
   
   
   
   
   

ABSTRACT 

COCHRAN, ALICE BETH.  AN EXAMINIATION OF A TEACHER ENHANCEMENT 

LEADERSHIP SYSTEM MODEL FOR TEACHER RETENTION IN AN URBAN 

PUBLIC SCHOOL SYSTEM.  (Under the direction of Dr. Ken Brinson). 

     The purpose of this qualitative study is to examine a Teacher Enhancement Leadership 

System Model that Wake County Public Schools has designed to attract and retain talented 

teachers.   

     The primary research questions were, “What influences a teacher’s choice to stay in the 

teaching profession?” and “How can Wake County Public School’s Teacher Enhancement 

Leadership System Model address the teacher retention issue?” 

     Nine broad categories of concern emerge from the literature when teachers are asked why 

they are leaving teaching:  1) classroom management; 2) lack of preparation; 3) school reform; 

4) isolation; 5) induction programs; 6) school culture; 7) principal’s role; 8) lack of teacher 

leadership and 9) money. 

     Semi-structured, face-to-face interviews were conducted with nine teachers and one principal 

from six different schools in Wake County.  The schools chosen were based on the six schools 

with the lowest teacher turnover during the 2003-2004 school year.  Four elementary schools, 

one middle school and one high school were represented 

     The major findings about what influences a teacher to stay in the teaching profession were: 1) 

abundance of paperwork; 2) heavy workload; 3) lack of time to reflect; 4) increased demands of 

students; 5) amount of teacher empowerment; 6) quality of teacher education programs; 7) 

purposeful hiring; 8) number of new initiatives; 9) lack of communication; 10) changes in family 



   
   
   
   
   
life; 11) low salaries; 12) lack of recognition; 13) lack of resources and 14) support of 

administrators.  

     All of the teachers and principal interviewed felt that the TELS Model 1) gives teachers 

opportunities for advancement other than moving into administration; 2) recognizes teacher 

leaders by providing money and time to do these jobs; 3) complements the National Board 

Certification; 4) embeds time into the school day to reflect; 5) recognizes teachers as 

professionals; 6) rewards teaching excellence; 7) encourages teachers to proceed in their 

profession and 8) creates a climate of professionalism. 
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To teachers everywhere  

who are the single most important people  

making a difference 

 in the lives of children 
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BIOGRAPHY 
 

     I grew up on the Canadian prairies on a 1500-acre wheat farm near a town of 900 people 

called Hamiota.  Some of my Canadian friends remind me that the schools at which I have been 

principal are significantly bigger than the town in which I grew up.  The nearest larger city was 

50 miles away and it had a population of about 50,000 people.  The capital of the province, 

Winnipeg, was 180 miles away and I reached the 6th grade before visiting there.  

     I loved basketball, and from the age of twelve, really starting focusing on being the best that I 

could be in basketball while continuing to play all the other sports.  No one in my family even 

played sports so I played because I loved to play.  I ended up representing my country on 

Canada’s National Olympic team.  I would have gone to the Olympics if my sister had not died 

right before the 1984 Olympics and then our third ranked Canadian team lost in Malaysia in the 

Pre-Olympics and did not get to go to the Seoul Olympics in 1988.   

     In 1988 after we did not go to the Olympics, I married a man from North Carolina and moved 

to North Carolina.  I am not married anymore but have chosen to stay in North Carolina which is 

where I call home now. 

     Basketball also gave me the opportunity to travel the world.  I have been on every continent 

except the two poles and Australia.  We did not always go to the major tourist countries.  I got a 

lifetime of travel in those years for which I am grateful.  This travel really gave me some of the 

worldly perspective, in the true sense of the word that filled some of the vacuum that I did not 

get in Hamiota (that small town of 900 people that I grew up in) and has allowed me to really see 

things through many different lenses.  This has certainly been extremely useful as an educator of 

a very broad range of students.   
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     In Hamiota, it was ambitious to aspire to be a teacher.  I still believe it is ambitious today but 

for very different reasons.  Only five students out of a graduating class of thirty-three students 

went to college from Hamiota Collegiate so the desire to be a teacher meant that I had the 

opportunity to go to university and my basketball scholarship gave me the means to do so. 

