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Abstract 

The purpose of this study was to assess the initiatives and incentives preferred by certified 

teachers employed by a Middle Georgia school district with the goal of formulating a plan to 

retain teachers. This quantitative study looked at factors such as race, gender, age, and grade 

level of teachers and the statistical significance to initiatives and incentives and the effect on 

teacher retention. The data from the study was obtained using a survey administered to teachers 

in the district with various levels of experience.  
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Chapter I: Introduction 

The purpose of this study is to explore teachers’ perceptions of existing initiatives and 

incentives related to teacher retention with the goal of providing insight to other districts who 

may be experiencing retention deficits. This chapter will provide a synopsis of the problem 

related to the study and the significance of the study. This chapter will outline the theoretical 

framework and summarize the methods used in the study.  The nationwide and statewide 

problem of teacher retention in public schools will need to be addressed until an increase is 

shown in teacher retention rates. In 2015, the Georgia Professional Standards Commission 

reported 44% of Georgia public school teachers leaving the profession within the first five years 

of employment (Owens, 2015). Included in Chapter I are an explanation of the purpose of the 

study, the research design, hypotheses, and methodology. This intent of the study is to provide 

school districts with a comprehensive analysis to support the improvement of teacher retention. 

Problem Statement 

A national issue of retaining teachers in public schools currently exists.  According to 

The National Center for Education Statistics (2014), during 2011-2012, 8% of teachers left the 

profession within the first year, and 7% of teachers with 1-3 years’ experience left the teaching 

profession during 2012-2013. More than half of the teachers leaving the profession cited 

workload and general work conditions such as values, expectations, and interpersonal 

relationships were improved in their new professions in private business or self-employment.  

In 2015, the Georgia Professional Standards Commission reported 44% of Georgia public 

school teachers leaving the profession within the first five years of employment (Owens, 2015).  

In this report, teachers attributed standardized tests and evaluation methods as reasons for 

leaving the profession. Teachers were leaving the profession because they felt they had no 
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control over the outcome of the standardized tests and or their evaluations (Owens, 2015).  A 

study done in the Cobb County, Georgia School District focused on teachers’ perceptions related 

to incentives/initiatives such as compensation, benefits, teacher relations, and scheduling and 

workplace enhancement. The purpose of the study was to create a comprehensive retention plan 

to attract and retain teachers in the Cobb County School District.  The Cobb County study 

concluded teachers preferred salary; a retention bonus; a tuition reimbursement program; 

involvement in the decision-making; and increased benefits options in the order listed. One 

suggestion for further research in the Cobb County study was to replicate the study in a larger or 

smaller district to identify any significant differences. The Cobb County School district is a 

suburban district located near the urban area of Atlanta, Ga. (Gordy, 2004). The intent of this 

study is to replicate the Cobb County study in a smaller district near rural areas.   

According to the Governor’s Office of Student Achievement (2019), the school district 

selected for the current study has maintained an 88% teacher retention rate for the past three 

years. Although the retention rate is higher than the state and national retention rates, this study 

is needed to determine the motivating factors for teacher retention in this smaller, more rural 

district. Second, a study of teacher retention may reveal other incentives/initiatives that have not 

been identified in previous studies. 

Theoretical Framework 

Grounded theory mixed-methods were used by Kass (2015) to study self-efficacy and 

gender issues related to teachers. Kass’ purpose was to amplify the voice of female educators 

whose voices had been silenced in previous research related to teacher self-efficacy. Participants 

in the study by Kass were identified using a quantitative questionnaire. Open-ended questions 

were posed later during interviews as a form of qualitative research. As a result of the 
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questionnaire, Kass identified 14 subjects to be interviewed. In the interviews, Kass asked that 

participants elaborate on a response to a single question. Kass used the process of axial coding to 

retain precise wording from participants. 

Participants in another study conducted by Battle and Looney (2014) used a sample of 46 

teachers to study research related to teacher retention based on psychological theoretical 

framework. The teachers were surveyed by rating their value of teaching, knowledge of 

adolescent development, and intentions to remain in the profession. Participants provided basic 

demographic information as well as the number of years in the profession. This mixed-method of 

research was designed to confirm and dispute previous research on the topic of teacher retention 

 Herzberg (1966) concluded there are two types of factors that affect people’s attitude 

about work: hygiene (i.e., company policy, supervision, advancement, and growth) and 

motivation (i.e., achievement, recognition, work, and responsibility). This two-dimensional 

paradigm is based on the premise that a set of job characteristics is the determining factor for 

worker dissatisfaction while another set of characteristics determines the degree of positive 

satisfaction for the worker. Workers are motivated by feelings of responsibility and enjoyment of 

the job. Workers are dissatisfied with poor working conditions and stern policies and procedures.  

Herzberg’s theory relates to the problem statement of this research due to the statistics of 

teachers leaving the profession due to workload and working conditions. Attrition factors are 

also factors in Herzberg’s theory. An empirical test of Herzberg’s Two-Factor Motivation 

Theory was completed in Sakarya, Turkey (Ozsoy, 2019). The quantitative study required 162 

participants to complete a questionnaire including motivation factors and hygiene factors. The 

majority of the participants were married males with a bachelor’s degree. In this empirical test 
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Herzberg’s Two Factor theory was partially supported due to the fact hygiene factors were 

important motivating factors.  

Purpose of the Study 

 The purpose of this study is to analyze initiatives/incentives used by school districts to 

improve teacher retention with the goal of formulating a plan to retain teachers.  Herzberg’s 

Two-Factor Motivation Theory (Herzberg, 1966) will serve as the theoretical framework for this 

study. Herzberg’s Theory suggests that workplace satisfaction is based on factors of motivation 

and hygiene. Motivation factors are related to the job itself, while hygiene factors may not be 

directly related to the job. According to the theory, hygiene factors do not affect increased job 

satisfaction. However, the lack of hygiene factors can lead to job dissatisfaction. Whereas the 

nonexistence of motivation leads to a decrease in job satisfaction, but the existence of motivation 

can increase job satisfaction. See Figure 1.  
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Figure 1  

Herzberg's Theory of Motivation  

 

The researcher’s purpose is to determine if a need for a comprehensive analysis to 

improve teacher retention in the selected school district exists and to formulate a plan to retain 

teachers. The researcher intends to use a population different from past research to identify 

possible similarities and differences.  

Definition of Terms 

• Altruistic Motivation is finding teaching socially meaningful (Coulthard & Kyriacou, 

2000). 

• Hygiene Factors are issues relate to an employee’s environment: policies, supervision, 

and salary (Syptak et al., 1999). 
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• Intrinsic Motivation is finding the process of teaching and the subject enjoyable 

(Coulthard & Kyriacou, 2000). 

• Motivators are ideas or situations that create satisfaction by fulfilling an individual’s need 

for meaning and growth (Syptak et al., 1999).  

• New Teachers are classroom teachers with less than five years’ experience in the field of 

public education. 

• Retention is a school district’s ability to retain teachers over time; not including teachers 

who leave due to retirement, death, transfers within the field of education, etc. 

• Teacher Efficacy is a teacher’s belief in her or his ability to impact outcome expectancy 

of student performance (Isbell & Szabo 2015).   

• Veteran Teachers are classroom teachers with five or more years’ experience in the field 

of public education.  

Significance of the Study 

The study is significant, primarily, because it focuses on one school system. Findings 

from this study may be applicable to similar schools across the United States. The researcher will 

conduct the study to analyze the perceptions of teachers related to incentives/initiatives for 

teacher retention in a public school system. As previously stated, teachers are leaving the 

professions at alarming rates. The study is necessary to provide insight for educational leaders to 

improve teacher retention. The retention of highly qualified teachers in public education should 

lead to improved student achievement.  

 This replication study is being conducted for two reasons. The original study in Cobb 

County Georgia School District was conducted 15 years ago. This study will explore new 

literature as well as updated/new initiatives used by districts to improve teacher retention. 
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Second, in the past three years the selected school district and Cobb County School District have 

each averaged a retention rate of 88% (The Governor’s Office of Student Achievement, 2019). 

This study will also compare the conclusions in the Cobb County study with those of a replicated 

study in the selected school district and determine if there are implications for other school 

districts.  

Research Questions/Hypotheses 

1. What employee retention initiatives are preferred by teachers in a suburban school 

district in Georgia? 

2. What is the impact of teachers’ certification level, age, race, and gender on the 

type of retention initiatives and incentives they prefer? 

• Ho1:  

o There is no statistically significant difference among the mean scores 

of teachers for each retention initiative/incentive. 

o Alternative Hypothesis: There is a relationship among teachers for the 

retention initiatives/incentives to a statistically significant degree. 

• Ho2:  

o There is no statistically significant difference among the mean scores of 

teachers’ certification level, age, race and gender for the preferred 

retention initiative/incentive. 

o Alternative Hypothesis: There is a relationship among the mean scores 

of teachers’ certification level, age, race and gender for the preferred 

retention initiatives/incentives to a statistically significant degree. 
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Methodology 

 The teachers selected for this study were all teachers from the selected suburban school 

district in Georgia. Upon completing the Institutional Review Board process, a principal’s packet 

was emailed to each school’s principal. The school principals were aware of the study and the 

possible participation of teachers. The school principal had the authority to allow teachers to 

participate in the study. The school district required principal permission to send the link to 

teachers. However, some teachers may have completed the survey on their own time after school 

hours. The data collection period took place during the school year. While the expectation was 

not for the participants to complete the survey during employment hours, the researcher 

understood the importance of informing principals of teachers’ possible participation and asked 

principals encourage teachers to participate. The packet included a cover letter and directions and 

rationale about the survey. Within one week of sending the packet to the principals, an email was 

sent to school email of all teachers in the district who granted permission. The email gave a brief 

overview of the study and requested participation from teachers. The email included a link to the 

survey on the Qualtrics platform. The retention questionnaire was available online via the 

Qualtrics platform link for all teachers. The survey contained demographic items and items 

related to retention initiatives/incentives. A second email was sent to teachers with a due date 

within two weeks of the initial survey release. Each participant’s survey was coded with a 

number to ensure anonymity. Participants’ names will not be included in the survey data. The 

retention survey was a replication of the survey administered in the Cobb County study (Gordy, 

2004). This will allow the researcher to compare the responses of the populations. The researcher 

requested permission for use of the survey. (See Appendix B) The replication of the survey may 

also help validate any limitations.  



9 
 

Teachers rated each initiative/incentive using a Likert scale to assess the degree of 

influence of each initiative/incentive on teacher retention in the selected school district based on 

their personal perception. The survey was composed of six sections: demographics, employee 

relations, compensation, benefits, scheduling, and workplace enhancement. (See Appendix A) 

The dependent variables in this study were the responses to the retention survey provided by 

teachers. The independent variable in this study was the teacher responding with various years of 

experience. The plan was to compare the responses of new teachers with the response of veteran 

teachers. A .05 threshold level of significance was used to determine significance for this study. 

The researcher used this level because it is the standard level used in the field of education and 

social science. The data was analyzed using SPSS software. The researcher used descriptive data 

and data from ANOVA to determine outcomes from the study. The researcher compared the 

results to the initial study and determine implications for the school district in the current study. 

Limitations 

1. The study was limited to a suburban school district in Middle Georgia. This study 

may not have accurately represented a school district in an urban or suburban area 

with a different population. 

2. Participation in the study was voluntary and participants were not compensated. 

Therefore, participation was low. 

