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Abstract 

 

The dissertation in practice describes a high-level problem of practice regarding teacher turnover 

in a large, urban, public school district in North Carolina.  An examination of the district’s 

teacher turnover rate indicates an increase in teacher turnover from 10.08% to 14.95% during the 

2010 – 2015 timeframe. Moreover, examination of the teacher turnover rates illuminates a trend 

with teachers migrating from the district to work in other North Carolina public school districts. 

As a result of teacher migration, the rate of change is higher than its four neighboring public 

school districts.  In addition to examining the teacher turnover rates, the dissertation in practice 

includes a strategic plan to increase teacher retention within the district. The priority area of 

implementation is to use an empathic inquiry approach to seeking teacher narratives from 

resigned teachers through an online surveys and phone interviews.  Recommendations for 

teacher retention strategies for district implementation will be presented.    

Keywords:  teacher turnover, teacher retention, teacher migration 
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An Exploration of Teacher Turnover and Migration in an  

Urban Public School District in North Carolina 

Chapter One: Introduction of the Problem and Literature Review 

Richard Ingersoll serves as the seminal researcher on teacher turnover and migration.  

Ingersoll (2011) defines teacher turnover as “the departure of teachers from their teaching jobs” 

(p. 500).  Reasons for teacher departures from their positions includes promotions, retirements, 

interim contract endings (visiting instructional faculty and lateral entry teachers), the acceptance 

of a non-teaching positions within the district, and the creation of a position because of a 

teacher’s death.  The researcher’s motivation for this research study is connected to personal and 

professional interests.  As a teacher, the researcher resigned from her teaching position after five 

years in the classroom.  As an instructional coach, the researcher tracked the resignation rate of 

teachers within the district.  As a school administrator, the researcher sought to keep teachers 

satisfied to increase teacher retention.  As a result of experiencing the phenomenon from three 

differing perspectives, this dissertation in practice serves as a study of the teacher turnover and 

migration phenomenon within a large, urban public school district.  Ultimately, it seeks to 

improve teacher retention by focusing on strategies that may close the gap of teacher departures.  

Retention is defined broadly as continuing to teach in the same district.   

Statement of the Problem 

During 2010 – 2015, District One experienced an increase in teacher turnover from 

10.08% to 14.95%.   See Table 1 and Figure 1.  As a result of the increased teacher turnover rate 

from 2010 – 2015, District One experienced the following challenges: financial loss to the 

district, increased need for recruitment, and the need to ensure high quality instruction in 

classrooms.   
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Table 1 

Teacher Turnover in District One, 2010 – 2015 

Year 

 

Total Number of 

Teachers 

 

 

Number of 

Exited Teachers 

 

Teacher Turnover 

Percentage 

2010 - 2011 4923 496 10.08% 

2011 - 2012 4950 577 11.66% 

2012 - 2013 4960 640 12.9% 

2013 - 2014 4971 658 13.24% 

2014 – 2015 4984 745 14.95% 

Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

 

Figure 1. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved 
from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
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Context of the Problem 

 

The teacher turnover issue impacts education on national, state, and local levels.  In fact, 

it is not unique to the United States of America (Odland, 2008).   “Equally serious and perhaps 

even more complicated than teacher turnover on the national level, but ironically less studied, is 

the problem of teacher turnover in international schools”, wrote Odland (2008, p.41).  As a 

result, there is no documented international teacher turnover rate. The following section will 

explore the teacher turnover issue through each of the three levels with the hope of developing a 

deeper understanding of the phenomenon.   By deepening the collective understanding of the 

teacher phenomenon issue, educators can begin to also understand the nature of the issue, its 

varied impacts, and its varied causations.  

 National Teacher Turnover.  The National Center for Education Statistics is the 

primary federal entity for collecting and analyzing data in the nation.  The organization fulfills a 

Congressional mandate to collect, collate, analyze, and report statistics on the condition of 

American education.  Commissioned by the National Center for Education Statistics, Goldring, 

Taie, and Riddle (2014) state that out of the 3,377,900 public school teachers who were teaching 

during the 2011–12 school year, 16% left their school.  Conversely, Ingersoll (2011) notes the 

national teacher turnover rate is 11% for individual schools.  While there is general 

acknowledgement within education that 50% of the teacher workforce ultimately leaves the 

profession (Gonzalez, Brown & Slate, 2008; Greiner & Smith, 2006; Heller, 2004; Kaff, 2004; 

Ingersoll, 2003, 2002; National Commission on Teaching and America’s Future, 2003), there is 

no consensus on an annual teacher turnover rate internationally and nationally.  The difficulty 

with the identification of a national teacher turnover rate is that every district does not produce 

an annual teacher turnover report to the state department of public instruction, like North 
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Carolina.  Based on the controversial findings of the national teacher turnover rate, it is 

challenging to pinpoint a national teacher turnover rate with accuracy.    

 North Carolina’s Teacher Turnover.  While it is difficult to pinpoint an international or 

national turnover rate, it can be established within the state of North Carolina.  On an annual 

basis, the North Carolina Department of Public Instruction produces a report examining its 

teacher turnover.  Similar to District One, the state of North Carolina also experienced an 

increase with teacher turnover.  Figure 2 illustrates the increase in the teacher turnover rate in 

North Carolina during 2010 - 2015.    

Figure 2. North Carolina Teacher Turnover Rates 2010 – 2015.  Adapted from North Carolina Department of Public Instruction. 

(2015).  Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

North Carolina’s five-year teacher turnover average is 13.3%.  As previously noted, most of its 

neighboring states do not track their teacher retention rates, with the exception of South Carolina 

and Kentucky.  South Carolina reports its teacher retention by district.  It ranges from 6.9% to 

34% (South Carolina Department of Education, 2015).  Kentucky tracked its teacher retention 

from 2008 – 2012 as an average of 14.4% (Lochmiller, Sugimoto, Muller, 2016).   As a result of 

0%

2%

4%

6%

8%

10%

12%

14%

16%

2010 - 2011 2011 - 2012 2012 - 2013 2013 - 2014 2014 - 2015

11.17% 12.13% 

14.33% 
14.12% 14.84% 

North Carolina's Teacher Turnover Rates,  
2010 - 2015 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/


AN EXPLORATION OF TEACHER TURNOVER AND MIGRATION 

 12 

differing tracking measures employed by states, it is hard to compare the state’s progress against 

other states in the nation.   

In addition to tracking the state’s teacher turnover rate, North Carolina also tracks the 

reasons that teachers exit the profession within the state.  Each local education agency within the 

state provides an annual teacher turnover report which categorizes the reason for each 

resignation.  The resignation reason itself is self-reported to the district by the teacher on the 

district’s resignation form.  See Appendix A - District One’s Resignation Form.  The local 

education agency, in turn, provides a summary report to the state.  There are twenty-seven self-

reported reasons that a local education agency may cite.  Per its annual report on teacher 

turnover, North Carolina Department of Public Instruction (2015) summarized the five major 

categories of reasons for teacher departures.  Table 2 provides an overview of the five categories 

of reasons cited for teacher departure in North Carolina (North Carolina Department of Public 

Instruction, 2015).  
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Table 2 

North Carolina Department of Public Instruction’s Teacher Turnover by Reason Categories 

Self-Reported Reason Reason Code Category 

1.  Resigned to teach in another NC LEA 58   

Category 1  

 

Teachers who left the LEA 

but remained in education 

 

 

2.  Moved to a non-teaching position in education 59 

3.  Resigned to teach in a NC Charter School 70 

4.  Resigned to teach in an NC non-public / private school 71 

5.  Moved to a non-teaching position in education 75 

6.  Resigned due to family responsibilities / childcare 57  

Category 2 

 

Teachers who left for 

personal  

Reasons 

 

 

7.  Resigned to continue education / sabbatical  60 

8.  Resigned due to family relocation  61 

9.  Resigned to teach in another state 62 

10.  Dissatisfied with teaching or career change 63 and 72 

11.  Resigned due to health /disability 64 

12.  Retired with reduced benefits 68 

13.  Re-employed retired teacher resigned 73 

14.  Dismissed 50  

Category 3 

 

Teachers who were 

terminated by the LEA 

 

(Positive Turnover) 

 

 

15.  Non-renewal (probationary contract ended) 53 

16.  Interim contract ended – not rehired 54 

17.  Resigned in lieu of dismissal 55 

18.  Resigned in lieu of non-renewal 78 

19.  Did not obtain or maintain license 56 

20.  Reduction in Force 51  

Category 4 

 

Teachers who left for 

reasons beyond LEA 

Control 

 

21.  Retired with full benefits 66 

22.  Deceased 67 

23.  End of VIF Term 74 

24.  
Resigned due to movement required by Military 

Orders 
76 

25.  End of TFA Term  77 

26.  Resigned for other reasons 65 Category 5 

 

Teachers who left for other 

reasons 

27.  Resigned for unknown reasons 69 

Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
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Table 3 provides a summary of the teacher’s self-reported reasons for teacher turnover within 

North Carolina.  During 2010 - 2015, the most frequent reason for teacher turnover within the 

state was due to teachers migrating from one district to another.  

Table 3 

Top Five Self-Reported Reasons for Teacher Turnover in North Carolina, 2010 – 2015  

Year 1st 2nd 3rd 4th 5th 

 

2010 – 2011 To teach elsewhere 
 

Retired Family Relocation Other Reasons Family 
Responsibilities 

 

2011 – 2012 To teach elsewhere 
 

Retired Family Relocation Other Reasons Stayed in LEA in a 
non-teaching 

position 

 

2012 – 2013 To teach elsewhere 
 

Retired Family Relocation Other Reasons Contract Ended 

2013 – 20 14 To teach in another NC 

public school system 
 

Retired Family Relocation Career Change Moved to a Non-

teaching position in 
the LEA 

2014 - 2015 To teach in another NC 

public school system 
 

Retired Family Relocation To Teach in 

Another State 

Career Change 

Note. Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

 

 

The causes of North Carolina’s increased teacher turnover may be connected to its 

educational reform efforts and/or its teacher salaries.  North Carolina’s Governor, Pat McCrory 

(R), took office in January 2013.  Within seven months, he signed a budget passed by state 

legislation with significant education reforms.  The resulting legislative actions created the 

following impacts for teachers:  the reduction of state funding to schools, the elimination of the 

NC Teaching Fellows program, the institution of a voucher program, the end of teacher tenure, 

the expansion of charter schools, the elimination of teacher assistants, and increased funding to 

Teach for America.  Cumulatively, the reform led to an increased negative perception about 

public education in North Carolina.  In addition, Governor McCrory’s Educational Reform of 

2013 impacted teachers in a fiscal manner as well.  Teachers experienced a loss in differential 

pay for Master’s Degrees, loss of longevity pay, and teachers pay did not increase from 2008 – 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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2014.  During the 2014 – 2015 year, teachers received a raise at approximately $27 per month.   

As a result, North Carolina became the 42
nd

 in the country in its provisions for teacher salaries. 

Each of these state-level contextual factors impacted teachers in a personal manner and may have 

contributed to the state’s increased teacher turnover.  