     My idealism made me leave the classroom and move into administration.  Touching 150 

students was not enough.  I needed more.  I knew from the time that I did my student teaching to 

become a teacher that I eventually wanted to be a principal because each school felt different and 

I believed that the principal had something to do with the culture that was created.  I wanted to 

help create that positive culture that impacted 1000 or 2000 kids and not just the 150 students 

that I taught.  I enjoyed being an assistant principal.  I love being a principal.  Seeing and feeling 

a whole school at work is exciting.  

     As I worked on my research on teacher leadership and teacher retention, I saw the 

connections to my life.  I saw how my lenses chose my topic for me and shaped the dissertation I 

wrote.  And yet, it is in these connections that my passion lies and that is why I wanted to study 

teacher retention.  I believe that if you create a positive culture that matches the students you are 

serving and is constantly evolving that teachers will stay longer, making a difference in students’ 

lives.  
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“I think it is getting more and more difficult for this district to retain teachers even with the 

higher pay and resources and all that.  It’s becoming harder to keep teachers and that is 

scary.”(Principal Interview, Fall 2005) 

 
CHAPTER ONE 

 
INTRODUCTION 

 

     “Half of all teachers will retire in nine years.  One-fifth of new teachers quit within three 

years.  Half of all new teachers quit within five years” (Crosby, 2002, p. 1).  With so many 

veteran teachers retiring, new teachers quitting and more students attending public schools, the 

teacher shortage is almost at a crisis point.  By 2012 over two million teaching positions will be 

available throughout the United States (Crosby, 2002;Johnson, 2000).   

     Just as we are expecting more and more from our schools the likelihood of having quality 

teachers in the classrooms is becoming less and less.  In order to dramatically improve student 

learning, teachers are required to develop new skills and to take on new and complex roles to 

ensure student success.  Teachers are expected to teach challenging curricula to diverse learners, 

use highly technical and analytical skills for continuous improvement based on data, focus on 

and produce results, collaborate, build and influence learning communities and assume 

leadership roles in facilitating school improvement.   

     Teachers leave the profession because of difficult working conditions such as paperwork and 

less time to teach.  They leave because of accountability demands and the increasing job 

complexity and stress.  They leave due to a lack of opportunity for advancement and recognition 

and low salaries.  On top of all these issues, teachers are not given the respect that they feel they 
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deserve in the community and in society in general.  School districts, states and the country as a 

whole face huge challenges in addressing these concerns of teachers. 

Statement of the Problem 

     School systems across the country are scrambling to fill unfilled teaching positions created by 

the teacher shortage.  In Wake County, North Carolina, over 800 teachers are hired each year and 

35% of Wake County teachers leave within their first five years of teaching.  The annual 

turnover rate for teachers has grown from 9.2% in 2001 to 11.3% in 2004.  A conservative 

estimate for the cost of this teacher turnover in Wake County is $9,172,800 (Human Resources 

Wake County Public School System, 2004).  Another hidden cost to the success of the district is 

the impact of a new “inexperienced” teacher or a less qualified substitute teacher on student 

achievement in the district.  It is difficult to calculate the value of experience and expertise as 

well as constancy and consistency.  At a time when the district must focus on improving its work 

processes to improve its performance, it is faced with a huge training issue created by teacher 

turnover  (Human Resources Wake County Public School System, 2004).      

     Wake County is experiencing the national trends for school systems in regards to teacher 

shortage.  The school system has shortages in science, math and special programs, and the 

dramatic growth that the county is experiencing only adds to the need to compete successfully 

for talented teachers.  Between 2004-2005 and 2007-2008 Wake County is expected to employ 

2000 additional teachers if current projections hold  (Human Resources Wake County Public 

School System, 2004). 

