
NOTE:  If you need a disability-related modification or accommodation, including auxiliary aids or services, to participate in the public meeting, please contact Lee Yang (916) 752-8791 at least 48 hours 
before the scheduled Board meeting so we may make every reasonable effort to accommodate you. [Government Code § 54954.2; Americans with Disabilities Act of 1990, § 202 (42 U.S.C. §12132)]  
Regularly Scheduled UCSC Board meetings are held on the second Monday of each month, except as noted. 
- All meetings start at 6:00 PM and are conducted in the Lisbon Elementary staff lounge.
- Regular board meetings for 2015-16 have been scheduled for Aug. 10, Sept. 14, Oct. 12, Nov. 9, Dec. 14, Jan. 11, Feb. 8, Mar. 14, Apr. 11, May 9, Jun. 13 and Jun 22, 2016.

Urban Charter Schools Collective (UCSC) 
Board Meeting Agenda 

March 7, 2016 
Special Board Meeting 

This meeting is being video recorded. 

Board Members
Miles E. Myles President (Term Expires June 2016) 
Lance Fang, Vice President (Term Expires June 2018) 
Dennis Mah, Board Treasurer (Term Expires June 2018) 
Kou Xiong, Board Member (Term Expires June 2016) 
_____ Vacant; Board Secretary (Term Expires June 2017) 
_____Vacant, Board Member (Term Expires June 2017) 
_____Vacant, SCUSD Representative (no expiration) 

       6:00 p.m. Convene 
      6:45  Closed Session 

   7:15 Reconvene Open Session 
      9:00 Adjourn 

      Lisbon Elementary Staff Room 
 7555 S. Land Park Drive, Sacramento 95831 

* Supporting materials will be distributed at the meeting.

1. CALL TO ORDER 6:00 PM

2. BOARD ROLL CALL 6:01 PM

3. ADJUST AGENDA ITEMS AS NEEDED 6:02 PM

4. PUBLIC COMMENT – Limit Two Minutes Per Person And Ten Minutes Per Issue Listed In The Agenda 6:05 PM

5. INFORMATIONAL ITEM – Update on Hmong Language Development & Movement Program 6:05 PM
5.1 Hmong Language Development Program Progress
5.2 Movement Program*

5.2.1 Taekwondo Progress 
5.2.2 P.E. Progress
5.2.3 Dance Progress 

Closed Session: 6:45 PM 
C-1. Transitions: Hires, Resignations, And Leaves
C-2. Staff Retention Update
C-3. OCR Update
C-4. Discuss Resignation, Election Of Officers & Appointment Of New Member

Closed session minutes from previous month’s meeting will be distributed during closed session.   

Closed session intended for:  
1) considering appointment, employment, evaluation of performance, discipline or dismissal of an employee (employee may request hearing of discipline or complaint be done in opens 
session);
2) meeting with law enforcement or security personnel concerning the security of public buildings and services; 
3) receiving advice from legal counsel concerning existing litigation, initiating litigation, or situations involving significant expose to litigation; 
4) considering labor negotiations, although final decisions concerning salaries must be made in public;
5) considering price and term in connection to purchase, sale, exchange or lease of real property.

Definition:  Significant exposure to litigation is created when: 1) existing facts and circumstances are not known to plaintiffs, 2) a claim is received threatening litigation, 3) a person at 
a public meeting threatens litigation, 4) a person outside a public meeting threatens litigation and an agency official having knowledge of the threat makes a record of the statement 
prior to the meeting.  Brown Act 54956.9(b)(3) 

6 REPORT OUT CLOSED SESSION 7:15 PM 

7 CONSENT AGENDA  7:20 PM 

a) Approval Of Special Board Meeting On February 22, 2016.
b) Approval Of 2016-2017 Appointment Letters*



NOTE:  If you need a disability-related modification or accommodation, including auxiliary aids or services, to participate in the public meeting, please contact Lee Yang (916) 752-8791 at least 48 hours 
before the scheduled Board meeting so we may make every reasonable effort to accommodate you. [Government Code § 54954.2; Americans with Disabilities Act of 1990, § 202 (42 U.S.C. §12132)]  
Regularly Scheduled UCSC Board meetings are held on the second Monday of each month, except as noted. 
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- Regular board meetings for 2015-16 have been scheduled for Aug. 10, Sept. 14, Oct. 12, Nov. 9, Dec. 14, Jan. 11, Feb. 8, Mar. 14, Apr. 11, May 9, Jun. 13 and Jun 22, 2016. 
 

 
8 INFORMATIONAL ITEM – Monthly Administrative Reports 7:25 PM*   

8.2 Principal’s Report On Instruction & Learning  
8.1.1 Enrollment, Attendance & Student Disciplinary Actions 
8.1.2 Core Curriculum & Instruction 

8.1.2.1 Update Of Moby Max Usage – What Is The Impact On Scholars Using Moby Max At YPSA? 
8.1.3 Academy Council – Budget And LCAP Update 

8.2  Business Office Manager’s Summary Of Finance & Operation 7:50 PM 
8.2.1 Cash Flow & Balance Sheet Review With Board* 
8.2.2 Update On Request For Proposal Postings/Contracts 
8.2.3 Update On Reserved Account Progress* 

 
9. ACTION ITEM – Approval Of Superintendent’s Projects 8:15 PM 

9.1 Plan Used On Allotting The Remaining 2015-2016 Budget 
9.2 Teacher Retention Plan For Teacher Quality And Teaching Quality   

 
10. INFORMATIONAL ITEM – Review Of Parent Involvement Policy/Update 8:40 PM* 

 
11. INFORMATIONAL ITEM – Superintendent’s Update On Media Training, How To Communication & Handle 

Oneself In The Presence Of The Media.  8:45 PM* 
 
12. INFORMATIONAL ITEM –Form 700 Statement Of Economic Interest For Board Review 8:50 PM 
 
13. BOARD MEMBERS IDENTIFY ITEMS FOR NEXT BOARD AGENDA 8:55 PM 

 
14. ADJOURN 9:00 PM 
  



NOTE:  If you need a disability-related modification or accommodation, including auxiliary aids or services, to participate in the public meeting, please contact Lee Yang (916) 752-8791 at least 48 hours 
before the scheduled Board meeting so we may make every reasonable effort to accommodate you. [Government Code § 54954.2; Americans with Disabilities Act of 1990, § 202 (42 U.S.C. §12132)]  
Regularly Scheduled UCSC Board meetings are held on the second Monday of each month, except as noted. 
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- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -  - - - - - - - - - - - - - - - - - - - - - - - - 
Calendar of Regular Board Meetings 

Regularly Scheduled UCSC Board meetings are held on the second Monday of each month, except as noted below for November and June.  All meetings start at 6:00 PM and are conducted in the Lisbon Staff Lounge located at 7555 South Land Park Drive in 
Sacramento, CA 95831. 

Each regular meeting will have the following two agenda items:  
1) Principal’s Report on Instruction & Learning which includes: ELAC update, Academy Council update, enrollment & attendance update, and suspension & referral update. 
2) Business Office Manager’s summary of Finance & Operation which includes: profit & loss statement for through the end of the prior month and cash flow update,

August 10, 2015 September 14, 2015   October 12, 2015 November 9, 2015 
• Review actual enrollment and attendance and 

compare to projected 

• Review work of board nominating committee 

• Sick Leave/Vacation Policy 

• Staff evaluation process 

• Preparing for annual board self-evaluation 

• Appoint nominating committee for vacant board 

position(s) 

• Update Board priorities 

• Annual Board organizational meeting 

• Annual Board self-evaluation 

• Review annual program audit before submission to 

SCUSD by the principal 

• Approve prior year unaudited actuals – due to 
SCOE 9/15 

• Set goals for next 12 months 
• Approve Public Charter Schools Grant’s Application 
• Discuss Academy Council and Board relationship;

See governance section of charter 

• Micromanagement 

• Update Board priorities 

• Update Board priorities • Update Board priorities 

• Receive & review prior year fiscal audit conducted 

by Gilbert Associates –due to district, county, CDE, 

and state controller by 12/15 

December 14, 2015 January 11, 2016 February 8, 2016 March 14, 2016 
• Approve 1st Interim Financial Report for July 1-Oct. 

31’ due to SCUSD and SCOE by Dec. 15 

• Introduce mid-year budget revisions to 2015-16 

budget for approval at January meeting 

• Update Board priorities 

• Update progress of YPSA’s renewal process 

• Reviewing the Hmong Language Development 
Program 

• Review P-1 Attendance report submitted to CDE to 

compare project & actual attendance. P-1 ended on 

Dec. 31 

• Approve mid-year budget revisions to 2015-16 
budget 

• Review random drawing (lottery procedure) when 

applicants outnumber available seats 

• Plan for board member and academy council
training 

• Update Board priorities 

• Approve Budget Development Calendar for creating 
next year’s budget 

• Review enrollment and staffing projections in 

preparation for next year’s staffing. 

• Review preliminary budget for next fiscal year based 
on governor’s proposal 

• Approve ConApp Part 2. Due to CDE on Feb 24 

• Discuss staff release procedures 

• Update Board priorities 

• Approve 2nd Interim Financial Report for July 1 - 
Jan. 31st and due to SCUSD and SCOE by Mar. 15 

• Review parent involvement policy 

• Approve instructional calendar for the next school
year 

• Review admin, teacher, and other staff

compensation 

• Update Board priorities 

April 11, 2016 May 9, 2016 June 13, 2016 June 22, 2016 
• Board reviews and gives feedback to Academy

Council on their budget recommendations for next 
year 

• Approve 2nd budget revisions to 2015-16 budget

• Update one-year study and application process to 

join new SELPA 

• Salary schedule for 2016-17 

• Update Board priorities 

• If released, review governor’s May revisions to next

year’s proposed budget.  Might not be released until
the 15th 

• Review P-2 Attendance report submitted to CDE to 

compare project and actual attendance. P-1 ended 

on April 15th 

• Approve new hires 

• Approve list of employees with reasonable 

assurance of returning next year 

• Update Board priorities 

• Public hearing on the updated-LCAP and 2016-17 

budget. 

• Update Board priorities 

• Approve next year’s budget and submit to SCUSD 

and SCOE by July 1st 

• Annual review and affirmation of Title I Parent

Involvement Policy 

• ConApp Part 1 due June 30 for Title I, II, & lll 

funding 

• Review all staff evaluations 

• Approve new hires 

• Approve updated-LCAP and 2016-17 Budget 

• Update Board priorities 

- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -  - - - - - - - - - - - - - - - - - - - - - - - - 
Calendar of Regular Board Meetings 

Approved and Adopted on July 8, 2015 

Regularly Scheduled UCSC Board meetings are held on the second Monday of each month, except as noted below for November and June.  All meetings start at 6:00 PM and are conducted in the Lisbon Staff Lounge located at 7555 South Land Park Drive in 
Sacramento, CA 95831. 

Each regular meeting will have the following two agenda items:  
1) Principal’s Report on Instruction & Learning which includes: ELAC update, Academy Council update, enrollment & attendance update, and suspension & referral update. 
2) Business Office Manager’s summary of Finance & Operation which includes: profit & loss statement for through the end of the prior month and cash flow update,



Hmong Language Development Project Binder 

Timeline 
Month Projected Task Task Accomplished 

November 1. Brainstorm the contents in the
project binder.

2. Establish a pacing guide/timeline
to accomplish our goals.

3. Evaluate and modify the
backward standard map (BSM)
and trimester pacing guide.

4. Design a monthly scope and
sequence for first grade.

Accomplished task 1-4. 

December 5. Design a monthly scope and
sequence for first and second
grade.

The team is working on task 5; 
finishing up first grade monthly 
scope and sequence. 

January 6. Design a monthly scope and
sequence for second and third
grade.

The team is editing first grade scope 
and sequence and starting on 2nd 
grade scope and sequence. 

February 7. Design a monthly scope and
sequence for third and fourth
grade.

The team is working on 3rd grade 
scope and sequence. Our work will 
be evaluated by Mrs. Therese Moua 
Jasperson on March 4th. 

March 8. Design a monthly scope and
sequence for fourth and fifth
grade.

The team is working on 4th grade 
scope and sequence.  

April 9. Design a monthly scope and
sequence for fifth and sixth grade.

May 10. Design formative assessments for
first and second grade.

June 11. Design formative assessments for
third and fourth grade.

Next 
School 
Year 

12. Design formative assessments for
fifth and sixth grade.

13. Design trimester benchmarks for
all grade.

14. Design curriculum assessments
for all grade.

15. Evaluation of all assessments.
16. Create materials: Handouts,

chants, charts, and etc.
17. Gather and organize resources:

Tie lessons to book and video
resources.

18. Attach sample/broad lesson plans.

Monday, March 7, 2016 UCSC Special Board Meeting 
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NOTE:  If you need a disability-related modification or accommodation, including auxiliary aids or services, to participate in the public meeting, please contact Lee Yang (916) 752-8791 at least 48 hours 
before the scheduled Board meeting so we may make every reasonable effort to accommodate you. [Government Code § 54954.2; Americans with Disabilities Act of 1990, § 202 (42 U.S.C. §12132)]  
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Urban Charter Schools Collective (UCSC) 
Board Meeting Agenda 
February 22, 2016 

Special Board Meeting 
This meeting is being video recorded. 

Board Members 

Miles E. Myles President (Term Expires June 2016) 
Lance Fang, Vice President (Term Expires June 2018) 
Dennis Mah, Board Treasurer (Term Expires June 2018) 
Kou Xiong, Board Member (Term Expires June 2016) 
_____ Vacant; Board Secretary (Term Expires June 2017) 
_____Vacant, Board Member (Term Expires June 2017) 
_____Vacant, SCUSD Representative (no expiration) 

         6:00 p.m. Convene 
        7:00 p.m. Closed Session 

    8:00 p.m. Reconvene Open Session 
        9: 50  p.m. Adjourn 

         Lisbon Elementary Staff Room 
 7555 S. Land Park Drive, Sacramento 95831 

1. CALL TO ORDER
Myles call the meeting to order at 6:31 PM.

2. BOARD ROLL CALL
Members in Attendance: Myles E. Miles, Dennis Mah, Lance Fang
Member(s) Absence: Kou Xiong
Staff in Attendance: Superintendent Lee Yang, Principal Vince Xiong, Business Office Manager Megan Lao,
Administrative Assistant Kao Yee Vue
Guest in Attendance: Hmong Language Development: Surapong Lee, Movement: Edward Lee, Elena Ruiz from News
and Review

3. ADJUST AGENDA ITEMS AS NEEDED
Yang like to consider item number 15 listed as informational item to an action item.
Lao reported some mis-numbering in the agenda in item number 8.

4. PUBLIC COMMENT – Limit Two Minutes Per Person And Ten Minutes Per Issue Listed In The Agenda
N/A

5. INFORMATIONAL ITEM – Update on Hmong Language Development & Movement Program
E. Lee updated the Board on the Movement program timeline.  Two scope and sequence should be completed but due
to little coverage in other position, Movement is a little behind time.  No lesson plan for 1st grade completed yet but
scope and sequence are drafted.  8 steps lesson plan for 3rd grade completed. Scope and sequence for formal and
informal completed for 3rd grade.  Progress made even with little time due to time.

Yang would like an updated of all movement team to see if target was met.  

S. Lee updated the Board on the Hmong language development program scope and sequence.  A little behind schedule
due to little coverage on other position.

V.Xiong updated the Board in inconsistency in coverage due to several leave and absent.  Update on the consultant
that the team will be working with; dance teacher, Hmong language teacher, P.E. Teacher, and taekwondo teacher.
HLD consultant will be helping out next Friday to go over the quality of the program.

Lao updated the board on the Hmong Language consultant that will be working with the team be discussed in item 
8.2.2 under the Business Office Manager’s report. 

Monday, March 7, 2016 UCSC Special Board Meeting 
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NOTE:  If you need a disability-related modification or accommodation, including auxiliary aids or services, to participate in the public meeting, please contact Lee Yang (916) 752-8791 at least 48 hours 
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Fang commented the work that have been put into the packet.  The board will review the packet to see what work have 
been completed.     

6. REPORT OUT CLOSED SESSION
The Board approved of job position and job description for the ATT Program Manager I.

The Board approved the hiring of 2 ATT Supervisors position and 1 5th grade teacher position.

The Board approved the resignation of 3 ATT Supervisors and 1 Yard Duty Supervisor.

Mah updated the Board on the progress for the Staff Retention meeting.

Yang report current planning in retention planning making it part of the open session in the next meeting.

Principal update on discipline action and follow with update.

Yang update the Board on the OCR training and follow up on initiate planning.

7. CONSENT AGENDA

a) Approval Of Regular Meeting Minutes On January 11, 2016.
Myles would like to correct number 6, Mah abstain due to absent.

b) Approval Of Special Meeting Minutes On January 25, 2016.
Myles motion to approval the consent agendas with the correction as identify for January 11, 2016 minutes.  Fang
second.  All ayes from Myles, Mah, Fang.  K. Xiong was absent.  Motion carried unanimously.

8. INFORMATIONAL ITEM – Monthly Administrative Reports
8.1 Principal’s Report On Instruction & Learning

V. Xiong update the Board with no changes on instruction and learning besides the weekly emails sent out to all
staff.
8.1.1 Enrollment, Attendance & Student Disciplinary Actions 
8.1.2 Core Curriculum & Instruction 

8.1.2.1 Update Of Moby Max Usage – What Is The Impact On Scholars Using Moby Max At YPSA? 
8.1.3 Academy Council – Budget And LCAP Update 

8.2  Business Office Manager’s Summary Of Finance & Operation 
8.2.1 Cash Flow & Balance Sheet Review With Board 
8.2.2 Update On Request For Proposal Postings 
Lao will email the Business Office Manager’s report to the Board members to review.  

9. ACTION ITEM – Approval Of 2014 Federal Form 990 Return of Organization Exempt From Income Tax and State
Form 199 CA Exempt Organization Annual Information Return Due February 15, 2016.
Lao present to the Board for approval on the 2014 Federal Form 990 Return of Organization Exempt from Income Tax
and State Form 199 CA Expemt Organization Annual Information Return.  Mah motion to approve.  Myles second. All
ayes from Myles, Mah, Fang.  K. Xiong was absent.  Motion carried unanimously.

10. ACTION ITEM – Approval Of Consolidated Application Part 2, CARS Winter 2015 Data Collection  Due To CDE
On Feb 29, 2016
Lao present to the Board for approval on the CARS Data Collection.  Mah motion to approve.  Fang second.  All ayes
from Myles, Mah, Fang.  K. Xiong was absent.  Motion carried unanimously.
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11. ACTION ITEM – Approval Of 2nd Interim Report Due To SCUSD & CDE On March 17, 2016
Lao present to the Board for approval on the 2nd Interim Report due to SCUSD and CDE.  Myles motion to approve.
Mah second.  All ayes from Myles, Mah, Fang.  K. Xiong was absent.  Motion carried unanimously.

12. ACTION ITEM – Approval To Update And Add New Check Signer(s) Onto UCSC’s Current Checking And Student
Activities Accounts With Union Bank.
Lao present to the Board for approval to update and add new check signer(s) on the UCSC current checking and
student activities account.  Myles motion.  Mah second. All ayes from Myles, Mah, Fang.  K. Xiong was absent.
Motion carried unanimously.

13. ACTION ITEM – Teach For America Contract Update
Yang present to the Board for approval on the contact update for Teach for America to secure 10 teachers for the
following the school year.  Mah motion to approve with the determination number of 5 to 10 teachers.  Myles second.
All ayes from Myles, Mah, Fang.  K. Xiong was absent.  Motion carried unanimously.

14. ACTION ITEM – Request For March’s Regular Meeting Date To Be Changed Due To Administrative Staff
Attendance at CCSA Conference.
Yang present to the Board for approval to request March Regular Board Meeting to be moved to the last Monday of
March due to Administrative Staff attending the CCSA Conference in Long Beach.

Mah would like to the meeting to be move to early March 7 in time for Administrative to attend just in case there might
be questions pertaining to Administrative.

Myles motion to move the March 14th meeting to March 7th.  Fang second.  All ayes from Myles, Mah, Fang.  K. Xiong
was absent.  Motion carried unanimously.  .

15. INFORMATIONAL ITEM – Superintendent’s Presentation On Planned Use For Remaining 2015-2016 Budget
Yang introduce Elena Ruiz from News and Review to the Board to help with promoting the school and organization to
the public.

Ms. Ruiz update the Board with ways to target the social media in publication and distribution planning.

Yang will bring back a project plan used on allotted the remaining 2015-2016 budget.

16. INFORMATIONAL ITEM – Superintendent’s Update On Strategies To Begin Work On Fundamental Processes And
Procedures For The Organization.
Yang update the Board on the fundamental process and procedures for the organization by prioritizing the types of
urgency into an excel spreadsheet.

17. BOARD MEMBERS IDENTIFY ITEMS FOR NEXT BOARD AGENDA
N/A

18. ADJOURN
Myles adjourn the meeting at 9:50 PM.
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PROFESSIONAL SERVICES CONTRACT 

CONTRACT BETWEEN THE 

URBAN CHARTER SCHOOLS COLLECTIVE 

AND 

MAKAELIE HER 

This Professional Services Contract ("Contract") is entered into by and between the 
Urban Charter Schools Collective, a California non-profit public benefit corporation, hereinafter 
referred to as "Non-Profit", which operates Yav Pem Suab Academy, a charter school, 7555 
South Land Park Drive, Sacramento, California 95831, hereinafter referred to as "Academy," 
and Mae Her, hereinafter referred to as "Consultant." 

RECITALS 

WHEREAS, the Non-Profit wishes to hire a Consultant to provide support with the 
startup of a Friday Intervention Program Curriculum. ordering, placements and groupings, and 
implementation of the Systematic Instruction in Phonological Awareness, Phonics, and Sigh 
Words (SIPPS) curriculum for use during Academy's. 

WHEREAS, the Non-Profit does not have sufficient staff expertise available to provide 
such required services; and 

WHEREAS, the Non-Profit has the authority to contract with persons for the furnishing 
to the Academy of special services if such persons are competent to perform the special services 
requested; and 

WHEREAS, the Consultant is specially trained and possesses the necessary skills, 
experience, education and competency, and academic credentials to perform the required 
services. 

NOW, THEREFORE, Non-Profit and Consultant agree as follows: 

I 

TERM 

The term of this Contract shall commence on February 16, 2016 and shall end on June 
30, 2016, unless extended by the mutual agreement of the parties in writing. 

March 7, 2016 UCSC Special Board Meeting
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II 

RESPONSIBILITIES OF CONSULTANT 

Consultant shall perform the following services to assist "Non-Profit" and "Academy" staff: 

A. Support Staff on startup and implementation of the Systematic Instruction in
Phonological Awareness, Phonics, and Sigh Words (SIPPS) curriculum.

B. Support with ordering necessary curriculum materials for program use.

C. Conduct placements and groupings of students.

D. Provide Training to Staff on administration of placement tests.

III 

RESPONSIBILITIES OF NON-PROFIT 

Non-Profit shall perform the following services: 

A. To the extent reasonable, subject to privacy and confidentiality grounds, and upon
request by Consultant, Non-Profit shall make known and available to Consultant all policies and 
procedures applicable to this contract. 

B. Non-Profit shall ensure that all activity pursuant to this Contract is in accordance with
all applicable federal, state and local laws, rules and regulations. 

IV 

COMPENSATION 

A. In consideration of Consultant's performance of the services provided under this
Contract, Non-Profit shall compensate Consultant at an hourly rate of forty five dollars ($45.00) 
per hour on an "as needed" basis. 

B. Consultant shall submit to Non-Profit any documentation necessary to substantiate the
full and satisfactory performance of the services for which payment or reimbursement is 
requested. The Non-Profit administrator who will verify that services have been performed and 
approve payment is Lee Yang, Superintendent of Urban Charter Schools Collective, or his 
authorized designee. 

D. Approved payments shall be made within thirty (30) days following receipt by Non­
Profit of invoicing from Consultant. 

E. Non-Profit shall issue an Internal Revenue Service (IRS) 1099-Misc Form to
Consultant at the end of the calendar year and report this nonemployee compensation to the IRS 
and any other applicable taxing authority. 
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v 

AMENDMENT 

This Contract may be amended only with the mutual and written consent of the parties. 

VI 

TERMINATION 

A. This Contract may be terminated upon thirty (30) days written notice by either party
to this Contract. Such termination shall not be deemed to be a breach of this Contract, nor shall 
it be deemed to be tortious conduct. Non-Profit agrees to pay for completed work and services 
rendered prior to the termination of the contract. 

B. In the event of unanticipated changed circumstances, such as, funding from state,
federal, or other sources is withdrawn, reduced, or limited in any way after the effective date of 
this contract, causing the performance of this contract to be impossible, impracticable, or 
improbable, Non-Profit may, with ten (10) days written notice, terminate the contract. 

VII 

INDEPENDENT CONTRACTOR 

Consultant is, for all intents and purposes under this Contract, an independent contractor. 
No officer, agent or employee of Consultant or Non-Profit shall be deemed an officer, agent or 
employee of the other party. 

VIII 

ASSIGNMENT 

Neither Consultant nor Non-Profit may assign, subcontract, or transfer any interest in this 
Contract without the prior written consent of the other party. 

IX 

INDEMNIFICATION 

A. Consultant agrees to defend, indemnify, and hold harmless Non-Profit, its officers,
agents and employees against any and all losses, injuries, claims, actions, causes of action, 
judgments or liens arising from, or alleged to have arisen from, any negligent or intentional acts 
or omissions on Consultant's part, or from any breach of this Contract which is caused or 
occasioned by the acts or omission of Consultant. 
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B. Non-Profit agrees to defend, indemnify, and hold harmless Consultant, against any
and all losses, injuries, claims, actions, causes of action, judgments or liens arising from, the 
negligent or intentional acts or omissions of Non-Profit, its officers, agents, or employees while 
in the performance of services by Consultant under the terms of this Contract. 

x 

OWNERSHIP 

A. All manuals, books, materials, systems, and other information produced by
Consultant under this Contract shall be the sole and exclusive property of Non-Profit. No such 
materials produced, either in whole or in part, shall be placed to personal use or gain, 
copyrighted and/or patented by Consultant without the express written consent of Non-Profit. 

Il. Non-Profit shall have unrestricted authority to publish, disclose, distribute and 
otherwise use, copyright or patent any such materials produced by Consultant provided that 
Consultant is credited by placing her name and title in a conspicuous manner. 

C. Consultant may retain and use copies for personal reference and as documentation of
experience and capabilities. 

XI 

NOTICES 

Any notice permitted or :required under this Contract shall be in writing and signed by the 
party giving or serving the same, and shall be served either by personal delivery or mail to the 
following persons and at the following addresses: 

Consultant: 
Makaelie Her 
9353 Pascal Way 
Elk Grove, CA 95624 

XIII 

Non-Profit: 
Lee Yang, Superintendent 
Urban Charter Schools Collective 
7555 South Land Park Drive 
Sacramento, CA 95831 

ENTIRE AGREEMENT 

This contract constitutes the entire agreement of the parties and supersedes any and all prior 
communications, understandings, and/or agreements, be it verbal or in writing, relating to the 
subject matter hereof. 

Page 4 of 11

March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts 



XIV 

SEVERABILITY 

Should any part of this Contract be rendered or declared invalid by a court of competent 
jurisdiction in California, such invalidation does not make null or void the remaining portions or 
provisions, and they shall be in binding full force and effect. If any part of the contract is 
deemed invalid, the parties may cure the invalid provision by renegotiating said provision after 
reasonable notice is provided. 

xv 

ARBITRATION CLAUSE 

All claims and disputes arising under or related to this contract shall be resolved through binding 
arbitration in the State of California or a location/jurisdiction mutually agreed by the parties. 

This Contract is signed below by the duly authorized representatives of the parties. 

Makaelie Her 
Independent Contractor 

By:� 
Makaelie Her, 
Independent Contractor 

Date: �/17// � 

Urban Charter Schools Collective 
Y av Pem Suab Academy 

By: ___________ _ 
Lee Yang, Superintendent 

Date: 
------------
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PROFESSIONAL SERVICES CONTRACT 

CONTRACT BETWEEN THE 
URBAN CHARTER SCHOOLS COLLECTIVE 

AND 
THÉRÈSE MOUA JASPERSON 

This Professional Services Contract (“Contract”) is entered into by and between the 
Urban Charter Schools Collective, a California non-profit public benefit corporation, hereinafter 
referred to as “Non-Profit”, which operates Yav Pem Suab Academy, a charter school, 7555 
South Land Park Drive, Sacramento, California 95831, hereinafter referred to as “Academy,” 
and Thérèse Moua Jasperson, hereinafter referred to as “Consultant.” 

RECITALS 

WHEREAS, the Non-Profit wishes to hire a Consultant to provide a comprehensive 
quality review, inclusive of coaching, curriculum development and revision of the Hmong Oral 
Language Development and Literacy Instruction Program for the Hmong Language 
Development staff, to ensure proper implementation of a sound and effective program ; and  

WHEREAS, the Non-Profit does not have sufficient staff expertise available to provide 
such required services; and  

WHEREAS, the Non-Profit has the authority to contract with persons for the furnishing 
to the Academy of special services if such persons are competent to perform the special services 
requested; and  

WHEREAS, the Consultant is specially trained and possesses the necessary skills, 
experience, education and competency, and academic credentials to perform the required 
services. 

NOW, THEREFORE, Non-Profit and Consultant agree as follows: 

I 
TERM 

The term of this Contract shall commence on March 1, 2016 and shall end on June 30, 
2016, unless extended by the mutual agreement of the parties in writing. 
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II 
RESPONSIBILITIES OF CONSULTANT 

Consultant shall perform the following services to assist “Non-Profit” and “Academy”: 

A. Assess and ensure that curricula continues to meet the educational needs of students and
the objectives of the Academy.

o Does the current curriculum have a formal set of intended learning outcomes that
articulate the knowledge, skills, attitudes, and values it proposes to introduce or
reinforce and that every student should have achieved upon completion?

o Does each course have a set of clearly stated intended outcomes derived from the
intended outcomes of the curriculum?

B. Monitor program for quality.

o Is there a close alignment between the intended outcomes of each course and the
ways in which students are assessed in the course? Are a variety of assessment
techniques being used?

o Specifically, how have faculty members used information generated by assessment to
improve the amount of learning produced?

C. Review the education process.

o Do students understand the purpose, structure, and processes of the curriculum, their
responsibilities for learning, and how their progress will be assessed? Is each student
helped to understand these things at the beginning of the curriculum and throughout
every course?

o Are the educational processes employed to help students learn in each course or
activity fully consistent with research on learning and student development and thus
appropriate for reaching both the course's or activities specified outcomes and
those of the curriculum?

D. Training and Coaching of Hmong Language Department Staff

o Classroom observation (as needed) with individualized written constructive feedback
o Tandem teaching/coaching and
o Modeling
o Training to increase teachers’ professional knowledge of Hmong language, literacy,

and culture
o Improve the quality and consistency of instructional delivery
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E. Consultant and Non-Profit shall meet regularly to provide progress updates of the
evaluation of the Program.

F. Consultant shall ensure that all activity pursuant to this Contract is in accordance with all
applicable federal, state and local laws, rules and regulations.

III 
RESPONSIBILITIES OF NON-PROFIT 

Non-Profit shall perform the following services: 

A. To the extent reasonable, subject to privacy and confidentiality grounds, and upon
request by Consultant, Non-Profit shall make known and available to Consultant all policies and 
procedures applicable to this contract. 

B. Non-Profit shall ensure that all activity pursuant to this Contract is in accordance with
all applicable federal, state and local laws, rules and regulations. 

IV 
COMPENSATION 

A. In consideration of Consultant’s performance of the services provided under this
Contract, Non-Profit shall compensate Consultant at an hourly rate of one hundred and thirty 
dollars ($130.00) per hour on an “as needed” basis.    

B. Consultant shall submit to Non-Profit any documentation necessary to substantiate the
full and satisfactory performance of the services for which payment or reimbursement is 
requested.  The Non-Profit administrator who will verify that services have been performed and 
approve payment is Lee Yang, Superintendent of Urban Charter Schools Collective, or his 
authorized designee. 

D. Approved payments shall be made within thirty (30) days following receipt by Non-
Profit of invoicing from Consultant. 

E. Non-Profit shall issue an Internal Revenue Service (IRS) 1099-Misc Form to
Consultant at the end of the calendar year and report this nonemployee compensation to the IRS 
and any other applicable taxing authority. 

V 
AMENDMENT 

This Contract may be amended only with the mutual and written consent of the parties. 
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VI 
TERMINATION 

A. This Contract may be terminated upon thirty (30) days written notice by either party
to this Contract.  Such termination shall not be deemed to be a breach of this Contract, nor shall 
it be deemed to be tortious conduct.  Non-Profit agrees to pay for completed work and services 
rendered prior to the termination of the contract. 

B. In the event of unanticipated changed circumstances, such as, funding from state,
federal, or other sources is withdrawn, reduced, or limited in any way after the effective date of 
this contract, causing the performance of this contract to be impossible, impracticable, or 
improbable, Non-Profit may, with ten (10) days written notice, terminate the contract.  

VII 
INDEPENDENT CONTRACTOR 

Consultant is, for all intents and purposes under this Contract, an independent contractor.  
No officer, agent or employee of Consultant or Non-Profit shall be deemed an officer, agent or 
employee of the other party.   

VIII 
ASSIGNMENT 

Neither Consultant nor Non-Profit may assign, subcontract, or transfer any interest in this 
Contract without the prior written consent of the other party. 

IX 
INDEMNIFICATION 

A. Consultant agrees to defend, indemnify, and hold harmless Non-Profit, its officers,
agents and employees against any and all losses, injuries, claims, actions, causes of action, 
judgments or liens arising from, or alleged to have arisen from, any negligent or intentional acts 
or omissions on Consultant’s part, or from any breach of this Contract which is caused or 
occasioned by the acts or omission of Consultant. 

B. Non-Profit agrees to defend, indemnify, and hold harmless Consultant, against any
and all losses, injuries, claims, actions, causes of action, judgments or liens arising from, the 
negligent or intentional acts or omissions of Non-Profit, its officers, agents, or employees while 
in the performance of services by Consultant under the terms of this Contract. 
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X 
OWNERSHIP 

A. All manuals, books, materials, systems, and other information produced by
Consultant under this Contract shall be the sole and exclusive property of Non-Profit.  No such 
materials produced, either in whole or in part, shall be placed to personal use or gain, 
copyrighted and/or patented by Consultant without the express written consent of Non-Profit. 

B. Non-Profit shall have unrestricted authority to publish, disclose, distribute and
otherwise use, copyright or patent any such materials produced by Consultant provided that 
Consultant is credited by placing her name and title in a conspicuous manner.  

C. Consultant may retain and use copies for personal reference and as documentation of
experience and capabilities. 

XI 
NOTICES 

Any notice permitted or required under this Contract shall be in writing and signed by the 
party giving or serving the same, and shall be served either by personal delivery or mail to the 
following persons and at the following addresses: 

Consultant:  Non-Profit: 
Thérèse Moua Jasperson Lee Yang, Superintendent 
11 Spinning Rod Way  Urban Charter Schools Collective 
Sacramento, CA  95833 7555 South Land Park Drive 

Sacramento, CA  95831 

XIII 
ENTIRE AGREEMENT 

This contract constitutes the entire agreement of the parties and supersedes any and all prior 
communications, understandings, and/or agreements, be it verbal or in writing, relating to the 
subject matter hereof. 

XIV 
SEVERABILITY 

Should any part of this Contract be rendered or declared invalid by a court of competent 
jurisdiction in California, such invalidation does not make null or void the remaining portions or 
provisions, and they shall be in binding full force and effect.  If any part of the contract is 
deemed invalid, the parties may cure the invalid provision by renegotiating said provision after 
reasonable notice is provided. 

Page 10 of 11

March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts 

March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts 



 Page 6 of 6 

XV 
ARBITRATION CLAUSE 

All claims and disputes arising under or related to this contract shall be resolved through binding 
arbitration in the State of California or a location/jurisdiction mutually agreed by the parties. 

This Contract is signed below by the duly authorized representatives of the parties. 

Thérèse Moua Jasperson Urban Charter Schools Collective 
Independent Contractor Yav Pem Suab Academy 

By: ________ By: ______  
       Thérèse Moua Jasperson,   Lee Yang, Superintendent 
      Hmong Language Curriculum Development 
      Quality Review Consultant 

Date: Date: 
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Planned Use For Remaining 2015-2016 Budget 

Superintendent's Proposal, Board Meeting 3.4.16

ACTIVITIES TOTAL ALLOTTED BY BOARD 199,764.00$      

Total Column

Push-In Support [6 Instructional Aides to do a 10-minute-push-in- 

support for every K-6 scholars who still need to master the 

foundational skills between 8am-2pm with the following (letters 

and sounds, numbers and facts, 1000 high frequency words, 

blending & decoding)]

6 instructional aides X 6 hours 

per day X 72 days beginning in 

March 2016 through June 2016 x 

$14 per hour + OSADI and 

Medicare @ 7.58% equal to 

$5,452.92

41,740.92$      

ELA, ELD & Intervention Curriculum Materials (420 students X 

price per scholars), a one time cost for 8 years

420 scholars X $273.47 114,857.40$      

New Teachers Support Stipends @ $1000 per person per year 

(compensating mentor teachers for their support to new 

teachers -Michelle Lee supports Richelle & Allysa, Amanda Vang 

supports Jennifer Warricks & Michelle Henning & Kelly Thao)

2 teachers x $1000 each 2,000.00$     

Headteachers (2 headteachers-Michelle Lee and Claudia Sherry-

to cover principal for absences and conferences where the 

principal is away from school or in all day training)

2 teachers x $1800 each 3,600.00$     

Mounting LCD projectors and larger projector screens into 

classrooms, multipurpose room, & board room (21 Rooms 

inclusive of board room and cafeteria)

13 rooms x $1200 each 16,006.51$      

CCSA Conference travel to Long Beach for Administrative staff 

(Supt & Prin: plane tickets, car rental, and hotels)

$1350 per person 2,700.00$     

CBO Training for BOM to attend budget training in Sacramento 

(Megan)

$1985.00 per person 1,985.00$     

Home visits for the rest of the year (Teachers) 2,500.00$    2,500.00$     

Teacher and Support Staff Recruitment (Superintendent to 

travel to Universities and recruit candidates from Chico State-

190mi, SF State-200mi, UC Davis-44mi, Sac State-26mi, UOP-

82mi, Stanislaus State-170mi, UC Merced-236, & Fresno State-

336mi)

Total mileage-639.36 x $0.54 345.25$     

SIPPS Materials for Friday's Training (4 sets of beginning, 4 sets 

of extension level, 4 sets of challenge level, 1 sets of plus, 8 sets 

of complete fluency practice library grades 1-3) plus 

professional development for $2600

beginning-$950, extension-$550, 

challenge-$475, Plus-$650, 

fluency practice library-$590, 

prof. dev.-$2600

13,895.00$      

TOTAL 199,630.08$      

Under by 133.92$     

March 7, 2016 UCSC Special Board Meeting

Item No. 8.2.2 Update on Request for Proposal/Contracts 

March 7, 2016 UCSC Special Board Meeting

Item No. 9.1: Plan Used on Allotting the Remaining 2015-2016 Budget



http://www.urbancsc.org/ 

Lee Yang, UCSC/YPSA Retention/Compensation Plan, Version 1A, 2.8.2016 

RETAIN (Extrinsic Rewards) 

 $2,000 August Compensation for Grade Level Team Work Complete in July

 $3,000 Sign-in Bonus Pay-out in June or Prorated for Incomplete Year Prior to June

 $500 Recruitment Compensation for Teaching Vacancies Fill or $1,000 for Classroom Materials

 $1,400 Sick Days Pay-out Stipend at End of Year

 Salary Match with Large District

GREAT TEACHERS & LEADERS FOR YPSA/UCSC PLAN 
1,

2&
3 

= 
TE

AC
HE

R 
Q

UA
LI

TY
 &

 4
,5

 =
 T

EA
CH

IN
G 

Q
UA

LI
TY

 

ATTRACT 

 Body Brain
 20:1 Class Size Ratio
 Highly Effective Teaching

Strategies
 In Session from Monday-

Thursday
 Computer Assisted Program Daily

with “Achievement Through
Technology” Component

 Fridays Off
 Lifelong Guidelines & LIFESKILLS
 Awesome Student Population
 Low Suspension Rate (1.17% for

2015-2016 School Year

PREPARE 
 Provide On-site Mentors for New

Teachers 
 Create a Culture of High Expectations 

by Removing Low Performing Teachers

DEVELOP (Knowledge/Pedagogy) 

“Adequate preparation in pedagogical 

methods and skills regarding the 
‘how’ of teaching is important to 

keeping teachers in the classrooms.” 

 CCSS ELA, Mathematics, & ELD
 GLAD
 Call & Responses
 Team Building
 Time Management

SUPPORT (Intrinsic Rewards) 

 Pushed-In Support for Monday-Thursday
 Friday Tutoring
 Curriculum Adoption (ELA-2015, MATH, SOCIAL

STUDIES, SCIENCE IN THE NEAR FUTURE)
 New Teacher Support (On-site & BTSA)
 Shared Leadership

 Friday Leadership Program
 Head Teachers Program
 Positive School Climate

 Ensure Structure, Processes, & Procedures are in
Place

 Open Teaching Supply Room
 Third Thursday School Improvement

Collaboration
 Last Thursday of the Month On-Site

Collaboration Option
 Classroom Instruction & Study Trips Alignment

1 
2 

3 

4 

5 
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Improving Educator Retention: 
Ensuring Students Have Access 
to Effective Teaching

Copyright © 2016 American Institutes for Research. All rights reserved.

Angela Minnici, Ph.D.
Director, Center on Great Teachers and Leaders & AIR’s Education Policy Center
January 20, 2016
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The mission of the Center on Great Teachers 
and Leaders (GTL Center) is to foster the 
capacity of vibrant networks of practitioners, 
researchers, innovators, and experts to build 
and sustain a seamless system of support for 
great teachers and leaders for every school in 
every state in the nation. 

Mission

2

The mission of the Center on Great Teachers 
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� Twenty percent of American children live in
poverty.

� More than one million children struggle with
hunger every day; more than 1.2 million are
homeless on any given night.

� More than half of public school students are
poor and eligible for free or reduced-priced
meals.

� Upward mobility in the United States is
a dream deferred for most poor children; if
you are born poor, you are likely to remain
poor your entire life.
Source: Cookson, 2013.

Poverty in America

3
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� The School to Prison Pipeline refers
to the “disproportionate numbers of
students with disabilities and African-
American youth receiv[ing]
suspensions, and overall, students
who [are] removed from school [and]
have a much higher likelihood of
involvement in the juvenile
delinquency system” (Gonsoulin,
Zablocki, & Leone, 2012, p. 309).

Barriers to Opportunity

4
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 “If current trends continue, one of every three Black American
males born [in 2013] can expect to go to prison in his lifetime”
(The Sentencing Project, 2013, p. 1).

 “Most big cities with high concentrations of low-income students
had graduation rates in the 60 percent range, with some as low
as 50 percent” (America’s Promise Alliance, 2014, para. 11).

 High school dropouts are an economic disadvantage; these
individuals represent a significant loss in buying power and
do not contribute to the tax base (Alliance for Excellent
Education, 2011).

Barriers to Opportunity

5
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Segregation and the Achievement Gap

6

Source: Bohrnstedt, Kittmitto, Ogut, Sherman, & Chan, 2015. March 7, 2016 UCSC Special Board Meeting
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 Studies consistently show that poor and minority students
(and often low-performing students) are more likely to be
taught by less-qualified or effective teachers.
 Even very recent studies and state equity plan analyses

suggest equity gaps persist.

Consistent Findings, Persistent Gaps
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Prevalence of Highest Performing Teachers in the 
Highest and Lowest Poverty Schools (10 Districts)

8

Source: Glazerman & Max, 2011, as shown in Institute of Education Sciences, 2014, p. 6. 
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Teacher Evaluation Ratings in Louisiana, 2012–13 
Top versus Bottom Quartile Schools by Minority Enrollment

9

Source: DeMonte & Hanna, 2014, p. 4.
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1. Turn to a neighbor and share your name and current role.
2. Share your thoughts on the following:

• In your current role, have you observed equitable
access issues?

• If so, how did it impact your choices as an educator?
How did it impact your students? Your community?

• If not, what examples of equitable access did you
observe?

Warm-Up Activity 

10
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� 2002: No Child Left Behind
required all students to be
taught by highly qualified
teachers by 2006.

� 2006: States create plans
to ensure that poor and
minority students are not
taught at higher rates than
other students by
underqualified, inexperienced,
or out-of-field teachers.

Policy Background

11
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 To what extent do equity gaps persist with respect to poor and
minority students and unqualified, out-of-field, and
inexperienced teachers?

 Consider the root causes of existing gaps.

 Design or describe strategies to address root causes.

 Put forward plan to monitor and assess progress in reducing
any existing gaps.

 To see plans that have been submitted and approved, visit
http://www2.ed.gov/programs/titleiparta/resources.html.

2015 Equity Plans

12
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Common Strategies—2015 Plans
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Improve working conditions

Improve recruitment and hiring practices

Provide targeted support to high-need schools

Improve State equity infrastructure

Improve or differentiate financial incentives

Support school leaders

Improve or implement educator evaluation systems

Improve teacher mentorship

Improve educator preparation and certification

Improve or expand professional learning
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Impact of Every Student Succeeds Act?

14

Impact of Every Student Succeeds Act?
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We Need a Comprehensive Approach to 
Strengthening the Educator Workforce

15
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“Teaching has become an increasingly unattractive job in 
California. … Ironically, where teachers are in short supply, 
current policies encourage the hiring of individuals who are 
not yet prepared to teach, which often heightens turnover 
and further exacerbates the shortages in the long haul” 
(Task Force on Educator Excellence, p. 19).

Deep Dive: Focus on Retention

16
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Attrition and Turnover Rates
 8 percent attrition rate
 13 percent turnover rate
 20 percent: turnover rate

for high-poverty schools,
especially for math and
science teachers

(NCES, 2010; Goldring, Tai, & 
Riddles, 2014; Ingersoll, 2001; 
Ingersoll, 2011; Ingersoll & May, 
2012; Keigher & Cross, 2010) 

Attrition and Turnover Rates for 
Public School Teachers

17

Monetary Cost
$1 billion to $2.2 billon per year 
on teacher attrition and turnover 
(Hassel & Hassel, 2010) 
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� Median years of experience:
• ����í�������\eDUV
• ����í������\eDU
• ����í������\eDUV

The attrition rate of first-year 
teachers has increased more 
than 40 percent in the past two 
decades (Ingersoll, 2012). 

Effect of Turnover on Workforce

19

than 40 percent in the past two 
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• High-need districts struggle to
attract and retain high-quality,
well-prepared teachers

• 50% of new teachers leave
within 3 years in many urban
districts

• 2X = Likelihood underprepared
teacher will leave within five
years vs. prepared teacher

• $15,000-$20,000 = Cost per
teacher who leaves

Teacher Attrition Exacerbates 
Shortages

20
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� Residency programs
� Induction programs
� School leadership

and climate
� Career advancement

and compensation

Research-Based Approaches to 
Improving Recruitment and Retention

22
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Benefit: Residency programs may 
help improve teacher effectiveness 
and retention rates through 
relationships and experiential learning 
(Barrett, Hovde, Hahn, & Rosqueta, 
2011; Papay, West, Fullerton, & Kane, 
2011).
Challenges: It is difficult to find 
enough effective mentor teachers for 
these programs, limiting the number of 
teachers who can participate 
(Clotfelter, Ladd, & Vigdor, 2007; 
Lankford, Loeb, & Wyckoff, 2002).

Residency Programs

23

relationships and experiential learning 

, West, Fullerton, & Kane, 

these programs, limiting the number of 

March 7, 2016 UCSC Special Board Meeting

Item No. 9.2: Teacher Retention Plan



� What: A local response to meet the need
for high-quality, committed teachers who
stay
� Who: A collaboration between school

districts, IHEs, and (often) local not-for-
profits
� How: Clinical-based teacher preparation

programs that are customized to meet the
needs of school districts serving high need
students
� Where: In more than 50 urban and rural

districts nationwide

Residency Programs

24

�

�

�

�

�

�

Teacher preparation
has not responded to 

district needs to 
prepare highly-effective 

candidates for high 
need areas
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Residency Program Design

25

Recruit 
and Select 
Residents

Recruit, 
Select and 

Train 
Mentor 

Teachers

Clinical 
Experience: 
In schools 4 
days a week 

for a full 
year

Masters-
level 

Coursework

Hired to 
Teach in 

High-need
Schools

Induction 
Support

Prepare and 
Retain 
Effective 
Teachers to 
Meet 
District 
Needs
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15 Years of Teacher Residencies

Chicago 
(2001)

Boston
(2003)

Denver 
(2003)

50+ Programs Nationwide 
(2016)

20+ Programs in NCTR 
Network (2016)

Seattle

Kansas 
CityBoettcher

UTPB

San Francisco

Aspire

Los Angeles

Minneapolis

Twin Cities

Memphis

Jacksonville

Richmond

Temple

New York City

Washington DC
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Early Findings from the NCTR Residency Model

• Improved teacher retention (5-year retention rates of
85%)

• Increase in student achievement with residency-trained
teachers

• Principal satisfaction rates of over 90%

• Improved diversity of local teacher workforce

27
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 Teacher retention and effectiveness are closely related to
beginning teaching experiences (Ingersoll, 2012; Ingersoll
& Smith, 2004; Ingersoll & Strong, 2011; Liu, 2004;
McCarthy & Guiney, 2004; Smith & Ingersoll, 2004).
 Most studies show that induction programs can improve

teacher retention and commitment to teaching, but the
wide variety in program design makes it difficult to
generalize the effects of induction (Allen, 2005; Wei,
Darling-Hammond, & Adamson, 2010).

Induction Programs

28
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Percentage of teachers still in the profession after five years:

Mentoring, Induction, and Attrition

29

Mentor?

Yes No

86% 71%

Source: Gray & Taie, 2015.

Induction?

Yes No

80% 69%
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� Negative school climates
or working conditions and
changes in school
leadership can lead to
higher teacher turnover
rates (Allensworth,
Ponisciak, & Mazzeo,
2009; Baker, Punswich, &
Belt, 2010; Johnson,
Berg, & Donaldson,
2005).

School Leadership and Climate
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 Principals who create a culture of high expectations and
systematically remove low-performing teachers improve
the retention of effective teachers.
 However, this same study found that many principals in

these urban schools struggled to motivate effective
teachers to remain in their schools.

School Leadership and Climate
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Source: TNTP, 2012.
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� Effective teachers often cite a lack of
career advancement opportunities as
their reason for leaving.

� Some research has indicated hybrid
teaching and leadership roles may
motivate teachers to stay in the
profession and help effective
teachers have a broader influence or
impact (Hart, 1994; Hassel & Hassel,
2010; Rinehart, Short, Short, &
Eckley, 1998; Steel, Griffeth, Hom, &
Lyons, 2002).

Career Advancement 
and Compensation
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Percentage of teachers still in the profession after five years:

Salary
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Starting salary of 
more than $40K

Starting salary of 
less than $40K

85% 68%

Source: Gray & Taie, 2015
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Turn to a neighbor and share your response to the following:
 Based on this overview of research-based approaches to

retention, what do you see as the priority approach to
improve retention of California teachers?
 Have any approaches described here influenced you in

your education career? (Share any examples from your
districts or schools.)

Reflection and Discussion
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Questions?
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eac ers 
How Preparation Matters 
A new study shows that teachers who receive less pedagogical 

training are more likely to leave teaching-and that's bad news 

for mathematics and science education. 

Richard Ingersoll, Lisa Merrill, and Henry May 
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T 
he preparation of pro­
spective teachers is one of 

the most contentious issues 
in education policy. Often, 
the debate centers on the 

relative value of teachers' subject-matter 

knowledge (knowing what to teach) and 
their pedagogical skill (knowing how to 

teach). The amount of preparation that 
a new teacher has received in each of 
these areas depends, to a certain extent, 
on the path that he or she has followed 

into teaching. 

As more teachers come into teaching 
through nontraditional or alternative 
routes (currently more than 40 percent, 

according to our national data analyses), 
a growing body of research seeks to 
assess the value of these different entry 
routes. Typically, such research focuses 
on how various kinds of teacher edu­
cation, preparation, or certification are 

related to student achievement. 

Recently, we undertook a study of 
how preservice teacher preparation 
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affects a different outcome: teacher 
retention. We asked, Do the kinds and 

amounts of education and preparation 
that new Leachers receive before they 
begin teaching affect whether they 
remain in teaching' 

Zeroing in on Mathematics 

and Science 

In earlier research, 1 we have docu­
mented that early attrition from teaching 

is a major, but often overlooked, factor 
behind the much-heralded shortages of 

mathematics and science teachers. In 
turn, we have also investigated which 

aspects of schools, their working condi­
tions, and their leadership are linked 

to mathematics and science teacher 
attrition. 2 

Our current study focuses on the 
effects of a wide variety of types of 
teacher preparation. How do the 

retention rates of teachers coming from 
traditional teacher education programs 
compare with those of teachers coming 

Early attrition from the 

profession is a major, 

but often overlooked, 

factor behind shortages 

of mathematics and 

science teachers. 

from alternative routes7 Are new math­
ematics and science teachers with edu­
caLion degrees more likely or less likely 

to stay in the profession than those with 
degrees in mathematics or science7 Do 
the amount of practice teaching and 
the extent of preparation in pedagogical 

methods have any bearing on retention7 

With support from the National 

Science Foundation, we set out to 
answer these questions. Our data source 
was the National Center for Education 

Statistics' nationally representative 
2003-04 Schools and Staffing Survey, 

along with its supplement, the 2004-05 
Teacher Follow-up Survey (http://nces 
.ed.gov/surveys/sass). This is the largest 
and most comprehensive data source 
available on elementary and secondary 

teachers and schools. 
We focused on teachers in their 

first year of teaching, when attrition 
is highest and when the effects of pre­

service preparation are perhaps most 
powerful. We looked at whether they 
stayed in teaching or left after their 
first year on the job. We defined math­
ematics and science Leachers as those 

who had received an undergraduate or 
graduate degree in maLhematics, in one 
of the sciences, or in related fields, such 
as engineering, mathematics education, 

or science education. 
Our findings are striking: The pre­

service education and preparation of 

new mathematics and science teachers 
are strongly related to their retention­
but it depends on which aspects of 

preparation we look at. 

Differences in 

Teacher Preparation 

The data show that the preparation of 
new mathematics and science teachers 
differs greatly from that of other 

teachers in a number of ways. 
Education. Beginning mathematics 

teachers-and to an even greater extent, 
science teachers-are more likely to 

have received their bachelor's degrees 
from the most selective colleges and 

universities. In 2004, about 10 percent 
of all incoming teachers obtained their 
bachelor's degrees from such colleges 

and universities; in contrast, this was 
true for 14 percent of new mathematics 
teachers and 20 percent of new science 
teachers. Beginning mathematics and 

science teachers were also more likely 

than other new teachers to have earned 
a master's degree or a doctorate. 
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FIGURE 1. Attrition of First-Year Teachers by Field, 2004-05 

Other 

Math 

Science 

0 10 20 

Compared with other new teachers, 
beginning mathematics teachers-
and to an even greater extent, science 
teachers-were more likely to have 
obtained noneducation degrees (for 
example, in mathematics, biology, or 
chemistry) and less likely to hold edu­
cation degrees (for example, in math­
ematics education or science education). 
Sixty-eight percent of new science 
teachers and 42 percent of new math­

ematics teachers had a noneducation 
academic degree, compared with 
29 percent of all other new teachers. 

Finally, beginning mathematics 
teachers, and again especially science 
teachers, were less likely to report that 
they came through a traditional teacher 
education program, and more likely to 
have entered teaching through an alter­

native program or to have simply under­
taken individual courses on their own 
instead of entering through any formal 
program. (Alternative routes vary across 
states, but in general these are programs 
designed to expedite the transition of 
nonteachers into teaching, often by 
enabling them to begin teaching while 
concurrently undertaking program 
coursework and requirements.) 

Pedagogical preparation. Besides their 
types of college, degree, and program, 
beginning mathematics and science 
teachers also differ in the pedagogical 
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Percentage of teachers leaving 

teaching after one year 

30 40 50 

Adequate preparation 

in pedagogical methods 

and skills-the how of 

teaching-is important 

to keeping teachers 

in the classroom. 

preparation they have acquired before 
entering teaching. ln our study, we 
examined various kinds of pedagogical 
preparation: practice teaching; oppor­
tunities to observe others' classroom 
teaching; formal feedback on one's own 
teaching; and coursework in teaching 
methods and strategies, selection and 
use of instructional materials, and 
learning theory or child psychology. 

Beginning science teachers-and to 
a lesser extent, mathematics teachers­
tended to have undertaken less peda­
gogical preparation than other teachers. 
For instance, both mathematics and 
science teachers were less likely to have 
taken coursework in teaching methods 
and strategies. Mathematics and science 

teachers also had less practice teaching 
than other teachers before taking their 
first teaching job. Strikingly, more than 

40 percent of new science teachers had 
no practice teaching at all, compared 

with 21 percent of other teachers. In 
addition, new science teachers, in par­
ticular, were less likely to have had 
coursework in how to select materials or 
in learning theory and child psychology. 
They had fewer opportunities to observe 
others' teaching or receive feedback on 
their own teaching. 

How Preparation Affects 

Teacher Attrition 

Do these variations in the types and 
amounts of education and preparation 
that new teachers receive make any dif­
ference in the teachers' likelihood of 
staying in teaching? The results of our 
study suggest that the answer is yes. 

First, the data show that in 2004-05, 
first-year mathematics and science 
teachers left teaching at higher rates 
than other new teachers: After their first 
year, more than 18 percent of science 
teachers left, 14.5 percent of math­
ematics teachers left, and 12.3 percent 
of other teachers did so (see fig. 1) 
In addition, our advanced statistical 
analyses show that, after controlling 
for the background characteristics of 
both the teachers and their schools, 
beginning teachers' education and 
preparation were significantly asso­
ciated with their attrition. It depends, 
however, on which factors we look at. 

Contrary to widely held beliefs, we 
found that the type of college, degree, 
and preparation route had little bearing 
on teachers' likelihood of leaving 
teaching after one year. Teachers who 
attended more selective undergraduate 
institutions were not significantly more 
or less likely to return for a second 
year of teaching. The attrition rates of 
beginning mathematics and science 
teachers who held an education degree, 
such as in mathematics education or 
science education, did not differ from 
those of teachers with a noneducation 
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degree. Those who entered through a 
traditional program were only slightly 

less likely to leave than those who 
entered through an alternative route. 

However, the opposite was true for 
the amount and type of pedagogical 
preparation that new teachers had 
received: Pedagogy was strongly related 
to teacher attrition. Beginning teachers 
who had taken more courses in teaching 
methods and strategies, learning theory 
or child psychology, or materials 
selection were significantly less likely to 
depart. The amount of practice teaching 
they had undertaken, their opportu­
nities to observe other teachers, and the 
amount of feedback they had received 
on their teaching were also significantly 
related to whether new teachers 
remained in teaching. 

Of course, these types of pedagogical 
preparation are not independent com­
ponents; they tend to come in packages. 
How much pedagogical background 
new teachers have acquired is partly a 
factor of the program or route by which 
they entered teaching-for instance, 
through a traditional or alternative 
route. But we also found large variations 
in pedagogical preparation both within 
and between these routes. 

To more accurately distinguish 
among teachers according to their peda­
gogical preparation, we used a statistical 
clustering technique to empirically 
divide beginning teachers into groups 

receiving distinctly different packages of 
pedagogical preparation. At one extreme 
was a group who received little or no 

pedagogy-those who had at most one 
methods course; little or no practice 
teaching; and little or no materials 
selection preparation, learning theory 
or psychology courses, observation of 
others, or teaching feedback. At the 
other extreme was a group who received 
comprehensive pedagogy-those entering 
teaching with a number of methods 
courses, materials selection preparation, 
learning theory and psychology courses, 

FIGURE 2. Attrition of First-Year Teachers by Pedagogical Preparation, 2004-05 

Percentage of teachers leaving teaching after one year 

Comprehensive pedagogy 

0 10 20 30 40 50 

usually a full semester of practice 
teaching, observation of others, and 
feedback on their teaching. 

Consistent with the earlier data, com­
pared with other teachers, beginning 
mathematics and science teachers 
were less likely to have undertaken the 
comprehensive pedagogical package 
(23 percent of both mathematics and 
science teachers; 31 percent of other 
teachers) and more likely to have 
gotten little or no pedagogical training 
(20 percent of mathematics teachers, 
26 percent of science teachers, and just 
13 percent of other teachers). And the 
package the new teachers received had 
a very large collective effect on their 
attrition: Those receiving little or no 
pedagogy were more than twice as likely 
to leave after one year as those who 
received a comprehensive pedagogy 
package (see fig. 2) 

Pedagogy Matters 

Some turnover of mathematics and 
science teachers is, of course, normal, 
inevitable, and even beneficial. Some 
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new teachers leave the classroom 
because they discover that teaching 
is not right for them. Others leave 
classroom teaching to pursue admin­
istrative positions or other education­
related roles. 