 

District One’s Teacher Turnover.  District One is a large, urban public school district 

in North Carolina.  During 2015 – 2016, it served 72,081 students in 126 schools (National 

Center for Education Statistics, 2016).  The student demographic of District One consisted of the 

following subgroups:  Black (41%), White (34%), Hispanic (14%), Asian (6%), Multi-racial 

(4%), and native American and Pacific Islander (1%).  Eighteen percentage of the families in the 

district live below the poverty line.   Out of the 126 schools, there are 69 elementary schools; 23 

middle schools; 28 high schools; and 10 alternative schools.  The district employed 126 

principals with 43% having between 0 – 3 years of experience; another 43% having between 4 – 

10 years of experience and 14% having ten plus years of experience (National Center for 

Education, Statistics, 2016).  Principal turnover rate was 6%.  The district employed 4976.47 

full-time teachers with a 15.56 student/teacher ratio.  Its total revenue was $769,588,000 with 

$10,388 dollars spent per student (National Center for Education Statistics, 2016).  Table 4 

provides information on District One’s teacher turnover rate, as previously shared.  
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Table 4 

 

Teacher Turnover in District One, 2010 – 2015 

 

Year 

District One 

Total 

Teachers 

District One 

Teacher  

Resignations 

 

District One 

Teacher Turnover 

Percentage 

2010 - 2011 4923 496 10.08% 

2011 - 2012 4950 577 11.66% 

2012 - 2013 4960 640 12.9% 

2013 - 2014 4971 658 13.24% 

2014 - 2015 4984 745 14.95% 

Note. Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

 

District One’s Historical Interventions Towards Improved Teacher Turnover.  In an 

effort to address the increased teacher attrition, District One made attempts to impact teacher 

satisfaction.  In 2013, District One’s Superintendent created a three-year long Strategic Plan.  

One of its priorities articulated in its 2016 Strategic Plan was to reduce the annual teacher 

turnover rate from a baseline of 11.66% to 9%.   Table 5 represents turnaround strategies 

employed by the district during 2010 – 2015.  This information was shared with District’s One 

Board of Education on February 13, 2016.  Metrics to measure and evaluate each initiative were 

not presented.  As a result, the impact of individual interventions cannot be determined at this 

time.   
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Table 5  

District One’s Historical Interventions Towards Improved Teacher Retention 

Intervention Description 
Increased Internal Engagement and 

Collaboration 

Utilized principal feedback to inform recruiting and screening 

processes 

 

Hosted Teacher Cadet Programs Increased student participation in the Teacher Cadet Program.  

Expand to middle and elementary schools 

 

On boarded Employees Oriented new employees to ensure a strong start and continued 

employee engagement 

 

Formed University Partnerships Collaborated to create a teacher pipeline by recruiting District One 

students into local teacher education programs and providing ongoing 

support through their college experience and as they transition to 

teaching in District One 

 

Licensed Lateral Entry Teachers Recruited non-traditional candidates for critical need areas, including 

teacher assistants and content majors.   

 

Implemented a licensure program that provides licensing to teacher 

through their own in-house teacher licensure program.  

 

Partnered with Teach for America Used non-traditional, highly successful college graduates to fill hard-

to-staff positions across the district 

 

Sponsored Induction and Success Program Provided support to new teachers; helping new teachers transition into 

the classroom 

 

Hosted Career Fairs Held recruitment events in the district and attending college and 

university recruitment fairs 

 

Provided Early Contracts Offered early contracts for hard to staff schools and positions 

 

Created STEM HBCU Partnerships Collaborated with Historically Black Colleges and Universities to 

recruit science, technology, and math teachers 

 

Implemented District One Academy Created Student Teacher Seminars based on feedback from teachers 

and principals and in collaboration with colleges and universities 

 

Transitioned to Applicant Tracking System Utilized a system that makes it easier to identify and communicate 

with candidates 

 

Provided Professional Development 
Tailored based on principal and teacher feedback 

 

Created Aspiring Administrator and 

Executive Leaders Program 

Trained Leaders in areas that impact recruiting, retention, and 

working conditions 

 

 

Provided Reward and Recognition 

Activities 

Hosted Teacher of the Year, Principal of the Year, District One for 

Le$$, Human Resources High Five 

 
Note: Adapted from District One. (2016). Board of Education’s Winter Retreat Presentation.  
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One of the most successful interventions for teacher retention in District One was a 

program called Mission Possible.  Implemented between 2006 – 2016, Mission Possible was a 

comprehensive teacher incentive plan that sought to attract highly effective teachers for the goal 

of increasing student achievement in schools with critical needs.  Schools with critical needs 

were selected to participate based on the teacher turnover rate, socio-economic factors, and 

adequate yearly progress.  Adequate yearly progress is the expected annual achievement growth, 

as articulated by the No Child Left Behind Act of 2001.  Mission Possible teachers and 

administrators received specialized training, extensive support, reduced class sizes, recruitment 

and performance incentives.  In its ninth year program evaluation report, the external evaluator 

of the Mission Possible program stated, “While teacher retention has only increased by 1% 

overall and the principal retention rate has not changed, the number of teachers with high value 

added data in TIF schools has increased from 72 to 84 (Bayonas, 2015, p. 44).”    Value added 

data is a growth measure used to estimate the effect an individual teacher may have on student 

learning.  While the program did positively impact both student achievement and teacher 

turnover slightly, the district’s teacher turnover continued to increase.  Without Mission 

Possible’s interventions, the teacher retention rate may have increased at a higher rate of change.  

At the close of the 2015-2016 year, the Mission Possible program ended, due to the conclusion 

of federal funding.  

  

Causes of the Problem in Local Setting 

While the state of North Carolina’s educational reform efforts may have contributed 

towards increased teacher turnover in District One through its varied legislative actions in 2013, 

the district itself may have also influenced teachers to resign as well.  The following section will 

explore three influences: district-based influences, school-based influences, and external 
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influences and its potential impacts on teacher turnover.  By examining the various causes of 

teacher turnover, the development of turnaround strategies for improved teacher retention will be 

in alignment with the heart of the issues.  

District-Based Influences.  Systemic barriers may have inadvertently contributed 

towards the district’s increased teacher turnover.   Barriers, such as low local supplemental pay 

for teachers and the implementation of regional accountability, may have created unsatisfactory 

working conditions for teachers.  A potential result of the combined barriers is lowered teacher 

self-efficacy which is a contributor in teacher turnover.     

Low Supplemental Pay.  It is a well-documented fact that the public has recognized the 

teacher profession as a low-paying career (Berry, 2006).  It is also well known that teacher salary 

affects teacher turnover rates (Feng, 2005).  A comparison of local monthly supplements 

between the five districts explored in the “Context of the Problem” reveals that District One 

ranks fourth in its provision of salaries to teachers.  See Table 6 for the comparison.  
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Table 6 

Comparison of Local Monthly Supplements in Districts One - Five 

District 

(ranked in order 
of provision)  

 

Teacher’s 

Years of 
Experience  

1 – 3 

Teacher’s 

Years of 
Experience  

10 - 14 

Teacher’s 

Years of 
Experience  

15 - 19 

Teacher’s 

Years of 
Experience  

20 - 24 

Teacher’s 

Years of 
Experience  

25 – 29  

Teacher’s 

Years of 
Experience  

30 plus 

 

District 

Two 

 

$603.75 $710.00 $793.88 $871.88 $1000.00 $1162.50 

District 

Three 

 

$524.65 $600.80 $675.56 $745.40 $801.50 $852.50 

District 

Five 

 

$437.50 $540.00 $641.63 $744.00 $862.50 $925.00 

 

District 

One 

 

 

$435.00 

 

$385.00 

 

$426.00 

 

$454.00 

 

$485.00 

 

$520.00 

District 

Four 

 

$292.00 $346.00 $392.00 $442.00 $501.00 $566.00 

Note: Adapted from North Carolina Department of Public Instruction. (2016). Retrieved from 

http://www.ncpublicschools.org/fbs/finance/salary/ 

 

District One’s Exit Surveys provides further insight into teacher perception into the 

contributing factors that led to teacher resignations.  The exit survey is administered online to 

teachers who have submitted their resignation.  During August 2012 through August 2015, the 

district received 517 responses from resigned teachers.  Of the 517 received responses, 127 

responses (25%) cited the low salary as a reason for their resignation.  District One’s low 

supplemental pay for teachers is an area of concern for teachers.  

 Increased Accountability.  In 2008, District One hired a new superintendent.   In the 

following year, the superintendent created a strategic plan for the district that included major 

gains in academic achievement and reorganization of the district including the creation of 

regional superintendents.  The increased accountability through the creation of regional 

http://www.ncpublicschools.org/fbs/finance/salary/
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superintendents may have contributed towards increased stress for teachers.  Teaching is cited as 

one of the most stressful professions (Fredricks, 2005) with teachers experiencing stress and 

pressure from state and local accountability systems (Abrams, 2004) and due to reform efforts 

(Hamilton, Berends, & Stecher, 2005).  High levels of stress produce emotional and physical 

tolls on a teacher that may impede their performance in the classroom (Neils, 2006).    As a 

result, a teacher may feel demoralized and choose to leave the classroom (Inman & Marlow, 

2004).  MacBeath (2012) found stricter demands for accountability contributed towards teachers 

feeling dissatisfaction and failure.   The central based influences of low local supplemental pay 

and increased regional accountability have contributed towards teacher dissatisfaction.   

School-Based Influences.  The school itself may present obstacles for improved teacher 

retention.  Ingersoll (2001) cites that organizational factors within a school, student discipline 

behavior, lack of decision-making power, and lack of support from administration impact 

teacher’s decision to leave the profession.  Additionally, poor working conditions within a school 

may impact a teacher’s satisfaction (Andrews, Gilbert, & Martin, 2006; Billingsley, 2003; Loeb, 

Darling-Hammond & Luczak, 2005, Ingersoll & Smith, 2003).  Ingersoll (2001, 2002) cites 

excessive demands on teachers also contributes to teacher turnover.   

 The best source to gain insight about the teacher turnover issue is directly from teachers 

in District One.  Two surveys provide insight into teacher perceptions about the district:  North 

Carolina Teacher Working Condition Surveys and District One’s Exit Survey.  The North 

Carolina Teacher Working Conditions Survey is an anonymous, statewide survey distributed to 

teachers to assess teaching conditions within schools.  More specifically, its purpose is to 

determine if school-based educators have the supports necessary for effective teaching in the 

following categories:  time, facilities and resources, community support and involvement, 
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managing student conduct, teacher leadership, school leadership, professional development, 

instructional practices and support, and new teacher support.   Results are disaggregated by the 

district and also by individual schools. District One’s survey results for the North Carolina 

Teacher Working Condition were examined for the 2012 and 2014 years.  In 2012, 89.46% 

(4960 teachers) of District One’s teacher workforce participated in the North Carolina Teacher 

Working Condition survey.  In 2014, 95.34% (4947 teachers) of District One’s teacher 

workforce participated in the survey.  Under the category of school leadership, the lowest rated 

answer by District One’s teachers consecutively for the past two administrations of the survey 

was in response to question 71c - Teachers feel comfortable raising issues and concerns that are 

important to them (North Carolina Teacher Working Condition Survey, 2016).   In 2012, 65% 

(3,292 teachers) agreed with this statement and in 2014, 66.5% (3245 teachers) also agreed.   