Purpose of the Study 

     The purpose of this study is to examine a Teacher Enhancement Leadership System (TELS) 

model that Wake County Public Schools has designed to attract, retain, and motivate talented 



    
  3 

teachers.  The model has not been implemented yet because it has not yet been funded.  So this 

study will examine the merits of the model through the eyes of teachers in Wake County Public 

Schools to aid in predicting if the plan will succeed in retaining teachers in Wake County Public 

Schools.         

     There are three components:  1) career progression for advancement; 2) additional 

compensation; and 3) job enhancement   (Human Resources Wake County Public School 

System, 2004).  

     In the career progression component, teachers develop in their careers by increasing their 

academic and instructional expertise, reflecting on their experience to improve practice and by 

gradually assuming more complex roles in school improvement processes.  As teachers develop 

and move into leadership roles in their careers, their pay is commensurate with increased 

qualifications and responsibilities (Odden & Kelley, 1996; Human Resources Wake County 

Public Schools, 2004).    

     The additional compensation component is designed to provide annual skills-based pay to 

teachers who demonstrate advanced level skills and leadership and to provide market-based pay 

and free tuition for teachers who add additional licenses in shortage areas.  It also provides 

strategic incentive bonuses to improve novice teacher retention and provides ten days release 

time per year for novice and mentor teachers to plan and collaborate regularly on instructional 

improvements.  The additional compensation component provides a bonus for teachers during 

their license renewal year with evidence of growth and a one-time bonus for receiving National 

Board of Professional Teaching Standards Certification. 

     Job enhancements are the third component of TELS.  Job enhancements expand on selected 

leadership roles for talented teachers to provide career choices within teaching.  These leadership 
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roles and responsibilities are those that the Wake County Public School System believes are 

necessary for teachers to assume in order to extend instructional leadership throughout the 

school.  These roles require advanced skill sets beyond subject matter expertise.  The career 

enhancement component recognizes that selected leadership roles are important enough to school 

effectiveness to be job-embedded so that time is allotted during the regular school day to carry 

out these responsibilities (Human Resources Wake County Public Schools, 2004).   

Research Questions 

     In order to target some areas in which teachers need extra support as an assurance that they 

remain in Wake County, this study asks two major questions: 

1. What influences a teacher’s choice to stay in the teaching profession? 

2. How can Wake County Public School’s Teacher Enhancement Leadership System Model 

address the teacher retention issue? 

Significance of the Study 

     Other researchers have conducted studies on teacher retention, most notably Ingersoll (1999, 

2001, 2002a, 2002b) who found that teacher turnover affects school culture, student 

achievement, the school community as a whole, the ability to sustain improvement and increases 

incidents of student misbehavior.  However, there are very few models that combine teacher pay, 

teacher leadership, and time to address teacher retention.  The Teacher Enhancement and 

Leadership System that Wake County Public Schools has designed attempts to address the nine 

key reasons teachers are leaving or not entering the profession at all.  This model has the 

potential to attract and retain teachers as well as build teacher leadership within schools.   

     Teachers’ opinions on current issues in the field of education are often neglected and 

teachers’ views on issues central to staffing classrooms in the United States are seldom given the 
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priority they deserve.  This study examines factors related to recruitment and retention from the 

perspective of public school teachers in Wake County. 

     Wake County Public Schools is a merged city and county urban school district with over 

115,000 students and encompassing 864 square miles.  Teacher retention is a national issue as 

well as a local issue, so lessons can be learned from this study that could be replicated in other 

large similarly situated urban districts across the country.  This study also offers a basis for 

future studies once the Teacher Enhancement and Leadership System model has been 

implemented when funding becomes available.  It also adds to the body of knowledge that 

already exists on the critical issue of teacher retention.   

Assumptions and Limitations 

     A major assumption of this research is that the teachers and principal were honest and 

forthright.  Their experiences, their perspectives, their support or concern for the Teacher 

Enhancement and Leadership System model were considered not only valid sources of data but 

also valuable sources.  It is also assumed that the teachers and principal chosen were well 

qualified to speak to what keeps teachers in teaching and whether or not the TELS model will 

help to attract and retain quality teachers in Wake County Public Schools. 

