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Introduction

This document summarizes research on working conditions that influence teacher retention,
especially in rural settings. It compiles findings from various studies to support efforts aimed
at improving teacher working conditions and retention.

This review draws on the following sources for evidence and strategies:

e Peer-reviewed studies: Research articles from journals that provide empirical findings
on teacher retention, teacher working conditions, and rural education challenges.

¢ Government and educational reports: Publications from national, state, and regional
education organizations that offer insights into teacher retention trends, policy analysis,
and effective practices.

e Book chapters: Content that explores educational theories and research on teacher
retention, teacher working conditions, and rural education challenges.

e Practitioner guides and toolkits: Resources aimed at providing actionable strategies
for teachers and school leaders.

e Surveys and evaluations: Findings from surveys and evaluations that capture teacher
experiences, job satisfaction, and factors influencing their decisions to stay in or leave
the profession.

These sources provide a well-rounded evidence base, combining quantitative findings, qualitative
insights, and practical strategies.

How to use this resource

This resource is structured to provide district and school leaders with a clear understanding of different
factors affecting teacher retention. It outlines key findings from empirical studies and theoretical
frameworks on the relationship between each working conditions category and teacher retention.

Each working conditions category contains the following sections:

e Rural considerations: Unique factors and challenges in rural settings
that impact teacher retention.

e Strategies: Practical, evidence-based strategies for implementation.
Users can navigate this resource by topic and explore strategies tailored
to rural contexts to address specific challenges.
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Engaging with families and communities and teacher retention

When teachers feel a connection to families and the community, and when school or district leaders
provide opportunities for a meaningful teacher-community connection, teachers feel less isolated and
more satisfied with their jobs (Allensworth et al., 2009). Positive connections among teachers, families,
and the community are relevant factors for teacher retention (Barnett et al., 2021). It is documented
that when families are involved and supportive, and when there is trust between families and teachers,
teachers’ decisions to remain in their school are positively impacted (Allensworth et al., 2009).

Rural considerations

Characteristics of rural communities create unique challenges for teacher retention. Rural areas facing
economic hardships often lack opportunities for social engagement, community support, and social
services due to their geographic location. This includes limited access to childcare, school resources,
medical care, technology infrastructure, reliable internet, and other services (Kaden et al., 2016;

Seelig & McCabe, 2021). Teacher preparation programs often lack a focus on or exposure to rural settings
and the specific characteristics of local communities, which can leave teachers feeling disconnected,
isolated, and underprepared once they begin working in rural areas (Hill et al., 2013; Leech et al., 2022).
Simultaneously adjusting to geographically remote communities and a new teaching position can be
challenging, particularly for new teachers (Hayes et al., 2019). Additionally, the elevated social status

of the teaching profession in rural communities can make it challenging for teachers to integrate

into the community, socialize, and build relationships (Hayes et al., 2019). These challenges may hinder
teachers’ satisfaction and willingness to remain in rural schools.

Strategies

Create community opportunities

School and district leaders can intentionally design opportunities for teachers to build connections with
the community. These opportunities foster collaboration and mutual understanding (Ottinger, 2024).

Implement community-oriented teacher induction

School and district leaders can integrate a specific community orientation component into teacher
induction programs. The orientation should focus on developing knowledge and understanding of
the local culture, norms, expectations, and community roles (Hayes et al., 2019).

Develop place-based units of study

School leaders can encourage teachers and support them in developing curriculum units that use

local resources and actively address local issues. To effectively deliver these place-based units, teachers
should take the initiative to enhance their own understanding of the local context by developing
knowledge of the local culture, history, and community life and adapting evidence-based strategies to
specifically fit the unique characteristics of their community (Azano et al., 2020; Brenner et al., 2021;
Rearden & Bertling, 2019).
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Facilitate service-learning projects

School leaders can guide teachers to develop service-learning projects. These projects purposefully
connect teaching with the actual needs of the surrounding community (Ingman et al., 2022).

Facilitate community awareness activities

School leaders can engage teachers in community awareness activities, such as community walks.
These activities help teachers build stronger connections with local residents and better understand
the community they serve (Downey, 2021; English, 2023; Schulte, 2018).

Practice genuine family outreach

Teachers should actively reach out to families in authentic ways that demonstrate genuine interest,
trust, and respect. This proactive communication builds stronger, more positive relationships with
families (Hoover-Dempsey et al., 2005; Seelig & McCabe, 2021).