Within the two survey administration years, 3,370 teachers were not comfortable raising issues 

and concerns that were important to them. See Appendix B - District One’s 2012 and 2015 North 

Carolina Teacher Working Condition Survey Results.  

The second data source where teacher perceptions were examined was District One’s Exit 

Surveys.  The survey is administered online to certified teachers who have tendered their 

resignation. The survey consists of the following questions:   

1. What was your last position? 

2. What is your primary reason for leaving? 

3. What, if any, factors led to your decision to leave? 

During August 2012 through August 2015, the district received 517 responses from resigned 

teachers.  Of the 517 received responses, 49% (254 teachers) noted the lack of administrative 

support as a factor in their decision to resign from their position.  Both surveys, North Carolina 
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Teacher Working Conditions survey and the Exit Surveys highlight teacher dissatisfaction with 

administrative support. 

Darling-Hammond (2010) cites that surveys of teachers have long shown that working 

conditions play a role in the decision to stay or leave the profession.  The results from the North 

Carolina Teacher Working Condition surveys and the Exit Survey follow Darling-Hammond’s 

(2010) assertion.  Both survey results reveal issues with working conditions within the respective 

schools during the 2012– 2015 timeframe.   

External Influences.  As District One’s teacher turnover increased, other public school 

districts outside of North Carolina seized the opportunity to recruit for their vacant positions.  

Districts like, Houston Independent School District from Texas and Roanoke City Schools in 

Virginia, hosted recruitment fairs across the state of North Carolina.  Roanoke City Schools 

offered North Carolina teachers sign-on bonuses ranging from $2,000-$10,000.  Houston 

Independent School District offered higher pay and benefits to teachers whose salaries were 

among the lowest in the nation.  At the job fair, Houston Independent School District 

representatives were prepared to make job offers to teachers certified in any of four “critical 

shortage areas”: secondary math, secondary science, bilingual education and special education.  

“It’s easy pickings to go to North Carolina,” said Gayle Fallon, president of the Houston 

Federation of Teachers.  “The salary scale looks phenomenal to them.”  Fallon further shared the 

following advice to North Carolina legislators, “…The active recruitment efforts should send a 

message to North Carolina’s elected officials.  You better get your salaries in line and treat your 

teachers a little better because I’m sure if we get a lot of luck recruiting, we won’t be the only 

school district down there.” 
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Each of the three influences (district-based, school-based, and external) reveals an 

authentic need for the diagnostic exploration of the root cause for teacher turnover in District 

One’s teacher turnover.  While each present a glimpse into what may be a contributing factor, 

further query of teachers is required to effectively identify its causation.  To that end, it is fair to 

state the teacher turnover in District One is ripe for further investigation.  The following section 

will provide justification for how the vision for improvement is worthy for action in District One. 

Significance of District One’s Teacher Turnover Resolution 

The impacts of teacher turnover are well documented.  “Teacher turnover creates large 

inefficiencies in the nation’s human capital system and unnecessary failure for students,” stated 

Darling-Hammond (2010, p.4).  As a result of teachers exiting the profession, districts are 

required to address factors, such as student enrollment, class size policies, curriculum 

requirements, fiscal capacity, priorities, and teacher salaries, before filling the position (Murnane 

and Steele, 2007).   

 Impact on Student Achievement.  There is broad consensus citing one of the primary 

causes of poor student performance is the inability to adequately staff classrooms with qualified 

teachers (Ingersoll, 2001).  Hanushek (1992) cited the difference between being taught by a 

highly capable and a less than capable teacher can delay a student’s academic progress by a full 

grade level of achievement in a single year.  Futernick (2007) and Ingersoll (2007) cite rising 

turnover is a catalyst for classes being staffed with less qualified teachers.  Due to the increase in 

teacher turnover, less qualified teachers staff classroom at the start of the year (Futernick, 2007).   

While it is widely accepted that instructional intensity may be reduced when the teacher is absent 

(Bayard, 2003; Cantrell, 2003; Varlas, 2001), there is little research on the causal effect of 

teacher turnover on student achievement (Guin, 2004; Ingersoll, 2001).  A review of District’s 
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One’s graduation rate from 2006 until 2015 reveals a 15.3% increase with its graduation rate 

(North Carolina Department of Public Instruction, 2016).  See Figure 3.  Based on the graduation 

rate alone, the district’s increased turnover rate did not negatively impact its graduation rate.  

However, when students are instructed by a less qualified teacher, student achievement decreases 

(Fletcher, 2005). 

 

Figure 3.  Adapted from North Carolina Department of Public Instruction. (2016).   Retrieved from 

http://www.ncpublicschools.org/src 

 

While student achievement rates may not appear to have been impacted in District One, Bryk & 

Schneider (2002) argue that the quality of relationships between teachers and students is related 

to student achievement.  Teacher turnover disrupts the formation or maintenance of these 

relationships.  When teachers leave schools, previously held relationships and collaborations are 

lost.  Considering its effect on student achievement, teacher turnover also impacts the profession 

itself.   

 Impact on the Teaching Profession.  Ingersoll (2001) found teacher shortages in public 

schools are attributed to new teachers leaving the profession within five years and not because of 

teachers retiring.  Ravitch (2009) wrote that the shortage is attributed to dismissal teacher pay.  



AN EXPLORATION OF TEACHER TURNOVER AND MIGRATION 

 26 

In contrast, Ingersoll (2001) stated teacher migration is a component of teacher turnover but it 

does not reduce the overall supply of teachers (p.514).  The National Commission on Teaching 

& America’s Future was founded in 1994 as a bipartisan effort to engage education policymakers 

and practitioners to address the national challenge of recruiting, developing, and retaining 

teachers.  In its report, it identified teacher turnover as a significant factor in our nation’s teacher 

shortage (National Commission on Teaching & America’s Future 2007).  Declining enrollment 

numbers in teacher education programs plays a significant role within North Carolina’s teacher 

shortage issue.  Since 2010, North Carolina’s education programs experienced declining 

enrollment numbers in the state’s 15 public teacher education programs.  More specifically, from 

2010 to 2014, its undergraduate and graduate teaching programs experienced a 27% drop 

(University of North Carolina, 2015).  

 While there are numerous theories about contributing factors of the teacher shortage 

phenomenon, Flynt and Morton (2009) believe a teacher shortage claim cannot be confirmed.  

Flynt and Morton (2009, p.2) state, “A closer look at the myriad of migration factors reveals a 

complex situation that makes it difficult to arrive at a simple, straightforward solution.”  The data 

appears to indicate that, overall, there are more than enough teachers produced per year 

(Ingersoll, 2003).  However, there are some limitations within the data on whether or not a 

sufficient quantity of as math, science, and special education teacher exist (Ingersoll, 2003).   

Similar to the determination of the national teacher rate, a national teacher shortage cannot be 

conclusively confirmed.    

Impact on District Finances.  The high cost of teacher turnover is a challenge for 

districts.  On a national level, Darling-Hammond (2003) claims teacher turnover is costing the 

nation hundreds of millions of dollars every year.  Smith and Watkins (1978) were early 
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researchers to address the actual costs related to teacher turnover and stated “a practical 

measurement process must be utilized for analyzing the costs of personnel” (p. 46).  Their 

research considered three major cost categories: separation costs, replacement costs, and training 

costs (Smith and Watkins, 1978).  The National Commission on Teaching and America’s Future 

conducted a pilot study in five school districts and found that a singular teacher resignation costs 

the district thousands of dollars (National Commission on Teaching and America’s Future, 

2007).  For larger districts, it costs $17, 812 to replace a teacher and $4,366 in small rural 

districts (National Commission on Teaching and America’s Future, 2007).   

Teacher turnover is costly.  In 2008, NC’s teacher turnover rate of 13.85% cost the state 

between $29 million and $63 million.  Corbell (2009) estimated that replacing teachers in North 

Carolina costs more than $84.5 million annually.  In North Carolina, the average cost per 

resigned teacher was $9,875 (National Commission on Teaching America’s Future, 2007).  

Using the National Commission on Teaching America’s Future’s (2007) estimation, in District 

One, during 2014 – 2015, 745 teachers resigned resulting in a loss of $7,356,875 to the district.  

Using North Carolina Department of Public Instruction’s Fact and Figures (2013), the loss of 

funds due to teacher turnover could have been diverted back to the district in any one of the 

following ways:   

 Providing instructional resources for 708 students / $10,388 per student; 

 Purchasing breakfast and lunch for 1,477,284 students / $4.98 per student;  

 Delivering transportation for 12,180 students for the year / $604 annual cost of transportation 

per student; and 

 Hiring 106 teachers / $45,938 per teacher. 
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The cost of teacher turnover is great when considering how diverting resources back into the 

schools could strengthen supports for teachers and students alike.     

 Vision for Improved Teacher Retention in District One.  The issue of teacher turnover 

in District One is a compelling problem.  The researcher’s vision is to examine the teacher 

turnover phenomenon using empathic inquiry to understand its causation.  While the increased 

teacher turnover rate has not reached a critical level, there is an urgency to address the issue 

when considering:  the fiscal impacts, the diminished numbers of teachers produced by the 

teacher education program pipeline, and the external recruitment of North Carolina teachers by 

other states.   Lastly, the findings of smart teacher retention strategies might be of value to 

districts struggling with increased teacher turnover.  The researcher has received formal approval 

from District One and High Point University to conduct this study.  See Appendix C - 

Memorandum of Understanding #1 and #2 and Appendix D - District One’s Research Summary 

Approval and IRB Exemption. 

If teacher turnover is no longer an issue within public education, students will experience 

a full year of academics with the same teacher of record.  Teachers will have higher self-efficacy 

with opportunities for distributed leadership.  Principals will increase their capacity to retain 

effective teachers.  Schools will experience fewer vacancies.  Community members will 

experience increased satisfaction with the school.  The status quo will be revamped with an 

increased trust in public schools.  The ultimate goal for addressing teacher turnover is to ensure 

that all students in District One receive a high quality, sound and basic education that will enable 

them to effectively meet the demands of college, the workplace and life.  
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Literature Review 

 This section of the dissertation in professional practice focuses on the research 

surrounding the teacher turnover issue.  More specifically, the following three research questions 

guided this literature review: 

1. What are the trends in teacher turnover? 

2. What is teacher migration? 

3. Are there lessons in smart retention for urban districts? 

Trends in Teacher Turnover.  There are a multitude of reasons why teachers leave the 

profession.  Research has noted the following reasons: salaries, management issue, working 

conditions, and personal issues (Boe, Cook, & Sunderland, 2008; Ingersoll, 2003; Inman & 

Marlow, 2004; Mihans, 2009; National Commission on Teaching and America’s Future, 2002; 

Williams, 2003).  The following trends in teacher turnover are explored in an attempt to 

understand the nature of the phenomenon: beginning versus career status teachers, content matter 

and teacher turnover, teacher gender and teacher turnover, and self-efficacy and teacher turnover.  