     Limitations of the study include the small number of subjects, the specific geographic area, 

the fact that the Teacher Enhancement and Leadership System model has not been implemented, 

and the possibility of human error in data collection. 

     A consideration of this study is that I, as the researcher, work in Wake County Public Schools 

and participated in the Career Pathways Committee that designed the Teacher Enhancement and 

Leadership System model.  For thirteen years, I have worked in Wake County Public Schools as 

a teacher, assistant principal and now a principal.  The schools that I have worked in are not used 
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in the study.  The inside perspective offers the unique perspective of perhaps knowing areas that 

the researcher knows need to be explored.  However researcher bias is accounted for by being 

clear that the Teacher Enhancement Leadership Model is only a potential means to an end of 

teacher retention to me and I want to critically look at the model to determine if the model will 

help retain teachers in Wake County.  I am not tied to the TELS model.  I am tied to teacher 

retention.  

Summary 

     This dissertation is divided into five major chapters.  Chapter One contains an introduction, 

statement of the problem, purpose of the study, research questions, assumptions and limitations 

of the study.  A review of the literature is found in Chapter Two.  Chapter Three describes the 

methodology, including the pilot study, selection of subjects and data collection and analysis.  

Chapter Four contains the analysis and comparisons of the data collected in the study.  Finally 

Chapter Five provides a summary of the findings from this study as well as conclusions and 

implications. Recommendations for practice and directions for future research are also addressed 

in Chapter Five. 

Definition of Terms 

Careered Teacher:  A teacher in the state of North Carolina who has completed the Initially 

Licensed Program required for new teachers to receive tenure. 

Focus Groups:  The focus groups for this study were held in the Wake County Computer 

Decision Lab where teachers answered the open-ended questions directly on a computer. 

Initially Licensed Teacher (ILT):  Teachers who have not received career status in the state of 

North Carolina.  This process usually takes four years if the teacher starts with a complete 
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teaching license.  ILT’s must complete an approved mentor program to receive career status in 

North Carolina. 

Performance Composites:  The percentage of students in a school or district at or above grade 

level as determined by North Carolina’s standards and accountability model.   

Teacher Migration:  Teachers moving from one school to another, but not leaving the teaching 

profession. 

Teacher Retention:  Retaining teachers at one school from one year to the next.  

Teacher Turnover:  Wake County calculates teacher turnover rate by resignations from July 1 of 

a given year through July 1 of the next year so transfers from one school to another within the 

county would not be included in this number (Wake County Human Resources, 2005).  The state 

of North Carolina calculates teacher turnover based on who is on the payroll in March of a given 

year compared to March of the next year (North Carolina Department of Public Instruction).  

That would include resignations, non-paid leaves and transfers.  This figure generally results in a 

higher figure than the way Wake County calculates teacher turnover.   

Teacher Enhancement and Leadership System (TELS):  A model designed by Wake County to 

help attract and retain teachers by rewarding teacher leadership. 

Working Conditions:  Conditions within a school.  Ex. colleagues, physical plant, administrative 

support, student behavior. 
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“I think that anything that pushes for people to advance themselves – you always have to be a 

learner, you always have to continue to improve yourself.” (Teacher Interview, Fall 2005) 

CHAPTER TWO 

 LITERATURE REVIEW 

Background of Teacher Shortage 

     Demand Increases.  At the turn of the millennium, more than 30 percent of the nation’s nearly 

three million schoolteachers were over 50 years old and will soon be looking to retire.  By the 

year 2010 over 50 percent of current teachers will retire.  Increasing birth and immigration rates, 

particularly in the southwestern United States, have increased the number of students in school, 

thereby requiring more teachers.  Policy changes, such as class size reductions, have also 

increased the demand for teachers.  The shortages are intensified in urban and remote, rural areas 

and in certain academic disciplines  (Galluzzo, 1999; Haselkorn, 2000; Johnson, 2000; Johnson 

2004). 