However, none of these departures 
are cost-free. All of them result in a 
decrease in classroom mathematics and 
science teachers in a particular school­
teachers who usually must be replaced. 
If we want to ensure that all students 
are taught by qualified mathematics 
and science teachers, retention is an 
importanL concern. 

The study described here suggests 
that some features of teacher education 
and preparation have a strong bearing 
on retention of new teachers. Most 
striking, those who have received more 
pedagogical training are far more likely 

To learn more and view 
one school's success ... 

boystown.org/educators 

to stay in teaching after their first year. 
Unfortunately, the kind of prepa­

ration associated with better retention is 
the kind of preparation that new mathe­
matics and science teachers are less 
likely Lo have received. This finding has 
important implications for policy. 
Although it is important for teachers to 
have strong subject-matter knowledge, 
our data suggest that adequate prepa­
ration in pedagogical methods and 
skills-the how of teaching-is also 
important. And in that area of prepa­
ration, mathematics and especially 
science teachers are at a disadvantage. rn! 
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The Boys Town Education Model SM emphasizes research-proven 
practices that help you create a productive environment where: 

• Students and staff are safe

• Academic and social skills are the norm for your school

• Office referrals are significantly reduced

• Teachers devote more time to teaching and

less to dealing with behavior

Call 800.545.5771 for more information. 

34 EDUCATIONAL LEADERSHIP/ MAY 2012 March 7, 2016 UCSC Special Board Meeting

Item No. 9.2: Teacher Retention Plan



Sponsored by:

Who Stays in Teaching
     and Why: A Review of the Literature

on Teacher Retention

Harvard Graduate
School of Education

THE PROJECT ON  
THE NEXT GENERATION  

OF TEACHERS

THE PROJECT ON  
THE NEXT GENERATION  

OF TEACHERS

March 7, 2016 UCSC Special Board Meeting 

Item No. 9.2: Teacher Retention Plan



WHO STAYS IN

TEACHING AND WHY:
A REVIEW OF THE LITERATURE

ON TEACHER RETENTION

SU S A N MO O R E JO H N S O N

JI L L HA R R I S O N BE RG

MO RG A E N L.  DO N A L D S O N

The Project on the Next Generation of Teachers

Harvard Graduate School of Education

February 2005

March 7, 2016 UCSC Special Board Meeting

Item No. 9.2: Teacher Retention Plan



O T H E R  C O N T R I B U T O R S

EL I Z A B E T H BAG L I O

ME G I N CH A R N E R-LA I R D

SA R A H FI A R M A N

AN N E JO N E S

CH E RY L KI R K PAT R I C K

WI L L I A M MA R I N E L L

HE AT H E R G. PE S K E

EM I LY QA Z I L B A S H

JE N N I F E R ST E E L E

STAC Y SZC Z E S I U L

About the Project on the Next 
Generation of Teachers
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1

IN T R O D U C T I O N

Since 2000, educational policymakers and practitioners have been guided by a common goal—
substantially increasing student learning in all schools. States have adopted standards for student
performance and accountability measures including public reports of school-by-school results on
standardized tests. Increasingly, data on student outcomes reveal differences between classrooms
within the same school, reinforcing earlier evidence that student learning is substantially affected 
by the quality of teachers’ instruction. Thus, there are increasing efforts to provide each student
with a skilled and committed teacher and to support each teacher on the job. 

However, these goals present enormous challenges. Half the current teaching force is projected
to retire between 2000 and 2010. Meanwhile, there is evidence that teaching has become a less
attractive career than it was thirty years ago among both prospective and new teachers. Moreover,
turnover rates among new teachers are rapidly increasing, particularly in low-income schools. Thus,
there is a need not only to recruit talented candidates to teaching, but also to support and, thus,
retain them once they have entered the classroom. 

Factors That Influence Teacher Retention
Research suggests that teachers’ decisions to remain in their schools and in teaching are influenced
by a combination of the intrinsic and extrinsic rewards that they receive in their work. Intrinsic
rewards include such things as the pleasure of being with children, the exhilaration of contributing
to students’ learning, the enjoyment of teaching subject matter one loves, or the chance to develop
new skills and exercise expanded influence on the job. Extrinsic rewards would include salary, 
benefits, and bonuses, public recognition for one’s accomplishments, or being chosen to take on 
special responsibilities. However, intrinsic and extrinsic rewards sometimes interact. For example,
pay, is seldom an important incentive that draws people into teaching, but it can take on increased
importance when working conditions—e.g., lack of supplies or a chaotic school environment—
make it difficult or impossible to succeed with students.

In addition to these intrinsic and extrinsic rewards, there are certain conditions of work that
make the day-to-day experience of teaching pleasant or at least tolerable, such as having a classroom
that is well lighted, effectively ventilated, and temperature-controlled or knowing that the parking
lot is safe enough to allow working late. Some of these positive working conditions may compensate
for negative conditions, such as lack of materials and supplies, cynical colleagues, or very large 
classes. In some situations, the negative may outweigh the positive, leading teachers to leave their
schools or teaching.

Of course, individual teachers have different expectations and priorities for their work and
workplace; what satisfies one may be insufficient for another. For example, a new teacher may be
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more concerned than a veteran about not having a curriculum. One teacher may be exasperated
about the shabby condition of the school building while her colleague barely notices the disrepair.
Having the chance to exercise influence in the school may be essential for one teacher’s ongoing
engagement in her job, while her peer in the classroom next door may care far more about having
access to good professional development. Pay matters more to the teacher who does not have 
the down payment for a house she wants to buy than it does to another who entered teaching at
mid-career and has a military pension to supplement his salary. Therefore, it is impossible to specify
a simple set of elements that will satisfy all teachers, since people are different and many features 
of the workplace are interdependent. In order to meet the expectations of a wide array of individuals
and enable them to find satisfaction in their work, all elements require attention.

Being effective in the classroom is of great importance to all teachers. If working conditions
make it impossible for them to achieve the intrinsic rewards for which they entered teaching, they
are likely to leave the classroom or withdraw psychologically. Research has shown that there are
important links between teachers’ sense of being effective, their satisfaction with their work, and
retention. An unrealistically demanding workload, a lack of textbooks, or isolation from one’s peers
may compromise a teacher’s opportunity to teach well and, thus, succeed with students. As a result,
satisfaction decreases, possibly leading the teacher to change schools or leave teaching. Therefore,
broadly speaking, teacher retention can be affected positively or negatively by factors that influence
a teacher’s sense of efficacy in the classroom and satisfaction on the job.

Although improving rates of retention among teachers is currently a high priority for many
school districts, retention, in and of itself, is not a worthy goal. Students are not served well when 
a district retains teachers without regard to quality. Little can be achieved (and much might be lost)
when a district succeeds in reducing teacher turnover if some of those teachers are incompetent,
mediocre, disengaged, or burnt out. Instead, student learning is the goal, and schools must seek to
retain teachers who demonstrate that they are skilled and effective in the classroom, are committed
to student learning, and are ready and able to contribute to the improvement of their school.

The Scope Of This Review
This literature review focuses on the issue of teacher retention in U.S. public schools. It considers
research that can provide insight into problems of teacher shortage and turnover, offer a comprehen-
sive explanation for why some able teachers leave the classroom prematurely, and suggest current
strategies for increasing retention rates. In conducting this review, we have taken a broad perspec-
tive on what makes teaching attractive, engaging, and rewarding work. Surveys of teachers conduct-
ed by an array of individuals and organizations over a number of years reveal that many factors of
the teachers’ workplace influence their decisions about whether to enter and remain in teaching.

As we consider it here, the teachers’ workplace is conceptually very broad, including the more
obvious elements such as pay, the condition of a school facility, and the teacher’s assigned workload,
as well as factors that may seem at first to be less relevant to retention, such as how well individuals
were prepared to teach or whether they have opportunities to exercise influence beyond their 
classroom. Given this array of factors, school officials and policymakers cannot choose what they
believe to be an essential lever—for example, increasing salaries or repairing a facility—and expect
to substantially influence teachers’ career decisions. From the perspective of teachers, these factors
are all important.

INTRODUCTION 2
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Moreover, they are interdependent. How a teacher prepares to teach may determine whether
she copes effectively during her first years in the classroom. How a teacher is hired can influence
how much collegial support he will find on entry. A district’s salary scale may determine whether a
teacher must take a second job in the evenings or can attend graduate school to acquire skills that
the school needs. Whether her classroom has adequate equipment and supplies may determine
whether a teacher can use a new curriculum. The difficulty of a new teacher’s course assignment can
determine whether she has time to collaborate with colleagues. How a principal makes decisions—
unilaterally or involving the staff—may decide whether students throughout the school benefit
from a teacher’s ideas and talents. Thus, a complex set of factors must be taken into account in any
effort to support and retain good teachers.

The studies that are reviewed
Given the many inter-related factors that influence the retention of teachers, we have chosen to
review literature that broadly informs policy and practice. As there is no established body of litera-
ture on teacher retention, the topics and studies that we have chosen are intended both to draw
together information on the issue and to stake out the territory that warrants further investigation.

We have chosen to include in this review qualitative and quantitative studies that inform
some important aspect of teacher retention. For the most part, we have chosen relatively recent
research that examines U.S. public education. However, older studies that have continuing impor-
tance and non-U.S. studies that are relevant to the U.S. context are included as well. We have
sought to be even-handed in the extent of attention given each topic, although available research is
unevenly distributed and there are many studies about certain subjects, such as pay, and surprisingly
few about others, such as hiring.  Although some of the research we review focuses directly on
teachers and their workplace, many other studies were conceived and conducted to address different
topics, such as school improvement or student support, and thus we must infer what their findings
imply for teacher retention. 

Over the past five years at the Project on the Next Generation of Teachers, we have studied
ways to attract, support, and retain new teachers. One longitudinal study following 50 new teach-
ers’ experiences over their first four years helped us understand the breadth of teachers’ concerns and
the interdependence of many elements that influence teachers’ career decisions. We have conducted
qualitative and quantitative studies about a range of topics—teachers’ attitudes toward the teaching
career; the experiences of new teachers with colleagues; the role of pay and incentives; new teachers’
experiences with hiring; alternative certification programs; signing bonuses; mentoring and induc-
tion programs. In choosing to include our own work on the various topics, we were not seeking to
feature ourselves to the exclusion of others. In fact, we worked hard to identify studies from many
sources that could inform understanding of teacher retention.

Often, however, we found that an important topic had received little empirical attention.  In
such a case, we include an account of our research and encourage additional inquiry about the topic.
We recognize the tension that inevitably exists in setting out to review research about a topic that
we have studied and written about extensively. Our goal here is not to claim that we have the
answers or even all the questions, but to encourage further study and analysis that will ultimately
lead to deeper understanding and better policy and practice in support of student learning.

3 WHO STAYS IN TEACHING AND WHY: A REVIEW OF THE LITERATURE ON TEACHER RETENTION
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The contents of this report
Each section of this report addresses a topic that is relevant to the challenge of retaining a strong
and effective teaching force. In Section One, we define key terms and present background on the
issue, explaining the reasons for teacher shortages and examining the causes, effects, and extent of
turnover, including its uneven impact on certain schools and regions and its costs for districts and
students. In Section Two, we review research on various approaches to teacher preparation—both
traditional and alternative—and consider how pre-service preparation might affect teachers’ sense of
competence and efficacy.  Section Three, which examines hiring, reviews the small number of stud-
ies that examine how hiring practices are carried out and how they can affect both a teacher’s satis-
faction and a school’s success. In Section Four, we review research about teachers’ compensation—
salaries, incentives, and benefits—and discuss what is known about the role of pay in teachers’ per-
formance and career decisions. Section Five explores three elements of working conditions, all of
which affect teachers’ capacity to succeed in the classroom—facilities and equipment; workload and
assignments; curriculum and assessments. The broad topic of school community is addressed in
Section Six.  It first reviews studies that illuminate teachers’ experiences with colleagues, school
improvement, and the principals’ leadership, explaining the relationships among them. Then it pro-
ceeds to consider the role that students, themselves, play in teachers’ sense of satisfaction and ulti-
mate retention and considers how parents can be engaged by schools to support teachers’ success
with students. Finally, Section Seven first examines the stages of the teaching career, with attention
to the kinds of support and opportunity that teachers seek at particular stages.  It then explores
research about traditional and differentiated career models. In a Conclusion, we offer general recom-
mendations for improving research on retention.

In each section of the report, we suggest future directions for research about each topic.  In
doing so, we hope to establish the importance of conducting further research on the topic and pro-
voking interest in such efforts. With our specific recommendations, we intend to illustrate possibili-
ties, not to establish priorities. There are many other worthy examples that we and others might
suggest. So that various sections of this report can be read separately, we have included the relevant
references at the end of each.  However, for key studies and reports, we have prepared annotated
bibliographic entries, which are grouped at the end of the report.

Although this review considers a wide array of topics, it does not address some important ones
that also influence teacher quality and, thus, student learning. For example, there are large issues
about the composition of the workforce that we judged to be beyond the bounds of this literature
review. Who enters teaching and why?  Why is today’s teaching force not more diverse by race,
social class and gender? What role do race and social class play in the distribution of well-qualified
teachers? How do teacher unions and local contracts influence teacher hiring and assignment prac-
tices?  What role do unions play in the development of innovative compensation plans or peer sup-
port and review? How do supervision and evaluation practices affect a school’s or district’s capacity
to strengthen its faculty? Because this review focuses primarily on the career choices that teachers
make and the conditions of work that influence their choices, we decided not to include such ques-
tions. In defining the limits of our review, however, we do not mean to underestimate the impor-
tance of such issues.

INTRODUCTION 4
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5

1
BA C K G R O U N D

In recent years, nearly 450,000 teachers—one-sixth of the teacher workforce—have left American
schools annually. Some have transferred to other schools or districts and others have left the teaching
profession altogether. It is clear that turnover, whether due to migration or a complete exit from the
profession, occurs on a grand scale among American schools. It is also clear that some schools—
namely, those that serve low-income students and students of color—experience turnover dispropor-
tionately.  What is the impact of this turnover? What are the costs of turnover shouldered by the
schools these teachers leave? Framed differently, among those schools that retain high portions of
their faculty, what are the benefits? As stated in the previous chapter, the purpose of this review is
to bring research to bear on such questions, to provide sensible recommendations for practitioners
and policy makers, and to identify promising new directions for research regarding teacher retention
and turnover.

The Challenge of Teacher Turnover and Shortage
On the face of it, teacher turnover and shortage may appear relatively benign. Today’s teaching 
force is the largest in history, and in recent years over 150,000 new teachers have graduated from
preparation programs annually (National Commission on Teaching and America’s Future, 2003;
National Education Association, 2003). Although teachers have moved out of their positions in
large numbers (456,100 in 2000-2001) more than enough replacements (534,861 in 2000-2001)
have moved into new classrooms (Luekens, Lyter, Fox, & Chandler, 2004).  While at this aggregate
level the state of affairs appears relatively innocuous, a closer, more nuanced look at turnover and
shortage reveals a troubling picture.

In recent years, demand for teachers has grown. Increased enrollment has been a primary 
contributor to the expanded need for teachers. This has been particularly acute in regions of the
country, such as the Southwest, that are experiencing elevated birthrates and immigration.
Additionally, policy mandates, such as class size reduction, have expanded schools’ need for 
teachers. California felt the aftershock of such a policy change in the late 1990s; Florida recently
passed comparable legislation and is sure to experience amplified demand.

Simultaneously, research suggests that teacher supply has not kept pace with demand in 
all schools, districts, and subject areas. This is due in part to the non-entry of certified teachers. 
A recent study estimates that approximately half as many new graduates of teacher education 
programs entered teaching jobs in 1999 as graduated from such programs in the same year
(National Commission on Teaching and America's Future, 2003). Although this non-entry may 
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be explained in part by delays caused by licensing requirements or further teacher training 
(Henke, Choy, Chen, Geis, & Alt, 1997), the fact remains that large numbers of prepared teachers
never enter classrooms.  

Decreased supply is also due to turnover and, more specifically, to attrition and mobility. As
the teacher workforce ages, large numbers of veteran teachers are leaving the profession. Surveys of
retired teachers suggest that early retirement incentives may play a role in this large-scale departure
(Luekens et al., 2004).  Yet recent estimates suggest that only about 12 percent of today’s turnover
is due to retirement (Ingersoll, 2001). Most of turnover is thus due to causes other than retirement.

Teacher supply, moreover, is not evenly distributed across schools, districts, regions, and 
subject or grade assignments. A suburban district may have a surplus of teachers while its urban
neighbor five miles away struggles to fill job openings. Similarly, in the same district, a school 
with a good reputation may draw hundreds of applications for one position while a school identified
as “failing” may generate little interest among teacher candidates. Schools may have no difficulty
finding qualified candidates in history or English, but encounter problems in finding similarly
qualified math teachers. Thus, while some communities or regions of the country experience 
shortage regularly, others operate with relatively full staffing and without the distractions and
cumulative costs of persistent shortages.

Teacher Turnover Today

DEFINITION OF TERMS.
In the literature on turnover and retention, the general term turnover is used as an umbrella term 
to describe “the departure of teachers from their teaching jobs” (Ingersoll, 2001, p. 500). However,
the policy implications are different when large numbers of teachers leave their jobs for other 
teaching jobs as opposed to when they leave the teaching profession altogether. To reflect this
important difference, researchers often use the term attrition to refer to the phenomenon of teachers
leaving the profession, and the term migration to describe the transfer of teachers from one school
to another (Ingersoll, 2001, p. 503).

For this review, we follow Ingersoll’s lead in defining turnover as the departure of teachers
from their teaching jobs in schools. These individuals may be leaving teaching for good or they may
be moving across the district to another school. However, from the perspective of their school, this
distinction matters little, since the school must deal with the loss regardless of whether the teacher
moves to another school or out of the profession altogether (Ingersoll, 2001). In this review and
elsewhere (see Johnson & Birkeland, 2003; Johnson et al., 2004; Luekens et al., 2004) researchers
label those who continue to teach in the same school from one year to the next “stayers,” those who
migrate “movers,” and those who leave teaching altogether “leavers.”

A BROAD PICTURE OF TURNOVER TODAY.
Currently there is relatively high turnover of teachers in American schools. In 2000-2001, the last
year for which data are available, 221,400, or 7.4 percent of public school teachers left the teaching
profession, and 231,000, or 7.7 percent moved to a different school (Luekens et al., 2004). Thus, as
shown in Table 1, in that year 15.1 percent of American public school teachers left their schools.
Recent turnover rates are higher than in the prior decade or so; NCES reports that teacher turnover
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7 WHO STAYS IN TEACHING AND WHY: A REVIEW OF THE LITERATURE ON TEACHER RETENTION

Public School Stayers, Movers, and Leavers by Selected School and
Teacher Characteristics, 1999-2000 to 2000-01

Total Number Percentage
of Stayers

Percentage
of Movers

Percentage
of Leavers

2,994,600

494,400

708,300

913,600

880,400

731,300

2,263,300

2,540,400

22,700

52,800

217,900

160,900

192,900

304,700

1,015,800

211,400

184,200

155,000

324,800

605,800

806,300

1,511,900

676,400

1,010,300

838,100

1,146,300

84.9

74.7

84.9

88.7

86.8

86.7

84.3

85.0

87.9

81.7

84.3

85.4

80.6

86.3

84.5

84.6

85.9

86.5

81.1

87.6

84.8

84.5

86.0

86.5

85.3

83.2

7.7

15.7

8.6

6.7

3.6

6.0

8.3

7.6

4.7

16.2

8.3

7.1

11.4

7.4

8.3

6.4

6.7

4.7

10.2

6.0

8.1

7.8

7.2

6.6

7.7

8.7

7.4

9.6

6.5

4.6

9.8

7.4

7.4

7.5

7.5

2.1

7.4

7.5

8.1

6.3

7.2

9.0

7.3

8.8

8.7

6.4

7.1

7.8

6.8

6.9

7.0

8.1

TABLE 1

School or Teacher 
Characteristic

Total

Age

Under 30

30-39

40-49

50 or more

Gender

Male

Female

Race/Ethnicity

White, non-Hispanic

American Indian or Alaska Native

Asian or Pacific Islander

Black, non-Hispanic

Hispanic

Main Assignment Field

Arts and music

English/language arts

General elementary

Mathematics

Science

Social studies

Special education

Other

Community Type

Central city

Urban fringe/large town

Rural/small town

Minority Enrollment

Less than 10 percent

10-34 percent

35 percent or more

Source: Luekens, Lyter, Fox, & Chandler (2004). Teacher attrition and mobility: Results from the teacher follow-up survey,
2000-01. Washington, DC: National Center for Education Statistics.
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in the late 1980s and early-to-mid 1990s was between 12.4 percent and 13.5 percent (Luekens et
al., 2004). 

As indicated above, in public schools migration accounts for at least half of annual turnover
(Ingersoll, 2001; Luekens et al., 2004). Furthermore, Ingersoll (2001) reports that turnover rates for
all U.S. employees in the 1990s hovered around 11 percent; therefore, teaching seems to be a profes-
sion characterized by relatively, but not extraordinarily, high turnover.  

Finally, we must keep in mind that some leavers retire at the end of long careers, while
others depart long before their pensions accrue. Today, many teachers are poised to retire within
the next few years (Young, 2003). Retiring teachers comprise a small portion of leavers, however.
In his analysis of 1991 data, Ingersoll found that only 12.3 percent of annual turnover from
schools and 27 percent of all departures from the teaching profession were due to retirement
(2001). It is the 87 percent of teachers who leave their schools for reasons other than retirement
who are the focus of this review. These are the people whose departure creates high costs for
American schools and communities today and whose decision to leave might be influenced by
changes in policy and practice.

WHO LEAVES? 
Broad trends exist regarding which teachers tend to leave their schools or the profession. Teachers’
age is one of the most reliable predictors of departure from one’s job, with a u-shaped distribution
in which younger and older teachers are more likely to leave (Boe, Bobbitt, & Cook, 1997; Grissmer
& Kirby, 1993; Grissmer & Kirby, 1997; Hanushek, Kain, & Rivkin, 2004; Ingersoll, 2001;
Murnane, Singer, & Willett, 1988). Luekens et al. (2004) found evidence of this pattern in their
recent analysis of NCES data. As indicated above in Table 1, Luekens and colleagues found that
teachers under thirty years of age were least likely to remain in their schools from the 1999 to
2000. Similarly, there is a strong relationship between turnover and experience, with the least and
most experienced teachers most likely to depart their schools (Hanushek et al., 2004; Murnane,
Singer, Willett, Kemple, & Olsen, 1991).

Beyond age and experience, descriptive statistics reported by Luekens et al. (2004) suggest
most clearly that stayers are more likely to be male than female and teach general education rather
than special education (see Table 1). Considering race and ethnicity, the researchers do not find large
differences in teachers’ likelihood of staying.  However, Luekens and colleagues did not run inferen-
tial tests to determine whether differences between groups were significant.  In an earlier analysis
that included inferential tests, Ingersoll (2001) found that males were slightly more likely than
females to stay, general education teachers were more likely than special education teachers to stay,
and minority teachers were slightly more likely than white teachers to stay. However, only the gen-
eral education effect was significant1 (Ingersoll, 2001).

Ingersoll’s finding on gender is echoed in some studies (Stinebrickner, 2001) but contested or
complicated by others (see, e.g. Guarino, Santibañez, Daley, & Brewer, 2004). For instance,
Murnane et al. (1991), who conducted research in North Carolina and Michigan, found that female
teachers over the age of thirty were more likely to stay than younger females or male teachers of any
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age. By contrast, younger females were less likely to stay than older females or their male counter-
parts, regardless of age.

Ingersoll’s findings on race and ethnicity are generally supported by other research. Some stud-
ies corroborate his finding that minority teachers in general are less likely to leave teaching
(Murnane et al., 1991). Others find that specific minority sub-groups, such as Latinos, as document-
ed by Kirby, Berends, and Naftel (1999), are less likely than white teachers to depart their schools.
Regarding mobility, Hanushek, Kain, and Rivkin (2004) identify a pattern in Texas in which white
teachers move to schools serving lower proportions of children of color and African American teach-
ers move to schools serving higher proportions of minority students.

Ingersoll’s detection of a higher likelihood of turnover for special education teachers is sub-
stantiated by prior research (see Boe et al., 1997). Although Ingersoll did not find that math or sci-
ence teachers are more likely to leave schools, this pattern has been identified in other studies
(Murnane et al., 1991; Kirby, Berends, & Naftel, 1999).

WHAT KINDS OF SCHOOLS DO TEACHERS LEAVE BEHIND?
Broad patterns also exist regarding the schools that experience high turnover. Among public schools
in 1990-91, high-poverty schools experienced higher turnover rates (15.2 percent) on average than
did low-poverty schools (10.5 percent) (Ingersoll, 2001).

Similar patterns exist regarding schools’ minority enrollment. As shown in Table 1 above, in
2000-2001, 16.8 percent of teachers left schools that enrolled more than 35 percent minority stu-
dents; 14.7 percent of teachers left schools with minority enrollments between 10-34 percent; and
13.5 percent of teachers left schools with a less than 10 percent minority student body (Luekens et
al., 2004).  Hanushek, Kain, and Rivkin (2004) find that high-minority schools in Texas experi-
enced higher levels of turnover than those serving lower proportions of minority students.

Hanushek, Kain, and Rivkin (2004) further find that schools with bottom-quartile average
scores on the Texas Assessment of Academic Skills (TAAS) scores had annual attrition rates of
almost 20 percent, while those with average scores in the top quartile had turnover rates of only 15
percent. Together, these studies suggest that students at lower-performing, lower-income, higher-
minority schools are more likely to have inconsistent staffing from year to year and to be taught by
a greater number of inexperienced teachers than their counterparts are at higher-achieving, more
affluent, and predominantly white schools.

Although conventional wisdom often suggests that teacher turnover is higher in urban schools,
analyses of large-scale datasets do not consistently support this conclusion. Ingersoll found that
urban turnover rates were significantly higher than rural turnover rates, but that urban and subur-
ban turnover rates did not differ by a significant margin (Ingersoll, 2001). Between 1999-2000 and
2000-2001, the differences between public school turnover rates in urban and non-urban schools
appear even less pronounced. As shown in Table 1, in that year, turnover was slightly lower in urban
(“central city”) schools than in suburban (“urban fringe/large town”) schools, with rates of 15.2 per-
cent and 15.5 percent, respectively (Luekens et al., 2004).  In the same year, rural schools had a
turnover rate of 14 percent. However, these findings may depend on the definition of the terms
“urban” and “suburban.” In fact, NCES draws on Census data to define these terms and often
includes mid-sized, central cities in its “suburban” category. These cities may register poverty and
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minority rates similar to larger, central cities and may struggle with low student achievement. For
this reason, such comparisons among urban, suburban, and rural turnover rates should be treated
with caution.

A recent analysis also calls into question conventional wisdom regarding school size and
teacher retention. Ingersoll (2001) finds almost no difference in turnover rates between large and
small public schools (11.2 percent and 11.8 percent, respectively), except that more than half of the
turnover at large schools was due to attrition, while more than half of the turnover at small schools
was due to migration. This suggests that, on average, small schools are not more successful at
retaining teachers, contrary to the belief that many people hold.

Why does retention matter?
We know that certain kinds of people are more likely to leave their teaching jobs and certain
schools are more likely lose teachers. But do these distinctions matter and, if so, how? Increasingly,
researchers, practitioners, and policy makers have focused their attention on retention (Guarino et
al., 2004; Ingersoll, 2001; Johnson & Birkeland, 2003; National Commission on Teaching and
America's Future, 2003). One major reason is that research has confirmed, with increased method-
ological rigor, that teacher quality makes a difference in student learning (Goldhaber & Anthony,
2004; Rivkin, Hanushek, & Kain, 2002; Rockoff, 2003; Rowan, Correnti, & Miller, 2002; Sanders
& Horn, 1998; Sanders & Rivers, 1996; Wright, Horn, & Sanders, 1997). Currently, researchers
generally concur with Sanders and Horn’s (1998) suggestion that the teacher may be the “most
important factor in the academic growth of students” (p. 3).

Although good teachers positively influence student learning, bad teachers may impede stu-
dent progress.  As such, many researchers (e.g., Ballou & Podgursky, 1997; Guarino et al., 2004;
Hanushek et al., 2004) and practitioners make the point that 100 percent retention is not desirable
because this implies poor-quality teachers should be retained. Indeed, beyond the necessity of firing
weak teachers, from an organizational perspective, a small degree of annual turnover is necessary and
healthy. This infuses the organization with fresh ideas and insights and allows teachers who realize
the school does not provide what they seek in a workplace to leave amicably. Some school systems
have embraced this perspective. For example, in Rochester and Toledo, mentor teachers supervise
and evaluate new and experienced teachers, often counseling ineffective teachers out of the system
(Hertling, 1999; Koppich, Asher, & Kerchner, 2002). Clearly, ineffective teachers should not be
retained. Although we would have preferred to review only literature that addresses the retention of
effective teachers, research on retention rarely addresses the issue of teacher quality, and instead sur-
veys turnover in the aggregate. We review this research here, with the hope that future research on
teacher turnover will incorporate teacher quality as a more explicit focus of its research design and
implications.

Few studies have investigated the expenditures associated with teacher turnover, yet it levies at
least three different types of costs. First, turnover carries direct instructional costs for the students
who would have been taught by the departing teacher. Second, turnover exacts financial costs on the
school and/or district exited. Third, a teacher’s exit presents a potential organizational cost in that
turnover may impede its ability to maintain consistent procedures and practices. Each will be dis-
cussed below.
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INSTRUCTIONAL COSTS.
Several instructional costs accompany teacher turnover. Setting aside the issue of teacher quality for
now, whenever teachers leave a school, they leave some educational disturbance in their wake.    

Schools tend to lose inexperienced teachers, particularly those with fewer than five years of
experience (Ingersoll & Smith, 2003). Thus, schools that lose new teachers and replace them with
other novices ensure that instruction, on average, will be persistently weak, since there is general
consensus that teaching effectiveness increases within at least the first few years of a teacher’s career
(Hanushek et al., 2004; Murnane & Phillips, 1981; Rockoff, 2003). If teachers repeatedly leave a
school before becoming competent in their practice, students will be taught by a string of teachers
who are, on average, less effective than more experienced teachers.

Additionally, there is some evidence that departing teachers, on average, may be more effective
than those who remain. Murnane and Olsen’s (1990) study of turnover and retention rates in North
Carolina found that a high score on the National Teachers Exam was associated with a short initial
stay in the teaching profession, and that teachers with the highest test scores were the least respon-
sive to salary increases (Murnane & Olsen, 1990). In other words, the high scoring teachers required
a much higher salary than lower scorers to remain in the profession. Similarly, Stinebrickner (2001)
found that teachers with higher SAT math scores had shorter durations in teaching and Lankford,
Loeb, and Wyckoff (2002) found that higher-achieving teachers (based on college selectivity and
certification exam performance) were more likely than their lower-achieving colleagues to leave their
schools or the profession. In another study, Podgursky, Monroe, and Watson (2004) tracked six
cohorts of Missouri teachers (those entering between 1990-91 and 1995-96) through the 1999-
2000 school year and found that high ACT scores and graduation from a more selective college were
associated with significantly greater likelihood of teacher attrition during those years. Moreover, the
authors found that high-achieving math and science teachers were significantly more likely to
depart than their high-achieving colleagues in other subject areas. Despite this evidence that high-
aptitude teachers are the most likely to leave the profession, some researchers dispute the toll of
turnover on teacher quality. Hanushek, Rivkin, and Kain (1998) conclude that the average quality
(measured by student achievement) of new teachers  who left their schools did not differ markedly
from the quality of those who remained.

FINANCIAL COSTS.
There are also financial costs that accompany teacher turnover, though approaches to calculating
these costs vary widely. Some observe that high turnover lowers average teacher experience levels
and thereby actually reduces school and district salary expenditures (Grissmer & Kirby, 1997).
While this argument appears sound, it does not include the costs of recruiting, hiring, and training
replacements for those who left, which various studies find to be considerable.

Assuming that a teacher will not return to the school or district from which he or she departs,
the financial cost is comprised of the expenses required to recruit, hire, induct, and professionally
develop the replacement teacher, as well as separation expenses, such as closing out payroll accounts
and completing service records (Texas Center for Educational Research, 2000). The higher the rate
of turnover, the lower will be the return on hiring, induction, and professional development expen-
ditures. Furthermore, some estimates include vacancy costs such as paying substitute teachers until
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adequate full-time replacements are found (Chicago Association of Community Organizations for
Reform Now (ACORN), 2003).

In a 2000 study to estimate statewide teacher turnover costs, the Texas Center for Educational
Research found that schools in Texas may be spending between $329 million and $2.1 billion dol-
lars on teacher turnover every year, based on an annual, statewide 15.5 percent turnover rate and
depending on which of five industry models is used in the calculations (Texas Center for
Educational Research, 2000). The most conservative model took into account the number of leavers
and their salaries, the number of applicants and interviews for the opening, and the organization’s
size. It then generated a per-teacher turnover cost estimate equal to 25 percent of the departing
teacher’s salary and benefits. Other models also included estimates of separation costs, training costs,
vacancy costs, and learning curve or productivity costs, and ranged as high as 200 percent of a
departing teacher’s salary. When researchers laid aside industry models and conducted their own
empirical research on turnover costs in three Texas districts, they found that the per-teacher
turnover cost ranged from $354.92 in a district with relatively low turnover and recruiting prob-
lems to $5165.76 in a high-turnover district.

A second study, conducted for a group of sixty-four Chicago elementary schools serving large
numbers of low-income and minority children, estimated even greater costs of turnover (Chicago
Association of Community Organizations for Reform Now (ACORN), 2003). Following the 2377
teachers in these schools with under five years of experience, ACORN charted a turnover rate of
23.3 percent in the 2001-02 school year. Researchers projected that if turnover rates were to contin-
ue at the pace observed in 2001-02, the five-year turnover rate for new teachers in these schools
would be 73.3 percent, a figure substantially higher than the 50 percent turnover identified nation-
ally for teachers in their first five years on the job (Ingersoll & Smith, 2003). The Chicago ACORN
report calculated the cost of turnover in three different ways. The first, which came to $10,329.40
per teacher, was based on researchers’ empirical explorations of the schools’ costs, which averaged 20
percent of a leaving teacher’s salary. The second method was based on an industry model also used in
the aforementioned Texas study, which estimated turnover costs at 150 percent of the leaving
teacher’s salary, or $77,470.50 per teacher in this study. The third method calculated a cost of
$63,689.00 per teacher, based on an estimate of 2.5 times the average pre-service teacher prepara-
tion costs statewide.

A third analysis, provided by the Alliance for Excellent Education (2004), estimates a total
figure of $2.6 billion annually lost on turnover. Researchers adopted the U.S. Department of Labor’s
practice of estimating turnover costs to employers at 30 percent of the departing employee’s salary.
According to this method, the per teacher cost of turnover, based on the average U.S. teacher’s
salary, is estimated at $12,546.

In these estimates, the amount the district invests in training new teachers through induction
and professional development plays a key role in calculating actual costs. Districts that invest less
money in these supports may bear a lower per teacher cost of turnover than their counterparts who
spend more money on training. However, if induction and professional development are associated
with increased retention, the districts that invest in such supports may well retain more novices.
Thus, the per teacher cost of turnover in the districts that invest in professional development and
induction may be higher but the total cost may be lower since fewer teachers eventually leave.
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Together, these studies of turnover appear to estimate the upper bound of expenses due to
turnover. Nonetheless, they lay out initial calculations suggesting that teacher turnover costs are
high for schools, districts, and states at a time when budgets are tight. Money spent as a result of
turnover could better be spent to improve instruction and student learning. 

ORGANIZATIONAL COSTS.
Neild, Useem, Travers, and Lesnick (2003) studied turnover patterns in Philadelphia public schools
from 1999-2000 to 2002-2003 and found that the poorest of poor schools (i.e., schools with 90 per-
cent poverty or more) had the most difficulty retaining teachers over the three-year period studied
and the most difficulty filling vacancies that arose. The authors characterize the costs associated
with teacher turnover more broadly than the Texas Center for Educational Research or the Alliance
for Excellent Education. Neild et al. conclude that turnover generally “impede[d] development of a
coherent educational program, institutional memory, and staff cohesion” (p. 14). Costs, then, are
paid by the students whom the departing teacher would have taught and other students whose edu-
cation the departing teacher might have influenced indirectly through staff cohesion and institu-
tional memory. Teachers and administrators also pay a considerable cost when they are left to rein-
vest in establishing professional relationships and re-establish routines for shared work.

COMPOUNDED COST OF HIGH TURNOVER.
When a school experiences the frequent departure of a considerable portion of its faculty, turnover
takes a heavy toll on the functioning of a school and, ultimately, on its ability to deliver high-quali-
ty instruction to students. School norms and systems may falter and already troubled schools
become more chaotic. This chaos makes teaching and learning more difficult. Guin (2004) studied
five schools within the same urban district to investigate what she terms “chronic teacher turnover”
Guin found that the schools in her sample with high turnover “are less likely to have high levels of
trust and collaboration among teachers. Additionally, high turnover requires a school to restart their
instructional focus each year, resulting in a less comprehensive and unified instructional program.
Finally, the schools that most frequently need to hire teachers have the smallest applicant pool on
which to draw” (p. 19). It is just this absence of programmatic traction that frustrates teachers and
perpetuates the cycle of turnover.     

Also, insofar as the research described here has shown that poor and struggling schools have
higher rates of turnover, lack of attention to this problem simply perpetuates the cycle in which
poor children receive the least experienced teachers and the least continuity of adults in the school
community from one year to the next. As Johnson and Birkeland’s (2003) work shows, these schools
do not have higher turnover because teachers prefer to teach wealthier students, but because these
schools are often least equipped to support new teachers in their efforts to become effective.

In sum, teacher turnover occurs on a wide scale in American schools and the costs to students
and to schools are considerable. Although some migration and attrition are desirable, turnover at
the level some schools now experience impedes their educational mission. It is clear that teachers are
moving and leaving in large numbers, but why? Empirical research helps to illuminate why teachers
leave their schools and the profession and to suggest what schools and districts can do to support
and retain teachers.
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Directions for future research
Although the material reviewed in this chapter suggests many fruitful lines of research, three exam-
inations seem particularly promising. First, the relationship between turnover and shortage has not
yet been thoroughly examined. Qualitative studies that examine closely how turnover plays out in a
context of shortage compared to one of balanced supply and demand would advance the field.
Quantitative studies that specify the relationship between turnover and shortage would also con-
tribute considerably to our understanding. For example, an examination of whether turnover pre-
dicts shortage and under what conditions could add to our understanding of both phenomena.  

Second, current estimates of the financial cost of turnover do not capture the complex relation-
ship between district and school investment in new teacher training and turnover. Studies should
calculate the cost per teacher of turnover as well as the aggregate cost per district and specify in
greater detail the relationship between training, the incidence of turnover, and costs at the individ-
ual, school, and district level.

Lastly, the field would benefit from comparative case studies of schools and districts that expe-
rience different degrees of turnover. Such research would develop our understanding of the instruc-
tional and organizational costs of teacher turnover and may well reveal other costs or benefits of
teacher migration and attrition.
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2
PR E PA R AT I O N

Simple logic would suggest that a teacher’s satisfaction with her work depends, in part, on her com-
petence and confidence on the job. Indeed, those teachers who feel effective with their students tend
to express more satisfaction with their work, and therefore might be more likely to stay in teaching.
Johnson and Birkeland (2003) report that new teachers who find that they cannot achieve a “sense
of success” with students are less likely to find teaching rewarding work and to remain in the class-
room. While it may be commonsensical to expect that a teacher who is effective with students will
feel confident and satisfied with her craft, it is less obvious how teachers achieve that competence,
particularly those who are relatively new to the classroom. What role, if any, does pre-service prepa-
ration play in the process? There is as yet little consensus among researchers about the relationship
between teachers’ formal preparation or credentials and their effectiveness in the classroom. Yet if,
as some research suggests, teachers who are effective in the classroom are more likely to remain in
teaching than those who are not, it is important to understand whether such a relationship exists
and what it is.

It is important to acknowledge that there is a difference between a teacher’s sense of efficacy
and her actual efficacy, as reflected in various formal or informal measures of student performance.
Some teachers may believe they are effective when they are not; others may doubt their success
with students, even though available measures of student performance suggest that they are effec-
tive. However, given that few teachers are dismissed before achieving tenure, it is a teacher’s own
sense of efficacy—presumably informed by evidence of students’ performance—that figures into
retention.

There are two groups of studies that are relevant to this subject. One focuses on the individual
characteristics of the teacher, such as IQ or SAT verbal scores, as predictors of students’ success. The
second explores the link between teacher preparation and students’ test scores. Although neither of
these bodies of research addresses teacher retention directly, both illuminate factors that contribute
to student performance, which, by inference, may contribute to teachers’ sense of efficacy and job
satisfaction. In some cases, researchers have attempted to consider both the effects of teachers’ indi-
vidual characteristics and their preparation within the same study. However, as a recent literature
review by RAND reports, it is difficult methodologically to distinguish between selection effects
and training effects, since individuals with similar characteristics often choose the same type of pro-
gram (Kirby et al., 2004).
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In this section, we focus on evidence that teachers’ preparation influences their success in bol-
stering student performance or their confidence and satisfaction with teaching. Throughout, we
explore the possibility that these factors may influence retention. The following discussion first con-
siders whether differences in teachers’ content knowledge and pedagogical preparation affect student
performance. It moves on to review research about the impact of graduate level preparation on
teacher retention. Next, it examines studies that investigate whether the choice of a traditional or
alternative certification program is related to a teacher’s content knowledge, teaching skill, or stu-
dent outcomes. Finally, we discuss research exploring whether the choice of a traditional or alterna-
tive preparation program leads to differences in teachers’ satisfaction and ultimate retention. 

Does preparation in content knowledge
affect student achievement?

A small number of studies explore the effects of teachers’ coursework or degrees on students’ test
scores, usually in mathematics or science. Monk (1994) analyzed 2,829 high school students from
the Longitudinal Study of American Youth who were tested in mathematics and science in 10th,
11th, and 12th grades, examining information about background characteristics provided through
questionnaires as well as test scores.  The math and science teachers of these same students were also
surveyed. The study related teacher characteristics to test scores and accounted for earlier student
test scores, background characteristics, and teacher inputs. Monk found a positive relationship
between the number of college-level courses teachers had completed and students’ scores on mathe-
matics and science assessments. Similarly, Goldhaber and Brewer (1997) used data drawn from the
National Educational Longitudinal Study (NELS) of 1988 on 5,149 10th graders, 2,245 math
teachers, and 638 schools and found a positive relationship between a teacher’s having majored
in mathematics and student achievement. Goldhaber and Brewer found that a teacher with a mas-
ter’s degree in math “is clearly associated with higher student scores on the NELS mathematics
test” (p. 520).   

Wenglinsky (2002) used multi-level structural equation modeling (MSEM) to measure the
effectiveness of three factors—a teacher’s classroom practices, professional development received in
support of those practices, and characteristics of the teacher that were external to the classroom (e.g.,
educational attainment). He found that the teacher’s academic major was “modestly associated with
student achievement” and that the teacher’s level of education and years of experience were unrelat-
ed to student achievement. These findings suggest that teachers who have undergone more exten-
sive preparation in their content areas are also more likely to have higher rates of student achieve-
ment. However, it should be noted that these effects are evident only in the areas of science and
math and that the study only looked at data from one grade level (8th).

In their review of the literature on teacher characteristics and student achievement gains,
Wayne and Youngs (2003) conclude that the effect of teachers’ degrees and coursework on student
achievement varies by subject area. They report a positive relationship between coursework in
mathematics and student achievement; the more coursework a teacher had, the better students
performed. They also reported positive effects of certification, but again, these were limited to
mathematics.
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Does pedagogical preparation affect student achievement?
Some studies explore whether coursework in teaching methods or clinical experiences as a student
teacher or intern affect teacher effectiveness. Monk (1994) found that the number of content-based
methods classes taken by teachers during their college years positively affected high school students’
achievement in math and science. However, other analysts conclude that pedagogical training mat-
ters little, and recommend that prospective teachers only be required to demonstrate their knowl-
edge of subject matter in order to teach (Ballou & Podgursky, 1998). In a recent review of the liter-
ature on labor markets, Loeb and Reininger (2004) do not dismiss the potential value of teacher
training programs, but caution that currently there is “virtually no information on what aspects of
teacher preparation make a difference in student performance” (p. 23).

Indeed, there are vast differences in the components and quality of the numerous preparation
programs offered to prospective teachers. To date, researchers have not systematically taken such dif-
ferences into account when they seek to find a relationship between pre-service preparation and stu-
dent achievement. For the most part, they have treated all preparation programs as if they were the
same. Thus, the conclusions drawn from such studies about the effects of preparation often are based
on flawed comparisons.

There is some evidence that teachers who begin their careers with a year-long student teaching
internship, such as that completed in a Professional Development School (PDS), have greater
instructional success with their students. Again, this research may confound selection and treatment
effects and the findings may reflect the individual teacher’s abilities and intentions as much as it
does the teacher’s experience as an intern. Reynolds, Ross, and Rakow (2002) compared the effec-
tiveness of teacher graduates of George Mason’s regular and PDS preparation programs—the first
including traditional student teaching and the second a full year internship. With relatively low
response rates of 53 percent from the first group and 50 percent from the second, the researchers
found that teachers who completed internships under the close supervision of an experienced teacher
in a PDS were judged by their principals to be significantly better in terms of “being sensitive to
ethnic and cultural differences among students and balancing the varied demands of teaching” than
those who had completed the regular program. Otherwise, however, the two groups had similar rat-
ings. No measures of student achievement were included. In the same study Reynolds, Ross, and
Rakow compared the retention rates of the two groups and found little difference between them
during their first three years of teaching. However, when asked whether they intended to remain in
teaching, 95 percent of the PDS-prepared teachers said they did, while only 74 percent of teachers
prepared in the regular program reported this. Similarly, a higher percentage of PDS-prepared grad-
uates intended to stay at the same school (76 percent v. 64 percent). Again, it is impossible to know
whether such intentions preceded the training or were somehow a consequence of it.

Shen (2003), who used data from Baccalaureate and Beyond, 1993-97 to analyze the career
paths of a national sample of college graduates who were first surveyed in 1992-1993 and were fol-
lowed in 1994 and 1997. Shen examined attrition rates among 1,702 teachers who had graduated
from college within five years, and found that 34 percent of the sample had left teaching. In com-
paring teachers with pedagogical training and those without it, he found that teachers with no
training had a 335 percent higher hazard rate than those with preparation. That is, they were 3 1/3
times more likely to leave teaching during any given year.  Those who completed student teaching,
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acquired certification, and participated in induction were 111 percent more likely to stay in teach-
ing than those who had no training. Shen concludes that these data “unequivocally demonstrate”
that those teachers with pedagogical preparation are more likely to stay in teaching through the
first five years than those without such training. He goes on to argue that more fully prepared
teachers demonstrate a greater commitment to the profession and to students. Similarly, Boe et al.
(1997) analyzed data from the Schools and Staffing Survey and found that teachers with a full certi-
fication in their main teaching assignment (which would include both preparation in both content
and pedagogy) were less likely to leave teaching than those who were only partially certified. Again,
it is impossible to know whether this finding reflects selection or treatment effects.   

Does preparation in content affect teacher retention?
A small number of studies explore whether having a graduate degree (attained before or while
teaching) influences teachers’ decisions to remain in teaching. In general, these researchers find that
teachers with advanced degrees report being less committed to teaching or actually leave teaching at
higher rates than those who have only a bachelor’s degree. Notably, these studies do not distinguish
between teachers' having advanced degrees in content or pedagogy. For example, Rees (1991) used
logistic regression to study the career paths of New York State teachers between 1975 and 1978 and
found that, holding other factors constant, attrition rates were higher among those with more edu-
cation. Ingersoll and Alsalam (1997) used data from the Schools and Staffing Survey about teachers’
reported sense of commitment to teaching. They conducted multiple regressions using Hierarchical
Linear Modeling and found that teachers with advanced degrees reported slightly less commitment
to teaching than those without advanced degrees. Kirby, Berends, and Naftel (1999) used longitudi-
nal data obtained from the Texas Education Agency to study cohorts of teachers in Texas who
entered teaching from 1979 to 1996. They found that teachers with an advanced degree were more
likely to leave teaching than those with only a bachelor’s degree. If a teacher’s sense of efficacy were
the only factor influencing retention, one might deduce on the basis of these studies that an addi-
tional degree makes a teacher less effective. However, since we know that retention also is influ-
enced by other factors, such as pay and working conditions, it seems more likely that having an
advanced degree increases a teacher’s career options and, thus, may lead the teacher to another line
of work.

In contrast to these studies, which suggest that having an advanced degree negatively affects
retention, RAND authors (Guarino, Santibañez, Daley, & Brewer, 2004) report on two studies con-
cluding that having an advanced degree positively affects retention.  Adams (1996), who analyzed
data on elementary teachers hired by a large district in Texas between 1985 and 1991, found that
teachers who had no degree beyond the bachelor’s were 68 percent more likely to leave than those
with advanced degrees. Similarly, Shen (1995) analyzed data from the National Longitudinal Study of
the High School Class of 1972 and found that teachers with master’s degrees stayed longer in teach-
ing (10.60 years) than those with bachelor’s (5.24 years), doctoral (2.98), or associate’s degrees (2.96).

It is unclear how to interpret this array of contradictory findings from studies that span almost
two decades and now are dated. If today’s researchers were to agree about the effects of advanced
degrees on retention, it will be important to better understand teachers’ decisions. If advanced
degrees appear to propel teachers out of the classroom, does that mean that the content or experi-
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ence of additional coursework provokes them to explore new professional challenges? Or does the
master’s credential open new job options? Alternatively, if advanced degrees prove to increase reten-
tion, do teachers with master’s (but not doctoral) degrees find greater success in teaching as a result
of their training and, therefore, remain in the classroom longer? Or do teachers who have invested

time and money in attaining a master’s degree remain in teaching in order to garner the financial
benefits of advancing on the pay scale as a result of the additional training? Much more systematic
inquiry is needed to illuminate the relationship between advanced degrees and retention.

What are the effects of preparing to teach in a
traditional or alternative program?

Many researchers investigating the effect of pre-service preparation on teachers’ effectiveness or
retention compare data about teachers who have completed “traditional” and “alternative” prepara-
tion programs. Typically, programs labeled “traditional” are sponsored by colleges and universities
and require a year or more of credit-bearing coursework and a student teaching experience of two to
ten months. Those labeled “alternative” may be sponsored by non-university agents (private vendors
or school districts), often require less coursework (frequently non-credit bearing classes) and may
include little or no student teaching. Condensed alternative preparation programs, often called
“fast-track” programs, usually include the same basic elements as traditional preparation programs.
Researchers at SRI (Gallagher, Hough, & Luczak, 2004) and Johnson, Birkeland, and Peske (forth-
coming) explain that there are unclear boundaries between the content of alternative and traditional
programs and that, within each group, the range of program components is enormous. Thus, the
categories “traditional” and “alternative” are imprecise and the studies that rely on these inexact cat-
egories are far less informative than they might be if they included details about specific program
components. Nonetheless, researchers continue to compare traditional and alternative preparation
programs and to draw broad implications for policy and practice from them.

Variations in who enters traditional and alternative programs. Despite the shortcomings of this
line of research, there is evidence that alternative preparation programs attract a higher proportion
of men, members of minority groups, mid-career entrants, and teachers of math and science than
traditional preparation programs do. Notably, these sub-groups of prospective teachers are increas-
ingly difficult to attract to the profession. According to Natriello and Zumwalt (1993), alternative-
ly prepared elementary teachers are more likely to be persons of color, speak a second language, and
live in an urban area.  Furthermore, individuals entering the teaching force through alternative
paths are more likely to teach in urban schools that serve high proportions of minority students. It
is important to note these patterns when considering how best to recruit and retain particular sub-
groups of teachers to serve high need populations of students. Yet, current research does not demon-
strate whether these particular subgroups of prospective teachers who are attracted by the path to
teaching provided by alternative certification programs actually are being retained by urban schools.
Nor is it clear what factors most heavily influence their choice to remain or leave.

VARIATIONS IN EFFECTIVENESS.
Several studies compare the non-demographic characteristics of teachers who complete traditional
and alternative preparation programs. Hawk and Schmidt (1989) studied 18 alternatively prepared
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(fast-track) and 18 traditionally prepared North Carolina teachers and found no differences between
the two groups in their scores on content knowledge, as measured by the National Teachers
Examination.  Further, they found no differences in scores between teachers who had majored in
their discipline and those who had not. Hawk and Schmidt did find, however, that when rated by
outside observers, teachers who completed traditional preparation programs consistently received
higher ratings in teaching skills (e.g., management of time and students, instructional presentation
and feedback) when they began their career than those from alternative preparation programs. They
do note, however, that teachers prepared in alternative programs were at least adequately prepared.
McDiarmid and Wilson (1991) studied the mathematical knowledge of 55 teachers from alternate
preparation programs who had undergraduate degrees in mathematics, and found that they com-
monly knew mathematical algorithms, but not the underlying mathematical theory or concepts.  

In one of the few recent studies designed to compare the effects of such programs, Wayman,
Foster, Mantle-Bromley, and Wilson (2003) surveyed first-year Colorado teachers and found that
respondents from both types of programs ranked their concerns about teaching in the same order.
For example, both groups ranked “discipline” and “adapting instruction” as top concerns and “learn-
ing from peers” and “isolation from colleagues” as being low-level concerns. However, teachers from
alternative preparation programs registered much higher levels of concern about the highly ranked
issues. For example, they were more than four times as likely to indicate concern about lesson plan-
ning than were traditionally prepared teachers. The authors speculate that new teachers who experi-
ence such intense concerns (specifically around pedagogy) may leave teaching sooner than those who
do not. Given that the teachers expressing such concerns were products of alternative certification
programs, the authors infer that traditional certification programs will have a more positive effect
on retention.

Jelmberg (1996) studied a random sample of 136 New Hampshire teachers (29 alternatively
prepared and 107 traditionally prepared). The author surveyed the teachers’ principals and found
that they rated the traditionally certified teachers significantly higher in instructional skills and
instructional planning than the alternatively certified teachers. Notably, the majority of the alterna-
tively prepared teachers in the study taught in secondary school while two-thirds of the traditionally
prepared teachers taught in elementary schools. Traditionally prepared teachers rated their own
training and coursework as being more valuable to them than did alternatively prepared teachers.
In contrast, two other small studies suggest that there are no appreciable differences between the
work of teachers entering teaching on these pathways. In Georgia, Guyton, Fox, and Sisk (1991)
compared test scores, attitudes, and teaching performance of 23 participants in a fast-track program
with those of 26 graduates from a traditional program and found them to be similar on almost all
measures. However, traditionally prepared teachers did have more positive views of the teaching
profession and suggested that they were more likely to continue teaching than alternatively pre-
pared teachers.  Similarly, Miller, McKenna and McKenna (1998) used qualitative methods to study
82 teachers over three years; half were traditionally prepared and half were alternatively prepared.
They examined teaching practices, student achievement, and self-perceptions of efficacy and found
no differences between the groups. It should be noted, however, that the alternative certification
programs studied involved extensive training and supervision.  Therefore, it cannot be concluded
from this study that teaches without training will teach as effectively as trained ones.

Some researchers who have compared the test scores of students whose teachers participated in
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alternative or traditional programs also have found mixed evidence, which is not surprising given
the lack of clear distinctions between alternative and traditional programs and the vast range of stu-
dent outcomes considered by different researchers. In 2001, Raymond, Fletcher, and Luque, who
compared student outcomes of teachers in Teach for America (TFA), a fast-track alternative route
program, with those of other teachers in Houston, found little difference in student achievement
(Raymond, Fletcher, & Luque, 2001). Notably, the comparison group included fully certified as well
as uncertified teachers who were working on emergency permits. Subsequently, Laczko-Kerr and
Berliner (2002) compared the achievement of  students of 109 Arizona primary school teachers cer-
tified through traditional programs with that of 109 “undercertified” teachers, all of whom taught
in low-performing school districts. The undercertified teachers included those holding emergency
and provisional certificates as well as teachers in TFA. The researchers found that students of certi-
fied teachers outperformed students of undercertified teachers in reading, math, and language arts
by about 2 months on the grade-level equivalence scale. They found no difference in student
achievement between the TFA teachers and others in the undercertified group.

Recently, Decker, Mayer, & Glazerman (2004) tracked the gains made over the course of a
school year by students who had been randomly assigned to classes taught by  TFA teachers or non-
TFA teachers (both certified and non-certified).  The study included 17 schools, 100 classrooms, and
almost 1,000 students. Researchers compared the results for novice TFA teachers with other novice
teachers as well as with the larger group of non-TFA novice and veteran teachers. They found that
students of TFA teachers made greater gains in mathematics by one month than those of non-TFA
teachers, but there was no difference in reading score gains between the groups. Thus, the authors
concluded that TFA teachers were as effective as non-TFA teachers. Critics quickly disputed this
interpretation, saying that the difference in mathematics performance, though statistically signifi-
cant, was insignificant on a practical level and that neither group of teachers served the students well.

VARIATIONS IN RATES OF RETENTION.
Research about how alternative and traditional programs affect the recruitment and effectiveness of
teachers ultimately has important implications for retention. However, for this review, the impor-
tant question is whether different rates of retention exist for traditionally and alternatively prepared
teachers and, more specifically, whether turnover rates among hard-to-attract recruits are dispropor-
tionately large. As yet, little is known about the retention rates for the sub-groups of candidates
attracted to alternative preparation programs. There is some evidence that alternatively prepared
teachers are more likely to leave teaching sooner than traditionally prepared teachers, although it is
difficult to distinguish selection and treatment effects.

Fisk et al. (2001), who studied retention rates among new teachers in Connecticut in 1998-
1999, found that those with “deficiencies in their certification” (working on emergency certificates)
and those who had been certified through alternative programs left during the first three years at
nearly double the rates of fully certified teachers. This was especially true of mathematics and sci-
ence teachers, who left at twice the rate of other alternatively certified teachers. Fisk et al. also
found that the attrition rate for minority teachers (from both traditional and alternative programs)
during the first two years was about 2.5 times higher than for non-minorities.  

Shen (1997) also reports a difference between the career plans of teachers who are traditionally
and alternatively prepared. In his survey, a lower percentage of alternatively prepared teachers (19.7
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percent) than traditionally prepared teachers (22.7 percent) responded that they planned to teach
“until I am eligible for retirement.” A somewhat higher percentage of alternatively prepared teach-
ers (26.0 percent) than traditionally certified teachers (22.3 percent) said that they were “undecided
at this time.” Shen, therefore, concludes that teachers who are alternatively prepared are less likely
to treat teaching as a life-long career, although it is important to note that there are small differ-
ences between the two groups’ responses. He further argues that alternative certification routes have
the potential to exacerbate the already high rates of teacher attrition in urban schools rather than
alleviate the teacher shortage.

In a study of Massachusetts’ alternative certification program, the Massachusetts Institute for
New Teachers (MINT), Fowler (2003) found that the participants quit at rates well above the
national average, despite the fact that they would receive substantial bonuses for entering and
remaining for four years ($8000 for the first year and $4000 for the subsequent three years). After
three years, the attrition rates of the first cohort (entering in 1999) were 46 percent for all teachers
and 55 percent for urban teachers after three years. Fowler points out that these rates were more
than double the national average for all teachers (20 percent) after three years in the field. Attrition
rates for teachers in the subsequent two cohorts also were higher than the national average (nine
percent) after one year. 

If, as some recent research suggests, teachers who are effective in the classroom are more likely
to remain in teaching than those who are not, then it is important to consider whether there are dif-
ferences in the confidence and success of teachers who are alternatively and traditionally prepared.
Evidence on this question thus far is conflicting. While it seems clear that those earning certifica-
tion through alternative paths leave the classroom at higher rates, it also apparent that alternative
certification programs, which are typically shorter and less expensive, are more likely to attract the
very candidates that are most underrepresented in traditional preparation programs (i.e., high-need
subject teachers, minorities, mid-career entrants).

