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Approximately 46% of all teachers leave the profession within their first five years (Ingersoll, 2003). The problem 
is intensified for teachers in high-need areas. In some schools, over a five year period, as much as 85% of the 
teaching staff will have left (Allensworth, Ponisciak, & Mazzeo, 2009). Meanwhile, new special education teach-
ers are two and a half times more likely to leave their profession than are teachers in other disciplines (Butler, 
2008). Teacher attrition from the profession and movement from school to school together costs the country 
more than $4.8 billion annually (Alliance for Excellent Education, 2005). In addition, attrition prevents schools 
from creating communities where teachers know students and their needs well. No single factor causes high 
attrition levels, and some attrition is certainly appropriate (e.g., in cases of teacher ineffectiveness) or unavoid-
able (e.g., attrition due to family or other personal reasons). But to the extent that frequent turnover in the exist-
ing talent pool is the result of teacher dissatisfaction with the profession, districts should address the issues that 
teachers claim affect their decisions to remain in a school or in the profession: salaries, school leadership sup-
port, working conditions—including student disciplinary and motivation problems, beginning teacher induction 
programs, and staff collegiality (Borman & Dowling, 2008; Ingersoll & Smith, 2003). New special education teach-
ers cite inadequate support and Individualized Education Programs (IEPs) with the related paperwork among 
the primary factors for leaving, while the tremendous pressure to increase English fluency while meeting annual 
yearly progress requirements impacts ELL teacher retention (Billingsley, 2003; Solis, 2004; Westat, 2002). 

Some of these conditions may be addressed simply by creating an open and trusting atmosphere, while others 
require substantial resources. Because a primary factor affecting teacher retention is a teacher’s feelings of 
effectiveness, many investments in improving teacher effectiveness simultaneously improve teacher retention. 
For example, in a survey of new teachers it was found that the most commonly cited way to improve the qual-
ity of teaching is training teachers to differentiate their instruction to meet the diverse needs of learners and 
equipping teachers with sufficiently small class sizes to apply these differentiated approaches (Rochkind, Ott, 
Immerwahr, Doble, & Johnson, 2007). By improving student engagement and behavior, effective differentiated 
instruction also improves teacher retention. 

Since more than two-thirds of teachers from Generation Y (i.e., born between 1977-1995) intend to remain in 
the classroom for at least the next ten years, there is some reason to be optimistic (Coggshall, Ott, Behrstock, & 
Lasagna, 2009). But districts must actively work to create the leadership supports, collegial cultures, compensa-
tion packages, and opportunities to expand one’s horizons that are attractive to both highly talented Generation 
Y and more veteran teachers.

Action Principles

For District 

Equip teachers with the competencies to apply evidenced-based practices in differentiating instruction and 1.	
classroom management.

Provide training for school leaders in providing instructional leadership and supporting teachers with disci-2.	
plinary matters.

Maintain safe, clean, adequately-resourced school buildings, with particular attention to providing suf-3.	
ficiently small class sizes and support staff, so as to enable effective classroom organization and behavior 
management.

Provide teachers with opportunities for differentiated career tracks and opportunities for growth.4.	

Establish reliable, valid, and fair evaluation systems that have the capacity to differentiate among teachers 5.	
based on specialized roles and are linked with provisions and opportunity for strong professional growth and 
development.
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Provide new teachers with formal high quality, data-driven induction that starts prior to the beginning of the 6.	
academic year and responsive, multi-year mentoring supports aimed at enhancing new teachers’ instruc-
tional practice. 

Collaborate with higher education on effective, responsive professional development. 7.	

Maintain accurate personnel and retention data. Collect and analyze data to support efforts to improve 8.	
retention. 

For School 

Create a school atmosphere that features trust, professionalism, and shared leadership.1.	

Foster a positive, collaborative, and team-oriented school culture. 2.	

Consistently apply the school’s or district’s evaluation protocol.3.	

Differentiate administrative support for teachers based on experience level and individual needs.4.	

Provide adequate planning time for teachers. Structured, collaborative time for teachers in co-teaching roles 5.	
should be established.

References and Resources
Allensworth, E., Ponisciak, S., & Mazzeo, C. (2009). The schools teachers leave: Teacher mobility in Chicago Public Schools. 