Engage in authentic family meetings

Teachers should intentionally meet with families to learn about their lived experiences, going beyond
the format of traditional family-teacher conferences to engage more authentically (Lopez, 2024; Seelig
& McCabe, 2021).

Instructional practices and support and teacher retention

Job satisfaction improves when teachers receive collective support to enhance their instructional
practices and align those practices with the initiatives required by schools and districts (Barnett et al.,
2021). Expectations to engage in new instructional initiatives are manageable if district and school
leaders connect initiatives coherently and demonstrate their value and potential for positive student
outcomes (Ulferts, 2016). Teachers who feel supported in their instructional practices are more
committed to the academic and social development of students and are more likely to remain in the
profession (Berry et al., 2021; Podolsky et al., 2019).

Rural considerations

The challenge of supporting teachers to improve their instructional practices is amplified in rural
schools (Showalter et al., 2017). Often, rural districts have a higher proportion of beginning teachers
who need additional support to implement practices aligned with instructional initiatives (Gagnon &
Mattingly, 2015). An added challenge is that teachers in rural schools are often assigned to more than
one content area and grade level due to limited staff (Biddle & Azano, 2016; Hammer et al., 2005), so
they need more time and support to plan and prepare instructional materials and lessons (Hayes et al.,
2019). In rural schools, there are often staff shortages (Garcia & Weiss, 2020) and limited professional
development opportunities (Peltola et al., 2017) that amplify these challenges and influence whether
teachers decide to stay in or leave the profession.
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Strategies

Expand access to mentors

District leaders can create a comprehensive list of potential mentors at the district or school level
to support teachers. School and district leaders should provide dedicated time, as well as a physical
location or digital platform, for these mentors to provide coaching and guidance to teachers (Hayes
et al., 2019).

Protect time for peer collaboration and observation

School leaders should carve out dedicated time for teachers to collaborate and plan instruction
together. They should also provide time for teachers to observe one another’s classrooms so they
can learn from peer modeling (Ulferts, 2016).

Develop localized teaching practices

District and school leaders should work to establish collective, localized teaching practices within
their schools. Fostering these shared, context-specific practices can help strengthen teachers’ sense
of connection and their instructional efficacy (Berry et al., 2021).

Leverage regional professional development

School leaders and teachers should actively seek out and leverage local opportunities for professional
development, which is especially critical for beginning teachers. This includes tapping into
opportunities offered by rural school associations, boards of cooperative educational services,
cooperative educational services agencies, or other state-supported regional education offices

(Hayes et al., 2019).

Join subject-specific professional networks

Teachers should enroll in external support networks and professional organizations, such as the
National Council of Teachers of Mathematics. Participating in these wider networks helps reduce
isolation and foster ongoing growth and development (Hayes et al., 2019).

Managing student conduct and teacher retention

Challenges related to student conduct are one of several reasons teachers may leave the profession
(Barnett et al., 2021). Teachers and school leaders may not share an understanding of school rules,
resulting in inconsistent responses to student misbehavior that make it difficult to manage student
conduct (Barnett et al., 2021; Boyd et al., 2011). This inconsistency can lead to teacher frustration,
particularly when school leaders do not provide support to mitigate these frustrations (Tickle et al.,
2011). When teachers feel they are not able to manage behavior effectively, job satisfaction decreases
(Haynes, 2023), negatively affecting teachers’ decisions to stay (Teven, 2007).
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Rural considerations

Teachers in rural schools who decide to leave their jobs often cite dissatisfaction associated with
student behavior (Ingersoll & Tran, 2023). Rural teachers frequently handle multiple subjects and grade
levels, increasing their workload and limiting the time they can dedicate to classroom management
(Biddle & Azano, 2016). This creates challenges in consistently addressing student behavior effectively
(Hammer et al., 2005). In addition, teachers in rural schools often face limited access to professional
development opportunities, including professional development on behavior management strategies
(Hammer et al., 2005). This lack of professional development may result in teachers feeling less
effective and less confident to manage student behavior (Haynes, 2023). Moreover, in recent years,
schools in general have witnessed increases student behavior such as bullying, threats of physical
attacks, or fights between students (Center for Public Education, 2023). This challenge is amplified

in rural schools, where federal funds were less likely to be used for social-emotional programs

or mental health services due to rural schools’ need to invest in academic programs, curriculum
materials, and other pressing student achievement efforts (Jordan & DiMarco, 2022).

Strategies

Enforce consistent conduct policies

District and school leaders should provide a safe environment by establishing fair and consistent student
conduct policies that are enforced uniformly by all teachers and administrators (Barnett et al., 2021).