Directions for future research
Overall, the lack of conclusive findings about the effects of teacher preparation, either on student
performance or teacher retention, is disappointing. Thus far, research has done little to inform either
policy or practice in any meaningful way. The debate about whether teachers’ preparation should
focus exclusively on subject matter content (advanced courses, majors, and graduate degrees) or
should also include pedagogical preparation (generic, content-based methods courses, student teach-
ing or internships) is uninformed by a systematic and cumulative body of research. If research link-
ing preparation with teacher efficacy, satisfaction, and retention is to become more instructive, there
must be a more consistent effort to design and conduct studies using comparable comparison groups
and similar outcome measures. The most ambitious and sophisticated study of those reviewed here
is the randomized assignment study of TFA teachers conducted by Decker, Mayer, and Glazerman
(2004). However, rather than yielding comparisons between the student test scores of a group of
alternatively prepared TFA teachers and a group of traditionally prepared teachers, the comparison
group includes a mix of certified and uncertified teachers. Thus, little more can be drawn from this
study than the authors’ cautious conclusion—that TFA teachers do slightly better in mathematics
and no worse overall than other teachers in the school.
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There is great need for more carefully designed studies that examine the relationship between
teachers’ preparation and their subsequent instructional success with students. Also we need to bet-
ter understand the relationship between teachers’ preparation, sense of efficacy, and subsequent deci-
sions to continue teaching or to leave. Quantitative methods are most informative for identifying
these relationships, but great care must be taking in choosing study samples and in gathering
detailed information about these teachers (e.g., age, sex, race/ethnicity, school characteristics) and
their preparation experience (courses taken, degrees earned, programs attended, program content). It
would be informative, for example, to analyze a large, longitudinal data set reporting on a sample of
teachers with a range of undergraduate and graduate preparation experiences e.g., academic majors,
minors, or courses in the subjects they teach; pedagogical preparation as undergraduates or gradu-
ates or participation in alternative preparation programs; graduate degrees in either their content
area, in teacher education, or in another field. Examining the outcome variable—these teachers’
career decisions—in light of different experiences with preparation would yield important under-
standings about the relationship between preparation and retention.

It is also important to know much more about the content and process of teacher preparation
programs, themselves, rather than relying on rough and imprecise categories, such as alternative and
traditional. This could involve learning much more about a set of programs through preliminary
case studies and then tracking graduates of these programs over time in order to identify relation-
ships between program components and student performance or teacher retention. Such a study
would focus on teachers within a set of programs, presumably selected for their variation on dimen-
sions that prior research or pilot research suggest would be important, for example, whether the
programs include methods classes for each subject, whether participants observe master teachers, or
whether there is a student teaching experience prior to full-time teaching. Alternatively, a survey
asking a large and diverse sample of teachers about their preparation experiences could include
detailed questions about their coursework, degrees, and training experiences. In both approaches, it
would be important to have detailed information about the respondents, since there are many per-
sonal characteristics that may interact with the preparation experience. For example, mid-career
entrants to teaching may benefit from some types of pre-service training more than first-career
entrants. Such relationships are important and should be explored.
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3
HI R I N G

Increasingly, reports from research and practice suggest that a teacher’s hiring experience may influ-
ence her satisfaction and retention in teaching. Although it is often difficult to separate teacher hir-
ing from other working conditions and thus isolate its effect on teacher outcomes, recent evidence
attests to the impact of hiring on new teachers’ job satisfaction (Liu, 2004; McCarthy & Guiney,
2004). This small body of empirical research on teacher hiring contributes to a field largely based
on a few case studies oriented towards defining “best practices” rather than describing broader,
empirical findings. It should be noted that the empirical work on teacher hiring is still very sparse.

Within this small and nascent body of research, scholars have found that hiring may affect teacher
satisfaction in two ways. First, a hiring process that lacks a substantive, accurate exchange of informa-
tion between candidate and school can lead to a poor match, which may make the teacher less satis-
fied in her job. Second, a late hiring process can prohibit adequate preparation for a teaching assign-
ment and lead to poor performance, stress, and dissatisfaction. In contrast, a positive hiring experi-
ence that provides a realistic job preview for new teachers and ample time to prepare for the school
year is correlated with teacher satisfaction. This chapter presents findings on how the hiring process
and the hiring timeline influences teacher satisfaction and thereby may influence teacher retention.

Unlike other industries and lines of work, the hiring of teachers has long been highly central-
ized and bureaucratic. In large districts, this means that the personnel or human resource depart-
ment screens and even hires applicants, placing them in schools that, in some cases, they have never
even visited (see Useem & Farley, 2004). Centralized hiring is common even in small districts that
could more easily manage a decentralized process. While recent work suggests that some districts
have begun to decentralize the hiring process (see, e.g.Campbell, DeArmond, & Schumwinger,
2004) and others have conducted hiring this way for some time (Murnane, Singer, Willett, Kemple,
& Olsen, 1991), teacher candidates frequently meet and exchange information with a superintend-
ent, principal, or head of human resources instead of the teacher colleagues with whom they will
work and on whom they will depend each day (Liu, 2004).

How does the hiring process influence teacher
satisfaction and retention?

Against this backdrop of increasingly decentralized hiring, research indicates that the hiring process
affects a new teacher’s likelihood of being satisfied with his or her position and remaining in teach-
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ing (Liu, 2004; McCarthy & Guiney, 2004; Wise, Darling-Hammond, & Berry, 1987). Specifically,
when a hiring experience gives the candidate an accurate job preview—a rich and detailed picture of
what the work and the workplace is like—he or she is in a better position to choose a workplace
that matches his or her needs and be satisfied subsequently (Liu, 2004).

Pounder and Young (1996), in their examination of the recruitment and selection of educa-
tional administrators, offer the following explanation for how job preview may influence job satis-
faction:

Organizations may provide specific work climates that can fulfill employees’ psycho-social
needs such as school or district climates based more on democratic leadership than bureaucratic
leadership. The choice of one school district over another or administering over teaching rests with
the fit between a person’s psycho-social needs and the organizational climate of a school or district.
(p. 289)

If candidates make their decision without an accurate job preview that allows them to under-
stand fully the work culture and job demands and to assess the fit between their expectations and
those of their prospective employer, they may feel profoundly unsatisfied by their jobs.

Thus, when the hiring process includes only a short interview with the principal or the super-
intendent, a new teacher may not receive enough information about the prospective position and
school to make a proper assessment of his or her fit with the job or workplace. Moreover, the school
or district representative may not be able to judge whether the candidate is suited to the position
(Murnane et al., 1991). This “information poor” hiring process (Liu, 2004), leaves the teacher, once
hired, ill-equipped to identify sources of aid in the school and the administrator hard pressed to tai-
lor specific support or guidance to the novice. By contrast, an “information rich” process allows the
administrator to better support the teacher and enables the teacher to be more prepared for work-
place demands. Thus, through a longer and more detailed process that allows both parties to gain a
deeper understanding of one other, a better match may be made.  Schools may be more satisfied
with their new hires, and new teachers may be more satisfied with their jobs and the schools in
which they choose to teach. From the new teacher’s end, this information-rich process may provide
him or her what the management literature calls a “realistic job preview” (see, e.g. Wanous et al.,
1992, as cited in Liu, 2004). Teachers who decide to accept positions after such an accurate and
thorough preview are expected to be more satisfied.

DO BETTER JOB PREVIEWS LEAD TO INCREASED SATISFACTION?
In a recent, random sample survey of nearly 500 new teachers in California, Michigan, Florida, and
Massachusetts, Liu (2004) found that new teachers who experience information-rich hiring are more
satisfied than new teachers who do not. More specifically, Liu found that “better job previews are
associated with higher levels of job satisfaction” (p. 164), and “that many new teachers experience a
hiring process that does not give them an accurate picture of what their school and teaching posi-
tion will be like” (Liu, 2004, p. 146). However, “new teachers who report experiencing a hiring
process that gave them a comprehensive and accurate preview of their job are more satisfied in their
jobs than those who report experiencing a hiring process that did not give them an accurate preview
of their job” (p. 146). Liu found that a realistic job preview was a statistically significant predictor
of job satisfaction in all models fit (Liu, 2004, p. 165).
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McCarthy and Guiney (2004) found similar results and drew similar conclusions from their
study based on a survey of 470 new teachers hired by the Boston Public Schools (BPS) in 2002 and
tracked through the spring of 2004. Their data suggest that the new teachers gathered information
about prospective jobs and workplaces during the hiring process. They conclude that “teachers with
a more accurate perception of the school’s professional culture, students’ academic and behavioral
needs, and formal and informal supports available to them were more likely to view aspects of their
position more favorably and to plan to remain in their positions in future years. (McCarthy &
Guiney, 2004, p. 4)

The teachers surveyed by McCarthy and Guiney rated the accuracy of their job perceptions
based solely on their interviews. Telling patterns emerged that connect job preview and decision to
remain in schools: “On a scale of one to five, five being very accurate, the 178 teachers who felt cer-
tain they would return to BPS on average rated their perception of their job a 3.6…By contrast, the
27 teachers who do not plan to return to teach in BPS had a 3.1 average rating” (McCarthy &
Guiney, 2004, p. 21). Methodologically, the interpretation of this finding is complicated since less
satisfied teachers may be more inclined to say, retrospectively, that their perceptions of their job and
workplace were imprecise. Regardless of the direction of the relationship, however, it is important
to note that lower satisfaction was associated with less accurate perceptions.

There is evidence that districts differ in the depth of information exchanged during the hiring
process and this may influence their ability to attract teachers into their classrooms. Reporting on
comparative case studies of two district hiring practices, Murnane et al. (1991) found that “because
of local control, some districts are more successful than others in finding, hiring, and retaining
skilled teachers” (p. 48). One featured district, “Grandview,” hired through a decentralized process
in which high school department chairpersons interviewed and extended to candidates job offers
that specified the school, subject, and grade level the candidate would teach. By contrast, in
“Harteville,” panels of school and central office personnel conducted interviews using a strict, dis-
trict-mandated list of questions. The superintendent made final hiring decisions and often supplied
no more information to the newly hired teacher than her starting salary. Murnane et al. conclude
that Grandview’s hiring practices were more effective than those of Hartville in placing skilled
teachers in the district’s classrooms. They argue that Grandview’s decentralized process enabled the
district to hire candidates better suited to specific positions and that the hiring process itself proba-
bly drove candidates away from Harteville. They contrast the level of specificity of the job offers at
the two sites and emphasize that Harteville failed even to tell newly hired teachers when they
would be notified of the school, subject, and grade that they would teach.

Beyond the basics of where and what he will teach, the more information the teacher candidate
can gather, the more he understands the challenges the job will present and the supports that the
workplace will offer. For example, McCarthy and Guiney (2004) found significant differences in the
satisfaction among BPS new teachers based on whether they interacted with students. Forty-three
percent of those who interacted with students prior to starting work had a “very accurate” view of
students’ academic, social, and emotional needs-- 16-17 percentage points more than those who had
not interacted with students. Interacting with students is just one of the ways in which hiring can
be “information rich.” However, Liu (2004) finds that, according to the new teachers in his sample,
few hiring processes involve students. 
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In addition to the new teacher, the school gathers information through the hiring process.
Asking candidates to converse with teachers and to teach mock lessons are ways in which the school
can gather rich data about the candidate and decide whether he is a good fit for the job and school.
Again, however, Liu’s (2004) data suggest that only a small minority of new teachers demonstrate
sample lessons. Thus, it appears that many hiring processes fall short in using available means to
create a rich information exchange.

DOES THE EFFECT OF JOB PREVIEWS VARY BY SCHOOL TYPE?
A realistic job preview may be especially important for teachers in specific kinds of schools. Liu
(2004) found a much steeper, positive relationship between job preview and job satisfaction among
charter school teachers than among new teachers in traditional schools. When new teachers in char-
ter schools received an inaccurate or insubstantial preview of their job, they were much less satisfied
than their counterparts in traditional schools. When they received a robust preview, they were con-
siderably more satisfied than new teachers at traditional schools with equivalent previews of their
jobs (Liu, 2004, p. 165). Liu postulates that this may be due to the intense, frenetic pace and
expanded teacher responsibilities of many charter schools. Candidates with an accurate preview
embrace the expansive work and hectic workplace they enter; conversely, absent a thorough informa-
tion exchange, new teachers at charter schools may feel surprised and overwhelmed by their new
position and new school.

Liu finds a similar interaction between the socio-economic status (SES) of students in a school
and job satisfaction. Satisfaction for new teachers in low-SES schools does not vary much depending
on preview; a teacher with a low level of preview registers nearly as high job satisfaction, on aver-
age, as a teacher with a high level of preview (Liu, 2004). In high-SES schools, the relationship is
much steeper. A new teacher with an inaccurate or spotty preview registers a much lower level of
satisfaction than a new teacher with a robust preview (Liu, 2004). Liu comments that the relatively
unchanging relationship of job satisfaction for teachers in low-SES schools may be a result of poor
working conditions. He does not comment on the large, positive relationship in high-SES schools.
His explanation for the similar relationship shown by charters may apply here too. In other words,
the job intensity of teaching in high-income schools—with especially demanding parents and high
pressure over student grades—may mediate satisfaction. A sufficient preview may apprise the new
teacher of this job intensity.

HOW DOES AN INSIDER PREVIEW INFLUENCE SATISFACTION?
Many researchers have documented a tendency among districts to hire student teachers or school
graduates who, by definition, have experienced a long and in-depth preview experience (see Wise et
al., 1987). Liu finds no significant relationship between having worked as an aide or student teacher
in one’s school and satisfaction in one’s first or second year of teaching. In fact, having worked as an
aide or student teacher actually had a negative, though not significant, relationship with satisfac-
tion; those who were student teachers or aides in the school where they became teachers were less
satisfied than those without these specific opportunities to learn about the school.

This finding may stand in conflict with McCarthy and Guiney’s (2004) finding that teachers
who worked as student teachers in BPS were less likely to feel unprepared for the job of teaching in
the district and, thus, more likely to feel satisfied with their current job. In contrast, new teachers
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who felt unprepared in some way for their teaching job were ten percent less likely to want to con-
tinue teaching in BPS the following year (McCarthy & Guiney, 2004). Moreover, when asked if they
planned to stay at their current job for the long-term, new teachers who felt unprepared for some
aspect of the job were 20 percent less likely to say yes. Thus, to the extent that student teaching
helps new teachers feel prepared, attrition and mobility may be reduced.

The contrast between the findings of Liu (2004) and McCarthy and Guiney (2004) regarding
student teaching, preparation, and satisfaction may be due to their differing samples. McCarthy and
Guiney conducted their research in a large, urban district whereas Liu’s was based on a representa-
tive sample across four states. In the aggregate, Liu’s data may not show the differences that surface
in McCarthy and Guiney’s more targeted dataset. For instance, many of the new teachers in their
Boston sample are white and most Boston public school students are members of minority groups.
Student teaching for these teachers may help them develop strategies to bridge a cultural divide
with their students, thus making them feel more prepared and confident upon entering their own
classroom. Thus, while an insider preview may not predict greater satisfaction among new teachers
in the aggregate, it may well foster satisfaction among particular teachers working in particular
schools. This area warrants further examination.

How does the hiring timeline influence teacher
satisfaction and retention?

In addition to the hiring process itself, the timing of hiring may affect new teachers’ initial success
and ensuing satisfaction. Specifically, relative to the school calendar, the date on which a teacher is
hired may profoundly affect his or her chance of achieving positive results in the classroom. The
stressors induced by late hiring, on top of the predictable struggles inherent in learning to teach,
may seriously threaten new teachers’ satisfaction with their jobs and their intention to remain in the
profession. Moreover, late hiring pressures teachers to take any position rather than searching delib-
erately for a workplace and job that match their strengths and needs. Research indicates that,
despite the clear costs of late hiring, urban districts tend to continue their practice of extending job
offers in August, leaving new teachers little time to prepare curriculum or learn the lay-out and sys-
tems of their new workplace (Levin & Quinn, 2003; Liu, 2004; Useem & Farley, 2004)

HOW COMMON IS LATE HIRING?
Late hiring occurs on a wide scale. Based on a random sample, Liu (2004) found that approximately
one-third of new teachers were hired after the school year had started and slightly less than two-
thirds were hired less than a month before they started teaching. This means that the great majority
of new teachers had fewer than five weeks to learn the curricula they would teach, set up their class-
rooms, acclimate themselves to school lay-out, rules, and norms, and meet their future colleagues
and supervisors. One-third of new teachers surveyed undertook all of these considerable tasks while
delivering daily instruction. One would expect new teachers to struggle under these circumstances.

In their study of the 2002-2003 cohort of new teachers entering the Boston Public Schools
(BPS), McCarthy and Guiney find similar evidence of late hiring.  Indeed, in 2002 McCarthy and
Guiney recorded that 50 percent of all new BPS teachers were hired less than two weeks before the
first day of school. They observe that new “teachers were hired an average of 16.6 days before the
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start of the school year” (McCarthy & Guiney, 2004, p. 14). This represents little improvement
within BPS hiring practices: an earlier study found that “In June, 1999, the district (BPS) was try-
ing to fill 285 positions; in mid-August, it was still advertising 105 vacancies” (DiPaolo, 2000).
Although, as McCarthy and Guiney acknowledge, the 2002-2003 school year was marked by budg-
etary uncertainties that delayed hiring, the fact that only one-third of all new teachers were hired
more than a month before school started suggests that students may have paid a price. They remark
that hiring late in the summer “gives new teachers little time to prepare for the demands of the
upcoming year” (p. 15).

Even if they sign contracts in the spring or early summer, some new teachers learn the
specifics of their placement quite late. Based on an October 2002 survey of hiring practices in the
Philadelphia Public Schools, Neild, Useem, Travers, and Lesnick  (2003) discovered that “more than
half (56 percent) [of new teachers] said they did not know where they would be teaching until one
week or less before the beginning of school. Nearly two-fifths (38 percent) reported that they did
not know what subject they would be teaching until after school began” (p. 28).

As suggested by the Neild et al. (2003) study, late hiring appears to be particularly wide-
spread within urban districts. Useem and Farley (2004) compared Philadelphia’s teacher hiring and
placement practices with those of twelve other large, urban districts and those of the nine suburban
New Jersey and Pennsylvania districts that target the same teacher labor market as Philadelphia.
Among the urban districts, Useem and Farley’s sample included five of the seven districts larger
than Philadelphia and, among the suburban districts, the researchers selected a relatively diverse
sample. The authors analyzed collective bargaining agreements and district recruitment and hiring
materials, and interviewed districts human resource representatives and union officials. They con-
cluded that all of the urban districts they examined experience “delayed hiring of new teachers well
into the summer due to a) budget uncertainties; b) late notification of retirements and resignations;
and c) last-minute initiatives of central offices, such as reconstituting or consolidating schools or
reducing class size” (p. 3).

While large, urban districts tend to hire well into the summer and even the fall, suburban dis-
tricts conduct this process much earlier. Useem and Farley (2004) found  that eight of the nine sub-
urban districts in their sample allowed teachers to request transfer in the spring, an arrangement
that, they opined, “does not appear to slow down the overall hiring timeline for new teachers” (p.
7). The one district that allowed summer transfers, by contrast, “has to delay hiring of new teachers
until August of each year” (p. 7).

WHAT IS THE IMPACT OF LATE HIRING ON TEACHER SATISFACTION AND RETENTION?
Late hiring appears to have a negative effect on teacher candidates at several points in the process of
applying for and beginning their new jobs. First, late hiring appears to dissuade interested candi-
dates from persisting in the applicant pool. Specifically, the relatively late hiring practices of urban
districts may put them at a disadvantage when recruiting and retaining teachers. Building on earlier
case studies, which suggested that late hiring discouraged prospective teachers (see Wise et al.,
1987), a recent study by The New Teacher Project demonstrated empirically that a delayed teacher
selection process pushed applicants out of the candidate pool (Levin & Quinn, 2003). Levin and
Quinn found that the late-summer hiring conventions of the four urban districts they studied
“starkly contrasted with those of their surrounding districts, which made offers earlier in the spring
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and completed the bulk of their hiring by early summer” (Levin & Quinn, 2003, p. 13).  In 50-70
percent of the cases, the lateness of hiring was one of the major reasons candidates gave for with-
drawing their applications for jobs in the urban districts. Although the response rate per district for
these surveys was low—27 percent in one case—these findings are consistent with other studies.
Levin and Quinn further report that, in one of the four districts that did not begin hiring until
August 12, 58 percent of teacher candidates withdrew their applications before the summer’s end.
Although this appears to be the highest percentage registered among the four districts, it demon-
strates how extreme the loss to districts may be.

Levin and Quinn (2003) further found that people who withdrew their applications were
“more qualified” than those who remained in the pool. Those who withdrew had significantly high-
er college grade point averages, more education coursework, and were more likely to have a major or
minor in the field they would have taught. Thus, Levin and Quinn’s work reinforces the theory that
hiring practices affect the sorting of teachers into different districts and related concerns regarding
equity. Some teachers with higher grade point averages may gravitate to suburban districts initially;
later, due to frustration with the late hiring of urban districts, an additional wave of high scorers
who intended to teach in urban schools may follow their counterparts to the suburbs. When the late
hiring practices of urban districts are put in the context of labor markets and competition for appli-
cants, it becomes clearer how urban districts suffer and suburban districts prosper at present.

A second, negative consequence of late hiring is that new hires experience a more difficult
start to their job. A qualitative study of fifty Massachusetts new teachers (Johnson et al. 2004)
demonstrates how late hiring can have a negative impact on new teachers. Researchers found that
some new teachers in their sample became discouraged by late hiring; felt pressure to take the
first job they were offered, rather than waiting for a good match; and felt rushed to prepare when
hired late.

Johnson et al. (2004) found that late hiring reduced teacher satisfaction in two ways. First,
new teachers hired late were less likely to have chosen a job and school that resembled their desired
placement. The researchers observe: “As spring turns into summer (and as summer becomes
autumn) candidates become increasingly anxious. Often they jump at the first offer, even if the
school and position do not closely align with their interests, expertise, or teaching philosophy” (p.
172). Thus, late hiring may increase the likelihood of a poor match and resultant job dissatisfaction.
Second, Johnson et al. find that “a…consequence [of late hiring] is that even when candidates do
find jobs, they often have little time to prepare their curriculum or classroom and begin school in a
rush” (p. 173). This statement probably also applies to those teachers, identified by Neild et al.
(2003) and Murnane et al. (1991), who are hired earlier but find out where and what they will teach
at a late date. Overall, then, late hiring and late notification of assignment details may predispose
new teachers to lower levels of satisfaction than their counterparts who are hired earlier.

Directions for future research
While it is clear that the hiring of new teachers influences their later satisfaction and potentially
their retention, little research has investigated this link. Although hiring has become a topic of
great interest to superintendents and principals, most research on hiring consists of case studies that
provide a basic idea of how hiring works but do not advance our understanding of what aspects of
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hiring matter and how. Larger scale, comparative quantitative and qualitative studies are needed.
Rather than examining hiring solely from the institutional perspective, these studies should explore
teacher candidates’ view of the hiring process. As we are concerned about teacher retention at later
points in new teachers’ careers, such studies must be longitudinal.

Many districts are also changing the way they conduct hiring. A substantial number of urban
districts recognize late hiring as a problem and are working to decrease the number of new teachers
hired near or after Labor Day (Useem & Farley, 2004). Moreover, many districts are moving hiring
from the central office to the school site.  These changes warrant study. Are principals prepared to
spend the time and money needed to make hiring information-rich? How will experienced teachers,
who may be involved on hiring committees, respond to new hiring practices? Finally, will these
changes in hiring lead to greater teacher satisfaction and retention, both in the applicant pool and
once in the classroom?

Lastly, on the issue of teacher distribution and equity, more research is needed to understand
better how the teacher hiring process sorts teachers, thus affecting the quality of candidates in a dis-
trict’s classrooms and their fit with that district and their school. Districts that hire late and
through processes that fail to provide candidates an information-rich preview of the prospective job
and workplace put themselves at a disadvantage in hiring good teachers and retaining them. At the
same time, however, this argument highlights the need to look at hiring in conjunction with
school-based working conditions. If a school is leaky, lacks sufficient materials, or suffers low morale
and overcrowded classrooms, an “information rich” hiring process might reasonably repel a candi-
date in search of a stable beginning to a teaching career. More fine-grained and nuanced hiring
research is suggested as well as targeted policy and practice to improve hiring and bolster working
conditions simultaneously.  
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4
CO M P E N S AT I O N

Teachers’ compensation is widely believed to be critical in attracting recruits to the profession and
retaining them in the classroom. Given the central role that pay plays as an incentive and reward in
U.S. society, reformers often propose increasing teachers’ pay as a move to reduce turnover and
improve the quality of the teaching pool and teaching force. They argue that, if teachers could earn
higher pay both on entry and over time, stronger candidates would be drawn to teaching and more
effective teachers might be retained.

In fact, economists have demonstrated clearly that pay is an important factor in teachers’ ini-
tial career choices. In a recent review of the literature, economists Loeb and Reininger (2004) cite a
number of studies to support their conclusion that “teachers respond to wages and are more likely to
choose to teach when starting teacher wages are high relative to wages in other occupations” (p. 39).
However, for two reasons, the role that compensation plays in teachers’ career decisions is complicat-
ed. First, there are many ways in which a district might distribute additional pay, and arguably,
some are more effective than others in attracting and retaining skilled and committed teachers.
Second, the effects of pay on teacher satisfaction and retention are not independent of working con-
ditions; high pay coupled with poor working conditions may do little to promote retention.

The following discussion begins by considering how teachers’ salaries compare with those of
comparably educated individuals in other fields and then examines whether pay levels for teachers
have changed over time. After briefly explaining how pay scales are currently structured, the discus-
sion moves to consider research about the various purposes for which pay is used—to attract, retain,
or motivate teachers. The section then examines extant research about the effects of pay on teacher
retention. It closes with recommendations for future research.

How do teachers’ salaries compare with those of other pro-
fessionals?

There is substantial evidence that teachers are paid less than comparably educated workers and that
this discrepancy is growing. An analysis conducted by Education Week showed that in 1994 the
difference between the salaries of teachers with bachelor’s degrees and non-teachers with bachelor’s
degrees was $11,035 (in 1998 dollars). Four years later, in 1998, this gap had expanded 61 percent
to $18,000. For master’s degree recipients, the comparison was even starker. The salary gap between
teachers and non-teachers had almost doubled between 1994 and 1998, from $12,918 to $24,648
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(Olson, 2000). Similarly, Henke et al. (2000) analyzed NCES data and reported that, among bache-
lor’s degree recipients who graduated in 1993 and were working full-time five years later, teachers’
salaries, as compared to the salaries of other professionals in the cohort, were the lowest of the cohort.
Loeb and Reininger (2004), reviewed research based on the Schools and Staffing Survey 1999-2000,
and concluded that “teachers’ salaries are close to those of social workers, ministers and clerical staff.
Lawyers, doctors, scientists, and engineers earn substantially more, as do managers and sales and
financial workers” (p. 40). These findings are echoed in the recent report from Allegretto, Corcoran,
and Mishel (2004) of the Economic Policy Institute, in which the authors find a large difference
between teachers’ weekly salaries and those of employees in comparable fields (e.g. accountants, phys-
ical therapists, editors, registered nurses, and architects). The authors utilized a measure that defines
the level of skill needed for a job along ten different dimensions, including knowledge, complexity,
and scope and effect of one’s job. This, along with a measure of the market value of a job, was used to
determine the occupations that are comparable to teaching. They conclude that, on average, teachers
earn 12 percent less per week than the composite salary for the comparable professions. 

By contrast, economist Vedder (2003) reached a different conclusion based on data from the
National Compensation Survey (NCS) of the Bureau of Labor Statistics. In comparing the hourly
wages of teachers and non-teachers, he counted time that teachers are contractually required to be
present in schools and excluded additional preparation time. By this calculation, Vedder concluded
that teachers earn more than many other comparably educated workers, including architects, civil
engineers, mechanical engineers, statisticians, biological and life scientists, atmospheric and space
scientists, registered nurses, physical therapists, university-level foreign language teachers, librari-
ans, technical writers, musicians, artists, editors, and reporters. However, Vedder’s data are drawn
from the National Compensation Survey – a source that Allegretto, Corcoran, and Mishel criticize,
contending that the NCS and Vedder do not account for the actual hours worked by teachers, but
rather only the minimal hours stipulated by union contracts. However, most researchers take into
account the additional time that teachers spend on preparation and, thus, concur with Allegretto,
Corcoran, and Mishel in concluding that teachers remain poorly paid relative to their comparably
educated peers.

Although such analyses address an important public policy issue, teachers’ judgments about
whether they are being paid fairly for their work are personally driven. A teacher who spends the
time she thinks it takes to do a good job may well conclude that she is underpaid when she com-
pares the demands of her work with those her peers encounter in other fields. Such conclusions can
fuel dissatisfaction and attrition, particularly when these individuals encounter public beliefs that
teachers are overpaid.

Have teacher salaries changed over time?
There is also evidence that relative pay for teachers has declined since the 1970s.  This decline has
particular effects for women and minorities, who now have access to many alternative careers that
were not open to them in the 1970s. Loeb and Page (2000) found that the salaries of women teach-
ers, which were higher than those of their non-teaching counterparts in the early 1970s, were con-
siderably lower by 1991. Thus, for women who have access to many career options, choosing to
teach today often means foregoing higher pay in another line of work.
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Comparisons of the weekly wages of male and female teachers, relative to other college gradu-
ates, suggest that the career is becoming less and less financially attractive for both men and
women. As reported by the Economic Policy Institute researchers, salaries for female teachers from
1983-1993 show an almost equal ratio to salaries of non-teaching female college graduates. Male
teachers earned approximately 75-80 percent of the typical weekly salary earned by non-teaching,
male college graduates. For both men and women, there was a marked downward trend in earnings
ratios beginning in the late 1990’s such that, overall, by 2003, teachers earned weekly wages that
were 13.6 percent lower than those of comparable workers. For men this figure was 23.1 percent
less, while for women it was 8.9 percent less. A recent study released through a partnership between
Education Week and Educational Research Service (Gewertz, 2004) presents findings similar to
those reported by the Economic Policy Institute. Their analyses of teacher pay reveal that, adjusting
for the cost of living over the last ten years, the mean salary of classroom teachers dropped by 1.87
percent, or $871.

How is pay structured?
Many who contend that higher pay will improve the quality of the teaching force fail to recognize
that relying on compensation as a policy instrument is not nearly as simple or straightforward as it
might seem. There are many options about how additional pay might be used to attract new
entrants to teaching, retain teachers with different levels of experience or kinds of credentials,
reward teachers for success with their students, or motivate current teachers to work more effective-
ly or undertake challenging assignments. All of these approaches require an understanding of how
teachers’ pay is currently structured.

The standardized salary scale, which was introduced in 1921 to eliminate discrimination in
pay by gender and race, continues to be used today in virtually all unionized and non-unionized
school districts. On a standardized salary scale, a teacher advances one step for each year of teaching
experience until reaching the top of the scale. Implicit in this structure, which rewards longevity
rather than any direct evidence of merit, is the belief that teachers improve with experience,
although the evidence on this is mixed. (See Section Two of this report.)

Districts differ substantially in how much they pay teachers, both at the bottom and top of the
salary scale. Pay scales also differ in the number of steps it takes for a teacher to reach the maximum
salary. In addition to this vertical ladder of steps, standardized salary scales include horizontal lanes,
which reward teachers for completing additional degrees or coursework. A teacher on step 5 of the ver-
tical ladder with a master’s degree would earn more than a peer who also was in her fifth year of teach-
ing, but hold only a B.A. Citing research by Gruber et al., who analyzed data from the Schools and
Staffing Survey, Loeb and Reininger (2004) report that, in 1999-2000, a beginning teacher with a
bachelor’s degree earned on average $25,888, while one entering with a master’s degree earned
$28,285. A teacher with 20 years experience and a master’s degree plus 30 additional credits earned,
on average, $44,006. The highest paid position on the salary scale was on average $48,728. The
rationale for salary distinctions based on additional academic study is that it increases teachers’ effec-
tiveness. Again, however, available research does not support this fully. (See Section Two of this report.)

From district to district, there are not only differences in the entering and maximum salaries,
but also important and often overlooked differences in the ways that pay is distributed across the
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salary scale. One district may invest a large proportion of its overall payroll in less experienced
teachers, while another offers proportionately higher pay for veteran teachers. Advanced coursework
is rewarded more by some districts than others. Beyond evidence that new teachers are attracted by
high initial salaries, little is known about how such differences in the structure of the salary scale
affect the career choices of new or experienced teachers.

A very small number of school districts currently are experimenting with forms of perform-
ance-based pay, often called merit pay. Such financial awards are usually granted as one-time bonus-
es either for teachers who assume challenging assignments in hard-to-staff schools or whose students
perform well on standardized tests. Some reformers have proposed incorporating merit pay into the
standardized salary scale, thus increasing the base pay of effective teachers, although this practice is
extremely rare. More common, however, is the practice of awarding extra pay for extra work, in
which teachers can earn additional money for taking on assignments such being the grade level
team leader or serving as the school’s liaison with parents.  

WHAT ARE THE EFFECTS OF PAY?
Thus, pay can be used to achieve a variety of purposes, and researchers have explored how increasing
pay in different ways might serve to attract, retain, or motivate teachers. It would be valuable to
specify clearly the effects of different approaches to pay on different groups of teachers, such as
beginning and experienced teachers, those with high and low test scores, or those with generic or
specialized preparation. However, because studies about pay have been largely non-experimental,
the findings rarely make such distinctions, and pay policies tend to be driven more by beliefs than
research.  

EFFECTS OF PAY ON ATTRACTING TEACHERS.
One of the large, unanswered questions about pay in public education is how many prospective
teachers never consider a career in education because of its low pay potential. Would substantial
increases in the maximum pay for teachers throughout the country affect the size and quality of the
pool of prospective teachers? Evidence presented above about the influence that pay plays in indi-
viduals’ career decisions suggests that such a change would make a substantial difference. However,
when Berry (1986) conducted interviews with college and university seniors who had high or aver-
age SAT scores, he found that economic incentives were not the most important determinant in
their decisions about whether to teach. This was particularly true for high-achieving students.
Rather, it was their own experiences as students and their dissatisfaction with the organization of
schools that dissuaded them from entering teaching. Thus, substantial increases in maximum pay
might not, in themselves, attract large numbers of teachers who otherwise would choose another
line of work. This fundamental question warrants close attention: Who might choose to teach, were
it not for the low salaries and attendant opportunity costs of declining other work that pays more?
Without studies that provide at least initial answers to this question, calls for higher pay for all
teachers remain unconvincing.

Economists have analyzed the effects of pay on teachers’ decisions to accept a job offer or to
transfer from one district to another. Ballou and Podgursky (1995) analyzed data from teachers in
the National Longitudinal Study of the High School Class of 1972 and concluded that a 20 percent
salary raise for all teachers would be associated with an increased ability of the district to attract
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new and practicing teachers with higher test scores. Figlio (2002) analyzed data from the Schools
and Staffing Survey and concluded that districts raising their salaries higher than those of nearby
districts increased the likelihood that they would hire new teachers who came from more selective
colleges and had majors in their field of teaching. In their descriptive analysis of data from teachers’
personnel files in New York, Lankford, Loeb, and Wycoff (2002) found that New York State teach-
ers who transferred across district lines between 1993 and 1998 earned substantial salary increases
(between four and 15 percent), suggesting that they were attracted by higher pay. It is important to
remember that higher-paying districts often offer better working conditions as well, which may be
as important an attractor as pay. These studies do not take such ancillary incentives into account.

Hanushek, Kain, and Rivkin (2004) analyzed data on all Texas elementary school teachers
between 1993 and 1996 and did take into account factors including the academic profile and racial
and socioeconomic composition of the study body in receiving schools, finding them more important
than pay in teachers’ decisions to transfer. Nonetheless, salary increases were positively related to
transfers, especially for male teachers. Teachers in the early stage of their career did tend to earn
more in the receiving districts than in those they left. Thus, the opportunity for higher pay may
have factored into these teachers’ decisions to change districts rather than leave teaching altogether.
The researchers also concluded that white teachers preferred working with higher-income, non-
minority students with higher achievement, while African-American teachers appeared to favor
schools with higher proportions of black students than the ones they left. The researchers assert that
schools serving low-income, high-minority students might have to pay 20 or 30 percent salary
increases in order to attract and retain white teachers. However, additional features of the workplace,
such as soundness of the facility or support services for students or teachers, were not considered.
Given the exclusion of workplace conditions such as these in their analysis, it is difficult to predict
whether any increase in pay would really attract or retain teachers in these high-need schools. 

In recent years, some states and districts have introduced signing bonuses in an effort to
recruit high-quality teachers. In 1998, the Massachusetts legislature created the Signing Bonus
Program, geared to attract “the best and the brightest teaching prospects” into the profession. A
bonus of $20,000 was paid in increments to all selected candidates who continued to teach for four
years in the state. During its first year, the program generated hundreds of applications. Of the 59
teachers selected in the first bonus cohort, most were mid-career entrants. Subsequent research by
Fowler (2001; 2003) revealed that, after two years, the attrition rate among this cohort of bonus
recipients was 32 percent. This rate rose to 46 percent after three years—twice as high as the
national 3-year attrition rate of 20 percent. The failure of such a large bonus to retain teachers once
they had been recruited may suggest that pay, in itself, is insufficient to improve the quality of the
teaching force. Interviews with 13 bonus recipients revealed that they were attracted to the program
less by the money than by the opportunity to quickly become certified and enter the classroom.
Only five of the 13 teachers studied remained in public school teaching into their fourth year, when
the final installment of the bonus was awarded. Those who left reported that they were dissatisfied
with teaching and their working conditions (Liu, Johnson, & Peske, 2003).

EFFECTS OF PAY ON RETAINING TEACHERS.
In many ways, the effects of pay as an attractor and as a retainer are similar. That is, both prospec-
tive and current teachers are assumed to weigh their pay options when they consider whether to
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enter teaching or to leave and whether to change districts or remain where they are. However, pay
may work in one way for prospective teachers and current teachers considering transfers and another
for teachers who have made a commitment to teaching or a district or school.

There is considerable evidence that individuals’ career decisions are very sensitive to wage dif-
ferences, especially during their early years of teaching. Dolton and von der Klaauw (1995) exam-
ined a sample of 923 individuals in the UK, all of whom taught as a first job. Using a proportional
hazard model, these researchers analyzed the teachers’ career decisions and the factors that influ-
enced them during the first six and one-half years after graduation. They considered the potential
effects of both a 10 percent increase in monthly earnings, relative to the income the individual
could earn in another profession, as well as the effects of a 25 percent increase in teacher pay. They
found that, with an across-the-board increase of 10 percent in teacher salaries, there was an associat-
ed nine percent reduction in the probability that teachers would exit the profession after five years.

Murnane et al. (1991) analyzed teacher data from North Carolina and Michigan and used sur-
vival analysis to model career profiles of teachers over time. They found that teachers working in
school districts that paid comparatively high salaries stayed longer than teachers working in dis-
tricts offering low salaries. Teachers receiving low salaries were, on average, one and a half times as
likely to leave teaching after the first year on the job as teachers receiving high salaries.
Additionally, they concluded that the average median employment duration associated with a
$2,000 difference in salary was one year longer in Michigan and almost two years longer in North
Carolina. Thus, on average, a teacher earning a high salary ($2,000 higher than average) would be
expected to have a median employment duration that was two years longer than a teacher making a
low salary ($2,000 lower than average) in Michigan, and four years longer than a teacher making a
low salary in North Carolina. Murnane et al. also found that salary levels had the largest effect on
the duration of a teacher’s first spell in teaching for elementary teachers, as compared to secondary
teachers. Notably, this effect diminished over time until there was no appreciable effect of salary by
year eight. Apparently, those who were sufficiently dissatisfied with pay to make them leave teach-
ing had done so by that time, or other factors become more important than pay.

Also examining the effects of pay on teachers’ retention in the profession, Stinebrickner (2001)
analyzed the decisions of teachers during the first nine years of their career.  Drawing on data from
the National Longitudinal Study of the High School Class of 1972, Stinebrickner focused his analy-
sis on the 551 individuals in that data set who were certified to teach between 1975 and 1985.
Using a dynamic, discrete choice framework, he modeled teacher decision-making with respect to
three career choices—whether to stay in teaching, work in another career, or stay home.
Stinebrickner found that, although the salaries of men and women teachers were similar, the wage
premium for men in non-teaching jobs was approximately seven percent, possibly explaining why
men are less likely than women to teach. He then constructed models to examine the effects of a 20
percent across-the board wage increase and concluded that, with the higher income, the total num-
ber of years spent in teaching by those in his sample would increase from .50 (of the total years pos-
sible for work in one’s life) to .80. He, too, concluded that higher salaries are, on average, associated
with a longer stay in teaching during the first nine years.  Taken together, these three studies con-
firm that, within the early span of career being studied, higher salaries are, on average, associated
with higher rates of retention among teachers. 
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Kirby, Berends, and Naftel (1999), drew upon a longitudinal data set for all public school
teachers in Texas from 1979-1996 and used survival analysis to study Texas teachers’ career deci-
sions between 1987 and 1995. They concluded that a $1,000 salary increase was associated with an
average reduced attrition rate of 2.9 percent for all teachers and five to six percent for Hispanic and
black teachers. Additional research by Boe et al. (1997) analyzed data about special education and
general education teachers at all levels of experience from the Schools and Staffing Survey of 1987-
89. They examined teachers’ career decisions one year after the initial survey was administered and
found that salary positively and significantly predicted retention both in teaching and in schools.
Among teachers who earned $20,000 or less, 6.5 percent left teaching and 11.3 percent changed
schools, while among those earning over $30,000, 4.5 percent left teaching and an additional 4.5
percent changed schools.

Although these studies reveal important information about the role that pay plays in attrition
and retention, qualitative research provides more detailed explanations about how teachers think
about pay. Johnson (1990) and Johnson et al. (2004) conducted extensive interviews with new and
experienced teachers to, among other things, understand how they conceive of pay and what role it
plays in their career decisions. Repeatedly, these teachers interviewed for these studies said that they
expected to earn enough as teachers to afford a middle-class life style. Many reported experiencing
considerable stress when they were not able to pay their bills or enjoy modest purchases or recre-
ation. Often these teachers predicted that they would have to leave teaching if they wanted to buy a
house or pay college tuition for a child. Importantly, such respondents suggested that they would be
driven out of teaching by low pay rather than attracted by the prospect of making more money in
another line of work. Such responses may explain why relatively modest pay increases, such as those
considered by Murnane et al. (1991) and Stinebrickner (2001), might successfully retain teachers
who liked their work and were satisfied by finding a way to afford continuing to do it.

Most of the studies about the effects of pay focus broadly on pay levels for all teachers.
Importantly, Ballou and Podgursky (1997) point to a potential flaw in this across-the-board pay
raise model, noting that it does not appropriately target high-achieving individuals whom districts
might seek to attract or retain in their early years of teaching. Rather, such pay increases, these
authors contend, simply provide an incentive for older (and, they imply, less reform-oriented) teach-
ers to remain on the job. Others have noted that retention, in and of itself, is not necessarily a posi-
tive outcome, and that increasing the quality of the teaching force may require more deliberate and
discriminating use of pay as an incentive. However, without good comparative measures of who the
high achieving teachers are, there are limits on what both policymakers and researchers can do.  

EFFECTS OF PAY IN MOTIVATING TEACHERS.
Many who would make teaching a more attractive career point to merit pay or pay for performance
as a promising policy approach. This strategy would reward entrants for exemplary qualifications or
career teachers for exemplary practice or improvements in student achievement. Thus, it would
seem to address the problem with across-the-board pay increases identified by Ballou and
Podgursky (1997).  Despite enthusiasm for this policy, however, the history of merit pay does not
provide encouragement for its proponents. 

Of the many merit pay plans introduced by states and districts over the past century, very few
have endured or showed positive effects (Odden & Kelley, 1997). Often merit pay plans fail to make
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meaningful or defensible distinctions among teachers’ performance and, thus, provide no answer for
the teacher who asks what he might do to achieve merit pay (Murnane & Cohen, 1986). Sometimes
merit pay decisions are criticized by teachers for being driven by administrative favoritism rather
than objective data. Individualized merit pay awards, once made public, often generate demoraliz-
ing mistrust and ridicule, rather than energizing effort and commitment. Frequently, merit pay
plans are abandoned because of their high organizational and financial costs. Programs that include
payoffs for individuals are said to undermine collegiality, while those that offer group awards by
school are criticized for not eliminating the “free rider” problem: an ineffective teacher may be
rewarded along with others. Merit pay plans that include quotas on the number of teachers who can
benefit often are faulted for promoting divisive competition within a school, yet those without quo-
tas prove to be prohibitively expensive. For the most part, experience with merit pay is reported in
individual case studies. There is a need for more systematic analyses of such plans which would
include detailed information about teachers’ responses to them and analyze what role they play in
attracting and retaining teachers.

Despite the limitations of merit pay plans that have been instituted, there is evidence that the
cohort of individuals entering teaching today express interest in performance-based pay (Johnson et al.,
2004), and, in response, policymakers continue to propose and introduce different approaches to using
pay as a motivator. (The Consortium for Policy Research and Evaluation at Wisconsin University
maintains a web site that monitors new initiatives: http://www.wcer.wisc.edu/cpre/tcomp/.) Some pro-
grams provide rewards for individuals; others offer group-based bonuses. Some are based on special
skills or demonstrated expertise, such as being certified as an accomplished teacher” by the National
Board for Professional Teaching Standards; others require evidence of superior results by students on
standardized tests. Although these proposals are widely reported in the news, systematic research
about them is scarce.

One current program that has been studied is in Denver, CO. With support from the teachers’
union, Denver officials piloted and adopted a merit pay plan that rewards teachers for increases in
knowledge and skills that improve student achievement. In its initial stages, teachers could choose
their own performance objectives and demonstrate their competence in a variety of ways. An early
evaluation of the program (Community Training and Assistance Center, 2004) concludes that it is
effective, although program participation is statistically linked to student achievement only in some
subject areas and at some grade levels. It is far too early to know whether the program has broad-
reaching effects and can be sustained over time.

One of the few quantitative studies studying a particular pay plan is reported in a recent arti-
cle by Dee and Keys, who analyzed data from Tennessee’s Career Ladder Evaluation System (Dee &
Keys, 2004). The Career Ladder Evaluation System was well-financed and relied on multiple sources
of data in assessing teachers’ work, although evaluation of teaching practice by peers and adminis-
trators was the primary means used to assess merit. The authors were able to utilize an experimental
design in their study because this merit pay plan coincided with the Project STAR class-size experi-
ment, for which students were assigned randomly to teachers’ classrooms. Dee and Keys sought to
understand whether the students randomly assigned to teachers who had achieved advanced status
(with higher pay) on the career ladder achieved greater academic success than those students
assigned to teachers who had not. Although they found that students of career-ladder teachers had
higher mathematics scores by approximately 3 percentile points, differences in reading achievement
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were found to be smaller and statistically insignificant. Notably, the gains in mathematics scores
were concentrated among teachers at the lower rungs of the career ladder, who for the most part had
less experience. In contrast, only assignment to a teacher who had reached the top of the career lad-
der led to statistically significant gains in reading achievement.  Such findings further fuel ques-
tions about whether giving raises to teachers selected for advancement on such a career ladder is a
wise use of funds and an effective strategy either for improving instruction or retaining the most
effective teachers.

Thus, as yet, there is no research that documents the success of merit pay in retaining effective
teachers or motivating them to work harder or to use more successful teaching strategies. Recently,
so-called value-added approaches to assessing teachers’ work (McCaffrey, Lockwood, Koretz, &
Hamilton, 2003) which link student achievement to particular teachers’ contributions, have become
attractive to policymakers and school officials seeking a new approach to merit pay. Awards based
on this method of selection could provide greater objectivity than traditional programs, which usu-
ally rely on administrative evaluations. Still, this approach continues to be challenged methodologi-
cally. Also, such a plan might undermine collaboration among teachers and do little to control per-
sonnel costs. There is, as yet, no research about the implementation or effects of such a value-added
performance-based pay plan, either on student achievement or teacher retention.

How does pay interact with other factors
known to affect retention?

For the most part, quantitative studies about the effect of pay on teachers’ career decisions do not
take into account other factors that influence teachers’ priorities. A small number of interview and
survey studies have explored how teachers weigh pay in relation to other factors as they make career
decisions. Together, they suggest that pay is not the sole, or even the primary, factor responsible for
teachers’ choices. John Goodlad (Goodlad, 1984) reported that pay is not the foremost reason for
teachers’ entering the career, but that it ranks second as their reason for leaving. Johnson (1990)
interviewed 115 teachers and heard similar sentiments. Although respondents said that they entered
teaching in search of non-financial rewards, low pay became a source of irritation for some when
working conditions made it hard to succeed in the classroom. Johnson and Birkeland (2003) also
report such conclusions. Although many of the 50 new teachers studied over four years expressed
dissatisfaction with pay and the low status it signaled, only one of the 17 respondents who left
teaching by year four stated that he did so primarily because of pay. Others’ decisions were influ-
enced far more by poor working conditions. No teachers who transferred did so in pursuit of higher
pay; rather, they explained that they were in search of better working conditions, such as more
orderly schools, better facilities and supplies, better professional development, or smaller classes.
Notably, however, the districts that offered better working conditions also often paid more and,
thus, without good information about other working conditions, it would be easy to conclude that
the teachers moved in pursuit of better pay.

Such findings from qualitative interview studies are reinforced by recent survey data from the
Teacher Follow-up Survey of the School and Staffing Survey (Luekens, Lyter, Fox, & Chandler,
2004). Teachers who had left teaching or transferred to new schools were asked to rate the impor-
tance of various factors in their decisions. Among reasons rated “very important” or “extremely
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important” were higher salary or benefits (19.1 percent of movers; 19 percent of leavers); better
teaching assignment (39.8 percent of movers); dissatisfied with workplace conditions (32.1 percent
of movers); dissatisfied with administrators’ support (38.2 percent of movers); dissatisfied with
changes in job description or responsibilities (18.7 percent of movers). Pay was reported to be very
or extremely important to many respondents, but more cited various workplace conditions as play-
ing a large role. 

Therefore, considerable evidence exists that teachers are largely drawn to teaching by the
intrinsic, or psychic, rewards they hope to attain. However, there is also clear evidence that pay
plays an important role in teachers’ career decisions. Research shows, however, that pay does not
make all the difference, as some analysts suggest.  Pay matters, but largely because it makes teach-
ing possible. In itself, higher pay is unlikely to retain teachers—particularly the most able among
them—if they find that they cannot attain the intrinsic rewards for which they initially entered
teaching.    

Directions for future research
Although the topic of teacher pay has generated more research attention than most others consid-
ered in this literature review, there remain many important issues to be explored and clarified. For
example, there is little research about what effects substantial pay increases for all teachers or
increases in the maximum potential salary might have on the size and quality of the pool of
prospective teachers. If teachers were paid as well as lawyers, sales managers, or engineers, students
with higher test scores from more elite colleges and universities might choose teaching as a career.
However, it is not clear whether such pay increases would also have to be accompanied by substan-
tial improvements in working conditions in order to be effective. Surveys and interviews with peo-
ple who might consider teaching, either as a first career or after work in another field, could provide
much more detailed information about how a broad pool of potential teachers weighs the relative
importance of various factors, including pay.

Although there are important differences from district to district in the structure of standard-
ized pay scales (years to maximum, awards for coursework and degrees), there is no research examin-
ing the different effects of these plans on teachers’ career decisions. Likewise, there is little research
about the effects of different approaches to distributing pay on standardized salary scales (front-
loaded scales that favor new teachers vs. back-loaded scales that set a higher maximum salary and
favor experienced teachers). Recent evidence suggests that a significant number of new teachers
today are not committed to a long-term career in teaching and, therefore, might be far more con-
cerned with pay on the initial steps than with long-term pay potential (Peske, Liu, Johnson,
Kauffman, & Kardos, 2001). On the other hand, one reason that novice teachers do not expect to
teach long-term may be because they find the salary ceiling unacceptable. Front-loading salary
scales, which could be attractive to new teachers in the short term, might actually promote attrition
by creating an even lower ceiling on long-term earning prospects.  Those who see an advantage to
having a less-experienced teaching force might welcome such a plan, while those concerned with the
costs of continuous turnover would not. Currently, however, there is no research to support either
approach and well designed surveys could provide policymakers and school officials with a far better
understanding of the effects different arrangements to pay might have on retention. 
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Although it is well established that prospective and current teachers respond to salary differ-
ences between teaching and non-teaching jobs, there is only modest understanding of how pay
interacts with other factors—particularly working conditions—when teachers decide whether to
remain in the classroom, change schools, or leave teaching. The best available quantitative studies
infer teachers’ preferences from evidence about their actual decisions, but the analysis is inevitably
limited by the information that is available about the particular schools that teachers choose to enter
or leave.  How are they organized? How much collaboration occurs among teachers?  What does the
principal do? Is the school orderly? Are parents engaged in school activities? Any one of these fac-
tors may be as important as pay, and yet it cannot enter into the analysis unless better data are avail-
able. Quantitative studies that incorporate detailed information about such factors would provide far
more understanding of when and where changes in pay can make a difference in teacher retention.

There is also virtually no research available about the role of health and retirement benefits in
teachers’ career decisions. Increasingly, districts offer a range of benefit packages, designed to serve a
variety of individual interests. Districts that offer the same starting salary may provide quite differ-
ent benefits packages, yet virtually nothing is known about whether prospective and current teach-
ers weigh such differences in deciding whether and where to teach. Given increasing concern within
U.S. society about the availability of health and retirement benefits, policymakers would welcome
research about the effects on recruitment and retention of different approaches to benefits.

The teaching force is not uniform and it seems likely that different sub-groups of teachers
(women and men, young and old, high-achieving and average-achieving, early-career and late-career,
minority and non-minority, parents and non-parents, specialists in various fields or in hard-to-staff
subjects) respond differently to a range of pay options. Districts seeking to attract and retain partic-
ular groups of teachers would benefit from having access to far more detailed information about the
preferences and responses of these subgroups to different pay arrangements and benefits packages.
Sometimes, in preparing for collective bargaining, local unions gather some of this information from
members, but it is rarely made public. Conducting surveys that would allow analysis of sub-groups
from a range of districts could inform not only local practices, but broader policy decisions as well. 

Many low-performing schools in low-income, high-minority neighborhoods experience contin-
uous teacher turnover. In response, districts have begun to introduce bonuses to attract and retain
teachers in these schools. It is important to study these initiatives carefully through both case stud-
ies and surveys in order to determine what level of additional pay actually is needed to stabilize
staffing and whether such an approach is an effective and efficient one for improving low-perform-
ing schools.

Finally, there is little understanding of the way in which various employment constraints
change the role of pay as a potential incentive in teacher transfers. Teachers who have achieved
tenure in one district may be reluctant to relinquish job security and pursue a higher paying job in
another district.  Teachers who have taught ten years in one district may discover that they will not
be granted credit for those years in a higher paying district nearby and, thus, will not transfer.
Teachers who are vested in a state’s retirement system may be unable to pursue an interest in teach-
ing elsewhere because they would forfeit their retirement. Again, a carefully designed survey could
elicit valuable information from a broad sample of teachers working in different settings about the
ways in which current policies constrain the role that pay plays in their career decisions.
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5
WO R K I N G CO N D I T I O N S

Research has shown that the conditions of teachers’ work affect their ability to teach well and the
satisfaction they derive from their work. When the physical elements of their school—the facility,
equipment, and supplies—are decrepit or deficient, teachers report that that their instructional
options are limited and that they feel discouraged and insulted as professionals. Teachers also report
feeling beleaguered and overwhelmed when they are assigned to courses or grades for which they are
unprepared, when they have too many courses to juggle at one time, or when they must contend
with unusually large numbers of students. Under such conditions, their students also pay a price,
suffering the effects of uninformed instruction, poor lesson planning, and crowded classes. Teachers
also often lack curriculum for their teaching assignment or have a curriculum that is not aligned
with the standards they are required to teach or the tests their students must take.

Problems such as these, which result from inadequate working conditions, affect teacher satis-
faction and retention directly by making the work far more trying than it need be. But there are
also indirect effects of such problems since teachers working in inadequate conditions may be less
likely to succeed with students and realize the intrinsic rewards for which they entered teaching.
The following sections consider what is known from research about the effects on teacher satisfac-
tion and retention of these three aspects of working conditions—the physical elements of the school;
teaching assignments; and curriculum, assessments, and accountability.

Facilities, Equipment, and Supplies
The physical elements of schooling—the facilities, equipment, and supplies—are easy to identify,
inventory, and assess. It is not easy, however, to track the effects of these resources and conditions on
student learning and teacher retention, since those effects are largely indirect and often interact with
other parts of the teachers’ and students’ experiences. At the most basic level, the adequacy and
maintenance of school buildings affect the health and safety of the adults and children who work
there. A school in serious disrepair presents an array of hazards for everyone in it. The physical ele-
ments of schooling also influence instruction—both what can be taught and how it can be taught.
A school’s lack of textbooks, a library, science equipment, or reliable photocopy machines inevitably
limits the kind of teaching and learning that can occur.

Teachers may do their best to cope with such deficits, but ultimately their students’ opportu-
nity to learn in poorly maintained and ill-equipped schools falls short of what it might be in schools
that are sound, well equipped, and generously supplied. In the process of contending with disrepair
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and shortage, teachers may become demoralized because they cannot do their best work, must use
their own money to buy supplies, and feel disrespected as professionals. Although these factors
rarely are reported to be the sole, or even primary, reason for teachers’ decisions to change schools
or leave teaching, there is evidence that they may fuel teachers’ general dissatisfaction with their
job or career.

Often surveys administered to teachers include questions about facilities, equipment, and sup-
plies in a long list of other conditions known to be of importance to them, but there is little
research that directly addresses the physical elements of the teacher’s workplace. This discussion first
considers studies that address the adequacy of school facilities, equipment and resources, presenting
evidence about differences that exist between schools serving low-income and high-income commu-
nities. It next examines teachers’ responses to the shortcomings of their schools, both how they cope
with sub-standard facilities and inadequate supplies, and what effect such conditions have on teach-
ers’ satisfaction and career plans. The section concludes with suggestions for future research about
this topic.

HOW ADEQUATE ARE SCHOOL FACILITIES, EQUIPMENT, AND SUPPLIES?
There is general agreement among researchers, policymakers, and practitioners, that school
facilities are rarely ideal and often seriously deficient. Documented deficiencies often are most
severe in low-income urban and rural communities, although they sometimes present serious
problems in suburban schools as well.  In 1995, the U.S. General Accounting Office (GAO)
studied the adequacy of school facilities and documented widespread problems (1995). Based
on survey results from a nationally representative stratified random sample of approximately
10,000 elementary and secondary public schools and site visits to 10 selected school districts
that varied in location, size, and minority composition, researchers concluded that U.S. schools
were unprepared for the 21st century. Among other findings, these researchers reported that 54
percent of all public schools had unsatisfactory instructional space to implement effective teach-
ing strategies; one-third of schools that had sufficient computers were not networked; and 40
percent of schools could not adequately meet the functional requirements for laboratory science
or large-group instruction.

Johnson (1990) reports on qualitative interviews with 115 public and private teachers identi-
fied as “very good” by their principals. Teachers reported the importance of working in safe build-
ings and well-equipped schools. Respondents—especially those working in low-income settings—
frequently said that they lacked sufficient resources for their teaching—paper, crayons, pencils,
chalk, and textbooks for each student. Although some teachers in low-income schools said that, as a
result of categorical grants, they had abundant resources for particular subjects or students, they
often lacked other physical supports, such as a clean, well maintained, and adequately ventilated
classroom, which would enable them to teach effectively. The respondents told of out-of-date text-
books, stringent quotas on paper, and deficient libraries with torn books and antiquated audio-visu-
al materials. Johnson observes that poorly maintained schools send signals about the status of public
education: “Well-designed, well-maintained, well-supplied schools express the public’s commitment
to schooling.  Decrepit, crowded schools and inadequate supplies convey a different message—that
public education is low on the list of a community’s priorities” (p. 78).

51 WHO STAYS IN TEACHING AND WHY: A REVIEW OF THE LITERATURE ON TEACHER RETENTION

March 7, 2016 UCSC Special Board Meeting

Item No. 9.2: Teacher Retention Plan



WHAT DIFFERENCES EXIST BETWEEN HIGH-INCOME AND LOW-INCOME SCHOOLS?
The GAO study also reported that problems with facilities and equipment were most serious in
schools serving low-income communities. The authors found that “schools in central cities and
schools with a 50-percent or more minority population were more likely to have more insufficient
technology elements and a greater number of unsatisfactory environment conditions [than schools
serving other communities]” (p. 4). Other studies assess the reported deficiencies of schools in low-
income neighborhoods. Recently, on behalf of the National Commission for Teaching and America's
Future (Carroll, Fulton, Abercrombie, & Yoon, 2004), the Peter Harris Research Group surveyed a
random sample of 3,336 teachers in California, Wisconsin, and New York about their working con-
ditions. The researchers were particularly interested in learning how working conditions differed in
low-income and affluent communities and, therefore, they over-sampled teachers from low-income
schools. They found that schools serving large numbers of low-income students and children of
color were reported to have a much higher incidence of inadequate physical facilities than other
schools; evidence of vermin (cockroaches, mice, and rats) in the school buildings; dirty, closed, or
inoperative student bathrooms; inadequate textbooks and materials for students to use in class or to
take home; inadequate computers and limited internet access; inadequate science equipment and
materials; and higher personal expenditures (by teachers) to compensate for insufficient classroom
materials and supplies. The report concludes that such deprivation makes it unrealistic to expect
students in low-income schools to achieve high standards, as recent accountability policies require. 

