training (Bianchi et al., 2021).
This includes workshops and continuous professional development to address and dismantle
implicit biases within the hiring process.
Retention and Integration Resources

While recruitment was the entry point, retention remains a critical issue. Resources
should be earmarked for programs that promote professional growth and provide platforms for
educators to collaboratively navigate challenges (Garcia-Carrion et al., 2020). Tools for regular
performance assessment, feedback mechanisms, and channels for open dialogue were
paramount. Furthermore, assimilating new educators into the school ecosystem requires
dedicated resources (Daniel et al., 2016). The emphasis here was on the creation of mentorship
programs, platforms for collaborations, and communication tools that keep all stakeholders
informed and engaged.
Infrastructure and Environment Resources

Examining the broader educational infrastructure highlights the need for investments in
physical resources. Classrooms equipped with modern technological tools, a conducive
environment free from infrastructural challenges, and the creation of smaller learning cohorts

necessitate not only financial investments but also thoughtful planning and design (Nigar, 2020).
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Funds Needed

The following discusses the funds needed to accomplish the abovementioned strategy.
The funds needed will include the extension of investment in infrastructure and environment,
improving collaborative recruitment funding, and improving roles and responsibilities. The
topics explored will discuss the additional funding resources needed to improve the outcomes of
the proposed solutions.
Funding the Onboarding and Training Phase

The sophisticated onboarding process envisioned demands significant funding. Budget
allocations should be made to hire expert facilitators, curate high-quality training materials, and
establish a dedicated onboarding center equipped with the latest training technologies. The
potential dollar amount required would total $85,000. Financial resources for teacher onboarding
and training can be found through multiple grant programs such as the U.S. Department of
Education teacher leadership and career advancement program (Grants Overview: U.S.
Department of Education, 2023). This program was established for public school districts to
offer funding for opportunities to address educator recruitment, retention, and career
advancement.
Collaborative Recruitment Funding

Collaborative endeavors, while promising a higher return on investment in the long run,
require upfront funding. Financial provisions should be made for technology platforms that
foster collaboration, attendance at educational conferences, and initiatives to strengthen ties with
universities and other educational entities. Further funding for collaborative efforts, including
recruitment, is available through state-wide and federal applied grants. Each state has specific

and specialized funding provisions for recruiting and education retention plans.
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Allocations for Retention Strategies

Efforts aimed at teacher retention may require a substantial financial outlay. This could
manifest in competitive compensation packages, regular professional development opportunities,
wellness initiatives, and housing or relocation benefits. Such incentives make the profession
attractive and contribute to educators' well-being and satisfaction, thereby reducing attrition.
Again, the U.S. Department of Education offers grant opportunities to address educator
recruitment, retention, and career advancement. Also, the Education Innovation and Research
program funds teachers and schools to create, develop, implement, replicate, or take to scale
entrepreneurial, evidence-based, field-initiated innovations to improve student achievement and
attainment for high-need students and rigorously evaluate such innovations.
Investment in Infrastructure and Environment

Improving the educational infrastructure requires significant funding. This includes
refurbishing classrooms, ensuring a conducive learning environment, investing in modern
technological tools, and potentially expanding school premises to ensure optimal class sizes. The
key source of financial funding for public schools is federal and state government aid.

Roles and Responsibilities

In addressing the challenge of teacher attrition, the roles of teachers and administrators
were deeply intertwined and distinct. Teachers were on the front line in the classroom, absorbing
the nuances of classroom dynamics, pedagogical changes, and student needs. Their continuous
professional development was paramount, allowing them to stay aligned with the evolving
requirements of modern education. As central figures in this equation, teachers were not mere
recipients of policies and interventions but active participants, voicing concerns, needs, and

feedback. As experienced teachers guide newer educators, a mentorship and mutual learning
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culture thrives, enhancing the professional environment. Administrators, juxtaposed with this,
provide a broader strategic insight. Their leadership steers the institution, ensuring the effective
allocation of resources, timely intervention, and strategic collaborations. Administrators act on
the feedback loop, ensuring teachers' needs are met, policies are in place, and collaborations are
nurtured. They were also tasked with policy formulation, cementing relationships with external
stakeholders, and overseeing the holistic vision for teacher retention.
Timeline
The following timeline will allow each stage to be fully incorporated and used to

establish the final solutions within each phase. Following this order of processes, each stage will
be accomplished, thus leading to the next step. Each step must be completed or close to
completion before the next step begins.

e Q1: Initiate comprehensive institutional assessment to determine needs and

challenges.

e Q2: Design the improved onboarding process based on assessment results.

e Q3: Launch targeted training programs.

e Q4: Evaluate the year's interventions and strategies.

e Year 2: Intensification and Expansion

e QL: Solidify mentorship programs.

e Q2: Strengthen platforms for intra-school collaboration.

e Q3: Embark on infrastructure improvements and launch wellness initiatives.

e Q4: Mid-term review of strategies and feedback.

e Year 3: Consolidation and Future Planning

e Q1: Reinforce collaborative recruitment efforts.
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e Q2: Reevaluate and adjust compensation, benefits, and other incentives.
e Q3: Implement long-term retention strategies based on feedback.
e Q4: Comprehensive review and planning.

