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Abstract

Schools across the nation are losing early-career teachers. The following
quantitative study was designed to investigate differences in secondary early-career
teacher perceptions of principal leadership behaviors between those who are remaining in
the classroom and those who are leaving at the end of the 2022-2023 school year. The
study involved the use of a rubric created by the Missouri Department of Elementary and
Secondary Education (DESE) in 2018. Five research questions were investigated from
leadership characteristics that included visionary, instructional, managerial, relational,
and innovative leadership. Of these five leadership characteristics, 32 behaviors were
identified from the Professional Standards for Educational Leadership. Results of the
hypothesis testing indicated no statistically significant difference in secondary early-
career teacher perceptions of principal leadership behaviors between those who are
remaining in the classroom and those who are leaving. Also, results of the additional
analysis indicated that overall secondary early-career teachers in the ABC School District
agree or strongly agree that their building principal exhibited leadership behaviors with
all but two behaviors in which they neither agreed or disagreed. The researcher
recommends that building and district leadership continue to support best practices and
locate areas for growth to improve secondary early-career teacher retention. Furthermore,
building principals should continue to create opportunities to provide instructional
feedback to early-career teachers also while seeking their own methods for improvement.
Overall, these results can further add to the existing research on secondary early-career

teacher retention.
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Chapter 1
Introduction

Classroom teachers are at the forefront of providing students with an equitable
and challenging curriculum. Effective classroom instruction is essential to help increase
student learning. In addition to their classroom responsibilities, teachers are asked to
serve as sponsors for clubs and activities, coaches for athletic teams, and mentors for
students. While juggling these many different responsibilities, teachers help prepare
students to transition to a 21st-century workplace. School districts are responsible for
recruiting, retaining, and increasing the quality of their teachers. However, keeping
highly-qualified staff can be influenced by a number of different factors.

Schools across the nation face the challenge of retaining classroom teachers.
Nationally, there has been a steady decrease in teacher retention rates and particularly,
beginning teachers have the highest rates of turnover (Ingersoll et al., 2021). Of all the
teachers leaving the profession, early-career teacher turnover is a critical issue (Kim,
2019). In a 2015 study of the 2007-2008 National Beginning Teacher Longitudinal
Survey, Gray and Taie found that after the first year of teaching, 10% of early-career
teachers leave the profession, and after teaching 4 years, 26.9% switch schools or leave
the profession entirely. Also, Ingersoll et al. (2022) analysis of the Schools and Staffing
Survey and a National Teacher Principal Survey between 1987-2018 found that 44% of
new teachers leave the profession altogether within five years. Additionally, during the
2012-2013 school year, 16% of teachers moved to a different school or left the profession
altogether (National Center for Education Statistics, 2015). In a 2022 survey of over

1,800 teachers, school leaders, and school mental health professionals, Bryant et al.



(2023) found that one-third of participants plan to leave their role by the end of the school
year. More specifically, among younger teachers surveyed between the ages of 25-34,
38% stated they were planning on leaving (Bryant et al., 2023). School districts are
tasked with training and keeping effective talent, but it comes with a cost. These costs are
not only a human capital problem but also a financial problem. Teacher turnover rates
cost districts over $7.3 billion collectively each year (National Commission on Teaching
and America's Future, 2007). Turnover costs can vary for each district, but may include
separation from the district, recruitment, hiring, hiring incentives, new hire inductions,
and professional development (Learning Policy Institute, 2017; Watlington et al., 2010).
The burden of these costs falls on the school district, the administration, the school
culture, and unintentionally impacts student performance in the classroom (Watlington et
al., 2010). School districts must focus on initiating and investing in programs that will
help mitigate teacher attrition. Recent studies have shown that one area that can help
increase teacher retention, especially for early-career teachers, involves principal
leadership.
Background

Teachers leaving the occupation has increased in recent years (Ingersoll et al.,
2021). Because of this lack of retention, school districts are left to find solutions to recruit
and retain high-level talent for the classroom. When teachers leave the classroom, schools
are faced with allocating resources to recruit and onboard new candidates. These
vacancies leave schools with a financial burden, instead of allocating those resources to
other areas. Instead of focusing on finding solutions to recruit new talent, schools should

look inward at principal leadership. Principal leadership is the effective administration of



all aspects of schooling. Effective principal leadership increases teacher support, which
can lead to an increase in all teacher retention (Brown & Wynn, 2009; Olsen & Huang,
2018). However, there is a lack of research on how principal leadership characteristics

directly impact early-career teacher retention compared to other career teachers.