Beginning versus Career Status Teacher Turnover.  In the state of North Carolina, 

beginning teachers do not hold a clear license for their first three years of teaching.  After three 

consecutive years of full-time service and satisfactory evaluations, a teacher is granted a 

Standard Professional 2 (SP2) Professional Educator's License.  The license is valid for five 

years. Teachers who are fully licensed and "Highly Qualified" in another state who have three or 

more years of teaching experience in another state and who meet NC State Board of Education 

approved licensure exam requirements or have National Board Certification are issued the SP2 

Professional Educator's license.  Per North Carolina Department of Public Instruction (2015. 

P.2), “Career status teachers make up 80.28% of the total teaching workforce in NC.”   
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There is an abundance of research that claims more than half of teachers leave the 

profession with their first five years (Corbell, 2009; Greiner & Smith, 2006; Heller, 2004; 

Ingersoll, 2003, 2002; Kaff, 2004; National Commission on Teaching and America’s Future, 

2007, 2003; U.S. Department of Education, 2006).  This finding was noted Grissmer and Kirby 

(1987)’s early work.  Grissmer and Kirby (1987) assert the teacher career trajectory follows a U 

– shaped distribution pattern with the highest turnover occurring in the early and later stages of a 

teacher’s career as illustrated in Figure 4.   

Figure 4.  Adapted from Grissmer, D., & Kirby, S. (1987). Teacher attrition: The uphill climb to staff the nation’s 

schools. Santa Monica, CA: Rand Corporation. Highest turnover for teachers occurs with beginning teachers in the 

beginning of their career and with career status teachers at the end of their career.   

 

In opposition, Borman and Dowling (2008) refuted the U-shaped pattern may be a 

misrepresentation of a linear relationship between age and experience and should be interpreted 

with caution.  Regarding the trends in teacher turnover, Bormann and Dowling (2008) stated, 

“We need truly longitudinal data with more than two time points to capture more nuanced 

pictures of teachers’ career trajectories” (Borman & Dowling, p.399).  North Carolina’s 

0

10

20

30

40

50

60

0 5 10 15 20 25 30

 T
u

rn
o

v
e

r 
 R

a
te

 

Years of Experience of Exiting Teachers 

Teacher Turnover Pattern for           
Beginning and Career Status Teachers  

Novice Teacher Exit  Experienced 
Teacher Exit  
 



AN EXPLORATION OF TEACHER TURNOVER AND MIGRATION 

 31 

Department of Public Instruction began comparing its teacher turnover rate between its 

beginning and career status teachers in 2013.  Table 7 displays the trend with the two subgroups 

of teachers in the 2013 – 2015 years.  For a fair comparison between beginning and career status 

teacher resignations, the resignation rate within the same role alike category was compared.  This 

comparison revealed more beginning teachers exited the profession in North Carolina within the 

2013-2015 years (North Carolina Department of Public Instruction, 2015).  

Table 7 

Beginning Teacher vs. Career Status Teacher Resignations in North Carolina, 2013 – 2015 

Year Total 

Resignations 

Total of 

Beginning 

Teachers 

# of Beginning 

Teachers 

Resignations 

Turnover as % 

of All BTs 

Resignations 

Turnover as 

% of All 

State 

Teachers 

Resignations 
2013 – 2014 13,557 15,552 3,143 20.21% 23.18% 
2014 – 2015 14,255 18,944 3,942 20.81% 4.10% 

 

Year Total  

Resignations 

Total of 

Career Status 

Teachers 

# of Career 

Status Teacher 

Resignations 

Turnover as % 

of All Career 

Status Teacher 

Resignations 

Turnover as % 

of All Career 

Status Teacher 

Resignations 

 
2013 – 2014 13,557 59,764 5,107 8.55% 37.67% 
2014 – 2015 14,255 77,137 10,313 13.37% 10.73% 
Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving 

the profession.  Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

Content Matter and Teacher Turnover.  Teachers who teach in critical shortage areas:  

exceptional children, mathematics, and science tend to have the highest teacher turnover 

(McCoy, 2012; Ingersoll, 2012; United States Department of Education, 2006; Henke, Zahn, & 

Carroll, 2001).  Furthermore, Ingersoll (2012) hypothesized mathematics and science teachers 

leave at a higher rate because of career option in the business, technology, and technical sectors. 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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There is little empirical research on where mathematics and science teachers go after departing 

from teaching (Ingersoll, 2012).  The Public Schools of North Carolina 2013-2014 Annual 

Report on Teachers Leaving the Profession confirmed that for the past three years the state has 

experienced a critical shortage in math, science, and special education (North Carolina 

Department of Public Instruction, 2014). Since 2008, District One has had difficulty staffing 

math, science, and special education teaching positions, like the rest of North Carolina.  Thus, 

North Carolina was in alignment with the assertion that math, science, and special education are 

experiencing critical shortages. 

Teacher Ethnicity and Teacher Turnover.   Allen (2005) found that white teachers have 

greater rates of attrition than either African American or Hispanic teachers.  In contrary, 

Ingersoll and May (2011) contend that minority teachers depart at higher rates to obtain a better 

job or due to dissatisfaction with teaching.  As a result of the varied research conclusion, it 

cannot be determined which ethnic group has the highest turnover rate.  Moreover, the state of 

North Carolina does not track this data so it cannot be examined at the state level.  

The Public Schools of North Carolina 2014-2015 Annual Report on Teachers Leaving the 

Profession does not track the ethnicity of teachers leaving the profession within the state.  As a 

result, it cannot be determined if the state follows the trend of minority teachers as frequently 

exiting the profession as documented in research literature.  

Teacher Gender and Teacher Turnover.  Teaching is a female dominated occupation. 

As a result of pregnancy and family caregiving needs, (Stinebrickner, 2002, 1998) opines that 

female teachers experience higher turnover.  The Public Schools of North Carolina 2014 - 2015 

Annual Report on Teachers Leaving the Profession does not track the gender of teachers leaving 
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the profession within the state.  As a result, it cannot be determined if the state follows the trend 

of female teachers frequently exiting the profession as documented in research literature.  

Self-Efficacy and Teacher Turnover.  A teacher’s self-efficacy and resiliency may also 

influence their ability to remain in the profession.  Bandura (1977) describes self-efficacy as 

one’s perception “to organize and execute the courses of action required to produce given 

attainments” (p. 3).  These beliefs influence what people choose to do in challenging times.  

There are four types of teachers’ self-efficacy which impact a teachers’ will to stay in the 

classroom:  behavioral self-efficacy, cognitive self-efficacy, emotional self-efficacy, and the 

cultural self-efficacy (Gibbs, 2003).  The concept of self-efficacy does not indicate the actual 

skills that a person may have, but the degree of his/her faith in them (Gkolia, Belias, and 

Koustelios, p.321).  High expectations, meaningful participation, and provided care and support 

are the most commonly stated protective factors in creating a resilient climate for teachers 

(Mallory, 2007).  Goldhaber, Gross and Player (2007) found that effective, resilient teachers 

remain in the classroom longer than the least effective teachers based on their job satisfaction.  

Thus, job satisfaction and efficacy are critical key factors in teacher retention (Nguni, 2006).  

 Teacher Migration.  Ingersoll and Smith (2003, p.2) asserted that, “Total teacher 

turnover is fairly evenly split between two components: attrition (those who leave teaching 

altogether); and migration (those who move to teaching jobs in other schools).”  Teacher 

migration is a phenomenon within teacher turnover.  Ingersoll and Smith (2003, p.2) state that 

teacher migration occurs when a teacher moves from one teaching job to another job.  This 

includes teacher transfers between schools and districts in and out of state (Boe, Bobbitt & Cook, 

1997; Ingersoll, 2001).  According to Ingersoll (2001), teacher migration “has been largely de-

emphasized as a component of teacher turnover because it does not decrease the overall supply 
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of teachers (p.2).”  In his early research, Ingersoll (2001) asserted roughly half of teacher 

turnover is due to teachers leaving the profession.  The other half is due to teachers migrating to 

another school but not leaving the profession altogether (Ingersoll, 2001; Ingersoll 1995, pp. 4–

9).  A limited number of studies have examined teacher migration (Murnane, 1981; Grissmer & 

Kirby, 1987, 1992; Rollefson & Broughman, 1995; Boe, Bobbitt, Cook, Barkanic & Mailsin, 

1998).  This is largely due to the difficulty in distinguishing between teacher attrition and teacher 

migration (Ingersoll, 2001, p.504).  While there is limited research on this phenomenon, 

Ronfeldt, Lankford, Loeb, & Wyckoff (2011, p.3) assert teacher migration may result in the 

infusion of new ideas into the profession and may help raise student achievement.  In closing, 

Ingersoll (2011, p.514) states, “Unlike attrition, teacher migration is a form of turnover that does 

not decrease the overall supply of teachers because departures are simultaneously new hires.”  

As previously discussed in Chapter One, during 2010 - 2015, the most frequent reason for 

teacher turnover within the state of North Carolina was due to teachers migrating from one 

district to another.  

Smart Teacher Retention for Urban Districts.  The New Teacher Project (TNTP) is a 

national teaching organization committed ending the injustice of educational inequality by 

providing excellent teachers to the students who need them most and by advancing policies and 

practices that ensure effective teaching in every classroom.  In its publication called “The 

Irreplaceables: Understanding the Real Retention Crisis in America’s Urban Schools” (Jacob, 

Vidyarhi, Carroll, 2012), the teacher turnover phenomenon is examined.  The article identifies 

the real teacher retention crisis as a failure to retain the right teachers.  Jacob, Vidyarhi, Carroll 

(2012) label the right teachers as “Irreplaceables” because they are so successful that they are 

nearly impossible to replace.  This notion is supported by Ingersoll (2012).  Ingersoll (2012, 
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p.41) wrote, “Some turnover of teachers is, of course, normal, inevitable, and beneficial.  For 

schools, departure of low-performing employees can enhance organizational outcomes.”   

Jacob, Vidyarhi, Carroll (2012, p.6) identify the goal of smart retention as, “The solution 

is to improve retention, not to blindly increase it.  Schools must retain more “Irreplaceables” 

while simultaneously raising expectations for teachers and retaining fewer of those who 

consistently perform poorly”.  To this end, Jacob, Vidyarhi, Carroll (2012) conducted research in 

urban districts to identify smart retention strategies.  The study found that teachers who 

experienced two or more different turnaround strategies, such as advancement opportunities, 

regular performance feedback, and public recognition, planned to stay at their schools nearly 

twice as long as other teachers.  Furthermore, "Irreplaceable" teachers were likely to stay at 

schools with a strong instructional culture in which principals set strong performance 

expectations for them (Jacob, Vidyarhi, Carroll, 2012). 

