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Who We Are
The Regional Educational Laboratory (REL) Central at Marzano
Research serves the applied education research needs of  
Colorado, Kansas, Missouri, Nebraska, North Dakota, South 
Dakota, and Wyoming.
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An alliance united by goals to examine practices and policies that 
support educators throughout the educator pipeline.

Areas of Focus

Educator 
Preparation

Educator 
Evaluation

Educator 
Mobility

Teacher Retention, Mobility, and Attrition 
in Four States
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Meet Our Presenters

• Stephen Meyer and Emma Espel, REL Central

• Carolyn Haug, Director of Research and Impact, 
Colorado Department of Education

• Desiree Carver-Thomas, Researcher and Policy 
Analyst, Learning Policy Institute

• Facilitator: Mike Siebersma, REL Central
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Goals

• To convey the research on teacher mobility.

• To review the findings from the two REL Central 
reports and discuss how practitioners are using 
them to inform policy.

• To present state and local teacher retention 
initiatives and explain how they are aligned with 
research. 

5



RELCentral@marzanoresearch.com
COLORADO   KANSAS MISSOURI   NEBRASKA NORTH DAKOTA   SOUTH DAKOTA WYOMING

Teacher Workforce as a Priority

• Complete the poll:
• What level of priority do you place on teacher workforce 

issues?
1 = Very low priority

2 = Low priority

3 = Average priority among others

4 = High priority

5 = Very high priority
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Why This Study?

Stephen Meyer and Emma Espel
REL Central
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Prior Work in Research Alliances

Sep 2017
• Using Data to Understand Rural Teacher Retention, 

Mobility, and Attrition

Sep 2018
• Considerations for Using State Education Agency Data to 

Understand Teacher Retention, Mobility, and Attrition 

Oct 2018
• Using Data to Understand Administrator Retention, 

Mobility, and Attrition
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•
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Introduction to Concept and Terms
TEACHER RETENTION, MOBILITY, AND ATTRITION: UNDERSTANDING 
LANGUAGE

https://www.youtube.com/watch?v=uz-OAWi8JFo&feature=youtu.be

https://www.youtube.com/watch?v=uz-OAWi8JFo&feature=youtu.be
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Teacher Shortages

• Decreases in teacher preparation program 
enrollment.1

• Projections of increase in national teacher shortage.2

• Acute shortages in particular content areas, types of 
districts and schools, and geographic areas.3,4
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Teacher Mobility and Attrition
• Nationally, each year about 84 percent remain in the 

same schools, 8 percent move to a different school, 
and 8 percent leave teaching.5

• There is substantial variation across states and 
districts.6

• Teacher mobility and attrition are associated with 
negative consequences for schools and students:

• Student achievement.7,8

• Costs related to recruitment, hiring, and training.9,10
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Related Factors

• Factors related to retention, mobility and attrition 
include the following:

• Teacher demographics, qualifications, and experience.
• Characteristics of

• teacher preparation and induction;

• school organization and resources; and

• students and communities.

12



RELCentral@marzanoresearch.com
COLORADO   MISSOURI   NORTH DAKOTA   WYOMING

Overview of Study

Stephen Meyer and Emma Espel
REL Central
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Study Design

• Administrative data for all teachers from state 
education agencies.

• Based on primary teacher assignments to districts, 
schools, and positions.

• Characterization of retention, mobility, and attrition 
from 2015/16 to 2016/17.

• Multinomial logistic regression used to examine 
related factors.
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Report 1
Teacher Retention, Mobility, and Attrition in Colorado, 

Missouri, Nebraska, and South Dakota11
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Research Questions
1. What proportions of teachers 

• remained in a classroom teaching position in the same school 
(stayers);

• transferred to a classroom teaching position in a different school or 
district (movers); and 

• took a nonteaching position or left their state public school system 
(leavers)?

2. What proportion of stayers had the same grade-level assignment, and 
what proportion had a different grade-level assignment? 