This study was conducted in the ABC School District during the 2022-2023
school year. The ABC School District is a suburban school district of Kansas City,
Missouri. This district includes 19 elementary schools, four middle schools, three high
schools, one secondary alternative school, and one technology academy. According to
DESE (2022), enrollment in the Fall of 2022 was 17,541 students. At the time of this
study, 12.7% of students qualified for free and reduced lunch and have an 86.8%
attendance rate. On average, teachers in this district had 16.2 years of experience and
made an average salary of $64,350. Overall, 82.1% of the staff had completed advanced
degrees (DESE, 2022b).

In 2014, DESE created a framework for school districts to develop and support
effective school leadership (DESE, n.d.). Key stakeholders from the Missouri Leadership
Development System (MLDS) identified five domains essential to a principal’s effective
leadership of a school (DESE, 2020). The five domains that were created by this group
included visionary, instructional, managerial, relational, and innovative leadership
(DESE, 2018). These five domains were then divided into leadership competencies
associated with standards from the Professional Standards for Educational Leadership
(DESE, 2020). The group identified 32 competencies across the five leadership domains.
However, for this study, the researcher referred to these domains as characteristics and

the competencies as behaviors. In this study, the five leadership characteristics and 32



behaviors were used to help identify differences in secondary early-career teacher
perceptions of principals’ leadership behaviors between those who were remaining in the
classroom and those who were leaving at the end of the 2022-2023 school year.
Statement of the Problem

Early-career teachers have been leaving the profession at an alarming rate,
causing a financial and instructional strain on school districts (Olsen & Huang, 2019;
Learning Policy Institute, 2017 Watlington et al. 2010). Wynn et al. (2007) found that
principals can have a great influence on beginning teachers and ultimately their decisions
to stay in the classroom or leave. According to the Learning Policy Institute (2017), urban
districts spend upwards of $20,000 on new hires which can be related to onboarding,
recruitment, or separations from the district. These costs continue to put a financial strain
on school districts, especially the most vulnerable populations such as schools in high-
poverty areas, rural areas, and those with high populations of minority students.

However, this spending can be avoided with an overall investment by districts in
areas such as teaching support initiatives to help increase retention. Olsen and Huang
(2018) found that, on average, teachers who have a more positive perception of their
school’s climate normally have higher job satisfaction. Additionally, Boyd et al. (2011)
found that working conditions and overall administrative support can influence retention.
The results of both studies support the need for additional research to investigate specific
leadership characteristics of building administration and the relationship it has on early-
career teacher retention. Kim (2019) highlighted the lack of research on how different

aspects of building leadership affect early-career teacher retention. More research is



necessary to understand principal leadership characteristics that impact early-career
teacher retention.
Purpose of the Study

The purpose of this quantitative study was to evaluate secondary early-career
teachers’ perceptions of principal leadership behaviors and whether those behaviors
affect decisions to remain in the classroom or leave the classroom in the ABC School
District. For this study, secondary early-career teachers are those who have between 1-5
years of experience in the classroom. These teachers can also be considered novices in
the profession as other sources refer to them as beginning teachers. The five leadership
domains were derived from the DESE principal evaluation assessment. The five
leadership domains include visionary, instructional, managerial, relational, and
innovative leadership. Of these five leadership domains, DESE (2018) divided each one
into different leadership competencies, but for this study, the researcher referred to the
domains as characteristics and the competencies as behaviors. Central office staff may
use this rubric in the evaluation of building administration alongside the Missouri
Leadership Development System (DESE, 2020).
Significance of the Study

As teacher retention rates continue to decline across the nation, school districts
are faced with challenges on how to effectively recruit and retain teachers. The results
from this study will add to the research associated with the principal leadership behaviors
that have the most significant impact on increasing secondary early-career teacher
retention rates. As state educational agencies, school district leadership, and building

administration grapple with this problem, these findings will add to the growing research



of practices and methods that can help increase early-career teacher retention.
Policymakers at the federal, state, and local levels can use these findings for best practice
to increase early-career teacher retention. School district leadership can incorporate the
findings from this study to new hire induction, onboarding, and ongoing professional
development to support secondary early-career teachers.
Delimitations

According to Lunenburg and Irby (2008), delimitations are boundaries that are set
to fulfill the purpose of the study. The following are delimitations in the study.
e Surveys were administered to secondary early-career teachers in the ABC school
district who had served 1-5 years in the profession as of March 2023. Secondary
early-career teachers who have been in the profession between 1-5 years were
identified through the district Human Resources department and sent an
anonymous survey for their responses.
e This study included respondents who were currently teaching in secondary
schools and employed by the ABC School District for the 2022-2023 school year.
This study did not include teachers who had resigned prior to the study being
conducted.
Assumptions

“Assumptions are postulates, premises, and propositions that are accepted as
operational for purposes of the research. Assumptions include the nature, analysis, and
interpretation for the data” (Lunenburg & Irby, 2008, p. 135).

e Survey questions were understood and completed with honesty.



e The interpretations of the data were an accurate description of the perceptions of
the participants.