Additional researchers have focused on reasons teachers stay in the classroom.  Boyd, 

Grossman, Ing, Lankford, Loeb, and Wyckoff (2009) looked at teacher retention factors in 

various states.  Boyd et al (2009) found that in North Carolina teacher perceptions of school 

leadership are predictive of intention to remain in the school.  Johnson (2006) states teachers stay 

and are successful if they have a number of supports. These supports include:  

 matching teaching assignments to the teacher’s field of expertise; 

 a flexible curriculum that allows for meaningful accountability;  

 job-embedded professional development;  

 career opportunities for growth and influence beyond their classroom; and finally, 

 supportive colleagues at all levels of experience;  

 support providers in working with students;  
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 safe facilities; and 

 parental involvement. 

Teacher turnover has long been recognized as a challenge within education.  A review of 

the literature surrounding teacher turnover and teacher migration reveals the inherent 

complexities within the phenomenon.  To determine causation of increased teacher attrition, 

empathic inquiry of teachers is required to identify the contributing factors of teacher 

dissatisfaction and develop turnaround strategies for improved teacher attrition.  
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Chapter Two: The Strategic Planning Process 

 Chapter One described the impacts of teacher turnover on District One.  The description 

of the problem and literature review prepared the researcher to lead a strategic planning process.  

Chapter Two explains the strategic planning process utilized by the researcher in coordination 

with key district personnel in an effort to examine the district’s teacher turnover trends.  Chapter 

Two is comprised of six sections.  Section One provides a description of the strategic planning 

team.  Section Two describes the needs assessment and its findings.  Section Three explains the 

focus of the research study.  Section Four provides the goals, strategies and theoretical 

framework of change for the research study.  Section Five describes the priority area for 

implementation.  Lastly, Section Six provides a reflection on the researcher’s leadership of the 

strategic planning team and reflections about the research study itself.   

The Strategic Planning Team  

 Purpose.  Albert Einstein once stated, “We cannot solve our problems with the same 

thinking we used to create them.”  To reverse the rising teacher turnover rate, a strategic 

planning team was created.  The ultimate goal of the committee was to develop goals and 

strategies to reverse the growing teacher attrition trend.  

 Team Members and Rationale for Selection.  The Chief Executive Officer of Human 

Resources, Executive Director of Talent Development and the researcher met to identify key 

personnel for the initiative.  Six key district leaders were invited to serve on the strategic 

planning committee.  Table 8 provides information about each team member, their role within 

the district, and their expertise in relation to teacher turnover.   
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Table 8 

Strategic Planning Committee Members’ Expertise with Teacher Turnover  

Role Within District One Expertise Regarding Teacher Turnover 

Chief Executive Officer of 

Human Resources 

Experienced with district wide leadership which includes navigating 

positive relationships with the superintendent and the Board of Education  

 

Executive Director of 

Talent Development  

Experienced with recruitment, professional development of teachers and 

principals, and teacher incentive programs (Mission Possible) 

 

Executive Director of 

Human Resources 

 

Experienced with recruitment and staffing issues within the district  

Director of Employee 

Relations 

Experienced with historical and current employee morale issue 

Executive Director of 

Human Resources 

Operations 

Reports on teacher data within the district. Experienced with HR operations, position 

management, salary structures, HR core data systems and benefits 

 
Principal Experienced school leader with developing positive school cultures as 

evidenced on the North Carolina Teacher Working Conditions Survey in 

2014 

 

  

  Essential Strategic Planning Tools.  The strategic planning process began in November, 

2015, and continued through April, 2016.  To ensure communication was fluid, a wiki was 

created for all documents the committee reviewed.  Documents such as meeting agendas, 

minutes, and information about the researcher were placed on the wiki.  Confidential and 

sensitive documents were not shared on this open source site.  See Figure 5 for a snapshot of the 

wiki’s homepage.  The minutes from the meetings can be found in Appendix E - Strategic 

Planning Team Minutes – November 5, 2015; Appendix F - Strategic Planning Team Minutes – 
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January 14, 2016; Appendix G - Strategic Planning Team Minutes – February 19, 2016; and 

Appendix H - Strategic Planning Team Minutes – April 7, 2016.  

 

                   

                      Figure 5. District One Strategic Planning Team Teacher Turnover Wiki  

  

 Deming’s (1993) Plan-Do-Study-Act cycle was used to frame the strategic planning 

process and its subsequent action plan.  The first phase focused on developing the team’s 

foundational knowledge about the teacher turnover rates in District One.  The district’s teacher 

turnover data from 2010 – 2015 was presented to the team.   To begin the process of identifying 

causation, the planning team used Kepner & Tregoe’s (1981) situational appraisal technique. 

This evaluative technique provided the team with a framework to use to discuss the teacher 

turnover issue in a meaningful way.  Figure 6 illustrates the situational appraisal process.  The 

completion of the situation appraisal led to the development of six research questions which 

became the focus of inquiry for the needs assessment.  

 

 

 



AN EXPLORATION OF TEACHER TURNOVER AND MIGRATION 

 40 

 

              Figure 6.  Kepner & Tregoe’s Situational Appraisal 

 

Focus of Inquiry:  Needs Assessment and Findings 

The strategic planning process began with a review of District One’s 2010 – 2015 teacher 

turnover numbers that confirmed the increased teacher turnover rate.  It also ignited the strategic 

planning team member’s curiosity about the phenomenon in relation to our neighboring districts.  

To provide context for the increased teacher turnover rate, a comparison of District One’s four 

neighboring district’s teacher turnover rates was analyzed.   Districts were selected based on 

their proximity to District One and their compatibility with District One’s demographics. 

Information such as: student enrollment numbers, total number of schools, principal turnover 

rate, principal’s years of experience, total number of teachers, student / teacher ratio will be 

presented, along with the teacher turnover data.  
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District One versus District Two.  During the 2015 – 2016, District Two served more 

than 153,534 students in 172 schools (National Center for Education Statistics, 2016).  The 

district employed 172 principals with an 8% principal turnover rate.  Of the 172 principals, 33% 

had between 0 – 3 years of experience; 46% had between 4 – 10 years of experience and 21% 

had ten plus years of experience.  The district employed 9,868.93 teachers with a student/teacher 

ratio of 15.56.  The total revenue was $1,202,796,000 with $8119 dollars spent per student 

(National Center for Education Statistics, 2016).  Its teacher turnover rates, for 2010 – 2015, can 

be found below in Table 9.  

 

Table 9 

 

Teacher Turnover in District One versus District Two, 2010 – 2015 

 

Year 

District 

One 

Total 

Teachers 

District One 

Total 

Teacher 

Resignations 

District One 

Teacher  

Percentage 

District Two 

Total 

Teachers 

District Two 

Total 

Teacher 

Resignations 

District Two 

Teacher Turnover 

Percentage 

 

 

2010 - 2011 4923 496 10.08% 9202 1023 11.12% 

2011 - 2012 4950 577 11.66% 9374 1088 11.61% 

2012 - 2013 4960 640 12.9% 9670 1170 12.10% 

2013 - 2014 4971 658 13.24% 9858 1135 11.51% 

2014 - 2015 4984 745 14.95% 10144 1355 13.36% 

Note: Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
 

 

The comparison reveals District Two has also experienced an increase in its teacher turnover rate 

by 2.24%.  However, District One’s increase was larger with an increase of 4.87% within the 

same time period.  Thus, District One’s rate of change with its teacher turnover rate was higher 

than District Two.   

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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District One versus District Three.   During the 2015 – 2016, District Three served more 

than 142,991 students in 165 schools (National Center for Education Statistics, 2016).  Of the 

165 principals, 43% had between 0 – 3 years of experience; 48% had between 4 – 10 years of 

experience and 10% had ten or more years of experience.  Its principal turnover rate was 9%.  

The district employed 8,662.42 teachers with a student/teacher ratio of 16.51.  Its total revenue 

was $1,209,892,000 with $8,537 spent per student.   Its teacher turnover rates for, 2010 – 2015, 

can be found below in Table 10.  

Table 10 

Teacher Turnover in District One versus District Three, 2010 – 2015 

 

Year 

District 

One 

Total 

Teachers 

District One 

Total 

Teacher 

Resignations 

District One 

Teacher  

Percentage 

District Three 

Total 

Teachers 

District Three 

Total 

Teacher 

Resignations 

 

District Three 

Teacher Turnover 

Percentage 

2010 - 2011 4923 496 10.08% 8635 1215 14.07% 

2011 - 2012 4950 577 11.66% 8199 1177 14.36% 

2012 - 2013 4960 640 12.9% 8309 1329 15.99% 

2013 - 2014 4971 658 13.24% 8586 1300 15.14% 

2014 - 2015 4984 745 14.95% 8609 1420 16.49% 

Note: Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

 

District Three has also experienced an increase in its teacher turnover rate by 2.42%.  However, 

District One’s increase was larger with an increase of 4.87% within the same time period.  Thus, 

District One’s rate of change with its teacher turnover rate was higher than District Three and 

District Two.    

 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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District One versus District Four.  During the 2015 – 2016, District Four served 53,413 

students in 81 schools (National Center for Education Statistics, 2016).  Of the 81 principals, 

18% had between 0 – 3 years of experience; 5% had between 4 – 10 years of experience; and 

28% had ten or more years of experience.  The district employed 3,714.20 teachers with a 

student/teacher ratio of 14.38.  The total revenue for the district was $462,134,000 with $8,664 

spent per student.  Its teacher turnover rates for, 2010 – 2015, can be found below in Table 11.  

 

Table 11 

 

Teacher Turnover in District One versus District Four, 2010 – 2015 

 

Year District One 

Total 

Teachers 

 

District One 

Teacher 

Resignations 

 

District One 

Teacher 

Percentage 

 

District Four 

Total 

Teachers 

 

District Four 

Total 

Teacher 

Resignations 

 

District Four 

Teacher 

Turnover 

Percentage 

 

2010 - 2011 4923 496 10.08% 3998 470 11.76% 

 

2011 - 2012 

 

4950 

 

577 

 

11.66% 

 

3938 

 

564 

 

14.32% 

 

2012 - 2013 
 

4960 

 

640 

      

      12.9% 

 

3718 

 

465 

 

12.51% 

 

2013 - 2014 

 

4971 

 

658 

 

13.24% 

 

3749 

 

466 

 

12.43% 

 

2014 – 2015 

 

4984 

 

745 

 

14.95% 

 

3826 

 

472 

 

12.34% 

 

Note: Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/   

 

District Four has also experienced an increase in its teacher turnover rate by 0.58%.  However, 

its increase was limited to the years 2011 – 2014, since the trend reversed in 2014 – 2015.   

District One’s increase was larger with an increase of 4.87% within 2010 – 2015.  Thus, District 

One’s teacher turnover rate is higher than District Two, District Three, and District Four.   