Implement positive behavioral interventions and supports

District and school leaders should enable the use of positive behavioral interventions and supports, or
PBIS, as a comprehensive schoolwide approach to manage behavior proactively (Fitzgerald et al., 2014).

Prioritize mental health support

District and school leaders should normalize the need for mental health support and provide
accessible mental health care for both students and teachers (Frankland, 2021; Hughes et al., 2023).

Provide classroom management professional development

District and school leaders should engage teachers in professional development focused on effective
classroom management strategies and how to build positive relationships with students (Haynes, 2023).

Integrate behavior management into mentor support

District and school leaders should support teachers through structured mentoring that explicitly
includes modeling and observation of effective behavior management systems (Hayes et al., 2019).

Understand students’ backgrounds

Teachers should take the time to learn about their students’ experiences, contexts, and local
communities. This deeper understanding helps build positive relationships and gives teachers
insight into the specific challenges their students face (Azano et al., 2020).
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Professional development and teacher retention

High-quality professional development plays a critical role in enhancing teachers’ job satisfaction and
retention (Barnett et al., 2021; Torres, 2014). When teachers participate in meaningful professional
development, it can lead to greater commitment to their roles and an increased likelihood of staying
in the profession (Borman & Dowling, 2008). For professional development to be most effective,

it should be engaging, focused on student learning, aligned with teachers’ goals and standards, and
aimed at increasing content knowledge (Bozeman et al., 2013).

Rural considerations

There are unique challenges for rural teachers regarding access to professional development
opportunities that negatively affect retention (Ingersoll & Tran, 2023). Often, teachers travel long
distances to access professional development sessions, pay for professional development themselves
due to funding disparities, and struggle to find a substitute teacher for their classroom (Hansen-Thomas
et al., 2016; Inouye et al., 2023; Running Bear et al., 2021). Professional development for rural teachers
often fails to align with their unique contexts, leading to gaps in relevance and applicability (Best &
Cohen, 2014). Many professional development programs are designed with urban or suburban settings
in mind, neglecting the distinct context, geographic, and resource-related challenges rural teachers
face (Dixon, 2012). This disconnect suggests a need for more context-specific professional development
models to effectively support rural teachers’ professional growth and instructional practices.

Building connections with other teachers through professional development is especially important
for rural teachers, who often feel isolated because of their remote locations or because they are

the only ones teaching a particular subject (Inouye et al., 2023). The various challenges rural teachers
encounter around professional development affect job satisfaction and decisions to stay or leave.

Online professional development can address some challenges specific to rural contexts. Benefits
include reduced travel time, flexibility for teachers, personalized guidance, and access to resources
(Rivera et al., 2023). When rural teachers have agency over their own learning through collaboration
and flexibility during professional development, they are likely to feel empowered and experience
reduced feelings of isolation (Gaumer Erickson et al., 2012; Inouye et al., 2023).

Strategies

Offer practical, context-specific training

District and school leaders should provide professional development that is practical, specialized,
comprehensive, solution-centered, and specifically based on rural life (Barnett & Huang, 2024; Rivera
et al., 2023).

Use online professional development

District and school leaders should offer online professional development formats to allow for more
frequent collaboration and coaching opportunities across the district and outside the district (Rivera et
al., 2023).
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Provide asynchronous digital resources

District and school leaders should use online platforms to share resources, allowing teachers the
flexibility to access them at any time (Rivera et al., 2023).

Establish relevant mentors through university partnerships

District and school leaders should make every effort to match new teachers with a mentor in their
specific subject area, teaching role, or grade level. If a direct local match is unavailable, leaders must
find creative alternative ways to ensure support, such as establishing partnerships with universities
to expand and strengthen their pool of available mentors (Barnett & Huang, 2024; Hayes et al., 2019).

Expand offerings through university partnerships

District leaders should establish and leverage university partnerships to expand the scope and
availability of professional development offerings for their teachers (Barnett & Huang, 2024).

Leverage local teacher expertise

School leaders should encourage teachers to draw on the expertise of local teachers. School leaders
can position these teachers as experts by involving them in collaborative professional development
to foster local expertise (Inouye et al., 2023).