Research Questions

According to Creswell and Creswell (2018), quantitative research questions help
to compare different variables of a study and are commonly used in survey research. The
following research questions guided this study of secondary early-career perceptions
towards principal leadership. The following questions provided the foundation of this
study and the organization of the analysis of data.

RQ1

To what extent do secondary early-career teachers’ perceptions of principal
visionary leadership affect their decision to remain in the classroom or to leave the
classroom?

RQ2

To what extent do secondary early-career teachers’ perceptions of principal
instructional leadership affect their decision to remain in the classroom or to leave the
classroom?

RQ3

To what extent do secondary early-career teachers’ perceptions of principal

managerial leadership affect their decision to remain in the classroom or to leave the

classroom?



RQ4

To what extent do secondary early-career teachers’ perceptions of principal
relational leadership affect their decision to remain in the classroom or to leave the
classroom?
RQ5

To what extent are secondary early-career teachers’ perceptions of principal
innovative leadership affect their decision to remain in the classroom or to leave the
classroom?
Definition of Terms

“The purpose of the definition of terms is provide an identification of terms in
order for one to understand the purpose of the research project” (Creswell & Creswell,
2018, p. 40). In order to understand the purpose of this research study, the following
terms have been identified and defined with common language with how it is used in the
study.
Early-Career Teachers

According to Kim (2019), early-career teachers are those who have between 1-5
years of teaching experience.

Visionary Leadership
“The principal as a visionary leader helps to develop and implement a vision for

the school to guide the learning of all students” (DESE, 2018, p. 1).



Innovative Leadership

“The principal as the innovative leader continues professional growth, actively
engages in reflective practice and applies new knowledge and understanding to drive
appropriate change” (DESE, 2018, p. 10).
Instructional Leadership

“The principal as the instructional leader ensures a guaranteed and viable
curriculum, guarantees effective instructional practice, coordinates the use of effective
assessments and promotes professional learning” (DESE, 2018, p. 2).
Managerial Leadership

“The principal as a managerial leader implements operational systems, oversees
personnel and ensures the equitable and strategic use of resources” (DESE, 2018, p. 4).

Probationary Teacher

A probationary teacher is a teacher who has been employed in the same district
for less than five consecutive years and has not yet obtained tenure (MNEA, 2012). All
participants in this study are considered probationary teachers and are currently on one-
year contracts.

Relational Leadership
“The principal a relational leader interacts professionally with students, staff,

family, and the community” (DESE, 2018, p. 7).
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Secondary Teachers

Secondary teachers are referred to as those who have a current employment
contract and are teaching students between grades 6-12 (University of the People, 2023).
This study included teachers that teach in the middle and high school buildings. In the
ABC School District, middle schools consist of grades 6-8 and high school consist of
grades 9-12.

Teacher Retention

According to Meyer et al. (2019), teacher retention refers to those teachers who will
plan to stay in the same position for the next school year.
Tenure

According to Barker (2018), tenure is an indefinite contract of employment by a
teacher unless of a death, resignation, retirement, or evidence of procedures in the Tenure
Act. Tenured teachers have continuous employment from the school district (MNEA,
2012).
Organization of the Study

This quantitative study is organized into five chapters. Chapter 1 included the
background information, statement of the problem, purpose of this study, the significance
of the study, delimitations, assumptions, the five research questions and a definition of
key terms. Next, Chapter 2 includes a review of relative literature for this study such as
different leadership characteristics, recent trends in educator employment, research
related to early-career teachers in the classroom, and impact of teacher working
conditions as predictors of retention. Chapter 3 includes the methods of this study.

Chapter 3 is divided into the research design, selection of participants, measurement, data
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collection, data analysis and hypothesis testing, and the limitations of the study. Chapter
4 contains the results of the research findings which included descriptive statistics and
hypothesis testing. Finally, Chapter 5 consists of the interpretation and recommendations
of the study. Chapter 5 includes the study summary, findings related to the literature,
implications for action, further recommendations for research and the researcher’s

concluding remarks.
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Chapter 2
Review of the Literature

This chapter includes a review of literature and research on topics related to
principal leadership, teacher retention, and early-career teachers. This chapter includes a
survey of research related to the five research questions addressed in this study. Next, this
chapter includes recent trends in educator employment, a study from Kansas, reports
from DESE on teacher shortages, and the impact of building principal leadership on
retention. Finally, this chapter concludes with literature on early-career teachers and
teacher working conditions as predictors of retention.