3. The study was administered to teachers in schools which differed in socioeconomic 

status and school achievement. Therefore, the responses may not have accurately 

represented the district in its entirety. 
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4. The survey was administered during the school year to ensure adequate participation 

and receipt of the survey, because teachers generally do not check and respond to 

school-based email accounts when off contract. 
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Chapter II:  Literature Review 

 This study was designed to identify the effectiveness of incentives to enhance teacher 

retention. The study was conducted during the onset of the COVID-19 pandemic and a period of 

social unrest in the United States. The researcher’s access to new literature that may discuss 

impacts of teacher retention on these two issues was limited due to the recentness of events and 

policies. The review of literature addresses the following key topics: (1) general employment 

trends in the United States; (2) teacher efficacy; (3) burnout; (4) retention strategies including 

teacher compensation, and benefits; and (5) motivational theories related to teacher retention. 

These topics provided a broad overview of why teachers chose to remain in the profession.  

Employment in the United States 

The measurement of unemployment was proposed in the 1930’s. Prior to this period of 

time joblessness was measured by the gainful worker approach in which respondents answered a 

survey stating whether or not they were gainfully employed. This measure presented issues 

because those with occupations but not working were considered employed and individuals 

looking for a job were identified as out of the labor force. The measure of unemployment was 

developed to identify individuals out of work and actively seeking employment (Hauser, 1974). 

The “Great Recession”, which lasted from approximately December 2007 to June 2009, 

had a long-lasting effect of unemployment on the labor market in the United States. During this 

time, unemployment reached the highest level since 1983 (USDL, N.D.) Displaced workers 

during the recession struggled to find reemployment and/or remain unemployed for long periods 

of time (Brundage, 2014). Individuals who found new jobs during this time often suffered large 

wage reductions or uncommon working environments that ultimately resulted in underemployed 

workers (Harvey & McKee-Ryan, 2011). The recession provided lessons for the labor market. 
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Male workers were more likely to lose their jobs than their female counterparts were. However, 

the largest lesson was to understand how national unemployment affects regions of the country 

and racial/ethnic groups (Perry, 2009). The empirical results of a study with focus on the Great 

Recession provided insight into affected regions and races affected. There was no statistical 

significance in the U.S. regions affected; however, unemployment in some states remained at 

high levels for some states. African Americans and Hispanics had a much higher rate of 

unemployment than Whites and Asians. The “Great Recession” was responsible for huge job 

losses and took employers longer to get back to the initial level of payroll employment than 

previous recessions. However, in 2010 employers began adding jobs and by mid-2014 the 

economy had recovered nearly 8.7 million jobs that had been lost at the start of the recession.

 This recovery was stimulated by the enactment of the financial stabilization bill known as 

Troubled Asset Relief Program (TARP). The enactment of TARP stabilized markets by allowing 

the US government to purchase mortgage-backed securities and bank stocks (Center on Budget 

and Policy Priorities, 2020). 

 According to the Bureau of Labor Statistics (2019), the number of job openings and 

separations fluctuated very little during the first quarter of 2019 in the United States. However, 

from 2016 to 2019 the number of job openings increased by 1% while the number of separations 

has remained steady.  In March 2020, the world felt the effects of the coronavirus pandemic 

(COVID-19). According to the United States Bureau of Labor Statistics (2020), the 

unemployment rate rose to 4.4% in March 2020 as a result of the pandemic affecting various 

areas of the job market. At the onset of the pandemic, retail and food service were heavily 

impacted. However, all areas of the job market have shown improved rates of employment since 

the onset of the pandemic (Zhang et al., 2015). See Table 1. 
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Table 1 

COVID-19 U.S. Unemployment  
Month Unemployment 

% Areas Impacted 

March 4.4 Food services, health care, retail trade, construction 
April 14.7 All major industry sectors, leisure, and hospitality 
May 13.3 Education, health services, leisure, and hospitality 
June 11.1 Education, health services, leisure, and hospitality 
July 10.2 Retail trade, leisure and hospitality, government 

August 8.4 Education, health services, leisure, and hospitality 
U.S. Bureau of Labor Statistics, 2020 

Employment in Georgia 

According to the Southern Regional Education Board (SREB), in 2012-2013 5,443 

candidates completed teacher preparation programs in Georgia. From 2008 to 2017, the number 

of educator preparation program completers in Georgia decreased from 6,299 to 3,921. This 

decrease in the new teacher supply may have contributed to the shortages of teachers within the 

state (Title II Reports National Teacher Preparation Data, 2019).  A report by the Economic 

Policy Institute found teachers in Georgia earn 25% less in weekly wages than non-teacher 

graduates with similar teacher characteristics (Allegretto and Mishel, 2019). 

 In an interview with the Atlanta Journal Constitution, Richard Ingersoll, one of the 

foremost experts on teacher retention gave some insight on teacher retention related to COVID-

19. According to Ingersoll, it is too early to determine the effect on COVID-19 on teacher 

shortages because large data surveys take at least a year or two to be released. He further stated 

that the notion of teachers retiring or resigning due to COVID-19 may not be accurate because 

employees in general resign or quit at lower rates in tough economic times (Downey, 2020). 

 The school district in this study is located in a county that has experienced a steady 

decline in unemployment from November 2018 (4.4%) to April 2019 (3.2%).   
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Teacher Retention 

Although the employment trends of teachers in the United States do not exactly mirror 

the employment trends of the workforce as a whole, teacher retention is a contributing factor to 

unemployment in the United States. Guarino et al. (2006) describe a framework for 

understanding teacher turnover using economics. The framework contends the teaching 

profession is part of the labor market and therefore has a supply side and a demand side. Labor 

supply represents the number of qualified individuals taking the available position for a set level 

of compensation. Labor demand represents the number of positions available in a particular 

district given a set level of compensation, either monetary or non-monetary. Working conditions 

and morale are results of human behavior. The study concluded higher salaries were associated 

with lower attrition. In addition, schools that provided teachers with more autonomy and 

administrative support had higher rates of teacher retention. Finally, schools that provided 

mentoring/induction programs had lower rates of turnover for new teachers.   

According to Gritz and Theobald (1996), if benefits such as compensation and healthcare 

are the highest in the current employment, the employee will stay. However, if the benefits are 

better for another employer, the employee will leave. This explanation of the supply side sheds 

light on districts where teachers are making higher salaries and experiencing better working 

conditions, the expected turnover rate would be low. The demand side focuses on the decision 

making of the employer. Factors such as increased teacher to pupil ratio, layoffs, and pay 

reduction influence a teacher’s decision to leave. In difficult economic times teachers chose to 

stay in the profession to provide for their families, but it is premature to draw any parallels 

between difficult economic times and pre/post COVID. Prior to the COVID pandemic, the 
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United States was experiencing teacher shortages. Due to frustrations related to virtual teaching 

and potential safety concerns more teachers are retiring (Downey, 2020).  

Chiong et al. (2017) conducted a study of 900 teachers aimed at determining why long-

service teachers remain in the profession. The mixed-method study used a Kruskal-Wallis test to 

identify differences between two groups with different lengths of experience. The Kruskal-

Wallis test is a one-way ANOVA statistical test. The findings of the study concluded teacher 

preferred content interests as motivators for staying in the professions. The study also found 

perceived professional mastery in their content areas as motivators for teachers.  

The theoretical framework for the current study (Chiong et al., 2017) directly reflects the 

ideas presented in the literature related to teacher retention. The two factors, hygiene, and 

motivation are represented in the literature above in the forms of advancement, achievement, 

policy, and recognition. Additional information related to the theoretical framework can be found 

in the Introduction section. 

Teacher Retention in Small Rural Schools 

Nearly 16% of all teachers leave their assignments every year resulting in a teacher 

turnover rate four times higher than most other professions (Riggs, 2013). Rural schools of less 

than 300 students have the highest rate of teacher turnover (Ingersoll, 2001). In rural schools, 

high teacher attrition rates negatively impact student achievement and growth. Students in these 

small schools repeatedly have inexperienced teachers who are often in the survival mode 

(Huling, 1998). The National Commission on Teaching and America’s Future (2007) warned of 

the effects of high teacher turnover on rural schools. According to Rice & the Urban Institute 

(2010), inexperienced teachers like the ones found all too-often in rural schools often leave the 

profession within 5 years. 
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A study replicating a survey by Davis (2002) sought to determine if teacher recruitment 

was most strongly influenced by factors associated with the family/personal sphere while teacher 

retention was most strongly influenced by the community sphere. The study also aimed to see if 

findings by Davis (2002) could be generalized to rural schools located throughout the United 

States. The participants in the study involved teachers from 24 Illinois school districts with 

student enrollments of less than 100 students located in communities of less than 2,500 residents. 

The quantitative descriptive approach with a mixed mode survey consisted of Likert-type survey 

questions. These questions were closely associated with Boylan, et al. (1993). The intent of the 

study was to determine factors affecting recruitment, retention, and job satisfaction of rural 

teachers: 1) within classroom activities, 2) whole school level activities, 3) community level 

activities and 4) family/personal. Data was collected from 210 rural teachers using both 

electronic and written surveys. Survey Monkey was used to administer the survey and SPSS 

statistical software was used for descriptive statistics and analyzing data. The results of the study 

implicated rural school districts should recruit teachers with rural backgrounds while decreasing 

emphasis on recruiting homegrown teachers. The researchers also found implementing effective 

marketing programs helped in recruitment and retention of rural teachers.  

The reduction of social and geographic isolation in rural districts may provide global 

insight. Finally, the results of the study suggested rural districts provide exit interviews to gain 

understanding of effective and ineffective practices within a rural school district (Ulferts, 2016).  

Teacher Retention in Urban/Poverty Stricken Schools 

 According to Sachs (2004), teacher turnover has been an issue in many urban schools for 

years. In urban school districts, as many as 70% of new teachers leave their position within the 

first five years of employment (Papayet et al., 2015). This issue is exacerbated by challenges of 
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recruiting highly qualified teachers due to the likelihood of exiting teachers being replaced by 

inexperienced teachers (Donaldson, 2009). Despite these challenges, some teachers remain in the 

same school for many years (Hong, 2012). 

 Bradford and Kamrath (2020), conducted a case with the purpose of examining the 

characteristics, factors, and perceptions attributed to teacher turnover and retention. The 

researchers specifically wanted to determine the contributing factors of why some teachers stay 

long-term and others leave within a short time. The literature from the case study outlined the 

monetary cost of teacher retention. According to an estimate by the Learning Policy Institute, 

districts spend $20,000 per hire. (Carver-Thomas & Darling-Hammond, 2017). The literature in 

the case study also notated inconsistent improvement efforts in curriculum and instruction. 

Andrew and Donaldson (2009) found urban schools that have a high rate of teacher turnover 

struggle to build meaningful instructional improvement efforts. The case study adopted a 

theoretical framework developed by Getzels et al. (1968) which is closely related to social 

systems theory in education. Social Systems theory in education describes how individual factors 

contribute and sometimes conflict with institutional factors. The site and participation for the 

case study was a high poverty urban elementary school in a southern state. In the five years prior 

to the case study, the school in the study had replaced nearly 80% of the faculty with different 

teachers. The phenomenological data collection method consisted of quantitative and numeric 

description trends for short-term teachers and interviews for long-term teachers. The case study 

concluded that administrator support was critical for newly hired teachers. The results in the case 

study also dispelled the notion that money matters more than teacher recognition. Finally, the 

case study revealed positive relationships amongst students, administrators, and teachers must 

continue to be fostered (Bradford & Kamrath, 2020). 
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Teacher Attrition/Retention Demographics 

It is essential to understand the characteristics of teacher demographics and how those 

characteristics influence retention/attrition and student achievement. According to the National 

Center for Education Statistics (2017), only 18% of teachers of color serve more than 50% of 

students of color. The predominantly white teaching force often underestimated the abilities of 

students of color and had lower expectations for their learning (Ruck & Tenenbaum, 2007).  