3. What proportion of movers remained in the same district, and what 
proportion transferred to a different district? 

4. What proportion of leavers took a nonteaching position, and what 
proportion left their state public school system?
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Key Findings
• Stayers remaining in classroom teaching positions in 

the same schools – 82 percent.

• Movers moving to classroom teaching positions in 
different schools or districts – 8 percent.

• Leavers taking nonteaching positions or exiting the 
state public school system – 10 percent.

• The proportion of stayers was similar in rural 
schools (83 percent) and nonrural schools (82 
percent).
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• The proportions of stayers, movers, and leavers 
varied substantially across districts within states.
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Key Findings (cont.)

The combined proportion of movers and leavers between 2015/16 and 2016/17 
varied across districts in each state. 
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• Most stayers (98 percent) remained in the same 
grade-level assignments. 

• About half (51 percent) of movers transferred to 
schools in the same districts, and half (49 percent) 
transferred to schools in different districts. 

• Most leavers (96 percent) left the state public school 
system.
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Key Findings (cont.)
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Report 2 
Factors Related to Teacher Mobility and Attrition in 

Colorado, Missouri, and South Dakota12
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Research Question

• To what extent were characteristics of teachers, 
schools, and districts in Colorado, Missouri, and 
South Dakota related to the likelihood of teachers 
moving to a different school and taking a 
nonteaching position or leaving the state public 
school system altogether? 
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Key Findings

• Teachers who moved to different schools (movers) 
were more likely than those who stayed (stayers) to 
be special education teachers, to have been teaching 
in the same schools for fewer years, or to be 
younger. 

• Movers were more likely than stayers to be in 
schools with low accountability ratings or in schools 
that paid lower average teacher salaries. 
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• Teachers who left the state public school system or 
took nonteaching positions (leavers) were more 
likely than stayers to be older, to work less than half 
time, to have been teaching in the same districts for 
fewer years, or to earn lower salaries. 

• Leavers were more likely than stayers to be in 
schools that had low accountability ratings, paid 
lower average teacher salaries, or had higher 
proportions of racial/ ethnic minority students. 
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Co-Interpretation and 
Implications

Carolyn Haug
Colorado Department of Education (CDE)
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Report Insights and Findings Impacting Work in Colorado 

• Significant interest has been expressed by state, district, and advocacy 
groups in the Colorado-specific results and the multistate results of the 
research.

• Some of our perceptions were confirmed by the findings. For example, 
teachers in schools identified for improvement were more likely to not 
stay in those schools.

• However, some findings also caused us to reflect on and discuss other 
perceptions. For example, teachers in nonrural schools were more likely 
to move than were teachers in rural schools.  

• Comparative data with neighboring states is very valuable, both when 
the findings are similar and when they differ.
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Report Insights and Findings Impacting Work in Colorado (cont.)

• Many of the research questions that REL Central asked were replicated by 
CDE as they pertain to the population of new teachers prepared through 
Colorado routes to licensure. Specifically, we examined the proportions of 
teachers who continued to teach in the same schools, transferred to 
different schools or districts, took nonteaching positions in education, or 
left the state public school system, related to new teachers prepared in 
Colorado programs. 

• There is a strong interest in educator workforce patterns in rural and 
nonrural Colorado. To that end, Colorado conducts an annual school 
district survey focused on hiring educator positions.  
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Colorado Interpretation Event 

• REL Central hosted a findings interpretation event on November 1 to 
facilitate group discussion about how to leverage findings from the first 
report to inform policy, program, and practice decisions in Colorado.

• A broad array of stakeholders, including educator preparation program 
deans and executive directors, rural education advocacy groups, school 
district and school board associations, and multiple state department 
offices, were included. 