 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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District One versus District Five.  During the 2015 – 2016, District Five served 33,349 

students in 56 schools (National Center for Education Statistics, 2016).  Of the 56 principals, 

30% had between 0 – 3 years of experience; 54% had between 4 – 10 years of experience; and 

17% hade ten or more years of experience.  The district employed 2,290.51 teachers with a 

student/teacher ratio of 14.56.  (National Center for Education Statistics, 2016).  The district’s 

total revenue was $349,845,000 with $10,520 spent per student.  Its teacher turnover rates for 

2010 – 2015 can be found below in Table 12.  

Table 12 

Teacher Turnover in District One District Five, 2010 – 2015 

 

Year 

District One 

Total 

Teachers 

District One 

Teacher 

Resignations 

District One 

Teacher  

Percentage 

District Five 

Total 

Teachers 

District Five 

Total 

Teacher 

Resignations 

District Five 

Teacher 

Turnover 

Percentage 

 

2010 - 2011 4923 496 10.08% 2238 405 18.1% 

2011 - 2012 4950 577 11.66% 2181 398 18.25% 

2012 - 2013 4960 640 12.9% 2287 461 20.16% 

2013 - 2014 4971 658 13.24% 2326 470 20.21% 

2014 – 2015 4984 745 14.95% 2389 488 20.43% 

Note: Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/   

 

District Five has also experienced an increase in its teacher turnover rate by 2.3% with minimal 

increases in 2012 – 2015.  District One’s increase was larger with an increase of 4.87% within 

2010 – 2015.  Thus, District One’s rate of change with its teacher turnover rate was higher than 

District Two, District Three, District Four, and District Five.   

 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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The comparison of District One’s teacher turnover rate against its four neighboring 

districts illuminates a trend.  Similarly, all five districts experienced increased teacher turnover 

within the 2010 – 2015 timeframe, like many other districts in the state (North Carolina 

Department of Public Instruction, 2015).  Conversely, District One’s rate of change with its 

teacher turnover rate experienced the highest increase during 2010 – 2015.  Figure 7 illustrates 

the rate of change for each district. Table 13 summarizes the demographics of each district.  

 

 

 
Figure 7.  Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  Retrieved 

from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
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http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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Table 13 

 

Districts One – Five Teacher Turnover Rate of Change Comparison  

 

Metric District One District Two District Three District Four District Five 

 

 

Student 

Enrollment 

 

72,081 153,534 142,991 53,413 33,349 

 

Total # of 

Schools 

 

126 172 165 81 56 

 

Principal 

Turnover Rate 

 

6% 8% 9% 5% 5% 

Principals’ 

Average Years 

of Experience 

 

43% 

with 0 – 3 years 

of experience 

and 43% with 4 

– 10 years of 

experience 

46% 
with 4 – 10 years 

of experience 

48% 
with 4 – 10 years 

of experience 

28% 
with 10 plus 

years of 

experience 

54% 
with 

4 – 10 years of 

experience 

 

Total # of 

Teachers 

 

4,976 9,869 8,662 3,714 2,290 

 

Student /Teacher 

Ratio 

 

16 students  

per teacher 

16 students  
per teacher 

16 students  
per teacher 

14 students  
per teacher 

15 students  
per teacher 

 

Dollars Spent 

Per Student 

 

$10,388  

per student 

$8,119  
per student 

$8,537  
per student 

$8,664  
per student 

$10,520 
per student 

 

5 Year Teacher 

Turnover Rate 

 

12.56% 11.94% 15.21% 12.67% 19.43% 

 

 

5 Year Rate of 

Change with 

Teacher 

Turnover Rate 

 

+4.87% +2.24% +2.42% +0.58% +2.33% 

Note: Adapted from North Carolina Department of Public Instruction. (2015).  Annual reports on teachers leaving the profession.  

Retrieved from http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/  
 

 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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Teacher Turnover with Beginning and Career Teachers in District One 

 

 District One experienced a high rate of change during 2010 – 2015 with teacher 

resignations.  To understand the nature of the phenomenon, it is important to know which 

population is leaving the district: beginning or career teachers?   Table 14 documents the rate of 

each population’s departure from District One.  A review of the resignations from the past five 

years’ reveals beginning teachers are experiencing more turnover than their career counterparts.  

Table 14  

Beginning and Career Teacher Turnover in District One, 2010 – 2015 

Year Total 

Resignations 

Total of 

Beginning 

Teachers 

# of Beginning 

Teachers 

Resignations 

Turnover as % of All 

BTs Resignations 

2010 - 2011 496 585 446 76% 
2011 - 2012 577 518 286 55% 
2012 - 2013 640 594 294 49% 
2013 – 2014 658 900 157 17% 
2014 – 2015 745 1015 211 

 

 

20% 

 

Five-Year Average 

of Resignations = 

43% 

 
Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
 

Year Total  

Resignations 

Total of  

Career Status 

Teachers 

# of Career Status 

Teacher 

Resignations 

Turnover as % of 

All Career Status 

Teacher 

Resignations 
2010 - 2011 496 4597 50 11% 
2011 - 2012 577 4703 291 62% 
2012 - 2013 640 4581 346 75% 
2013 – 2014 658 4048 501 12% 
2014 – 2015 745 3951 534 13% 

 

Five-Year Average 

of Resignations = 

35% 

 
Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved from 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 

http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/
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Teacher Resignation Reasons 

Chapter One explored the resignation reasons for teachers within North Carolina.  During 

2010 - 2015, the most frequent reason for teacher turnover within the state was due to teachers 

migrating from one district to another.  See Table 3.  A review of the resignation reasons for the 

district reveals a growing pattern in teacher migration away from the district into other North 

Carolina public school districts.  Table 15 shares the results about the top three resignation 

reasons reported by teachers on their District One resignation forms. See Appendix A - District 

One’s Resignation Form.   The top three reasons for the five-year period are family relocation, to 

teach in another NC public school, and retirement.  Table 15 charts the growth of each 

resignation reason per year.  

Table 15 

 

District One Top Three Resignations Reasons, 2010 – 2015 

 

Note. Adapted from North Carolina Department of Public Instruction. (2015). Annual reports on teachers leaving the profession.  Retrieved from 
http://www.ncpublicschools.org/educatoreffectiveness/surveys/leaving/ 
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Renewed Focus of Inquiry: Shift from Teacher Turnover to Teacher Migration 

 During 2010 – 2015, 24,788 teachers were employed in District One.  Out of the 24,788 

teachers, 3,116 (13%) of the teaching workforce has left the district.  Of the 3,116 who have left 

the district, 691 teachers (22%) migrated to work in another North Carolina public school 

district.  Five out of six committee members were employed with District One’s Human 

Resources Department.  As such, they were familiar with the teacher turnover trends within the 

district.   Even so, the numbers of teachers leaving the district to work in another North Carolina 

public school district sparked great debate and curiosity.  The committee narrowed the research 

question to, “Why are teachers leaving District One to teach in other North Carolina public 

schools?”   As a result of the needs assessment, the teacher turnover issue became narrowly 

focused on District One’s teacher migration.  The main limitation of the needs assessment was 

the inability to communicate with exited teachers to ascertain why they left District One to teach 

in another North Carolina public school.   Per the district’s institutional review board policy 

(IRB), the researcher was not permitted to talk to exited teachers in this phase of the research 

study.   

The Strategic Plan 

Goals and Strategies.  Once the committee reviewed the second phase of data, the 

committee developed three goals and accompanying turnaround strategies toward improved 

teacher retention.  The goal of the research study is to identify strategies to decrease teacher 

turnover in District One.  Table 16 summarizes the goals and the turnaround strategies.   
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Table 16 

District One Selected Goals & Turnaround Strategies for Improved Teacher Retention 

 

 Long Term Goal: 

 

To reduce the annual teacher migration rate from District One from the baseline percentage of 14.95% 

 

Short Term Goal 1: To understand 

why teachers are leaving District 

One for employment in other NC 

public schools through the use of 

empathic inquiry 

 

Using empathic inquiry, administer a survey and conduct 

telephone interviews to capture teacher narratives about 

their perceived obstacles with District One  

 

Compare District One 2016 Teacher Working Condition 

results against District Two – Five to further understand 

the nature of the problem; and 

 

Revise resignation sheets to specifically capture why 

teachers are leaving the district to teach in other NC public 

schools  

 

Based on resigned teacher narratives from surveys and 

telephone interviews, communicate recommendations for 

turnaround strategies to district leaders. 

 

 

Short Term Goal 2: To share 

research-based practices with 

principals on intervening strategies 

for improved teacher retention 

 

Inform principals on the teacher migration phenomenon 

and its intervening strategies  

 

 

Short Term Goal 3:  To proactively 

address critical shortages of teachers 

through active recruitment and 

retention activities of teachers in the 

identified shortage areas.  

Conduct a regression analysis to identify critical teaching                    

areas five years out.   

 

Create a teacher pipeline with teacher education programs 

to ensure teachers are identified and connected to District 

One early in their career and view District One as a district 

of choice 

 

Continue to provide early contracts to teachers of critical 

shortage areas 
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Theoretical Framework of Change.  The theoretical framework for the research study 

is anchored in the need to understand the teacher narrative of resigned teachers.  Using an online 

survey and phone interviews, the empathic inquiry approach will be utilized to gather data. 

Empathic inquiry seeks to see an experience from another’s perspective.  Through empathic 

listening, the listener encourages the speaker to fully express their perceptions (Stern, 2003) and 

the researcher will identify three common factors that impact teacher retention.  The 

identification of root causes will lead to the identification of smart retention strategies for 

improved teacher retention.  Figure 8 presents the theoretical framework for change with this 

effort.  

 

 

Figure 8:  Theoretical Framework for Change with District One’s Teacher Retention 
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 The immediate priority was to determine why teachers are leaving District One to teach 

in other NC public school districts (Short Term Goal #1).  Using the empathic inquiry approach, 

the researcher will conduct surveys and telephone interviews with resigned teachers from District 

One during the 2010 – 2015 years.  Time and effort of the following personnel was required to 

begin the scope of work:  the researcher, High Point University District Chair, consent from 

High Point University’s Institutional Review Board, District One’s Human Resources staff, 

consent from participants to engage in the study.  The following technology tools are required to 

complete this research study:   

(1) Qualtrics Survey Software – to distribute an online survey to exited teachers; 

(2) Phone – to conduct phone interviews; 

(3) SPSS – to perform data analysis of survey results;  

(4) Rev – to record and transcribe teacher interviews; and  

(5) Saturate – to code teacher narratives from teacher interviews.   

To date there is no allocation of funds for this effort as it is a voluntary task.  Participants will 

not be compensated for their participation in the research study.   

 The mixed method research study will collect and analyze data from (1) participants’ 

responses to an online survey and (2) participants’ responses during a recorded telephone 

interview.  Participants will be recruited to participate in the research study and/or a telephone 

interview via an email distributed through Qualtrics Survey Software.  See Appendix I - Consent 

Email to Participants.  Inclusion criteria for participants requires employment with District One 

as a teacher of record during 2010 – 2015 and a resignation from the teacher of record position 

during 2010 – 2015 from the district. The email will provide participants with information on the 

nature of the research study.  The participants will experience minimal risk with the research 
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study since they are no longer employed within District One and participation is voluntary and 

may be terminated at any time during the research study.  If participants consent to participate, 

they will take an eleven question survey on Qualtric’s platform. None of the survey questions 

require a forced answer.  The survey responses are anonymous, unless the teacher wishes to 

participate in the telephone interview to provide additional narrative about their experience.  