Cherng and Halpin (2016) found students of all races expressed preference for teachers of color 

based on the findings by Ruck and Tenenbaum (2007). Many school districts and communities, 

as a result, have started recruiting for racial diversity (Valenzuela, 2017). Caucasian teachers are 

more likely to leave than minority teachers are (Borman & Dowling, 2008; Nguyen et al., 2019).  

When looking at experience, attrition rates are higher for young and new teachers 

(Guarino et al., 2006; Nguyen et al., 2019; Nhuyen & Redding, in press).  

In the realm of specialty areas and graduate degrees, Science Technology Engineering 

Math (STEM) teachers and special education teachers have a higher turnover rate than teachers 

in other content areas. (Imazeki, 2005; Ingersoll, 2001). On average, teachers with graduate 

degrees leave more often than those without graduate degrees for promotions or leadership 

positions in education (Clotfelter et al., 2008; Imazeki, 2005). Also related, training, experience, 

ability, and achievement all influence teacher attrition and retention (Boyd et al., 2005).  

According to Carver-Thomas and Darling-Hammond (2017), teacher turnover rates are 

the highest in the south and lowest in the northeast. This is due to the higher pay, smaller class 

size supports an, and greater investments in education in the northeast. Turnover rates are 50% 

higher in Title 1 schools and 70% higher for schools serving larger populations of students of 

color (Carver-Thomas & Darling-Hammond, 2017.) According to the National Center for 
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Education Statistics (2013), the most commonly cited reason for leaving the profession was 

dissatisfaction.  The most concerns of dissatisfaction were with school administration, followed 

by efficacy, and then school conditions.  

Finally, teacher salary has generally been found to play an important role in teacher 

retention (Nguyen et al., 2019). For instance, salary increases have been found to be associated 

with teachers’ decisions to switch schools (Hanushek et al., 2004; Lankford et al., 2002).  

Teacher Satisfaction/Dissatisfaction and Teacher Retention 

Perda (2013) reported 41% of new teachers left the teaching profession within their first 

five years due to job dissatisfaction. Teacher satisfaction has gained attention in research related 

to teacher retention (Kiliç & Yazici, 2012; Lent et al., 2011; Skaalvik & Skaalvik, 2011). Most 

studies of teacher job satisfaction have been quantitative and used self-report survey instruments. 

The results of the study by (Skaalvik & Skaalvik, 2011), found job satisfaction played a role in 

helping educators to survive and thrive in schools. By introducing aspiring PETs to factors that 

have been found to be satisfying and dissatisfying to in-service teachers and making them aware 

of the ways in which teacher satisfaction can result in behavioral responses through the lens of 

PET. Teacher education programs can help prepare pre-service PETs with the dispositions and 

resilience necessary to transition into school settings and avoid initial reality shock (Richards et 

al., 2013). 

The level of teacher job satisfaction is relevant to teacher retention. Teacher education 

programs and other pre-service programs can play a role in understanding factors that may 

improve teacher retention. It is important to consider teacher efficacy and its effect on job 

satisfaction as it relates to teacher retention. 



24 
 

noted that the climate of a school has a large impact on teacher efficacy. They also found that 

teachers collectively acknowledge the perceptions of administration in the school have a large 

impact on the climate of the school Hoy (2000) summed up all of this by recognizing that 

administrators will improve achievement by improving the collective efficacy of their faculty.  

Meador (2020) agreed with this concept by pointing out that a supportive principal 

recognizes the importance in retaining teachers to have success in their schools. Protheroe (2008) 

suggested that principals have the chance to build efficacy throughout the school through the 

encounters and events that teachers are afforded to take part in such as thoughtfully designed 

staff-development activities and action research projects.  The administration of the school has a 

large responsibility to create a positive support so that their teachers feel empowered and not 

oppressed.  

Another area affecting efficacy is the standardization of the curriculum which is in full 

force within the field of education. In many schools, everything tends to be standardized: the 

curriculum, the tests, and the lessons. Many teachers are no longer key decision makers in 

education (Bangs & Frost, 2015). Decisions about curriculum have been put in the hands of 

policy makers in the government. The law is often overwhelming, and teachers are not well 

informed on educational policies. (Hidden Curriculum, 2014). In recent years, researchers have 

attributed the lack of teacher self-efficacy with burnout (Cherniss, 2017). 

Teacher efficacy studies continue to draw more attention from researchers because of the 

positive correlation to teacher and student outcomes. Efficacy is essential to understand because 

it is directly related to motivation. Motivation is essential to improve retention. Lack of 

distributed leadership, curriculum standardization, and negative school climate can all negatively 
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affect teacher efficacy. Negative school climate can be attributed to teacher victimization. This 

victimization may be initiated by students, colleagues, and parents. 

Teacher Victimization 

For the duration of the 2011-2012 school year, public and private school teachers 

reported being threatened with injury by a student. According to Indicators of School Crime and 

Safety: 2017, 5% of these teachers reported actually being physically attacked by a student 

(Musu-Gillette et al., 2017). A more recent survey of approximately 4,700 K-12 teachers showed 

215 of the participating teachers had been physically attacked while 31% had been verbally 

threatened (McMahon et al., 2017). There are very few studies that have been conducted related 

to teacher victimization. Data from the National Delinquency Prevention in Schools Study was 

used to conduct two studies (Payne & Gottfredson, 2019) and data from the Virginia High 

School Safety Study was used to conduct two studies (Berg & Cornell, 2016). 

Due to this limited amount of research, a study was conducted to examine the 

relationship between school organization and teacher victimization. The review of literature from 

the study highlighted statistics from the US Department of Justice’s National Crime 

Victimization Surveys (NCVS). Based on statistics from NCVS, middle school teachers and 

special education teachers were assaulted at higher rates than elementary school teachers 

(Duhart, 2001). The study used data from the School and Staffing Survey (SASS). SASS 

provides descriptive information regarding elementary and secondary school in the United 

States. The four main components of SASS consist of questionnaires from the school district:  

the school, the principal, the teacher, and the media center. The SASS was relevant to this study 

because the survey also included questions related to teacher victimization (Musu-Gillette et al., 

2017). The methods used in this study resulted in a stratified sample of 10,250 public schools. 
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Teachers and principals completed the questionnaire with a response rate of 61.8%. Teacher 

victimization was measured using two questions from the questionnaire:  

1. Has a student from this school threatened to injure you in the past 12 months? 

2. Has a student from this school physically attacked you in the past 12 months? 

Findings from the study indicated school size is positively related to teachers threatened with 

injury. Minority teachers and students were more likely to be threatened with injury. Teacher 

victimization was less likely in schools located in a suburban, town, or rural area than in a city. 

Years of experience was significant in that for each year of teaching experience the odds of being 

threatened decreased by 98.1%. As related to physical attacks, the study also addressed 

demographic information in the findings. As the percentage of minority students increased in a 

school, the odds of a teacher being physically attacked with injury increased with a factor of 

1.004. Teachers identified as full-time special education teachers were more likely to sustain 

physical attacks. (Payne & Gottfredson, 2019). 

 Teacher victimization contributes to the school climate. While there are few studies 

related to teacher victimization, the available studies show that newer teachers were most likely 

to be victims of violence in school, which may affect retention in public schools. As teachers 

experience victimization, it is helpful that school administration provide support. 

Violence and Lack of Administration Support 

A national survey of K-12 teachers across 48 states in the United States reported 80% of 

teachers reported being victimized at least once in the current or past school year. Violence 

against teachers may be directed from students, colleagues, parents, and administrators 

(McMahon et al., 2014). School climate and teacher motivations are dependent upon 

administrative support climate (Cohen et al. 2009). Administrative support is a key predictor in 
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job satisfaction and teachers’ reasons to remain in the teaching profession (Tickle et al., 2011). 

Teachers' increased perception of administrator’s authenticity is associated with great trust and 

stronger interpersonal relationships (Fox et al., 2015). 

 A study conducted investigating teacher directed violence focused on factors including 

demographics, types of violence, and the perpetrators involved. The study included 2,998 

teachers who participated in an online survey (McMahon et al, 2017). The survey was distributed 

across the United States to public school teachers. From the teachers that participated, 2,431 of 

the teachers responded to the qualitative section of the survey. The results from the qualitative 

portion of the survey reported 237 teachers who described lack of support by administration as 

the major victimization experienced. The study was focused on the subset of the 237 teachers 

and their victimization. These teachers were, on average, 45 years old with 16 years of 

experience. The sample was representative of all grade levels. The anonymous survey was online 

with demographic questions as well as two open-ended questions. 

1. Please think about all the times when you were the target of verbal or physical 

aggression or intimidation in your school.  

2. Can you describe, in the space provided below, what was the most upsetting 

incident that happened to you in your role as a teacher? 

As teachers completed the survey, they were provided with an online brochure related to teacher-

directed violence. The brochure was created by the American Psychological Association Task 

Force on Classroom Violence Directed against Teachers. The teachers were given no other 

incentive for their participation.  

 The results from teachers included lack of support from administrators often occurred 

with forms of violence such as threats and intimidation. Teachers reported they felt unsafe and a 
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lack of concern for their safety. They also reported administrators often minimized their reports 

of violence and blamed the teacher for many of the incidents (McMahon et al., 2017). 

I was attacked or threatened with specific physical action at least nine other times. On 

one occasion, I had a student arrested for threatening me with specific violent and vicious 

action. I had the student arrested and received negative backlash and no concern for my 

safety or the teaching environment from administration. Administration appears to be 

more concerned with making the school/district stats ‘look’ good (McMahon et al., 2017, 

p. 6). 

Teachers must feel supported when confronted with violence from students, parents, or 

colleagues. Administration’s support is necessary to demonstrate a concern of safety for teachers 

rather than a feeling of blame. The support from administration contributes to the overall school 

climate which has an impact on teacher retention. Without this support, teachers may experience 

burnout. 

Burnout 

Class preparation and classroom management are among many factors that make the 

teaching profession one of the most stressful professions (Johnson, et al., 2005). Burnout may 

occur when job-related psychological strain is present in the work environment. According to 

Maslach (1982), there are three key components of burnout: emotional exhaustion, 

depersonalization, and reduced personal accomplishment. Emotional exhaustion occurs when 

one feels emotionally overloaded at work. Depersonalization is evident in the workplace when 

one becomes detached from others and develops a negative disposition about work. Reduced 

personal accomplishment in the workplace is comparable to lack of professional efficacy. As 
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discussed previously, lack of teacher efficacy negatively affects teacher retention which 

ultimately affects student achievement. 

 Burnout is a serious problem among teachers.  In a study conducted by Cieslinski and 

Szum (2014), a major finding indicated that more than half of the participating teachers 

experienced at least one of the stages of burnout in their careers from awakening, roughness, and 

full-blown burnout.  The buildup to this burnout is the “roughness” phase, where a teacher finds 

himself putting entirely too much work into something that used to be routine for them.  

Relationships between co-workers also suffer, as well as relationships with students.  This leads 

to “full-blown burnout”, where teachers can experience nervous breakdowns and depression.  

This forces many teachers into a decision to leave the profession.   

Gur (2014) found the policy changes in education have deeply affected the overall job 

satisfaction of teachers. Through teacher surveys, Gur found that teachers feel stripped of their 

rights to make decisions regarding lesson planning and assessment. The teachers felt they were 

not being treated as professionals and that they had no power. These feelings lead to hostility in 

the workplace towards the ones making these changes or encourage the teachers to get out of the 

profession altogether. 

Sneyers, Jacobs, and Struyf (2016) conducted a study to determine if neurocognitive 

insights had an impact on stress, professionalism, and student teacher relationships. The research 

was to examine the impact of in-services related neurocognition on teachers dealing with stress. 