• A similar event will be held in early spring to facilitate stakeholder 
discussion of the second report and insights based on a synthesis of both 
reports.
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Research Questions Replicated by CDE for New Teachers Prepared  by 
Colorado Preparation Programs

• Colorado legislation requires annual public reports on input and outcomes 
measures for new teachers, including: 

• Enrollment and completion from preparation programs

• Employment

• Performance evaluation ratings

• Retention

• This is the outcome that we measured in largely the same way as REL Central did. 
However, we applied our analysis to a different population. The REL Central research 
examined this outcome for all teachers, and our own research asked it of newly 
prepared teachers completing a Colorado preparation program.

• The REL Central research provides an invaluable reference point for our own 
research.
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How Do Colorado School Districts Fill Open Educator Positions?

• Statewide mandatory district reporting of educator shortages began in 
2018/19. We are currently in our second cycle of collecting educator hiring 
data from across Colorado. 

• These data on how districts fill open positions allow CDE to identify specific 
educator shortage areas in Colorado and report specific information to the 
Colorado legislature to inform decisions regarding support for recruiting 
and retaining educators.

• The REL Central research helps us understand implications of the Colorado 
hiring survey and broaden our knowledge base.
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Colorado District Educator Hiring Data from 2018/19 School Year

Highlights from the state-level summary include:

• Almost 9,000 teaching and SSP positions needed to be hired for 2018/19, 
representing 14 percent of all teaching and 19 percent of all SSP positions in the 
state.

• Of the 7,773 total teaching positions to hire, 264 (3 percent) remained unfilled for 
the school year and 933 (12 percent) were filled through a shortage mechanism.*

Shortage mechanisms include long-term substitutes, emergency authorizations, retired educators brought 
back to the classroom, and alternative licensure candidates.

• Of the 1,177 total SSP positions to hire, 103 (9 percent) remained unfilled for the 
school year and 91 (8 percent) were filled through a shortage mechanism.*

• In core teaching subject areas, shortages of math, science, and special education 
teachers were evident statewide. Additionally, shortages of English teachers in 
small rural and early childhood teachers in nonrural areas were reported. There 
were significant shortage differences among types of districts, with small rural 
areas having a more difficult time filling positions and a higher percentage of 
positions going unfilled.

* 
33
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Example Policies and 
Programs

Desiree Carver-Thomas
Learning Policy Institute (LPI)
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Nation’s schools short at least 
100,000 qualified teachers.

35



What Matters in Recruiting and 
Retaining Teachers

1. Compensation

2. Preparation

3. Support for Novices

4. Teaching Conditions
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So, how can states 
address their teacher 
shortages without 
undermining teacher 
quality?
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Service Scholarships & Loan Forgiveness 
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Service Scholarships & Loan Forgiveness 

Nevada: Teach Nevada 
Scholarship: $24,000 
scholarship targeting 
high-need subjects & 
schools, 5-year service 
commitment, $1,000 
bonus to EPPs for on-
time candidate 
completion.

Nebraska: up to $15,000 
in loan forgiveness 
targeting shortage areas, 
at rate of $3,000/year 
beginning after candidate 
completes 2 years of full-
time teaching; repayment 
accelerated for teachers in 
rural or high-poverty 
schools.

Indiana: Next Generation 
Hoosier Educators Scholarship: 
$30,000 service scholarship, 5-
year service commitment.

North Carolina: scholarship 
for STEM/special education 
teachers, 8-year service 
commitment (or 4 years of at 
low-performing school.
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Highway-Retention Pathways into Teaching  
Teacher Residencies Other Grow-Your-Own Programs 
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Highway-Retention Pathways into Teaching  
Teacher Residencies Other Grow-Your-Own Programs 

California: Invested $45 million in 
2016-17 to revive Classified Staff 
Teacher Training Program, up to 
$20,000 per candidate. Also, 
invested $75 million in 2018 for 
Teacher Residency Grant 
Program for special education, 
STEM, and bilingual shortage 
areas.

Mississippi: “2 Plus 2” 
programs to expand teacher 
preparation to rural areas 
through partnerships between 
community colleges and 4-year 
IHEs.