Building principals are responsible for establishing a safe and effective learning
environment for all students. Building principals exhibit many different leadership
characteristics while leading the daily operations of a school building. However, not all
leadership characteristics impact teacher satisfaction, effective instruction, or teacher
retention. Historical research has seen the influence of principal leadership be attributed
to school related factors such as resources, opportunities, student backgrounds,
community types, organizational structures, school cultures, teacher experiences, fiscal
resources, school size, and even outside bureaucratic factors (Hallinger & Heck, 1996).
Recently, there has been a transition in research from factors impacting principal
leadership to how principal leadership may impact these school related factors. In a study
conducted in New York on the influence school administration has on teacher retention
decisions, Boyd et al. (2011) found that overall, teachers' perceptions of school

administrators have the greatest influence on teacher retention decisions. However, Kim
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(2019) stated that there needs to be more research to show how different aspects of
principal leadership can affect different types of early-career teacher retention.

In a meta-analysis of over 5,000 studies spanning from the 1970s to 2003, Waters
et al. (2003) found a substantial relationship between building principal leadership and
student achievement. The results of their study provided evidence that specific leadership
responsibilities that had the highest impact on student learning are situational awareness,
intellectual stimulation, input, change agents, and building culture (Waters et al., 2003).
Grissom et al. (2021b) found three overlapping building principal skills that may create a
successful school included instruction, people, and the organization. Darling-Hammond
et al. (2022) found that teachers with an overall positive view of their principal's
leadership experienced stronger collaboration and reported higher satisfaction in the
profession. Overall, these studies highlight the influence building administration’s
leadership has on student learning, teacher satisfaction, and teacher retention.

Visionary Leadership

In 2018, DESE defined visionary leadership as developing and implementing a
vision for the school to guide the learning of all students. Principals showcase visionary
leadership through defined decisions and contributions to the overall learning
environment of the school building. Visionary leadership can also be referred to as
strategic leadership. Ireland and Hitt (2005) highlighted the importance of strategic
leadership as one’s ability to anticipate, envision, and maintain flexibility for changes that
will help create the future for the overall organization. Prestiadi et al. (2019) defined
visionary leadership as building leaders who can formulate, communicate, and implement

the effective components of running an organization. Principals that effectively
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implement the overall vision and mission of the building into curricular programs while
upholding the requirements for the future, demonstrate visionary leadership.

Multiple studies have been conducted regarding visionary leadership’s role in
education. Kurniadi et al. (2021) researched vocational teachers in Indonesia. The authors
discovered that principals who exhibit visionary leadership behavior have a positive
impact on teachers’ performance in the classroom. Cuffe (1996) conducted a study of
teachers from 37 different high schools in New Jersey and New York and found that an
effective visionary leader may relate to a healthier school climate and potentially greater
support from the teaching staff. Le (2020) conducted a study of middle school teachers in
Texas and found that teachers are influenced to leave when principals do not have a
direction and vision for the school. Also, middle school teachers were more likely to
leave when the principal did not establish clear standards and expectations (Le, 2020).
These studies indicate that effective visionary leadership is vital to keep teachers in the
classroom.

Instructional Leadership

Instructional leadership ensures a viable curriculum, guarantees successful
instructional practices, and coordinates the widespread use of effective assessments while
promoting overall professional learning (DESE, 2018). The instructional leadership
characteristics of a building principal are vital for the success and continuation of a
school building. Hallinger and Murphy (1985) outlined a building principal instructional
duty includes defining the mission, managing instructional programs and promoting
school climate. Furthermore, building principals ensure the school has a clear academic

mission that is fully communicated to all staff, students, and stakeholders (Hallinger,
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2003). The academic mission is a conduit to a school district's approved vision and
mission. District leadership, families, and educational stakeholders put their faith in
instructional programs and human capital to prepare students for success after graduation.

Building principals directly influence instructional leadership by allocating
personnel decisions of sections, classes, and courses taught by their staff. Additionally,
effective instructional leadership is responsible for the creation of instructional site-based
teams. Sharif (2020) wrote that school principals should not be the only instructional
leader in the building but instead create instructional leadership teams that include
assistant principals, veteran teachers, and, when necessary, content experts. This group
can then create policies for accountability and progress monitoring of learning.

On a building level, principals have a direct impact on student learning. Grissom
et al. (2021a) suggested that previous research might have underlined the importance and
value a building principal has on student achievement and other areas that extend beyond
student learning. Additionally, Leithwood et al. (2019) emphasized that leadership is vital
to the success of most school improvement endeavors, and the leadership's role is to build
conditions that foster high-quality teaching and learning. Collectively, principals that
engage in instructionally focused interactions with teachers, implement strategies to build
a productive climate, help lead professional learning communities, and demonstrate
effective management of resources have been shown to increase school outcomes
(Grissom et al., 2021b). Also, additional benefits of leadership related to instruction and
student behavior may led to higher levels of trust between teachers and principals (Young