The idea of teachers understanding human behavior and the relationship to the brain could 

possibly help teachers in the education profession better deal with stress. The researchers used a 

mixed-method research design composed of vignettes and in-depth interviews from an 

experimental group and a control group. The experimental group was administered the vignettes 
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and interview questions during in-services while the control group was administered the 

vignettes and interview questions in written form. The experimental group participated in four 

theoretical and four practical sessions. The vignettes required teachers to respond to real-life 

situations based on their daily experiences. The interviews followed to provide perception data 

based on the training. The authors provided a detailed account about the participants. Open 

coding was used to analyze the qualitative data. Vignette 2 portrayed a student who consistently 

distracted other students. A meeting with his mother tends to be stressful because she has 

typically been aggressive. The results showed that vignette 2 was most impactful and that 

teachers in the study found it most stressful. The other two vignettes were less stress because 

there was no worry of an aggressive parent. The in-depth interviews showed that teachers were 

more aware of their attitude levels and able to recognize stressful situations easier. The 

researchers concluded that neurocognitive in-service provided teachers a greater awareness of 

functioning, state of mind, and stress. 

 A study conducted by Fernet, Chanal, and Guay (2017) examined the relationships 

between motivational regulations and burnout. The researchers in the study used a conceptual 

framework based upon hierarchical and multidimensional conceptualization of work motivation.  

Data from the study was collected from educators in Quebec, Canada. Participants for the study 

included 806 teachers, representing a 32% response rate. The sample consisted of 570 

elementary teachers and 236 high school teachers. Participants’ mean years of experience was 15 

and mean age was 41.5 years. The instrumentation involved a questionnaire, which measured: 

work motivation at the job level, work motivation at the task level, and burnout. Data analysis 

showed intrinsic motivation and job level regulations were negatively associated with burnout. 

However, 50% of the relationships between interjected and external regulation at the job level 
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and burnout were significant. Results revealed regulations at the job and task level are associated 

with burnout. These regulations were those imposed from bureaucratic entities often introduced 

as mandates such as standardized testing and re-certifications. Further research may need to 

include variables such as stressors, performance evaluations, and other environmental variables.  

 Preparation, classroom management, and relationships with co-workers are contributing 

factors to burnout. The fact that half of teachers experience some level of burnout throughout 

their career contributes to a lack of teacher efficacy which is directly correlated to motivation 

(Need citation). To prevent burnout school districts should identify teacher retention strategies to 

improve retention in public schools. 

Teacher Retention Strategies 

According to Sellers (2011), strategies such as keeping grade-level teams together is a 

significant support for retaining teachers. This practice allows teachers to develop working 

relationships and build trust in each other. This practice was also essential in improving teaching 

practices from year to year. Teacher teams can plan and collaborate which improve student 

achievement for most students. While grade-level teaming is often associated with elementary 

and middle schools, Bland et al. (2014), found professional learning communities provided the 

same forms of collaboration to support teacher retention. Professional learning allows teachers to 

reflect on their practice related to the content they are teaching and model new ideas or strategies 

(Darling-Hammond et al., 2009). The professional learning should not be brief and shallow in 

nature, nor should it be sessions where teachers sit, listen, and leave (Banilower et al., 2007). A 

mixed method study was conducted to explore the impact of university-hosted professional 

learning communities (PLC) on teacher retention in public schools. Participants include recent 

teacher graduates (1-3 years) and their mentor teachers.  The researcher used a case study to 
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allow participants to critique their teaching and use data to investigate interventions that would 

improve educational outcomes for their students. A web-based platform allowed participants to 

pose questions, participate in discussions, and reflect between sessions of the study. The study 

concluded PLCs have a positive effect on teacher knowledge and skills. Other findings in this 

study were related to the structure of PLCs. The study suggests inquiry and action research 

should be used in new teacher development (Waters, 2019). The researcher emphasized 

mentoring programs vary significantly in structure and quality which dramatically changes the 

intended impact on teacher retention (Ingersoll & Smith, 2004). 

Other retention initiatives aimed at retaining teachers in high-demand content areas can 

be seen in several states. These areas vary from state to state. Georgia provides new math and 

science teachers a starting salary equivalent to teachers with five years of experience (Tayami, 

2018). This salary differential decreases each year and is eliminated after five years (Griffin & 

McGuire, 2015). California, Mississippi, and Virginia offer one-time signing bonuses or 

reimbursements for moving expenses to new teachers to the state (Martin, 2007). North Carolina 

offers bonuses to math and science teachers who work with low-income populations for a period 

of three years (Clotfelter et al., 2008). The Florida Legislature established the Florida Critical 

Teacher Shortage Program (FCTSP) in 1984 to strengthen the number of teachers in critical 

content areas including mathematics and science. The program was established to offer tuition 

reimbursement and loan forgiveness for educators. Educators in the tuition reimbursement 

program were required to maintain a 3.0 on a 4-point scale to receive reimbursement for courses 

taken. Educators in the loan forgiveness program were eligible if they had taught at least 90 days 

in a critical shortage area in a public school such as mathematics. Statewide data related to this 

initiative was collected between 1995 and 2013. The data included demographic data, 
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educational experiences, classes taught, and certifications held. Outcomes of the initiative 

suggested loan forgiveness was an effective strategy for improving teacher retention in critical 

need areas (Feng & Sass 2018). 

 A study conducted of public-school teachers in a southern state had promising results for 

teacher retention. The participants included 782 elementary, middle, and high school teachers 

who were primarily Caucasian (95.67%). The researcher in the study used a 60-item Likert scale 

survey which also included two open-response items. The data were analyzed using a block-

entry logistic regression to explore the relationships of teacher characteristics, school 

characteristics, organizational characteristics, and teacher efficacy with teacher retention. Of the 

782 participants, 83% planned to remain in teaching until retirement age. Of the teachers who 

planned to leave, 41% planned to pursue advanced degrees for promotions in the field of 

education. The majority of the teachers who planned to remain until retirement provided the 

following implications for remaining in the profession: (1) Increase teacher salaries, (2) Reduce 

teacher workloads, (3) Improve parent and student participation/cooperation (Hughes, 2012). 

Theories and Principles of Motivation 

 When examining teacher retention strategies, it is important to consider job satisfaction 

and motivational factors. The retention factors explored in this section correlate with the 

theoretical framework for this study. The hygiene and motivational factors identified by 

Herzberg parallel the retention factors outlined below and are essential to the concept of 

motivation. Syptak et al. (1999) applied Herzberg’s theory to real-world practice through 

hygiene issues. 
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The Expectancy Theory 

The expectancy model of motivation has been the subject of significant research and 

attention since its development in 1964 (Schuler, 1998). Vroom (1964) analyzed motivation and 

established a theory that behavior results in choices from people being in a constant state of 

pleasure seeking/pain avoidance. Vroom discovered that an employee’s performance is based on 

individual factors such as personality, skills, knowledge, experiences, and abilities. Individuals 

behave the way they do because of what they expect the result of that behavior to be. 

There are three components upon which Vroom’s Expectancy Theory is based: 

Instrumentality, Expectancy, and Valence (Hite & Redmond, 2013).  Instrumentality is the first 

component. Instrumentality is the idea if an individual performs well, then a valued outcome will 

come to that individual.  Factors that affect individual instrumentality are having a clear 

understanding about the relationship between performance and outcomes, having trust and 

respect for people who make decisions about the outcomes, and seeing transparency in the 

process of determining the outcomes. 

Expectancy is the second component. Expectancy is described as the belief higher or 

increased effort will yield better performance.  This concept can be explained by the thinking of 

“if I work harder, I will make something better” (Hite & Redmond, 2013, p. 3).   

Valence is the third component. Valence, i.e., “value,” refers to the outcomes’ desirability 

for individuals.  There are individual differences in the level of value associated with specific 

outcomes.  For example, time off may not increase the motivation of an employee who prefers 

monetary bonuses.  Valence can be thought of as the pressure or importance a person puts on an 

outcome. In education, valence is often associated with compensation and recognition (Hite & 

Redmond, 2013). (See Figure 2) 
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Figure 2 

Expectancy Theory of Motivation 

 

Maslow’s Hierarchy of Needs 

Maslow’s (1943) work is one of the most widely published theories of motivation 

(Daniels, 1982; Neher, 1991). According to Maslow’s Hierarchy of Needs (Maslow,1954), 

human beings have five sets of needs based on their importance: physiological needs, security 

needs, a sense of belonging needs, respect needs, and self-realization needs. As one of these 

needs becomes satisfied, it becomes ineffective as a motivator and the next need in order 

becomes the motivator.  This theory implies that one must be safe and secure before other needs 

are satisfied. Needs lower down the hierarchy of a five-tier model must be satisfied prior to an 

individual can attend to those needs higher up on the model. When deficits such as esteem, love, 

safety and physiology needs are met, one can reach the highest level of self-actualization. (See 

Figure 3) 
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Figure 3 

Maslow’ Hierarchy of Needs 

 

Three-Dimensional Theory of Attribution 

The attribution theory of motivation addresses humans’ perceived needs for motivation. 

These needs may be attributed to one’s internal emotional inducements or concrete external 

rewards. The other factor is stability or things one cannot control. The theory suggests emotions 

such as pride, guilt, and anger are aroused by causal attributions. Humans tend to approach 

familiar tasks that have resulted in achievement rather than those tasks that have produced a 

negative effect. Stability influences humans’ expectancy about their future. However, casual 

attributions are not always necessary because emotions are motivated by behavior (Weiner, 

2018). (See Figure 4) 
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Figure 4 

Achievement-Motivation model of attributional processes with sample attributions 
 Stable Unstable 

Global Specific Global Specific 

Internal General ability or 
intelligence Specific skills Physical/ 

mental condition Effort of task 

External Physical laws or 
constraints Task difficulty Luck Chance 

(Weiner, 1980) 

Two Factor Motivation-Hygiene Theory 

Various theories have been proposed by researchers as how to motivate employees in 

organizations in different ways. The discussion of job satisfaction and dissatisfaction is mostly 

developed from the theory offered by Herzberg called a two-factor theory or Herzberg’s 

Motivation-Hygiene theory. 

 Herzberg's motivation-hygiene theory has received widespread attention as having a 

practical approach toward motivating employees. In 1959, Herzberg published his analysis of the 

feelings of 200 engineers and accountants from twelve companies in the United States. 

Accountants and engineers were chosen for the study due to the professions’ growing importance 

in the business world. These professionals were asked during interviews to describe experiences 

in which they felt either extremely bad or exceptionally good about their jobs and to rate their 

feelings on these experiences. Responses about good feelings are generally related to job content 

(motivators), whereas responses about bad feelings are associated with job context (hygiene 

factor). Motivators involve factors built into the job itself, such as achievement, recognition, 

responsibility, and advancement. Hygiene factors are extrinsic to the job, such as interpersonal 

relationships, salary, supervision, and company policy (Herzberg, 1966). 
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Summary 

Teacher retention and attrition in public education continues to be an issue for the United 

States, other countries, and the state of Georgia. The issue deserves attention from researchers 

and action from policymakers as well as school officials. The researcher chose Herzberg’s theory 

as the theoretical framework for this study to examine the motivational factors and their 

relationship to teacher retention. 
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Concept Analysis Chart 
Study Purpose Participants Design/Analysis Outcomes 
Holme, R., 
Robb, A., & 
Berry, W. 
(2016) 

Examine motivating 
factors to move from 
primary education to 
higher education 

3 primary educators Auto-ethnographic study Degree of confidence was a contributing factor to 
move to higher education. 
Professional development is necessary. 

Fernet, C., 
Chanal, J., & 
Guay, F. (2017 

Examine how motivation 
towards job and task 
create and prevent 
burnout 

806 elementary and 
high school teachers 
Voluntary 
participation 
 

Questionnaires 
Motivation at task level 
Motivation at job level 
Correlated Traits-Correlated 
Method 

Autonomous regulations at job level needed. 
Interventions need by school administrators. 