School facilities and resources and teacher retention

School and district leaders can positively influence teachers’ decisions to remain in their current
positions by ensuring that teachers have necessary resources and comfortable, safe school facilities
(Leech et al., 2022; Ulferts, 2016). Instructional materials, supplies, workspace, and instructional
technology are some of the resources that support learning and are valuable to teachers (Allensworth
et al., 2009; Boyd et al., 2011; Bozeman et al., 2013). When schools and districts consistently provide
these essential resources, teachers are more likely to feel effective in their roles and committed to their
schools (Leech et al., 2022).

Rural considerations

Resource gaps in some rural districts and schools can create unique challenges for teachers
(Allensworth et al., 2009; Podolsky et al., 2019). Geographic isolation and smaller school budgets in
rural areas often result in fewer resources for teachers, such as instructional materials, technology,
and classroom supplies (Hammer et al., 2005; Seelig & McCabe, 2021). The physical conditions

of rural schools, including outdated facilities and a lack of modern technology, can further exacerbate
challenges related to resource access. These infrastructure limitations directly impact teachers’

ability to deliver quality education and influence their decisions to stay in or leave the profession
(Hammer et al., 2005; Seelig & McCabe, 2021).
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Strategies

Engage in cooperative purchasing and shared services

District leaders should partner with regional educational service agencies or boards of cooperative
educational services to bulk purchase instructional materials, technology, hardware, and everyday
supplies. This shared services approach helps rural districts achieve economies of scale and significantly
reduce infrastructure-related expenditures (Rasmussen & Tate, 2020).

Upgrade physical facilities through targeted grants

District leaders should pursue specialized infrastructure funding to plan and upgrade outdated

school facilities (U.S. Department of Education, 2024). Ensuring that the physical learning environment
is safe, healthy, and sustainable is a critical component of improving working conditions and retaining
teachers.

Conduct infrastructure audits to secure reliable access

Before rolling out new technology or digital curricula, school leaders must conduct infrastructure
audits to ensure they have stable electricity, up-to-date devices, and reliable internet connectivity
(Sepadi et al., 2025). Leaders can apply for targeted funding, such as U.S. Department of Agriculture
Distance Learning and Telemedicine grants, to acquire the necessary telecommunications equipment
and bridge the digital divide (U.S. Department of Agriculture, n.d.).

Leverage shared distance learning technology

District leaders should coordinate with regional service units to build shared virtual networks and
distance learning infrastructure. This allows schools to share expensive technology, such as virtual
reality equipment and advanced blended learning platforms, giving students access to high-level
resources without requiring the district to purchase everything independently (Rasmussen & Tate, 2020).

Provide complete instructional kits for specialized subjects

To support teachers in resource-heavy subjects such as STEM, district leaders and professional learning
coordinators should identify and ship complete kits of required materials and supplies directly to
remote or isolated teachers (Thiele & Bogdon, 2022). This ensures teachers have what they need to
conduct hands-on activities and can be paired with digital collaboration tools, such as Padlet, to serve
as shared digital notebooks across locations.

Share equipment for career and technical education

District leaders should form regional collaboratives to share the costs of expensive course equipment,
specialized materials, and facilities for career-connected learning (Colorado Education Initiative

et al., 2023). By pooling resources and applying for competitive state grants together, multiple rural
school districts can offer advanced career pathways to their students without bearing the full
financial burden locally.
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School leadership and teacher retention

Principals play a crucial role in teacher retention by shaping the overall school environment (Grissom
et al., 2021). When they establish a positive, professional climate built on trust, mutual respect,

and a strong culture of learning, teachers tend to experience greater job satisfaction (Olsen & Huang,
2019). Supportive principals boost teacher morale and foster commitment to the school and

district by providing recognition and a positive atmosphere (Grissom et al., 2021; Olsen & Huang, 2019).

Rural considerations

Applying these leadership practices in rural settings presents distinct challenges, as rural
administrators must cultivate this positive environment while navigating severe resource scarcity,
lower salaries, and limited staffing (Fregoso, 2024; National Association of State Boards of
Education [NASBE], 2016). Because rural schools operate with fewer personnel, principals frequently
play several roles and juggle multiple responsibilities, sometimes simultaneously serving as the
superintendent, principal, counselor, classroom teacher, and even bus driver (Barbosa & Coneway,
2023; Canales et al., 2008; NASBE, 2016). This heavy administrative burden and role ambiguity
often force rural leaders to focus on daily building management rather than instructional leadership,
limiting the time and capacity they have to dedicate to critical teacher retention efforts such

as formal mentoring and collaborative support (Canales et al., 2008; NASBE, 2016). Furthermore,
rural principals must actively combat the profound geographic and professional isolation that

their teachers face (Blanchet & Bakkegard, 2018; Fregoso, 2024).