In another study designed to solicit the current views of teachers in low-income schools,
researchers for Public Education Network (2004) collected data in Chattanooga, TN; New York,
NY; Seattle, WA; Washington, D.C. and the state of West Virginia.  Researchers surveyed 211
novice teachers in middle and high schools serving low-income communities, 84 of whom also par-
ticipated in interviews or focus group discussions. Overall, respondents expressed a high degree of
satisfaction with teaching. However, approximately “20 percent said that they were considering
leaving and cited salary, insufficient resources and materials, and the difficult and draining nature of
the work as factors influencing this decision” (p. 18); the report does not specify what percent of
respondents cited insufficient resources and materials as a problem. Two of the top seven workplace
problems teachers cited were “insufficient classroom space or no assigned classroom” and “lack of
basic resources and materials such as books, textbooks, and supplies, or not knowing what resources
were available” (p. 20).

HOW DO TEACHERS RESPOND TO POOR FACILITIES AND A LACK OF SUPPLIES?
Most teachers—particularly new ones—buy supplies that would be routinely provided in other
workplaces. Fifty new Massachusetts teachers studied for four years by Johnson et al. (Johnson et al.,
2004) reported spending their money on such things as paperback books, stickers to reward careful
homework, groceries for cooking projects, chemicals for science experiments, and materials for art
projects. Several survey studies have sought to ascertain how much money teachers spend on equip-
ment and supplies for their classrooms. Tapper (1995) (as reported in Buckley, Schneider, & Shang,
2004) interviewed teachers in New York City and found that 26 percent of them reported spending
$300 to $1000 of personal funds on classroom supplies over the year; 14 percent spent $100-$200;
and 12 percent spent $50-$75. The National Education Association (2003) surveyed new and expe-
rienced teachers in 2001 and reported that they spent an average of $443 each on instructional
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resources (p. 51). Researchers at Quality Education Data (2002) surveyed new teachers and conclud-
ed that, on average, first-year elementary teachers spend $701 out of pocket, for classroom materials.
Qualitative studies suggest that, although teachers find such purchases galling given their low
salaries, they spend their own money on supplies so that they can manage to carry on with teaching
day to day in their classrooms. 

Carroll et al. further explore how inadequate resources limit teachers’ effectiveness, suggesting
that inadequate conditions affect teachers’ willingness to remain in these schools: “The problem is
not that we have too few teachers entering high-risk schools; it is that too many good teachers are
leaving.  They leave because conditions in their schools do not meet even the most basic require-
ments for successful teaching and learning” (Carroll et al., 2004, p. 8). These researchers report that
in New York over 75 percent of teachers planning to leave high-risk schools cite non-retirement
reasons, with salary, lack of school leadership, class size/pupil load, lack of supplies and materials, or
bad school facilities reported as reasons for leaving. Similar patterns of response were found in
California and Wisconsin, although the gaps between high-income and low-income schools in
Wisconsin were less extreme than in the other two states. In commenting on the impact these fac-
tors have on teachers’ decisions to leave their schools, the authors observe that working conditions
are cited far less often as reasons for teachers planning to leave low-risk (high-income) schools than
high-risk (low-income) schools. In their view, such conditions increase the likelihood that teachers
in low-income schools will leave their schools or teaching prematurely because they fail to succeed
with their students: “Teachers in low-risk schools are able to make a career commitment to teach-
ing, because teaching conditions in their schools provide a quality opportunity for success” (p. 23).

Two recent studies use quantitative methods to examine the effects of these factors—facilities,
equipment, and supplies—on teachers’ satisfaction, sense of efficacy, and career plans. Schneider
(2003) surveyed teachers in Chicago (where respondents were randomly selected) and Washington,
D.C. (where all teachers were asked to complete surveys and 25 percent did) about the quality of
their working conditions and the effect of those working conditions on teachers’ sense of job per-
formance and effectiveness. “Teachers were asked to evaluate their surroundings, including the
degree of overcrowding, the availability and adequacy of such specialized facilities as science labs
and lunch rooms, and physiological factors, including indoor air quality, thermal comfort, classroom
lighting, and noise levels” (p. 1) Respondents in both cities were asked to grade their facilities on an
A-through-F scale and scored them “just above a C, or 2.17” (p. 1). Washington, D.C. teachers
scored their schools 1.98 and Chicago teachers graded theirs 2.50. Overall, about one-third of the
teachers in Chicago and more than one-half in Washington, D.C. were dissatisfied with their facili-
ties. Nearly 60 percent of respondents reported that science labs were somewhat or very inadequate,
or nonexistent. More than 40 percent said that their “classrooms were the wrong size for the type of
education they were trying to deliver, and more than 25 percent reported having taught in non-
classroom spaces such as hallways and even closets” (p. 2). Approximately one-third said that they
had little or no teacher workspace. Air quality was reported to be only fair or poor in the classrooms
of over two-thirds of the Washington and over one-half of the Chicago respondents. Notably, “more
that one-quarter of the Chicago teachers and about one-third of the Washington teachers reported
suffering health problems rooted in poor environmental conditions in their schools” (p.2). Schneider
reports that more than 40 percent of the teachers who graded their facilities with a C or below said
that poor conditions had led them to consider changing schools. Those percentages were somewhat
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higher among teachers who reported having health effects related to poor facilities. The study did
not examine the actual job decisions of these teachers.

Subsequently, Buckley, Schneider, and Shang (2004) used data from a 2003 survey of K-12
teachers in Washington, D.C. to test the extent to which the quality of facilities affects teachers’
retention within their current school. The outcome variable in this study was the teacher’s response
to a dichotomous question: “Do you plan to remain another year in your current school?” The
researchers found a statistically significant relationship between the effect of the grade that teachers
gave their facilities [A through F] and their plans to stay or leave. “As the perceived quality of the
school facilities improves, ceteris paribus, the probability of retention increases” (p. 7). Although
the effect of facilities’ quality proved to be small in comparison with other factors—the effect of
the teacher’s age, dissatisfaction with the involvement of parents and the community, and length
of service at the present school—it was “nevertheless larger than the effect of dissatisfaction with
pay (p<.05)” (p. 9). Thus, the authors suggest that spending money to improve facilities, which
they identify as a “one-time expense,” would have as much or greater effect on teacher retention
as pay increases.

DIRECTIONS FOR FUTURE RESEARCH

Thus, the available research establishes that the physical conditions of teachers’ work influence their
satisfaction and sense of efficacy, and that working conditions in low-income schools are likely to be
more deficient than in high-income schools. It is less clear specifically what teachers want and need,
given inevitable budget restrictions, and what their priorities are for facilities, equipment, and sup-
plies. In general, researchers bundle these (and other) working conditions together. Only Schneider
(2003) and Buckley, Schneider, and Shang (2004) distinguish among teachers’ responses to specific
factors. Still, more fine-grained inquiry is needed about what teachers want and need, and whether
certain conditions (for example, having computers that are connected to the Internet) are more
important than others (for example, having adequate supplies of paper). Thus, it would be worth-
while to know more precisely to what extent individual factors, such as the quality of lighting or
the availability of technology, affect teachers’ satisfaction and sense of efficacy. Because the physical
conditions of schools are entwined with many other factors—parental involvement, time to meet
with colleagues, amount of paperwork—to influence teachers’ views of their school or career, it
would be informative to conduct in-depth case studies of teachers’ experiences in schools with low
and high rates of turnover.  Researchers could study the coincidence and possible interaction in
these settings of various factors known to affect teachers’ satisfaction and possible retention.

There is also little analysis of the reasons behind the well-documented inequities between low-
income and high-income schools. At the simplest level, these differences reflect uneven funding for
schools serving wealthy and poor students. However, some studies suggest that these differences also
result from bureaucratic inefficiencies or political patronage. There are imbalances reported within
as well as between districts, suggesting that this is not simply a matter of funding levels. It would
be worthwhile to conduct a set of comparative case studies in order to learn more about what drives
allocation. Better understanding of how these shortcomings occur within and between schools and
districts might provide more guidance for policymakers seeking to equalize resources and, thus, bet-
ter serve students and retain teachers. In-depth case studies would make it possible to explore the
influence of different factors—budgeting priorities, bureaucratic practices, political influence, and
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administrative leadership—on the perceived adequacy of facilities, equipment, and resources.

Although Schneider (2003) and Buckley, Schneider, and Shang (2004) examine the relation-
ship between the physical characteristics of schools and teachers’ career plans, their research did not
include data about teachers’ actual job decisions. This line of research would be more persuasive and
useful if it tracked teachers’ movement over time, linking their actual job changes with their prior
assessments of facilities, equipment and supplies.

Teaching Assignments
For many teachers, the condition of work that matters most to them is their teaching assignment.
Satisfaction with their job and career is inevitably influenced by whether they are assigned to teach
a subject and grade level for which they think they are prepared and whether they find their
assigned load to be fair and manageable. A recent National Center for Education Statistics (NCES)
analysis of survey data on teacher attrition and mobility (Luekens, Lyter, Fox, & Chandler, 2004)
reports that 40 percent of teachers who move to another school seek an opportunity for a better
teaching assignment (subject area or grade level). Of those in the sample who left teaching, 13.1
percent said that a “very important” or “extremely important” reason for their decision was dissatis-
faction with their job description or responsibilities. Qualitative interview studies (Johnson &
Birkeland, 2003; Johnson et al., 2004) reveal that new teachers resent assignments requiring them
to teach subjects they do not know, require many class preparations, are split between two subjects
or schools, or include very large classes. There is no evidence that any one of these factors, in and of
itself, leads to turnover. However, it is apparent that each of them can cause stress and dissatisfac-
tion; in combination, they may precipitate teachers’ resignation or transfer. 

This section examines research about teaching assignments and explores how the problems
that teachers encounter can affect retention.  It begins with research on teachers’ out-of-field assign-
ment, a topic that has been studied and analyzed in some detail. In particular, it notes the impact of
this practice on teachers and their students in low-income schools. It then considers teachers’
responses to having assignments that require multiple preparations or are split between subjects or
schools. Next it examines what is known about how teachers respond to teaching large classes. The
section concludes with recommendations for further research investigating the relationship between
teachers’ assignment and retention.

WHAT IS THE EXTENT OF OUT-OF-FIELD ASSIGNMENT?
Licensed teachers are credentialed by state officials in a particular field (grade level and/or a subject
area) by completing approved preparation programs or passing tests demonstrating their compe-
tence. Research suggests that when teachers feel well prepared and have a sense of confidence about
their work, they are more effective and derive a greater sense of satisfaction from teaching
(Rosenholtz, 1989). Although teachers might feel well prepared to teach a subject even though they
lack a license to do so, researchers generally assume that teachers who are unlicensed in a field are
unprepared to teach in it. Some then infer that teachers assigned to classes for which they are unli-
censed are consequently dissatisfied.

There is substantial evidence that teachers are frequently assigned to teach outside their field
of licensure. The National Education Association (2003) reports that in 2000-2001, 19 percent of
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U.S. teachers spent teaching time outside their area of preparation. Although this percentage is
high, it marks a substantial decline from 31 percent in 1961 (p. 27). In the most extensive research
on this topic, Richard Ingersoll (2002) analyzed data from the 1990 School and Staffing Survey and
reported high levels of out-of-field teaching. He found that about 12 percent of those who teach
self-contained classes in grades K-6 do not have a major or minor degree in pre-elementary, early
childhood, or elementary education. This may mean that these teachers were unprepared for elemen-
tary school teaching, although it may also mean that they had completed a major in an academic
field with additional coursework in education, a very prevalent approach to preparation recommend-
ed by influential researchers (Darling-Hammond, Wise, & Klein, 1999).

At the secondary level, Ingersoll found that out-of-field teaching was much more common.
For example, approximately one-third of all mathematics teachers lacked a major or minor in math
or a related discipline. Similarly, one-fourth of English teachers had no major or minor in English or
related subjects, while one-fifth of science and social science teachers lacked credentials in their
field. Ingersoll concludes: “In the fields of history, English, and math, more than four million sec-
ondary students are taught by teachers with neither a major nor a minor in the field” (Ingersoll,
2002, p. 19).

Predictably, the problem of out-of-field placement is more prevalent in schools serving low-
income communities than high-income communities. Ingersoll reports that “although teachers in
disadvantaged schools are slightly more likely to have fewer qualifications, they are far more likely
to be misassigned than are those in advantaged schools” (Ingersoll, 2002, p. 17, italics in the origi-
nal). Moreover, out-of-field placement is inequitably experienced by new teachers, who often are
expected to teach grades or courses that are left over, once experienced teachers have chosen their
schedules. Again, Ingersoll finds this problem intensified in high-poverty schools: “[N]ot only are
there more beginners in disadvantaged schools, but beginners in those schools are less likely to be
fully qualified [licensed]” (p. 16).

Research about teachers’ assignments has focused primarily on whether teachers are formally
licensed to do the work they have been assigned, although there are many factors about such assign-
ments that can increase uncertainty and dissatisfaction for teachers. It is important to note that even
when teachers are assigned to classes that fall within their certification area, there is no guarantee that
they will actually be prepared to teach these subjects. Elementary certification in most states entitles
individuals to teach students from age 5 to age 13 in all subjects. Yet, clearly, a career kindergarten
teacher who is suddenly assigned to teach sixth grade may not know how to effectively teach these
older students math or social studies. Similarly, a teacher who is licensed to teach secondary English
may be asked in the same year to teach courses in American literature, sports writing, poetry, and
non-fiction. Ingersoll (2002) observes that “highly qualified teachers may become highly unqualified
if they are assigned to teach subjects for which they have little training or education” (p.5). 

Ingersoll (2002) also found that there was widespread school-to-school variation in the fre-
quency of out-of-field placements. He concluded that, although sometimes such mis-assignment
results from a shortage of appropriately qualified teachers, the practice is largely the result of
administrative mismanagement. “[O]ne of the stronger predictors of the amount of out-of-field
teaching in schools,” Ingersoll reported, “is the leadership performance of principals” (p. 25). Many
people believe that principals’ hands are tied by bureaucratic and union restrictions when they
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assign teachers. However, Ingersoll concludes: “[S]chools with unions do not have more out-of-field
teaching” (p. 25). His analysis shows that, even with the many constraints on their discretion—
teacher union work rules, seniority-based assignments, school district regulations, class-size guide-
lines, and contractual regulations—principals still have “an unusual degree of discretion in staffing
decisions” (p. 6).

HOW DOES ASSIGNMENT AFFECT TEACHERS’ SATISFACTION AND RETENTION?
Out-of-field placement unnecessarily increases many teachers’ dissatisfaction with their jobs by
making the work difficult day to day and diminishing the likelihood that they can feel pride in
their accomplishments. Case studies of new teachers in Massachusetts (Johnson et al., 2004) docu-
ment the stress that teachers experience when they are unprepared for the subjects they are assigned
to teach. They struggle to keep one day ahead of their students, scramble to prepare lessons, and
dread the prospect of being put on the spot during class. Ultimately, they worry that their students
are being shortchanged.

Some new teachers also are given assignments that span different subject areas. For example,
one novice was assigned to teach two English and two history courses in a large urban middle
school. Being licensed only to teach English, half of her courses were outside her field. She observed,
“I’m completely unqualified to teach history, so it was a bit difficult.” Ultimately, her assignment,
which she considered not only inappropriate but unfair, weighed heavily in her decision to leave
teaching during her second year (Johnson & Birkeland, 2003).

New secondary school teachers also may find themselves assigned to teach in multiple class-
rooms or even multiple schools. As they move from room to room, typically wheeling carts loaded
with materials, their teaching is made difficult by not having access to reference texts, supplies,
records, and blackboards where they can post daily or long-term assignments. It is not unusual for a
new teacher simultaneously to experience the stress of teaching out of field, having a split assign-
ment, and moving from classroom to classroom or school to school. The cumulative effect of such
conditions often is stress and dissatisfaction.

The number of different courses that a teacher must juggle—even when they all fall within
her field of expertise—can greatly affect her capacity to do a good job and, ultimately, her satisfac-
tion with teaching. Luekens et al. (2004) report that 24.2 percent of teachers who left public school
teaching and 20.3 percent of teachers who changed schools strongly agreed with the statement “I
often felt that my teaching workload was too heavy” (p. 21). As case studies illustrate, a teacher’s
response to her workload involves more than a count of the courses she must teach. For example,
Johnson et al. (2004) interviewed a first-year Spanish teacher in an urban middle school who was
assigned to teach ten different classes each week—210 students in three grades at two ability levels.
As a native Spanish speaker, she had sufficient expertise in the subject. However, her job was made
extremely difficult by the number of different preparations that her assignment required. After her
first year, her principal promised to change her assignment, but ultimately did not. In October of
her second year, she resigned and took a full-time position in another district where she taught at
two schools. She also found that position unmanageable and left teaching to return to her work in
public health.

Class size is another element of teaching assignments with implications for student learning
and, thus, teacher satisfaction and sense of efficacy. The Public Education Network (2004) found
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that, among new teachers they surveyed, “Large class size was continually raised as a source of dis-
satisfaction” (p. 19).  Luekens et al. (2004) found in analyzing survey data from 2000-2001, that
26.1 percent of those who had left public school teaching and 27.6 percent of those who transferred
to different schools strongly agreed with the statement that: “Some of the classes or sections I
taught were too large” (p. 21). The National Education Association (2003), which has long sought
class-size reductions, reports that class-size ratios have improved recently. In 2001, the average size
of an elementary-level class was 21, while the average number of students taught daily by a second-
ary or departmentalized elementary teacher was 87. Both marked reductions from prior years.
Teachers who are inspired to teach for the intrinsic rewards of individualized work with students
may find that large classes limit the meaningful interactions—and therefore the psychic rewards—
that they can derive from teaching. The Public Education Network (2004) reports that of their
respondents, “Teachers with smaller classes felt they could focus more on individual students and
have more contact with parents, which was not the case for teachers responsible for large numbers
(30 or more) of students” (p. 19).

Because of union contracts and the ways that decisions routinely are made in schools, experi-
enced teachers sometimes can choose the least demanding assignments. Therefore, although many
teachers are given inappropriate or unmanageable assignments—an out-of-field class, many course
preparations, an excessive student load, or large classes—there is some evidence in the literature that
it is the newest teachers who most often experience these challenges in combination (Johnson et al.,
2004). Such patterns warrant further verification and analysis, for they may contribute substantially
to teacher turnover. Those novices who might have been effective and satisfied with a reasonable
assignment may become overwhelmed and discouraged by an unrealistic one and, thus, decide to
change schools or leave teaching.

DIRECTIONS FOR FUTURE RESEARCH

Researchers are only beginning to explore the circumstances and consequences of inappropriate,
unfair, or unmanageable teaching assignments. Although there is clear evidence from surveys and
case studies that these factors influence teachers’ sense of efficacy and satisfaction, it is not clear just
how this occurs and what policymakers and school officials might do in response. Do teachers in all
kinds of settings find out-of-field placements and heavy teaching loads unacceptable? Or are there
particular kinds of school settings, approaches to leadership or collegial interaction, or professional
development that enable teachers to be successful in such conditions and, therefore, moderate their
dissatisfaction? It would be valuable to know through more detailed surveys and comparative case
studies whether particular assignments are thought to be more troublesome than others.   

It would be valuable to repeat Ingersoll’s 2002 analysis of out-of-field placement using data
from the (2000-2001) School and Staffing Survey. There was considerable change both in policy and
staffing during the decade since the early data were collected, and it is important to know whether
the problem of out-of-field assignment has increased as schools have experienced greater rates of
turnover.

Because teacher assignment lies within the control of school administrators, it is important to
better understand how these decisions are made and whether the No Child Left Behind (NCLB)
requirements for highly qualified teachers affect the rate of out-of-field placement. Also, it is impor-
tant to better understand the effects of assignment and load on teacher retention. Longitudinal sur-
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veys and case studies of beginning teachers, which could investigate in some detail their stated pref-
erences about assignment and load, the details of their work assignment, and their eventual career
decisions, could guide policymakers and school administrators in their work. In addition, detailed
surveys of teachers with varying levels of experience would reveal whether teachers’ preferences dif-
fer at various points in their career. 

Although it is clear that teachers prefer smaller classes, there is no systematic research investi-
gating the logic of such preferences. What do they think both they and their students gain when
class size is smaller? Is it simply that small classes are easier to teach, requiring less time and energy,
or do teachers believe that they are more effective with students in small classes? Or is it both?
Would teachers prefer to have more variation in class size in response to the demands of the stu-
dents—smaller classes for more challenging students and larger classes for less challenging students?
The answers to such questions might inform local contract negotiations and school policy.

Curriculum, Standards, and Accountability
U.S. teachers have long exercised considerable discretion in what and how they teach. However,
with the introduction of standards-based frameworks and assessments, that discretion has been sub-
stantially circumscribed. Mandated accountability for public schools, with its increasing reliance on
standardized tests and public ratings of school quality, has drawn new attention to the role of cur-
riculum and assessment in teachers’ work. Do they have what they need to be effective in this new
policy context? Are they satisfied with the autonomy they retain? Do they believe that their effec-
tiveness in the classroom is enhanced or reduced by being required to follow detailed curricula? Are
they encouraged or troubled by the prospect of high-stakes assessments for students and public
accountability for schools? Such questions, which concern the very core of teachers’ work, have
important implications for retention.

Researchers are at the early stages of investigating the effects of standards-based frameworks,
curricula, and assessments on the satisfaction, commitment, and retention of teachers. The following
discussion first examines whether teachers have access to curriculum for all the subjects they teach
and whether what they have is aligned with state standards. It then examines how teachers respond
to scripted curricula and being closely supervised in its use. Next it reviews what is known about
teachers’ responses to standardized tests, required by policy to ensure that standards are met. The
section concludes by identifying questions that warrant further inquiry and suggesting specific
approaches to research.

WHAT CURRICULA DO TEACHERS HAVE?
Curriculum is central to teachers’ work with students. Cohen and Ball (1999) explain that, together,
teachers, students, and curriculum provide the “instructional capacity. . .to produce worthwhile and
substantial learning” (p. 644). Broadly defined, curriculum may include the scope and sequence of
topics to be taught for each subject, the standards-based competencies that students are expected to
achieve, and the materials (textbooks, teachers’ guides, and assessments) that support and guide
teachers’ instructional practices. 

Scholars differ about the extent to which curriculum should be defined and prescribed for
teachers. Some contend that granting teachers autonomy and responsibility for curriculum develop-
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ment ensures that they remain engaged in teaching and that their lessons, activities, and assign-
ments are challenging and remain responsive to the needs and interests of their students (Apple &
Junck, 1990; McNeil, 2000). Others hold that a well-developed curriculum can be educative for
teachers who lack sufficient knowledge about the subjects they teach, and that it can support teach-
ers who may not be able to translate what they know into instructional units and daily lessons
(Cohen & Ball, 2000).

Several studies address teachers’ responses to curriculum. Kauffman et al. (2002) report on
interviews conducted during 1999-2000 with 50 first- and second-year Massachusetts teachers.
Despite the state’s introduction of standards and assessments, few of these novices reported that they
received sufficient guidance about what to teach and how to teach it. Instead, researchers concluded
that the new teachers encountered a “curriculum void” (p. 283). Many found the curricula that were
provided seldom covered all subjects they were supposed to teach. Often elementary school teachers
had textbooks and teacher’s guides for mathematics and language arts, but not for science or social
studies. The problem was prevalent at the secondary level as well. A secondary school English
teacher might have a textbook for American literature, but no materials for a course in writing. Nor
was the curriculum that teachers did have well aligned with the state frameworks and tests. Thus,
in their first years of teaching, respondents reported being overwhelmed by the responsibility of
preparing the curriculum and lessons for several subjects simultaneously. They reported spending
countless hours in a “mad scramble” for relevant and useful materials, a situation that was com-
pounded when they had multiple preparations. Many of these teachers said that they would wel-
come greater direction, even to the extent of having detailed lesson plans, as long as they could use
their judgment about when and how to use them. Follow-up interviews with this sample of teachers
(Johnson et al., 2004) revealed that some changed schools or left teaching, in part, because of the
inadequacy of the curriculum and the pressures this caused.

In their four-year study of three new secondary English teachers, Grossman and Thompson
(2004) found that their respondents were “avid consumers of curriculum materials” (p. 18). Like
Kauffman et al., these researchers found a lack of alignment between the curriculum materials and
the relevant state and district frameworks. The authors described the frameworks as being “quite
global” (p. 18) and, therefore, difficult to translate into teaching units and daily lessons. Neild et al.
(2003) surveyed teachers in Philadelphia and also found evidence that new teachers lacked curricular
guidance. By the end of their first week of school, two-thirds of those attending an induction meet-
ing (which included 266 of 598 new teachers in the district) reported that they had not received the
district’s Curriculum Scope and Sequence for the courses they were teaching. Such delays undermine
new teachers’ confidence and sense of efficacy, potentially diminishing the prospect that they will
remain in the classroom through their first year.

In 2003, Kauffman (2004) surveyed a random sample of 295 second-year elementary school
teachers in three states (Massachusetts, North Carolina, and Washington). Nearly three quarters
(75.4 percent) of their respondents reported that they had not received sufficient direction “regard-
ing what to teach and how to teach it” in at least one core subject. The problem was less widespread
for mathematics (20.5 percent) and language arts (31.7 percent) than it was for science (56.2 per-
cent) and social studies (69.2 percent). Although science and social studies were required subjects,
they were not yet subject to statewide assessments and did not carry high stakes. Teachers were
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required to teach the subjects—often with the number of minutes per week mandated by the dis-
trict—yet they lacked the curricular support to do so. 

Although most of the current research about teachers’ access to aligned curriculum focuses on
novices, some survey data capture veterans’ responses. In a national survey of public school teachers,
Education Week researcher Hoff (2001) found that “fewer than half said they had ‘plenty’ of access
to curriculum guides or textbooks and other materials that match state standards” (p. 20). More-
over, seventy percent of those surveyed said “they did not have enough time to cover the material
needed to meet standards” (p. 28).

ARE THE TEACHERS SATISFIED WITH THE SCRIPTED CURRICULA?
At the same time that many teachers report a lack of curriculum guidance and insufficient materi-
als, some say that they experience too much detailed direction. Often these teachers’ schools man-
date the use of so-called “scripted” curricula, which specify what teachers should say and do day to
day. Some critics argue that scripted curricula “deskill” teachers by diluting the quality of instruc-
tion and making teaching unattractive work (Apple, 1990; McNeil, 2000; Troen & Boles, 2003).
Notably, however, new teachers studied by Kauffman et al. (2002) and Grossman and Thompson
(2004) generally responded that they would welcome this detailed resource as long as they could
decide how to use the materials. Some teachers report that, not only do they have access to highly
detailed curriculum, but they are required to use it faithfully and are closely supervised to ensure
that they do.  

In his survey of elementary teachers in three states, Kauffman (2004) found that 22.2 percent
of his respondents said that they received “too much direction in one or more subjects” (p. 29).
This was much more often the case in mathematics (13.2 percent) and language arts (14.7 percent)
than in science (2.0 percent) and social studies (1.6 percent). Notably, teachers in low-income
schools were more likely to report that they received “too much direction” than those in medium-
income or high-income schools. Kauffman found that roughly half of his respondents reported that
someone oversees the content that they teach in math (51.9 percent) and language arts (48.3 per-
cent), while only about a quarter reported that what they teach is checked in science (27.1 percent)
and social studies (22.7 percent). However, many fewer reported that their pedagogy—how they
teach the content—is monitored—20.1 percent in math, 20.6 percent in language arts, 8.8 percent
in science, and 8.1 percent in social studies. Overall, teachers reported that they were more con-
cerned about being monitored for how they teach than what they teach. Kauffman suggests that
such findings have implications for the retention of new teachers and, if they remain in the profes-
sion, the types of schools where they will choose to work. Those seeking more autonomy may move
to less regulated schools, which tend to be in the suburbs. To the extent that the teachers who move
from low-income to high-income schools are more knowledgeable, students in low-income commu-
nities may be left with less qualified teachers.

Contrasting evidence comes from an earlier study by Archbald and Porter (1994) of high
school mathematics and social studies teachers’ responses to policies that are intended to control
their use of curriculum. These researchers found that “teachers in all conditions studied reported rel-
atively high degrees of personal control over both content and pedagogy” and that there was “little
evidence that teachers felt less efficacious or satisfied about their jobs because of curriculum policy
constraints” (p. 21). Importantly, however, this research was conducted prior to the introduction of
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policies calling for high-stakes accountability. Given recent increases in the use of scripted curricula
by school districts, it is important to continue to study the effect of curriculum regulation on teach-
ers’ satisfaction and sense of efficacy.

HOW DO TEACHERS RESPOND TO HIGHER CURRICULAR STANDARDS

AND INCREASED ACCOUNTABILITY?
There is good evidence that teachers support the introduction of higher standards for student per-
formance. In a poll conducted in 2001 for Quality Counts, 87 percent of teachers agreed that raising
standards was “a move in the right direction” and 74 percent said the level of standards in their
states was “about right,” (Doherty, 2001). Public Agenda (2003) reports “repeated findings” show-
ing that “teachers do not oppose the central tenets of the [standards-based] movement, nor are they
sitting around longing for the good old days” (p.12). In a mail survey, “eight in ten teachers (80
percent) say having guidelines for what students should learn helps improve academic perform-
ance…. In fact, most teachers (53 percent) say they want local standards initiatives to proceed as
planned” (p. 12). Despite the unusually low response rate of this study (27 percent), the findings are
consistent with those of other reports.

It is important to recognize that introducing standards is a different matter than mandating
standardized tests. Survey research suggests that state-mandated testing plays an increasing role in
teachers’ work lives, a trend that has accelerated with the rapid implementation of the No Child
Left Behind Act. Doherty (2001) reports that a Quality Counts survey revealed that “teachers are
feeling pressure from state testing and accountability systems and believe there is too much focus on
state tests.” Of those polled, 67 percent said that their teaching “had become ‘somewhat’ or ‘far too
much’ focused on state tests.” Notably, nearly two-thirds (66 percent) said they were “concentrating
on tested information to the detriment of other important areas of learning” (p. 20).

There is evidence that teachers’ practice is affected by the mandated assessments in that they
decide what to teach based on what is tested. Olson (2001) summarizing research for Quality
Counts 2001, reports: “Teachers may increase their attention to specific topics, shift instructional
time to concentrate more on the subjects that are tested, devise exercises that mirror test formats
and expectations, and work with their students on such test-taking skills as filling in the bubbles
on multiple-choice questions” (p. 15). Wong et al. (1999) who studied teachers’ practices in four
Chicago high schools found that those teaching in schools that were on probation allocated from 16
percent to 60 percent of instructional time to developing test-taking skills and in schools that had
been taken over and reconstituted, “test-related activities [had] begun to displace the standard cur-
riculum” (p.16). These researchers did not focus on whether such practices troubled or dissatisfied
teachers, a question that is important to answer if we are to understand the impact of required test-
prep activities on teacher retention. Recently, the Civil Rights Project at Harvard University
(Sunderman, Tracey, Kim, & Orfield, 2004) reported on surveys with teachers in two urban dis-
tricts, Fresno, CA and Richmond, VA. The authors concluded that “in response to NCLB accounta-
bility, [teachers] ignored important aspects of the curriculum, de-emphasized or neglected untested
topics, and focused instruction on the tested subjects, probably excessively” (p.4).

There is evidence that these practices are more prevalent in low-income than high-income
schools. Diamond and Spillane (2004) conducted intensive case studies in a sample of schools and
found that test-taking strategies are emphasized at the expense of deeper instruction in low-income,
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low-performing schools, while high-performing schools are more likely to rely on assessment as 
a source of information about students’ learning and strategies for instructional improvement.
Similarly, Kauffman (2004) found that larger proportions of new teachers in low-income schools
than high-income schools were required to spend instructional time on test preparation: 45.2 per-
cent (low-income) vs. 20.0 percent (high-income) in math and 43.1 percent (low-income) vs. 28
percent (high-income) in language arts.

Such findings raise important questions about the retention of teachers in the curricular con-
text of high-stakes accountability, especially those working in low-income schools. Teachers have a
dual interest retaining discretion to use curriculum materials flexibly and in achieving success with
students. If mandated curricula and test preparation activities “deskill” teachers and serve students
poorly, it seems likely that many enterprising and effective teachers will seek other schools where
they can do their best work and be of greater benefit to students. Often suburban schools are said 
to offer flexibility for teachers within broad curricular expectations. Initial research suggests that
teachers who feel oppressed by curricular prescription and monitoring may well move to school
serving higher-income students, which are better organized to support student learning. However, 
if teachers in low-income schools find that such curricular requirements lead to greater success with
students, they may be satisfied with their current assignment and find ways to be creative, despite
the constraints.

In one of the few published studies that explores the relationship between increased accounta-
bility and teacher retention, Tye and O’Brien (2002) tracked the graduates of a large teacher educa-
tion program. On the basis of 115 responses and a 12.6 percent response rate, they reported that
“[t]hose respondents who had already left teaching ranked the pressures of increased accountability
(high-stakes testing, test preparation, and standards) as their number one reason for leaving,” while
“respondents who are still teaching [but reported they would consider leaving] ranked paperwork
and accountability pressures high—second and third, respectively” (p. 27). Although the limitations
of this sample require considerable caution in interpreting the findings, the study does suggest the
value of comparing the views of current and former teachers as well as the importance of examining
the impact of the new policy context.

Therefore, despite the limited research on this topic, there is evidence that teachers’ satisfac-
tion with their work is influenced by the quality of the curriculum they have and the extent to
which they are required to follow it. New teachers are especially attentive to whether their schools
are clear about what they should teach and they are dissatisfied when they lack adequate curriculum
materials to teach their students well. Both new and experienced teachers express concern about
whether the curriculum they have is aligned with state frameworks and assessments; whether they
can use the materials flexibly in response to their interests and students’ needs; and whether they are
expected to use class time for test preparation. It appears that, although teachers generally welcome
higher instructional standards, they are less accepting of closely monitored teaching practice and
mandated lessons in test-preparation. Thus far, only a small number of studies link teachers’ dissat-
isfaction about curriculum and testing to teacher turnover. However, given how important curricu-
lum and assessment are to teachers as they seek to achieve success with their students, it is essential
that researchers better understand whether and how inadequate or excessively prescriptive curricula
figure into their decisions to change schools or leave teaching. 
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DIRECTIONS FOR FUTURE RESEARCH

Research about teachers’ responses to curriculum suggests that they are dissatisfied both when they
have insufficient curriculum materials and when the curriculum materials they do have are not
aligned with state standards and assessments. This is particularly true for new teachers, who may
leave teaching before they gain sufficient competence to design their own curriculum and decide
how to align it with standards. There is also evidence that a well-designed curriculum can serve as
scaffolding for increasing teachers’ knowledge and skill, while a very general or poorly designed cur-
riculum can limit the development of teachers’ instructional competence. Comparative case studies
or in-depth of new and experienced teachers’ responses to different types of curricula could help us
understand the relationship between curriculum materials, teachers’ satisfaction with the support
they receive, and teachers’ instructional effectiveness with students.   

As schools and districts respond to federal and state accountability policies, it is important
that research track teachers’ responses to the new demands. The curricular constraints that teachers
found acceptable, even useful, in the mid-1990s may differ substantially from the requirements
some teachers face today. There is crucial research to be done about the relationships between cur-
riculum requirements, teachers’ interests, and student achievement, particularly in low-income,
low-performing schools. It is important to closely track teachers’ career decisions (whether they
remain in their schools, change schools, or leave teaching) as those decisions relate to mandated cur-
riculum and instructional techniques. Is there evidence that new teachers abandon teaching because
it is intellectually stultifying or personally overwhelming within certain curricular and community
contexts? Is there evidence that more knowledgeable and skilled teachers, perhaps those certified by
the National Board for Professional Teaching Standards, abandon positions in schools where their
work is highly prescribed? Inquiry about such questions can begin to fill out the currently meager
understanding of the relationship between teacher retention and curriculum, standards, and
accountability.
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67

6
SC H O O L CO M M U N I T Y

Teachers’ work engages them continuously in the social aspects of schooling. Despite the frequency
of interactions with colleagues, principals, students, and parents, there is no assurance that teachers
will find them supportive. The fact that two teachers work next door to each other provides no
assurance that they will collaborate as colleagues. Some principals are known to increase the rewards
teachers experience in their work, while others erode such benefits. The very act of teaching requires
prolonged interaction with students; yet, there is no certainty those students will be eager or even
cooperative learners. Parents, too, may contribute to teachers’ sense of success; but they also may
provoke profound misgivings and dissatisfaction. Researchers have explored some of the social
aspects of schooling thought to affect teacher retention. The following discussion explores research
about teachers’ responses to their work with colleagues, principal, students and parents.

Colleagues and School Leaders
When teachers decide whether to stay in their current school, transfer to another, or leave teaching
for a different career, they are influenced by the quality of their work with fellow teachers and
administrators. Research suggests that the prospects for teacher retention increase when schools are
organized for productive collegial work under a principal’s effective leadership. Such schools make it
possible for teachers to succeed with their students and, thus, to realize the psychic rewards of
teaching that initially attracted them to the career. Achieving such satisfaction makes it more likely
that they will remain invested in the work. However, with few exceptions, researchers have yet to
demonstrate such relationships empirically.

Good studies exist that examine how teachers view their work with colleagues, how collabora-
tion is vital to school improvement, and how principals are essential for the success of school reform.
Yet, very few of these studies examine teacher retention as an outcome. Therefore, in reviewing this
work, we suggest how these factors combine to influence teachers’ sense of efficacy and satisfaction.
The following discussion considers what can be learned from key studies about teachers’ work with
colleagues, the role of teacher collaboration in school improvement, and what principals do to sup-
port teachers’ contributions to reform. These studies provide a foundation that can inform subse-
quent research about retention. 

DO TEACHERS WANT TO WORK ALONE OR WITH OTHERS?
Although there is evidence that teachers today value collegial work (Kardos, 2004; National
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Education Association, 2003), that has not always been the case. The growing importance that
teachers attach to their interaction with colleagues appears to reflect both a change in the context of
teachers’ work and the priorities of the teaching force.

In 1975, Lortie reported that teachers prized the privacy of their classroom and routinely
worked in isolation. Based on interviews conducted in 1963 with 94 teachers, randomly selected
from a diverse sample of six school districts in the Boston metropolitan area, and surveys adminis-
tered in 1964 to all teachers in Dade County, Florida, Lortie reported that, from the teachers’ per-
spective, school walls “are perceived as beneficial; they protect and enhance the course of instruc-
tion. . . .” Teachers’ preference for working alone, he explained, was supported by the belief that
“other adults have potential for hindrance but not for help” (Lortie, 1975, p. 169).  

For at least a decade, the isolation of teachers was widely believed to be not just pervasive, but
inevitable. However, in the mid-1980s, when influential panels of school reformers such as the
Holmes Group (Holmes Group, 1986, 1990) and the Carnegie Forum on Education and the
Economy (Carnegie Forum on Education and the Economy, 1986), recommended more collaboration
among teachers, researchers started to investigate whether teachers still preferred to work in isola-
tion and whether collaboration could be expanded in schools. Johnson (1990), who interviewed 115
public and private school teachers judged to be “very good” by their principals, found evidence that
these teachers wanted more interaction. They believed that interdependent work with colleagues
contributed to their effectiveness in the classroom. Nonetheless, sustained collaboration was seldom
reported to be the norm in their schools.

Teachers’ increasing reliance on colleagues is also apparent in survey data collected from a ran-
dom sample of teachers every five years by the National Education Association (National Education
Association, 2003). From the first administration of the survey in 1956, teachers identified “cooper-
ative/competent teacher colleagues/mentors” among the top six factors that “help [them] teach
well.” Since 1996, however, teachers have ranked this factor as number one.

Teachers’ growing interest in collaboration appears to result from two relatively recent devel-
opments. The first is the school reform movement, which began in the mid-1980s and continues
today. The second is the more recent phenomenon of turnover in the teaching force, with half of
U.S. teachers being projected to retire and be replaced between 2000 and 2010. Each development
is considered below.

WHAT ROLE HAS SCHOOL REFORM PLAYED IN PROMOTING COLLABORATION AND

SATISFACTION AMONG TEACHERS?
Since the mid-1980s, when school reformers set out to revitalize public schools, researchers have
tracked reform initiatives in an effort to understand which ones have an impact on student learning.
A substantial part of their inquiry focuses on the roles of teachers in reform. Overall, these scholars
have concluded that students are best served when schools are organized to promote interdepend-
ence and collaboration among teachers. Given teachers’ interest in contributing to students’ learning
and success, this finding has important implications for teachers’ satisfaction and retention.

Little (1982) first documented that teachers’ collaborative work positively affects student per-
formance in her interview study of 105 teachers and 14 administrators from six urban elementary
and secondary schools. The schools were categorized as “relatively successful” and “relatively unsuc-
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cessful,” on the basis of students’ standardized test scores. Little found a positive relationship
between student achievement and the presence of “patterned norms of [collegial] interaction among
staff” (p. 325). She reported that collegiality is especially important when schools take on large-scale
change, and she identified four types of collegial practices that typify more adaptable and successful
schools. These include teachers’ readiness to discuss classroom practice, their mutual observation
and critique of teaching, their shared efforts to design and prepare curriculum, and their joint par-
ticipation in the business of instructional improvement.

By the mid-1980s, key school reformers turned away from failed efforts to closely monitor
teachers’ classroom practice (the early response to A Nation at Risk) and proposed instead to make
teachers the agents of school-wide reform. Little’s findings about the importance of collegial work
provided an important foundation for their efforts. Increasingly, teachers’ contributions to student
learning were seen as interdependent, in that a single student’s education was the product of experi-
ences with many teachers. It gradually became clear that teachers could make a far-reaching contri-
bution to students’ learning through regular, sustained collaboration that focused on improving
instruction both within and beyond their classroom. 

With this new attention to teachers and their work, researchers began to examine the roles and
experiences of teachers in diverse samples of schools. In a particularly ambitious and informative
study, Rosenholtz (1989) investigated a group of 79 elementary schools in five rural and three
urban/suburban Tennessee districts.  She surveyed teachers, interviewed a random sample of teachers
in schools that had distinctly different organizations, and examined both test score data and demo-
graphic data about students and teachers. She found that the teachers’ approach to their work
depended largely on what they experienced within their workplace. In schools that Rosenholtz iden-
tified as “high consensus,” teachers worked together regularly and shared similar values and views
about what was important. These schools “seemed attentive to instructional goals, to evaluative cri-
teria that gauged their success, and to standards for student conduct that enabled teachers to teach
and students to learn” (p. 206). In high consensus schools, teachers had roles in decision-making
and ongoing opportunities for learning. By contrast, teachers’ opinions and practices were much
more disparate in “low consensus” schools, where “few teachers seemed attached to anything or any-
body, and seemed more concerned with their own identify than a sense of shared community”.
Rosenholtz concluded that the social organization of the school “induced teachers to remain in the
workplace and contribute productively to schools” (p. 163).

Subsequently, Louis, Marks, and Kruse (1996) also examined how distinctive patterns of colle-
gial interaction define the course of school improvement. Their findings also suggest how successful
collaboration influences teachers’ satisfaction. Between 1991 and 1994, these researchers studied
eight elementary, eight middle, and eight high schools, all of which were judged to have made sub-
stantial progress in restructuring their academic program. They observed schools and classes, inter-
viewed teachers and administrators, and surveyed teachers. Based on statistical analyses of their
interview data, Louis, Marks and Kruse found a higher level of professional community in schools
where teachers were “empowered—with influence over school, teacher, and student policy” (p. 774).
Such professional communities were distinguished by five elements of practice: shared values, focus
on student learning, collaboration, deprivatized practice, and reflective dialogue.  On average, they
reported, “more satisfied teachers assumed greater responsibility for student learning” (p. 779).
Certain school structures, such as scheduled time for collaborative planning or simplified staffing
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arrangements, were important supports for building professional community. This research was
never conceived as a study of teacher retention, but because strong professional communities are
thought to increase teachers’ success with students and satisfaction with their work, the findings are
relevant to the goal of retention.

Recognizing the importance of teachers’ collegial work in school improvement, Bryk,
Camburn, and Louis (1999) sought to understand what organizational conditions might promote
the emergence of professional communities in a sample of 248 Chicago elementary schools. These
researchers conceptualized professional communities as settings in which “interaction among teach-
ers is frequent and teachers’ actions are governed by shared norms focused on the practice and
improvement of teaching and learning” (p. 753). They found that social trust among faculty mem-
bers was “[b]y far the strongest facilitator of professional community” (p. 768). Small school size
and “facilitative principal leadership and principal supervision” were also important variables sup-
porting the development of professional communities where teachers could do their best work and
reap its intrinsic rewards.

In their effort to advance understanding of teachers’ work with colleagues, McLaughlin and
Talbert (2001) conducted cases studies over four years in 16 California and Michigan high schools,
paying special attention to the department as a context for teachers’ work. They found meaningful
collaboration in only a few settings and concluded that teachers’ views about collegial work differed,
depending on the specific school or departmental context in which they worked. For example, in
Oak Valley High School, norms and practices in the English and social studies departments
differed starkly: 

Oak Valley English teachers of all pedagogical persuasions expressed pride in their department
and pleasure in their workplace: “Not a day goes by that someone doesn’t say how wonderful it
is to work here,” said one. In contrast, social studies teachers, weary of grappling alone with
classroom tensions, reveal their bitterness and professional disinvestment. Several plan to leave
the school or the profession (p. 76).

McLaughlin and Talbert found that weak professional communities, in which “teachers keep
their thoughts and practices private,” (p. 41) contrasted markedly with strong professional commu-
nities, in which “teachers can more readily experience the intrinsic rewards of teaching—satisfying
relationships with colleagues and growth in one’s subject area, as well as success in promoting stu-
dents’ learning” (p. 68). They concluded that teachers who worked in isolation pay a stiff price:
“Whatever pride in professional autonomy teachers may take from this condition [working alone],
most feel isolated in their work and frustrated by the lack of support they get from their colleagues”
(p. 69). Having access to such opportunities, these authors contend, augments satisfaction with
teaching as a career.

In another comprehensive study of teachers’ experiences in school reform, Bryk and Schneider
(2002) analyzed the cases of three Chicago elementary schools, selected from a larger sample of 12
schools all of which had been engaged in a major school reform since 1988. In their analysis, the
authors found a strong statistical link between improvements in “relational trust” among teachers,
administrators, students, and parents in the school and the outcome variable, academic gains for
students in reading and mathematics. Reported increases in relational trust during the course of the
study (1994-1997) also were accompanied by evidence of greater commitment by teachers to their
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schools. Bryk and Schneider consider the importance of socially supportive workplaces in retaining
teachers, particularly in urban settings:  

In urban contexts such as Chicago, dedicated, energetic young teachers often encounter anomic
school norms where teachers are alienated by basic work conditions. Many veteran teachers
have come to view their students’ needs as so overwhelming. . . that resignation becomes the
only survival strategy. Such contexts create a revolving door for young teachers.  Unable to
establish supportive work relations that make sense to them, these individuals quickly spin
out of urban public schools; unfortunately, they often exit the profession as well (p. 136).

Together, these studies demonstrate the importance of teachers’ collegial work in deepening
teachers’ commitment and advancing school improvement. Test scores in reading and mathematics
provide evidence that students benefit when teachers collaborate. The studies suggest, but do not
demonstrate, a positive relationship between these social aspects of schooling and teacher retention.

WHAT ROLE DO PRINCIPALS PLAY IN PROMOTING COLLABORATION AND

SATISFACTION AMONG TEACHERS?
There is much more to understand about how schools promote stronger professional communities
that sustain teachers in their efforts to improve teaching and learning. However, it is clear that
progress often depends on the quality of school leadership. Repeatedly, these studies point to the
importance of the principal in providing both social and structural supports for productive and
rewarding collaboration among teachers.

Researchers have found that principals’ leadership—or lack of leadership—often determines
whether teachers are satisfied with their work and workplace. In a recent NCES report of data
drawn from the Teacher Follow-up Survey, 2000-01 (Luekens, Lyter, Fox, & Chandler, 2004), over
one-third (38.2 percent) of teachers who transferred to new schools reported that their dissatisfac-
tion “with support from administrators” was either a “very” or “extremely important” reason for
leaving. Although research repeatedly confirms the central role that principals play in developing
schools where teachers feel supported and work productively with colleagues, there is as yet little
in-depth research explaining specifically what a principal does to positively or negatively influence
teachers’ commitment to the school and the profession.

Research on school improvement consistently finds that principals play a crucial role in imple-
menting successful initiatives. One aspect of such studies often considers whether and how princi-
pals include teachers in developing a collective mission or making ongoing decisions about curricu-
lum and instruction. These studies document how principals use their formal authority and the
structures of the school, such as the schedule and staffing assignments, to encourage collaboration
focused on student learning. And they examine how effective principals promote positive social
interactions among teachers as  these leaders advance the reform agenda. Given that teachers value
working in concert with their colleagues, these findings suggest that principals might increase
teacher retention by supporting collaboration and engaging teachers in school improvement.

For example, Louis, Marks, and Kruse (1996) reported that principals who delegate authority
and support collective decision-making, in turn, foster a “collective responsibility for student learn-
ing and instructional collaboration among teachers” (p. 774). They found that collaborative plan-
ning among teachers depends upon principals making the right organizational arrangements to sup-
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port this work, such as scheduling time for teachers to meet. Rosenholtz (1989) found that when
principals interacted with teachers “to define instructional goals, to select and socialize new recruits,
to determine policies of student behavior, and to develop evaluative criteria,” goals about the
“importance of students’ basic skills mastery came to be commonly shared” (p. 39). Bryk, Camburn,
and Louis (1999) found that professional communities were sustained by support from a strong
principal, especially one who had a facilitative leadership style.

Although these studies consider the roles and relationships of principals and teachers, they do
not directly address how those roles and relationships might affect teachers’ career decisions.
However, Weiss (1999), who used ordinal logistic regression to analyze responses of first-year teach-
ers in the Schools and Staffing Surveys database for 1987-88 and 1993-94, concluded that novices’
views of their workplace conditions were related to their morale, career choice commitment, and
planned retention. The new teachers were particularly attentive to whether their principal included
them in making decision about such things as curriculum, discipline policy, and the school budget.
In her conclusions, Weiss explains how these factors might affect teacher retention: “[S]chool leader-
ship that incorporates teacher participation influences whether new teachers feel it is worthwhile to
do their best work, whether they would choose teaching again as a career, and whether they plan to
remain in teaching” (p. 866).

In an effort to understand the practices of successful principals, Blase and Blase (2004) ana-
lyzed open-ended questionnaires completed by 800 teachers studying in three major universities.
Principals perceived to be effective by respondents were commended for being visible in the school,
generous with praise, and extending autonomy to teachers, all approaches to leadership that the
researchers interpreted as leading to high motivation and morale, an increased sense of security, and
willingness among teachers to comply with the school’s agenda for improvement. Conversely, the
authors found that principals who interrupt, abandon, criticize, and maintain control over teachers
were likely to generate among teachers low motivation, feelings of being unsupported, fear and con-
fusion, avoidance [of work], and feelings of being manipulated or abused.

Similarly, Useem (2003) studied 60 new middle school teachers in seven high-poverty
Philadelphia schools and found that turnover rates varied substantially from school to school. At one
school, where the new teachers were “unhappy with the school’s climate and administrative prac-
tices,” all twelve new teachers transferred or left teaching. Other schools achieved much more stabil-
ity, leading Useem to conclude that such differences “demonstrate that strong administrators and a
collegial staff climate can lead to higher rates of teacher retention” (p. 18). Johnson and Birkeland
(2003) also report that, among 50 novice Massachusetts teachers studied over four years, those who
decided to leave their schools or the profession often “described principals who were arbitrary, abu-
sive, or neglectful. . . .” (p. 594). 

Therefore, in the past two decades, a great deal has been learned about the benefits of teachers’
work with colleagues, and researchers, school officials, or policymakers no longer assume that teach-
ers should be left to work in isolation. Taken together, the evidence suggests strongly that students
learn more and teachers experience greater satisfaction and commitment when they are engaged
with their colleagues, improving instruction and strengthening the school. Principals shown to sup-
port such productive interdependence take the needs and potential contributions of teachers serious-
ly. The current policy context of standards-based reform and accountability contributes further to
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this trend, for a school today is unlikely to meet its required “adequate yearly progress” on student
learning without the coordinated efforts and investment of teachers school-wide. Changes in teach-
ers’ behavior may alter their beliefs and preferences as well. To the extent that collaboration helps to
increase teachers’ sense of efficacy in their classrooms, it is likely also to promote satisfaction, and by
inference, increase retention. However, no studies yet have examined whether veteran teachers' atti-
tudes toward collegiality have changed over time.

HOW DO TODAY’S ENTRANTS TO TEACHING REGARD COLLEGIALITY?
As the prior discussion explains, teachers’ views of collaboration have changed as a result of school
reform and the policy context in which it takes place. There is also evidence that new teachers today
regard positive interactions with colleagues as an essential part of their work and that they are wary
of being isolated in their classrooms. In that regard, their views are very different than those of
teachers studied by Lortie 40 years ago. Johnson et al., (2004) write of a new generation of teachers
who worry about isolation and criticize colleagues who remain aloof as the novices struggle to sur-
vive during their first years in the classroom. The Public Education Network (2004) reports that
support from colleagues is one of the top five influences that new teachers in their study felt would
affect their teaching efficacy. 

On this point, Kardos (2004) surveyed a random sample of 486 first- and second-year teachers
in four states (CA, FL, MA, and MI) and used regression analysis to find a strong, positive correla-
tion between new teachers’ ongoing professional interaction with experienced colleagues and job
satisfaction (a composite measure that captures the  “do-ability of the job” and “strong feelings of
contentment”). Kardos concludes that new teachers’ preference for such collegial work has implica-
tions for novices’ career decisions. Dissatisfaction with isolated work may drive them from their cur-
rent schools or from teaching altogether. (See Sections 7 for further discussion of this study.)

Thus, recent studies of new teachers reveal these novices’ interest in collaboration, a preference
that seems to be at odds with that of the teachers Lortie studied in 1963-64, who put a premium on
privacy and autonomy. The difference in views between these two cohorts suggests that a genera-
tional phenomenon may be at work. However, no research yet has demonstrated such a difference
between the cohorts.

DIRECTIONS FOR FUTURE RESEARCH

The extant research provides a solid foundation for future inquiry about these topics, and many
studies raise important questions or provide promising hypotheses about how teachers’ involvement
with their colleagues and principals might affect their job decisions. Extending this line of analysis
with both surveys and case studies can enrich our understanding of the relationships among these
factors. In particular, issues related to isolation and collaboration require additional research in order
to clarify under what circumstances teachers support collegial work. Many school reformers report
that they encounter resistance from teachers who prefer to work alone (Evans, 1996). More research
is needed to clarify to what extent such resistance is an entirely personal preference, and to what
extent it is fueled by contextual factors such as an authoritarian principal, an excessive teaching
load, or over-zealous colleagues.

Conducting in-depth surveys about working conditions thought to facilitate teachers’ collegial
interactions would be valuable as well. For example, there is considerable agreement that time is a
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crucial, scarce resource for all teachers. It would be valuable to know much more about how time is
used to promote collaboration in schools that successfully retain teachers. Identifying patterns of
social interaction in schools that succeed or fail to retain teachers would be informative. For exam-
ple, one might study how teachers are grouped for instructional improvement or whether new and
experienced teachers respond differently to structures that encourage collaboration. Ultimately, link-
ing teachers’ detailed reports about their work to their subsequent career decisions through longitu-
dinal studies will contribute most to understanding how these factors affect retention.

In addition to needing more detailed survey data about teachers’ collegial relationships, there
is a need for carefully designed comparative case studies of schools that serve similar student popula-
tions, but experience different rates of teacher turnover. Given the complexity of the teacher’s work-
place and the interaction of many factors that influence teachers’ satisfaction, it is important to
closely examine routine school interactions. However, to be useful to policymakers and practitioners,
such qualitative studies must be deliberately designed to build on the findings of prior research.
Promising concepts, such as “professional communities” and “relational trust” warrant sustained
attention in studies of a range of settings, thus establishing a more complete and coherent under-
standing of the concepts than currently exists. Also, such qualitative research must be carefully
designed so that the findings can be cumulative. For example, examining similar phenomena in
schools that serve comparable student populations will provide much more insight about these
issues than isolated case studies. Also, longitudinal studies enable researchers to observe over time
the development of complex social and professional relationships and practices within schools and,
thus, to track the factors that contribute to teachers’ satisfaction, commitment, and retention.

Students
Teachers’ work can be organized and carried out in many ways, but all teachers teach students. This
section explores the complex interaction of factors that can influence the role students and their par-
ents play in teachers' satisfaction and retention.

In 1975, Lortie presented compelling data that highlighted the importance of psychic rewards
for teachers. He concluded, “It is of great importance to teachers to feel they have ‘reached’ their
students—their core rewards are tied to that perception. Other sources of satisfaction pale in com-
parison with teachers’ exchanges with students and the feeling that students have learned” (Lortie,
1975, p.106). At the same time, there is evidence that students present one of the greatest sources
of uncertainty for teachers in their work—Will they behave? Will they learn? Will I succeed in
reaching them? Therefore, in addition to being a potential source of psychic reward, students also
represent a strong potential threat to teachers’ sense of success.

We begin this section by reviewing recent literature, which confirms that the psychic rewards
of working with students are still critical to teachers’ sense of efficacy and satisfaction today. The
next section explores how experiences with students affect teacher efficacy and satisfaction and iden-
tifies the student characteristics that are found to be associated with high teacher turnover. Next, we
present some explanations of these transfer patterns. This section then presents some strategies for
fostering teachers’ sense of success with students, which emerge from the literature. It concludes
with suggestions for future directions of research in this area.
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WHY DO TODAY’S TEACHERS TEACH?
In the time since Lortie identified the importance of psychic rewards over 30 years ago, research has
continued to confirm that the sense of achieving success with students is critical to keeping teachers
teaching. In 1971, the NEA added a new question to its Status of the American Teacher survey,
which is administered to a national sample of teachers every five years (National Education
Association, 2003). It asked why respondents chose to become teachers and why they remain in
teaching. With each administration of the survey, teachers have indicated that one of the most
important reasons they teach is a “desire to work with young people.” In the most recent survey, 73
percent of their survey respondents gave this response while 68 percent indicated that this is the
reason they currently remain teaching. 

Many teachers seek their sense of success with students in urban and high-poverty areas.
Useem (2003) used three years of district data from seven high-poverty middle schools in
Philadelphia and interviews with 60 new teachers at those schools to learn about teacher turnover in
a climate of reform. She found that in the first year, 52 percent of these new teachers mentioned
that what they liked best about their jobs was the students. Similarly, Shann (2001) administered
questionnaires and conducted follow-up interviews with 92 teachers in four urban middle schools
and determined that “teacher-pupil relationships” was the most important of 14 factors influencing
teachers’ job satisfaction and professional commitment.

New teachers today also are seeking to succeed with their students. Johnson and Birkeland
(2003) report on interviews with 50 first- and second-year teachers from Massachusetts about their
work experiences. They concluded, “In deciding whether to stay in their schools, transfer to new
schools, or leave public school teaching, the teachers weighed, more than anything else, whether
they could be effective with their students” (p. 3). These findings are corroborated by a recent
Public Education Network study of new teachers. Among the 82 percent of new teachers who told
interviewers that they plan to continue teaching, their primary source of satisfaction was their confi-
dence that they were making a difference in the lives of their students (Public Agenda, 2000).

HOW DO STUDENTS AFFECT TEACHERS’ SENSE OF EFFICACY AND SATISFACTION?
Given teachers’ desire to be effective in the classroom, students are in the powerful position of
enabling or limiting accomplishment of that goal. Through their positive feedback and compliance
they enable teachers to reap the psychic rewards they seek; through misbehavior, disrespect, and dis-
engagement they leave teachers wondering whether their effort is worth the paltry extrinsic rewards
they receive. While teachers may receive feedback from their principals or from parents on the effec-
tiveness of their work, research suggests that the most powerful and convincing evidence teachers
want and receive is the feedback they obtain directly from their students.  

Sikes et al. (1985) used multiple interviews to analyze the life histories of 48 art and science
teachers in England. They used these data to characterize the kinds of student-teacher relationships
that enable teachers to feel they are contributing to students’ learning. They found that teachers’
relationships with pupils are, indeed, of primary importance to their sense of job satisfaction, but
that they matter differently for different teachers. They concluded, “What constitutes the nature of
a satisfactory relationship varies, both between individual teachers, and for the same teacher at dif-
ferent times. It can be to do with successfully passing on and sharing subject knowledge, with get-
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ting pupils through exams, with preparing them for adult life, with mutual enjoyment and fun in
each others’ company, and especially for older teachers with hearing about how they have got on
since they left school” (Sikes, Measor, & Woods, 1985, p. 156).  Clearly, students’ relationships with
teachers can be multi-faceted and bring rewards to teachers in many different ways.