Chiong, et al. 
(2017) 

Examine why long 
service teachers remain in 
the profession. 

900 teachers with 0-30 
years of teaching 
experience. 14  long 
service teachers 
interviews 

Mixed-methods 
Questionnaire and interview. 
Kruskal-Wallis test to identify 
differences between two or 
more independent groups. 
(groups with different lengths 
of experience) 

Subject interest are motivators for staying in the 
profession. 
Perceived professional mastery also a motivator. 
Teacher recruitment strategies policies should 
differ from teacher recruitment policies. 

Çam, Z., & 
Öğülmüş, S. 
(2019) 

Provide explanations of 
burnout theories and 
suggestions to mental 
health. 

  In stressful situations, social supports are most 
beneficial in decreasing burnout. 

Grissom, J., 
Viano, S. & 
Selin, J. (2016) 

Inform public sector 
employee turnover by 
using studies from teacher 
turnover 

   

Guarino, C., 
Santibañez, L., 
& Daley, G. 
(2006).  

Provide researchers and 
policymakers with a 
review of research related 
to teacher recruitment and 
retention. 

Review of literature: 
Relevance 
Scholarship 
Empirical nature  
Scholarship 

Database searches 
ERIC, JSTOR, Econlit 

Highest turnover occurred during first years and 
last years of teaching. 
Science and mathematics teachers were more 
likely to leave the profession 

Chiong, C., 
Menzies, L., & 
Parameshwaran, 
M. (2017).  

Why long-servicing 
teacher remain in the 
teaching profession. 

926 respondents  
All core content areas 

Mixed-methods 
Questionnaire 
Interviews 
 

Intrinsic and altruistic motivators change over 
time. 
Retention strategies should nurture vocationally 
oriented reasons for staying in the profession. 



40 
 

Chapter III:  Methodology 

This intent of this study was to explore teachers’ perceptions of existing initiatives and 

incentives related to teacher retention. Studies such as this explored input from teachers to 

identify attractive incentives and initiatives which may increase teacher retention. The focus of 

the study was a school district in middle Georgia with suburban/rural mix population size. The 

school district in the study currently employs approximately 2,250 certified teachers in a public 

school system. The district consists of 38 campuses: 23 elementary schools, eight middle 

schools, five high schools, one alternative school, and one vocational career academy. 

A national issue of retaining teachers in public schools exists.  According to The National Center 

for Education Statistics (2014), during 2011-2012, 8% of teachers left the profession within the 

first year, and 7% of teachers with 1-3 years of experience left the teaching profession during 

2012-2013. More than half of the teachers leaving the profession cited workload and general 

work conditions, such as values expectations and interpersonal relationships, were improved in 

their new professions in private business or self-employment.  

Research Design   

 The study addressed two research questions: 

• RQ1: What employee retention initiatives are preferred by new teachers in a suburban 

school district in Georgia? 

o Alternative Hypothesis: There is a relationship among teachers for the retention 

initiatives/incentives to a statistically significant degree. 

• RQ2:  What impact do teachers’ certification level, age, race, and gender have on the type 

of retention initiatives and incentives they prefer? 
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o Alternative Hypothesis: There is a relationship among the mean scores of 

teachers’ certification level, age, race and gender for the preferred retention 

initiatives/incentives to a statistically significant degree. 

The research will analyze teachers’ preferred retention incentive and initiatives. The 

goals of the research was to provide insight on the two questions. The first question will identify 

particular incentives and initiatives which may attract new teachers to the profession. The second 

question will examine the impact the above factors have on preferred initiatives and incentives. 

Furthermore, the second question will explore preferential differences between new teachers and 

veteran teachers. 

The research design was a non-experimental quantitative approach. According to Polit 

and Beck (2012), non-experimental designs allow the observance of phenomena and identify 

relationships that may exists.  The quantitative design was ideal as the study was conducted 

using a questionnaire. The survey was sent through an online link for teachers to complete. An 

email was sent to teachers in the district summarizing the study and requesting their consent to 

participate in the study. The email contained a link to a Qualtrics Survey. The consent item in the 

survey was a yes/no consent item to allow participants to acknowledge consent.  A mean score 

was calculated for each item on the questionnaire (See Appendix A). The study was designed to 

determine if there was a statistically significant difference in employees’ desired retention 

initiatives/incentives based on the perceptions of teachers. The mean score of each item response 

identified teachers’ years of experience using an ANOVA for the two null hypotheses. 

According to Payne and Payne (2004), 

Quantitative method (normally using deductive logic) seek regularities in human lives, by 

separating the social world into empirical components called variables which can be 
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represented numerically as frequencies or rate, whose association with each other can be 

explored by statistical techniques, and accessed through researcher-introduced stimuli 

and systematic measurement. (p. 180) 

For this reason, this study will use a quantitative research design. A visual design for the 

study is shown in Figure 5. 

Figure 5 

Visual Design for the Study 

 

 Johnson, B., & Christensen, L. B. (2012) 

Role of the Researcher 

The researcher’s role in the research was the observer. The researcher served as an 

administrator in the school district being studied. In an effort to prevent automatic bias, 

participants’ identity were not revealed. The data collection instrument did not ask for specific 

schools nor seek to identify the participants in any other manner. The collected data was housed 

on a secure removable hard drive. The researcher had access to the hard drive. Due to the 

anonymity of the data collection, the researcher’s supervisory position should not have affected 

the responses of the participants. 
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Participants 

The teachers selected for this study were teachers at a middle Georgia school district. For 

this study, new teachers were defined as teachers with five or less years in the profession while 

veteran teachers were defined as teachers with more than five years’ experience. The school 

district is a suburban/rural district in middle Georgia. The school district is the large employer in 

middle Georgia. 

Sample 

The random sample was taken from at least 250 respondents of new teachers and veteran 

teachers. According to Gravetter and Forzano (2011), random sampling is associated with the 

minimum amount of sampling bias compared to other sampling methods. The researcher 

captured a variety of characteristics from the sample related to age, gender, and ethnicity. The 

researcher shared the purpose of the research with the participants to encourage participation in 

the study. G Power was used to conduct a power analysis to obtain minimum number of 

participants appropriate for the study. Based on the G Power calculation of 188 participants, the 

researcher used a minimum sample size of 250 participants. The larger sample size will have 

provided a smaller margin of error for the study. 

Instrumentation 

The retention questionnaire (see Appendix A) was a duplicate from a similar study 

conducted in a large metro area system near Atlanta, Georgia. The questionnaire was designed 

based on major retention initiatives and incentive identified in previous research. The researcher 

in the current study obtained permission to use the retention questionnaire used in the large 

metro area system near Atlanta, Georgia (Appendix B). Validity and reliability were run on the 

survey used in this study.  New and veteran teachers in the study were asked to rate employment 
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initiatives/incentives using a Likert-type scale to the degree the initiative/incentive will influence 

continued employment in the school district. Respondents also had an opportunity to provide 

comments in an open-ended section at the end of the survey. The respondents’ ability to provide 

comments may provide insight on items not identified in the survey.  

Validity/Reliability 

Survey items were validated based on the most frequently mentioned incentives in the 

literature as depicted in Figure 6. A pilot study was conducted with 20 respondents to verify 

feedback and understanding of the survey. Cronbach’s Alpha was used to determine reliability of 

the Likert scale survey. The survey data were analyzed using SPSS and determined an internal 

consistency of α= 0.8. This value implies the items in the survey measure the similar factors of 

retention initiatives/incentives. 
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Figure 6 

Validity of Instrument  
Incentive  Citation 
Comprehensive New Hire Orientation   Wanous & Reichers, 2000  
Climate Surveys to Gather Input    Rojewski & Wendel, 1990      
Increased Communication      Tracey, 1994     
District Employee Handbook     Perkins & Terman, 1999  
Higher Salary          Theobald & Gritz, 1996      
    
Retention Bonus        Todak, 2000       
Merit Pay          Odden, 2000       
Incentive Pay         Champion-Hughes, 2001  
Increased Benefit Options      Williams & MacDermid, 1994  
Employee Assistance Program    Masi, 1992  
    
Employee Wellness Program     Noe, R. A.,,  Hollenbeck, J. R Gerhart, B., & 

Wright, P., 1997   
Tuition Reimbursement Program    Champion-Hughes, 2001  
Flexible Scheduling/Job Sharing    Watson, 1995; Lizotte, 2001  
Sabbatical          Bradford, 2001  
Virtual Classroom        Wiesenberg, 1999; Husu, 2000   
    
Teacher Career Path       Chance, Malo & Pickett, 1988    
Increased Chances for Promotion    McGowan & Brandick, 1998   
Timely, Fair & Accurate Evaluation    Williams & Lueke, 1999  
Increased Chances for Recognition    Carter, 1994  
Increased Staff Development/Training   Wrobel, 1993  
    
Comprehensive Induction Program    Darling-Hammond, 2003  
Mentoring           Segal, 2000  
Involvement in the Decision-making    Short, 1994  
Increase in Administrative Support    Davis & Wilson, 2000  
Increase in Meaning in Work      Berman, 1999  

                       

Data Collection 

 Data was collected during the 2020-2021 school year. The researcher sent an email to all 

principals (Appendix D) in the district describing the study and requesting participation from 

teachers. Within the same week the researcher asked the district to send the survey via mass 
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email delivery system. The email to teachers included a letter (Appendix C) describing the study 

and a statement of anonymity. The email also contained a link to Qualtrics to complete the 

survey. The Qualtrics platform allowed the researcher to monitor the number of responses and 

easily tabulate data. Participants had the ability to complete the survey on a mobile device, 

laptop, or other computer. As employees of the school district, participants had access to a 

Microsoft account which allowed logon access to the survey. The researcher monitored the 

survey response weekly to ensure adequate participation.  Due to initial low participation, the 

researcher resent the survey and contacted principals for assistance in obtaining better 

participation.  At the conclusion of the study the researcher stored data on a hard drive.  The hard 

drive was stored in a locked case is located in a file cabinet at the researcher’s residence for a 

period of 10 years. 

Data Analysis 

 SPSS was used to analyze the survey data. The researcher reported differences in 

demographic data using us ANOVA for research questions 2 through 6. The survey data was 

analyzed to answer the following questions as indicated in Table 2. The analysis was conducted 

by using the responses to determine descriptive statistics including measures of central tendency, 

correlations, and variability. The 0.05 threshold level of significance (alpha= 0.05) was used as it 

is the most historically used significance level used by educational researchers (Johnson & 

Christensen 2012). 
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Table 2  

Corresponding Research Questions 

Research Question Corresponding 
Survey Questions 

What employee retention initiatives are 
preferred by new teachers in a suburban 
school district in Georgia? 

7-32 

What impact do teachers’ certification 
level, age, race, and gender have on the 
type of retention initiatives and incentives 
they prefer? 

2-6 

 

Summary 

  The research procedures that were used in this study are outlined in this chapter. The 

researcher addressed data collection, instrumentation, data analysis. The researcher also included 

documents that were provided to participants and school leaders prior to and during the study. 

This study was quantitative, and all data was collected through an online survey platform. 

Participants were not compensated, and their identities will remain anonymous. 
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Chapter IV:  Findings 

The purpose of this study was to determine which employee retention initiatives or 

employees prefer incentives in a Georgia suburban school system with the goal of formulating 

a plan to retain teachers.  If there was a preferred retention initiative/incentive, the study also 

sought to determine if the teachers’ race, age, gender, or grade level taught affected the type of 

retention initiative/incentive preferred.  