     Teacher shortages are a recurring problem in American education.  There was a shortage of 

teachers in the 1940s; then in 1962, there was a shortage of science, math, foreign language and 

elementary teachers.  By the early 1970s, the National Education Association declared an end to 

the teacher shortages.  The general increase in available teachers in the 1970s could have been a 

product of programs created by the federal government in response to Sputnik in 1957, 

desegregation, and the passage of the Civil Rights Act of 1964.  A drop in student enrollment in 

the 1970’s also created teacher layoffs, causing fewer people to enter the teaching field.  By the 

1980s, the signs of future teacher shortages were evident again with increased teacher retirement 

(Rebore, 2001). 
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     In the 1980s emergency-teaching credentials began springing up across the country to fill 

classrooms, and by the 1990s the number of emergency licenses had exploded.  Now almost all 

states offer some type of alternative education program to increase the speed of bringing new 

teachers into the classroom  (Feistritzer, 2001).  These licenses are especially used in content 

areas where there are severe shortages such as science, math and special programs.  Lackzo-Kerr 

& Berliner (2002) note that alternative credential programs do “attract a more diverse group of 

candidates, specifically, older adults, minorities and retired military personnel” (p. 18).  

However, Lackzo-Kerr & Berliner also note that teachers with alternative credentials have 

limited understanding of curriculum, student ability, and are not as able to learn from teaching 

experiences or to convey information to students.   

     The traditional solution of lowering the standards to let noncertified teachers into the 

classroom to solve teacher shortages is inadequate and inappropriate.  Among the public, there is 

a perception that content experts would make ideal teachers.  In addition, the Federal No Child 

Left Behind legislation (U. S. Department of Education, 2001) demands that teachers be “highly 

qualified,” virtually eliminating emergency-teaching credentials (Crosby, 2002; Galluzzo, 1999).  

The No Child Left Behind law requires “highly qualified” teachers to hold a bachelor’s degree in 

the subject area they are teaching, have full state certification, and demonstrate subject matter 

competency.   

     Not only are there fewer people going into the teaching profession, but teachers, particularly 

new teachers, are leaving the profession at an alarming rate  (Crosby, 2002; Public Forum, 

1996).  Ingersoll (2001) reports that 39% of teachers leave the profession in the first five years of 

teaching.        
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     New Generation of Teachers.  Much of the research about teachers’ work and careers is 

drawn from the baby boomer generation of teachers.  Studies have shown that this group of 

teachers born between 1946 and 1964, 1)valued job security, 2)valued autonomy over teamwork, 

3)tolerated isolation, 4)eschewed competition, 5)respected administrative authority, 6)disavowed 

the importance of pay, 7)opposed differential treatment within their ranks and 8)expressed little 

interest in career advancement  (Johnson, 2000).  People who teach today do so at a time when 

public service has little status, whereas other lines of work such as business offer high status, 

rapid advancement and quick riches.  Unlike their predecessors, teachers today are looking for 

variety, teamwork, risk-taking, entrepreneurial opportunities and high pay  (Johnson, 2000).  

These goals are in stark contrast to the generation of teachers that is retiring, so our response to 

finding and keeping good teachers must change.   

     During the late 1960s and early 1970s the results of the women’s movement lured many 

women and minorities to more lucrative professions like engineering, law, technology, and 

consulting when in the past women and minorities had few career opportunities other than 

teaching.  “Those who teach today do so realizing that they could have higher status, work more 

comfortably, and earn substantially higher salaries in other settings” (Johnson, 2004, p. 20).  

     A larger percentage of teachers entering the profession today enter teaching at different stages 

of their lives than the baby boomers did.  Some new teachers leave other careers to enter 

teaching, and even when they enter teaching they don’t necessarily plan to teach for the rest of 

their careers.  This has a huge impact on what a “new” teacher looks like and what he/she needs 

as far as support and induction.  Most of the baby boomers took the traditional route to teaching 

of undergraduate and graduate programs that included extensive preservice coursework, student 

teaching, and ultimately certification (Johnson, 2004).  Almost half of the teachers in Susan 
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Moore Johnson’s study, The Project on the Next Generation of Teachers (2004), are mid-career 

entrants; over fifty percent were first-career entrants.       