Metz (1993) sought to understand the dynamics of teachers’ dependence on students for pro-
fessional validation. Her year-long study of eight public and Catholic high schools in Midwestern
metropolitan areas involved nearly 150 principal and teacher interviews, a review of school docu-
ments and extensive classroom observations. This study demonstrates the weight of the responsibili-
ty teachers feel for the effects of their work, as well as the importance to them of explicit feedback
in response to their efforts with students. To many, teaching is not a job but a moral activity carry-
ing the weighty responsibility of being in charge of what another person will know. Teachers hold-
ing this orientation, then, are “extremely vulnerable to their students” for it is the students them-
selves whose behavior and responses will provide the teacher with feedback that will inform her
understanding of what she has accomplished. Metz also found gender differences in the ways teach-
ers respond when they do not receive positive confirmation for their efforts: male teachers are more
likely to respond with feelings of cynicism and anger, while women are more likely to respond with
self-doubt. In either case, this frustration and dissatisfaction may send these teachers in search of
another school or another line of work that can give them the fulfillment they seek.

Some schools threaten not only teachers’ chances of accomplishing their personal goals, but
also threaten their sense of well-being. No one wants to remain in a place where they fear for their
own safety. An analysis of data in Quality Counts (2004) indicates that, on average12.5 percent of
high school students engaged in a physical fight on school property and 8.9 percent were threatened
or injured with a weapon at school. These incidents are not restricted to just a few schools; a recent
analysis of 1999-2000 data from NCES’s School Survey on Crime and Safety shows that 71 percent
of U.S. elementary and secondary schools experienced at least one violent incident in that year
(Chandler, 2004). When these student conflicts occur, teachers are divided about what to do.
According to a recent Public Agenda survey (2004) for which 725 middle and high school teachers
were interviewed, over half of teachers would take the risk of physical intervention, while the rest
would be reluctant to do so for fear of getting hurt or risking having legal action taken against
them. Either choice presents risks, anxiety and fear; clearly this kind of environment can lead to
unhealthy levels of stress, which would diminish satisfaction and might lead a teacher to leave.

Less extreme incidents may also wear on teachers’ commitment to remain engaged in their
work in schools. Over half of the teacher respondents to the Public Agenda survey indicated that
the following problems were somewhat or very serious in their schools: bullying and harassment,
cheating, disrupting class by talking out and horseplay, rowdiness in the common areas, students
showing up late to class, and students treating teachers with a lack of respect. The teachers’ respons-
es, while disturbing, are unsurprising: 34 percent of teachers reported they have “seriously consid-
ered quitting the teaching profession because student discipline and behavior was such a problem”
and an equal proportion of teachers claimed that they knew someone who has actually left for these
reasons (Public Agenda, 2004, p. 43-44).

Student behavior does not have to be violent or physically threatening to drive teachers out of
the classroom. Metz collected the following illustrative vignettes of student disengagement and apa-
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thy in the two schools she studied: “students’ heads going down on their desks during a carefully
prepared presentation, a whole class failing a test on material that had been faithfully taught, stu-
dents who passed a test giving no sign of remembering the material if it was referred to six weeks
later, students turning their back on the teacher’s lecture to gossip with friends…” (Metz, 1993, p.
131). The teachers in these two schools responded to this student “feedback” with cynicism, anger
and self-doubt.

Findings from Steinberg’s 1996 study of student engagement suggest that the observations
Metz made in two schools are not atypical. Steinberg’s research involved over 20,000 high school
students in nine communities. Nearly 40 percent of these students told Sternberg that “when they
are in class, they are neither trying very hard nor paying attention” (Steinberg, 1996, p. 67). An
additional 10 percent said they regularly choose to skip class. Such student apathy is an obvious
hindrance to success for teachers who desire to achieve high goals with their students. In a study of
new teachers in Philadelphia, Useem (2003) found that 52 percent of the third-year teachers who
were planning to leave cited dissatisfaction with student behavior as the primary factor contributing
to their desire to leave. For these teachers, it seems student behavior inhibited them from deriving
the psychic rewards they sought; therefore there was not enough incentive to stay. 

ARE STUDENT CHARACTERISTICS ASSOCIATED WITH TEACHER TURNOVER?
Recent studies have shown a clear trend in teacher turnover: schools with lower student achieve-
ment levels, higher poverty, higher rates of behavior problems, and more students of color have
higher overall teacher mobility rates. In addition, teachers who stay in teaching but change schools
tend to move to schools with more wealth and/or fewer minority students. 

In the first major study to call attention to teacher turnover patterns, Ingersoll (2001) exam-
ined data from the 1990-1991 Schools and Staffing Survey and the 1991-1992 Teacher Follow-up
Survey in order to learn more about “movers,” “stayers,” and “leavers.” His regression analyses of
school characteristics showed that high poverty schools experience higher turnover, on average, than
schools with lower poverty levels. Hanushek, Kain, and Rivkin (2004) recently found similar pat-
terns in their investigation of factors that affect teachers’ mobility. This study investigated four stu-
dent characteristics—percent low income, percent Black, percent Hispanic, and average student
achievement score—all of which were found to be associated with teacher turnover. According to
their analyses, these student characteristics are more strongly associated with teachers’ decisions to
switch or leave schools than is salary.

A closer look at teacher mobility reveals interesting patterns of teachers who transfer to differ-
ent schools. Loeb and Reininger (2004) report on studies of teacher mobility that were conducted in
California after class size reduction initiatives. The increase in demand for teachers created the space
for many teachers to transfer, and many teachers took this opportunity to move from low perform-
ing schools to high performing schools. The Philadelphia Public Schools conducted an analysis of its
own voluntary and involuntary transfer data over four years and identified this same trend within its
district (Watson, 2001). The researchers found that, “when teachers move, they typically leave
schools that are achieving less well, that serve students from poorer backgrounds, and that serve
greater proportions of African American and Latino students, to move to schools that have higher
achievement levels, less poverty, and greater proportions of White and Asian students” (p. 39).
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WHAT EXPLAINS THESE TURNOVER PATTERNS?
Teachers want to know that they are making a difference with students, and they have to believe
that making this difference is within their power. Clearly, students’ socioeconomic status, race, and
culture are not characteristics that teachers can control, but teachers can choose how to respond to
them. The previous section identified the student characteristics that are associated with teacher
turnover, and this section reports on studies which help to explain those associations.

In her 1995 case study of failed reform in an inner-city school, Jean Anyon ties student charac-
teristics to low teacher efficacy. She admits, “The desperate lives most of the children lead make
many of them become restless and confrontational; many are difficult to teach and to love” (Anyon,
1995, p. 80). Most teachers will never make such an admission. To do so would require that they
either blame the students for their birth and background, or admit that they themselves do not have
the skills to reach those students. They don’t need to confront this reality if they can move to a new
school, district or occupation. The “movers” in Johnson and Birkeland’s report of 50 Massachusetts
teachers followed the typical transfer pattern from low-income schools to those serving wealthier
populations, but the qualitative interview data from this study allowed these researchers to explain
why.  “They were not simply transferring in search of wealthier students” (Johnson & Birkeland,
2003, p. 599); they were looking for a setting where they would have better prospects of helping
their students do well.

One reason student characteristics of race and poverty might be associated with low teacher
efficacy for some teachers is their lack of preparedness to work with these students. McLaughlin and
Talbert (2001) noticed this pattern among the veteran high school teachers they interviewed as part
of a four-year study of 16 high schools in two states. Teachers reported that they felt they were
trained to teach very different students than the ones they teach today, yet they were expected to
educate all of them. McLaughlin and Talbert noticed that the challenge of teaching a changed and
changing student population was especially salient for teachers working in urban California districts
where immigration and desegregation policies have caused radical changes in the schools and the
students they serve. Today there are teacher preparation programs that prepare teachers specifically
for working with high-poverty, urban, and/or diverse populations. However to date there are few
good empirical studies which evaluate their effectiveness for teacher retention.

Teachers’ self-efficacy is also inevitably influenced by their own personal characteristics, yet
research is scant on the interaction between teacher and student characteristics and the relationship
of that interaction to teacher retention. Hanushek, Kain and Rivkin (2004) found that teachers’
transfer patterns are affected by teachers’ and students’ racial characteristics. In an analysis of data
from Texas, the researchers found that non-Black and non-Hispanic teachers are more likely to exit
schools with higher Black and Hispanic enrollment, and conversely Black and Hispanic teachers are
more likely to stay in schools with higher Black and Hispanic enrollment. This pattern corroborates
studies which have shown that teachers seek certainty in their work and that their certainty is
increased when teachers have a prior understanding of their students’ backgrounds and cultures.  

The potential link between teachers’ sense of efficacy with students and teacher retention can
be influenced by training, preparation or cultural understanding, but it can also be affected by
teachers’ beliefs. Ashton and Webb (1986) sought to understand the various environmental influ-
ences contributing to teachers’ sense of efficacy. Through an ethnographic study that involved inter-
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views, observations and surveys in two middle schools and four high schools over a period of two
years, they identified several variables that were correlated with teachers’ efficacy and student
achievement. They found that teachers’ cultural expectations and beliefs about intelligence and
about the influence of family background on ability are important to teachers’ sense of efficacy and
to student achievement, a finding which has inconsistent implications for retention. If, for example,
despite her belief that all children can learn, a teacher’s students are failing, she is likely to experi-
ence a sense of helplessness, stress, guilt and low professional self-esteem. On the other hand, a
teacher whose students are meeting her low expectations will not experience the same need to leave
teaching. This research on teachers’ beliefs deserves a place in discussions about teacher retention
because it makes it clear how easy—and how detrimental—it would be to improve retention by
lowering teachers’ expectations of their students.

Teachers with low expectations do not always enter teaching with these beliefs. Instead of
admitting their inability to reach certain students or seeking the professional development that
might help them to be more successful, research has documented that many teachers guard their
egos by redefining their work. Teachers traditionally have had a large degree of freedom to define
their work by deciding what to teach, how to teach it, and how much to expect from students for a
passing score; when teachers’ self-efficacy is threatened, they may teach and expect less. Page (1987)
has documented this trend in which teachers of wealthier students provide engaging curriculum
experiences while those who work with blue-collar kids offer only curriculum coverage. Similarly,
Hemmings and Metz (1990) conducted an investigation of teachers’ conceptions of teaching in
eight high schools and discovered that teachers create their own ideas about what they are expected
to do and achieve based upon perceptions of students’ characteristics and abilities. Some teachers in
search of greater job satisfaction find the easiest way to achieve that sense of satisfaction is not to
change schools or leave teaching, but to lower standards until they feel effective. They find, in fact,
that students willingly return the favor with good behavior. (Powell, Farrar, & Cohen, 1985; Sikes
et al., 1985) This common scenario serves as an illustration as well as a caution about the complex
relationship between retention and teacher quality.

WHAT CAN BE DONE TO INCREASE TEACHERS' SENSE OF SUCCESS WITH STUDENTS?
There is some evidence that teachers and schools can increase the chances that teachers will succeed
with their students. According to the studies that follow, teachers’ certainty and self-efficacy in their
work can be positively influenced by productive approaches to parent involvement, teacher educa-
tion, and school organization and culture.

Parental involvement.
Parents can be involved in their children’s education in many ways, from providing bake sales and
homework help to participating in parent conferences and school decision-making. Not all of these
ways necessarily contribute to teacher satisfaction. There is almost no research on the types of par-
ent involvement that adversely affect teacher satisfaction, self-efficacy and retention, however
Rosenholtz’s (1989) research helps us to understand how and why some kinds of parent involve-
ment might increase teacher satisfaction, self-efficacy and retention. Her data show that parent
involvement can decrease teachers' uncertainty in four ways. First, parents can help teachers to
understand the student and enable the teacher to better individualize the student-teacher relation-
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ship. Second, teacher-parent partnerships build trust and common understanding that enable teach-
ers and parents to work together in ways that are beneficial. Third, parent involvement motivates
students to be more engaged and to see the importance of schooling. Fourth, the respect and posi-
tive communication that teachers receive from parents helps to increase teachers’ sense of efficacy
and satisfaction. Rosenholtz says, “The greater the recognition flowing to the teacher, the more cer-
tain they will feel about a technical culture and their own instructional practice” (p. 110). When
teachers are feeling more certain about their work, they are more likely to have the confidence to
take the risk of challenging students to meet high standards. It seems a simple compliment or nod
of approval from students (and their parents) can not only help teachers find their work to be more
rewarding and less stressful, but can improve the effectiveness of those teachers. Rosenholtz found,
“Controlling for prior student learning and other teacher background characteristics, teacher cer-
tainty contributes significantly to student learning gains in reading and math over a two-year peri-
od” (p. 138).

There are clearly many benefits to the types of constructive parent involvement described
above, yet research suggests that they rarely happen unsolicited. Researchers have identified the
types of teachers who most often initiate parent involvement strategies: teachers of self-contained
classrooms, teachers of English and reading, and teachers who share common characteristics with
the families they serve (Epstein & Dauber, 1991).  If parent involvement can be solicited in all
areas, teachers’ certainty and effectiveness may well increase. In fact, Epstein and Dauber hypothe-
size that parent involvement may initiate a cycle in which the teachers’ engagement of parents leads
to more positive feedback from parents and administrators, which in turn leads teachers to pursue
greater levels of parent involvement, and so on in a way that would increase teachers’ satisfaction,
efficacy and commitment. To improve teacher retention, school leaders might make efforts to initi-
ate this cycle of feedback and involvement.

Of course, parent involvement can also lead to teachers’ dissatisfaction, such as when the par-
ent-teacher interactions are fraught with tension and miscommunication. Lawrence-Lightfoot (1978)
reminds us of the discord that naturally occurs when the two parties are divided by race, class, sta-
tus and power. She noticed that the tensions are especially problematic and the potential for misun-
derstanding even greater when the families are poor. In her more recent work on the topic (2004),
she reinforces this idea and traces the source of those tensions back to cultural factors and events
from teachers’ and parents’ own life stories. She suggests that teachers should acknowledge these
sources of tension as a first step toward building stronger relationships with parents that will help
teachers be more effective and feel committed to remaining in teaching.

Bryk and Schneider (2002) also found that misunderstanding and tension are barriers to parent
involvement and relational trust is a key to better parent-teacher relationships. They further suggest
that parent involvement is essential to school improvement, but discovered from their work in
Chicago that most teachers do not know how to effectively foster parent engagement. Clearly this is
an important direction for professional development. According to a teacher survey by the National
Education Association (2003), in the 2000-2001 school year 44 percent of teachers participated in
professional development activities focused on parent involvement in the schools. We do not know
(but it would be important to know) the extent to which such activities succeed in helping teachers
feel a greater sense of efficacy in their work with parents and satisfaction in teaching. 
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Teacher education.
Another way to increase teachers' sense of efficacy is by building their capacity and will to succeed
with the diverse learners in their classrooms through pre-service or in-service professional develop-
ment. There are many resources in the professional literature on this topic (Gay, 2000; King,
Hollins, & Hollins, 1997; Ladson-Billings, 1995; Villegas & Lucas, 2002), yet we found few empir-
ical studies that evaluate the impact of these efforts on student achievement, on teachers’ self-effica-
cy, or on retention.

One promising new source of research is UCLA’s Urban Teacher Education Collaborative,
which has recently begun publishing a report series aimed to document and evaluate the efforts at
UCLA’s Center X Teacher Education Program, which is designed to prepare teachers for a lifetime
career in urban education. One paper, for example, presents a single case study of an innovative
urban teacher preparation, induction and support program and draws conclusions about how urban
teacher preparation programs might more effectively reduce teacher turnover (Quartz & Teacher
Education Program Research Group, 2003). Another employs survey data from over 300 pre-service
teachers enrolled in a specialized urban education program in order to characterize those who self-
select urban teaching; the survey is intended to inform specialized recruitment and training (Lyons,
2004). The available studies do not identify and evaluate specific strategies for helping urban teach-
ers to feel more effective with their students in ways that will improve teacher retention in high
turnover schools. They do, however, raise an important new point about teacher efficacy and urban
teacher retention: a need for self-efficacy and commitment may in fact drive urban teachers out of
their classrooms as they seek positions of greater influence within education. (Olsen & Anderson,
2004). The work of this collaborative offers promising insight about the difficult problem of
turnover in urban schools.

School organization and culture.
School organization and culture, that is, the way a school is organized and the shared beliefs, atti-
tudes and practices of teachers within that organization, can influence how teachers experience their
students. There is, for example, some research that indicates that teachers’ beliefs about intelligence
are influenced and perpetuated within the culture of a school. Work by Metz (1990) emphasized the
importance of teachers and students respecting each others’ beliefs, and documented a pattern in
which the acceptance or disrespect of one another’s beliefs becomes “embedded in the school culture
and passed on to new teachers through the socialization process.” Clearly schools with a culture of
student-teacher disrespect are less likely to be satisfactory workplaces.

Schools can be structurally organized to increase teachers’ ability to know their students and
come to understand their perspectives, enabling them to be more effective and feel more satisfied
with their work. Schools can be organized in small learning communities to allow teachers to build
stronger social relationships with students (Bryk & Driscoll, 1988). Departments or teams can be
organized to enable professional interaction which will support teachers to “make innovations that
support student and teacher learning and success” (McLaughlin & Talbert, 2001, p.39). And class-
rooms can be organized with class sizes which allow teachers to feel they have the opportunity to
teach and students the opportunity to learn (Public Education Network, 2004).

Such findings reinforce prior work that highlighted the importance of a culture of commit-
ment. Rosenholtz (1989) examined schools that have different kinds of professional cultures. She
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found that in schools where teachers were part of a culture of commitment, teachers focused their
efforts more strategically and effectively to support one another in effective practices, such as parent
involvement. In schools with a culture of low commitment, teachers noted the gap between home
and schools, but did little about it. The culture of expectation about parent involvement may affect
how parent involvement influences retention. Low parent involvement may feel acceptable to teach-
ers who have low expectations for parent involvement, but it may leave other teachers feeling
resentful and dissatisfied with their work such that they feel a need for change.

Research also suggests that parent engagement is easier to achieve at the classroom level when
it is part of the school-wide culture supported by school-wide resources. Case studies (such as Mapp,
1999) document the success of these school-wide parent involvement efforts, which require support
from the principal and norms of collegiality among staff. The research suggests that organizing
schools to support greater parent involvement can help teachers to feel greater self-efficacy and com-
mitment to their students. 

Today as much as ever before, teachers want to be able to make a difference in the lives of their
students. Positive student relationships, feedback and compliance may enable teachers to reap the
psychic rewards they seek, while misbehavior, disrespect, and disengagement may keep these
rewards distant. When teachers do not feel effective in their work with students, dissatisfaction,
anger and self-doubt result, and attrition, transfer, or disengagement may follow. While studies
show that teacher mobility is highest in high poverty, low achievement, and high minority schools,
these transfer patterns may be due to these teachers’ lack of preparedness, lack of cultural under-
standing or beliefs about intelligence and family background. Studies show that parent involve-
ment, teacher education and school organization and culture are three promising levers for decreas-
ing teacher turnover in high mobility schools and districts.

DIRECTIONS FOR FUTURE RESEARCH

Given the salient role students have in teachers’ motivation to choose to teach or stay in teach-
ing, the paucity of research linking students to teacher retention is quite remarkable. Many teachers
report that they teach because they want to make a difference with students; in order to enjoy the
psychic rewards they seek, they need to know how they are doing and they need to be supported to
do their work well. To effectively retain these teachers, then, we would need to know more about
how teachers decide whether or not they are doing a good job. Case study research about teachers’
self-efficacy might identify the ways in which teachers interpret student verbal and non-verbal feed-
back, parent communication, and formal and informal interactions with colleagues including
administrators as evidence of their effectiveness.

One challenge for this research to address is presented by the fact that teachers teach to differ-
ent ends. Their conceptions of success vary from students’ achievement, to good behavior, to “no one
got hurt.” In the era of No Child Left Behind, for example, teachers are presented with more stu-
dent achievement data than ever before. Under what conditions, in what contexts and to what
extent do teachers accept student achievement data as an indicator of their own performance? Are
there other kinds of evidence available that can provide teachers with different, and perhaps more
convincing feedback about their efficacy?

Another worthwhile line of research would be to evaluate in-service and pre-service efforts to
improve teachers’ capacity to meet students’ needs. For example, it was noted earlier that 44 percent
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of teachers have participated in professional development activities focused on parent involvement
in the schools, and that many teachers have been introduced to new ideas about culturally-respon-
sive pedagogy. How do these professional development experiences influence teachers’ sense of self-
efficacy and actual efficacy with students? There are significant methodological challenges to
attributing a teacher’s effectiveness with students to a single professional development experience,
but instruments exist that could provide much more information than is now available. This type of
research could have a considerable impact, for example, on urban teacher turnover. If urban teachers
could be given the knowledge and skills to be—and feel—successful teaching the children in front
of them, they might be more likely to commit to remaining in these schools.
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CA R E E R

The teaching career, and the challenges and supports it offers, may influence teachers’ decisions
about whether to remain in their schools and the profession. Over time, research has found that
teachers measure their success and develop their careers through their work in the classroom
(Huberman, 1993; McLaughlin & Yee, 1988). Throughout the career, the stresses and satisfaction
encountered within those four walls and the support provided by their school influence their deci-
sions to stay or leave.  

Although studies have consistently shown that new teachers focus their development within
the classroom, recent research indicates that, with time, some novices expect to take on new roles
and expand their influence within schools (Henke, Chen, & Geis, 2000; Johnson et al., 2004).
Retaining teachers over a career may require schools to respond to teachers’ need for growth inside
and outside the classroom. Mentoring and induction, professional development, and new roles and
responsibilities may provide the support and opportunities that help to retain novices and veterans.  

This chapter considers what is known about teachers’ experience in schools over time and
examines how teachers’ professional needs during specific periods of their career may prompt them
to leave their schools. It explores several ways in which schools, in response to teacher needs, have
provided support and assesses the influence of these efforts on retention. Specifically, this chapter
examines the extent to which mentoring and induction, professional development, and differentiat-
ed roles and career ladders help retain new and experienced teachers. The chapter concludes with
suggestions for further research.  

Turnover and challenges at certain points of the career
Teachers’ first years in the profession are particularly difficult, a finding widely reported in the liter-
ature (S. Feiman-Nemser, 1983; Johnson et al., 2004; Veenman, 1984). This period is associated to
some degree with heavy teacher mobility and attrition among new teachers (R. M. Ingersoll, 2001;
Luekens, Lyter, Fox, & Chandler, 2004; Veenman, 1984). In a study based on the job movement of
all Texas public school teachers from 1993-1996, Hanushek, Kain, and Rivkin (2004) find that
“mobility is much higher among probationary teachers (0-2 years of experience), who are almost
twice as likely as prime age teachers (11-30 years of experience) to exit Texas public schools and
almost four times as likely to switch districts” (pp. 334-335).

Although the fact is obscured in the aggregate-level numbers representing turnover, experi-
enced teachers also encounter periods of stress, burnout, boredom and dissatisfaction within the
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teaching career. While nearly all scholars agree that turnover levels are highest in the early and late
years of the teaching career, interest is growing regarding the turnover of experienced teachers well
before they have reached retirement age. The work of teachers can be difficult, draining, and repeti-
tive and ample evidence suggests that teachers are asked to do more today than ever before
(Hargreaves, 2003).  

Research that documents stages within the teaching career provides (particular) insight into
turnover. Drawing on extensive interviews with 160 Swiss respondents in the late 1970s,
Huberman (1993) outlined phases in the “professional life cycle” of teachers and identified several
potentially difficult periods. Each of these phases is characterized by different challenges, which
suggest variations in the possible response by schools and implications for turnover. 

What supports do new teachers need to
stay in their schools and the profession?

Among the most challenging phases of the teaching career, Huberman describes the first few years
of teaching, marked by “exhaustion, over-investment, tensions and the uncertainties of trial and
error in the classroom, difficult pupils and…feelings of isolation from colleagues” (1993, p. 35).
There is further indication that some new teachers intend to remain in the classroom only a short
time (Peske, Liu, Johnson, Kauffman, & Kardos, 2001). But do these “short-termers” enter the
classroom with a truncated commitment in mind or do the stresses and strains of the job persuade
them ultimately to see teaching as temporary work? Given teaching’s short preparation phase, espe-
cially with today’s proliferation of fast-track, alternative routes into the classroom, many people can
afford try teaching for a few years and then decide whether a career in the classroom suits them.  

Regardless of the length of their commitment, novice teachers’ decisions to remain in the pro-
fession are tied to their sense of classroom efficacy. Based on a longitudinal, qualitative study of fifty
new teachers in Massachusetts, Johnson and Birkeland (2003) report that new teachers’ sense of effi-
cacy—the feeling that they were teaching students well—strongly affected their decisions to change
schools or to exit the profession altogether. Induction has been posited as one way in which schools
may help novices develop efficacy and thereby retain them in the classroom.  

THE EVIDENCE ON MENTORING AND INDUCTION. 
Induction programs have multiplied in recent years in response to concerns about new teachers’
struggles and evidence of increasing turnover rates. In the early 1990s, 40 percent of new teachers
participated in a formal induction program; by 1999-2000, 80 percent took part (Smith &
Ingersoll, forthcoming). Moreover, by the late 1990s, about 70 percent of new teachers in public
schools reported that they worked closely with a mentor (Smith & Ingersoll, forthcoming).
Although the terms induction and mentoring are often used interchangeably, they are conceptually
distinct. Induction programs often include one-to-one mentoring of new teachers alongside other
supports, such as classroom management seminars and peer observation sessions.  

Mentoring and induction, when well-conceived, carefully implemented, and soundly support-
ed by the schools in which new teacher work, have been shown to positively affect the retention of
these teachers (R. Ingersoll & Kralik, 2004). As with many other topics in this review, much of the
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research on teacher induction and mentoring is limited by selection bias. Specifically, because the
schools that have induction programs also are likely to support teachers in other ways, they may be
more likely to retain teachers regardless of whether or not they offer this support. Moreover, the lit-
erature is limited by a preponderance of case studies that permit only the most circumscribed con-
clusions, and many studies fail to consider teacher retention as an outcome. Nonetheless, several
sound studies illuminate how mentoring and induction may affect new teacher retention.  

Mentoring and new teacher retention
Research suggests that the quality of mentoring varies widely (see, e.g. Sharon Feiman-Nemser,
2001) and, thus, it may have little impact on new teacher retention. Recent studies have taken a
closer look at how mentoring is enacted through specific interaction and supports and have discov-
ered promising effects. This more fine-grained analysis helps to explain how mentoring, given spe-
cific conditions, may have positive effects on new teacher retention.  

The Public Education Network (PEN) (2004) collected data on 200 new teachers through surveys,
focus groups, and interviews. PEN researchers find that “most teachers felt they benefited from hav-
ing a mentor” (p. 34). Effects were especially positive for new teachers who taught the same grade
and subject as their mentor and worked more often with him or her. These novices were more likely
than their counterparts with less aligned and engaged mentoring experiences to indicate that men-
toring “substantially improved their instruction” (p. 32).  

Smith and Ingersoll (forthcoming) find a similar, positive relationship between mentoring and
new teacher retention in their recent analysis of 1999-2000 Schools and Staffing Survey data and
2000-2001 Teacher Follow-up Survey data. Based on a sample of 3235 first-year teachers, they find
that novices who had a mentor in their field were 30 percent less likely to leave the profession at the
end of their first year; this statistic was significant at the .10 level (p. 21). However, mentorship did
not have a significant impact on novices’ decisions to leave teaching if the mentor’s field differed
from that of the new teacher. Moreover, mentorship did not have a significant effect on new teach-
ers’ decision to switch schools.  

Kardos (2004) also finds positive yet circumscribed effects of mentoring on new teacher reten-
tion. Based on a stratified random sample of new teachers in California, Massachusetts, Michigan,
and Florida, Kardos reports that mentoring alone is not a significant predictor of satisfaction among
new teachers. However, she finds that mentoring does have a significant, positive effect on new
teacher satisfaction if the mentor teaches in the same school and grade as the novice and if the pair
had at least three conversations about classroom management in the course of the first year. Thus,
given these favorable conditions of matched subject, grade, and school, mentoring appears to have a
positive effect on new teacher retention.  

Despite these promising results, researchers confirm that high-quality mentoring is rare. The
Public Education Network finds that substantive interactions between novices and mentors are
infrequent (Public Education Network, 2004). Kardos’ (2004) data indicate that new teachers in
low-income schools are less likely to have a mentor and less likely to have a mentor who shares their
subject, grade, and school than those in high-income schools. New teacher support, then, appears
more limited than one would hope, especially at low-income schools.   
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Induction and new teacher retention  
Several studies suggest that induction is also related to new teacher retention. In one of the most

recent and well-done studies, Smith and Ingersoll (forthcoming) explored the impact of induction on
new teacher retention in the same study that yielded the mentoring results reported above. Testing
the predictors separately, the authors find the following components of induction are associated with a
significantly lower likelihood of new teacher attrition: a same-field mentor and collaboration/common
planning time. The following components are associated with significantly lower teacher migration:
frequent, “supportive communication” with the principal or other administrators and the assistance of
a teacher’s aide (forthcoming, p. 23). Collaboration/ common planning time has a particularly large
effect on new teacher turnover, decreasing new teachers’ risk of leaving by 43 percent.  

Smith and Ingersoll further find that the more components in the induction package experi-
enced by a novice teacher, the lower the predicted probability of turnover. For example, new teach-
ers who experienced no induction had a 41 percent predicted probability of turnover. Those who
received what the researchers call “basic induction” (mentoring and supportive administrator com-
munication) had a turnover probability of 39 percent, a reduction in predicted probability of
turnover that was not statistically significant. By contrast, new teachers who received bundles of
seven induction components (the above plus collaboration/common planning time, seminars, teacher
networks, an aide, and reduced course load) had an 18 percent predicted probability of turnover. In
this case, the additive effect, meaning the difference between the probability of turnover with no
induction components and the probability with seven components, was statistically significant. 

Although Smith and Ingersoll (forthcoming) highlight how induction is associated with lower
teacher turnover, most schools and districts do not use induction to their greatest benefit. Smith and
Ingersoll note, in fact, that only about one percent of new teachers received the seven-component
induction package outlined above and the majority received the “basic induction” package.
Similarly, Kardos (2004) finds that about half of new teachers in her four-state sample planned and
taught alone and did not discuss teaching strategies with other teachers. 

Overall, the lesson to be learned is that, under certain conditions, mentoring and induction are
associated with increased new teacher satisfaction and retention. Mentoring or “basic” induction
alone appear to have little effect on satisfaction or retention. However, given supportive conditions
(i.e. a shared field, grade, school, and substantive exchange), mentoring has a positive effect on new
teacher satisfaction and retention. Likewise, in the case of induction, the type and number of induc-
tion components mediates its effect on retention.     

What supports do experienced teachers need to
remain in schools and the profession?

The empirical links between teachers’ professional needs, school-based support, and retention are
clearest in the case of new teachers. Yet research suggests that experienced teachers also encounter
periods of stress or strain and sometimes need fresh opportunities to keep them engaged and enthu-
siastic about teaching.  

Huberman (1993) finds that some teachers with five to ten years of experience encounter “the
emergence of a sense of routine, [and] the lowering of energy and interest” (p. 38). His data further
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suggest a “danger zone” from seven to fifteen years of experience, in which teachers in his sample
were most likely to consider leaving teaching (p. 138). Forty-three percent of the sample cited
“[F]atigue, routine, frustration, [and] nervous tension” as reasons they might exit (p. 145).  

While boredom and burnout plague some veterans, others seek increased competency in their
work with students. They may look outside their classrooms to professional development to help
them develop and hone their craft. Others, content with their teaching, may desire a new challenge
that would require them to develop new skills, exercise wider influence in the school, and advance
professionally. 

Indeed, research suggests that some teachers experience stress and uncertainty while others
thrive on opportunities to participate in professional development or expand their influence (see,
e.g. Little & Bartlett, 2002). Based on their interviews with fifty Massachusetts teachers, Johnson
and colleagues (2004) found that new teachers projected that, in the future, they would want oppor-
tunities to develop their practice through relevant, high-quality professional development and new
roles and responsibilities. Thus, professional development, new roles, and career ladders are three
potential ways to bolster retention efforts.

THE EVIDENCE ON PROFESSIONAL DEVELOPMENT.
Professional development has long been posited primarily as a means to update teachers’ skill and
knowledge base. In part due to this belief, ninety-nine percent of American public school teachers
participate in professional development (Lewis et al., 1999). Yet professional development that rais-
es student achievement could have another benefit: in increasing teachers’ efficacy, it may make
them more satisfied and thus, more likely to remain in schools and the profession. Indeed,
Huberman finds that one of the primary predictors of ultimate satisfaction with the teaching career
is “the experience of achieving significant results in the classroom” (Huberman, 1992 p. 131).   

Research shows that professional development has not, on average, improved teacher practice
or student performance (see, e.g. Garet, Porter, Desimone, Birman, & Yoon, 2001; Little, 1993).
This comes as little surprise to many researchers and practitioners since professional development in
the past has taken the form of short, single workshops, delivered to teachers in large groups that
preclude personalization and minimize any effect it might have on teachers’ practice. As recently as
2001, “only about one-quarter of California teachers reported…that their professional development
was sustained over time with ample participant follow-up and teacher support. Thirty-nine percent
reported that their professional development was a series of single events with little or no follow-
up” (Shields et al., 2003 p. 90).

There is reason to believe, however, that good professional development may improve teachers’
practice, thus increasing the likelihood of their retention. The literature on professional develop-
ment, long comprised primarily of brief case studies and “how to” guides, is just beginning to amass
an empirical base that suggests how professional development may be linked to teacher retention.

Professional development and teacher efficacy
Several empirical studies isolate those characteristics of professional development that increase
teacher efficacy and thus help identify the aspects of professional development that may relate to
retention. In an early study of the effects of professional development, Guskey found that, with pro-
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fessional development, teachers “seemed to like teaching more, to feel more effective as teachers, and
to be more confident of their abilities to handle challenging instructional problems (Guskey,
1985b)” (as quoted in Guskey, 1989, p. 443). He clarifies that the professional development around
mastery learning in itself did not produce the described effect. Instead, the effects were due to the
combination of the professional development and the gains in student performance observed by the
teachers. Thus, according to Guskey, the opportunity to learn new methods, apply them, and
observe positive results appeared to increase the teachers’ satisfaction and commitment to teaching.

Building upon Guskey’s findings about professional development and efficacy, Lewis, Parsad,
Carey, Bartfai, Farris, and Smerdon (1999) investigated the relationship between professional develop-
ment and teachers’ sense of “preparedness” for different aspects of teaching and schools. Based on an
NCES survey of a nationally representative sample of 4049 teachers, the authors (1999) find that
those teachers who had had professional development that focused on particular content (e.g. working
with students with disabilities or implementing curriculum standards) felt more prepared to deal
with that content than did teachers who did not receive the training. In helping teachers feel pre-
pared, professional development may influence their retention. These results must be interpreted cau-
tiously, however, because measures of “preparedness” were not gathered before the professional devel-
opment. In other words, those teachers who received the professional development may have felt
more prepared even before their training. Thus, estimates of the professional development “effect”
may be biased upwards, or appear more positive than the actual impact of professional development.    

Another group of studies furthers our understanding of how professional development may
relate to teacher retention. These studies further break down the relationship between professional
development and efficacy by identifying the components of professional development that likely
lead to better teacher and student outcomes.  

In 2001, Garet et al. examined how various characteristics of professional development affect
teachers’ learning. The authors drew a proportional probability sample of 1027 mathematics and
science teachers from data collected to evaluate the Eisenhower Professional Development Program,
a federal program that provides funds to districts and other professional development service
providers (e.g. universities, museums, libraries). Garet and colleagues find that an emphasis on con-
tent knowledge, opportunities to learn actively, and coherence with other development activities are
central to professional development that improves teachers’ knowledge and classroom practice.
Furthermore, time spent on activities—both in total contact hours and in duration of activity over
time—is an important, positive predictor of professional development’s impact on teacher improve-
ment. This study suggests that professional development that provides rich content, engages teach-
ers in learning, connects to other development activities, and is sustained over time leads to
improved teacher practice. Professional development that exhibits these characteristics may thus
relate to teacher retention.  

Professional development and teacher efficacy in today’s standards context
Professional development may have a closer link to teacher satisfaction and retention today than ever
before. Recent reforms ask that teachers teach in new ways that may be unfamiliar and difficult for
them. Simultaneously, student performance and, thus, teacher performance are scrutinized with
increasing detail. Mevarech’s (1995) work in Israel illuminates the new challenges that experienced
teachers face. Mevarech conducted several studies based on observations and interviews with experi-
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enced mathematics and computer teachers implementing new teaching methods. Summarizing sever-
al of his empirical studies, Mevarech finds that “interestingly, although most of the teachers we
observed and interviewed had more than five years of experience, at the survival stage they acted like
novices. It seems that in implementing the new method they forgot their rich pedagogical knowl-
edge base” (1995, p.155). Applied to today’s US  context, veterans may feel lost, confused, and frus-
trated when they are asked, for example, to teach math using manipulatives rather than relying on a
method they have used over time. Professional development may thus increase the efficacy of other-
wise competent, experienced teachers who now must teach out of their proverbial comfort zone.

Job-embedded professional development 
One relatively new approach to professional development situates this support at the classroom-level
and weaves it into the daily work of the school. In contrast to off-site, one-day workshops, job-
embedded professional development is ongoing and meant to inform and respond to teachers’
instructional practices more specifically than traditional professional development. Research suggests
that this new sort of professional development may influence teacher satisfaction and retention.  

Elmore and Burney (1997) examined one district, New York’s District 2, that engaged in such
job-embedded professional development. Based on interviews, observations, and document analysis,
Elmore and Burney find that, during a particular superintendent’s tenure, District 2 focused on pro-
fessional development by bringing staff developers into the classroom and encouraging teachers to
communicate about and improve their practice. These authors (1997) report that district employees
estimate that nearly half of the teachers in District 2 left during the superintendent’s term.
Principals counseled weak teachers out of the district and many teachers left of their own volition.
The researchers report that the remaining teachers responded positively to the district’s professional
development-oriented reforms:  

Most principals and teachers with whom we spoke reported that they were gratified, ener-
gized, and generally enthusiastic, if sometimes a bit intimidated, by the attention they
received through District 2’s professional development strategy. They report attending profes-
sional development activities outside the district or conducting visits to other schools and dis-
tricts and being impressed with the amount of attention that teaching and learning receive in
District 2. . . .  For the most part, then, teachers seem to be aware that District 2 provides a
range of opportunities that would not be available if they were teaching elsewhere, and they
seem to value those activities (Elmore and Burney, 1997; p. 29).

Elmore and Burney’s analysis of District 2 shows that professional development, as it relates to
the work demands and supports provided for teachers, may play a key role in retention. Professional
development in its most intensive, integrated form, may simultaneously attract, retain, and rebuff
teachers depending on their individual tastes.

As the research stands, the relationship between professional development and teacher reten-
tion remains unclear. Recent research indicates that professional development may increase teacher
efficacy through specific activities; retention may then result. Other research indicates that the form
and intensity of the professional development may contribute to teachers’ turnover decisions.
However, no empirical research to date has examined the direct effect of professional development
on teacher turnover.
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THE EVIDENCE ON DIFFERENTIATED ROLES AND CAREER LADDERS. 
Although Lortie (1975) and McLaughlin and Yee (1988) found teachers sought to develop their
careers within the classroom, recent research indicates that some teachers, as they gain experience,
want to take on responsibilities and roles in the school at large (Henke, Chen, et al., 2000; Johnson
et al., 2004; Little & Bartlett, 2001). Teachers’ desire for different tasks and expanded authority
may go unfulfilled in this historically flat, undifferentiated profession ( Johnson, 1990; Lortie,
1975). However, in the past twenty years, schools have created new roles and career ladders to
address teachers’ requests for more variety in the teaching career and to increase the instructional
capacity of the school.  

Differentiated roles and career ladders are conceptually distinct. Differentiated roles are posi-
tions that give teachers expanded authority for work outside the classroom. Yet these roles are not
necessarily permanent and are not usually arranged in a hierarchy that supplies additional influence
with each new role. When teachers surrender their department head position, for example, they
resume teaching a full load of courses. Their advancement on the pay scale is uniform before, dur-
ing, and after serving as department head, even though they may have received a separate stipend
for their special assignment. Career ladders, by contrast, create a hierarchy of reward for teachers
based on merit. Some career ladders divide the teaching career into stages distinguished by increas-
ing responsibility and leadership. In other versions, career ladders reward outstanding teaching
practice. Roles and career ladders became popular during the mid-1980s at the same time as merit
pay enjoyed a brief revival, and thus teachers’ new positions and responsibilities sometimes have
been tied to salary increases.   

Notably, in part because new roles and career ladders were tied to pay, these innovations have
often been grafted on to existing arrangements and have thus failed to represent real change in the
structure of the teaching career. Therefore, we should use caution in assessing the results of studies
estimating the impact of differentiated roles and career ladders on teacher retention and satisfaction.
Real questions remain regarding the substantive change introduced by the career ladders and differ-
entiated roles that were implemented in the 1980s.    

Keeping this caution in mind, research indicates that differentiated roles and career ladders, if
effectively implemented, may satisfy experienced teachers’ needs for variety, new challenges, and
increased responsibility. In this way, new roles may help retain veteran teachers and invigorate their
work in schools.  

Differentiated roles 
Differentiated roles have long existed in American schools, but were in short supply in the past. The
department head position at high schools is perhaps the most widespread and enduring differentiat-
ed role. Recently, new roles, such as mentor teacher, instructional coach, literacy coach, or grade-
level team leader have emerged.  

These roles may influence the retention of teachers in at least two ways. First, those who are
less experienced may perceive the roles as a promising, future opportunity and thus decide to
remain in schools and the profession. Second, teachers who hold the roles may experience height-
ened job satisfaction and increased retention. The literature suggests that differentiated roles have
mixed effects on teacher satisfaction and retention, in large part due to the support, or lack of sup-
port, teacher leaders receive while in the role.
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In their investigation of teacher leadership roles in a midwestern, K-8 district, Smylie and
Denny (1990) underscore the potential influence of leadership roles in retaining less-experienced
teachers. Through surveys of a random sample of non-teacher leaders, Smylie and Denny find that
“most…perceived some form of benefit from the work of the teacher leaders” (p. 248).  Of these
benefits, many recorded “professional growth related to classroom practice. Others cited an
increased sense of professionalism and commitment to classroom teaching” (p. 249). Lastly, non-
teacher leaders highlighted “increased opportunities for professional recognition and rewards” as a
benefit of the teacher leader role (p. 250). Unfortunately, Smylie and Denny did not ask teacher
leaders to evaluate the impact of the roles on their conceptions of the teaching career.     

A new role with new responsibilities may contribute to the retention of experienced teachers.
In a recent study of 200 Israeli teachers in twelve schools, Rosenblatt (2001) finds that the majority
hold “extra roles” such as grade-level or subject-area coordinator and that holding these roles affects
teachers’ experience of job commitment and tendency to quit. Using structural equation modeling,
she finds that teachers who hold multiple roles believe their skills are varied and well utilized in
their current job and register significantly higher organizational commitment than those who do
not hold multiple roles. Rosenblatt also finds that holding multiple roles, in and of itself, does not
predict burnout or tendency to quit. Instead, the effect of holding these roles on burnout is mediat-
ed by skill variety and utilization, defined as the fit between a person’s conception of his/her own
skills and those demanded by the job. Similarly, intention to stay is mediated by skill utilization.
The lesson from this study is that holding leadership roles may increase teachers’ commitment to
their schools and, if the roles are well-matched to individuals’ skills and offer skill variety, their
avoidance of burnout and intention to stay. 

For other teachers, entry into new roles with new responsibilities may introduce greater stress
and strain. Examining the experiences of California teachers participating in the reform of their
high schools, Little and Bartlett (2002) emphasize both the positive and negative outcomes of
teachers’ movement beyond the classroom. Drawing on a decade of case studies, Little and Bartlett
find that the dominant theme among teacher participants is one of initial enthusiasm for new roles
and reform followed by disappointment. However, at one of the seven research sites, researchers
found strong, positive effects of teacher participation in roles, in part due to the “seamless congru-
ence” of the definition and enactment of the role (p. 350). Illustrating the differing responses to
roles and reform, they note: 

In one academic department where teachers took on an especially heavy load of leadership
responsibility without compensation or reduction in workload, fully one-half of the teachers spoke
of the costs to their personal lives and teaching performance. Turnover in the department was 50
percent over a 3-year period, compared with 15 percent in the same subject field in a school that
structured most of the reform work in the regular work week and compensated teachers for extra
work time. (p. 349)

This study shows how expanded roles may cause burn-out, dissatisfaction, and turnover for
some teachers and satisfaction, growth, and retention for others. On the whole, the effect of roles on
teachers’ job satisfaction and possibly their retention appears to rely heavily on the extent to which
these roles are supported by schools and the degree to which the role matches the skills of the
teacher leader. 
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Career ladders
Given the speculation about the projected impact of career ladders on teacher retention, this reform
was the subject of sustained research in the late 1980s. Similar to differentiated roles, the research
on career ladders has yielded mixed results on the question of teacher retention.

Conley and Levinson (1993) examined how career ladders influence the satisfaction and com-
mitment of teachers with different levels of experience. Conley and Levinson surveyed 232 teachers
in four districts in a southwestern state. Regression results indicate that participation in career lad-
der “work design” had a positive, significant relationship with job satisfaction for teachers with
more than six years of district experience, but not for those with less than six years in the district.
The researchers add that for the more experienced group, “work redesign appears to affect satisfac-
tion primarily through a single item in the work rewards scale, that is, opportunities to use one’s
own special abilities” (1993, p. 470). Interestingly, intrinsic rewards were a positive, significant pre-
dictor of job satisfaction for both groups, but extrinsic rewards were significant only for the less
experienced teachers. Although this study is hampered by response rates as low as 47 percent in one
of the schools in the sample, it is one of the only studies to address directly the question of career
ladder effects on teacher satisfaction.

Similarly, Ebmeier and Hart (1992) compared questionnaire responses of teachers from 12
Missouri schools that had implemented career ladders with responses from their counterparts in a
matched set of 12 Missouri schools without career ladders. The researchers find that, in general,
career ladders tended to have positive effects on teachers’ ratings of their morale, commitment, satis-
faction and efficacy. Despite this, they do not find significant differences between the two groups of
schools in teachers’ desire to stay in education. Teachers with one to four years of experience in
career ladder schools rated their schools higher than their counterparts in non-career ladder schools.
The authors surmise that the Missouri career ladder may have served as an effective induction pro-
gram for relatively new teachers, with potential long-term effects on their retention.

Henson and Hall (1993) offer counter-evidence about the effects of career ladders on teacher
satisfaction. These researchers interviewed 13 principals and 69 teachers at two schools in a Missouri
district that implemented a career ladder tied to performance-based teacher evaluation. The authors
find that, for some teachers, the career ladder induced “additional anxiety and stress” due to extra
committee assignments, paperwork, and the connection of career ladder advancement, evaluation,
and pay (1993, p. 332). These critics also felt the career ladder focused their efforts outside of the
classroom at the expense of their teaching. Henson and Hall conclude that, because of the emphasis
on completing requirements in order to climb the career ladder and achieve the salary increment,
“[i]nstead of promoting professional growth and long-term career development, the ladder has pro-
duced a short-run instrumentalism” (p. 341). From this study, then, it appears the institution of a
career ladder in this district may have failed to provide substantive career options for experienced
teachers. Instead, in creating stress and anxiety, the ladder may well have reduced teachers’ satisfac-
tion in the district studied. 

Thus, evidence of the effects of career ladders on teacher satisfaction and retention is mixed.
Rosenholtz (1987) and Hart (1994) help to explain these uneven effects by identifying how variations
in the design and implementation of career ladders may influence teacher satisfaction. Collectively,
these studies suggest that if teachers do not perceive the roles created by their districts and schools as
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legitimate, accessible, and “doable,” they are unlikely to view them favorably and, under such condi-
tions, the roles will have little positive influence on teachers’ satisfaction or retention.

Rosenholtz (1987) compares one case of district-implemented career ladders reviewed by Hart
in 1985 to another case, based in Tennessee, which she reviews. She concludes that well implement-
ed career ladders, like the one documented by Hart, can provide teachers with welcomed opportuni-
ties for growth. However, poorly implemented career ladders, like the one Rosenholtz reviewed, can
have negative effects on teachers’ commitment to their work. In the Tennessee case, she finds that
teachers questioned the criteria for role selection when their mediocre colleagues were rewarded.
This caused teachers to question the career ladder, which led to a decrease in the morale and the
professional commitment of those not promoted. Rosenholtz concludes that career ladders may
increase teacher retention, but only insofar as the selection criteria and process are embraced as fair
and accessible to all teachers.  

Similarly, Hart (1994) finds stark contrast in teachers’ response to career ladder implementa-
tion in two schools within one district. Based on observations and interviews with teachers, admin-
istrators, and students, Hart finds most teachers at one school viewed the career ladder favorably. At
the other school, it was viewed as a “burden…on overloaded and exhausted teachers” (1994, p.
481). Hart finds that this contrast is in large part due to the schools’ differing implementation of
the career ladder reform. In the first school, there was “a well-articulated communication effort
characterized by clarity, shared belief, and positive interpretations and led by the formal leader of
the school. This important leadership was not apparent at North…The absence of deliberate
exchange left the articulation of the career ladder to the rumor network at North” (1994, p. 491).
The relevant lesson from this study is that the career ladder’s effect on teacher satisfaction is mediat-
ed by school culture, administrative leadership, and, as Rosenholtz (1987) suggests, by the imple-
mentation process itself.  

In sum, research indicates that career ladders have mixed effects on teacher satisfaction and
potential retention. Early studies found that career ladders had positive effects on some teachers’ sat-
isfaction, but the results were far from conclusive. Further investigation revealed that clear selection
processes, committed leadership, and ongoing communication throughout the planning and imple-
mentation of a career ladder are associated with more positive response to this reform among teach-
ers. Furthermore, the question of remuneration remains murky. Henson and Hall (1993) find that
tying career ladder steps to remuneration took teachers’ focus off professional growth and onto
financial gain but Conley and Levinson (1993) find experienced teachers’ job satisfaction immune to
changes in extrinsic rewards. Within the relatively unexplored topic of career ladders, the role of
extra pay remains a particularly unexamined sub-topic. (See Section Four of this report for further
discussion of merit pay.)   The generally uneven history of career ladders may explain why their role
in teacher retention efforts has been downplayed (Mayrowetz & Smylie, 2004).  

Teachers want differentiated work during their career
Despite the mixed record of career ladders, teachers voice a desire for such differentiated work. Hart
and Murphy (1990) looked at how new teachers respond to redesigned work roles. In a large, urban
district, they interviewed a random sample of 20 teachers with under five years of experience. Based
on principals’ ratings and college GPAs, they categorized the teachers in three levels of “promise
and ability.” The authors find that new teachers with high promise and ability judge career ladders
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and differentiated pay more favorably than those with lower promise and ability. Teachers of high
promise and ability discounted short-term roles, preferring stable roles that had close ties with the
core functions of teaching and provided growth via teacher leadership. By contrast, teachers judged
to have low promise and ability felt roles should rotate to give all teachers access to them and were
more likely to question the selection process for the roles.  Based on this study, to the extent that
schools want to retain teachers of high promise, they should institute differentiated roles.

Similarly, in an analysis based on the Baccalaureate and Beyond (NCES) survey of 1992-1993
high school graduates, Henke et al. (2000) find that many people who had become teachers expect-
ed to move out of the classroom. The authors report that, as of 1997, 37.3 percent of the graduates
who were still teaching planned to move into non-teaching, education-related jobs. Among Black,
non-Hispanic teachers, nearly 50 percent expected to make such a career transition.  

In their study of fifty new, Massachusetts teachers, Johnson et al. (2004) found that almost
none of the teachers expected to remain solely in the classroom for the entirety of their career.
Indeed, nearly all of the teachers who considered a long-term teaching job voiced a desire to take 
on new responsibilities after a few years in the classroom. As one respondent said, “I think after 
four or five years of it, I’d be bored. I wouldn’t be challenged…you need variety or a new challenge”
(p. 233).  

Finally, there is evidence that more young people would consider teaching if it offered more
opportunities for advancement. A recent survey of 802 college graduates under age 30 revealed that
69 percent believed that “teachers do not have good opportunities for advancement—and at the
same time, about seven in ten (68 percent) believe that their current jobs provide this” (Public
Agenda, 2000, p. 15). Thus, the absence of legitimate opportunities to advance may prevent people
from entering the classroom and hasten the exit of those who become teachers. 

If schools fail to offer teachers support and opportunities throughout the teaching career, they
risk losing them prematurely. Research shows that thoughtfully designed, well implemented men-
toring and induction programs provide the support novices need in order to do good work, feel sat-
isfied, and remain in their schools.  There is some evidence that schools and districts are responding
to novices’ needs by implementing such programs. Research indicates that experienced teachers
desire programs— in professional development, new roles, and career ladders—that target their
needs as well. The same story holds for these efforts:  when designed and implemented well, they
may positively influence teacher satisfaction and retention.  

It is clear that schools need to respond more proactively to the needs of teachers, new and
experienced alike. For both new and experienced teachers, initiatives that help them be more suc-
cessful with students are likely to increase their satisfaction, enthusiasm, and engagement in the
classroom and schools. While new teachers are perhaps more homogeneous in their desire to develop
sound classroom practice, experienced teachers express a desire for various forms of support and
opportunity.  If schools fail to respond to teachers’ need for support and opportunity, they risk los-
ing staff at high rates. The loss may be particularly great among those teachers who seek the
expanded influence and responsibility most at odds with the traditional course of the teacher career
path and the traditional organization of schools.  
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Directions for future research
Among researchers as among school leaders, there is much to be learned about the relationship of
the teaching career to teacher turnover. There are two ways in which the existing research could be
vastly improved. First, much of the research on mentoring, professional development, and roles and
career ladders has not paid much attention to the quality of the initiative studied. In other words,
some mentoring programs exist in name only; novices are assigned mentors but very little “mentor-
ing” occurs. A study that documents the effects of such a program does not advance our practical
understanding about what can be done to help new teachers. Thus, we argue that studies must
define the program examined and consider how the quality of programs may mediate their effect on
teacher satisfaction and retention.  

Second, we found no experimental studies of the effects of mentoring, induction, professional
development, or roles and career ladders on teacher satisfaction or retention. Thus, when researchers
have discovered a positive effect of an initiative they have not been able to attribute it fully and
undoubtedly to the intervention. For instance, Smith and Ingersoll (forthcoming) find that a same-
field mentor is associated with a lower probability of attrition, but they cannot conclude that the
lower probability is due to the mentor. The novices who received the same-field mentor may have
been otherwise influenced to stay in the profession by good working conditions, unusually support-
ive colleagues, or greater overall commitment to the profession. Because the group who received
mentoring may differ from the group who did not receive mentoring, Smith and Ingersoll cannot
conclude that mentoring caused the probability of attrition to decline. To isolate the extent to
which these initiatives cause teacher satisfaction and retention to increase or decrease, we need
experiments based on large samples. 

Turning to the details of this chapter, the early part of the teaching career has the soundest
empirical base in terms of what new teachers experience and how mentoring and induction can help
them be more satisfied with their work. Nevertheless, it would be helpful to know more specifically
how mentoring and induction support new teachers. What do new teachers need most from mentor-
ing and induction to be successful and satisfied in the classroom? Do different types of new teachers
need different things from these programs? For instance, does a recent college graduate require dif-
ferent mentoring than a fifty-year old former navy fighter pilot? Comparative qualitative studies
could investigate such questions.  

Such research could also advance our understanding of the experiences and career decisions of
experienced teachers. Beyond Huberman’s work, which is now somewhat dated, we know little
about these teachers’ professional needs and career plans. Qualitative, longitudinal studies that
probe how teachers’ needs change over time are warranted. Similarly, we know little about what
opportunities appeal to today’s experienced teachers. We know that, in the past, many teachers
wanted to hone their skills in the classroom for most of their career. Do today’s teachers feel similar-
ly? What are their long-range plans and what factors influence their decisions? Qualitative research
that examines the career decisions of different types of teachers within different kinds of schools
would advance our understanding. 

Of all the initiatives explored in this chapter, the impact of professional development on teach-
ers’ career decisions is least developed. We found no studies that examine the effect of professional
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development on teachers’ satisfaction or retention. Moreover, one might assume that teachers enter
the profession seeking knowledge and that this might be a key reason they remain in or depart from
their schools. Yet our search located no studies that examine how different forms of professional
development might feed teachers’ thirst for knowledge and intellectual discourse.  

Lastly, many of the analyses of differentiated roles and career ladders were conducted in the
late 1980s. Since then, reforms have created new roles for teachers and a new generation, with new
expectations for the teaching career, has entered the teaching workforce. Do today’s teachers evaluate
new roles in the way their counterparts of the 1980s did? How might new reforms such as No
Child Left Behind and the National Board of Professional Teaching Standards affect teachers’ satis-
faction with roles and career ladders? Are differentiated roles and career ladders a viable strategy 
to retain today’s experienced teachers? Do these opportunities appeal to some teachers and not to
others?  

This section of the review uncovers as many questions as it answers. It is clear that there is
much to be learned about teachers’ careers, the supports they receive, and their decisions about
whether to stay in their schools and the profession.
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CO N C L U S I O N

This review of research is intended to provide a broad understanding of the issue of teacher reten-
tion and to define the range of topics that call for further investigation. Informing the decisions of
policymakers and the work of practitioners requires taking a multi-faceted perspective, one that cor-
responds to the complicated realities of teachers’ careers and work. Understanding why teachers
choose to stay, decide to find new school, or elect to leave teaching altogether requires knowing a
great deal about the potential influence of an array of factors, from pay and teaching assignments to
relationships with colleagues and opportunities for professional growth. Given the breadth of issues
to be examined, researchers’ strategies must be focused, their approaches coordinated, and their
findings cumulative.

Educational research about school policy and practice is often diffuse rather than focused, as
individual scholars pursue an assortment of questions and hypotheses, using diverse methods and a
variety of concepts and measures. Although individual studies may be skillfully designed and
informative, the overall impact of such research tends to be more centrifugal than centripetal.

A strong knowledge base about teacher retention can be established only if researchers coordi-
nate their efforts and consolidate what they learn. Both qualitative and quantitative methodologies
must be used in iterative fashion if researchers are to appreciably advance what is known about
teacher retention. Comparative case studies, carried out with interviews and ethnographies, can
increase our understanding of teachers’ experiences and preferences.  

There is evidence that sub-groups of teachers (e.g., men and women; white teachers and teach-
ers of color; elementary and secondary teachers) respond differently to various opportunities and
constraints. Moreover, it appears that teachers’ priorities change over the course of their career.
What matters to novices is less important to veterans. It is not enough to ask how teachers, as a
group, think or act in response to a range of factors, such as pay, working conditions, and career
opportunities, because their responses are likely to vary by sub-group and over time. Context mat-
ters as well, for the challenges of working in low-income communities differ from those of working
in high-income communities. Large schools and small schools present different demands. Certain
content areas, such as chemistry or computer science, require facilities and equipment that others,
such as English and social studies, do not. Those teaching a subject or grade in which students are
tested by the state experience stress that teachers of untested grades and subjects do not. Therefore,
it is important that researchers learn systematically from qualitative studies that are designed to
provide telling comparisons of groups and contexts.

On the basis of qualitative studies, researchers can generate hypotheses to be tested quantita-
tively with larger, random samples of teachers and schools. The design of such quantitative studies
is stronger when it is informed by qualitative research studies that indicate what factors, sub-
groups, and contexts warrant analysis in larger populations. Sound qualitative research can also
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ensure that survey questions will be meaningful. Far too many surveys about teacher retention brush
superficially across the surface of many topics, rather than exploring any in depth, or they neglect to
include answer choices that truly represent respondents’ opinions. Many surveys, some with very
low response rates, focus on how teachers rank order a series of workplace elements, without achiev-
ing any depth of understanding about how these factors might affect practice or interact. Carefully
designed quantitative surveys that are informed by qualitative research can generate precise and
broadly relevant findings using the power of quantitative methods.

In addition to combining the strategies and advantages of qualitative and quantitative meth-
ods, researchers can make strides in understanding teacher retention by attending to differences in
the context of teachers’ work over time. As this review shows, early and influential research about
teachers’ work was conducted over thirty years ago with a cohort of teachers who have begun to
retire, in a simple and stable policy context that no longer exists. With the turnover of an entire
generation of teachers, important questions emerge about whether today’s teachers differ in impor-
tant ways from their predecessors. Are the priorities of today’s entrants different? Are they affected
by today’s labor market, which offers many attractive career options outside education, or today’s
policy context, which makes intense demands on them for collaborative work and progress on stu-
dent achievement? Although current research can rely on past studies to inform research design,
only a thorough investigation of today’s teachers’ attitudes and actions can yield findings on which
to base future policy and practice. 