Participants 

Initial emails were sent out to 385 potential participants containing questionnaire links 

and sampled participants, a 54% response rate, returned 209 questionnaires. Of 38 schools in 

the district, 15 schools had teachers participate in the study. The survey was sent out during the 

COVID 19 pandemic at the period of a lockdown. The lockdown, potentially, may have 

impacted principals’ readiness to allow teachers to participate. The schools represented 

included 7 elementary schools, 6 middle schools, and 2 high schools. These schools, due to 

their locations and Title I status, represent the district in its totality. Teachers in this district 

earn a higher level of pay compared to nearby school systems in the same region of the state 

due a higher local supplement. Table 3 shows the participants’ demographics and years of 

teaching experience in the district, and school level. 

 

 

 

 

 

 



49 
 

Table 3  

Demographics & Experience of Participants 
Demographic 

 Criteria 
Number of 

Participants 
Gender 
Male 42 
Female 130 
Race  
White 147 
Black 20 
Asian  1 
Other 4 
Age  
20-29 22 
30-39 43 
40-49 59 
50-59 47 
60 & above 0 
School Level  
Elementary  38 
Middle 73 
High 61 
Years in Current District  
1 16 
2 7 
3 12 
4 14 
5 11 
6+ 109 

 

Findings  

Data used in this study was collected from a randomly selected sample of teachers in a 

middle Georgia school district.  An email was sent to each school principal in the district.  The 

email to principals described the study and requested permission for teachers in respective 

schools to participate.  The links for the retention questionnaires, listing major retention 
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initiatives and incentives identified in the research, were emailed to teachers in the district.  

Participants completed the questionnaires online using the Qualtrics platform. The items in the 

survey were voluntary to answer. One respondent chose not to reveal his/her age and 7 

respondents did not reveal their years of experience. No additional information, other than 

demographic data, was requested in the retention questionnaires to ensure anonymity.  

Statistical treatment of data collected for this study involved the use of descriptive 

statistics, analysis of variance (ANOVA), and the Scheffe post hoc test.  The .05 level of 

confidence was used to determine significance in this study.  The independent variables for this 

study were the teachers from the district that were surveyed.  The dependent variables were the 

responses to the retention questionnaire.    

Research Question 1 

There was a statistically significant difference among the mean scores of teachers for 

each retention initiative/incentive. In Table 4, means and standard deviations for the retention 

initiatives, prioritized by the most preferred, are presented.  The mean scores range from 4.63 

for the most preferred retention initiative (higher salary), to 3.12 (virtual classroom) for the 

least preferred retention initiative/incentive. Therefore, for research question 1 the null 

hypothesis is rejected, and the researcher concludes that most teachers identified higher salary 

as the most significant incentive for remaining in the profession. Table 4 shows the other 

statistically significant retention/initiatives.  
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Table 4 

Means and Standard Deviations for Teacher Retention Incentives 
Incentive/Initiative Mean P  SD 

Virtual Classroom        3.12 0.7481424041902593  1.14 
Comprehensive Induction Program   3.16 0.5092432644617495  1.07 
Comprehensive New Hire 
Orientation*  3.22 0.03753352123336606  1.14 

District Employee Handbook     3.26 0.5956002789947834  1.13 
Merit Pay          3.32 0.4853120319734284  1.42 
Increased Staff 
Development/Training*  3.37 0.049853898680458975  1.23 

Incentive Pay         3.51 0.7596758148857317  1.42 
Sabbatical          3.6 0.4382979896873478  1.11 
Mentoring          3.63 0.13448108046596774  1.02 
Climate Surveys to Gather Input    3.68 0.15531662477691854  1.03 
Employee Assistance Program    3.78 0.10675534724910474  0.94 
Increased Chances for Recognition*   3.86 0.007666466181724174  0.97 
Employee Wellness Program     3.91 0.38807067765629766  1 
Flexible Scheduling/Job Sharing *   3.93 0.008617196759702184  1.03 
Teacher Career Path*       4 0.004402494811086899  0.94 
Increase in Meaning in Work*     4.04 0.0018915545089170926  0.89 
Increased Chances for Promotion*    4.07 0.024886131346285922  0.95 
Tuition Reimbursement Program*    4.21 0.0040556986248893034  1.18 
Timely, Fair & Accurate 
Evaluation*   4.29 0.025177074871834182  0.82 

Increase in Administrative Support *  4.32 0.003001987332643341  0.83 
Increased Communication *     4.33 0.007055859516423291  0.81 
Increased Benefit Options*      4.36 0.0009929835430204648  0.85 
Involvement in the Decision-making   4.37 0.14413994543056152  0.78 
Retention Bonus*        4.42 0.0016097488615415267  0.98 
Higher Salary*         4.63 0.030612225119569958  0.68 

* indicates p<0.05  

Research Question 2 

     There was a statistically significant difference among the mean scores of teachers working 

in elementary, middle or high school for the preferred retention initiative/incentive.  Table 5 

shows the group means by grade level categories for each retention initiative/incentive.  As 

indicated in Table 5, there are seven retention initiatives/incentives that were statistically 
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significant: [Comprehensive New Hire Orientation Program, Climate Surveys, Teacher Career 

Path/Choice in Content, Increased Staff Development/Training, Opportunities for Mentoring 

from Veteran Teachers/Administrators, involve teachers in the Decision Making, and Increase 

Administrative Support].  The F-Ratio is statistically significant at the .05 level for these 

initiatives/incentives.  Therefore, for this portion of research question 2, the null hypothesis is 

rejected.  
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Table 5 

Group Means by Grade Level Category 

Question 
 

Total 
Grade 

Elem. Middle High 
Q6: Comprehensive New 
Hire Orientation Program           

Mean  3.22 3.6 3.21 3 
Standard Deviation   1.14 0.99 1.12 1.21 

P 0.029136         

Q7: Climate Surveys to 
gather your input           

Mean  3.68 4.02 3.63 3.51 
Standard Deviation   1.03 0.92 0.93 1.15 

P 0.022679         
Q21: Teacher Career Path 
and choice in Content           

Mean  4 3.76 4.04 4.1 
Standard Deviation   0.94 0.85 1.04 0.85 

P 0.042168         

Q25: Increased Staff 
Development/Training           

Mean  3.37 3.74 3.49 3 
Standard Deviation   1.23 1.15 1.15 1.29 

P 0.007647         

Q27: Opportunities for 
Mentoring from Veteran 
Teachers/Administrators           

Mean  3.63 3.86 3.69 3.43 
Standard Deviation  1.02 0.87 1.12 0.97 

P 0.034557         

Q28: Involve teachers in the 
Decision Making           

Mean  4.37 4.62 4.27 4.32 
Standard Deviation   0.78 0.58 0.89 0.72 

P 0.040859         

Q29: Increase Administrative 
Support           

Mean  4.32 4.6 4.18 4.31 
Standard Deviation   0.83 0.59 0.95 0.78  

P 0.032601         
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          There was a statistically significant difference among the mean scores of teachers in 

different age categories for the preferred retention initiative/incentive.  Table 6 shows the group 

means by age categories for each retention initiative/incentive.  As indicated in Table 6, there 

are three retention initiatives/incentives that were statistically significant [Teacher Career Path 

and choice in Content, Increased Chances for Recognition, and Opportunities for Mentoring 

from Veteran Teachers/Administrators].  The F-Ratio is statistically significant at the .05 level 

for these initiatives/incentives.  Therefore, for this portion of research question 2, the null 

hypothesis is rejected.  

Table 6 

Group Means by Age Category 
 

  Age 
Question   Total 20-29 30-39 40-49 50-59 60 & above 

Q21: Teacher Career Path 
and choice in Content               

Average   4.01 3.96 4.33 4.02 3.71 5 
Standard Deviation   0.94 0.86 0.71 0.94 1.06 0 

P 0.021957633             
Q24: Increased Chances 

for Recognition               
Average   3.86 4.17 4.16 3.79 3.57 3 

Standard Deviation   0.97 0.82 0.88 0.92 1.1 0 
P 0.00828991             

Q27: Opportunities for 
Mentoring from Veteran 
Teachers/Administrators        

Average   3.64 4.17 3.73 3.53 3.45 3 
Standard Deviation   1.02 0.82 1.01 0.88 1.22 0.00  

P 0.01347008             
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 There was a statistically significant difference among the mean scores of teachers in 

different race categories for the preferred retention initiative/incentive.  Table 7 shows the 

group means by race categories for each retention initiative/incentive.  As indicated in Table 7, 

there are five retention initiatives/incentives that were statistically significant [Higher Salary, 

Opportunity for Retention Bonus, Employee Wellness Program, Tuition Reimbursement 

Program, and Opportunity for Sabbatical].  The F-Ratio is statistically significant at the .05 

level for these initiatives/incentives.  Therefore, for this portion of research question 2 the null 

hypothesis is rejected.  

Table 7 

Group Means by Race Category 

Question 
 

Total White 
Black or 
African 

American 
Asian Other 

Q10. Higher Salary       
Mean  4.63 4.69 4.52 3.5 3.83 

Standard Deviation  0.68 0.65 0.67 0.71 0.75 
P 0.01464572 

Q11. Opportunity for 
Retention Bonus 

      

Mean  4.42 4.5 4.17 3.5 3.5 
Standard Deviation  0.98 0.91 1.19 0.71 1.22 

P 0.04520498320565214 
Q16. Employee 

Wellness Program 
      

Mean  3.91 3.85 4.52 4 3.2 
Standard Deviation  1 1.01 0.67 0 0.84 

P 0.003978985 
Q17. Tuition 

Reimbursement 
Program 

      

Mean  4.21 4.23 4.22 3.5 3.83 
Standard Deviation  1.18 1.15 1.38 0.71 1.33 

P 0.157126287 
Q19. Opportunity for 

Sabbatical 
      

Mean  3.6 3.65 3.7 3.5 2.17 
Standard Deviation  1.11 1.08 1.15 0.71 0.98 

P 0.024466 
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        There was a statistically significant difference among the mean scores of teachers in 

different gender categories for the preferred retention initiative/incentive.  Table 8 shows the 

group means by gender categories for each retention initiative/incentive.  As indicated in Table 

8, there are fourteen retention initiatives/incentives that were statistically significant 

[Comprehensive New Hire Orientation Program, Increased Communication from 

Administration, Higher Salary, Opportunity for Retention Bonus, Tuition Reimbursement 

Program, Flexible Scheduling Options/Job Sharing, Teacher Career Path and choice in Content, 

Increased Chances for Promotion, Timely, Fair, & Accurate Evaluation, Increased Chances for 

Recognition, Increased Staff Development/Training, Involve teachers in the Decision Making, 

Increase Administrative Support, and Increase Meaning in Work on behalf of the Faculty].  The 

F-Ratio is statistically significant at the .05 level for these initiatives/incentives.  Therefore, for 

this portion of research question 2, the null hypothesis is rejected.  
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Table 8 

Group Means by Gender Category 
Question P Total Gender 

Male Female 
Q6. Comprehensive New Hire Orientation Program     

Mean  3.22 2.89 3.32 
Standard  1.14 1.11 1.14 

P 0.0.7533512    
Q8. Increased Communication from Administration     

Mean  4.33 4 4.43 
Standard  0.81 0.98 0.72 

P 0.00705586    
Q10. Higher Salary     

Mean  4.63 4.42 4.69 
Standard  0.68 0.84 0.61 

P 0.030612225    
Q11. Opportunity for Retention Bonus     

Mean  4.42 4.02 4.55 
Standard  0.98 1.16 0.88 

P 0.001609749    
Q17. Tuition Reimbursement Program     

Mean  4.21 3.71 4.36 
Standard  1.18 1.44 1.04 

P 0.004055699    
Q18. Flexible Scheduling Options/Job Sharing     

Mean  3.93 3.67 4.01 
Standard  1.03 0.95 1.04 

P 0.008617197    
Q21. Teacher Career Path and Choice in Content     

Mean  4 3.71 4.09 
Standard  0.94 0.89 0.93 

P 0.00442495    
Q22. Increased Chances for Promotion     

Mean  4.07 3.76 4.17 
Standard  0.95 1.13 0.87 

P 0.024886131    
Q23. Timely, Fair, & Accurate Evaluation     

Mean  4.29 4 4.38 
Standard  0.82 0.98 0.74 

P 0.025177075    
Q24. Increased Changes for Recognition     

Mean  3.86 3.51 3.97 
Standard  0.97 1.04 0.93 

P 0.007666466    
Q25. Increased Staff Development/Training     

Mean  3.37 3.04 3.47 
Standard  1.23 1.24 1.21 

P 0.049853899    
Q28. Involve Teachers in the Decision Making     

Mean  4.37 4.02 4.48 
Standard  0.78 0.89 0.71 

P 0.000992984    
Q29. Increase Administrative Support     

Mean  4.32 3.98 4.43 
Standard  0.83 0.99 0.75 

P 0.003001987    
Q30. Increase Meaning in Work on Behalf of the Faculty     

Mean  4.04 3.67 4.16 
Standard  0.89 0.98 0.83 

P 0.001891555    
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 The weighted rankings of the five initiatives/incentives most likely to influence 

continued employment are illustrated in Table 9.  Participants were given 25 items to rank 1st to 

5th place. The weighted rankings were determined by giving five points for a 1st place rank, 

four points for a 2nd place rank, three points for a 3rd place rank, two points for a 4th place rank 

and one point for a 5th place rank.  