Their identifying information will be redacted and password protected.  This information will not 

be shared with any other person except the faculty mentor.  After the survey administration 

period closes, the researcher will use SPSS to analyze the data.  See Appendix J for the survey 

questions. If the teacher consents to provide additional information after the survey in a 

telephone interview, a telephone interview will be scheduled and recorded on Rev. Within 48 

hours, Rev will provide the researcher with a transcription of the conversation.  The researcher 

will use Saturate to code teacher narratives.  See Appendix K for the telephone script.   The 

researcher hopes to receive a 7% response rate (218 survey responses) from 3116 potential 

resigned teachers with a goal of 15 teacher interviews (0.05% response rate). 

           The ultimate purpose of the survey and the telephone interview is to identify obstacles for 

teachers and potential strategies towards increased teacher retention within District One.  

Moreover, the results of this study will contribute to the generalized knowledge about teacher 

retention.  Prior to the implementation of the research study, High Point University will grant the 

research consent to perform the aforementioned activities.  Table 17 describes the timeline for 

this priority turnaround strategy.   

 

 

Table 17 
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Priority Plan for Improved Teacher Retention in District One 

Month  Activity  Resources Needed 

July 2016 Conducting Surveys and Telephone Interviews with 

Resigned Teachers 

IRB Approval from High 

Point University  

Qualtrics 

Rev 

 

August 2016  Conducting Surveys and Telephone Interviews with 

Resigned Teachers 

Survey Administration ends on August 31st 

Qualtrics 

Rev 

 

September 

2016 

Begin data entry and analysis 

 SPSS data entry and analysis 

 Teacher Narrative Coding  

Qualtrics /SPSS 

Rev and Saturate 

 

Mid October 

2016 

Share recommendations for improved teacher retention 

with District One 

 

 

  

By Mid October 2016, the researcher will provide insights into the reasons why teachers have 

migrated from District One to other North Carolina public schools and also provide suggestions 

from exited teachers on how to increase teacher retention with its current workforce.  See Table 

18 for the logic model for this research study.  

 

 

 

 

 

 

 

 

Table 18 
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Logic Model for Priority Implementation of the Strategic Plan for Improved Teacher Retention 

Inputs Activities Implementation 

Outcome 

 

Impact               

Outcome 

• Staff 

 

• Time 

 

• Human Resource 

Resignations Sheets 

& Data 

 

• Technology 

Resources 

(Qualtrics, Rev, 

SPSS, Saturate) 

 

Conduct online 

surveys with 

teachers who have 

resigned from 2010 

– 2015 

 

Conduct telephone 

interviews with 

teachers who have 

resigned from 2010 

-2015 

 

 

30% teacher 

participation in 

online survey 

 

 

15 phone 

interviews with 

teachers  

Identification of 3 

common factors which 

lead to teacher attrition 

 

Reflections  

Serving as the researcher of this effort has provided many leadership lessons.  Leading a 

change effort comes with deliberation and distributive leadership.  It requires transparency, a 

commitment to understand, and the ability to motivate a team to follow the vision. Since the 

strategic planning team’s inception, the team was high functioning due to the fact that there were 

established positive working relationships before the existence of the strategic planning 

committee.  As Covey and Merrill (2006) noted, trust accelerates progress.  The effect of the 

team’s established positive working relationship smoothed the way for the group’s ability to 

discuss our shared visions, core concepts and beliefs, and ultimately impacted the ability to make 

shared decisions.  Due to the positive working relationships and trust among the strategic 

planning team members, communication during the team meetings was effective with shared
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opportunities for dialogue with members honoring one another’s equity of voice.  Discussions 

about teacher turnover occurred during formal and informal settings. When members could not 

attend the meetings, the agenda, minutes, and documents were placed on a wiki exclusively for 

the team review.  This strategy proved helpful in serving as an information clearinghouse when 

members could not attend.  Upon the conclusion of the work together on this effort, strategic 

planning team members were survey about their participation.  Appendix L - Strategic Planning 

Team Survey Responses provides insights into four of the six team member’s perceptions about 

the experience.  Table 19 represents entries from the researcher’s leadership journal and 

highlights some of the researcher’s thoughts while working with the strategic planning team.   

Table 19 

Researcher’s Leadership Journal  

  

October 2015  At the onset of the formation of the Strategic Planning Team, I 

am keenly aware that all invited team members are busy within 

their own work.  Therefore, in scheduling the first meeting, I 

used the resource of “Doodle” to manage its scheduling.  Going 

forward, I believe it is paramount for me to continue to remain 

organized and to reduce any inefficiency that will allow team 

members to come ready to discuss teacher in District One.  

 

Competency: Organizational ability 

 

November 2015  This month had a heavy emphasis on communication.  The first 

meeting of the Strategic Planning team required me to 

effectively present the scope of work to the Strategic Planning 

Team.  Clear communication at the onset ensured full 

understanding and agreement from each team member.  By 

doing so, it paved the way to begin our efforts to achieve district 

objectives with teacher turnover. 

 

Competency: Communication 
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December 2015 - February 2016 

 

Serving as a leader of change comes with much collaboration, 

data analysis, and the ability to understand "systems thinking.” 

During December through January, I had two meetings with 

stakeholders in an attempt to elicit a change within a public 

school district and private university settings. While both 

systems are different in its compositions and concerns, both 

required pre-planning, understanding of data, and an 

understanding of stakeholders' needs. By taking time to do the 

preliminary work, both meetings established a positive tone for 

future meetings and shared interest in the work. As a district 

leader, I think this is an important skill for being successful in 

navigating micro political and external leadership. 

Competency: Systems Thinking 

 
March 2016  This month had me thinking about the teacher problem from a 

variety of levels: national, state, and district. Analyzing data on 

the teacher turnover rates during the National Association for 

Alternative Certification conference, reviewing North Carolina's 

newly released teacher results, and examining district trends 

helped me to understand that this issue is not unique to North 

Carolina. Instead, the issue gives birth to claims of teacher 

shortages and the lack of public support teachers. The teacher 

issue is a high problem of practice ripe for intervention on many 

levels. hope our locally proposed solutions may serve as a viable 

solution for the district. 

Competency: Systems Thinking 

 

 

 

 The researcher remains excited about the upcoming research study and its potential to 

advise public school districts about real issues and solutions for improved teacher retention. Due 

to the survey’s administration beginning in the summer months, there is limited concern that 

teachers may not check their emails as readily as during the school year.  The researcher hopes 

to receive a 7% response rate with the online survey (218 survey responses) from 3116 potential 

teachers with a goal of 15 teacher interviews (0.05% response rate). 
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Appendix A 

District One’s Resignation Form 
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Appendix B 

District One’s 2012 and 2014 North Carolina Teacher Working Condition Survey Results 
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Appendix C 

Memorandum of Understanding #1 and #2 
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Appendix D 

 

District One’s Research Summary Approval and IRB Exemption 
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Appendix E 

Strategic Planning Team Minutes - November 5, 2015 

 

The meeting began at 3:45 PM.  Four of the seven committee members were present.  

 

What is a dissertation in practice? 

The Dissertation in Practice is a scholarly endeavor that impacts a complex problem of 

practice.  The candidate will embark on action research with a district level problem.  

 

What is the purpose of this committee? 

The committee purpose is aligned to the Strategic Plan 2016.  It is to reduce the annual 

teacher turnover rate as measured and reported to NCDPI. 

 

What is the data on teacher turnover in District One? 

District One has experienced an increase in teacher.  From 2009 – 2015, we experienced 

a steady increase in teacher turnover from 10.41 % to 14. 95%. The Strategic Plan 2016 

sets a goal of 9% by 2016.   

 

What is the scope of the committee work? 

The Strategic Planning Committee will work in three phases. The first is to understand the 

issues within teacher turnover.  The second is to identify and implement a strategy to reduce 

teacher turnover.  The third is to evaluate the strategies effectiveness.   

 

As an individual committee member, what is the time and work commitment? 

Committee members were invited on this Strategic Planning team for their expertise about 

issues related to teacher turnover.  Committee members are asked to participate in a thought 

partnership with Tina to ensure the teacher turnover issues are fully explored before identifying 

a strategy to increase teacher turnover. To do so, committee members are asked to attend 

meetings on second Thursdays of the month from 3:30 – 5 PM.  

 

What is our next step? 

 Please save the dates for our future meetings.  

 Carla will give Tina access to exit interview data on K12 insight. 

 Tina will analyze data from District One since 2009 regarding teacher turnover. 
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Appendix F 

 

Strategic Planning Team Minutes – January 14, 2016 

 

The meeting began at 3:30 PM. Five of the seven committee members were present.  

 

For this semester, the goal is to develop a strategic plan focused on increasing teacher turnover 

in District One.  The topics for each meeting are found below.  

 

January Who is leaving? 

February  Why are they leaving? 

March  What research-based practices support teacher ? 

April Development of Strategic Plan 

 

 

A wiki site has been created exclusively for the strategic planning commitment.  It is an open 

source site that requires a link to access.  Confidential documents will not be placed on the wiki.  

However, please do not forward the link to anyone outside of the committee.  

 

Data was presented on teacher turnover. Data was obtained from District One’ resignations 

received since 2009 – 2015.  The resignation report covers data obtain from March – March 

during the academic year.  See separate document.   

 

After a review of the data, additional information is required for analysis and granularity.  Tina 

will contact Stephen  for more teacher data (BT status, gender, ethnicity, full time / part time) 

and Judy Penny to assist with a regression analysis.  A regression analysis may reveal the most 

fragile group of teachers by predicting the migration trend in five years.  

 

The group performed a TREGO Situation Appraisal. 
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See the Issue What threats and opportunities do we face? 

 

Threat  

 Losing teachers to charter schools 

 District One may not be considered as a great place to 

work within the state  

 Lowered parent and community confidence 

 

Opportunities 

 Making sure younger teachers understand retirement 

 Changing the culture – following the “onboarding” 

tradition within the district 

 Increased employee engagement 

 

Clarify the Issue What else about the issue is of concern to you? 

 

 What are we doing in the district to foster teacher ? 

There is much that we cannot change within the state 

and its legislation. But, as a district, we can change 

affect change in the culture.  

 

 

 

Assess Priorities What is the urgency of this issue? 

 EC teachers tend to leave the district in the fastest 

rate.   

 

Name Next Steps What decisions do we need to make? 

 Examine more data about the numbers of teacher  

 Next meeting, we will review the reasons why 

teachers leave 
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Closure & Next Steps:  

 

 Tina will review the following data sources for resignation Reasons: 

 Past seven years of submitted resignation codes 

 District One Exit interviews from August 2012 – Dec 2015  

 District One Teacher Working Conditions Survey 2010 & 2012 

 NC Annual Teacher Turnover Report 2015 

 

 Tina will contact Stephen about additional teacher data.  