Solution Implications

The implications have benefits and risks related to all aspects of the solutions. Benefits
were comprised of the means shared for improving the retention of teachers. These benefits
consist of creating better work environments, increasing support from peers and administration,
and increasing teachers' self-efficacy. The success of the concerted efforts to tackle teacher
attrition rippled across various aspects of the educational environment. With improved retention,
schools stand to witness enhanced educational outcomes, as continuity in teaching staff assures a
consistent learning experience for students. Financially, institutions accrued savings due to
reduced recruitment and training costs. The institution's reputation also experienced a positive
surge, signaling a nurturing and conducive working environment.

Furthermore, the strengthened ties between educators and the community breed trust and
collaboration, deeply rooting the institution in the aspirations and needs of the community it
serves. As attrition wanes, the teaching profession becomes increasingly robust and attractive,
laying the foundation for an environment of educational excellence. However, there can be
issues with the implementation of any retention program. Common among such issues is
funding. Schools often have no extra money to support retention efforts and struggle to keep
their teachers from leaving. Additionally, teachers' adaptation to any changes is often
problematic as staff building and retention efforts may not be accepted by current staff.

Administration, policymakers, and other stakeholders working outside the school environment
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may also fail to understand the problem as their limited view is all-encompassing and does not
address a single school’s issue.
Evaluation Plan

The outcomes-based evaluation looks at tangible results, casting aside the superficiality
of mere activities or processes. Unlike the formative evaluation, which tends to linger on the
methodologies deployed, or the goal-based evaluation, which sets its sights solely on achieving a
pre-defined goal, this method probes deeper. It seeks to ascertain if the suggested solutions
culminate in the desired outcomes. Furthermore, it offers a granular end-point assessment of a
program'’s effectiveness, distancing itself from the summative evaluation, which gauges a
program's overall worth upon its conclusion.
Responsibility for Assessment

Within the hierarchical structure of a school district, it was pivotal to earmark a specific
body that shouldered the responsibility of overseeing the assessment. The Evaluation Committee,
a blend of educational researchers, school administrators, and external consultants specializing in
evaluation, was assigned this role. The presence of diverse stakeholders within this committee
ensures a multi-faceted perspective, mitigating biases and promoting a comprehensive
evaluation.
Conducting the Assessment

When embarking on the assessment journey, it was important to adopt a multi-
dimensional approach. Quantitative analysis, for instance, emerges as a cornerstone. Researchers
can discern patterns and measure impact by collating data on teacher attrition rates, both pre- and
post-intervention phases. The juxtaposition of these datasets can unveil any statistically

significant shifts, offering empirical evidence of the intervention's success or areas of
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improvement. Parallel, qualitative analysis was an equally valuable tool. Engaging with teachers
and administrators through structured interviews and meticulously curated focus groups can
unearth a wealth of insights. These interactions serve as a conduit to grasp their perceptions,
feelings, and attitudes regarding the interventions, thus providing the reasons behind fluctuating
attrition rates. They also shed light on the human aspect, making the assessment more holistic.
Criteria or Standards Used

The criteria used for this evaluation and the primary measurement was the quantifiable
reduction in teacher attrition rates. However, a successful intervention was not solely about
numbers. Embedded within the process were qualitative markers indicators that supported the
statistical data. Parameters such as heightened teacher satisfaction, an enriched school culture
marked by collaboration and inclusivity, and positive feedback on the interventions employed all
play a role in deciphering the solution's effectiveness.
Delimitation of the Evaluation

For this study, the geographical focus remains on Southeast Texas schools, ensuring that
the analysis remains pertinent to a specific demographic. Furthermore, the evaluation
encompasses two academic years, a period that balances depth with feasibility and acknowledges
potential seasonal variabilities in teacher attrition rates. The choice of narrowing down to
specific types of schools, be it public or private, or zeroing in on institutions of a particular size
or grade spectrum was deliberate. These decisions have been driven to keep the study
manageable and meaningful. By channeling the spotlight on specific areas, the analysis promises
depth and actionable insights specifically tailored for Southeast Texas.
Limitation to the Evaluation

Variables remain difficult to control. Factors beyond the immediate purview of the study,
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like unpredictable economic downturns, cataclysmic natural disasters, or world-changing events
such as pandemics, wield the power to skew teacher attrition rates. Additionally, participation in
qualitative methods was rooted in voluntarism. This may lead to a skewed or non-representative
sample, thus affecting the richness of insights. Furthermore, the innate human tendency to
present information in a positive light can lead to self-reporting biases. Such nuances might
cloud the clarity of the evaluation, presenting a slightly distorted picture.
Summary