etal., 2015).
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These principal behaviors might vary from school to school. One item to help
improve student learning includes building principals conducting classroom walk-
throughs to provide instructional evaluations. Typically, these observations survey the
teacher's performance, classroom management, and student/teacher relationships. In
2011, Missouri adopted the Network for Educational Effectiveness model. The platform
and strategy for teacher evaluations was created in collaboration with practicing K-12
teachers and researchers at the University of Missouri-Columbia School of Education and
Human Development (Network for Educator Effectiveness, 2022). This model is
predicated on the idea of a growth mindset by improving the overall capacity of the
instructional staff in order to best serve students. Classroom walk-through includes
evaluations lasting no longer than ten minutes, with the focus on one or two specific
strategies of effective instruction. After each walk-through, a short evaluation is
conducted. Typically, the observation is followed by a meeting to debrief on the lesson
and evaluation. The model also includes training, professional development, and
resources for educators and principals to individualize practice and pedagogy for gaps in
practice. Across Missouri, more than 250 districts utilize this platform (Network for
Educator Effectiveness, 2022).

Grissom et al. (2021b) continued to emphasize the principals' role as instructional
leaders by breaking their leadership skills into three areas. First, as instructional leaders,
principals are solely responsible for instructional evaluations of staff and curricular
programs (Grissom et al., 2021b). These evaluations must be rubric-based and centered
around the continuous improvement of practice and student achievement. In conjunction

with evaluation, quality instructional leaders give effective feedback based on



17

observations from evaluations and help improve the capacity of their staff (Grissom et al.,
2021b). Finally, the principal uses data to drive decision-making in curricular programs.
These decisions must drive the improvement of programs and ensure continuous
performance accountability (Grissom et al., 2021b). Demirdag (2021), in a study of 306
elementary school teachers in Turkey, found that effective instructional leadership can
directly predict teacher motivation. Building principals can showcase instructional
leadership by addressing the needs of curricular programs, encouraging the use of
continued professional development, and eliminating distractions to the learning
environment (Demirdag, 2021).

Research also has highlighted the dangers of a lack of instructional leadership in
building principals. Weak instructional leaders may fail to bridge the beginning teacher's
current curricular and pedagogical capacity to the mission/vision of the building (Youngs
et al., 2015). A lack of supporting instructional practices may reduce teachers' ability to
perform in the classroom and lead to distrust between principals and staff. Additionally,
new teachers may need help finding the support they need regarding curriculum,
instructional strategies, or classroom management methods (Youngs et al., 2015).

Previous research has been reported on the influence of instructional leadership on
teacher retention. Angelle (2006) found that building leadership that advocates strong
instructional leadership through practice and policies help to mold first-year teachers into
the overall school environment and teachers who worked under an effective instructional
leader were more likely to remain in the classroom. Lazcano et al. (2022) study of novice
teachers from Chile supports Angelle (2006) work. They found that a principal’s

instructional approach, which includes leadership that is directly focused on teaching and
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learning, increases satisfaction and intentions to remain in their job (Lazcano et al.,
2022). On the contrary, Anderson (2019) found that a principal's instructional leadership
support practices did not help predict new elementary teachers' decisions to leave or
remain in the teaching profession. These studies add to the collective research on the
influence of instructional leadership on teacher retention.

Managerial Leadership

DESE (2018) described principal managerial leadership as implementing
operational systems, overseeing personnel, and ensuring the equitable and strategic use of
resources. School leaders oversee the administration of duties and responsibilities to lead
a school while upholding the district's vision and mission for educational success. Ucar
and Dalgic (2021), while researching principal’s leadership characteristics and
commitment levels in Turkey, found a positive correlation between the school's strategic
leadership and teachers' commitment. Grissom et al. (2021b) reported that effective
principals exhibit strategic or managerial leadership through the allocation of resources to
support teaching. These resources may include fiscal and human resources. By
advocating for student learning, principals take on the role of strategic leadership by
hiring effective teachers and allocating them to the correct positions (Grissom et al.,
2021b).

Managerial leadership includes the effective management of learning
environments and spaces of instruction. Teachers feel supported by the administration
when the principal upholds classroom management decisions. Principals help alter
teacher job satisfaction due to their ability to discipline students and hold them

accountable for their actions in the classroom (Jarrett, 2021). Anderson’s (2019) study
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also analyzed strategic operations of building principals on the retention of new
elementary teachers in Texas. Anderson (2019) adds that operational support practices
such as allocation of resources, maximizing learning time, and other strategic operations
within a school are influential to new elementary teachers. These support practices are
similar to DESE’s description of managerial leadership as previously mentioned.
Anderson (2019) found that strategic operation support practices can predict the retention
of new elementary teachers in Texas. These findings demonstrate the importance of
managerial leadership in supporting teachers in the classroom and effectively managing
the learning environment.
Relational Leadership