Table 9  

Weighted Rankings of the 5 Incentives/Initiatives Most Likely to Influence 
Continued Employment          

Incentive Rankings Weighted Total 
1st  2nd  3rd  4th  5th  

Salary 675 156 36 2 1 870 
Retention Bonus 615 148 54 8 6 831 
Decision-making 490 264 60 6 1 821 
Benefit Options 515 228 63 8 2 816 
Admin Support 470 272 60 8 2 812 
Communication 470 264 66 8 1 809 
Evaluation 455 260 84 6 1 806 
Tuition 550 148 72 8 13 791 
Promotion 355 304 90 12 5 766 
Meaning Work 325 300 120 8 3 756 
Career Path 310 320 102 16 4 752 
Job Sharing 310 296 111 14 8 736 
Wellness Program 285 312 114 14 7 732 
Recognition 265 300 138 18 5 726 
Assistance Program 220 300 174 10 6 710 
Climate 185 344 120 34 8 691 
Mentoring 200 272 174 30 7 683 
Sabbatical 225 232 183 22 12 674 
Incentive Pay 290 224 87 28 31 660 
SD/Training 185 224 168 34 22 633 
Merit Pay 235 212 102 42 33 624 
Handbook 155 160 243 38 17 613 
Orientation 140 176 228 42 19 605 
Induction Program 95 200 237 44 18 594 
Virtual Classroom 95 212 219 36 25 587 
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Figure 7  

Weighted Total Incentives/Initiatives 

 

 The weighted rankings of the five categories of teacher retention initiatives/incentives 

most likely to influence continued employment is illustrated in Table 10.  The conclusion taken 

from this data was teachers preferred the compensation category first, the benefits category 

second, the workplace enhancement category third, the scheduling category fourth, and the 

employee relations category fifth. Induction programs were most likely less impactful as 

incentive/initiative because the majority of the participants in this study were veteran teachers 

with 6 or more years of experience. 
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Table 10 

Weighted Rankings of the 5 Categories of Teacher Retention  

Incentive Categories Rankings Weighted Total  1st 2nd 3rd 4th 5th 
Compensation 465 136 75 22 9 707 
Employee Relations 255 144 144 52 18 592 
Benefits 35 272 144 60 19 530 
Scheduling 40 68 68 104 58 381 
Workplace 
Enhancement 65 64 63 106 68 370 

 

 Table 11 illustrates the incentive/initiative and its corresponding category. According to 

table 11, similarities exist between the incentive/initiative ranking shown above in Table 9 and 

the weighted rankings of the 5 categories in table 10.  

Table 11 

Incentive/Initiative Categories 
Category Incentive/Initiative 

Compensation Higher Salary, Retention Bonus, Merit Pay, Incentive Pay 
Employee Relations Comprehensive New Hire Orientation Program, Climate Surveys, 

Increased Communication, District Employee Handbook   
Benefits Increased Benefit Options, Employee Assistance, Tuition 

Reimbursement, Employee Wellness 
Scheduling Flexible Scheduling/Job Sharing, Sabbatical, Virtual Classroom 
Workplace Enhancement Career Path, Promotion, Evaluation, Recognition, Staff 

Development, Induction Program, Mentoring, Involvement in 
Decision-Making, increased Administrative Support, Increase 
Meaning in Work 

  

Summary 

 This chapter has served as a summary of the results of the study. The results from 

research question one led to rejecting the null hypothesis that there was no statistically 

significant difference among the mean scores of teachers for each retention initiative/incentive. 

The researcher rejected the null hypothesis that there was no statistically significant difference 
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among mean scores of teachers’ grade level, age, race, and gender for preferred retention 

initiatives/incentives. In the next chapter the researcher will provide a detailed discussion of the 

findings for this study including a summary of the literature review, limitations of the study, 

recommendations for future research, implications of the study, and dissemination of findings.  
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Chapter V:  Discussion 

Summary of the Study 

The review of the literature for this study presented and discussed research on teacher 

retention organized around the following major topics: (1) general teacher employment trends 

in the United States; (2) teacher efficacy; (3) teacher burnout; and (4) teacher retention 

strategies including compensation, and benefits; and (5) motivational theories for teacher 

retention. Based on this literature, this study examined 25 retention initiatives/incentives/ 

modifications that would influence teachers’ continued employment in the school district.  

  The Teacher Retention Questionnaire was designed to measure the degree to which 

retention initiatives and incentives could potentially influence teachers’ continued employment 

in a school district. In addition, the Teacher Retention Questionnaire measured the rankings of 

the five highest rated initiatives/incentives out of 25 choices and the rankings of the five 

categories of initiatives/incentives.  These were compensation, benefits, workplace enhancement, 

scheduling, and employee relations. 

      The purpose of the study was to determine which teacher retention initiatives or 

incentives were preferred by teachers in a middle Georgia school district and various 

demographic characteristics with the goal of formulating a plan to retain teachers.  The study 

sought to gather and analyze data from teachers regarding their preferred retention initiatives 

and incentives to create a comprehensive retention plan to attract and retain teachers.  

Theoretical Framework 

 Herzberg’s Two-Factor Motivation Theory was used to further analyze 

initiatives/incentives used by school districts to improve teacher retention.  Herzberg’s Two-
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Factor Motivation Theory (Herzberg, 1966) suggests that workplace motivation is based on 

factors of motivation and hygiene. Motivation factors are related to the job itself while hygiene 

factors may not be directly related to the job. According to the theory, hygiene factors do not 

affect increased job satisfaction. However, the lack of hygiene can lead to job dissatisfaction. 

Therefore, a balance of hygiene and motivation factors should exist. The findings below align 

with Herzberg’s Two-Factor Motivation Theory. 

 The findings from this study suggest the participants prefer factors related to motivation 

[Higher Salary, Retention Bonus, Merit Pay, and Incentive Pay]. The participants in this study 

preferred incentives and initiatives in the categories of compensation and benefits. The 

participants also indicated hygiene factors [Flexible Scheduling/Job Sharing, Sabbatical, Virtual 

Classroom, Career Path, Promotion, Evaluation, Recognition, and Staff Development] were also 

valuable to their reasons for retention. These findings align with Herzberg’s Two-Factor 

Motivation Theory.  

These findings were similar to a study conducted with high school teachers in Turkey, in 

which a survey was used to collect descriptive data from 9-12 grade public school teachers. A 

total of 250 questionnaires were distributed, however 198 responses were received. The survey 

instrument was five-point Likert scale survey with 45 items related to job satisfaction measures 

based on Herzberg’s Two-Factor Motivation Theory. The researcher’s findings were that the 

teachers’ motivation was dependent on fulfilling both, hygiene and motivation factors (Atalıç et 

al., 2016).  

      Two research questions were developed for this study, and null hypotheses were 

presented.  Both null hypotheses were rejected.  The null hypotheses found to be rejected were:  
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1. There was statistically significant difference among the mean scores for each 

retention initiative/incentive. 

2. There was statistically significant difference among the mean scores of teachers 

working in elementary, middle or high schools for the preferred retention 

initiatives/incentives; there is was statistically significant difference among the 

mean scores of teachers in different age categories for the preferred retention 

initiative/incentive; there is was statistically significant difference among the mean 

scores of teachers in different  race categories for the preferred retention 

initiative/incentive; and there is was statistically significant difference among the 

mean scores of teachers in different gender categories for the preferred retention 

initiative/incentive.  The conclusions of the study are summarized below. 

Analysis of the Findings 

There was significant difference between the mean scores for each retention 

initiative/incentive.  Although there was not statistical significance for all items, teachers 

preferred certain retention initiatives and incentives to others.  The ten highest preferred 

retention initiatives/incentives (most to least) were higher salary; retention bonus; involvement 

in the decision-making; increased benefits options; increased communication; increase in 

administrative support; timely, fair and accurate evaluation; tuition reimbursement program; 

increased chances for promotion; increase in meaning in work.  The five least preferred retention 

initiatives/incentives (least to most) were virtual classroom; and a comprehensive induction 

program; comprehensive new hire orientation; district employee handbook; merit pay. These 

findings do not align findings in the study from Guarino et al. (2006); schools that provided 

mentoring/ induction programs had lower turnover rates for teachers. 
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There was statistically significant difference among the mean scores of teachers working 

in elementary, middle or high school for the preferred retention initiative/incentive.  It is 

concluded from this finding that elementary school teachers preferred comprehensive new hire 

orientation program to middle and high school teachers. Elementary school teachers preferred 

climate surveys more than middle and high school teachers. High school teachers preferred 

career path choice to elementary and middle school teachers. Elementary school teachers 

preferred increased staff development/training over middle and high school teachers. Elementary 

school teachers preferred opportunities for mentoring from a veteran teacher/administrator over 

middle and high school teachers. Elementary school teachers preferred teacher involvement in 

decision making over middle and high school teachers. Elementary school teachers preferred 

increased administrative support over middle and high school teachers. High school teachers 

preferred administrative support over middle school teachers. These findings were aligned with a 

study in the Review of Literature. Higher salaries were associated with lower attrition. In 

addition, schools that provided teachers with more autonomy and administrative support had 

higher rates of teacher retention (Guarino et al., 2006). According to Meador (2020) supportive 

principals recognize the importance in retaining teachers to achieve success in their schools.  

There was a statistically significant difference among the mean scores of teachers in 

different age categories for the preferred retention initiative/incentive.  It is concluded from this 

finding that teachers ages 30 to 39 preferred a teacher career path and content choice than other 

age categories. Teachers ages 20 to 29 preferred increased chances for recognition than the other 

age categories.  In addition, this age group preferred opportunities for mentoring from veteran 

teachers/ administrators more than the other age categories. These findings were consistent with 

a study conducted involving 900 teachers. Teachers preferred content interests as motivators for 
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staying in the profession and perceived professional mastery in their content areas as motivators 

for teachers (Chiong et al., 2017). 

There was a statistically significant difference among the mean scores of teachers in 

different race categories for the preferred retention initiative/incentive.  It is concluded from this 

finding that White/Caucasian teachers preferred the following retention initiatives/incentives 

more than other races:  higher salary; opportunity for retention bonus; and tuition 

reimbursement. Black/African American teachers preferred employee wellness programs and 

opportunities for sabbaticals more than other races. 