Because new teachers in rural areas often lack a built-in network of same-subject peers, rural principals
may need to work more intentionally than their urban counterparts to proactively build authentic
personal relationships and facilitate community integration to ensure their staff feel a sense of
connection (Blanchet & Bakkegard, 2018; Frahm & Cianca, 2021). Ultimately, rural school leaders

are tasked with the complex job of creating a highly supportive, relationship-driven culture while
contending with systemic disadvantages and their own professional isolation (Partin & Hayes, 2024;
Stewart & Matthews, 2016).

Strategies

Implement proactive check-ins and relationship building

School leaders should make themselves visible in hallways and classrooms. They should also create
purposeful, informal opportunities to ask new teachers about their families, personal interests, and
well-being to build authentic connections to the school culture (Frahm & Cianca, 2021).

Use specific methods of affirmation

School leaders should intentionally validate the efforts of teachers by using targeted, personal
communication, such as well-placed handwritten notes, direct emails, and phone calls regarding
positive observations (Frahm & Cianca, 2021).
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Provide opportunities for teacher leadership and ownership

School leaders should immediately involve new teachers in collective school endeavors such
as asking them to serve on committees or support the delivery of professional development
(Frahm & Cianca, 2021).

Engage in instructionally focused interactions

In addition to standard evaluation, school leaders should regularly observe classrooms and provide
structured, actionable feedback and individualized instructional coaching (Grissom et al., 2021).

Participate in formalized networked learning communities

District leaders should enroll rural principals in facilitated networked learning communities or
cohorts where they can regularly convene with other rural leaders facing similar challenges (Partin

& Hayes, 2024). Districts should pair these networks with trained leadership coaches who collaborate
one-on-one with the principal to set actionable, context-specific instructional leadership goals.

Teacher leadership and retention

Providing teachers with leadership opportunities, such as involvement in decisionmaking and
recognition as educational experts, can boost teacher job satisfaction and retention (Podolsky et al.,
2019). Teachers value support that helps them meet high standards and affirms their capability

to assume school leadership roles (Berry et al., 2021). Teachers feel empowered and appreciate when
they are given the time and opportunity to participate in activities such as mentoring, coaching peers,
developing new teaching models, spearheading community initiatives, and revising school programs
(Barnett et al., 2021).

Rural considerations

Teachers in rural schools often treat each other as professional family to counterbalance the difficulties
of isolation in rural areas (Gallo, 2020). Within this context, fitting in, feeling valued, and having
opportunities to excel and lead as professionals are important factors for rural teacher satisfaction
(Seelig & McCabe, 2021). To keep teachers invested and motivated in their careers, it is imperative

to provide opportunities for advancement and growth as professionals (Hayes et al., 2019). When rural
teachers take on increased job responsibilities in areas of interest and expertise, they tend to stay

in the profession (Lazarev et al., 2017). Additionally, empowering rural teachers to solve problems,
evaluate, and build and improve instructional structures through leadership roles can enhance

their self-efficacy, job satisfaction, and capacity (Katz & Shahar, 2015; Seelig & McCabe, 2021). Some
challenges of teaching in rural settings can be reduced when teachers feel valued, empowered,

and positioned as leaders.
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Strategies

Implement distributed leadership and shared decisionmaking

School leaders should distribute leadership by actively involving teachers in solving schoolwide
problems and building instructional structures (Katz & Shahar, 2015; Seelig & McCabe, 2021). This
includes placing teachers on interviewing and hiring committees so they can evaluate candidates
and help decide who is a good fit for their tight-knit professional family (Gallo, 2020; Seelig &
McCabe, 2021). District and school leaders should create clear avenues to hear and incorporate
teachers’ insights on policies, ensuring teachers feel their expertise is highly valued and that they
are making a tangible difference in their community (Seelig & McCabe, 2021).

Create customized, classroom-embedded career ladders

School leaders should develop career ladders, or ask teachers to propose specialized roles, which
allow experienced teachers to blend regular teaching duties with part-time leadership roles (Hayes et
al., 2019; Lazarev et al., 2017). These roles can match both teachers’ personal areas of interest and

the school’s specific capacity needs, such as serving as a technology support contact, content specialist,
resource specialist, data coach, or professional learning community facilitator. Developing these roles
can keep teachers invested and provide pathways for advancement without removing them completely
from the classroom.