Mentoring & Induction for Novice Teachers
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Mentoring & Induction for Novice Teachers

Iowa: locally-designed, 
state-funded induction 
for all 1st and 2nd year 
teachers, funded at 
$1,300 per novice 
teacher.

Delaware: 4-year, state-
funded induction for all 
beginning teachers; 
competitive grants to 
incentivize innovation in 
mentoring support.
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School Leadership



School Leadership

North Dakota: Using Title II, Part A 3% set 
aside to fund ND Leadership Academy and 
provide mentors for all 1st year principals.

Tennessee: Using Title II, Part A 
3% set aside to fund competitive 
grants for leadership residencies 
in high-need districts.

North Carolina: North 
Carolina Principal Fellows: 
$30,000 service scholarship 
for 2-year principal 
preparation, including year-
long paid residency; 4-year 
service commitment.
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Competitive Compensation
Overall Salary Increases High-Need Subjects and/or 

Locations
Financial Research for Teachers 
Expertise and Leadership

South Dakota: Half-cent 
sales tax in 2016 raised 
teacher salaries by an 
estimated $8,500 on average.

Idaho: Raising teacher 
salaries 17% over 5 years, 
beginning in 2015, including 
teacher career ladder with 
associated salary increases.

Oklahoma: 13.5% salary 
increase in 2018 (average of 
$6,100) funded through 
increased taxes on 
cigarettes, fuel, and lodging.

West Virginia: 
Passed a 5% salary 
increase in 2018.
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Competitive Compensation
Overall Salary Increases High-Need Subjects and/or 

Locations

Utah: 
$5,000 
bonuses for 
teachers who 
move to high-
poverty 
schools.

Colorado:
$2,800 bonuses for 

individuals who student 
teach and remain in 
rural schools.
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Competitive Compensation
Overall Salary Increases High-Need Subjects and/or 

Locations

Washington: ~$6,000 bonus for NBCTs, plus 
additional $5,000 if teaching at an under-resourced 
school.

Iowa: Teacher 
Leadership and 
Compensation 
Program offers 
stipends of $2,000, 
$5,000, and $10,000 
for teachers who have 
advanced on career 
continuum.

Over half of states offer 
stipends to teachers with 
National Board certification.

Arkansas: $10,000 for 5 
years for National Board 
Certified teachers (NBCTs) 
in high-poverty schools, 
$10,000 for 10 years for 
NBCTs at high-poverty 
schools in high-poverty 
districts.



Addressing Teacher Shortages: 
What States and Districts Can Do

Sign up for updates
bit.ly/LPIupdates

Download reports
Learningpolicyinstitute.org

Follow LPI on Twitter
@LPI_Learning

Contact Us
dcarverthomas@learningpolicyinstitute.org

https://learningpolicyinstitute.org/sites/default/files/product-files/CAWayEvent_20190221_PRESENTATION.pdf
https://learningpolicyinstitute.org/
https://twitter.com/LPI_Learning?ref_src=twsrc%5Egoogle%7Ctwcamp%5Eserp%7Ctwgr%5Eauthor
mailto:dcarverthomas@learningpolicyinstitute.org
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Key Question

• What might be some policy or program implications 
of the findings in the report for your context?
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Questions and Answers

• Submit questions through the chat box.
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Thank You
Please visit our website and follow us on Twitter

for information about our events, priorities, and research alliances,
and for access to our many free resources.

ies.ed.gov/ncee/edlabs/regions/central/index.asp
@RELCentral
or contact us at

RELCentral@marzanoresearch.com
This presentation was prepared under Contract ED-IES-17-C-0005 by Regional Educational Laboratory Central, administered by Marzano Research. 

The content does not necessarily reflect the views or policies of IES or the U.S. of Department of Education, nor does mention of trade names, 
commercial products, or organizations imply endorsement by the U.S.Government.
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