As those in policy and practice draw practical lessons from research about how best to retain
teachers, it will be important to systematically evaluate the programs and activities that they subse-
quently develop and implement. Much is happening today in the name of teacher retention, with
little evidence about whether it is effective. Researchers should continue to conduct empirical stud-
ies and develop evaluation tools that can be used to guide such initiatives. 

Finally, there are two major outcomes that matter in a study of retention. First, there is the
decision that teachers make to remain in their schools, transfer to new ones, or leave teaching alto-
gether. Much of the research reviewed here focuses on teachers’ statements of satisfaction or dissatis-
faction about their work and workplace, or predictions about their future behavior, that is, whether
they are likely to stay or go. Longitudinal studies that track teachers’ actual behavior are difficult 
to conduct but, ultimately, far more informative. However, longitudinal studies provide valuable
insights only if a great deal is known about the background and characteristics of the teachers being
studied, as well as their experiences and workplace conditions. Typically, the data available to inter-
pret teachers’ career decisions are limited to rather routine information, such as salary or the demo-
graphic composition of the student body, rather than information that may be equally important,
but more difficult to collect and quantify, such as how the principal leads or whether the teacher 
has access to a good curriculum or useful professional development. Thus, in order for longitudinal
research to be truly informative, researchers must systematically collect data about the wide range 
of factors known to influence teachers’ decisions.

The second major outcome that ultimately matters in studying teacher retention is student
achievement. As we have seen, studies of teacher retention generally disregard the issue of teacher
quality, even though retention is of little value as an end in itself. Ensuring that each of the nation’s
classrooms has a teacher matters little if students do not learn from her. Therefore, there is a need
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for studies to include measures of teacher quality, ideally, measures that take a range of student out-
comes into account. Ultimately, sound advice about policy and practice depends on understanding
the factors that support and retain the most effective teachers.       
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AN N O TAT E D B I B L I O G R A P H Y

Ballou, D., & Podgursky, M. (1997). Teacher pay and teacher quality. Kalamazoo, MI: W. E.
Upjohn Institute for Employment Research.

In this book, Ballou and Podgursky employ quantitative methods to create models explaining
the impact of teacher pay on teacher quality. The bulk of their argument rests on the premise that
teacher quality in the U.S. is poor and that, while it might seem logical that increasing teachers'
pay would attract more highly-qualified teachers into the profession (they assert that highly quali-
fied teachers, based on SAT scores, college selectivity, etc., produce better results with students),
such strategies actually serve to retain the current teaching force, creating fewer openings for new,
better qualified teachers to fill.

Blase, J., & Blase, J. (2001). Handbook of Instructional Leadership: How Successful Principals Promote
Teaching and Learning. Thousand Oaks, CA: Corwin Press.

In this book, Blase and Blase attempt to fill a gap in the empirical literature on principals'
practices that influence teachers and instruction. Over 800 open-ended questionnaires were collected
from teachers who were enrolled in graduate coursework at three major universities. The respon-
dents included teachers at all grade levels, from urban, suburban and rural schools, and with varying
levels of education and experience. These teachers described their principals' characteristics and pro-
vided their own interpretations of how those principals’ characteristics influence them and their
work. The researchers identified descriptive categories and themes in the responses to code and ana-
lyze the data. Findings suggest that successful principals build a culture of collaboration and com-
mitment by giving thoughtful attention to their talk with teachers, to their efforts to promote pro-
fessional growth, and to encouraging teachers' reflective practice. The data also provide rich exam-
ples of the types of behaviors by principals that lead to high motivation, reward and increased sense
of security in teachers, as well as those practices that lead teachers to feel confused, fearful, and
angry. While these data do not allow conclusions to be drawn about the consequences of these feel-
ings, such as the impact on teacher attrition and retention, they do allow us to identify characteris-
tics of principals that contribute to teacher satisfaction.

Bryk, A., Camburn, E., & Louis, K. S. (1999). Professional community in Chicago elementary
schools: Facilitating factors and organizational consequences. Educational Administration Quarterly,
35, 751-781.

The authors administered a questionnaire to public elementary school teachers in Chicago in
1994. The questionnaire included six component measures of professional community: reflective
dialogue, de-privatized practice, staff collegiality/collaboration, focus on student learning, collective
responsibility for school operations and improvement, and teacher socialization. Using a principal
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components factor analysis, they developed a construct of professional community and sought to
learn what role professional community might play in school improvement. They identified certain
structural and human resource factors that support the development of professional community,
including small school size and facilitative leadership by the principal. They concluded that having
a professional community increases the prospects that the school will be capable of supporting
improvement efforts. Given the importance of collaboration, the authors speculate that new teachers
must be deliberately socialized if they are to participate effectively in the school. It seems likely that
this attention to socializing new teachers would increase their satisfaction as well. 

Bryk, A., & Schneider, B. (2002). Trust in schools: A core resource for improvement. New York: Russell
Sage Foundation.

In an effort to better understand the social dynamics of school change, Bryk and Schneider
focused on the experiences of three Chicago elementary schools, drawn from a sample of twelve
schools intensively studied in the early 1990s. The three schools represented the range of experi-
ences schools had implementing school reform. The authors use the concept of “relational trust” to
frame their analysis. Relational trust—which is an organizational quality that encompasses respect,
competence, personal regard for others, and integrity—is played out by individuals in their roles as
teachers, principals, parents, and students. Case studies of the three schools provide insight into the
way in which relational trust can enhance school improvement. Surveys and test-score data provide
additional dimensions to the analysis. On the basis of statistical analyses, the authors conclude that
there is a strong statistical link between relational trust and improvements in student learning.
They recommend that teachers be involved in collective decision-making and encouraged to take
risks on behalf of better schooling. They speculate that, in order to attract and retain better teachers
to urban schools, schools must become better professional workplaces that support both new and
veteran teachers.

Buckley, J., Schneider, M., & Yi, S. (2004). The effects of school facility quality on teacher retention in
urban school districts. Chestnut Hill, MA: National Clearinghouse for Educational Facilities.

In this study, Buckley, Schneider, and Yi investigated the effects of the condition of school
facilities on teacher retention. Between May and June of 2002, building representatives for the
Washington D.C. Teachers Union distributed and collected surveys from K-12 teachers in
Washington D.C. (N=835). The response rate was 25 percent.  Teacher retention, the outcome vari-
able, was a dichotomous response to the survey question, “Do you plan to remain another year in
your current school?” Buckley, Schneider, and Yi found that the condition of school facilities is an
important predictor of the decision to remain in a current teaching position. Furthermore, they
found that the relationship was positive and statistically significant at the p<.05 level.  Therefore,
the authors concluded that “as the perceived quality of the school facilities improves, ceteris
paribus, the probability of retention increases” (p. 7). The authors also compared “the marginal
change in predicted probability estimated by varying facility quality over its entire range” (p. 8) for
select factors and found that the effect of facilities was “larger than the effect of dissatisfaction with
pay (p<.05).” The authors concluded that the effect of facilities quality is important for policy ana-
lysts and administrators to consider as the benefits of improving the condition of school facilities
can be equal or greater than those of increased pay. 
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Carroll, T., Fulton, K., Abercrombie, K., & Yoon, I. (2004). Fifty Years after Brown v. Board of
Education; A Two-Tiered Education System. Washington, D.C.: The National Commission on Teaching
and America’s Future.

In this report, writers conclude that it is not fair to hold all students to the same high stan-
dards when students who typically need the most help to succeed in school – those in high-poverty
areas – have far less adequate educational facilities and resources than do their peers in lower-
poverty areas. In order to reach this conclusion, staff of the National Commission on Teaching and
America’s Future (NCTAF) analyzed responses from 3,336 teachers randomly surveyed by the Peter
Harris Research Group for Lou Harris in CA, WI, and NY. Surveys, distributed in the spring and
fall of 2002, asked teachers to “describe what really happens in their buildings” (p. 10), and com-
pared teachers’ responses in schools that serve high numbers of children at risk (“high-risk
schools”) with those of teachers in schools serving low numbers of children at risk (low-risk
schools). Carroll concludes that, across the three states and compared with their colleagues in low-
risk schools, teachers in high-risk schools reported more uncredentialed teachers, “inadequate
physical facilities; …inadequate textbooks and materials for students to use in class or to take
home; inadequate computers and limited internet access” (p. 5). The recommendations based on
survey findings include acknowledging unequal school conditions and changing funding formulas;
better support for well-qualified teachers and principals; and holding public officials accountable
for educational equity.

Community Training and Assistance Center. (2004). Catalyst for change: Pay for performance in
Denver. Boston, MA.

This report on the four-year pilot of Pay for Performance (PFP) in Denver, CO, provides
detailed information on the PFP plan; a quantitative analysis of the impact of PFP on student
achievement at the 16 pilot schools; survey and qualitative data on the impact of the plan on stake-
holders; and recommendations and implications based on this research. The plan’s primary goal is to
improve student achievement through the attainment of teacher-developed objectives. These objec-
tives are focused in increasing student achievement, and, if achieved, are rewarded with increased
pay. The program evaluation finds that the impact of PFP on student achievement in pilot schools
varies. At the elementary level, NCE scores on math and reading were lower than scores at control
schools. At the middle school level, NCE scores on writing, math, and reading were higher than
scores at control schools. Finally, at the high school level, NCE scores on language, math, and read-
ing tests were higher than at control schools. All of these differences are statistically significant.

Cohen, D. K., & Murnane, R. J. (1985). The merits of merit pay. The Public Interest, 3-30.

In this piece, Murnane and Cohen investigate both the history of merit pay and a variety of
merit pay plans that were in place in the early 1980s. They identify three challenges to merit pay
plans: finding a clear way to decide which teachers deserve merit pay; devising strategies to mini-
mize conflict amongst teachers; and being able to navigate the lack of connection between measures
of teacher quality and student achievement. The authors present detailed case studies of the merit
pay plans in three districts, including information from other districts where they gathered data.
They cite, as the most important implication of their research, the fact that merit pay plans in high-
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achieving school districts will ultimately be self-defeating – a fact that Murnane and Cohen believe
is not entirely negative, because such plans lay the groundwork for greater cooperation between
administrators and teachers.

Decker, P. T., Mayer, D. P., & Glazerman, S. (2004). The effects of Teach For America on students:
Findings from a national evaluation. Princeton: Mathematica Policy Research, Inc.

In this recent study Decker, Mayer, and Glazerman sought to answer the question: “Do Teach
For America teachers improve (or at least not harm) student outcomes relative to what would have
happened in their absence?” (p. xi). Based on a pilot study conducted in Baltimore in 2001-2002,
they conducted the full-scale quantitative study in five additional regions during 2002-2003. The
final research sample included 17 schools, 100 classrooms, and almost 2,000 students, who were
randomly assigned to Teach For America (TFA) teachers or non-TFA teachers within the same
building and grade level. The researchers conducted two types of comparisons.  First they compared
gains in achievement by students in classes taught by TFA teachers to those taught by all control
teachers—both novices and veterans. Then they compared test score gains by students in classes
taught by novice TFA teachers and novice control teachers (novice being defined as someone in her
first three years of teaching).  It is important to remember that the control teachers in this study are
not representative of schools nation-wide. Many of the control teachers, themselves, had not entered
the teaching profession through traditional certification tracks. Furthermore, the schools involved
were high-poverty schools that have traditionally had a harder time finding and retaining teachers.
The researchers found that TFA teachers had a positive impact on the math achievement of their
students; the average scores of their students showed one month more progress than student scores
of teachers included in the control group. There were no apparent differences in literacy achieve-
ment. Decker, Mayer, and Glazerman also found, through survey data, that TFA teachers anticipate
leaving teaching at higher rates than their non-TFA counterparts. Only 11 percent of the TFA
teachers reported that they expected to remain in the profession as long as they were able, and none
expected to stay until retirement. This study raises many questions regarding TFA’s potential to
attract and prepare prospective teachers who will remain in the classroom.    

Dee, T. S., & Keys, B. J. (2004). Does merit pay reward good teachers? Evidence from a random-
ized experiment. Journal of Policy Analysis and Management, 23(3), 471-488.

In this article, the authors evaluate the effects of Tennessee’s Career Ladder Evaluation System
on student achievement. Using data from the Project STAR randomized class-size experiment
(n=23,956), Dee and Keys conducted regression analyses that were relatively unbiased because of
the randomized student assignments. The authors found that, overall, students assigned to career-
ladder teachers showed statistically significant gains in their mathematics scores, but not in their
reading scores. More specifically, assignment to teachers at the lower rungs of the career ladder pro-
duced statistically significant mathematics gains, while assignment to teachers at the higher rungs
did not. The opposite holds true in reading, where students assigned to teachers at the top two
rungs of the career ladder showed the only statistically significant gains in reading. Upon conduct-
ing tests to see whether their results were confounded by either non-random student reassignments
or attrition from the study, the authors found that the results from their original analyses held.
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Doherty, K. M. (2001, January 11). Poll: Teachers support standards–with hesitation. Education
Week/Quality Counts 2001, p. 20.

This short article reports highlights from Education Week’s “National Survey of Public School
Teachers, 2000.” Through a telephone survey, which included 1,019 randomly-selected K-12 public
school teachers, this research determined that teachers generally support standards. They think that
students are working harder and behavior is improving due to new standards. “Eighty-seven percent
of teachers agreed that raising standards was a ‘move in the right direction’” (p.20). At the same
time, many teachers feel they have not had the training and support they need to implement stan-
dards and to use their accompanying assessments effectively. In addition, they believe there is too
much emphasis on testing and that they spend too much time teaching to the test and teaching les-
sons on test preparation. These findings, which appear almost contradictory, identify an interesting
tension for teachers at this time when the policy context has gone from having few standards and
little accountability to comprehensive standards and school-by-school accountability.   

Elmore, R. & Burney, D. (1997).  Investing in teacher learning:  Staff development and instructional
improvement in Community School District #2, New York City. Washington, D.C.: National Commission
on Teaching and America’s Future.  

In this case study, Elmore and Burney examine how New York City’s District 2 used profes-
sional development to improve student achievement system-wide. Based on interviews, observa-
tions, and document analysis, Elmore and Burney concluded that one of the main aims of District
2’s professional development was to reduce teachers’ isolation and prompt serious conversations
about instruction among school faculty members. This was accomplished through a number of coor-
dinated professional development activities, including professional development laboratories, peer
observation, off-site trainings, and administrator “walk-throughs,” which pushed teachers to
improve their practice. District 2 administrators also created a culture of continuous teacher learn-
ing and actively recruited teachers who endorsed this culture. These new efforts influenced teacher
turnover in the district. Nearly half of District 2’s teachers left the district during the period in
which these professional development efforts occurred.  Elmore and Burney found that the remain-
ing teachers were excited about the professional development reforms and assessed their district
favorably in comparison to other districts. Specifically, the researchers report that District 2 teachers
appreciated the district’s unusually strong focus on teaching and learning and the wide range of pro-
fessional development options it provided to them.

Farkas, S., Johnson, J., Duffett, A., Moye, L., & Vine, J. (2003). Stand by me: What teachers really
think about unions, merit pay, and other professional matters. New York: Public Agenda.

This report is based, in part, on the results of a national mail survey of over 1,000 K-12 teach-
ers that asked teachers about their “views on unions, tenure and merit pay, as well as teacher recruit-
ment, evaluation, certification and professional development” (p. 9). The survey response rate was
only 27 percent. Data were also collected during six focus groups and through 20 in-depth inter-
views with “experts in the field of education” (p. 40). While much of this report referred to the
results of other Public Agenda studies, there were specific results reported for this study as well. For
example, about half of the teachers interviewed in the study reported that working conditions at
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their school were “manageable,” while only “3 in 10 (31 percent) say they are very good” (p. 12). In
addition, “most teachers believe that their own district fails to remove teachers who do not measure
up” (p. 20). Finally, while teachers seek to improve teacher quality, those interviewed are not sure
that merit pay is the way to do it. “Only 27 percent think that merit pay would ‘make the teaching
profession more appealing to the best and brightest’ – 53 percent don’t” (p. 28).

Farkas, S., Johnson, J., Foleno, T., Duffett, A., & Foley, P. (2000). A Sense of calling: Who teaches
and why. New York, NY: Public Agenda.

This report focuses on three groups: new teachers, “young college graduates” who did not
choose to teach, and supervisors of teachers. The study began with “one-on-one interviews with
leading experts” and continued with focus groups with young people in education and in other
types of work (p. 8). The remainder of the data were gathered through three telephone surveys: “one
of 664 public school and 250 private school teachers with five years’ experience or less; a second of
802 college graduates under 30, now in jobs other than teaching; and a third of 511 school superin-
tendents and principals” (p.8). Overall, Farkas et al. found that the majority of new teachers that
they interviewed love teaching. While the teachers do believe that they are underpaid, the intrinsic
rewards of teaching and the high sense of efficacy that they experience when they are doing a good
job seem to provide rewards that are as appealing (perhaps even more so) than higher pay. About 1
in 5 of the non-teachers interviewed said that they would consider teaching if working conditions
were better. Finally, the issue of teacher preparation was discussed, and the results indicate that
teacher training programs lack enough pedagogical instruction. Teachers report that they need more
“training to manage a classroom” (p.37).

General Accounting Office. (1995). School facilities: America’s schools not designed or equipped for 21st
century (No. HEHS-95-95). Washington, D.C.

From January 1994 to March 1995, the GAO studied the adequacy of U.S. public school facil-
ities, environmental conditions, and capacities to support technology in the 21st century. Based on
survey results from a nationally representative stratified random sample of approximately 10,000
elementary and secondary public schools, and site visits to 10 selected school districts that varied in
location, size, and minority composition, the GAO concluded that most U.S. schools are not pre-
pared for the 21st century. The response rate was 78 percent of schools sampled. Among their find-
ings, the GAO reported that many school facilities are insufficient for supporting effective teaching,
utilizing computer networks, or conducting science labs. In addition, the GAO found that such
problems are more prevalent in schools with a student population that is over 50 percent minority.
They also found that “rates of unsatisfactory environmental conditions tend to be higher in schools
where over 40 percent of the students are approved to receive free or reduced lunch, where over 50
percent of the students are minority students, [and] in schools in the West” (p. 15).

Goldhaber, D., & Anthony, E. (2004). Can teacher quality be effectively assessed? Washington, D.C.:
Center for Reinventing Public Education, Evans School of Public Affairs, University of Washington.

This study examines the relationship of National Board for Professional Teaching Standards
(NBPTS) certification to student achievement gains as measured by standardized tests, in an effort
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to determine if National Board Certification is actually identifying teachers who seem to be more
effective in the classroom and whether or not the expense of National Board Certification is cost-
effective. Using a value-added model and data from North Carolina, Goldhaber and Anthony link
teacher characteristics to the performance of their students. The researchers find that NBPTS certifi-
cation does tend to accurately identify teachers whose students experience greater achievement
gains. It also finds that students of NBCT applicants do not experience greater gains, indicating
that during the year of certification, potential National Board Certified Teachers (NBCTs) are not
teaching as effectively as they might, and that retaining NBCTs is very important in realizing bene-
fits associated with National Board Certification. It also finds that student achievement for NBCTs
varies by grade level (3rd graders with NBCTs benefited more than 5th graders with NBCTs) and
type of student (students classified as non-white or non-black had higher gains than white and
black students with NBCTs). Finally, it does not find evidence that NBPTS certification leads
teachers to be more effective. These findings have potential policy implications for schools in terms
of whom to support through the NBCT process and when encouraging NBPTS certification might
be cost-effective. More generally, this study acknowledges that an NBPTS-type assessment can
measure teacher effectiveness as determined by student gains. This study informs retention efforts
insofar as NBPTS certification may provide a means by which we can identify the high-quality
teachers who warrant being kept in the classroom.  

Grossman, P., & Thompson, C. (2004). Curriculum materials: Scaffolds for new teacher learning?
Seattle: Center for the Study of Teaching and Policy. 

Throughout this four-year longitudinal study, Grossman and Thompson observed and inter-
viewed three new secondary English teachers in order to gauge their response to the curriculum
materials that they have been given. The authors were particularly interested in how the teachers
understood and used their two sets of curriculum materials. Grossman and Thompson collected data
from the teachers about their current work and prior knowledge through interviews (over 11 indi-
vidual interviews) and observations (observing each teacher a minimum of 5 times). The authors
also studied the curricular materials in order to determine whether or not they contained any oppor-
tunities for teacher learning. Overall, the authors found that a teacher’s first experience with cur-
riculum materials tends to have great impact on their teaching. Over time, Grossman and
Thompson found that teachers are able to adjust their practice according to their increased knowl-
edge as well as the needs of their students. However, it was clear that new teachers’ eager acceptance
of packaged curricula led to a lack of initial critical analysis of their curriculum materials. Thus,
Grossman and Thompson conclude that new teachers must be given the opportunity to talk with
colleagues about what is useful and not useful about their district’s curriculum materials. It is
important to keep in mind that while this report is detailed and longitudinal, it has an incredibly
small sample size.

Hanushek, E. A., Kain, J. F., & Rivkin, S.G. (2004). Why public schools lose teachers. Journal of
Human Resources 39(2), 326-354.

Using matched student/teacher panel data on all public elementary school teachers in Texas
from 1993-1996, Hanushek, Kain, and Rivkin explore the factors that affect school transitions. In
addition to pay differences, they examine the effects of teacher characteristics, school characteristics,
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and student characteristics on teachers’ decisions to change schools or exit teaching. They found
that, when teachers who have taught for less than ten years change schools, they receive, on average,
an increase of 0.4 percent over their previous annual salary. This slight change in salary contrasts
with the marked change in student population between sending and receiving schools. Overall,
teachers who change schools move to schools with higher average student achievement and lower
percentages of Black and Hispanic students. The authors did find some differences according to the
race of the teacher, with Black teachers tending to move to schools with higher percentages of Black
students; Hispanic and white teachers moved to schools with lower percentages of Black and Latino
students.  Student populations also affect the probability of whether or not a teacher will exit a
school: white teachers are more likely to exit a school with a higher minority enrollment rate than
with a lower minority rate. On the other hand, on average, the probability that Black and Hispanic
teachers will exit a school is lower for schools with high minority enrollment rates. The authors
note the fact that teachers' apparent preferences for students of certain ethnicities or certain achieve-
ment levels might be a proxy for their desires to work in schools with better working conditions
than those they left.

Hart, A. W. (1994). Creating teacher leadership roles. Educational Administration Quarterly, 30(4),
472-497.

This comparative case study is based on a year (1983-84) of data collected at two junior high
schools implementing career ladders. Hart gathered data through interviews with teachers, students,
and administrators, observation, and document analysis.  Hart found that the two junior high
schools differed markedly in the way they implemented the career ladder and, as a result, this
reform provoked divergent responses from the teachers in the schools. In one school, South, “the
prevailing assessment. . . was that the career ladder positions had potential as a means for improving
instruction, the curriculum, and teacher morale” (p. 481). However, at North, “the prevailing
assessment. . . was that the career ladder position caused more problems than they solved and were
yet another burden imposed by the legislature and school administration on already overloaded and
exhausted teachers” (p. 481).  Strong leadership and clear communication by the principal and the
teacher leaders helped to facilitate the career ladder’s success at South. Such leadership and commu-
nication were not present at North. Hart concludes “no matter how carefully planned, or how
thoughtfully integrated with good instructional practice, the new work design for teachers in the
comparative case study analysis ultimately was shaped within each school” (p. 494). This study
highlights how career ladder implementation varies at the local level. Such variation helps to
explain how career ladders’ influence on teacher retention may vary depending on implementation.  

Hoff, D. J. (2001, January 11). Missing pieces. Education Week/Quality Counts 2001, pp. 43-45, 48.

In this synthesis of information on standards-based teaching, Hoff reports that researchers have
found a discrepancy between state standards and actual classroom practice. Additionally, the empha-
sis placed on teaching to standards varies greatly from state to state. Hoff reports that few of the
teachers surveyed had adequate access to textbooks or curriculum guides or felt they had sufficient
access to training related to state standards. In addition, it wasn’t until participants received at least
11 hours of training around state standards that a majority of them felt that they could interpret
test results, alter their curriculum according to the standards taught, and use test results to “diag-
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nose” students. Hoff reiterates other researchers’ suggestions that teachers need time to truly under-
stand their state standards.  

Huberman, M. (1993). The lives of teachers. New York: Teachers College Press.

Based on 160 interviews with secondary school teachers in Geneva, Switzerland, this study
outlines distinct stages in the career of teachers. Huberman found that the career could be divided
into the following stages: career entry, stabilization, experimentation and diversification, reassess-
ment, and serenity and relational distance. The data indicate that teachers were most likely to expe-
rience struggles in their first few years of teaching, but more experienced teachers often felt doubts
about continuing to teach. Huberman identified a “danger zone” between seven and ten years into
the career in which teachers often consider leaving the profession. Huberman also found that long-
term satisfaction with the teaching career was associated with a sense of success in the classroom and
slight role shifts every few years.  

Ingersoll, R. M. (2002). Out-of-field teaching, educational inequality, and the organization of schools: An
exploratory analysis. Seattle: Center for the Study of Teaching and Policy.

This analysis of Schools and Staffing Survey data from 1990-91 identifies out-of-field teaching
as a source of educational inequality. Ingersoll attempts to identify the scope of this problem and to
explain how it is that so many teachers are teaching subjects for which they hold no undergraduate
or graduate major or minor. On the basis of a multiple regression analysis, Ingesoll characterizes the
inequity: “Schools with high poverty enrollments, schools with high minority enrollments, and
those in urban areas sometimes have less access to qualified teachers” (p. 14). More specifically,
teachers in high-poverty schools are less likely to have graduate degrees, more likely to have novice
status, and more likely to be teaching out of field. In addition, 45 percent of teachers teaching out
of field hold degrees in other subjects, raising important questions about why these teachers have
been assigned to teach outside of their training. According to this researcher,  the need to fill posi-
tions in areas of teacher shortage  explains only a small part of the situation. He finds that schools
with hiring regulations in place, effective principals, and larger class sizes have less out-of-field
teaching than schools that do not.  In addition, larger school size and higher starting salaries are
associated with less out-of-field teaching. Out-of-field assignment may be a strategy employed by
many school leaders to retain teachers, but it goes against the aim of ensuring higher quality teach-
ing. This research highlights the importance of the principal’s role in staffing decisions.

Ingersoll, R.M. & Alsalam, N. (1997). Teacher professionalization and teacher commitment: A multilevel
analysis. Washington D.C.: National Center for Education Statistics.

These researchers examined SASS data from 1990-91 in order to characterize the relationship
between teacher professionalization and teacher commitment. Teacher professionalization is indicat-
ed by the use of credentials in hiring, the provision and effectiveness of induction assistance, the
extent of participation and support for professional development, the extent of collective and indi-
vidual authority, and the compensation teachers receive. Teacher commitment was captured by
responses to a single questionnaire item: “If you could go back to your college days and start all
over again, would you become a teacher or not?” When hierarchical linear modeling was used to
examine the association between these characteristics of teacher professionalization and teacher com-
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mitment, these researchers found that teachers with higher levels of commitment were also likely to
report higher levels of classroom autonomy, greater policymaking influence in their schools, effec-
tive assistance for new teachers in their schools, and higher end-of-career salaries. While these statis-
tically significant relationships were not strong, they do provide evidence that teacher commitment
can vary across schools and is associated with certain characteristics. This study provides empirical
support for future research that might explore how schools can be organized for greater teacher com-
mitment, and ultimately, retention.  

Johnson, S. M. (1986). Incentives for teachers: What motivates, what matters. Educational
Administration Quarterly, 22(3), 54-79.

In this literature review, Johnson explores the link between motivation and teachers’ perform-
ance. In particular, she examines research evidence about the influences of intrinsic and extrinsic
motivators on teachers and looks  at new policies aimed at providing teachers with different types of
motivators, such as merit pay and career ladder plans. Johnson examines these policies through the
lens of three motivation theories: expectancy theory, equity theory, and job enrichment theory.
Expectancy theory, pursuing a goal such as improved teaching or student performance, is behind the
wave of pay reforms mentioned above. Ultimately, Johnson concludes that, while such pay plans and
the potential for higher status that accompanies them might draw teachers to the profession, they
are not enough to sustain and retain teachers, particularly the most talented ones.

Johnson, S. M., Kardos, S. M., Kauffman, D., Liu, E. Donaldson, M. L. (2003). The Support
Gap: New Teachers’ Early Experiences in High-Income and Low-Income Schools. Paper presented at the
American Educational Research Association Annual Meeting, Chicago, Illinois.

This paper analyzes data from two multi-state surveys (n=374 and n=295) to provide a picture
of the types of support that new teachers want, need and receive, and to compare the experiences of
teachers who work in low-income and high-income schools. These surveys both received response
rates of about 67 percent. The authors examine three types of support: hiring, mentoring and cur-
riculum. They found that, on average, teachers in low-income schools experience hiring that is less
personalized, less information-rich, and later than teachers in high-income schools. Additionally,
teachers in low-income schools were less likely to receive a mentor, and those who did were less
likely to receive a mentor paired by grade, school, or subject than their colleagues in high-income
schools. Finally, in the area of curriculum, teachers in low-income schools were less likely to receive
appropriate curricular guidance, but also more likely to be provided curricula that are highly pre-
scriptive and test-focused. The low levels of support received by new teachers in low-income schools
as documented by these researchers helps to explain the relatively high rate of turnover in these
schools. The authors conclude with recommendations that aim to help low-income schools and dis-
tricts retain quality teachers.      

Johnson, S. M., & The Project on the Next Generation of Teachers. (2004). Finders and keepers:
Helping new teachers survive and thrive in our schools. San Francisco: Jossey-Bass. 

In 1999, Johnson et al. began a longitudinal interview study of 50 first- and second-year
teachers who worked in various types of Massachusetts public schools. Throughout much of the
book, Johnson et al. use the stories of 10 teachers to illustrate critical points present in the testi-
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monies of the larger sample of 50. To begin, Johnson et al. report on the characteristics of 50
Massachusetts teachers, concluding that today’s new teachers are “more diverse in experience, prepa-
ration, and career plans than the retiring generation” (p. 16). Subsequent chapters of the book
explore new teachers’ feelings about the following topics: pay and the costs of teaching compared
with other professions; the characteristics of students and teachers, and the challenges teachers face
educating students from increasingly diverse backgrounds; how schools’ organizational structures
and cultures affect the kinds of teaching and learning that can take place; new teachers’ preferences
regarding curriculum materials and support; how hiring and teacher induction programs have
important implications for how many new teachers remain in the profession; and how new teachers
envision their growth in the profession. The authors provide specific recommendations for school
administrators, experienced teachers, and policymakers.

Johnson, S. M. (1990). Teachers at work: Achieving success in our schools. New York: BasicBooks.

This book examines how a diverse group of teachers, judged to be “very good” by their
principals, experience their schools as professional workplaces. With the help of several research
assistants, Johnson conducted semi-structured interviews with 115 teachers in order to understand
how good teachers felt their schools supported or undermined their work. To generate her sample,
Johnson contacted public and private school principals and asked them to recommend teachers
“whose work is respected by their colleagues and whose contributions to the school would be
missed if they were to leave” (p. 345). Based on these recommendations, teachers were selected in
order to ensure a sample that would be diverse by subject, assignment, grade level, years of experi-
ence, gender, race, and ethnicity. Johnson finds that teachers assess their work and workplaces on
the basis of physical, organizational, sociological, economic, political, cultural, and psychological
factors. She finds that teachers placed the most importance on factors that promoted or obstructed
their success in the classroom.  On the whole, she finds that, public schools “prove to be deficient
workplaces” (p. 326).  Johnson concludes that “in a variety of ways, the school as a workplace deter-
mines the character and quality of schooling, promoting satisfaction, commitment, and continuing
improvement of practice or causing discouragement, withdrawal, and an ever-worsening instruc-
tional climate” (p. 326).

Kardos, S. M. (2004). Supporting and sustaining new teachers in schools: The importance of professional cul-
ture and mentoring. Harvard University, Cambridge, MA. 

Based on a survey of new teachers in four states, Kardos finds that mentoring, under certain
conditions, is associated with new teacher satisfaction. She selected a stratified, random sample of
486 first- and second-year teachers with a response rate of 65 percent. Kardos found that 78 percent
of her sample had been assigned mentors but that few novices had mentors who shared their grade
and school or with whom they conversed frequently about teaching matters. She did not find a sig-
nificant effect of mentoring, tested alone, on satisfaction among new teachers. However, she found
that new teachers whose mentors teach the same grade, in the same school, and converse with them
at least three times about classroom management are, on average, more satisfied with their jobs.
Kardos also found a significant relationship between satisfaction and a school’s having an “integrat-
ed professional culture.” Such a culture includes novices and veterans, features frequent exchange
and collaboration, and reduces novices’ responsibilities. To the extent that satisfaction is related to
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retention, Kardos’s findings suggest that mentoring and integrated professional cultures may help
retain novices.

Kauffman, D. (2004). Second-year teachers' experiences with curriculum materials: A three-state survey.
Unpublished manuscript in preparation, Harvard University, Cambridge.

For this study, Kauffman conducted a survey of a random sample of second-year, K-5 teachers
in three states (Massachusetts, North Carolina, and Washington, n=295, 67 percent response rate)
to investigate their experiences with curriculum. He found that 75.4 percent of the teachers did not
feel that they received sufficient direction regarding “what to teach and how to teach it” in at least
one core subject area. Only 22.2 percent of the teachers in the study reported receiving too much
direction in at least one core subject area, and very few teachers reported that this was the case in
the areas of science and social studies. While Kauffman found that many of these new teachers were
required to teach specific content in mathematics (96.5 percent), fewer teachers reported having
similar pedagogical requirements (40.8 percent). However, Kauffman reports that of the teachers
who reported high prescription, it is the prescription of pedagogy that was of greater concern to
teachers than other types of curriculum constraint. Finally, Kauffman studied the percentage of
respondents who believe that they receive the right amount of direction regarding what to teach and
how to teach it and found that mathematics (66.4 percent) is the most supported subject, followed
by language arts (53.5 percent), science (41.8 percent) and social studies (29.2 percent).  

Kauffman, D., Johnson, S. M., Kardos, S. M., Liu, E., & Peske, H. G. (2002). “Lost at sea”:
New teachers' experiences with curriculum and assessment. Teachers College Record, 104(2), 273-300.

In this interview study of 50 new teachers in Massachusetts, Kauffman et al. found that most
of the participants received “little or no guidance about what to teach or how to teach it” (p. 273).
Although the results of this study cannot be generalized, the finding that most new teachers in this
sample wanted more support regarding curriculum is notable. Approximately 20 percent of study
participants were not given any direction regarding curriculum. Over half of the respondents report-
ed that they were told what had to be taught but were given no curricular materials or other types
of guidance. Kauffman et al. found that these teachers spent a good deal of their own time and
money purchasing or creating instructional materials. Finally, a larger proportion of teachers in low-
income than high-income schools said that their curriculum was too closely specified and that they
were required to conduct test preparation. Ultimately, the authors conclude that new teachers
appreciate the curricular support that they are given and, with the exception of some teachers who
reject scripted curricula, usually crave more, not less, of this type of support.

Lankford, H., Loeb, S., & Wyckoff, J. (2002). Teacher Sorting and the Plight of Urban Schools: A
Descriptive Analysis. Education Evaluation and Policy Analysis, 21(1), 37-92.

In this article, the authors utilize data on all teachers in New York State from 1984-85
through 1999-2000 to explore the variation in teacher attributes across schools, districts, and
regions in the state. The authors employed a descriptive analysis and found evidence of systematic
sorting within the New York state public schools, based on teacher qualifications, such as the cal-
iber of their undergraduate institution, their certification status, or their performance on one of two
teacher tests. Overall, teachers in urban schools, and teachers of non-white, low-income, and low-
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achieving students are less-qualified than other teachers. In their examination of teacher transfers
between districts, Lankford, Loeb, and Wyckoff found an average gain of $4,798 in actual teacher
salaries between the sending and receiving districts. The authors assert that salary is a potential pol-
icy tool for influencing teacher decisions, and thus the distribution of teachers across schools, dis-
tricts, and regions.

Levin, J., & Quinn, M. (2003). Missed opportunities: How we keep high quality teachers out of urban
classrooms. Washington, DC: New Teacher Project.

This recent study by Levin and Quinn, researchers for The New Teacher Project, demonstrates
empirically that a delayed teacher selection process in hard-to-staff urban districts is associated with
the movement of higher quality applicants out of the candidate pool. Levin and Quinn conducted
their study in four large, urban districts located in the Southeast, Midwest and East. For each dis-
trict, they created an applicant tracking database for the 2002 hiring cycle; conducted follow-up
surveys of a sample of applicants to two districts; reviewed applicants’ files in one district; and
interviewed human resource personnel in districts near the four focal districts. Levin and Quinn
found that the late-summer hiring conventions of the four urban districts differed sharply from the
spring hiring of the surrounding districts. In 50-70 percent of the cases, the lateness of hiring was
one of the major reasons candidates gave for withdrawing their applications for jobs in the urban
districts, although the response rate per district for these surveys was low—27 percent in one case.
Levin and Quinn further found that people who withdrew their applications were “more qualified:”
they had significantly higher college GPAs, more education coursework, and were more likely to
have a major or minor in the field they would have taught. This study suggests that, if school offi-
cials are concerned with attracting and retaining the strongest possible teaching staff, the hiring
process must be conducted in a timely way.  

Little, J. W. (1982). Norms of collegiality and experimentation: Workplace conditions of school
success. American Educational Research Journal, 19(3), 325-340.

In this earliest and most influential studying relating collaboration among teachers with stu-
dent performance, Little conducted semi-structured interviews with 105 teachers and 14 adminis-
trators in six urban, desegregated elementary and secondary schools, selected to represent a range of
involvement by teachers in staff development and a range of success on standardized achievement
tests. Drawing on the interview data, Little characterizes teachers’ work practices, with particular
attention to those that might be characterized as collegial. Overall, she found more evidence of col-
legial interactions in schools that were more successful than in schools that were less successful.
The components of a collegial workplace identified in 1982 serve as the foundation for subsequent
conceptualizations and research about professional communities during the 1990s.

Little, J.W. & Bartlett, L. (2002). Career commitment in the context of comprehensive school
reform. Teachers and teaching: Theory and practice 8, (3/4).

This paper summarizes the findings from a decade of ethnographic case studies conducted by
Little and colleagues, which document teachers’ response to reform in a sample of California high
schools. In most of the cases, reforms involved expanded teacher roles. In the first two rounds of case
studies, Little and colleagues found that the teachers involved in reform were at first enthusiastic
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but ultimately disappointed by their participation. Reform, the authors recount, often led to stress,
burn out, and turnover. The authors report a similar finding from the second round of case studies,
and connect teachers’ dissatisfaction with the reform and roles to inadequate and inconsistent insti-
tutional support. The most recent round of studies, however, included one school in which teachers
responded positively to reform and new roles and another school in which teacher response differed
by academic department. Little and Bartlett judge that, in the case of the first school, “whole school
congruence” reinforced expanded teacher roles and was responsible for their success. In the case of
the second school, the authors find that “innovation bubbles” allowed certain groups, often academ-
ic departments, to experience roles positively. The researchers find, thus, that new roles may repre-
sent a paradox first described by Huberman: that large-scale reforms provide an opportunity for
considerable growth as well as potential disenchantment.

Liu, E. (2004). New Teachers’ Experiences of Hiring in Four States. Harvard University, Cambridge,
MA.

This study is based on a random sample survey of 486 first- and second-year K-12 public
school teachers in California, Michigan, Florida, and Massachusetts. Liu conceptualizes hiring as a
two-way process with teacher candidates and schools selecting each other. Using a two-stage strati-
fied cluster design, Liu found characteristics of the new teachers’ hiring—namely the degree to
which the exchange between the new teachers and school representatives was “information rich” and
the timing of their hiring relative to the start of the school year—affect the teachers’ satisfaction in
the first years of their career. Liu found that, despite districts’ movements towards the decentraliza-
tion of hiring, most of the new teachers’ hiring experiences were “information poor.” Moreover,
approximately one-third of new teachers were hired after the school year had started. Liu’s work
suggests that the late and information-poor hiring practices that most teachers encounter affect
their “fit” with their job placements and, thus, their satisfaction once in the classroom, which may
have implications for teacher retention.  

Liu, E., Johnson, S. M., & Peske, H. G. (forthcoming, 2004). New teachers and the Massachusetts
signing bonus: The limits of inducements. Educational Evaluation and Policy Analysis.

This article traces the experiences of 13 of the 59 recipients of the Massachusetts Signing
Bonus. Instituted in 1998, the signing bonus program was designed to lure highly-qualified indi-
viduals to teaching who might not otherwise consider the profession. They were offered a $20,000
bonus to begin work as teachers, paid over four years. The findings from this study indicate that the
bonus played little if any role in the decisions of these 13 individuals to become teachers. Most had
already considered entering the profession and were attracted to the quick certification program
linked to the bonus, as opposed to the money itself. Ultimately, 8 of the 13 participants in the
study left teaching before the fourth year of the program. These participants' decisions were influ-
enced primarily by the working conditions and lack of intrinsic rewards that they experienced. The
fact that they would forfeit their remaining bonus payments upon leaving teaching did not factor
into their decisions. The authors conclude that inducements such as the signing bonus are not effec-
tive, and that the results of the study confirm the fact that the lack of qualified individuals consid-
ering teaching is not merely based on the low pay associated with teaching.
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Loeb, S., & Page, M. (2000) Examining The Link Between Teacher Wages and Student Outcomes:
The Importance of Alternative Labor Market Opportunities and Non-Pecuniary Variation. Review of
Economics and Statistics, 82(3), 393-408.

In this article, Loeb and Page investigate the relationship between teacher salaries and student
outcomes. Citing previous research in which researchers have failed to find a relationship between
the two, Loeb and Page replicate the methods used by others and obtain similar results. However,
these earlier studies failed to control for many aspects of teacher wages: non-pecuniary attributes of
the job; wage opportunities in alternative professions; and the opportunity cost of teaching versus
another profession. The authors utilize state-level panel data based on the Public Use Microdata
Samples (PUMS) from 1960-1990. Controlling for these effects in their regression analyses, Loeb
and Page do find a statistically significant relationship between higher wages for teachers and stu-
dent outcomes, as measured by dropout rates. On average, controlling for other variables, an
increase of 10 percent in teachers’ wages is associated with a 3 percent to 6 percent decrease in
dropout rates. The authors suggest that their findings have important implications for policy mak-
ers. Notably, they found effects associated with raising teacher salaries. Additionally, their work
points to the importance of accounting for non-wage attributes in investigating teacher salaries and
student achievement.

Loeb, S., & Reininger, M. (2004). Public Policy and Teacher Labor Markets What We Know and Why
It Matters (policy report): The Education Policy Center at Michigan State University. 

This report is a synthesis of what is known about the teacher workforce in the U.S. and trends
in attracting and retaining teachers, written to inform policy decisions meant to retain teachers. It
uses an economic framework that examines teacher preferences and constraints. It describes three
important variables that tend to make teachers prefer some districts to others: wages, school charac-
teristics, and distance of the school from home. The data in this report come from multiple sources
including data collected from the NCES and New York State. The authors conclude that policy
should focus on high-need districts, by providing them with things like subsidies for capital
improvements and increased wages, and streamlined teacher certification.

Lortie, D. C. (1975). Schoolteacher: A sociological study. Chicago: University of Chicago Press.

This classic work about teachers and their workplace is widely regarded as the best, most com-
prehensive analysis of teachers’ experiences and priorities. Lortie relied on two sources of data for
this analysis. In 1963, he interviewed 94 teachers, randomly selected from a group of five metropol-
itan-Boston school districts, which represented the socio-economic range of communities in the
area. In 1964, he surveyed all teachers in Dade County, Florida, a large and diverse school district.
The response rate for this survey is not specified, although Lortie notes that it was very high and
“represented the normal attendance pattern of teachers during a work day” (p. 246). Lortie’s work is
valuable, not only because it provides great insight into why teachers choose to teach and how they
think about their work within the context of public schools, but also because it allows us to com-
pare the responses of teachers forty years ago with those of teachers today and to consider whether
there are significant cohort differences between the groups.  

119 WHO STAYS IN TEACHING AND WHY: A REVIEW OF THE LITERATURE ON TEACHER RETENTION

March 7, 2016 UCSC Special Board Meeting

Item No. 9.2: Teacher Retention Plan



Louis, K. S., Marks, H. M., & Kruse, S. (1996). Teachers’ professional community in restructur-
ing schools. American Educational Research Journal, 33(4), 757-798.

Based on a conceptual framework of professional community, which included five critical ele-
ments (shared norms and values, collective focus on student learning, collaboration, de-privatized
practice, and reflective dialogue), Louis, Marks, and Kruse analyzed survey data collected from
teachers in 24 high schools participating in a larger study of schools engaged in restructuring and
committed to authentic pedagogy. Research teams also visited the schools and studied regular activ-
ities. Using hierarchical linear modeling (HLM), researchers found that, although most of the varia-
tion in professional community can be explained by within-school factors (e.g., differences in teach-
ers’ background, perceptions, and experiences) 40 percent of the variance exists between schools.
Factors found to influence professional community were both structural (e.g., size, staffing complex-
ity, schedule) and human resource (e.g., support of the principal, respect, openness to innovation).
They found that “[I]n schools where teachers were empowered—with influence over school, teacher,
and student policy—the level of professional community was also considerably higher” (p. 774) and
that “professional community contributed strongly to responsibility for student learning” (p. 780).

Leukens, M. T., Lyter, D. M., Fox, E. E., & Chandler, K. (2004). Teacher attrition and mobility:
Results from the Teacher Follow-up Survey, 2000-01. Washington, D.C.: National Center for Education
Statistics.

This report analyzes the 1999-2000 Schools and Staffing Survey and the 2000-2001 Teacher
Follow-up Survey to describe who is most likely to leave teaching, why they leave and where they
go. For the purposes of the report they break their sample of 8,400 teachers into 3 groups: leavers,
movers and stayers. The report consists mainly of tables that exhibit trends in the data. Among
other things, they observed variations among teacher attrition, mobility and retention between pub-
lic and private school teachers, among teachers with varying experience, and among teachers with
different salary levels. They also identify opportunities for a better teaching assignment and dissatis-
faction as reasons teacher moved or left. The purpose of the report is to inform policy decisions and
future research.

McCarthy, M. & Guiney, E. (2004). Building a professional teaching corps in Boston: Baseline study of
new teachers in Boston’s public schools. Boston, MA: Boston Plan for Excellence.

In this longitudinal study, McCarthy and Guiney examined the support, induction, and reten-
tion patterns of new teachers in the Boston Public Schools from 2002 to the current date. Surveys
were sent to 470 new K-12 teachers in the spring of 2003, when they were completing their first
year; the response rate was 51 percent. McCarthy and Guiney concluded that lengthy hiring
processes and late hiring may have resulted in an unknown number of candidates leaving for dis-
tricts with earlier hiring processes. The average candidate surveyed was hired by BPS 16.6 days
before the first day of school and 50 percent of candidates were hired within 2 weeks of opening
day. This study reported that late hiring left new teachers with little time to prepare, learn about
the school, and learn about their students. Teachers who reported feeling unprepared were more
likely to predict a shorter stay in their teaching position and were more likely to leave their posi-
tion. Teachers with a more “accurate perception” of the school, students, and supports from the hir-
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ing process were more likely to report higher job satisfaction and an intention to remain in their
teaching position.  

McLaughlin, M. W., & Talbert, J. E. (2001). Professional communities and the work of high school teach-
ing. Chicago: The University of Chicago Press.

In this book, McLaughlin and Talbert draw upon over a decade of research at the Center for
Research on the Context of Secondary School Teaching, where researchers spent four years study-
ing each of 16 high schools in California and Michigan. Throughout, they sought to understand
how the various contexts of secondary schooling affect teachers’ work lives and professional prac-
tices.  This analysis focuses on the “teacher learning communities” they found in those schools.
They assert that strong professional communities “establish distinctive expectations for teachers’
work and interactions with students,” which emphasize “shared responsibility for students’ mas-
tery of content and progress in the curriculum” and “innovative teaching methods” (p. 10-11).
Although most of the schools that they studied had weak professional communities with tradi-
tional instructional practices and tracked classes, there were encouraging instances of strong pro-
fessional communities in particular departments and schools. The book includes illuminating case
data from the various schools and explains how strong professional communities enhance the
careers of teachers.

Metz, M. H. (1993). Teachers’ ultimate dependence on their students. In J. W. Little & M. W.
McLaughlin (Eds.), Teachers Work: Individuals, colleagues, and contexts. New York: Teachers’ College
Press, 104-136.

Metz worked with teams of researchers to visit eight ordinary, comprehensive high schools to
understand more about teachers' dependence on their students. During the course of a year, the
research team members met the principals, examined school documents, visited classrooms and
interviewed the teachers in six public and two Catholic schools which are located in urban and sub-
urban sections of a Midwestern metropolitan city. The schools served students with different levels
of socioeconomic resources; two were considered high, two mid-level and two were low-income
schools. Metz found that for teachers in the five schools whose students were not college-bound,
their sense of self-efficacy and self-respect “were in constant danger.” The common resulting atti-
tudes of students’ hostility, non-responsiveness, behavior, and academic failure were cynicism, anger
and self-doubt. This was found to be more pronounced for men than women, and more consistent
for teachers who “shared or understood” their students’ backgrounds than those who were less
knowledgeable or accepting of their students’ personal history.

Murnane, R. J., Singer, J. D., Willett, J. B., Kemple, J. J., & Olsen, R. J. (1991). Who will
teach?: Policies that matter. Cambridge: Harvard University Press. 

In order to better understand the employment patterns of public school teachers, the authors
draw on data from the Departments of Education in North Carolina and Michigan. For North
Carolina, they use data on 50,502 people who were licensed to teach in public schools between
January 1974 and December 1985. For Michigan, the data set contained information on 30, 614
people who entered public school teaching in the state between September 1972 and September
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1981. Using survival analysis, the authors examine how long, on average, teachers remain in the
profession. They report that teachers are most likely to leave the profession in the first few years on
the job, with the risk of leaving after the first year being the highest. Additionally, controlling for
district characteristics, they found that White teachers are more likely to leave than Black teachers,
and secondary teachers leave sooner than elementary teachers. Finally, teachers with higher standard-
ized test scores have, on average, much shorter teaching careers than those with low scores, and
teachers who are paid the lowest salaries leave the quickest, with salary being an important factor,
especially during the early years of teachers’ careers. 

National Education Association. (2003). National Education Association: Status of the American public
school teacher 2000-2001. Washington, D.C.

The NEA has surveyed public school teachers in the U.S. every five years since 1956. This
report includes important findings for 2000-2001 and notable trends over four decades of the sur-
vey’s administration. Researchers used a two-stage sample design, first randomly selecting a sample
of school systems, classified by pupil enrollment into nine strata, and then randomly selecting
teachers from teacher lists of those school systems obtained from various sources (the NEA, the
American Federation of Teachers, Quality Education Data, Inc.). Researchers achieved a 67 percent
return rate, with 1,467 usable surveys. Researchers used descriptive statistics to report the data. The
survey included 60 items covering a range of topics about teachers’ work and life. The report
includes a number of issues relevant to retention, including teachers’ reasons for entering the profes-
sion, their willingness to teach again, their plans to remain in teaching, sources of help and hin-
drance, and salaries and additional income.  

Neild, R. C., Useem, E., Travers, E. F., & Lesnick, J. (2003). Once & for all: Placing a highly quali-
fied teacher in every Philadelphia classroom. Philadelphia, PA: Research for Action.

This report about the recruitment, hiring, and retention of teachers in Philadelphia provides a
detailed and informative picture of the challenges faced by high-poverty schools in a large urban
district. The researchers drew upon an array of data sources including a data detailing a set of char-
acteristics for all full-time teachers over four years and a New Teacher Survey administered to all
new teachers attending an October 2002 induction program (266 of 598 teachers hired, represent-
ing 61 percent of all new teachers). Descriptive statistics are presented along with a clear and useful
analysis. Overall, the study reveals that the highest-poverty schools present the greatest staffing
challenge in that they repeatedly have the most vacancies and hire the least experienced and the
most uncertified teachers. Most teachers are hired by the district office, rather than by the schools
where they will teach. Late hiring is a particular problem in high-poverty schools. The report
describes various reforms currently underway to improve both recruitment and retention.  

Public Agenda (2004). Teaching interrupted: Do discipline policies in today’s public schools foster the com-
mon good? Washington, D.C.: Public Agenda.

This examination of teachers’ and parents’ perceptions of student discipline reveals some inter-
esting new insights regarding the age-old problem of student discipline and makes claims about the
impact of student behavior on teacher retention. Using data from focus groups and telephone and

ANNOTATED BIBLIOGRAPHY 122

March 7, 2016 UCSC Special Board Meeting 

Item No. 9.2: Teacher Retention Plan



mail surveys (response rate 24 percent), the report concludes, “Too many students are losing critical
opportunities for learning—and too many teachers are leaving the profession—because of the behav-
ior of a few persistent troublemakers” (p.1). Their claims regarding the impact of student behavior
on retention are based on the following findings: about one third of teachers responded that they
have considered quitting because of student discipline issues, and about one third know someone
who quit or was asked to leave due to student discipline problems. This study also finds that the
majority of teachers (78 percent) report that their middle and high school students don’t let them
forget that their parents can sue; this fear of litigation, and the general lack of support from parents,
concerns many teachers. 

Public Education Network. (2004). The voice of the new teacher. Washington, D.C.: Public
Education Network.

The Public Education Network (PEN) conducted research in four communities—Chattanooga,
TN; New York, NY; Seattle, WA; and Washington, DC; and throughout the state of West Virginia.
Data were collected from 200 teachers who completed surveys, were interviewed, or participated in
focus groups.  No information is provided about the methods used for selecting respondents. The
report includes information about the areas in which teachers feel most and least prepared; career
plans; sources of dissatisfaction; views of principals; and satisfaction with induction and mentoring.
Data are reported somewhat informally and the charts are often difficult to interpret. However, the
analysis is informative and the findings are consistent with those studies that use more systematic
methods.

Rosenholtz, Susan J. (1989). Teachers’ Workplace: The Social Organization of Schools. New York:
Longman.

Seventy-eight elementary schools in eight Tennessee districts participated in this study, which
was designed to identify the effects of schools' organizational features on teachers' lives and on
teaching and learning. Teacher-level data were collected through questionnaires, which solicited
information about their background characteristics and their perceptions of their work, and through
74 individual open-ended interviews. In addition, school-level data such as test-scores, attendance
and demographic data were obtained. These data were used to examine the influence of school
organization on a variety of outcomes, including the establishment of shared school-wide goals,
teacher collaboration, teacher learning, teacher certainty, and teacher commitment. Rosenholtz
found that students and parents can influence teachers' sense of efficacy, satisfaction and commit-
ment to teaching, yet the direction of influence can be mediated by the social organization of the
school. She also concludes that teachers’ beliefs and dispositions are shaped by their particular school
context and she compares schools where there is shared agreement about goals, priorities and prac-
tices (high consensus schools) with schools where views are disparate and atomistic, differing from
teachers to teacher (low consensus schools). Rosenholtz concludes that the schools making progress
in reform are high consensus schools. Although she does not introduce any measure of student per-
formance in her analysis, she provides rich and informative analysis of teachers’ motivation and the
school’s role in shaping it. This work served as a foundation for subsequent studies of teachers’ pro-
fessional communities.
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Schneider, M. (August 2003). Linking school facility conditions to teacher satisfaction and success.
Washington, D.C.: National Clearinghouse for Educational Facilities.

In this study, Schneider surveyed K-12 public school teachers in Chicago and Washington,
D.C. to determine the effects of school facilities on teachers’ satisfaction, career plans, and teaching
effectiveness. The response rate was near 25 percent. One-third of teachers in Chicago and more
than one-half of teachers in D.C. reported dissatisfaction with facilities. Sixty percent reported that
science labs were inadequate.  More than 40 percent reported that classrooms were the wrong size.
Twenty-five percent said that they were teaching in non-classroom spaces such as closets. More than
two-thirds of teachers in Washington D.C. and over one-half of teachers in Chicago said that air
quality was fair to poor. Approximately one-third of respondents in Washington D.C. and more
than one-fourth of Chicago teachers reported adverse health effects stemming from poor facilities.
Schneider also found effects of low quality school facilities on retention. More than 40 percent of
teachers who scored their school facility a C or lower reported that poor working conditions led
them to consider changing schools and 30 percent said that they were considering leaving teaching.
For teachers who reported health problems related to facilities, these percentages were even higher.
The study did not examine whether these teachers actually remained in their current position.

Shen, J. (2003). New teachers’ certification status and attrition pattern: a survival analysis using the
Baccalaureate and Beyond Longitudinal Study 1993-1997. Paper presented at the AERA annual meet-
ing, Chicago.

In this study Shen addresses the question of whether there is a relationship between new teach-
ers’ certification status and attrition patterns. The paper includes a brief literature review of the two
policies implicated in the study: the various methods of entry into teaching and the retention/attri-
tion of teachers. The author then discusses the strengths of his study: 1) it is longitudinal and over a
longer time-span (five years) than most studies; 2) the approach to analysis is a strength because the
outcome measure is “months of teaching,” before attrition happens or does not happen rather than
the dichotomous variable of “whether or not” attrition happens; 3) the study focuses on new teach-
ers exclusively. The data is from the Baccalaureate and Beyond Longitudinal Study 1993-1997. The
sample consisted of 1,702 respondents who went into teaching and responded to three rounds of
surveys. A Cox regression model survival analysis was used. The study found that the following
attributes are associated with higher retention rates: greater levels of teacher preparation; previous
teacher certification; current (1997) teacher certification; higher levels of teacher certification in
1994 or 1997. Shen found that about 34 percent of those who entered teaching left by the end of
the fifth year and that those entering teaching without experience in a teacher education program or
without certification were more likely to leave. 

Shields, P. M., Esch, C. E., Humphrey, D. C., Young, V. M., Gaston, M., & Hunt, H. (1999).
The status of the teaching profession: Research findings and policy recommendations. A report to the Teaching
and California’s Future Task Force. Santa Cruz, CA: Center for the Future of Teaching and Learning.

During 1998-99, SRI International conducted a statewide survey of a representative sample of
K-12 California public school teachers and eight case studies of local teacher development systems
throughout California.  For the survey, researchers used a two-stage sampling process, first selecting
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a stratified random sample of schools and then selecting teachers within those schools to create a
sample representative of the statewide population of teachers. The response rate was 77 percent. The
survey data were analyzed using descriptive statistics and discussed in light of themes that emerged
from the case studies. In addition, researchers analyzed secondary data bases and interviewed key
state policy makers. As a result of a 1996 policy to promote class size reduction, California experi-
enced the challenges of teacher shortages and the consequent uneven distribution of teacher quality
earlier than other states and, thus, their experiences are especially useful. Overall, the study reveals
the uneven distribution of qualified teachers, with low-income students having the highest propor-
tions of underqualified teachers and teachers with the highest rates of turnover. Researchers found
that, among other things, teachers were dissatisfied with professional development and induction.

Sikes, P., Measor, L., & Woods, P. (1985). Teachers’ careers: Crises and continuities (Vol. 5). London:
The Falmer Press.

This study, conducted over twenty years ago in England, yields important insights about
teachers’ conceptions of career, which  are informative in the U.S. today. It begins from the premise
that teachers are in crisis—and at risk of leaving the profession—at many stages in their careers.
Novices frequently experience the stress of crisis in their socialization process and in their recogni-
tion of the fact that the reality of teaching does not match their ideal. More experienced teachers
often experience ambivalence about their roles, their capacity, and their efficacy, while those who are
more confident in their work experience crisis in their acknowledgement that in this flat career, the
only way to move up is to move out of teaching. These researchers probed the “life histories” of 40
art and science teachers from two different regions of England through a series of open-ended inter-
views in order to learn about how teachers think about their careers and how these crises interact
with their work. Their work led them to propose new theories about the structure of teachers’
career-life development, the influence of teachers’ contexts on how they think about their work,
their strategies for managing or coping with their careers, and how their teacher identities are
constructed.

Smith, T., & Ingersoll, R. (forthcoming). Reducing teacher turnover: What are the components of
effective induction? American Educational Research Journal, 41(2).

Smith and Ingersoll conducted an analysis of the impact of induction on new teacher reten-
tion. Using the 1999-2000 Schools and Staffing Survey data and 2000-2001 Teacher Follow-up
Survey data, Smith and Ingersoll drew a sample of 3,235 first-year teachers. The authors found that
mentoring has a positive effect on new teacher retention in the profession, provided the mentor
teaches in the same field as the novice. The researchers found no significant impact of mentoring
when the mentor does not teach in the same field or when the outcome is mobility rather than attri-
tion from the profession. Smith and Ingersoll further found that induction had a positive effect on
new teacher retention. Testing various components of induction, the researchers found that collabo-
ration/common planning had the largest lone impact, reducing the predicted probability of attrition
by 43 percent. Lastly, the researchers report that an increased number of induction components was
associated with a decreased predicted probability of turnover. New teachers with two induction
components had a 39 percent predicted probability of turnover whereas, for those receiving eight
components, estimated turnover probability was 18 percent.   
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Smylie, M. A., & Denny, J. W. (1990). Teacher leadership: Tensions and ambiguities in organiza-
tional perspective. Education Administration Quarterly, 26(3), 235-259.