Empower and compensate teachers as mentors and coaches

School leaders should elevate veteran teachers into formal mentoring and coaching roles for novice
teachers (Barnett et al., 2021; Gallo, 2020). By providing dedicated training, protected time, and
appropriate compensation for these mentorship responsibilities, leaders allow experienced teachers
to excel as professionals while fostering the collaborative atmosphere necessary for supporting and
retaining new staff (Gallo, 2020; Hayes et al., 2019; Seelig & McCabe, 2021).

Tie leadership roles to targeted professional development and compensation

District leaders should directly connect leadership opportunities to targeted professional development,
advanced training, and increased compensation (Hayes et al., 2019; Lazarev et al., 2017). By
incentivizing teachers to pursue advanced education, such as micro-credentials, reading specialist
certifications, or administrative programs, districts ensure that increased job responsibilities are
appropriately supported and financially compensated, which increases the likelihood that rural
teachers will stay in the profession (Hayes et al., 2019; Lazarev et al., 2017; Seelig & McCabe, 2021).

Use of time and teacher retention

Having enough time for planning, collaborating with coworkers, and developing instructional materials
is an important factor that affects teachers’ decisions to stay (Allensworth et al., 2009; Barnett et al.,
2021). Teachers feel valued when their time is protected in ways that allow them not only to teach but
to observe and learn from other teachers to improve their own practices (Bozeman et al., 2013; Ulferts,
2016). When teachers take on responsibilities in addition to their regular teaching assignments, such

as serving as lunch monitors, managing crosswalk duty, or overseeing extracurricular activities, the job
can become more demanding, especially for new teachers still adjusting to the profession’s core
demands (Hayes et al., 2019).
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Rural considerations

Staffing difficulties in rural schools can create added challenges to teachers’ use of time (Biddle &
Azano, 2016). While staffing difficulties vary depending on location and teaching assignments, they
tend to lead to added teacher responsibilities that go beyond planning and teaching (Seelig &
McCabe, 2021). In addition, to make up for staffing shortages, rural teachers often teach classes in
multiple subject areas (Hammer et al., 2005). Managing the workload of teaching multiple classes
and content areas can be very challenging for experienced teachers but even more so for new
teachers (Hayes et al., 2019). Rural teachers also lack time for activities that are shown to improve
job satisfaction, such as authentic collaboration, development of instructional materials, and
observations in other classrooms (Barnett et al., 2021).

Strategies

Implement a four-day school week

District leaders can transition to a four-day school week for students while maintaining required
contact hours. The fifth day can be strategically used to give teachers protected, uninterrupted time
for instructional planning, grading, and material development, while also affording them personal
time to schedule appointments. This structure can help restore teacher work-life balance and serve
as a powerful recruitment and retention tool (Hollingworth & An, 2025).

Limit new teachers’ responsibilities outside of teaching

School leaders should intentionally protect the time of novice teachers by exempting them from
responsibilities outside of teaching, such as lunch monitoring, crosswalk duty, or coaching
extracurricular activities (Grissom et al., 2021; Hammer et al., 2005). Limiting these duties allows
new teachers to focus their limited time entirely on the core demands of instruction and adjusting
to the profession.

Streamline planning through vertical content alignment

To help rural teachers who must juggle multiple grade levels and subjects, administrators and
instructional specialists should help teachers vertically align their course curricula. By arranging

the curriculum so that multiple grade levels study similar topics and use shared lab or classroom
materials simultaneously, teachers can reduce their day-to-day preparation time (Hayes et al., 2019).

Pool regional planning and curricular resources

District leaders should collaborate with regional service centers or neighboring rural districts to pool
curricular supports and lesson plans specifically designed for teachers managing multiple preparations.
Sharing these resources across a network reduces the individual time burden on rural teachers

who would otherwise have to develop all instructional materials from scratch (Hayes et al., 2019).
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Leverage virtual learning networks to reduce multiple preparation demands

Rather than requiring one local teacher to prepare for and teach several subjects and grade levels
(which substantially increases their workload), rural districts can form virtual networks to share
specialized teachers and coursework across districts (Rasmussen & Tate, 2020). Teachers can use these
virtual networks to establish cross-district professional learning communities where they co-develop
lesson plans, share materials, and even co-teach (Rasmussen & Tate, 2020; Thiele & Bogdon, 2022).
This collaborative approach expands student learning opportunities while directly reducing the daily
preparation time burden on local staff, ensuring that isolated rural teachers are not preparing for every
specialized subject alone (Rasmussen & Tate, 2020; Thiele & Bogdon, 2022).
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