Chicago: Consortium on Chicago School Research. Retrieved from http://ccsr.uchicago.edu/publications/CCSR_Teacher_
Mobility.pdf  

Alliance for Excellent Education. (2005). Teacher attrition: A costly loss to the nation and to the states. Retrieved from http://
www.all4ed.org/files/archive/publications/TeacherAttrition.pdf 

Behrstock, E., & Clifford, M. (2009, February). Leading Gen Y teachers: Emerging strategies for school leaders. Washington 
DC: National Comprehensive Center for Teacher Quality. Retrieved from http://www.tqsource.org/publications/
February2009Brief.pdf 

Billingsley, B. S., Griffin, C. C., Smith, S. J., Kamman, M., & Israel, M. (2009). A review of teacher induction in special edu-
cation: Research, practice, and technology solutions. Retrieved from http://education.ufl.edu/grants/ncipp/files_5/
NCIPP%20Induction%20Exc%20Summ.pdf

Billingsley, B. S. (2003). Special education teacher retention and attrition: A critical analysis of the literature. Gainsville, FL: 
University of Florida, Center on Personnel Studies in Special Education. Retrieved from http://www.coe.ufl.edu/copsse/
docs/RS-2/1/RS-2.pdf

Borman, G. D., & Dowling, N. M. (2008). Teacher attrition and retention: A meta-analytic and narrative review of the 
research. Review of Educational Research, 78(3) 376-409. 

Butler, K. (2008). Desperately seeking special ed teachers. District Administration.  
Retrieved from http://www.districtadministration.com/viewarticle.aspx?articleid=1777

Coggshall, J. G., Ott, A., Behrstock, E., & Lasagna, M. (2009). Supporting teacher effectiveness: The view from Generation Y. 
Naperville, IL and New York: Learning Point Associates and Public Agenda. Retrieved from http://www.learningpt.org/
pdfs/Oct29WhatWorksPresentation.pdf

Hirsch, E., Rorrer, A., Sindelar, P. T., Dawson, S. A., Heretick, J., & Jia, C. L. (2009). State policies to improve the mentoring 
of beginning special education teachers. University of Florida. National Center to Inform Policy and Practice in Special 
Education Professional Development. Retrieved from http://education.ufl.edu/grants/ncipp/files_5/NCIPP%20POLICY%20
final.pdf 

Ingersoll, R. (2003). Is there really a teacher shortage? Center for the Study of Teaching and Policy and The Consortium for 
Policy Research in Education. Retrieved from http://depts.washington.edu/ctpmail/PDFs/Shortage-RI-09-2003.pdf  

Ingersoll, R., & Smith, T. (2003). The wrong solution to the teacher shortage. Educational Leadership 60(8), 30-33. Retrieved 
from http://www.gse.upenn.edu/pdf/rmi/EL_TheWrongSolution_to_theTeacherShortage.pdf

National Comprehensive Center for Teacher Quality. (2008). Lessons learned: New teachers talk about their jobs, chal-
lenges, and long-range plans. Teaching in Changing Times, 3. Retrieved from http://www.tqsource.org/publications/
LessonsLearned3.pdf 



Human Capital

99

National Comprehensive Center for Teacher Quality. (2008, March). Tips & tools, key issue: Identifying how highly effective 
leaders support teachers. Retrieved from http://www2.tqsource.org/strategies/het/ProfessionalContexts.pdf 

National Comprehensive Center for Teacher Quality. (2009, May). Tips & tools, key issue: Increasing teacher retention to 
facilitate the equitable distribution of effective teachers. Retrieved from http://www.tqsource.org/publications/KeyIssue_
TeacherRetention.pdf

Pugach, M. C., Blanton, L. P., Correa, V. I., Langley, L., K., & McLeskey, J. (2009). The role of collaboration in supporting the 
induction and retention of new special education teachers. University of Florida. National Center to Inform Policy and 
Practice in Special Education Professional Development. Retrieved from http://education.ufl.edu/grants/ncipp/files_6/
NCIPP%20Collab_010310.pdf

Rosenberg, M. S., Brownell, M., McCray, E. D., deBettencourt, L. U., Leko, M., & Long, S. (2009). Development and sustain-
ability of school-university partnerships in special education teacher preparation: A critical review of the literature (NCIPP 
Doc. No. RS-3). Retrieved from http://education.ufl.edu/grants/ncipp/files_5/NCIPP%20PARTNERSHIPS%20Final.pdf

Rochkind, J., Ott, A., Immerwahr, J., Doble, J., & Johnson, J. (2007). They’re not little kids anymore: The special challenges 
of new teachers in high schools and middle schools. Lessons learned: New teachers talk about their jobs, challenges and 
long-range plans, 1. New York: Public Agenda.

Solis, A. (2004). The Role of Mentoring in Teacher Quality and Retention. Intercultural Development Research Association 
Newsletter. San Antonio, TX. Retrieved from http://www.idra.org/index.php?option=com_content&task=view&id=5136&I
temid=139

Westat. (2002). Study of personnel needs in special education. Retrieved from http://ferdig.coe.ufl.edu/spense/ 

 



Human Capital

100