There was a statistically significant difference among the mean scores of teachers in 

different gender categories for the preferred retention initiative/incentive.  It is concluded from 

this finding that female teachers preferred the following retention initiatives/incentives more 

than male teachers:  a retention bonus; flexible scheduling/job sharing; timely, fair and accurate 

evaluation; increased chances for recognition; increased staff development/training; involvement 

in the decision-making; comprehensive new hire program; increased communication from 

administration; higher salary; teacher career path and content choice; increased chances for 

promotion; increased meaning in work on behalf of the faculty; and an increase in administrative 

support.  

The conclusion taken from the weighted rankings of retention incentives was teachers 

preferred salary first; a retention bonus second; involvement in the decision-making third; 

benefit options fourth; and administration support fifth. The fact that teachers in this study 

preferred salary over other incentives has possibly been influenced by the COVID-19 pandemic 

and its economic impacts on families. According to Downey (2020), in difficult economic times 

teachers choose to stay in the profession to provide for their families. 
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The conclusion taken from the weighted rankings of retention categories was teachers 

preferred the compensation category first, the benefits category second, the workplace 

enhancement category third, the scheduling category fourth, and the employee relations category 

fifth.  

The results in this study were very similar to the replicated study by Gordy (2004). 

Teachers in Gordy’s student preferred salary, retention bonus, tuition reimbursement, decision-

making involvement, and increased benefits options. Categorically, teachers in the Gordy study 

preferred the compensation category first, the benefits category second, and the workplace 

enhancement category third. The findings from this study will be shared with the district’s 

leadership through the office of professional learning. At the request of the professional learning 

office, the researcher will make a formal presentation of the findings of this study. 

Limitations/Delimitations 

 The COVID-19 pandemic required teachers and students to use virtual and face-to-face 

models of learning. Classrooms, activities, professional learning realms were socially distanced 

to prevent spread of the COVID-19 disease. Teachers and students spent many hours and days 

out of the traditional brick and mortar building known as a schoolhouse due to quarantines 

and/or illness. These factors led to limitations in this study. The data for this study was 

collected during the COVID-19 pandemic, which may have had an impact on the data 

collection and outcomes. The district experienced unusual teacher absences during the 

pandemic which may have affected teachers checking email and receiving the survey email. 

Finally, teachers may have responded differently if they had been directly affected by or were 

symptomatic while responding to the survey. 
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 Delimitations involved the use of closed-ended Likert scale responses in the survey, 

rather than some additional open-ended responses. The use of open-ended responses may have 

yielded greater participation in the survey. Additionally, the survey items were influential due 

to all items being incentives/initiatives as opposed to punitive items. Another delimitation was 

teachers’ pay is relatively higher due to the local supplement compared to nearby districts. 

Finally, the data collection was done on a school district level rather than on a national level; 

therefore, school districts in other regions of the United States may have specific 

incentives/initiatives teachers may deem significant. 

Recommendations for Future Study  

Recommendations for the study are focused on school districts of various demographics 

that have had little success implementing retention plans. The following recommendations for 

future study on this topic include:  

1. Duplicate this study to determine the preferred teacher retention 

initiatives/incentives in rural and inner-city districts to see if there is a significant 

difference between these districts and suburban school districts.  

2. Conduct a follow-up focus group with teachers. While the teachers’ responses 

would not be matched or identified, it would provide clarity on the responses given 

in this initial survey. 

3. Design a similar study to examine the use and effectiveness of teacher retention 

strategies from a variety of school districts which have implemented a 

comprehensive teacher retention/incentive action plan.  
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4. Investigate the long-term effects of the COVID-19 pandemic on teacher shortages.  

Examine reform efforts on a national and international level and research efforts 

effective practices in other states and abroad.  

5. Complete a school level analysis to determine if the preferences vary from school to 

school. 

6. Identify school districts that currently use some of the initiatives/incentives in this 

study and evaluate those districts teacher retention success. 

Implications of the Study 

This study found an increase in administrative support was one of the ten highest 

preferred retention initiative/incentives. Therefore, teachers' increased perception of 

administrator’s authenticity is associated with great trust and stronger interpersonal 

relationships (Fox et al., 2015). Districts should focus on strategies to improve communication 

among administration, faculty and staff.   

In this study, elementary school teachers preferred increased staff development/training 

over middle and high school teachers. Bland et al. (2014) found professional learning 

communities provided the same forms of collaboration to support teacher retention. 

Professional learning allows teachers to reflect on their practice related to the content they are 

teaching and model new ideas or strategies (Darling-Hammond et al., 2009). Districts should 

develop partnerships with local colleges and universities to assist with professional learning 

and induction programs. According to Carver-Thomas and Darling-Hammond (2017), teacher 

turnover rates are the highest in the South due to the higher pay, smaller class size, 

administrative support, and fewer investments in education. This study supports the perception 
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teachers in this district found some of the same factors (pay and administrative support) 

relative to retention. 

Conclusion 

 According to the Governor’s Office of Student Achievement (2019), the selected school 

district has maintained an 88% teacher retention rate for the past three years. The retention rate 

for the district in this study is higher than the national average; however, the recent pandemic 

may have a further effect on teacher retention. This study was designed to use teacher 

perceptions of incentives/initiatives to improve teacher retention. The review of literature and the 

data from this study provide valuable insight about previous studies and how they align to the 

finding of this study. The goal is to provide the middle Georgia school district some strategies to 

improve teacher retention and continue to make their schools high achieving.  
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Directions: Indicate your response to items 1-5 by selecting the appropriate number for you 
response 

Section 1 

1. Age 

(1) 20-29 (2) 30-39 (3) 40-49 (4) 50-59 (5) 60 & above 

     

2. Gender 

(1) Male (2) Female 

  

3. Race/Ethnicity 

(1) White (2) Black/ African American (3) Hispanic/ Latino (4) Asian (5) Hawaiian/ 
Pacific Islander (6) Other 

      

4.Years Experience In Current County 

(1) 1 Year (2) 2 Years (3) 3 Years (4) 4 Years (5) 5 Years 

     

5. School Level 

(1) Elementary (2) Middle (3) High 

Statement 1    

Section 2 

EMPLOYEE RELATIONS 

In items 6-30, please circle the number which indicates the degree the 
initiative/incentive/modification will influence your continued employment with the school 
district. Please choose only one number for each item. 

6. Comprehensive New Hire Orientation Program 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 
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7. Climate Surveys to gather your input 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

8. Increased Communication 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

9. District Employee Handbook 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

Section 3 

Compensation 

10. Higher Salary 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

11.Opportunity for Retention Bonus 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

 

       

12. Opportunity for Merit Pay 



90 
 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

 

       

13. Opportunity for Incentive Pay 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

Section 4 

Benefits 

14. Increased Benefit Options 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

15. Employee Assistance Program 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

16. Employee Wellness Program 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

17. Tuition Reimbursement Program 

Highly 
Likely 

 Neutral  Highly 
Unlikely 
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1 2 3 4 5 

       

Section 5 

Scheduling 

18. Flexible Scheduling Options/Job Sharing 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

19. Opportunity for Sabbatical 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

20. Opportunity to conduct a Virtual Classroom 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

Section 6 

Workplace Enhancement 

21. Teacher Career Path 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

22. Increased Chances for Promotion 

Highly 
Likely 

 Neutral  Highly 
Unlikely 
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1 2 3 4 5 

       

23. Timely, Fair, & Accurate Evaluation 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

24. Increased Chances for Recognition 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

25. Increased Staff Development/Training 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

26. Comprehensive Induction Program 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

27. Opportunities for Mentoring 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

28. Involve teachers in the Decision Making 
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Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

29. Increase Administrative Support 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

30. Increase Meaning in Work 

Highly 
Likely 

 Neutral  Highly 
Unlikely 

1 2 3 4 5 

       

Section 7 

31. Rank the following categories from above with first being the most likely influence and 5 
being the least likely influence for your continued employment with the school district. 

___Employee Relations 
___Compensation 
___Benefits 
___Scheduling 
___Work Place Enhancement 

 

Section 8 

Please list any additional comment you have below: 

Thank you for completing the survey. The information was given to your school district in 
aggregate form to assist in meeting the needs of faculty members in order to continue to retain 
quality certified personnel. 

32. Comments 

Enter your answer 
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Appendix B 

Survey Permission 
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Appendix C 

Participant Letter 
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Dear Valued Educator, 
 
            The purpose of this correspondence is to ask for your participation in a study that is a part 
of an important project being conducted by me in fulfillment of my doctoral degree.  The 
purpose of this study was to analyze initiatives/incentives used by school districts to improve 
teacher retention.  This measure will provide insightful information to strengthen teacher 
recruitment and retention for new and current educators. Your knowledgeable and insightful 
responses will provide the necessary feedback to make the study meaningful for your school 
districts as well as others.  

 
            As an educator in the Houston County School District, you have been selected to 
participate in this study. Please click on the following link provided below to answer the five 
demographic and 27 survey questions. Your answers are confidential and completing this survey 
should only take 5-10 minutes. The first question of the survey will prompt you to review 
Informed Consent. If you wish to continue and participate in this research study, simply select 
“YES”. 
 
This research study was reviewed by the Columbus State University Institutional Review Board, 
which ensures that research projects involving human subjects follow federal regulations.  If you 
have any questions or comments regarding this survey, please feel free to contact me by e-mail 
antley_mark@columbusstate.edu. You may also address questions to my dissertation chair, Dr. 
Anna Hart at 706-565-1450 or by e-mail at hart_anna@columbusstate.edu. 
 
Thank you very much for helping us with this important study. 
 
Survey link: https://forms.office.com/Pages/ResponsePage.aspx?id=8pCcKuGlREOx-Fa-
gHHqETGQeQATD6lLkkF_HJcFI7lURFI4MFRBNlg3RlZHWUw0VkM0R01JMERPSy4u 

 
 
Sincerely, 
Mark E. Antley 

 

  

mailto:antley_mark@columbusstate.edu
mailto:hart_anna@columbusstate.edu
https://forms.office.com/Pages/ResponsePage.aspx?id=8pCcKuGlREOx-Fa-gHHqETGQeQATD6lLkkF_HJcFI7lURFI4MFRBNlg3RlZHWUw0VkM0R01JMERPSy4u
https://forms.office.com/Pages/ResponsePage.aspx?id=8pCcKuGlREOx-Fa-gHHqETGQeQATD6lLkkF_HJcFI7lURFI4MFRBNlg3RlZHWUw0VkM0R01JMERPSy4u
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Appendix D 

Letter to Principals 
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Good afternoon, 

 

My name is Mark Antley and I am a doctoral candidate at Columbus State University. I am 
asking for your support in completing my dissertation research. If you would be willing to allow 
your faculty to participate, please provide a signed Letter of Agreement on your school's 
letterhead. I have attached a sample letter to simplify this request. Additionally, I have provided 
the title and abstract for my research below. If you have any questions, please do not hesitate to 
contact me at 478.918.4164. 

Thank you so much for your consideration of this request. 

Title:  

IMPROVING TEACHER RETENTION THROUGH THE PERCEPTIONS OF TEACHERS IN 
A MIDDLE GEORGIA SCHOOL DISTRICT 

Abstract: 

The purpose of this study was to assess the initiatives and incentives preferred by certified 
teachers employed by a Middle Georgia school district with the goal of formulating a plan to 
retain teachers. This quantitative study will look at factors such as race, gender, age, and grade 
level of teachers and the statistical significance to initiatives and incentives and the effect on 
teacher retention. The data from the study was obtained using a survey administered to teachers 
in the district with various levels of experience. 

Thank you in advance for your willingness to support my research. 

Sincerely, 

Mark E. Antley 

Columbus State University  

Doctoral Candidate 

 

 