In their investigation of teacher leadership roles in a Midwestern, K-8 district, Smylie and
Denny (1990) focus on the development and performance of these roles. The researchers used inter-
views and surveys of the 13 teacher leaders and surveys of a random sample of 56 of the district’s
teachers, with a response rate of 62 percent, to collect the data for this study. Smylie and Denny’s
main finding is that organizational context shapes how roles are defined and performed. For exam-
ple, the researchers found that teacher leaders defined their role in terms of providing support for
other teachers. However, the teacher leaders reported that they spent most of their time participat-
ing in meetings rather than providing direct support to colleagues. In surveying teachers who did
not hold leadership roles, Smylie and Denny find that “most [of the non-teacher leaders] perceived
some form of benefit from the work of the teacher leaders,” (p. 248). Of these benefits, many record-
ed professional growth related to classroom practice. Others cited an increased sense of professional-
ism and commitment to classroom teaching,” (p. 249). Non-teacher leaders also highlighted
“increased opportunities for professional recognition and rewards” as a benefit of the teacher leader
role (p. 250). Unfortunately, Smylie and Denny did not ask teacher leaders to evaluate the impact of
the roles on their conceptions of the teaching career.

Stinebrickner, T. R. (2001). Compensation policies and teacher decisions. International Economic
Review, 42(3), 751-779.

In this article, Stinebrickner utilizes quantitative methods to analyze the choices of a sample of
551 people who were certified to teach between 1975 and 1985 (drawn from the National
Longitudinal Study of the High School Class of 1972). He then traces the employment choices
made by these individuals (over a nine year span), examining factors that led to their entry into,
retention in, and attrition from teaching, as well as other careers, in addition to choices to leave the
job force. Stinebrickner finds that pay is a significant factor in determining length of stay in teach-
ing, finding a relationship between a potential pay increase for all teachers and longevity in the pro-
fession.

Sunderman, G. L., Tracey, C. A., Kim, J., & Orfield, G. (2004). Listening to teachers:  Classroom
realities and No Child Left Behind. Cambridge: The Civil Rights Project at Harvard University.

Sunderman et al. studied teacher attitudes about NCLB in the urban districts of Fresno,
California and Richmond, Virginia. They administered a survey to teachers in May and June of
2004 and achieved a 77.4 percent response rate. The main findings of this survey, which was dis-
tributed to teachers in 30 Fresno schools and 25 Richmond schools include the following: (1) teach-
ers were generally “positive about the instructional program in their schools,” including standards
and curriculum; and (2) they did not think that simply labeling schools as “making adequate yearly
progress” would lead to an improvement in the schools. Directly related to retention is the finding
that “many of the teachers in schools that were identified as needing improvement do not plan to be
teaching in them five years in the future,” (p. 3). Due to the demands that are now put on teachers’
time and energies since the institution of NCLB, it is believed by this sample that teachers current-
ly working in schools needing improvement will soon leave those schools. This has important
implications, since these just may be the schools that need quality teachers most of all. 
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Tye, B. B., & O’Brien, L. (2002). Why are experienced teachers leaving the profession? Phi Delta
Kappan, 84(1), 24-32.

In 2001, Tye and O’Brien mailed 900 surveys to master’s degree graduates from Chapman
University, their employer at the time. The purpose of their research was to determine whether or
not these students, chosen at random from a pool of 4,534 graduates, experienced the same discon-
tent regarding increased accountability, of which many teachers in California complained. They had
a response rate of only 12.6 percent (only 114 surveys were returned), and even though the results
are unable to be widely generalized, the data that they received is insightful. Overall, Tye and
O’Brien found that the number-one reason for those who had already left teaching was that of
accountability (defined as high-stakes testing, test preparation and standards).  For those teachers
who were still teaching, they reported that accountability was among the three top reasons why
they might consider leaving (along with salary considerations and increased paperwork). After a dis-
cussion of each variable, Tye and O’Brien conclude that the work environment and working condi-
tions of teachers must be improved in order to allow teachers to feel better about their work and so
that they will be more likely to remain in the profession.

Useem, E. (2003). The retention and qualifications of new teachers in Philadelphia's high-poverty middle
schools: A three-year cohort study. Philadelphia: Philadelphia Education Fund.

This study looked at the retention rate of a cohort of 60 new teachers in seven high-poverty
middle schools in Philadelphia from the 1999-2000 school year through the 2002-2003 school year.
Researchers collected information by interviewing the original 60 teachers once during their first
year of teaching and then continued to conduct yearly interviews with those teachers who remained
at their original school through the 2001-2002 school year. In the second year of the study, 38 of
the original 60 (63 percent) remained at their original schools. In the third year, 25 teachers (42
percent) remained in their original schools. By the fourth year, only 19 teachers (32 percent)
remained in their original schools. Teachers reported that the primary reason they would leave the
district was low salary. Other contributing factors included student behavior/school climate issues,
lack of supplies, and large class sizes. Retention rates varied significantly by school, which indicated
that strong school leadership may contribute to higher levels of teacher retention. School climate
appeared to be a very important factor in teacher retention. For instance, one middle school that had
the most serious problem of school climate actually lost all 12 of its new teachers over the period of
the study.  

Useem, E., & Farley, E. (2004). Philadelphia’s teacher hiring and school assignment practices: Comparisons
with other districts. Philadelphia, PA: Research for Action.

In this study, Useem and Farley compared the teacher hiring and placement practices in
Philadelphia to those of thirteen other large urban districts across the country and to nine regional
suburban districts. Five of the seven urban districts were larger than Philadelphia. The suburban
districts were relatively large and included nearby demographically diverse districts in New Jersey
and Pennsylvania. Relying on document analysis and interviews, Useem and Farley found that,
while only 44 of 264 Philadelphia schools used “site-selection” hiring, other urban districts in the
study “almost always” used decentralized or school-based staffing practices. They also found that
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problems such as late hiring occurred in Philadelphia and in most of the urban districts as a result
of late notification of retirement and resignations, uncertain budgets, and late decisions about ini-
tiatives such as school consolidation or reductions in class size. Delayed hiring processes were not
reported as a problem in suburban schools. All nine suburban districts had site-based hiring prac-
tices and relied on internal candidates for elementary and some secondary openings. Suburban teach-
ers in eight of nine districts were allowed to apply for transfers within the district, but were not
required to be hired by the principal. Useem and Farley concluded that practices in Philadelphia
such as late hiring and a centralized hiring process were limiting the impact of efforts to improve
retention and recruitment practices.  

Vedder, R. (2003). Comparable worth. Education Next: A Journal of Opinion and Research (Summer),
14-19.

In this piece, Vedder challenges the notion that teachers are underpaid. Using data from the
National Compensation Survey (NCS) of the Bureau of Labor Statistics, he computes the hourly
wages for teachers as well as those in comparable professions. Vedder used the number of hours that
teachers are required to work according to their contracts for his analyses, as well as the number of
weeks per year required by those contracts. He found that the average hourly wage for elementary
school teachers in 2000 was $28.79. For secondary teachers the figure was $29.14, and for special
education teachers, $29.97. According to Vedder's calculations, these hourly wages mean that teach-
ers earn more per hour than architects, engineers, nurses, and librarians, amongst other professions.
Vedder believes that the distribution of pay amongst teachers needs to be realigned—keep the aver-
age stable, but pay some teachers (such as those in shortage areas) more than others.

Weiss, E.M. (1999). Perceived workplace conditions and first-year teachers’ morale, career choice
commitment, and planned retention: A secondary analysis. Teaching and Teacher Education, 15,
861-879.

In this article, Weiss uses ordinal logistic regressions to analyze data from a nationally repre-
sentative sample of first-year teachers responding to the Schools and Staffing Surveys of 1987-88
and 1993-94. In one of the few quantitative studies that analyzes first-year teachers’ career plans,
Weiss found that “a school culture that supports collaboration and teacher participation in decision-
making was most strongly related to higher morale, stronger commitment to teaching, and inten-
tions to remain in the profession” (p. 861). Weiss writes that her study suggests that “school leader-
ship that incorporates teacher participation influences whether new teachers feel it is worthwhile to
do their best work, whether they would choose teaching again as a career, and whether they plan to
remain in teaching” (p. 866). While very informative, this study relies on teachers’ predictions
about their career, not their actual decisions.
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AARP is a nonprofit, nonpartisan membership organization that
helps people 50+ have independence, choice and control in ways that
are beneficial and affordable to them and society as a whole. We 
produce AARP The Magazine, published bimonthly; AARP Bulletin,
our monthly newspaper; AARP Segunda Juventud, our bimonthly
magazine in Spanish and English; NRTA Live & Learn, our quarterly
newsletter for 50+ educators; and our website, www.aarp.org.
AARP Foundation is an affiliated charity that provides security, 
protection, and empowerment to older persons in need with support
from thousands of volunteers, donors, and sponsors. We have staffed
offices in all 50 states, the District of Columbia, Puerto Rico, and
the U.S. Virgin Islands.

Founded in 1947 by retired educator Dr. Ethel Percy Andrus,
NRTA: AARP’s Educator Community (formerly known as the 
National Retired Teachers Association) is a division of AARP. 
The NRTA Network includes a national office in Washington, DC,
53 state and city associations, and more than 2,700 local associations
which serve more than one-million active and retired educators and
school personnel. One of our key projects is the NRTA Educator
Support Network which helps recruit and retain America’s most
qualified educators by engaging retired educators and others in 
support of new teachers and administrators. Visit NRTA’s website 
at www.aarp.org/nrta for more information. 

The Farmers Insurance Group of Companies (“Farmers”) was founded
in 1928 and has grown to become the country's third-largest writer of
both private passenger automobile and homeowners insurance. Farmers
also offers life insurance, specialty insurance and a wide variety of
financial products to meet individual needs. Based in Los Angeles,
California, Farmers now operates in 41 states across the country
through the efforts of approximately 18,000 employees. Our agents,
independent contractors and independent agents, along with Farmers
employees, are responsible for serving more than 15 million customers.
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SHORTAGE 
Leaders turn to bonuses, affordable housing, 

outreach to college students and other solutions 

BY DEBORAH YAFFE 

T
he bad news seems to be everywhere. The School 
District of Philadelphia had 190 teaching vacan­
cies in October. From New York to California, 
enrollment in teacher-preparation programs has 

fallen by double-digit percentages. The president of Ne­
vada's Board of Education called her state's teacher short­
age "horrific" according to published reports, warning 
that, if conditions don't improve, "we're going to all sink." 

Judging by recent media reports, the message seems 
clear: The United States is suddenly running short of 
people to teach its children. But schools-especially in 
troubled cities and isolated rural communities-have al­
ways struggled to staff in-demand fields such as science, 
math and special education. With clear trend data elusive, 
some experts are unsure whether anything especially new 
is happening. 

But superintendents who have teaching vacancies 
aren't waiting for statistics. They are turning to an array 
of new and creative strategies, such as starting the hiring 
process earlier, looking farther afield for recruits, offer-

ing perks and signing bonuses to new hires, and ramping 
up efforts to help candidates earn teaching credentials. 
"We're going to implement some aggressive measures to 
try to get out in front ofit," says Mike Parker, superinten­
dent of the 1,600-student Hoquiam School District in 
rural Washington state. ''I'd rather be out in front than try 
to find a teacher in July or August." 

Employment incentives 
Before last year, Hoquiam's teachers typically waited until 
late spring to announce their retirements-and by May or 
June, the pool of potential replacements was often deplet­
ed. So in 2015, Hoquiam offered $2,000 to teachers who 
notified the district by February 1 of their plans to retire. 
Six took the offer, and for its $12,000 investment, the dis­
trict got a three-month jump on hiring replacements-a 
useful head start in a year that saw Parker hire 21 new 
teachers, nearly 20 percent of his teaching corps. 

Like other districts, Hoquiam has also taken steps to 
deepen its applicant pool, in part by looking farther afield 
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TACKLE THE TEACHER SHORTAGE 

for new teachers. Administrators now drive 
six hours to attend college career fairs, and 
Hoquiam has joined 34 nearby districts in 
a personnel cooperative, which advertises 
openings, manages online applications, and 
gives every member district access to all the 
resumes it has on file. "Prior to that, we 
tried to recruit solo," Parker says. "Our net 
was not as vast." 

In a digital world, district leaders can 
also expand recruitment beyond state bor­
ders: California's 48,000-student Oakland 

30 August 2016 

USD, which had a larger-than-usual 500 
teaching vacancies last summer, is explor­
ing outreach to college students identified 
on Linkedln as interested in education ca­
reers, says Kafi Payne, Oakland's director of 
talent development. 

Once potential hires are in sight, dis­
tricts offer new incentives to come on 
board. Oakland may provide subsidized 
housing for teachers facing astronomi­
cal Bay Area real estate prices, Payne says. 
In Idaho, Mountain View School District 

#244-a vast, sparsely populated school 
system-sometimes helps new hires find 
places to live in a tight housing market, says 
former superintendent Greg Bailey, who 
now leads Idaho's larger Moscow School 
District #281. At Mountain View, Bailey 

also tried to hire both members of a mar­
ried couple-a teacher married to another 
teacher, or to an administrator or mainte­
nance worker. When both spouses are em­
ployed in a rural community, the couple is 
more likely to stay, he says. 

Often, hiring inducements are even 
more straightforward: Last year, Hoquiam 
offered incoming teachers $1,500 signing 
bonuses-ostensibly for relocation, al­
though local hires also got a check. 

Even when school districts can afford it, 
the leaders are not always in the position to 
offer financial incentives. The most obvious 
solution to shortages in such hard-to-fill 
areas as math and science would be higher 
pay for teachers in those specialties, says 
Christopher Koch, president of the Council 
for the Accreditation of Educator Prepara­
tion (CAEP), which accredits teacher-edu­
cation programs. 

"Down here, we need 

to be aggressive." 

-Mike Parker, superintendent,

Hoquiam School District

But when he was state superintendent in 
Illinois, Koch saw firsthand that the idea of 
paying teachers different salaries based sole­
ly on their subject matter expertise didn't 
always survive the bargaining process. "It's 
a hard sell with a lot of unions," Koch says. 

And financial incentives have other 
limitations. Although Parker says the 
$1,500 signing bonuses tipped several 
prospects toward Hoquiam, he expects 
nearby districts to offer the same deal next 
year. So now he's considering letting new 
teachers use a district truck as a moving 
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van. "Down here, we need to be aggres­
sive," he says. 

Discovering local talent 
For some districts, developing homegrown 
talent more aggressively is one way to cope 
with shortages. Oakland operates a high 
school magnet program for students interest­
ed in education careers. It's a new well from 
which to choose teachers, and it increases 
the number of students who might go into 
teaching. Further south, the 21,000-student 
ABC Unified School District, near Los An­
geles, partners with a local community col­
lege to offer courses to high school students 
interested in entering teaching. 

Oakland USD also works with local 
universities to provide on-site courses for 
classroom aides or paraprofessionals inter­
ested in gaining teacher certification, or 
for teachers who want to add in-demand 
credentials to their existing certifications. 
"It's much easier to have a general education 
credential and then to transition that into 
a special education credential than to start 
without any credential at all," says Payne, 
the Oakland administrator. 

At the Spokane Educators 
Career Fair in Washington 

last year, above, teacher 
candidates look for jobs. 

Right, Mike Parker, 
superintendent of Hoquiam 

schools, stands with Scott 
Hyder, left, assistant high 

school principal, hoping to 
find someone willing to work 

at their district. 

REASONS FOR SHORTAGE 

Explanations for apparent teacher shortages vary from the 

macro to the micro-from the state of the national economy to 

the working conditions in individual schools. 

During the post-2008 recession, when states reported 

widespread teacher layoffs, applications for vacancies surged, 

according to Christopher Koch, president of the Council for 

the Accreditation of Educator Preparation, which accredits 

teacher-education programs. 

In Illinois, where Koch served as state superintendent 

for more than eight years, even struggling districts might get 

700 applicants for one elementary school opening. "They 

were flooded with candidates," he says. Once the economy 

improved and many industries began hiring again a few years 

later, the surge receded as would-be teachers pursued other 

employment options. 

Observers also speculate that the national conversation 

about education-rife with politicians denouncing teachers' 

unions and loudly despairing over failing schools-may dis­

courage some from choosing the profession. "Educators were 

put in the position of fighting different battles than they've had 

to do before," Koch said. "It's certainly become more politi­

cized, without question." 

www.DistrictAdministration.com 

Some lay blame at the feet of education reformers who have 

emphasized new learning standards, testing and scripted les­

sons. "We're losing the autonomy of teachers, teachers making 

decisions, having voice in what's best for their kids and their 

classrooms," says Rob Weil, director of field programs at the 

American Federation of Teachers. "People say we want to get 

the best and brightest into teaching, and then we put them in a 

situation where we tell them the first thing, 'We're going to tell 

you what to do.' And then those people don't stay in, and we 

wonder why." 

Although the National Education Association says that aver­

age salaries for public school teachers fell almost 4 percent, 

in inflation-adjusted dollars, between 2003-04 and 2013-14, 

money isn't the most important factor in preventing shortages, 

many say. 

"It's not about the pay. It's aboutthe level of support that 

teachers need to feel that they have," says Mary Sieu, super­

intendent of the 21,000-student ABC Unified School District, 

near Los Angeles. "It's completing their credential, it's getting 

the professional development that they need to use technology 

more effectively, it's about how their administrators are sup­

porting them at their school sites." 
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NCLB COMPLIANT PARENTAL/FAMILY INVOLVEMENT POLICY 

Introduction 

Research has shown that the attitudes, behavior and achievement of children are enhanced when 
parents or other caregivers are involved in their children’s education.  To that end, UCSC has 
adopted this parent involvement policy in order to promote learning and provide a more positive 
learning experience for the students of UCSC.1   

Annual Meeting 

Within thirty (30) days of the first day of school, UCSC shall convene an annual meeting to 
which all parents of children participating in Title I, Part A programs will be invited and 
encouraged to attend.  UCSC will hold at least two (2) additional meetings (including a Family 
Learning Event and an End of School Event) to ensure the maximum parental participation, 
providing the same information, to be offered at flexible times such as in the morning or evening.  

The information provided at the meetings will inform parents of UCSC’s receipt of Title I, Part 
A funds and the specific requirements of Title I, Part A.  Additionally, parents shall be informed 
of their rights to be involved in Title I, Part A programs.   

Notice 

Within thirty (30) days of the beginning of school, UCSC will send (via mail, e-mail, sent home 
with students, and/or placed in orientation packets and/or registration packets) a notice to all 
parents containing, but not limited to, the following information: 

 Information about Title I, Part A programs;
 An explanation of the requirements of Title I, Part A programs;
 A description of the rights parents have for participation in Title I, Part A programs;
 A description (including timing of meetings, location, etc.) of how parents can participate

in the planning, review and/or improvement of the parent involvement policy and the
school-wide program;

 A description and explanation of the curriculum in use at UCSC, the forms of academic
Academy Council assessment used to measure student progress, and the proficiency
levels students are expected to meet;

 An invitation to attend the annual meeting and additional meetings, providing
information about the purpose of the meetings and the dates and times;

 A copy of the most current Parent Involvement Policy and a feedback form for parents to
comment on its content.

1 For the purposes of this policy, the term “parent” means any caregiver of students enrolled in a 
UCSC School including, but not limited to, parents, guardians, grandparents, aunts, uncles, foster parents, 
stepparents, etc.   
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With this notice, UCSC will include a survey for parents to complete identifying whether they 
will require transportation, child care or home visits in order to participate in the parental 
involvement program of UCSC.  If there is sufficient need for transportation or child care at any 
of the parental involvement activities identified in this policy, UCSC may provide such services 
and notify the parents of such provided services.   

In addition to mailing this notice to parents of participating children, UCSC will post the 
information on its website.   

Title I, Part A Program Involvement  

In order to involve parents in an organized, ongoing and timely way in the planning, review and 
improvement of Title I, Part A programs, the parent involvement policy and the school-wide 
program plan UCSC will involve parents of participating students as follows:  

 UCSC will conduct at least two (2) Family Learning Events each year (including an End
of School Event and at least one additional meeting) where all parents of participating
children will be invited to UCSC to learn about the different Title I, Part A programs,
details of this policy and the school-wide program plan.  These meetings will be held at
flexible times.  Additionally, some may be located at community libraries or at parent
volunteer homes for those who live far from UCSC.

 Parents not attending the Family Learning Events will be contacted by a volunteer by
telephone to encourage participation and inform them of future Family Learning Events.

 UCSC or the Academy Council will publish a regular Newsletter with notification of
upcoming participation opportunities.

 UCSC will create a Academy Council for planning, reviewing, and improving Title I,
Part A programs, the parent involvement policy, and the school-wide program plan.  The
Academy Council will meet monthly at UCSC and will be made up of parents of students
currently enrolled in a UCSC School.  Additionally, if UCSC receives more than
$500,000 of Title I funds in a year, UCSC will reserve one (1) percent of the Title I funds
for parental involvement activities and the Academy Council will be involved in
decisions in an advisory capacity regarding how funds reserved for parent involvement
activities are allotted for those activities. The UCSC Board of Directors (“Board”) will
receive the Academy Council’s input and advice in regular or special meetings of the
Board

 Each year, UCSC will hold an End of School Event, at which parents of participating
children will be invited to review Title I, Part A programs, the parent involvement policy
and the school-wide program plan and recommend any changes.  To encourage
participation in the End of School Event, student’s report cards will be handed out at the
meeting.
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 At least two (2) parents of participating children will be invited to accompany UCSC
staff on retreats to participate in discussions and sessions dealing with Title I, Part A
programs.

 If requested by parents of participating children, UCSC will schedule regular meetings
where parents are able to formulate suggestions and to participate, as appropriate, in
decisions relating to the education of their children.  UCSC will respond to such
suggestions as soon as practically possible, but within no more than thirty (30) days. If
the school-wide program plan is not satisfactory to parents of participating children,
UCSC will submit any parent comments on the plan to the CDE.

Building Capacity for Involvement 

A. Standards, Assessments, Title I Requirements, Monitoring Progress and
Improving Student Achievement

In order to ensure effective parental involvement and support a partnership among UCSC, 
parents and the community to improve student academic achievement, UCSC will provide the 
following programs to assist parents in understanding State academic content standards and State 
student academic achievement standards, State and local academic assessments, Title I 
requirements, and how to monitor their child’s progress and work with educators to improve the 
academic achievement of their children (collectively referred to as “Standards and 
Requirements”):   

 UCSC or the Academy Council will regularly publish in its Newsletter, and/or on its
website, descriptions and explanations of State academic content standards and State
student academic achievement standards, State and local academic assessments, Title I
requirements, and how to monitor their child’s progress and work with educators to
improve the academic achievement of their children.

 Regular meetings will be held at UCSC, at community libraries. and/or parent volunteer
homes to discuss how parents can work with educators to improve their child’s academic
achievement.

 UCSC will hold at least one (1) Family Math and Science Event to introduce parents to
UCSC’s curriculum and it’s correlation to the State’s academic content standards and
academic achievement standards.

 Each grade level will hold a Family Potluck Event twice a year so that parents may
mingle with their child’s teacher to find out specific ways to help with educating their
child.

 Parents will be invited to attend regular classes to learn about State and local academic
assessments and to take sample tests.

 The report cards issued by UCSC for its students will be standards-based reflecting the
students’ performance on the State’s academic standards and assessments.

March 7, 2016 UCSC Special Board Meeting Item 

No.10: Review of Parent Involvement Policy/ Update



Students      Student Policy #15b 

STUDENT POLICY #15B – NCLB COMPLIANT FAMILY INVOLVEMENT POLICY 
   PAGE 4 OF 7 

 Twice during each school year, UCSC will hold Parent-Teacher Conferences for the
parents of each student to meet with the teacher. The parent and teacher will discuss the
student’s academic achievements, set goals, and measure progress and success in meeting
the goals. On UCSC’s website, it will provide a link to its Accountability Report Card on
the California Department of Education’s website.

B. Helping Parents to Work with their Children

In an effort to foster parental involvement, UCSC will provide materials and training to help 
parents to work with their children to improve their children’s achievement through the 
following programs:   

 UCSC will hold weekly classes for parents and students to learn how to use computers
and the internet in accordance with UCSC’s internet use policy.  For parents who cannot
attend the classes, UCSC will provide two (2) computers to take home for evening and
weekend use, after participating in an orientation regarding basic computer use.  UCSC
will provide materials describing how to use the computers.  The training will enable
parents to access their children’s homework; communicate with teachers; and review
information posted about UCSC.

 UCSC will provide parents of limited English proficiency with access to English as a
Second Language (ESL) classes to increase their English language proficiency to assist
their children with homework.  UCSC’s principal will visit the classes to interact with the
parents.

 UCSC will provide parents with access to classes to obtain their GED or will provide
notification to parents regarding how to obtain a GED.

 UCSC will provide parents with access to literacy programs that bond families around
reading and using the public library.

 UCSC will provide quarterly seminars on parenting skills and parent-child
communication.

 UCSC or UCSC’s psychologist will work with parents to better understand their children
and the issues facing them. Additionally, UCSC or UCSC’s psychologist will work with
parents to assist parents in understanding the development needs of their children and
how to provide positive discipline for and build healthy relationships with their children.
UCSC will train parents how to tutor their children.

C. Education on Parent Involvement

UCSC will annually educate teachers, pupil services personnel, Principal(s), and other staff, with 
the assistance of parents, in the value and utility of contributions of parents and in how to reach 
out to, communicate with, and work with parents as equal partners, implement and coordinate 
parent programs, and build ties between parents and UCSC.  The training shall take place each 

March 7, 2016 UCSC Special Board Meeting Item 

No.10: Review of Parent Involvement Policy/ Update



Students      Student Policy #15b 

STUDENT POLICY #15B – NCLB COMPLIANT FAMILY INVOLVEMENT POLICY 
   PAGE 5 OF 7 

year in staff orientations, annual staff development materials, and other in-service trainings held 
throughout the school year. 

In order to better understand what works best for the current parents of participating children 
attending UCSC, the education will take place after the following research is done (which shall 
be accomplished within the first thirty (30) days of the commencement of the school year):   

 Neighborhood Walk Program:  Faculty, parents and community members will walk door
to door to talk about what is important to parents of participating children and seek
feedback and ideas for building ties between parents and UCSC, how to best
communicate with parents and how to work with parents as equal partners.

 A phone tree will be established where volunteers call all parents of participating students
to solicit feedback and ideas for building ties between parents and UCSC, how to best
communicate with parents and how to work with parents as equal partners.

 A survey will be sent home to parents of participating students which solicits information
on what skills each parent has to offer UCSC and what types of parental involvement
programs in which parents would most likely participate.

D. Coordination with Other Programs

UCSC shall, to the extent feasible and appropriate, coordinate and integrate parent involvement 
programs and activities with Head Start, Reading First, Early Reading First, Even Start, the 
Home Instruction Programs for Preschool Youngsters, the Parents as Teachers Program, and 
public preschool and other programs and conduct other activities, such as parent resource 
centers, that encourage and support parents in more fully participating in the education of their 
children.  (20 U.S.C. § 6318(e)(4).)   

UCSC will coordinate and integrate parent involvement programs and activities with these 
programs as follows:  

 At the annual meeting and additional meetings including Family Learning Event(s) and
End of School Event, UCSC will inform parents of its participation in any of the above-
referenced programs and how parents and students can participate or be involved in the
programs.

 UCSC will periodically send (via mail, e-mail, sent home with students, and/or placed in
orientation packets and/or registration packets) all parents information about any of the
above-referenced programs in which UCSC participates including information about how
parents can be involved in or support their child’s involvement in the programs.

 The UCSC Board of Directors will receive advice and input from the Academy Council
regarding how to improve UCSC’s coordination and integration with these programs.
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E. Other Optional Parent Participation

UCSC may involve parents in the development of the training regarding the importance of parent 
involvement for teachers, Principal(s), and other educators to improve the effectiveness of such 
training by accepting recommendations from the Academy Council at regular or special meetings 
of the UCSC Board of Directors. UCSC may provide quarterly trainings for parents to enhance 
the involvement of other parents.   

In order to maximize parental involvement and participation, UCSC may arrange school 
meetings at various times or conduct in-home conferences between teachers or other educators 
who work directly with participating children with parents who are unable to attend such 
conferences at UCSC.   

UCSC may adopt and implement model approaches to improving parental involvement.  

UCSC may develop appropriate roles for community-based organizations and businesses in 
parent involvement activities such as sponsoring events, providing volunteers for school 
activities, or creating internships for students 

School-Parent Compact 
At the beginning of each school year, UCSC will enter in to School-Parent Compacts with 
parents of participating children.  The School-Parent Compact will outline how parents, the 
entire school staff and students will share the responsibility for improved student academic 
achievement and the means by which UCSC and parents will build and develop a partnership to 
help children achieve the State’s high standards.   
The Academy Council will annually evaluate the effectiveness of the School-Parent Compact 
and provide feedback and suggestions for revision. 

Involvement of Parents of Limited English Proficient Students, Disabled Parents, and Parents 
of Migratory Children 
UCSC will provide full opportunities for participation for parents of limited English proficient 
students, disabled parents, and parents of migratory children.  To accomplish this goal, UCSC 
will do the following: 
 UCSC will provide language translators at parent meetings to the extent practicable.

 UCSC will schedule meetings to enable families to share information about culture,
background, children’s talents, and particular needs for UCSC’ students.

 UCSC will provide parents of limited English proficiency with access to English as a
Second Language (ESL) classes to increase their English language proficiency to assist
their children with homework.  The Principal will visit the classes to interact with the
parents.

 UCSC will make accommodations, to the extent reasonable, as the need arises in order to
provide full access to parents with disabilities and parents of migratory children.
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Miscellaneous 
UCSC shall ensure that all information related to UCSC and parent programs, meetings and 
other activities is sent to the parents of participating children in a format and, to the extent 
practicable, in a language the parents can understand.   
UCSC will provide other reasonable support for parental involvement activities as requested by 
parents.  

Adopted: September 12, 2011 URBAN CHARTER SCHOOLS COLLECTIVE 
Amended: February 10, 2015 Sacramento, California 
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Board Governance Board Policy #7 

CONFLICT OF INTEREST CODE

Adoption 

In compliance with the Political Reform Act of 1974, California Government Code Section 
87100, et seq., the Urban Charter Schools Collective hereby adopts this Conflict of Interest Code 
(“Code”), which shall apply to all governing board members, candidates for member of the 
governing board, and all other designated employees of Urban Charter Schools Collective
(“Charter School”), as specifically required by California Government Code Section 87300. 

Definition of Terms

As applicable to a California public charter school, the definitions contained in the Political 
Reform Act of 1974, the regulations of the Fair Political Practices Commission, specifically 
California Code of Regulations Section 18730, and any amendments or modifications to the Act 
and regulations are incorporated by reference to this Code. 

Designated Employees

Employees of this Charter School, including governing board members and candidates for 
election and/or appointment to the governing board, who hold positions that involve the making 
or participation in the making, of decisions that may foreseeably have a material effect on any 
financial interest, shall be “designated employees.” The designated positions are listed in 
“Exhibit A” attached to this policy and incorporated by reference herein.

Statement of Economic Interests:  Filing

Each designated employee, including governing board members and candidates for election 
and/or appointment to the governing board, shall file a Statement of Economic Interest 
(“Statement”) at the time and manner prescribed by California Code of Regulations, title 2, 
section 18730, disclosing reportable investments, interests in real property, business positions, 
and income required to be reported under the category or categories to which the employee’s 
position is assigned in “Exhibit A.”   

An investment, interest in real property or income shall be reportable, if the business entity in 
which the investment is held, the interest in real property, the business position, or source of 
income may foreseeably be affected materially by a decision made or participated in by the 
designated employee by virtue of his or her position.  The specific disclosure responsibilities 
assigned to each position are set forth in “Exhibit B.”   

Statements Filed With the Charter School

All Statements shall be supplied by the Charter School.  All Statements shall be filed with the 
Charter School. The Charter School’s filing officer shall make and retain a copy of the Statement 
and forward the original to the County Board of Supervisors. 
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Board Governance Board Policy #7 

Disqualification 

No designated employee shall make, participate in making, or try to use his/her official position 
to influence any Charter School decision which he/she knows or has reason to know will have a 
reasonably foreseeable material financial effect, distinguishable from its effect on the public 
generally, on the official or a member of his or her immediate family. 

Manner of Disqualification 

Non-Governing Board Member Designated Employees 

When a non-Governing Board member designated employee determines that he/she should not 
make a decision because of a disqualifying interest, he/she should submit a written disclosure of 
the disqualifying interest to his/her immediate supervisor.  The supervisor shall immediately 
reassign the matter to another employee and shall forward the disclosure notice to the Charter 
School Principal, who shall record the employee’s disqualification.  In the case of a designated 
employee who is head of an agency, this determination and disclosure shall be made in writing to 
his/her appointing authority.   

Governing Board Member Designated Employees 

Governing Board members shall disclose a disqualifying interest at the meeting during which 
consideration of the decision takes place.  This disclosure shall be made part of the Board’s 
official record.  The Board member shall refrain from participating in the decision in any way 
(i.e., the Board member with the disqualifying interest shall refrain from voting on the matter and 
shall leave the room during Board discussion and when the final vote is taken) and comply with 
any applicable provisions of the Charter School bylaws.   

Adopted: 10/10/2011 URBAN CHARTER SCHOOLS COLLECTIVE 
Amended: 02/10/2015 Sacramento, California 
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EXHIBIT A

Designated Positions 

Designated Position Assigned Disclosure Category

Members of the Governing Board 1, 2, 3 
CEO/President 1, 2, 3 
Chairman of the Board 1, 2, 3 
CFO/Treasurer 1, 2, 3 
Secretary 1, 2, 3 
Superintendent 1, 2, 3 
Principal of Charter School  1, 2, 3 
Chief Business Officer 1, 2, 3 
Consultants  *

*Consultants are included in the list of designated positions and shall disclose pursuant to the 
broadest disclosure category in the code, subject to the following limitation:

The CEO may determine in writing that a particular consultant, although a "designated position," 
is hired to perform a range of duties that is limited in scope and thus is not required to fully 
comply with the disclosure requirements in this section.  Such written determination shall 
include a description of the consultant's duties and, based upon that description, a statement of 
the extent of disclosure requirements.  The CEO’s determination is a public record and shall be 
retained for public inspection in the same manner and location as this conflict-of-interest code.  
(Gov. Code Section 81008.) 
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EXHIBIT B 

Disclosure Categories 

Category 1    
Designated positions assigned to this category must report: 

a. Interests in real property which are located in whole or in part within the boundaries (and
a two mile radius) of the school district in which Urban Charter Schools Collective
operates.

b. Investments in, income, including gifts, loans, and travel payments, from, and business
positions in any business entity of the type which engages in the acquisition or disposal
of real property or are engaged in building construction or design.

c. Investments in, income, including gifts, loans, and travel payments, from, and business
positions in any business entity of the type which engages in, the manufacture, sale,
repair, rental or distribution of school supplies, books, materials, school furnishings or
equipment to be utilized by Urban Charter Schools Collective.

Category 2 

Designated positions assigned to this category must report: 

Investments in, income, including gifts, loans, and travel payments, from, and business positions 
in any business entity of the type which engages in the manufacture, sale, repair, rental or 
distribution of school supplies, books, materials, school furnishings or equipment to be utilized 
by Urban Charter Schools Collective, its parents, teachers and students for educational purposes. 
This includes, but is not limited to, educational supplies, textbooks and items used for extra 
curricular courses.     

Category 3 

Designated positions assigned to this category must report: 

Investments in, income, including gifts, loans, and travel payments, from, sources which are 
engaged in the performance of work or services of the type to be utilized by Urban Charter 
Schools Collective, its parents, teachers and students for educational purposes.  This includes, 
but is not limited to, student services commonly provided in public schools such as speech 
therapists and counselors.    

URBAN CHARTER SCHOOLS COLLECTIVE Page 1 of 1 
CONFLICT OF INTEREST CODE  
EXHIBIT B          
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California Fair Political Practices Commission 
Frequently Asked Questions: 
Form 700 Disclosure 

General…………Page 1 Income……............ Page 2 Investments…….......Page 3 

Real Property....Page 4 Enforcement……....Page 4 Gifts/Travel………… Page 4 

Tickets to Non-Profit and Political Fundraising Events……………………………………………Page 8 

The FAQs listed below are selected from questions often asked about the Statement of Economic 
Interests (Form 700).  Because it is not possible to address all of the unique variables and 
circumstances related to disclosure, individuals are encouraged to contact the FPPC with specific facts. 
Most officials must also consult their agency’s conflict of interest code to determine their disclosure 
level and their reportable interests.  The Form 700 is a public document.  Form 700s filed by State 
Legislators and Judges, members of the FPPC, County Supervisors, and City Council Members are 
available on the FPPC’s website.

General Questions 

1. Q. Do all officials have the same disclosure requirements for Form 700 reporting?

A. No.  The majority of individuals who file the Form 700 must do so by following the rules set forth
in their agency’s conflict of interest code (“designated employees”).  Before completing the Form
700, an official should be familiar with the disclosure category for his or her position.  For
example, since job duties differ from agency to agency and even unit to unit within the same
agency, an analyst for one agency, or unit of that agency, may not have the same reporting
requirements as an analyst from another agency, or even another unit of the same agency.

Officials listed in Government Code Section 87200 (e.g., boards of supervisors, city council
members, planning commissioners, elected state officials, etc.) must report investments,
business positions, and sources of income, including receipt of gifts, loans, and travel
payments, from sources located in or doing business in their agency’s jurisdiction.  All interests
in real property within the agency’s jurisdiction must also be reported.  For local officials, real
property located within 2 miles of the boundaries of the jurisdiction or any real property that the
agency has an interest in is deemed to be “within the jurisdiction.”

2. Q. Is it necessary to read all of the information before completing the Form 700?

A. Each individual must verify the Form 700’s content under penalty of perjury.  Therefore, every
effort must be made to understand what is required by the form.  When necessary, you may
contact the FPPC for specific, personal guidance.  You may only obtain immunity from an
enforcement action when you receive formal written advice.

3. Q. Where are the Form 700s filed?

A. Most state and local officials file with their agency.  In most instances, the agency is required to
forward the originals for specified high-level officials to the FPPC.  Only retired judges serving
on assignment and legislative staff file the Form 700 directly with the FPPC.
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4. Q. If the Form 700 is postmarked by the due date, is it considered filed on time?

A. Yes.

5. Q. If an official holds various positions for which the Form 700 is required, is a statement required
for each position? 

A. Yes.  However, one expanded statement covering the disclosure requirements for all positions
may be completed as long as an originally signed statement is filed with each filing officer.

6. Q. Do individuals need to file a complete Form 700 when they leave office?

A. Yes.  The same requirements apply for the assuming office, the annual, and the leaving office
filings.

7. Q. An individual is hired into a newly created management position in her agency’s Information
Technology Department.  How does she complete the Form 700? 

A. Because it is a newly created position, the law requires that economic interests are reported
under the broadest disclosure category in the agency’s conflict of interest code unless the
agency sets interim disclosure that is tailored to the limited range of duties of the position.
Generally, the Form 700 must be filed with the agency within 30 days of the date of hire.  An
individual may request that the agency complete the Form 804 (Agency Report of New
Positions) to tailor the disclosure category to the job duties of the new position.

8. Q. Must board members of a non-profit public benefit corporation that operates California charter
schools file Form 700? 

A. Yes.  Members of charter schools are public officials and must file the Form 700.

Income Questions 

9. Q. Must an official report a spouse’s or registered domestic partner’s salary?

A. Generally an official is required to report his or her community property share (50%) of his or her
spouse’s or registered domestic partner’s salary.  The disclosure lists the employer’s name as
the source of income on Schedule C of the Form 700.  If the spouse or registered domestic
partner is self-employed, the business entity is reported on Schedule A-2.  Officials should
check their disclosure category, if applicable, to determine if the income is reportable.  A spouse
or registered domestic partner’s government salary is not reportable (e.g., spouse is a teacher
at a public school).

10. Q. If an official and his or her spouse have a legally separate property agreement (e.g., prenuptial),
must the official still report his or her community property share (50%) in his or her spouse’s 
income?    

A. No.  If there is a legally separate property agreement, the official is not required to report his or
her community property share in his or her spouse’s income so long as the funds are not
commingled with community funds or used to pay for community expenses or to produce or
enhance the official’s separate income.  This reporting exception does not apply to investments
and interests in real property.  Even if a public official and his or her spouse have a separate
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property agreement, the spouse’s investments and interests in real property must still be 
disclosed because the definitions of reportable investments and interests in real property 
include those held by the official’s immediate family (spouse, registered domestic partner, and 
dependent children).  These definitions are not dependent on community property law. 

11. Q. If an official owns a business in which he has received income of $10,000 or more from a client,
is the official required to disclose the client’s name on Schedule A-2, Part 3? 

A. Yes, except for under rare circumstances where disclosure of the identity would violate a legally
recognized privilege under California or federal law.  In these cases, the FPPC may authorize
an exemption.  (Regulation 18740)

12. Q. When an official purchases a new car and trades in the old car as credit toward the purchase
price, is the trade-in allowance considered reportable income on the Form 700? 

A. No.  A trade-in allowance is not considered income and is not reportable on an official’s Form
700. However, income received from the sale of an auto may be reportable.

Investment Questions 

13. Q. An official holds various stocks through an account managed by an investment firm.  The
account manager decides which stocks to purchase with no input from the official.  Are the 
stocks subject to disclosure?  

A. Yes.  Unless the stocks are in a diversified mutual fund registered with the SEC or in a fund
similar to a diversified mutual fund (e.g., exchange traded fund (ETF)) if the similar fund meets
the specific criteria outlined in Regulation 18237.  Any investments worth $2,000 or more in a
business entity located in or doing business in the jurisdiction must be disclosed on Schedule A-
1 or A-2 if the official’s disclosure category requires that the investments be reported.

14. Q. Are funds invested in a retirement account required to be disclosed?

A. Investments held in a government defined-benefit pension program plan (i.e., CalPERS) are not
reportable.  Investments held in a fund such as a defined contribution plan 401(k) or exchange
traded fund (EFT) are not required to be disclosed if the fund meets the specific criteria outlined
in Regulation 18237.  An official may need to contact his or her account manager for assistance
in determining what assets are held in the account.

15. Q. If an official reported stocks that were acquired last year on his or her annual Form 700, must
the stocks be listed again on the official’s next Form 700? 

A. Yes.  Stocks that are worth $2,000 or more during the reporting period must be reported every
year that they are held.  The “acquired” and “disposed” dates are only required if the stocks
were acquired or disposed of during the period covered by the Form 700.

16. Q. How are interests in a living trust reported if the trust includes: (1) rental property in the official’s
jurisdiction; (2) a primary residence; and (3) investments in diversified mutual funds?  Are there 
different disclosure rules?  

A. The name of the trust is reported, along with the rental property and its income, on Schedule A-
2. The official’s primary residence, if used exclusively as a personal residence, and investments
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in diversified mutual funds registered with the SEC, are not reportable.  Although the official’s 
primary residence is not required to be disclosed on the Form 700, it is still considered an 
economic interest for conflict of interest purposes.  (See Question 17.)  A secondary residence 
not used exclusively for personal purposes may be reportable.  (See Question 18.)   

Real Property Questions 

17. Q. Is an official’s personal residence reportable?

A. Generally, any personal residence occupied by an official or his or her family is not reportable if
used exclusively as a personal residence.  However, a residence for which a business
deduction is claimed is reportable if the portion claimed as a tax deduction is valued at $2,000
or more.  In addition, any residence for which an official receives rental income is reportable if it
is located in the jurisdiction.

18. Q. When an official is required to report interests in real property, is a secondary residence
reportable? 

A. It depends.  First, the residence must be located in the official’s jurisdiction.  If the secondary
residence is located in the official’s jurisdiction and rental income is received (including from a
family member), the residence is reportable.  However, if the residence is used exclusively for
personal purposes and no rental income is received, it is not reportable.  Although the
secondary residence may not be reportable, it is still considered an economic interest for conflict
of interest purposes.

19. Q. If a primary or secondary personal residence is required to be reported, is the street address
required to be disclosed?  

A. No.  The assessor’s parcel number may be listed instead of the street address.

Enforcement Question 

20. Q. What is the penalty for not filing the Form 700 on time or not reporting all required economic
interests? 

A. A late fine of $10 per day up to a maximum of $100 may be assessed.  In addition, if a matter is
referred to the FPPC’s Enforcement Division for failure to file or failure to include all required
economic interests, the fine may be substantially higher.  If an individual does not pay a fine, the
matter may be referred to the Franchise Tax Board for collection.

Gift/Travel Questions 

21. Q. What is the gift limit for 2015-2016?

A. $460: This means that gifts from a single, reportable source, other than a lobbyist or lobbying
firm (see below), may not exceed $460 in a calendar year.  For officials and employees who file
the Form 700 under an agency’s conflict of interest code (“designated employees”), this limit
applies only if the official or employee would be required to report income or gifts from that
source on the Form 700, as outlined in the “disclosure category” portion of the agency’s conflict
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of interest code.  For conflict of interest purposes, the gift must be under $460 to avoid 
consideration under the conflict rules.   

State Lobbyist & Lobbying Firm Limit: 
$10:  State candidates, state elected officers, and state legislative officials may not accept gifts 
aggregating more than $10 in a calendar month that are made or arranged by a registered
state lobbyist or lobbying firm.  The same rule applies to state agency officials, including 
members of state boards and commissions, if the lobbyist or firm is registered to lobby, or 
should be registered to lobby, the official’s or employee’s agency. 

22. Q. During the year, an official received several gifts of meals from the same reportable source.
Each meal was approximately $35.  Is the source reportable? 

A. Yes.  Gifts from the same reportable source are aggregated, and the official must disclose the
source when the total value of all meals reaches or exceeds $50.

23. Q.  How does an individual return a gift so that it is not reportable?

A. Unused gifts that are returned to the donor or reimbursed within 30 days of receipt are not
reportable.  The recipient may also donate the unused item to a charity or governmental agency
within 30 days of receipt or acceptance so long as the donation is not claimed as a tax
deduction.  An individual may not, however, reimburse a charity for the value (or partial value) of
a gift from another source, in order to not report the gift, unless the charity was the original
source of the gift.

24. Q.  Two people typically exchange gifts of similar value on birthdays.  Are these items reportable?

A. No.  Gift exchanges with individuals, other than lobbyists, on birthdays, holidays, or similar
occasions, are not reportable or subject to gift limits.  The gifts exchanged must be similar in
value.

25. Q. Must an official report gifts received from an individual whom the official is dating?

A. No.  Gifts of a personal nature exchanged because the individuals are in a bona fide dating
relationship are not reportable or subject to gift limits.  However, the official remains subject to
the conflict of interest rules and some matters may require recusal from voting.

26. Q. If an official makes a speech related to national public policy and his or her spouse attends the
dinner at the event, is the spouse’s meal considered a gift to the official?  

Yes.  The official’s meal is not a reportable gift; however, his or her spouse’s meal is a gift and 
reportable on the official’s Form 700 if the value is $50 or more.   

27. Q. A vendor that does business with the agency provided entertainment tickets to the spouse of
one of the agency members.  Must the member report the tickets as gifts? 
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A. Yes.  Unless an exception applies, the tickets are a reportable gift.  A gift to an official's spouse
is a gift to the official when there is no established working, social, or similar relationship
between the donor/vendor and the spouse or there is evidence to suggest that the donor had a
purpose to influence the official.

28. Q. An agency received two free tickets to a concert from a local vendor.  The agency has a policy
governing the reporting of tickets and passes distributed to persons for use in ceremonial roles 
or other agency related activities.  The agency had discretion to determine who in the agency 
received the tickets.  Each ticket was valued at $140.  If the agency director used the tickets, 
how are they reported?   

A. Assuming the tickets meet the agency’s policy as an appropriate use of public funds, the agency
may report the tickets (worth $280) on the Form 802 (Agency Report of Ceremonial Role Events
and Ticket/Pass Distributions), which is a public record.  The director does not need to report
the tickets on the Form 700.

29. Q. An agency received a large box of chocolates as a holiday gift from a local merchant.  It was
addressed to the agency and not to a particular employee.  Is there a reporting requirement? 

A. No.  There is no reporting requirement if the value received by each agency employee is less
than $50.

30. Q. An agency official receives a gift basket specifically addressed to the official worth more than
$50 from a local merchant.  Is there a reporting requirement? 

A. If the source of the gift basket is reportable by the official, the official must report the gift, even if
he or she shares the gift with other agency employees.

31. Q. Do prizes donated to a governmental agency by an outside source constitute gifts under the Act
if they were received by city employees in a drawing conducted by the city for all city employees 
participating in the city’s charitable food drive?  

A. Yes.  The prizes are gifts if donated by an outside source and subject to the Act’s limits and
reporting requirements.

32. Q. An official won a scholarship in a raffle at a software update training class.  The scholarship
covered the cost of the class.  All attendees, including other public officials and members of the 
public, were eligible to apply for the scholarship.  Is the official required to report the scholarship 
as a gift?   

A. A scholarship received in a “bona fide” competition may be reported as income instead of a gift.
Whether or not a competition or contest is “bona fide” depends on specific facts, such as the
nature of the pool of contestants.  Contact the FPPC for assistance.

33. Q. Is a ticket provided to an official for his or her admission to an event at which the official
performs a ceremonial role or function on behalf of his or her agency reportable on the official’s 
Form 700? 
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A. No, so long as the organization holding the event provides the ticket and so long as the official’s
agency completes the Form 802 (Agency Report of Ceremonial Role Events and Ticket/Pass
Distributions).  The form will identify the official’s name and explain the ceremonial function.
(See Regulation 18942.3 for the definition of “ceremonial role.”)

34. Q. An official makes an annual donation to a an educational organization that has a 501(c)(3) tax-
exempt status.  The organization is holding a two-hour donor appreciation event, which will 
include wine, appetizers, and music.  Free access to the event is being provided to all donors to 
the organization.  Must the official report the event as a gift from the organization? 

A. Because free access to the event is offered to all of the organization’s donors, without regard to
official status, access to the event is not a reportable gift.

35. Q. Are frequent flyer miles reportable?

A. No.  Discounts received under an airline's frequent flyer program that are available to all
members of the public are not required to be disclosed.

IMPORTANT NOTE: See Regulation 18950.1 for additional information on reporting travel 
payments.  In some circumstances the agency may report the travel in lieu of the official 
reporting the travel. 

36. Q. If a non-profit organization pays for an official to travel to a conference after receiving the funds
to pay for the travel from corporate sponsors, specifically for the purpose of paying for the 
official’s travel, is the non-profit organization or the corporate sponsors the source of the gift? 

A. The corporate sponsors are the source of the gift if the corporate sponsors donated funds
specifically for the purpose of the official’s travel.  Thus, the benefit of the gift received by the
official would be pro-rated among the donors.  Each reportable donor would be subject to the
gift limit and identified on the official’s Form 700.  The FPPC should be contacted for specific
guidance to determine the true source of the travel payment.

37. Q. May an official accept travel, lodging and subsistence from a foreign sister city while
representing the official’s home city? 

A. Yes.  If the travel and related lodging and subsistence is paid by a foreign government and is
reasonably related to a legislative or governmental purpose, it is not subject to the gift limit.
However, the payments must be disclosed as gifts on the Form 700 for this exception to apply.
While in the foreign country, any personal excursions not paid for by the official must also be
disclosed and are subject to the gift limit.  If private entities make payments to the foreign
government to cover the travel expenses, the gift limit will apply and travel payments will likely
be prohibited.  Please contact the FPPC for more information.

38. Q. An analyst for a state or local agency attends a training seminar on the new federal standards
related to the agency’s regulatory authority.  If the analyst’s travel payments are paid by the 
federal agency, must the analyst report the payment on the Form 700?   
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A. No. A payment for travel and related per diem received from a government agency for
education, training, or other inter-agency programs or purposes, is not considered a gift or
income to the official who uses the payment.

39. Q. A state legislator and a planning commissioner were guest speakers at an association’s event.
Travel expenses were paid by the association, and the event was held in the United States.  Is 
this reportable? 

A. Yes.  The payment is reportable, but not subject to the gift limits.  In general, an exception
applies to payments for travel within the United States that are provided to attend a function
where the official makes a speech.  These payments are not limited, but are reportable as gifts.
The rules require that the speech be reasonably related to a legislative or governmental
purpose, or to an issue of state, national, or international public policy; and the travel payment
must be limited to actual transportation and related lodging and subsistence the day
immediately preceding, the day of, and the day immediately following the speech.  (See
Government Code Section 89506. Other rules may be applicable if this exception is not used.)

40. Q. An official serves as a board member for two organizations – one has a 501(c)(3) tax-exempt
status and the other has a 501(c)(6) tax-exempt status.  The organizations pay the official’s 
travel expenses to attend board meetings.  Must the official report these travel payments? 

A. Under the Act, travel payments provided to an official by a 501(c)(3) organization are exempt
from the definition of “income” and therefore, not reportable.  However, travel payments from
other organizations, including a 501(c)(6) organization, are likely required to be reported.
Designated employees must report such travel payment if the organization is reportable
pursuant to the official’s disclosure category in his or her agency’s conflict of interest code.

41. Q. The local airport authority issues a certain number of airport parking cards to the County to
allow the cardholders to use the parking facilities at the airport at no change, provided the 
cardholder is on official business.  Must the officials who use the parking cards report a gift on 
the Form 700? 

A. No.  As long as the parking cards are used for official business only, the parking cards do not
provide a personal benefit, so no gift is received.  If a parking card is used for personal
purposes, a gift must be reported.

Tickets to Non-Profit and Political Fundraisers Questions 

42. Q. An official is offered a ticket from a 501(c)(3) organization to attend its fundraising event.  The
face value (price) of the ticket is $500, and the ticket states that the tax deductible portion is 
$350.  If the official accepts the ticket, what must be reported? 

A. Nothing is required to be reported on the Form 700 so long as the ticket is provided directly by
the 501(c)(3) organization for its own fundraising event and is used for the official’s own
attendance at the fundraiser.  In this case, the ticket is deemed to have no value.  The official
may also accept a second ticket provided directly by the 501(c)(3) organization for his or her
guest attending the event, without a reporting obligation by either the official or the guest.

March 7, 2016 UCSC Special Board Meeting 

Item No.12 Informational Item: Form 700 Statement of Economic Interest 

March 7, 2016 UCSC Special Board Meeting 

Item No.12 Informational Item: Form 700 Statement of Economic Interest 

http://www.fppc.ca.gov/
mailto:advice@fppc.ca.gov


California Fair Political Practices Commission 
Frequently Asked Questions: Form 700 Disclosure 

www.fppc.ca.gov 
FPPC Advice:  advice@fppc.ca.gov (866.275.3772 ) 

FPPC TAD • 044 12-2015 (rev 3) • Page 9 of 10 

43. Q. What if someone purchases a table at a non-profit fundraiser and offers an official a seat at the
table? 

A. If another person or entity provides a ticket, it is a gift and subject to the gift limit.  The value is
the non-deductible portion on the ticket.  If there is no declared face value, then the value is the
pro-rata share of the food, catering service, entertainment, and any additional item provided as
part of the event.  The “no value” exception only applies if the official receives no more than two
tickets for his or her own use directly from the 501(c)(3) organization and it is for the
organization’s fundraising event.

44. Q. A 501(c)(3) organization provides a ticket to an official for its fundraising event.  The
organization seats the official at a table purchased by a business entity.  Does the official have 
to report the ticket? 

A. No.  So long as the ticket is provided directly by the 501(c)(3) organization and is used for the
official’s own attendance at the fundraiser, the ticket is not reportable regardless of where the
official is seated.

45. Q. An agency employee who holds a position designated in the conflict of interest code receives a
ticket to a fundraiser from a person not “of the type” listed in the agency’s code.  Is the agency 
employee required to report the value?   

A. No.  A ticket or any other gift may be accepted under these circumstances without limit or
reporting obligations.  Agencies must ensure the conflict of interest code adequately addresses
potential conflicts of interests but not be so overbroad as to include sources that are not related
to the employee’s official duties.

46. Q. An official receives a ticket to attend a political fundraiser held in Washington D.C. from a
federal committee.  Is the official required to disclose the ticket as a gift, and is it subject to the 
gift limit? 

A. No.  The value of the ticket is not a gift so long as the ticket is provided to the official directly by
the committee holding the fundraiser and the official personally uses the ticket.  (Regulation
18946.4.)  Separate rules apply for travel provided to attend the fundraiser.  Regulation 18950.3
covers issues on travel paid by or for a campaign committee.

47. Q. A political party committee is holding a political fundraiser at a golf course and a round of golf is
included.  If the committee provides an elected official a ticket, is the ticket reportable by the 
official? 

A. No, so long as the official uses the ticket for his or her own use.  If someone other than the
political party provides a ticket, the full cost of the ticket is a gift.  The political party must report
the total amount spent on the fundraiser on its campaign statement.

48. Q. If a business entity offers an official a ticket or a seat at a table that was purchased for a political
fundraiser, what is the value? 
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A. Because the ticket was not offered by the campaign committee holding the fundraiser, it is a gift
to the official.  The value is either the face value of the ticket or the pro-rata share of the food,
catering services, entertainment, and any additional benefits provided to attendees.

49. Q. If an official attends an event that serves only appetizers and drinks, does the “drop-in”
exception apply no matter how long the official stays or how many appetizers or drinks are 
consumed? 

A. No.  The focus of the food and beverages “drop-in” exception is not on the nature of the event
as a whole, but rather on the particular official’s brief attendance and limited consumption.  If an
official attends an event that serves only appetizers and drinks, the “drop-in” exception would
only apply if the official just “drops in” for a few minutes and consumes only a “de minimis”
amount of appetizers and drinks.  However, the “drop-in” exception does not automatically apply
just because the event does not serve more than appetizers and drinks.

50. Q. An organization, which is not a 501(c)(3) organization, is holding a fundraiser at a professional
sporting event.  Tickets to this sporting event are sold out and it appears that tickets are only 
available at a substantially higher price than the stated face value amount of the ticket provided 
to the official by the organization.  If the official attends the event, what is the value of the gift?   

A. The value is the face value amount stated on the ticket to the sporting event.  This valuation rule
applies to all tickets to such events that are not covered by a separate valuation exception, such
as non-profit and political party fundraisers.

51. Q. An official receives a ticket to a fundraiser, and if accepted, the ticket will result in a reportable
gift or a gift over the current gift limit.  What are the options? 

A. The official may reimburse the entity or organization that provided the ticket for the amount over
the gift limit (or pay down the value to under the $50 gift reporting threshold if the official does
not want to disclose the ticket).  Reimbursement must occur within 30 days of receipt of the
ticket.  A candidate or elected official may use campaign funds to make the reimbursement if the
official’s attendance at the event is directly related to a political, legislative, or governmental
purpose for the payment.  A ticket that is not used and not given to another person is not
considered a gift to the official.
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December 2015

2015/2016
Statement of
Economic Interests

Form 700

California Fair Political Practices Commission
428 J Street, Suite 620 • Sacramento, CA  95814
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Toll-free advice line: 1 (866) ASK-FPPC • 1 (866) 275-3772
Telephone: (916) 322-5660 • Website: www.fppc.ca.gov

A Public Document

Also available on the FPPC website:
• Form	700	in	Excel	format
• Reference Pamphlet for Form 700
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What’s New
Gifts of Travel
Effective January 1, 2016, if an individual receives a travel 
payment that is a reportable gift, he or she must disclose 
the travel destination.  (See the Schedule E instructions 
for information about other details that must be disclosed.) 
This applies to travel taken on or after January 1, 2016.  
An individual who is filing a 2015 annual statement is not 
required to disclose the travel destination, but may do so. 

Who must file:
• Elected and appointed officials and candidates listed in

Government Code Section 87200
• Employees, appointed officials, and consultants filing

pursuant to a conflict of interest code (“code filers”).
Obtain your disclosure categories, which describe
the interests you must report, from your agency;
they are not part of the Form 700

• Candidates running for local elective offices that are
designated in a conflict of interest code (e.g., county
sheriffs, city clerks, school board trustees, and water
board members)

• Members of newly created boards and commissions not
yet covered under a conflict of interest code

• Employees in newly created positions of existing
agencies

See Reference Pamphlet, page 3, at www.fppc.ca.gov. 

Where to file:
87200 Filers

State offices  Your agency
Judicial offices  The clerk of your court
Retired Judges  Directly with FPPC
County offices  Your county filing official
City offices  Your city clerk
Multi-County offices  Your agency

Code Filers — State and Local Officials, Employees, 
and Consultants Designated in a Conflict of Interest 
Code:  File with your agency, board, or commission unless 
otherwise specified in your agency’s conflict of interest 
code (e.g., Legislative staff files directly with FPPC).  In 
most cases, the agency, board, or commission will retain 
the statements.