The principal, as a relational leader, interacts professionally with all stakeholders
such as students, staff, family, and community (DESE, 2018). Grissom et al. (2021b)
wrote that effective leadership helps build a positive school culture. Building principals
as relational leaders invest in people by building and maintaining positive relationships
with staff, community members, and various stakeholders (Grissom et al., 2021b).
Additionally, relational leaders are caring, exhibit good communication skills, and
empower teachers and students to feel safe, valued, and respected (Grissom et al., 2021a).
A principal with relational attributes involves the community and district stakeholders.
Supporting the local communities' values, beliefs, cultures, languages, and traditions are
all techniques that effective relational leaders exhibit (Grissom et al., 2021b). Leithwood
et al. (2019) provided further evidence of the effective practice of relational leadership.
Leaders build relationships and capacity by providing support and consideration for

individual staff members, modeling effective values and practices, building trusting
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relationships with staff, students, and parents, and productive working relationships with
unions and teacher organizations (Leithwood et al., 2019). Principals are responsible for
establishing positive relationships with their building, staff, students, and community.
These positive relations help to establish a caring and trusting environment that can
increase teacher retention.

Effective relational leadership can impact teacher retention. Bowman (2021)
studied principal leadership characteristics in Pennsylvania during the early stages of the
COVID-19 global pandemic and found that principals exhibit relational leadership
through building trust and celebrating successes as a school community. Bowman’s
(2021) findings help showcase the value of relational leadership during unprecedented
times. Shaw and Newton (2014) conducted a study regarding the impact of servant
leadership on retention. Servant leadership is a leadership style where leaders make
serving their subordinates or staff their main priority (Shaw & Newton, 2014). The
authors uncovered a strong correlation between a principal’s servant leadership style to
teacher’s satisfaction and retention (Shaw & Newton, 2014). Barnett (2017), while
studying principal leadership practices in urban-hard-to-staff schools, wrote that shared
leadership and principal-teacher relationships are essential for teacher retention. In
addition, principal-teacher relationships are important for early-career teachers. Abitabile
(2020) wrote that relational leadership traits such as visibility, honesty, approachability,
and encouragement increase job satisfaction and retention. These qualities are vital to
building positive relationships with staff. Ramos-Beban (2013) conducted a case study to
analyze a data-driven approach to principal leadership. Ramos-Beban concluded that

when principals utilize relational leadership to build trust through methods such as
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professional development, showcasing respect, and involving teacher voice in decision-
making, teachers are more likely to be involved in school reform (2013). Hughes et al.
(2015) further highlighted relational leadership's role in hard-to-staff schools. They
encourage leaders to increase principal and teacher relationships through open forums,
discussions, meetings, and reviews to increase retention in hard-to-staff schools (Hughes
et al., 2015). These findings highlight the influence that relational leadership has in
building relationships with stakeholders, communication, and teacher retention.

While the requirements for collaboration and communication increase, school
principals are called to focus on building and developing effective relationships with
various stakeholder groups (Lasater, 2016). School leaders today are required to support
consistent communication with students, staff, and stakeholders through multiple outlets
such as social media, school websites, newsletters, and other electronic communications.
Because of the many forms of communication with district stakeholders, school leaders
must have the ability to effectively communicate with the entire school community.
Lasater (2016) wrote that rapport, trust, and communication are three areas that school
leaders should continue to focus on to help improve their relational leadership. However,
Lasater (2016) emphasized that these three items should not be used exclusively but are
interdependent to one another. Cunliffe and Ericksen (2011) found that relational leaders
understand the importance of resolving problems and influencing strategic direction and
practical actions. Building positive relationships with students, staff, parents, community

members, and stakeholders is a vital component of relational leadership.
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Innovative Leadership

As an innovative leader, a principal can drive change by continuing professional
growth, engaging in reflective practices, and applying new knowledge (DESE, 2018).
Principals can evaluate their personal innovative leadership attributes by assessing their
skills and self-identifying those areas for growth and development (Clifford, 2015). By
performing self-reflections, principals can lead their staff through reflective practices to
help build collective capacity of the staff. Clifford (2015) continued to outline the benefit
of these evaluations by establishing a common set of standards, performance targets, and
goals. Additionally, principals can exemplify innovative leadership, administering a
needs assessment survey to staff, as well as involving others in collective decision-
making. Ariyani et al. (2021) studied innovative and entrepreneurial leadership with the
overall impact on student learning. Through a qualitative study to target the value of a
principal’s innovative leadership, the authors found that when principals support vision
building, overall staff development, and restructuring organizational systems, innovative
leaders can create a comfortable and fun learning environment for all (Ariyani et al.,
2021).
Collaborative Leadership

One of the most important characteristics of effective principals is the focus on
collaborative leadership. Principals showcase collaborative leadership by creating a
culture predicated on the collective responsibility of data-driven decision-making. This
type of leadership involves the consistent effort to bring everyone together for a singular
purpose. Principals can advocate for a collaborative environment by providing common

time for instructional teams and establishing expectations of professional learning
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communities (Grissom et al., 2021b). Collaborative instructional leadership is also vital
to an educational system’s overall success. Collaborative team building and instructional
leadership are both important characteristics of effective principal leaders (Rodin, 2014).
Rodin (2014) reported that effective principals that serve in predominately minority
schools must create collaborative teams that solely focus on student achievement.

