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Saving Money by Retaining Teachers

Nearly 50% of teachers leave the profession within their first five years. Each year, the nation loses 17% of its teachers. High rates of teacher attrition cost schools millions and at the same time reduce the quality of education students receive. In a time of tight budgets and high standards, reducing teacher attrition should be a top priority for schools and districts.

The Costs
The price of teacher attrition is staggering - costing schools between $4.9 billion and $7.9 billion annually (Alliance for Excellent Education, 2005; CERRA, 2008). Recent studies place the cost per lost teacher between $4,366 for a small rural district in New Mexico to an average cost of nearly $18,000 for a large urban district such as Chicago (NCTAF, High Cost of Teacher Turnover, 2007). With turnover rates of 17%, even small districts spend thousands each year on lost teachers, not to mention the cost of recruiting and training replacements.
Even more disturbing than the financial cost is the price paid by students.  Student success depends largely on the quality of the teacher (Sanders & Rivers, 1996; Rownam, Correnti, and Miller, 2002; Rivkin, Hanushek, and Kain, 2002; McCaffrey, et al., 2003), and students of poor quality teachers lose one to three years in academic growth (Goe 2007). Since teacher quality increases significantly during the first three years of teaching (Rivkin, Hanushek, & Kain, 2005), losing teachers early in their careers before they reach their full potential deprives many students of the quality teaching they need. High-poverty and high-minority districts, which have much higher than average attrition rates, particularly suffer.

The Causes
To understand how to retain teachers, administrators must understand the reasons so many teachers choose to leave. Studies indicate that teachers are less concerned with compensation than they are with their work environment. Lack of administrative support, classroom management, and a sense of support and time to work with colleagues were noted as causes for exiting the school (Ingersoll, 2002; Ingersoll & Perda, 2006; National Commission on Teaching and America's Future, 2006).  Over half the teachers who have left the profession cite such reasons as lack of adequate time for planning and professional development, textbooks for their students, and reliable assistance from the district office (Ingersoll, 2002; Krieg, 2004; Ingersoll & Perda, 2006; National Commission on Teaching and America's Future, 2006). In a study of Washington State teachers, among the most frequently cited reasons for leaving (34%) was the degree to which time was built into the school day, week, or year for professional learning (Education Research Newsletter 2006).
With all the challenges they face, why do some teachers stay? Effectiveness in helping students learn is the primary motivation for teachers entering the profession and for remaining (Nieto, 2005; Hirsch & Emerick, 2006). In the Washington State study, the number one reason teachers stated for staying was "collegial community with teachers" (63%) (Education Research Newsletter 2006).

The Solution
Of the various reasons teachers leave, effective professional development can resolve nearly every one. By increasing teacher competency and thereby raising student achievement, well-designed professional development speaks to the primary motivation of teachers to help their students learn.

Research documents the specific characteristics of effective professional development that address many of the factors that motivate teachers to leave.
· Presents content that is relevant, content-focused, sustained, and purposeful. 

· Is supported and encouraged by the administration. 

· Builds a learning community. 

· Provides sufficient time and resources. 

· Includes evaluative measures. 

· Is based on empirically validated research. 

· Enhances teacher's implementation of curricula and extends instructional strategies.
(Rogers, 1980; Kohn, 1993; Darling-Hammond & Ball, 1997; Loucks-Horsley, et al., 1998; Ball & Cohen, 1999; Guskey, 2000; Richardson & Placier, 2001; Cohen & Hill, 2001; Garet, et al., 2001; Supovitz, 2001; Sparks, 2002; Cohen, Raudenbush, & Ball, 2002; Guskey, 2003; Haberman, 2004; Rossi, Lipsey & Freemen, 2004; Wilson & Berne, 1999; Hiebert & Grouws, 2007).