Members of Boards and Commissions of Newly 
Created Agencies:  File with your newly created agency 
or with your agency’s code reviewing body.

Employees in Newly Created Positions of Existing 
Agencies:  File with your agency or with your agency’s 
code reviewing body.  See Reference Pamphlet, page 3.

Candidates:  File with your local elections office.

How to file:
The Form 700 is available at www.fppc.ca.gov.  Form 
700 schedules are also available in Excel format.  All 
statements must have an original “wet” signature or be 
duly authorized by your filing officer to file electronically 
under Government Code Section 87500.2.  Instructions, 
examples, FAQs, and a reference pamphlet are available 
to help answer your questions.

When to file:
Annual Statements

  March 1, 2016
 - Elected State Officers
 - Judges and Court Commissioners
 - State Board and Commission Members listed in 

Government Code Section 87200
  April 1, 2016

 - Most other filers
Individuals filing under conflict of interest codes in city and 
county jurisdictions should verify the annual filing date with 
their local filing officers.

Statements postmarked by the filing deadline are 
considered filed on time.

Assuming Office and Leaving Office Statements
Most filers file within 30 days of assuming or leaving office 
or within 30 days of the effective date of a newly adopted 
or amended conflict of interest code.

Exception:

If you assumed office between October 1, 2015, and 
December 31, 2015, and filed an assuming office statement, 
you are not required to file an annual statement until March 
1, 2017, or April 3, 2017, whichever is applicable.  The 
annual statement will cover the day after you assumed office 
through December 31, 2016.  See Reference Pamphlet, 
pages 6 and 7, for additional exceptions.

Candidate Statements
File no later than the final filing date for the declaration of 
candidacy or nomination documents.

Amendments
Statements may be amended at any time.  You are only 
required to amend the schedule that needs to be revised.  
It is not necessary to amend the entire filed form.  Obtain 
amendment schedules at www.fppc.ca.gov.

There is no provision for filing deadline extensions 
unless the filer is serving in active military duty. 
Statements of 30 pages or less may be faxed by the 
deadline as long as the originally signed paper version is 
sent by first class mail to the filing official within 24 hours.
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Introduction

The Political Reform Act (Gov. Code Sections 81000-
91014) requires most state and local government officials 
and employees to publicly disclose their personal assets 
and income.  They also must disqualify themselves 
from participating in decisions that may affect their 
personal economic interests.  The Fair Political Practices 
Commission (FPPC) is the state agency responsible for 
issuing the attached Statement of Economic Interests, 
Form 700, and for interpreting the law’s provisions.

Gift Prohibition
Gifts received by most state and local officials, employees, 
and candidates are subject to a limit. For years 2015-2016, 
the limit is $460 from a single source during a calendar 
year. 

In addition, state officials, state candidates, and certain 
state employees are subject to a $10 limit per calendar 
month on gifts from lobbyists and lobbying firms registered 
with the Secretary of State.  See Reference Pamphlet, 
page 10.

State and local officials and employees should check with 
their agency to determine if other restrictions apply.

Disqualification
Public officials are, under certain circumstances, required 
to disqualify themselves from making, participating in, or 
attempting to influence governmental decisions that will 
affect their economic interests.  This may include interests 
they are not required to disclose (i.e., a personal residence 
is often not reportable, but may be disqualifying).  Specific 
disqualification requirements apply to 87200 filers (e.g., 
city councilmembers, members of boards of supervisors, 
planning commissioners, etc.).  These officials must 
publicly identify the economic interest that creates a 
conflict of interest and leave the room before a discussion 
or vote takes place at a public meeting.  For more 
information, consult Government Code Section 87105, 
Regulation 18707, and the Guide to Recognizing Conflicts 
of Interest at www.fppc.ca.gov.

Honorarium Ban
Most state and local officials, employees, and candidates 
are prohibited from accepting an honorarium for any 
speech given, article published, or attendance at a 
conference, convention, meeting, or like gathering.  See 
Reference Pamphlet, page 10.

Loan Restrictions
Certain state and local officials are subject to restrictions 
on loans.  See Reference Pamphlet, page 14.

Post-Governmental Employment
There are restrictions on representing clients or employers 
before former agencies.  The provisions apply to elected 
state officials, most state employees, local elected officials, 
county chief administrative officers, city managers, 
including the chief administrator of a city, and general 
managers or chief administrators of local special districts 
and JPAs.  The FPPC website has fact sheets explaining 
the provisions.

Late Filing
The filing officer who retains originally-signed or 
electronically filed statements of economic interests may 
impose on an individual a fine for any statement that is filed 
late.  The fine is $10 per day up to a maximum of $100.  
Late filing penalties may be reduced or waived under certain 
circumstances.

Persons who fail to timely file their Form 700 may be 
referred to the FPPC’s Enforcement Division (and, in some 
cases, to the Attorney General or district attorney) for 
investigation and possible prosecution.  In addition to the 
late filing penalties, a fine of up to $5,000 per violation may 
be imposed.

For assistance concerning reporting, prohibitions, and 
restrictions under the Act:

• Email questions to advice@fppc.ca.gov.
• Call the FPPC toll-free at (866) 275-3772.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Introduction

Form 700 is a Public Document
Public Access Must Be Provided

Statements of Economic Interests are public 
documents.  The filing officer must permit any 
member of the public to inspect and receive a copy 
of any statement.

• Statements must be available as soon as possible
during the agency's regular business hours, but
in any event not later than the second business
day after the statement is received.  Access to the
Form 700 is not subject to the Public Records Act
procedures.

• No conditions may be placed on persons seeking
access to the forms.

• No information or identification may be required
from persons seeking access.

• Reproduction fees of no more than 10 cents per
page may be charged.
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Types of Form 700 Filings

Assuming Office Statement: 
If you are a newly appointed official or are newly employed 
in a position designated, or that will be designated, in 
a state or local agency’s conflict of interest code, your 
assuming office date is the date you were sworn in or 
otherwise authorized to serve in the position.  If you are a 
newly elected official, your assuming office date is the date 
you were sworn in.

• Investments, interests in real property, and business
positions held on the date you assumed the office
or position must be reported.  In addition, income
(including loans, gifts, and travel payments) received
during the 12 months prior to the date you assumed the
office or position is reportable.

For positions subject to confirmation by the State Senate 
or the Commission on Judicial Performance, your 
assuming office date is the date you were appointed or 
nominated to the position.

Example:
Maria Lopez was nominated by the Governor to serve 
on a state agency board that is subject to state Senate 
confirmation.  The assuming office date is the date Maria’s 
nomination is submitted to the Senate.  Maria must report 
investments, interests in real property, and business 
positions she holds on that date, and income (including 
loans, gifts, and travel payments) received during the 12 
months prior to that date.

If your office or position has been added to a newly 
adopted or newly amended conflict of interest code, use 
the effective date of the code or amendment, whichever is 
applicable.

• Investments, interests in real property, and business
positions held on the effective date of the code or
amendment must be reported.  In addition, income
(including loans, gifts, and travel payments) received
during the 12 months prior to the effective date of the
code or amendment is reportable.

Annual Statement: 
Generally, the period covered is January 1, 2015, 
through December 31, 2015.  If the period covered by 
the statement is different than January 1, 2015, through 
December 31, 2015, (for example, you assumed office 
between October 1, 2014, and December 31, 2014 or you 
are combining statements), you must specify the period 
covered.

• Investments, interests in real property, business
positions held, and income (including loans, gifts, and
travel payments) received during the period covered
by the statement must be reported.  Do not change the
preprinted dates on Schedules A-1, A-2, and B unless
you are required to report the acquisition or disposition
of an interest that did not occur in 2015.

• If your disclosure category changes during a reporting
period, disclose under the old category until the
effective date of the conflict of interest code amendment
and disclose under the new disclosure category through
the end of the reporting period.

Leaving Office Statement: 
Generally, the period covered is January 1, 2015, 
through the date you stopped performing the duties of 
your position.  If the period covered differs from January 
1, 2015, through the date you stopped performing the 
duties of your position (for example, you assumed office 
between October 1, 2014, and December 31, 2014, or 
you are combining statements), the period covered must 
be specified.  The reporting period can cover parts of two 
calendar years.

• Investments, interests in real property, business
positions held, and income (including loans, gifts, and
travel payments) received during the period covered
by the statement must be reported.  Do not change the
preprinted dates on Schedules A-1, A-2, and B unless
you are required to report the acquisition or disposition
of an interest that did not occur in 2015.

Candidate Statement: 
If you are filing a statement in connection with your 
candidacy for state or local office, investments, interests 
in real property, and business positions held on the date 
of filing your declaration of candidacy must be reported.  
In addition, income (including loans, gifts, and travel 
payments) received during the 12 months prior to the date 
of filing your declaration of candidacy is reportable.  Do not 
change the preprinted dates on Schedules A-1, A-2, and B.

Candidates running for local elective offices (e.g., county 
sheriffs, city clerks, school board trustees, or water 
district board members) must file candidate statements, 
as required by the conflict of interest code for the elected 
position.  The code may be obtained from the agency of 
the elected position.

Amendments: 
If you discover errors or omissions on any statement, file 
an amendment as soon as possible.  You are only required 
to amend the schedule that needs to be revised; it is not 
necessary to refile the entire form.  Obtain amendment 
schedules from the FPPC website at www.fppc.ca.gov.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Types of Statements
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Instructions
Cover Page

Enter your name, mailing address, and daytime telephone 
number in the spaces provided.  Because the Form 700 is 
a public document, you may list your business/office 
address instead of your home address.

Part 1.  Office, Agency, or Court
• Enter the name of the office sought or held, or the agency

or court.  Consultants must enter the public agency name
rather than their private firm’s name.  (Examples: State
Assembly; Board of Supervisors; Office of the Mayor;
Department of Finance; Hope County Superior Court)

• Indicate the name of your division, board, or district, if
applicable.  (Examples:  Division of Waste Management;
Board of Accountancy; District 45).  Do not use acronyms.

• Enter your position title.  (Examples:  Director; Chief
Counsel; City Council Member; Staff Services Analyst)

• If you hold multiple positions (i.e., a city council member
who also is a member of a county board or commission),
you may be required to file statements with each agency.
To simplify your filing obligations, you may complete an
expanded statement.

• To do this, enter the name of the other agency(ies) with
which you are required to file and your position title(s) in
the space provided.  Do not use acronyms.  Attach an
additional sheet if necessary.  Complete one statement
covering the disclosure requirements for all positions.
Each copy must contain an original signature.  Therefore,
before signing the statement, make a copy for each
agency.  Sign each copy with an original signature and file
with each agency.

If you assume or leave a position after a filing deadline, 
you must complete a separate statement.  For example, a 
city council member who assumes a position with a county 
special district after the April 1 annual filing deadline must file 
a separate assuming office statement.  In subsequent years, 
the city council member may expand his or her annual filing to 
include both positions.

Example:
Scott Baker is a city council member for the City of Lincoln 
and a board member for the Camp Far West Irrigation 
District – a multi-county agency that covers Placer and 
Yuba counties.  Scott will complete one Form 700 using full 
disclosure (as required for the city position) and covering 
interests in both Placer and Yuba counties (as required for 
the multi-county position) and list both positions on the Cover 
Page.  Before signing the statement, Scott will make a copy 
and sign both statements.  One statement will be filed with 
City of Lincoln and the other will be filed with Camp Far West 
Irrigation District.  Both will contain an original signature.

Part 2.  Jurisdiction of Office
• Check the box indicating the jurisdiction of your agency

and, if applicable, identify the jurisdiction. Judges, judicial
candidates, and court commissioners have statewide
jurisdiction.  All other filers should review the Reference
Pamphlet, page 13, to determine their jurisdiction.

• If your agency is a multi-county office, list each county in
which your agency has jurisdiction.

• If your agency is not a state office, court, county office, city
office, or multi-county office (e.g., school districts, special
districts and JPAs), check the “other” box and enter the
county or city in which the agency has jurisdiction.

Example: 
This filer is a member of a water district board with jurisdiction 
in portions of Yuba and Sutter Counties.

Part 3.  Type of Statement

Check at least one box. The period covered by a statement 
is determined by the type of statement you are filing.  If you 
are completing a 2015 annual statement, do not change the 
pre-printed dates to reflect 2016.  Your annual statement is 
used for reporting the previous year’s economic interests.  
Economic interests for your annual filing covering January 1, 
2016, through December 31, 2016, will be disclosed on your 
statement filed in 2017.  See Reference Pamphlet, page 4.

Combining Statements: Certain types of statements may be 
combined.  For example, if you leave office after January 1, 
but before the deadline for filing your annual statement, you 
may combine your annual and leaving office statements.  File 
by the earliest deadline.  Consult your filing officer or the 
FPPC.

Part 4.  Schedule Summary
• Complete the Schedule Summary after you have reviewed

each schedule to determine if you have reportable
interests.

• Enter the total number of completed pages including the
cover page and either check the box for each schedule you
use to disclose interests; or  if you have nothing to disclose
on any schedule, check the “No reportable interests” box.
Please do not attach any blank schedules.

Part 5.  Verification
Complete the verification by signing the statement and 
entering the date signed.  All statements must have an original 
“wet” signature or be duly authorized by your filing officer to 
file electronically under Government Code Section 87500.2.  
Instructions, examples, FAQs, and a reference pamphlet are 
available to help answer your questions.  When you sign 
your statement, you are stating, under penalty of perjury, 
that it is true and correct.  Only the filer has authority to sign 
the statement.  An unsigned statement is not considered filed 
and you may be subject to late filing penalties.  

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 1

 State  Judge or Court Commissioner (Statewide Jurisdiction)

 Multi-County  County of 

 City of  Other 

2.	 Jurisdiction	of	Office	 (Check at least one box)

Agency Name  (Do not use acronyms) 

Division, Board, Department, District, if applicable Your Position

1. Office,	Agency,	or	Court

► If filing for multiple positions, list below or on an attachment.  (Do not use acronyms)

Agency: Position: 

x Yuba & Sutter Counties

Board MemberN/A

N/A

Feather River Irrigation District
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Leaving	Office: Date Left / /
(Check one)

 The period covered is January 1, 2015, through the date of 
leaving office

 The period covered is / / , through 
the date of leaving office

Annual: The period covered is January 1, 2015, through 
December 31, 2015.

The period covered is / / , through 
December 31, 2015.

STATEMENT	OF	ECONOMIC	 INTERESTS

COVER	PAGE

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov

I have used all reasonable diligence in preparing this statement.  I have reviewed this statement and to the best of my knowledge the information contained 
herein and in any attached schedules is true and complete.  I acknowledge this is a public document.

I	certify	under	penalty	of	perjury	under	 the	 laws	of	 the	State	of	California	 that	 the	 foregoing	 is	 true	and	correct.

Date	Signed	
(month, day, year)

3. Type	of	Statement	 (Check at least one box)

 State  Judge or Court Commissioner (Statewide Jurisdiction)

 Multi-County  County of 

 City of  Other 

2. Jurisdiction	of	Office	 (Check at least one box)

Candidate: Election year and office sought, if different than Part 1: 

Assuming	Office: Date assumed / /

Date Initial Filing Received
Official Use Only

Please type or print in ink.

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

Agency Name  (Do not use acronyms) 

Division, Board, Department, District, if applicable Your Position

1. Office,	Agency,	or	Court

NAME	OF	FILER		 	 	 (LAST)	 	 (FIRST)	 (MIDDLE)

MAILING ADDRESS STREET CITY STATE ZIP CODE

(         )
DAYTIME TELEPHONE NUMBER E-MAIL ADDRESS

(Business or Agency Address Recommended - Public Document)

Signature	
(File the originally signed statement with your filing official.)

5. Verification

A PUBLIC DOCUMENT

► If filing for multiple positions, list below or on an attachment.  (Do not use acronyms)

Agency: Position: 

-or-

-or-

None - No reportable interests on any schedule

4. Schedule	Summary	(must	complete)
Schedules attached
         Schedule	A-1	 - Investments – schedule attached
         Schedule	A-2	 - Investments – schedule attached
         Schedule	B	- Real Property – schedule attached

► Total number of pages including this cover page:

-or-

    Schedule	C	- Income, Loans, & Business Positions – schedule attached
    Schedule	D	- Income – Gifts – schedule attached
    Schedule	E	 - Income – Gifts – Travel Payments – schedule attached
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Which Schedule Do I Use?

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions - 3

Common Reportable Interests
Schedule A-1 Stocks, including those held in an IRA or a 401K

Schedule A-2 Business entities (including certain independent contracting), sole proprietorships, 
partnerships, LLCs, corporations, and trusts 

Schedule B Rental property in the jurisdiction

Schedule C Non-governmental salaries of public official and spouse/registered domestic partner

Schedule D Gifts from businesses (such as tickets to sporting or entertainment events)

Schedule E Travel payments from third parties (not your employer)

Common Non-Reportable Interests
Schedule A-1 Insurance policies, government bonds, diversified mutual funds, certain funds similar 

to diversified mutual funds (such as exchange traded funds) and investments held 
in certain retirement accounts.  See Reference Pamphlet, page 13, for detailed 
information.  (Regulation 18237)

Schedule A-2 Savings and checking accounts and annuities

Schedule B A residence used exclusively as a personal residence (such as a home or vacation 
cabin)

Schedule C Governmental salary (such as a school district)

Schedule D Gifts from family members

Schedule E Travel paid by your government agency

Remember:

 9 Mark the “No reportable interests” box on Part 4 of the Schedule Summary on the Cover Page 
if you determine you have nothing to disclose and file the Cover Page only.  Make sure you 
carefully read all instructions to ensure proper reporting.

 9 The Form 700 is a public document.

 9 Most individuals must consult their agency’s conflict of interest code for reportable 
interests.

 9 Most individuals file the Form 700 with their agencies.
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Questions and Answers

General
Q. What is the reporting period for disclosing interests

on an assuming office statement or a candidate
statement?

A. On an assuming office statement, disclose all
reportable investments, interests in real property, and
business positions held on the date you assumed
office.  In addition, you must disclose income (including
loans, gifts and travel payments) received during the 12
months prior to the date you assumed office.

On a candidate statement, disclose all reportable
investments, interests in real property, and business
positions held on the date you file your declaration of
candidacy.  You must also disclose income (including
loans, gifts and travel payments) received during the
12 months prior to the date you file your declaration of
candidacy.

Q. I hold two other board positions in addition to my
position with the county.  Must I file three statements of
economic interests?

A. Yes, three are required.  However, you may complete
one statement listing the county and the two boards on
the Cover Page or an attachment as the agencies for
which you will be filing.  Report your economic interests
using the largest jurisdiction and highest disclosure
requirements assigned to you by the three agencies.
Make two copies of the entire statement before
signing it, sign each copy with an original signature,
and distribute one original to the county and to each
of the two boards.  Remember to complete separate
statements for positions that you leave or assume
during the year.

Q. I am a department head who recently began acting as
city manager.  Should I file as the city manager?

A. Yes.  File an assuming office statement as city
manager.  Persons serving as “acting,” “interim,” or
“alternate” must file as if they hold the position because
they are or may be performing the duties of the
position.

Q. As a designated employee, I left one state agency to
work for another state agency.  Must I file a leaving
office statement?

A. Yes.  You may also need to file an assuming office
statement for the new agency.

Q. My spouse and I are currently separated and in the
process of obtaining a divorce.  Must I still report my
spouse’s income, investments, and interests in real
property?

A. Yes.  A public official must continue to report a spouse’s
economic interests until such time as dissolution of
marriage proceedings is final.  However, if a separate
property agreement has been reached prior to that
time, your estranged spouse’s income may not have to
be reported.  Contact the FPPC for more information.

Investment Disclosure
Q. I have an investment interest in shares of stock in a

company that does not have an office in my jurisdiction.
Must I still disclose my investment interest in this
company?

A. Probably.  The definition of “doing business in the
jurisdiction” is not limited to whether the business has
an office or physical location in your jurisdiction.  See
Reference Pamphlet, page 13.

Q. My spouse and I have a living trust.  The trust holds
rental property in my jurisdiction, our primary residence,
and investments in diversified mutual funds.  I have full
disclosure.  How is this trust disclosed?

A. Disclose the name of the trust, the rental property and
its income on Schedule A-2.  Your primary residence
and investments in diversified mutual funds registered
with the SEC are not reportable.

Q. I am required to report all investments.  I have an IRA
that contains stocks through an account managed by
a brokerage firm.  Must I disclose these stocks even
though they are held in an IRA and I did not decide
which stocks to purchase?

A. Yes. Disclose on Schedule A-1 or A-2 any stock worth
$2,000 or more in a business entity located in or doing
business in your jurisdiction.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 4
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Questions and Answers
Continued

Q. I am the sole owner of my business, an S-Corporation.
I believe that the nature of the business is such that it
cannot be said to have any “fair market value” because
it has no assets.  I operate the corporation under
an agreement with a large insurance company.  My
contract does not have resale value because of its
nature as a personal services contract.  Must I report
the fair market value for my business on Schedule A-2
of the Form 700?

A. Yes.  Even if there are no tangible assets, intangible
assets, such as relationships with companies and
clients are commonly sold to qualified professionals.
The “fair market value” is often quantified for other
purposes, such as marital dissolutions or estate
planning.  In addition, the IRS presumes that “personal
services corporations” have a fair market value.  A
professional “book of business” and the associated
goodwill that generates income are not without a
determinable value.  The Form 700 does not require a
precise fair market value; it is only necessary to check
a box indicating the broad range within which the value
falls.

Q. I own stock in IBM and must report this investment
on Schedule A-1.  I initially purchased this stock in
the early 1990s; however, I am constantly buying
and selling shares.  Must I note these dates in the
“Acquired” and “Disposed” fields?

A. No.  You must only report dates in the “Acquired” or
“Disposed” fields when, during the reporting period, you
initially purchase a reportable investment worth $2,000
or more or when you dispose of the entire investment.
You are not required to track the partial trading of an
investment.

Q. On last year’s filing I reported stock in Encoe valued at
$2,000 - $10,000.  Late last year the value of this stock
fell below and remains at less than $2,000.  How should
this be reported on this year’s statement?

A. You are not required to report an investment if the value
was less than $2,000 during the entire reporting period.
However, because a disposed date is not required for
stocks that fall below $2,000, you may want to report
the stock and note in the “comments” section that the
value fell below $2,000.  This would be for informational
purposes only; it is not a requirement.

Q. We have a Section 529 account set up to save money
for our son’s college education.  Is this reportable?

A. If the Section 529 account contains reportable interests
(e.g., common stock valued at $2,000 or more), those
interests are reportable (not the actual Section 529
account). If the account contains solely mutual funds,
then nothing is reported.

Income Disclosure
Q. I reported a business entity on Schedule A-2.  Clients of

my business are located in several states.  Must I report
all clients from whom my pro rata share of income is
$10,000 or more on Schedule A-2, Part 3?

A. No, only the clients located in or doing business on a
regular basis in your jurisdiction must be disclosed.

Q. I believe I am not required to disclose the names of
clients from whom my pro rata share of income is
$10,000 or more on Schedule A-2 because of their right
to privacy.  Is there an exception for reporting clients’
names?

A. Regulation 18740 provides a procedure for requesting
an exemption to allow a client’s name not to be
disclosed if disclosure of the name would violate a
legally recognized privilege under California or Federal
law.  This regulation may be obtained from our website
at www.fppc.ca.gov.  See Reference Pamphlet, page
14.

Q. I am sole owner of a private law practice that is not
reportable based on my limited disclosure category.
However, some of the sources of income to my law
practice are from reportable sources.  Do I have to
disclose this income?

A. Yes, even though the law practice is not reportable,
reportable sources of income to the law practice of
$10,000 or more must be disclosed.  This information
would be disclosed on Schedule C with a note in the
“comments” section indicating that the business entity
is not a reportable investment.  The note would be for
informational purposes only; it is not a requirement.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 5
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Questions and Answers
Continued

Q. I am the sole owner of my business.  Where do I
disclose my income - on Schedule A-2 or Schedule C?

A. Sources of income to a business in which you have an
ownership interest of 10% or greater are disclosed on
Schedule A-2.  See Reference Pamphlet, page 8, for
the definition of “business entity.”

Q. My husband is a partner in a four-person firm where
all of his business is based on his own billings and
collections from various clients.  How do I report my
community property interest in this business and the
income generated in this manner?

A. If your husband’s investment in the firm is 10% or
greater, disclose 100% of his share of the business
on Schedule A-2, Part 1 and 50% of his income on
Schedule A-2, Parts 2 and 3.  For example, a client of
your husband’s must be a source of at least $20,000
during the reporting period before the client’s name is
reported.

Q. How do I disclose my spouse’s or registered domestic
partner’s salary?

A. Report the name of the employer as a source of income
on Schedule C.

Q. I am a doctor.  For purposes of reporting $10,000
sources of income on Schedule A-2, Part 3, are the
patients or their insurance carriers considered sources
of income?

A. If your patients exercise sufficient control by selecting
you instead of other doctors, then your patients, rather
than their insurance carriers, are sources of income to
you.  See Reference Pamphlet, page 14, for additional
information.

Q. I received a loan from my grandfather to purchase my
home.  Is this loan reportable?

A. No.  Loans received from family members are not
reportable.

Q. Many years ago, I loaned my parents several thousand
dollars, which they paid back this year.  Do I need to
report this loan repayment on my Form 700?

A. No.  Payments received on a loan made to a family
member are not reportable.

FPPC Form 700 (2015/2016) 
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 6

Real Property Disclosure
Q. During this reporting period we switched our principal

place of residence into a rental.  I have full disclosure
and the property is located in my agency’s jurisdiction,
so it is now reportable.  Because I have not reported
this property before, do I need to show an “acquired”
date?

A. No, you are not required to show an “acquired” date
because you previously owned the property.  However,
you may want to note in the “comments” section that
the property was not previously reported because it was
used exclusively as your residence.  This would be for
informational purposes only; it is not a requirement.

Q. My daughter is buying her first home and I am the co-
signer on the loan.  I won’t occupy the home, but my
daughter will.  The home is located in my agency’s
jurisdiction.  Must I report this property?

A. No.  Property occupied by a family member is not
reportable as long as you are not receiving rental
income or using the property for business purposes.

Gift Disclosure
Q. If I received a reportable gift of two tickets to a concert

valued at $100 each, but gave the tickets to a friend
because I could not attend the concert, do I have any
reporting obligations?

A. Yes.  Since you accepted the gift and exercised
discretion and control of the use of the tickets, you must
disclose the gift on Schedule D.

Q. Mary and Joe Benson, a married couple, want to give a
piece of artwork to a county supervisor.  Is each spouse
considered a separate source for purposes of the gift
limit and disclosure?

A. Yes, each spouse may make a gift valued at the gift
limit during a calendar year.  For example, during 2015
the gift limit was $460, so the Bensons may have given
the supervisor artwork valued at no more than $920.
The supervisor must identify Joe and Mary Benson as
the sources of the gift.
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Q. I am a Form 700 filer with full disclosure.  Our agency
holds a holiday raffle to raise funds for a local charity.
I bought $10 worth of raffle tickets and won a gift
basket valued at $120.  The gift basket was donated by
Doug Brewer, a citizen in our city.  At the same event,
I bought raffle tickets for, and won a quilt valued at
$70.  The quilt was donated by a coworker.  Are these
reportable gifts?

A. Because the gift basket was donated by an outside
source (not an agency employee), you have received a
reportable gift valued at $110 (the value of the basket
less the consideration paid).  The source of the gift
is Doug Brewer and the agency is disclosed as the
intermediary.  Because the quilt was donated by an
employee of your agency, it is not a reportable gift.

Q. My agency is responsible for disbursing grants.  An
applicant (501(c)(3) organization) met with agency
employees to present its application.  At this meeting,
the applicant provided food and beverages.  Would
the food and beverages be considered gifts to the
employees?  These employees are designated in our
agency’s conflict of interest code and the applicant is a
reportable source of income under the code.

A.  Yes.  If the value of the food and beverages consumed
by any one filer, plus any other gifts received from the
same source during the reporting period total $50 or
more, the food and beverages would be reported using
the fair market value and would be subject to the gift
limit.

Q. I received free admission to an educational conference
related to my official duties.  Part of the conference
fees included a round of golf.  Is the value of the golf
considered informational material?

A. No.  The value of personal benefits, such as golf,
attendance at a concert, or sporting event, are gifts
subject to reporting and limits.

Questions and Answers
Continued

FPPC Form 700 (2015/2016) 
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 7
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Instructions – Schedules A-1 and A-2
Investments

“Investment” means a financial interest in any business 
entity (including a consulting business or other independent 
contracting business) that is located in, doing business in, 
planning to do business in, or that has done business during 
the previous two years in your agency’s jurisdiction in which 
you, your spouse or registered domestic partner, or your 
dependent children had a direct, indirect, or beneficial interest 
totaling $2,000 or more at any time during the reporting 
period.  See Reference Pamphlet, page 13.

Reportable investments include:
• Stocks, bonds, warrants, and options, including those held

in margin or brokerage accounts and managed investment
funds (See Reference Pamphlet, page 13.)

• Sole proprietorships
• Your own business or your spouse’s or registered

domestic partner’s business (See Reference Pamphlet,
page 8, for the definition of “business entity.”)

• Your spouse’s or registered domestic partner’s
investments even if they are legally separate property

• Partnerships (e.g., a law firm or family farm)
• Investments in reportable business entities held in a

retirement account (See Reference Pamphlet, page 15.)
• If you, your spouse or registered domestic partner,

and dependent children together had a 10% or greater
ownership interest in a business entity or trust (including
a living trust), you must disclose investments held by the
business entity or trust.  See Reference Pamphlet, page
15, for more information on disclosing trusts.

• Business trusts

You are not required to disclose:
• Insurance policies, government bonds, diversified mutual

funds, certain funds similar to diversified mutual funds
(such as exchange traded funds) and investments held in
certain retirement accounts.  See Reference Pamphlet,
page 13, for detailed information.  (Regulation 18237)

• Bank accounts, savings accounts, money market accounts
and certificates of deposits

• Insurance policies
• Annuities
• Commodities
• Shares in a credit union
• Government bonds (including municipal bonds)
• Retirement accounts invested in non-reportable interests

(e.g., insurance policies, mutual funds, or government
bonds) (See Reference Pamphlet, page 15.)

• Government defined-benefit pension plans (such as
CalPERS and CalSTRS plans)

• Certain interests held in a blind trust (See Reference
Pamphlet, page 16.)

Use Schedule A-1 to report ownership of less than 10% 
(e.g., stock).  Schedule C (Income) may also be required if 
the investment is not a stock or corporate bond.  See second 
example below.

Use Schedule A-2 to report ownership of 10% or greater 
(e.g., a sole proprietorship).

To Complete Schedule A-1:
Do not attach brokerage or financial statements.

• Disclose the name of the business entity.
• Provide a general description of the business activity of

the entity (e.g., pharmaceuticals, computers, automobile
manufacturing, or communications).

• Check the box indicating the highest fair market value of
your investment during the reporting period.  If you are
filing a candidate or an assuming office statement, indicate
the fair market value on the filing date or the date you took
office, respectively.

• Identify the nature of your investment (e.g., stocks,
warrants, options, or bonds).

• An acquired or disposed of date is only required if you
initially acquired or entirely disposed of the investment
interest during the reporting period.  The date of a stock
dividend reinvestment or partial disposal is not required.
Generally, these dates will not apply if you are filing a
candidate or an assuming office statement.

Examples:
John Smith holds a state agency position.  His conflict of 
interest code requires full disclosure of investments.  John 
must disclose his stock holdings of $2,000 or more in any 
company that is located in or does business in California, 
as well as those stocks held by his spouse or registered 
domestic partner and dependent children.

Susan Jones is a city council member.  She has a 4% 
interest, worth $5,000, in a limited partnership located in the 
city.  Susan must disclose the partnership on Schedule A-1 
and income of $500 or more received from the partnership on 
Schedule C.

Reminders
• Do you know your agency’s jurisdiction?
• Did you hold investments at any time during the period

covered by this statement?
• Code filers – your disclosure categories may only

require disclosure of specific investments.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 8
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IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

15 15 15 15

1515

151515

Name

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

► NAME OF BUSINESS ENTITY

GENERAL DESCRIPTION OF THIS BUSINESS

Comments: 

SCHEDULE A-1
Investments

Stocks, Bonds, and Other Interests
(Ownership Interest is Less Than 10%)

Do not attach brokerage or financial statements.

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

FPPC Form 700 (2015/2016) Sch. A-1
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000  $10,001 - $100,000
 $100,001 - $1,000,000  Over $1,000,000

15

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

NATURE OF INVESTMENT
Stock  Other 

(Describe)
Partnership  Income Received of $0 - $499

 Income Received of $500 or More (Report on Schedule C)

1515
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Instructions – Schedule A-2
Investments, Income, and Assets of Business Entities/Trusts

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 10

Use Schedule A-2 to report investments in a business 
entity (including a consulting business or other independent 
contracting business) or trust (including a living trust) in 
which you, your spouse or registered domestic partner, 
and your dependent children, together or separately, had a 
10% or greater interest, totaling $2,000 or more, during the 
reporting period and which is located in, doing business in, 
planning to do business in, or which has done business during 
the previous two years in your agency’s jurisdiction.  See 
Reference Pamphlet, page 13.  A trust located outside your 
agency’s jurisdiction is reportable if it holds assets that are 
located in or doing business in the jurisdiction.  Do not report 
a trust that contains non-reportable interests.  For example, 
a trust containing only your personal residence not used in 
whole or in part as a business, your savings account, and 
some municipal bonds, is not reportable.

Also report on Schedule A-2 investments and real property 
held by that entity or trust if your pro rata share of the 
investment or real property interest was $2,000 or more 
during the reporting period.

To Complete Schedule A-2:
Part 1.  Disclose the name and address of the business entity 
or trust.  If you are reporting an interest in a business entity, 
check “Business Entity” and complete the box as follows:

• Provide a general description of the business activity of the
entity.

• Check the box indicating the highest fair market value of
your investment during the reporting period.

• If you initially acquired or entirely disposed of this interest
during the reporting period, enter the date acquired or
disposed.

• Identify the nature of your investment.
• Disclose the job title or business position you held with the

entity, if any (i.e., if you were a director, officer, partner,
trustee, employee, or held any position of management).  A
business position held by your spouse is not reportable.

Part 2.  Check the box indicating your pro rata share of the 
gross income received by the business entity or trust.  This 
amount includes your pro rata share of the gross income 
from the business entity or trust, as well as your community 
property interest in your spouse’s or registered domestic 
partner’s share.  Gross income is the total amount of income 
before deducting expenses, losses, or taxes.

Part 3.  Disclose the name of each source of income that is 
located in, doing business in, planning to do business in, or 
that has done business during the previous two years in your 
agency’s jurisdiction, as follows: 

• Disclose each source of income and outstanding loan
to the business entity or trust identified in Part 1 if
your pro rata share of the gross income (including your
community property interest in your spouse’s or registered
domestic partner’s share) to the business entity or trust
from that source was $10,000 or more during the reporting

period.  See Reference Pamphlet, page 11, for examples.  
Income from governmental sources may be reportable 
if not considered salary. See Regulation 18232.  Loans 
from commercial lending institutions made in the lender’s 
regular course of business on terms available to members 
of the public without regard to your official status are not 
reportable.

• Disclose each individual or entity that was a source
of commission income of $10,000 or more during the
reporting period through the business entity identified
in Part 1.  See Reference Pamphlet, page 8, for an
explanation of commission income.

You may be required to disclose sources of income located 
outside your jurisdiction.  For example, you may have a client 
who resides outside your jurisdiction who does business on a 
regular basis with you.  Such a client, if a reportable source of 
$10,000 or more, must be disclosed.

Mark “None” if you do not have any reportable $10,000 
sources of income to disclose.  Using phrases such as 
“various clients” or “not disclosing sources pursuant to 
attorney-client privilege” may trigger a request for an 
amendment to your statement.  See Reference Pamphlet, 
page 14, for details about requesting an exemption from 
disclosing privileged information.

Part 4.  Report any investments or interests in real property 
held or leased by the entity or trust identified in Part 1 if your 
pro rata share of the interest held was $2,000 or more during 
the reporting period.  Attach additional schedules or use 
FPPC’s Form 700 Excel spreadsheet if needed.

• Check the applicable box identifying the interest held as
real property or an investment.

• If investment, provide the name and description of the
business entity.

• If real property, report the precise location (e.g., an
assessor’s parcel number or address).

• Check the box indicating the highest fair market value
of your interest in the real property or investment during
the reporting period.  (Report the fair market value of the
portion of your residence claimed as a tax deduction if you
are utilizing your residence for business purposes.)

• Identify the nature of your interest.
• Enter the date acquired or disposed only if you initially

acquired or entirely disposed of your interest in the
property or investment during the reporting period.
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► 3. LIST THE NAME OF EACH REPORTABLE SINGLE SOURCE OF 
INCOME OF $10,000 OR MORE (Attach a separate sheet if necessary.)

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

15 15

15 1515 15

SCHEDULE A-2
Investments, Income, and Assets

of Business Entities/Trusts
(Ownership Interest is 10% or Greater)

Comments:

Name

Address (Business Address Acceptable)

Name

Address (Business Address Acceptable)

FAIR MARKET VALUE
 $0 - $1,999
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

FAIR MARKET VALUE
 $0 - $1,999
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

GENERAL DESCRIPTION OF THIS BUSINESS GENERAL DESCRIPTION OF THIS BUSINESS

 INVESTMENT  REAL PROPERTY

Name of Business Entity, if Investment, or 
Assessor’s Parcel Number or Street Address of Real Property

Description of Business Activity or
City or Other Precise Location of Real Property

 INVESTMENT  REAL PROPERTY

Name of Business Entity, if Investment, or 
Assessor’s Parcel Number or Street Address of Real Property

Description of Business Activity or
City or Other Precise Location of Real Property

► 4. INVESTMENTS AND INTERESTS IN REAL PROPERTY HELD OR 
LEASED BY THE BUSINESS ENTITY OR TRUST

► 4. INVESTMENTS AND INTERESTS IN REAL PROPERTY HELD OR 
LEASED BY THE BUSINESS ENTITY OR TRUST

Check one
Trust, go to 2 Business Entity, complete the box, then go to 2

Check one
Trust, go to 2 Business Entity, complete the box, then go to 2

► 3. LIST THE NAME OF EACH REPORTABLE SINGLE SOURCE OF 
INCOME OF $10,000 OR MORE (Attach a separate sheet if necessary.)

► 2.  IDENTIFY THE GROSS INCOME RECEIVED (INCLUDE YOUR PRO RATA 
SHARE OF THE GROSS INCOME TO THE ENTITY/TRUST)

► 2.  IDENTIFY THE GROSS INCOME RECEIVED (INCLUDE YOUR PRO RATA 
SHARE OF THE GROSS INCOME TO THE ENTITY/TRUST)

Name

700

Check one box: Check one box:

YOUR BUSINESS POSITION YOUR BUSINESS POSITION 

FPPC Form 700 (2015/2016) Sch. A-2
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

FAIR MARKET VALUE
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

 $0 - $499
 $500 - $1,000
 $1,001 - $10,000

 $0 - $499
 $500 - $1,000
 $1,001 - $10,000

 $10,001 - $100,000
 OVER $100,000

 $10,001 - $100,000
 OVER $100,000

FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

► 1.  BUSINESS ENTITY OR TRUST ► 1.  BUSINESS ENTITY OR TRUST

NATURE OF INTEREST
 Property Ownership/Deed of Trust  Stock  Partnership

 Leasehold  Other 

 Check box if additional schedules reporting investments or real property
are attached

Yrs. remaining

NATURE OF INTEREST
 Property Ownership/Deed of Trust  Stock  Partnership

 Leasehold  Other 

 Check box if additional schedules reporting investments or real property
are attached

Yrs. remaining

15 15

Other

NATURE OF INVESTMENT
 Partnership  Sole Proprietorship 

Other

NATURE OF INVESTMENT
 Partnership  Sole Proprietorship 

 None  Noneor or Names listed below  Names listed below
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tenant was $10,000 or more during the reporting period.  If 
you received a total of $10,000 or more from two or more 
tenants acting in concert (in most cases, this will apply 
to married couples), disclose the name of each tenant.  
Otherwise, mark “None.”

• Loans from a private lender that total $500 or more and
are secured by real property may be reportable.  Loans
from commercial lending institutions made in the
lender’s regular course of business on terms available
to members of the public without regard to your official
status are not reportable.

When reporting a loan:
 - Provide the name and address of the lender.
 - Describe the lender’s business activity.
 - Disclose the interest rate and term of the loan.  For

variable interest rate loans, disclose the conditions 
of the loan (e.g., Prime + 2) or the average interest 
rate paid during the reporting period.  The term of 
a loan is the total number of months or years given 
for repayment of the loan at the time the loan was 
established.

 - Check the box indicating the highest balance of the 
loan during the reporting period.

 - Identify a guarantor, if applicable.

If you have more than one reportable loan on a single piece of 
real property, report the additional loan(s) on Schedule C. 

Example: 
Joe Nelson is a city planning 
commissioner. Joe received 
rental income of $12,000 
during the reporting period 
from a single tenant who 
rented property Joe owned 
in the city’s jurisdiction. If Joe 
had received the $12,000 
from two or more tenants, the 
tenants’ names would not be 
required as long as no single 
tenant paid $10,000 or more.  
A married couple would be 
considered a single tenant.

Instructions – Schedule B
Interests in Real Property

Reminders
• Income and loans already reported on Schedule B are

not also required to be reported on Schedule C.
• Real property already reported on Schedule A-2, Part 4

is not also required to be reported on Schedule B.
• Code filers – do your disclosure categories require

disclosure of real property?

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 12

Report interests in real property located in your agency’s 
jurisdiction in which you, your spouse or registered domestic 
partner, or your dependent children had a direct, indirect, or 
beneficial interest totaling $2,000 or more any time during the 
reporting period.  See Reference Pamphlet, page 13.

Interests in real property include:
• An ownership interest (including a beneficial ownership

interest)
• A deed of trust, easement, or option to acquire property
• A leasehold interest (See Reference Pamphlet, page 14.)
• A mining lease
• An interest in real property held in a retirement account

(See Reference Pamphlet, page 15.)
• An interest in real property held by a business entity or

trust in which you, your spouse or registered domestic
partner, and your dependent children together had a 10%
or greater ownership interest (Report on Schedule A-2.)

• Your spouse’s or registered domestic partner’s interests in
real property that are legally held separately by him or her

You are not required to report:
• A residence, such as a home or vacation cabin, used

exclusively as a personal residence (However, a residence
in which you rent out a room or for which you claim a
business deduction may be reportable.  If reportable,
report the fair market value of the portion claimed as a tax
deduction.)
Please note:  A non-reportable residence can still be
grounds for a conflict of interest and may be disqualifying.

• Interests in real property held through a blind trust (See
Reference Pamphlet, page 16, for exceptions.)

To Complete Schedule B:
• Report the precise location (e.g., an assessor’s parcel

number or address) of the real property.
• Check the box indicating the fair market value of your

interest in the property (regardless of what you owe on the
property).

• Enter the date acquired or disposed only if you initially
acquired or entirely disposed of your interest in the
property during the reporting period.

• Identify the nature of your interest.  If it is a leasehold,
disclose the number of years remaining on the lease.

• If you received rental income, check the box indicating the
gross amount you received.

• If you had a 10% or greater interest in real property and
received rental income, list the name of the source(s) if
your pro rata share of the gross income from any single
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NAME OF LENDER*

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF LENDER

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

IF APPLICABLE, LIST DATE:

/ / / /
ACQUIRED DISPOSED

15 1515 15

SCHEDULE B
Interests in Real Property

(Including Rental Income)

Name

► ASSESSOR’S PARCEL NUMBER OR STREET ADDRESS ► ASSESSOR’S PARCEL NUMBER OR STREET ADDRESS

CITY CITY

INTEREST RATE TERM (Months/Years)

%  None 

SOURCES OF RENTAL INCOME:  If you own a 10% or greater 
interest, list the name of each tenant that is a single source of 
income of $10,000 or more.

SOURCES OF RENTAL INCOME:  If you own a 10% or greater 
interest, list the name of each tenant that is a single source of 
income of $10,000 or more.

NATURE OF INTEREST

 Ownership/Deed of Trust  Easement

Leasehold 
Yrs. remaining Other

NATURE OF INTEREST

 Ownership/Deed of Trust  Easement

Leasehold 
Yrs. remaining  Other

Comments: 

FAIR MARKET VALUE
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

FAIR MARKET VALUE
 $2,000 - $10,000
 $10,001 - $100,000
 $100,001 - $1,000,000
 Over $1,000,000

IF RENTAL PROPERTY, GROSS INCOME RECEIVED

OVER $100,000

 $500 - $1,000 $0 - $499  $1,001 - $10,000

 $10,001 - $100,000

IF RENTAL PROPERTY, GROSS INCOME RECEIVED

 OVER $100,000

 $500 - $1,000 $0 - $499  $1,001 - $10,000

 $10,001 - $100,000

HIGHEST BALANCE DURING REPORTING PERIOD

 Guarantor, if applicable

OVER $100,000

 $500 - $1,000  $1,001 - $10,000

 $10,001 - $100,000

FPPC Form 700 (2015/2016) Sch. B
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

NAME OF LENDER*

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF LENDER

INTEREST RATE TERM (Months/Years)

%  None 

 Guarantor, if applicable

HIGHEST BALANCE DURING REPORTING PERIOD

OVER $100,000

 $500 - $1,000  $1,001 - $10,000

 $10,001 - $100,000

* You are not required to report loans from commercial lending institutions made in the lender’s regular course of
business on terms available to members of the public without regard to your official status.  Personal loans and
loans received not in a lender’s regular course of business must be disclosed as follows:

 None  None
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Instructions – Schedule C
Income, Loans, & Business Positions

(Income Other Than Gifts and Travel Payments)

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 14

Reporting Income:
Report the source and amount of gross income of $500 or 
more you received during the reporting period.  Gross income 
is the total amount of income before deducting expenses, 
losses, or taxes and includes loans other than loans from a 
commercial lending institution.  See Reference Pamphlet, 
page 11.  You must also report the source of income to your 
spouse or registered domestic partner if your community 
property share was $500 or more during the reporting period.

A source of income must be reported only if the source is 
located in, doing business in, planning to do business in, 
or has done business during the previous two years in your 
agency’s jurisdiction.  See Reference Pamphlet, page 13, 
for more information about doing business in the jurisdiction. 
Reportable sources of income may be further limited by 
your disclosure category located in your agency’s conflict of 
interest code.

Reporting Business Positions:
You must report your job title with each reportable business 
entity even if you received no income during the reporting 
period.  Use the comments section to indicate that no income 
was received.

Commonly reportable income and loans include:
• Salary/wages, per diem, and reimbursement for expenses

including travel payments provided by your employer
• Community property interest (50%) in your spouse’s

or registered domestic partner’s income - report the
employer’s name and all other required information

• Income from investment interests, such as partnerships,
reported on Schedule A-1

• Commission income not required to be reported on
Schedule A-2 (See Reference Pamphlet, page 8.)

• Gross income from any sale, including the sale of a house
or car (Report your pro rata share of the total sale price.)

• Rental income not required to be reported on Schedule B
• Prizes or awards not disclosed as gifts
• Payments received on loans you made to others
• An honorarium received prior to becoming a public official

(See Reference Pamphlet, page 10, concerning your ability
to receive future honoraria.)

• Incentive compensation (See Reference Pamphlet, page
12.)

You are not required to report:
• Salary, reimbursement for expenses or per diem, or

social security, disability, or other similar benefit payments
received by you or your spouse or registered domestic
partner from a federal, state, or local government agency.

• Stock dividends and income from the sale of stock unless
the source can be identified.

• Income from a PERS retirement account.

See Reference Pamphlet, page 11, for more exceptions to 
income reporting.

To Complete Schedule C:
Part 1.  Income Received/Business Position Disclosure
• Disclose the name and address of each source of income

or each business entity with which you held a business
position.

• Provide a general description of the business activity if the
source is a business entity.

• Check the box indicating the amount of gross income
received.

• Identify the consideration for which the income was
received.

• For income from commission sales, check the box
indicating the gross income received and list the name of
each source of commission income of $10,000 or more.
See Reference Pamphlet, page 8.  Note:  If you receive
commission income on a regular basis or have an
ownership interest of 10% or more, you must disclose
the business entity and the income on Schedule A-2.

• Disclose the job title or business position, if any, that you
held with the business entity, even if you did not receive
income during the reporting period.

Part 2.  Loans Received or Outstanding During the 
Reporting Period
• Provide the name and address of the lender.
• Provide a general description of the business activity if the

lender is a business entity.
• Check the box indicating the highest balance of the loan

during the reporting period.
• Disclose the interest rate and the term of the loan.

 - For variable interest rate loans, disclose the conditions
of the loan (e.g., Prime + 2) or the average interest rate 
paid during the reporting period.

 - The term of the loan is the total number of months or 
years given for repayment of the loan at the time the 
loan was entered into.

• Identify the security, if any, for the loan.

Reminders
• Code filers – your disclosure categories may not require

disclosure of all sources of income.
• If you or your spouse or registered domestic partner are

self-employed, report the business entity on Schedule A-2.
• Do not disclose on Schedule C income, loans, or business

positions already reported on Schedules A-2 or B.
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FPPC Form 700 (2015/2016) Sch. C
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

(Real property, car, boat, etc.) (Real property, car, boat, etc.)

SCHEDULE C
Income, Loans, & Business 

Positions
(Other than Gifts and Travel Payments)

GROSS INCOME RECEIVED GROSS INCOME RECEIVED

Name

 OVER $100,000  OVER $100,000

 $500 - $1,000  $500 - $1,000 $1,001 - $10,000  $1,001 - $10,000

 $10,001 - $100,000  $10,001 - $100,000

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

► 1. INCOME RECEIVED
NAME OF SOURCE OF INCOME

 ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

YOUR BUSINESS POSITION

► 1. INCOME RECEIVED
NAME OF SOURCE OF INCOME

 ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

YOUR BUSINESS POSITION

NAME OF LENDER*

 ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF LENDER

INTEREST RATE TERM (Months/Years)

%  None 

HIGHEST BALANCE DURING REPORTING PERIOD

 $500 - $1,000

 $1,001 - $10,000

 $10,001 - $100,000

 OVER $100,000

Comments: 

► 2. LOANS RECEIVED OR OUTSTANDING DURING THE REPORTING PERIOD

* You are not required to report loans from commercial lending institutions, or any indebtedness created as part of a
retail installment or credit card transaction, made in the lender’s regular course of business on terms available to
members of the public without regard to your official status.  Personal loans and loans received not in a lender’s
regular course of business must be disclosed as follows:

SECURITY FOR LOAN

 None  Personal residence

 Real Property 

 Guarantor 

 Other 

Street address

City

(Describe)

CONSIDERATION FOR WHICH INCOME WAS RECEIVED
 Salary  Spouse’s or registered domestic partner’s income 

(For self-employed use Schedule A-2.)

 Partnership (Less than 10% ownership. For 10% or greater use 
Schedule A-2.)

 Sale of  

 Other 

CONSIDERATION FOR WHICH INCOME WAS RECEIVED
 Salary  Spouse’s or registered domestic partner’s income 

(For self-employed use Schedule A-2.)

 Partnership (Less than 10% ownership. For 10% or greater use 
Schedule A-2.)

 Sale of  

 Other 

(Describe) (Describe)

(Describe) (Describe)

Rental Income, list each source of $10,000 or more Rental Income, list each source of $10,000 or moreCommission or Commission or

Loan repayment Loan repayment
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Instructions – Schedule D
Income – Gifts

Reminders
• Gifts from a single source are subject to a $460 limit.

See Reference Pamphlet, page 10.
• Code filers – you only need to report gifts from

reportable sources.

Gift Tracking Mobile Application

• FPPC has created a gift tracking app for mobile
devices that helps filers track gifts and provides a quick
and easy way to upload the information to the Form
700. Visit FPPC’s website to download the app.

FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions – 16

A gift is anything of value for which you have not provided 
equal or greater consideration to the donor.  A gift is 
reportable if its fair market value is $50 or more.  In addition, 
multiple gifts totaling $50 or more received during the 
reporting period from a single source must be reported. 

It is the acceptance of a gift, not the ultimate use to which it is 
put, that imposes your reporting obligation.  Except as noted 
below, you must report a gift even if you never used it or if you 
gave it away to another person.

If the exact amount of a gift is unknown, you must make a 
good faith estimate of the item’s fair market value.  Listing 
the value of a gift as “over $50” or “value unknown” is not 
adequate disclosure.  In addition, if you received a gift through 
an intermediary, you must disclose the name, address, and 
business activity of both the donor and the intermediary.  You 
may indicate an intermediary either in the “source” field 
after the name or in the “comments” section at the bottom 
of Schedule D.

Commonly reportable gifts include:
• Tickets/passes to sporting or entertainment events
• Tickets/passes to amusement parks
• Parking passes not used for official agency business
• Food, beverages, and accommodations, including those

provided in direct connection with your attendance at a
convention, conference, meeting, social event, meal, or like
gathering

• Rebates/discounts not made in the regular course of
business to members of the public without regard to official
status

• Wedding gifts (See Reference Pamphlet, page 16)
• An honorarium received prior to assuming office (You may

report an honorarium as income on Schedule C, rather
than as a gift on Schedule D, if you provided services of
equal or greater value than the payment received.  See
Reference Pamphlet, page 10, regarding your ability to
receive future honoraria.)

• Transportation and lodging (See Schedule E.)
• Forgiveness of a loan received by you

You are not required to disclose:
• Gifts that were not used and that, within 30 days after

receipt, were returned to the donor or delivered to a
charitable organization or government agency without

being claimed by you as a charitable contribution for tax 
purposes

• Gifts from your spouse or registered domestic partner,
child, parent, grandparent, grandchild, brother, sister, and
certain other famly members (See Regulation 18942 for a
complete list.).  The exception does not apply if the donor
was acting as an agent or intermediary for a reportable
source who was the true donor.

• Gifts of similar value exchanged between you and an
individual, other than a lobbyist registered to lobby your
state agency, on holidays, birthdays, or similar occasions

• Gifts of informational material provided to assist you in the
performance of your official duties (e.g., books, pamphlets,
reports, calendars, periodicals, or educational seminars)

• A monetary bequest or inheritance (However, inherited
investments or real property may be reportable on other
schedules.)

• Personalized plaques or trophies with an individual value of
less than $250

• Campaign contributions
• Up to two tickets, for your own use, to attend a fundraiser

for a campaign committee or candidate, or to a fundraiser
for an organization exempt from taxation under Section
501(c)(3) of the Internal Revenue Code. The ticket must
be received from the organization or committee holding the
fundraiser.

• Gifts given to members of your immediate family if the
source has an established relationship with the family
member and there is no evidence to suggest the donor had
a purpose to influence you.  (See Regulation 18943.)

• Free admission, food, and nominal items (such as a pen,
pencil, mouse pad, note pad or similar item) available to
all attendees, at the event at which the official makes a
speech (as defined in Regulation 18950(b)(2)), so long as
the admission is provided by the person who organizes the
event.

• Any other payment not identified above, that would
otherwise meet the definition of gift, where the payment is
made by an individual who is not a lobbyist registered to
lobby the official’s state agency, where it is clear that the
gift was made because of an existing personal or business
relationship unrelated to the official’s position and there
is no evidence whatsoever at the time the gift is made to
suggest the donor had a purpose to influence you.

To Complete Schedule D:
• Disclose the full name (not an acronym), address, and, if a

business entity, the business activity of the source.
• Provide the date (month, day, and year) of receipt, and

disclose the fair market value and description of the gift.
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SCHEDULE D
Income – Gifts

Comments: 

Name

FPPC Form 700 (2015/2016) Sch. D
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

BUSINESS ACTIVITY, IF ANY, OF SOURCE

DATE (mm/dd/yy) VALUE DESCRIPTION OF GIFT(S)

/ /  $

/ /  $

/ /  $
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FPPC Form 700 (2015/2016)
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772 www.fppc.ca.gov
Instructions - 18

Travel payments reportable on Schedule E include advances 
and reimbursements for travel and related expenses, 
including lodging and meals.

Gifts of travel may be subject to the gift limit.  In addition, 
certain travel payments are reportable gifts, but are not 
subject to the gift limit.  To avoid possible misinterpretation 
or the perception that you have received a gift in excess of 
the gift limit, you may wish to provide a specific description of 
the purpose of your travel.  See the FPPC fact sheet entitled 
“Limitations and Restrictions on Gifts, Honoraria, Travel, and 
Loans” at www.fppc.ca.gov.

You are not required to disclose:
• Travel payments received from any state, local, or federal

government agency for which you provided services equal
or greater in value than the payments received, such as
reimbursement for travel on agency business from your
government agency employer.

• A payment for travel from another local, state, or federal
government agency and related per diem expenses when
the travel is for education, training or other inter-agency
programs or purposes.

• Travel payments received from your employer in the
normal course of your employment that are included in the
income reported on Schedule C.

• A travel payment that was received from a non-profit
entity exempt from taxation under Internal Revenue
Code Section 501(c)(3) for which you provided equal or
greater consideration, such as reimbursement for travel on
business for a 501(c)(3) organization for which you are a
board member.
Note:  Certain travel payments may not be reportable
if reported on Form 801 by your agency.

To Complete Schedule E:
• Disclose the full name (not an acronym) and address of the

source of the travel payment.
• Identify the business activity if the source is a business

entity.
• Check the box to identify the payment as a gift or income,

report the amount, and disclose the date(s).
 - Travel payments are gifts if you did not provide

services that were equal to or greater in value than the 
payments received.  You must disclose gifts totaling 
$50 or more from a single source during the period 
covered by the statement.  

When reporting travel payments that are gifts, you 
must provide a description of the gift and the date(s) 
received. If the travel occurred on or after January 1, 
2016, you must also disclose the travel destination.

 - Travel payments are income if you provided services 
that were equal to or greater in value than the 
payments received.  You must disclose income totaling 
$500 or more from a single source during the period 
covered by the statement.  You have the burden of 
proving the payments are income rather than gifts. 
When reporting travel payments as income, you must 
describe the services you provided in exchange for the 
payment.  You are not required to disclose the date(s) 
for travel payments that are income.

Example:
City council member Rick Chandler is the chairman of a 501 
(c)(6) trade association and the association pays for Rick’s 
travel to attend its meetings.  Because Rick is deemed to 
be providing equal or 
greater consideration for 
the travel payment by 
virtue of serving on the 
board, this payment may 
be reported as income.  
Payments for Rick to 
attend other events for 
which he is not providing 
services are likely 
considered gifts.

Instructions – Schedule E
Travel Payments, Advances, 

and Reimbursements
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SCHEDULE E
Income – Gifts

Travel Payments, Advances,
and Reimbursements

Name

Comments: 

FPPC Form 700 (2015/2016) Sch. E
FPPC Advice Email: advice@fppc.ca.gov

FPPC Toll-Free Helpline: 866/275-3772  www.fppc.ca.gov

700
FAIR POLITICAL PRACTICES COMMISSION

CALIFORNIA FORM

• Mark either the gift or income box.
• Mark the “501(c)(3)” box for a travel payment received from a nonprofit 501(c)(3) organization

or the “Speech” box if you made a speech or participated in a panel.  These payments are not
subject to the $460 gift limit, but may result in a disqualifying conflict of interest.

• For gifts of travel that occurred on or after January 1, 2016, provide the travel destination.

DATE(S): / / - / / AMT: $
(If gift)

DATE(S): / / - / / AMT: $
(If gift)

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

CITY AND STATE

501 (c)(3) or DESCRIBE BUSINESS ACTIVITY, IF ANY, OF SOURCE

► NAME OF SOURCE (Not an Acronym)

ADDRESS (Business Address Acceptable)

CITY AND STATE

501 (c)(3) or DESCRIBE BUSINESS ACTIVITY, IF ANY, OF SOURCE

► NAME OF SOURCE (Not an Acronym)

 ADDRESS (Business Address Acceptable)

CITY AND STATE

501 (c)(3) or DESCRIBE BUSINESS ACTIVITY, IF ANY, OF SOURCE

► NAME OF SOURCE (Not an Acronym)

 ADDRESS (Business Address Acceptable)

CITY AND STATE

501 (c)(3) or DESCRIBE BUSINESS ACTIVITY, IF ANY, OF SOURCE

► MUST CHECK ONE:

Made a Speech/Participated in a Panel

Other - Provide Description 

Gift   -or- Income

► If Gift, Provide Travel Destination

► MUST CHECK ONE:

Made a Speech/Participated in a Panel

Other - Provide Description 

Gift   -or- Income

► If Gift, Provide Travel Destination

► MUST CHECK ONE:

Made a Speech/Participated in a Panel

Other - Provide Description 

Gift   -or- Income

► If Gift, Provide Travel Destination

► MUST CHECK ONE:

Made a Speech/Participated in a Panel

Other - Provide Description 

Gift   -or- Income

► If Gift, Provide Travel Destination

DATE(S): / / - / / AMT: $
(If gift)

DATE(S): / / - / / AMT: $
(If gift)
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