McKenzie (2005) researched the importance of collaborative leadership on a
school climate. She highlighted four outcomes of effective collaborative leadership in
schools. These outcomes include helping to increase faculty capacity through the
following methods: collaborative learning community events, an effective system to
support professional growth and goals of faculty members, a collective strategic plan
with created action steps for achievement, and by providing opportunities with teachers
and administration to collectively overcome challenges (McKenzie, 2005). Collaborative
leadership continues to reinforce the collective capacity of the organization. School
leaders who embrace this style may see an increased commitment to the school
environment.
Recent Trends in Educator Employment

Nationwide enrollment data have indicated that between 1988-2016, K-12
national enrollment increased by 22%, while the teacher workforce increased by 54%
(Ingersoll et al., 2021). For the last decade, teacher retention rates across the nation have
declined. During the same timeframe, over 44% of new teachers left the profession
within the first 5 years (Ingersoll et al., 2021). This national trend has impacted early-

career, veteran, and teachers of color (Olsen and Huang, 2018).
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Carver-Thomas and Darling-Hammond (2017) analyzed survey data from the
2012 Schools and Staffing survey, as well as the 2013 follow-up survey report on
national retention rates, and found that teachers in mathematics, science, special
education, English Language Learners, and foreign language are more likely to leave the
profession than those who teach other subjects. In addition, Title I schools may see
turnover rates as high as 50% of all teachers, with over 70% turnover rates for
mathematics and science teachers, compared to non-Title I schools (Carver-Thomas &
Darling-Hammond, 2017). Lastly, they found schools that experienced the highest rates
of teacher turnover are schools that mostly serve students of color, while teachers of color
leave the profession at 19% compared to 15% of White teachers (Carver-Thomas &
Darling-Hammond, 2017). In a policy brief, Fuller et al. (2018) warned of the dangers of
national teacher retention rates by emphasizing the negative impact on student outcomes
such as achievement, overall student engagement, and even graduation rates. They also
found that teacher turnover negatively impacts curricular cohesiveness, interrupts
student-teacher relationships, disrupts the implementation of a collective school vision,
and may lead to many more inexperienced teachers (Fuller et al., 2018). Ronfeldt et al.
(2013), in an eight-year observation study of over 850,000 4th and 5th-grade students in
New York City, found that teacher turnover negatively impacts student achievement in
both math and English. They also concluded teacher turnover has a significant impact of
achievement in schools with large populations of students of color (Ronfeldt et al., 2013).
However, the loss of teachers can have a positive impact. Ineffective teachers who leave
the classroom can positively affect school culture and students if and only if there is an

adequate supply of effective teachers attracted to the position (Fuller et al., 2018). These
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studies demonstrate the current trends in the profession. Missouri is following the same
trend.

In January 2022, Paul Katnik, an employee in the Office of Educator Quality at
DESE, released teacher workforce data for Missouri. This presentation included
employee data for the state. During the 2019-2020 school year, 10,034 individuals
enrolled in an educator preparation program, while 3,651 individuals completed the
requirements for an educator preparedness program (Katnik, 2022). These figures are
dramatically lower than the 2010-2011 enroliment data, which included 14,139 enrollees
and 4,795 completers (Katnik, 2022). According to Katnik (2022) report, Missouri’s
educational programming enrollees are declining.

Missouri's overall retention rates for all teachers have remained steady between
the 2015-2016 school year through the 2020-2021 school year at an average of 85.8%
retention (Katnik, 2022). However, over half of all new hires in Missouri between 2015-
2021 have been first-year teachers. Between the 2015-2016 school year and the 2020-
2021 school year, 54.2% of new hires were first-year teachers, with 39.9% hired from
another district (Katnik, 2022). Over half of all teachers hired in Missouri public schools
between 2015 and 2021 are new to the career which further emphasizes the importance of
purposeful methods to retain. These trends demonstrate the recent trends of early-career
teachers into Missouri schools.