The evaluation plan addresses teacher attrition challenges in Southeast Texas schools
using an outcomes-based evaluation approach. This method was chosen to emphasize tangible
results, allowing the assessment to measure the reduction in attrition rates post-intervention.
Responsibility for this comprehensive assessment was allocated to the Evaluation Committee,
comprised of educational researchers, administrators, and external evaluation specialists. The
evaluation employs a dual-method approach: quantitative analysis of attrition rates and
qualitative insights from structured teacher and administrator interactions. While the primary
evaluation criterion was a quantifiable drop in attrition rates, qualitative markers like enhanced
teacher satisfaction and improved school culture inform the assessment. The study was delimited
to Southeast Texas schools over three academic years. However, it recognizes inherent
limitations such as unpredicted external events or self-reporting biases that might affect results.
Expanding geographical scope, deeper analysis of individual interventions, and attention to
specific teacher subgroups were recommended for future research endeavors. This plan promises
a comprehensive analysis of the issue, paving the way for actionable, tailored solutions for the

region's educational institutions.
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APPENDIX C
Faculty Recruitment Email

Dear Potential Participant,

As a doctoral candidate in the School of Education at Liberty University, | am conducting
research on teacher retention in this area of Southeast Texas as part of the requirements for a
Doctoral degree. The purpose of my research is to address the current trends in teacher retention,
and | am writing to invite you to join my study.

Participants must be 18 or older and current administrators and teachers. You will be asked to
participate in an audio-recorded focus group. The procedure listed should take approximately 15-
20 minutes to complete. Participation will be anonymous, and no personal, identifying
information will be collected.

Focus Group: Please click here to review the Focus Group Consent Form. The first page of the
survey contains a consent document that contains additional information about my research.

OR —if you are unable to participate with the Focus Group, please consider filling out the
following Survey.

Survey: Because participation is anonymous, you only need to sign and return the consent
document if you prefer. After you have read the consent form, please click here to proceed to the
survey. Doing so will indicate that you have read the consent information and would like to
participate in the study.

Sincerely,

Elaine Pangle
EdD Candidate
Liberty University


https://drive.google.com/file/d/1NcLTD_mn2zguhmEy61SoBoBO3DWLUWcM/view?usp=sharing
https://forms.gle/SWhFLyr6NwChr9jc8
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Survey Questions

Survey Responses



https://docs.google.com/document/d/1yEV_fjoSurv_lvyg8xxsw8vrPaSQQpXd/edit?usp=sharing&ouid=101380982549789387613&rtpof=true&sd=true
https://docs.google.com/spreadsheets/d/1Ibq4LGhSb2tCNFI7GgNgLkyMY3HlCEtRUZEma5VfAYc/edit?usp=sharing
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APPENDIX E
Approved Consent Forms

Administrator Consent Form

Focus Group Consent Form

Teacher Survey Consent Form



https://drive.google.com/file/d/15iAtGGJGFMGlWuLXqWBM_o0mlRfqV9HA/view?usp=sharing
https://drive.google.com/file/d/1NcLTD_mn2zguhmEy61SoBoBO3DWLUWcM/view?usp=sharing
https://drive.google.com/file/d/1i31mEbfSM6CLXJeKDKIizWV9cX4jlpEu/view?usp=sharing
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APPENDIX F
Principal Request for Interview Email

Dear Administrator,

As a doctoral candidate in the School of Education at Liberty University, | am conducting
research on teacher retention in this area of Southeast Texas as part of the requirements for a
Doctoral degree. The purpose of my research is to address the current trends in teacher retention,
and | am writing to invite you to join my study.

Participants must be 18 years of age or older and current administrators and teachers.
Participants will be asked to participate in an audio-recorded focus group. It should take
approximately 15-20 minutes to complete the procedure listed. Participation will be completely
anonymous, and no personal, identifying information will be collected.

Interview: Please click here to go to the consent form. A consent document is provided as the
first page of the interview. The consent document contains additional information about my
research. The interview should only take 15-20 minutes of your time.

Because participation is anonymous, you do not need to sign and return the consent document
unless you would prefer to do so. After you have read the consent form, please to
proceed to the scheduling form to select a day and time convenient for you to meet for an in-
person interview. Doing so will indicate that you have read the consent information and would
like to participate in the study.

Sincerely,

Elaine Pangle
EdD Candidate
Liberty University


https://drive.google.com/file/d/15iAtGGJGFMGlWuLXqWBM_o0mlRfqV9HA/view?usp=sharing
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APPENDIX G
Research Structure Types

Administrator Interview Questions

Focus Group Questions

Teacher Survey Questions



https://docs.google.com/document/d/1JVBeDyAupvFuLPwYMg1UW_r7Ltg-mgMy/edit?usp=sharing&ouid=101380982549789387613&rtpof=true&sd=true
https://docs.google.com/document/d/1a94p4c6ig6QgpqdIkCHhbhGKkVJpx8jn/edit?usp=sharing&ouid=101380982549789387613&rtpof=true&sd=true
https://docs.google.com/document/d/1Q7ZvRiFKsHJaN392QxhbCd3fRWxsy0r-/edit?usp=sharing&ouid=101380982549789387613&rtpof=true&sd=true
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