 

 Tina will contact Judy to assist with regression analysis. 

 

Our next meeting is Thursday, February 11
th

 at 3:30 PM.  
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Appendix G 

Strategic Planning Team Minutes – February 19, 2016 

 

 

Four out of seven committee members were present.  

 

1) Scope of Work for the Committee 

 

November Overview of District One Teacher   

 

January Who is leaving? 

 

February  Why are they leaving? 

What are the short-term and long-term goals? 

Brainstorming Strategies 

 

April Development of Strategic Plan 

 

 

 

2) Update on Revised Data on Teacher Demographics    

      The committee reviewed the revised data points on who is leaving the district.  The updated    

data is contained in the PowerPoint.   

 

3) Review Reasons for Teacher Turnover  

The committee reviewed data regarding resignations and teachers’ satisfaction from the 

following three sources: 

a. District One Resignation Report: 2010 - 2015 

b. District One Teacher Working Condition Results 2010, 2012, 2014 

c. Exit Interviews 2012 - 2015 

 

4) 3 Short Term Goals Towards Improved Teacher  

Based on the available resources (time, budget, and personnel) and the data gleaned 

from teacher demographics and cited reasons for teacher resignations, the committee 

identified the following goals for the dissertation in practice: 
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Goal Activities 

Long Term Goal as noted in 

the  Strategic Plan 

Reduce the annual teacher turnover rate as 

measured/reported by the  

North Carolina Department of Public Instruction 

(NCDPI) from the 2012 baseline: 11.66 percent to the 

2016 measure: 9 percent. 

 

Short Term Goal 1 

 

(Addresses the Current Status 

of District One Teacher 

Turnover)  

 

To understand why teachers are leaving to go to other 

districts by: 

 

 conducting focus groups; 

 comparing District One Teacher Working 

Condition Results to other districts; and 

 revising resignation sheets. 

1.  

Short Term Goal 2 

 

(Addresses the Future Needs 

of the Teacher Turnover 

Issue)  

 

Conduct a regression analysis to determine which 

teaching population in District One is mostly likely to be 

a critical need within the next five years 

Short Term Goal 3 

(Addresses an Intervention for 

Improved Teacher Turnover)  

 

 

Increase principal understanding of the teacher  issue 

and provide strategies to increase teacher  

 

 

5) Closure & Next Steps:  

 

We will meet on April 7
th

 at 3:30 PM to review the strategic plan.   
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Ethnicity& 10611& 11612& 12613& 13614& 14615&
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Top!3!Subjects!
of!!
Resigning!
Teachers!in!
2010D2015!!

Year& Top&Three&Subjects&

2010D2011! 1stD!!EC!!
2ndD!Math!
3rdD!!Science!

!

2011D2012! 1stD!!EC!
2ndD!Math!
3rdD!!CTE!

!

2012D2013! 1stD!!!EC!
2ndD!!Math!
3rdD!!!Foreign!Language!

!

2013D2014! 1stD!!!Math!
2ndD!!Science!
3rdD!!!EC!

!

2014D2015! 1stD!!!EC!
2ndD!!Math!
3rdD!!!Science!
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Year& Total&#&of&Schools&with&&
Teacher&Resignations&

#&of&Schools&with&&
Teacher&Resignations&from&

Title&I&Schools&
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Appendix H 

 

Strategic Planning Team Minutes – April 7, 2016 

 

The meeting began at 3:30 PM. Five out of seven committee members were present.  

 

The committee reviewed the logic model and strategic plan and provided final comments as 

represented below. The following chart represents goals for the dissertation in practice.  

 

Goal Activities 

Long Term Goal 

 

To reduce the annual teacher turnover rate as 

measured/reported by the North Carolina Department of 

Public Instruction (NCDPI) from the 2016 baseline: 

14.95% 

 

Short Term Goal 1 & Strategy 

 

(Addresses the Current Status 

of District One Teacher 

Turnover)  

 

To understand why teachers are leaving District One for 

employment in other NC public schools by: 

 Conducting focus groups/ telephone 

interviews/surveys; 

 Comparing District One 2016 Teacher 

Working Condition results against three 

neighboring districts; and 

 Revising resignation sheets to specifically 

capture why teachers are leaving the district 

to teach in other NC public schools 

 

Short Term Goal 3 & Strategy 

 

(Addresses an Intervention for 

Improved Teacher Retention)  

 

 

To increase school-based administration’s understanding 

of the teacher turnover issue, professional development 

will be conducted on the teacher turnover trends, 

distributive leadership, and strategies for increased 

teacher attrition.  Hard-to-staff content specialists will 

also co-present to share strategies for increasing teacher 

satisfaction. 

 

 

 

The following chart represents the logic model for the scope of work. 
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Below is a timeline for the proposed work. 

 

Month  Activity  Resources Needed 

July 2016 Presenting PD to Principals on Teacher   

Conducting Surveys/Focus Groups and 

Interviews with Resigned Teachers 

Resigned Teachers 

IRB from High Point University and 

District One  

Approval to Present at a Principal’s 

Meeting 

 

August 2016  Revising Resignations Sheets 

Conducting Surveys/Focus Groups and 

Interviews with Resigned Teachers 

Progress Monitoring 

Human Resources Approval  

September 

2016 

Comparing District One’s North 

Carolina Teacher Working Condition 

Results against Districts 2, 3, 4, and 5 

results 

Conducting Surveys/Focus Groups and 

Interviews with Resigned Teachers 

Progress Monitoring 

 

NC Teacher Working Condition 

Results 

October - 

November 

2016 

Conducting Surveys/Focus Groups and 

Interviews with Resigned Teachers 
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Progress Monitoring 

 

 

Evaluation of the work will occur by measuring the migration rate at the conclusion of the work 

against the past migration rates. 

 

No further meetings are scheduled at this point.  Email communications will be provided to 

update you on progress. 

 

Thank you for your thoughtful partnership! 

 

The meeting ended at 4:20 PM.    
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Appendix I 

 

Consent Email to Participants 

 

 

Dear Former ----- County Schools Teacher: 

 

I am a High Point University doctoral student conducting research on teacher turnover in ----

County Schools. During 2010 – 2015, you were employed with the district and submitted a 

resignation.  Because of your tendered resignation during that time, you have been selected to 

participate in this research study.   

 

The research study seeks to determine the contributing factors why teachers have left ---- 

County Schools during 2010 - 2015.   By participating in this eleven (11) question survey, you 

will be assisting ----- County Schools to identify employment obstacles for teachers and provide 

suggestions for improved teacher satisfaction.  Within the survey, you will have an opportunity 

to indicate if you would like to participate in a telephone interview to provide further 

information about your experience with -----  County Schools.  

 

Important Things to Know about Being Part of the Study 

1. You don’t have to do this.  Participation is completely voluntary. 

2. Pay.  There is none for doing this.  You are doing it for free.  

3. Risks to you.  Since you are no longer an employee of District One, there are no risks to 

you.   

4. Your responses will be kept confidential.  Your survey responses are anonymous and 

will remain so unless you indicate that you wish to participate in the telephone interview 

and provide your name and number.  In this case, only the researchers will have access 

to your responses and will keep the information confidential.   

5. If you have questions about the study.  Please contact Tina Johnson at 

johns011@highpoint.edu / (336) 549-0739 or Dr. James Davis at jdavis@highpoint.edu 

/ (336)841-9237. 

6. If you have questions regarding your rights as a subject in this study.  You may 

contact Dr. Kimberly Wear, High Point University’s IRB Chair, (336) 841-9246, 

kwear@highpoint.edu. 

To participate in the survey, please visit:   

Thank you in advance. 

Tina Johnson  

 

mailto:johns011@highpoint.edu
mailto:jdavis@highpoint.edu
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Appendix J  

 

 

Survey  

 

1. What is your gender? 

o Male 

o Female  

 

2. What is your ethnicity? 

o White / Caucasian 

o Black / African American 

o Hispanic / Latino 

o Native American / American Indian 

o Asian / Pacific Islander 

o Other 

 

3. What was your age when you submitted your resignation with ----- County Schools? 

o 21 – 30 

o 31 – 40  

o 41 – 50  

o 51 – 60  

o 61 – 70  

 

 

 

4. What was your teaching status when you submitted your resignation with ----- County 

Schools? 
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o Lateral Entry 

o Beginning Teacher 

o Career Status 

o Interim – VIF 

o Other 

 

5. During your resignation year, was your school designated as a Title I school? 

o Yes, my school was a Title I school when I resigned. 

o No, my school was not a Title I school when I resigned. 

o I am not sure if my school was Title I or not.  

 

6. During your resignation year, what did you teach? 

 

 

 

 

7. What was your reason for leaving ----- County Schools? 

 

 

8. Based on your experience, how can ---- County Schools’ improve teacher satisfaction? 

 

  

 

 

 

9. Did you leave ----County Schools to work in another North Carolina public school district?  

If yes, please write the name of the district below.   
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10. If you left ----- County Schools to work in another North Carolina public school district, 

what attracted you to that district?  

 

 

 

11. If you left ----- County Schools to work in another NC public school district during 2010 – 

2015 and are willing to participate in a short telephone interview, please note your name and 

phone number. Your responses will remain confidential.  
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Appendix K 

Telephone Interview 

 

An Exploration of Teacher Turnover and Migration in an Urban District 

 

Telephone Interview Script 

 

Hello.  My name is Tina Johnson and I am a doctoral student at High Point University.  I am 

conducting research on ----- County School’s teacher turnover.  This research will fulfill the 

requirements for my doctorate degree.  It seeks to determine why teachers have left ---- County 

Schools during 2010 – 2105 for teaching opportunities in other North Carolina public school 

districts.   By participating in this interview, you will be assisting ----- County Schools to 

identify employment obstacles and suggest strategies for improved teacher satisfaction.   

I anticipate this interview will take less than 20 minutes to complete. There is no compensation 

for responding nor is there any known risk. In order to ensure that all information will remain 

confidential, I will not record your name. Participation is strictly voluntary and you may refuse 

to participate at any time. 

 

I appreciate your willingness to help with my project. The data collected will provide useful 

information regarding teacher retention.  If you would like a summary copy of this study, please 

let me know at the end of the interview.  

 

If you have questions, please contact me at (336) 549.0739.  My faculty monitor is Dr. James 

Davis and he can be reached at (336) 841.9237.  Should you have any concerns, you may also 

contact High Point University’s, Dr. Kimberly Wear, at  (336) 841-9246. 

 

Let’s begin with the five questions. 

1. What were your reasons for leaving ---- County Schools? 

2. What could ----- County Schools have done to encourage you to remain in the 

district? 

3. What was your primary reason for selecting the North Carolina public district that 

you worked in after ---- County Schools? 

4. What district did you transfer to? 

5. When you compare both districts, what teacher satisfaction strategies can ---- County 

Schools learn from the district you transferred to? 
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Appendix L 

Strategic Planning Team Survey Responses 
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