Additionally, a December 2022 report to the Missouri General Assembly outlined
recruitment and retention of teachers in Missouri (DESE,2022c). First-year teacher
retention is included in this report. During 2016-2017, 52.8% teachers were still in the

same position after year three, and 37.2% after five school years. The gap narrowed
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during the 2017-2018 school year, with 50.7% of new teachers remaining after three
years, with 39.8% after five. The next school year, 2018-2019 included an increase from
the previous year, with 53.1% remaining after three years with 39.4% after five years.
The 2019-2020 school year followed with 51.2% of new hires remaining after three
years, with 39.1% after five. Furthermore, during the 2020-2021 school year, 50.1%
remained after three years and 40.5% after five, respectively (DESE, December 2022c).
Finally, during the 2021-2022 school year, 51.9% remained after three years, with 38.2%
after year five. See Figure 1 for a visual representation of first-year teacher retention in
Missouri. These numbers highlight the importance of research needed to help improve
retention rates across Missouri. With over half of new hires being first-year teachers, and
less than 50% of them staying in the same district that hired them after year five, districts

must implement strategies to improve retention.
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Figure 1

Percentage of First-Year Teacher Retention in Missouri Public Schools from 2016-2022.
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Note. Adapted from Recruitment and Retention of Teachers in Missouri Public Schools:
A Report to the Missouri General Assembly, by Missouri Department of Elementary and
Secondary Education, 2022c., p. 10 (https://dese.mo.gov/media/pdf/recruitment-and-
retention-report).

While this study does not include research questions focusing on demographic
data, the researcher included demographic data for Missouri teachers. The reader may
find this data useful. Katnik’s (2022) presentation also included current demographic
information on Missouri’s teacher workforce. During the 2020-2021 school year, 78.6%
of all teachers were female, while 21.4% were male. The teacher candidate enrollees are
also similar during the same period, 77.9% of females enrolled in an educator preparation
program, with 21.8% male. The 2020-2021 school year had 93% of its total employees
identify as White/Caucasian while 5% as African American, and 2% identify as others.
These numbers were slightly different for 2020 enrollees at 85.6% white/Caucasian, 5.7%

African American, and 8.7% other (Katnik, 2022).
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The state of Kansas has been experiencing issues in teacher retention that follow
national trends. In a 2022 study of 18,427 educators across Kansas, Church and
Simmering analyzed current retention trends. Their study involved measuring,
understanding, interpreting, and analyzing the factors of overall teacher retention across
Kansas. The researchers used a Likert-type scale to measure educator satisfaction with
aspects of being an educator, general engagement as an educator in the State of Kansas,
and the likelihood of leaving the field of education (Church & Simmering, 2022).
According to the researchers, educator engagement in the current environment has
consistently been a driver of relevant outcomes of teachers' decisions to remain or leave
the classroom (Church & Simmering, 2022). Their findings are consistent with other
relevant research on retention. Relationships with colleagues within the school,
relationships with the principal, opportunities to receive feedback to assist in professional
growth, the district's attention and approach to support mental/emotional health, and
levels of safety the students feel, at school are the five strongest perceived retention
factors most closely related to engagement (Church & Simmering, 2022). Bryant’s et al.
(2023) study adds additional information to factors that retain teachers to the profession.
They found in a 2022 survey of over 1,800 educators, school leaders, and school mental
health professionals that the top factors for retention were meaningful work, colleagues,
compensation, geography and community (Bryant et al., 2023).

Next, Church and Simmering (2022) surveyed retention of the teacher's likeliness
of leaving their current role. Their findings showed that nearly 30% of total respondents
are “more likely than not” or “very likely” to either retire in the next three years or leave

public education. With decreasing national trends of enrollees and completers in
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educational preparedness programs, these numbers are alarming to the future of
education. Additionally, Church and Simmering’s (2022) analysis of satisfaction and high
retention drivers found that location of teaching, relationships with colleagues, size of the
district, the opportunity to work with diverse student populations, and the relationships
with the principal are strong predictors of retention and overall positive educator
perceptions (Church & Simmering, 2022). Their recent study adds to the research on
factors that impact teacher retention and the impact of teacher’s relationships with their
principal.

In March 2022, DESE published the Educator Vacancy Survey, which gathered
responses from districts that serve 82.4% of the state's students. DESE (2022a) reported
that elementary education, mild/moderate cross categorical, and physical education have
the largest vacancies across the state. Additionally, these three areas increased in teachers
considered less than fully certified, to step in and fill these vacant positions (DESE,
2022a). After the three previously mentioned areas of need, Language Arts, Early
Childhood Education, English, Secondary Math, and Art are the next five highest-need
areas for certified teachers (DESE, 2022a). Not only is the state struggling to retain
teachers after five years, but there are many districts in desperate need of highly-qualified
educators.

In October 2022, The Blue Ribbon Commission reported on teacher recruitment
and retention in Missouri to the State Board of Education. The report stated that Missouri
ranks 50th i