     School districts are finding it increasingly difficult to recruit new teachers when fewer 

teachers are entering the teaching profession than ever before.  In order to address this 

recruitment problem, school districts need to address why teachers are leaving as the two are 

intricately entwined.  Why would prospective teachers choose to enter the teaching field as they 

see their peers leaving at alarming rates?  

     Student Achievement.  Teachers have a major impact on student achievement (Darling-

Hammond, 1999; Lewis, Parsad, Carey, Bartfai, Farris & Smerdon, 1999).  Darling-Hammond 

(1997) reports that no other intervention can make the difference that a knowledgeable, skillful 

teacher can make in the learning process.  The U.S Department of Education (1999) has found 

that the quality of teaching is the most important in-school factor for improving student 

achievement.  Research has shown that the residual effects of both very effective and ineffective 

teachers are measurable two years later regardless of the effectiveness of teachers in later grades 

(U. S. Department of Education, 1999).  While it is sometimes hard to advocate for higher 

teacher salaries and increased funding to improve teacher working conditions to the public, the 

research supporting quality teachers and student achievement should behoove us to do so.     

Teacher Attrition 

     Addressing teacher attrition is vital to improving student achievement, since teaching is the 

most important in-school factor for improving student achievement.  Teacher turnover affects the 

sense of school community and weakens the ability of the school to sustain improvement 

(Ingersoll, 2001; National Commission on Teaching and America’s Future, 2003).  The frequent 

turnover of staff affects the culture of the school and student achievement (Yee, 1990; Ingersoll 
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2002b).  Ingersoll, (2002b) also concludes that schools with higher rates of teacher turnover have 

increased incidents of student misbehavior.  Teachers play a vital, necessary, and growing role in 

providing instructional leadership in a school organization (Fullan, 1993).  Reducing high 

teacher turnover will help in the overall performance of schools (Ingersoll, 2001).  

     I have grouped the areas of concern that emerge from the literature when teachers are asked 

why they leave teaching into nine categories.  There is a perception that money is the only reason 

teachers leave, but the research demonstrates that classroom management, teacher preparation 

programs, school restructuring and reform, isolation, induction programs, school culture, role of 

the principal and lack of teacher leadership are just as important. 

     Classroom Management.   Large class size has a big impact on the teacher in the classroom:  

more students means more papers to grade, more paperwork to do, and more classroom 

management challenges (Theobold, 1989).  Student discipline is often cited as a reason by 

existing teachers, reporting that they are babysitting more than “teaching.”  Another factor in 

retaining teachers is the grade level at which they work.  Secondary teachers leave before 

elementary teachers do (Murnane & Olsen, 1989; Veenman, 1984).  As Ganser (1999) explains, 

all teachers face a huge challenge in motivating students to learn.  The increased trend towards 

more inclusive and mainstreaming special programs students into regular classes has increased 

the struggle for teachers to meet the needs of all the students in their classrooms.   

     Lack of Preparation.  In March 1999, at the annual meeting of the American Association of 

Colleges for Teacher Education, U.S Secretary of Education Richard Riley urged college 

presidents and provosts to raise teacher education to greater prominence on their campuses 

(Imig, 1999).  Riley stated that university programs have not adjusted to helping new teachers 

prepare for the change in the issues that teachers face in the classrooms today.  Billingsley and 
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Tech (1993) point out that teachers with little or no classroom experience prior to accepting their 

first teaching position leave teaching at higher rates than teachers with more experience in the 

classroom.  This has led colleges and universities to review courses for teachers and to make 

changes incorporating more integration of theory and practice and earlier opportunities for 

classroom observations and field experiences.  New teachers too often are forced to do two jobs 

as a first year teacher:  they have to teach and they have to learn how to teach (Feiman-Nemser 

& Remillard, 1995).   

     School Restructuring and Reform.  Ross, Alberg, Smith and Anderson (2000) examined 

teachers’ attitudes, school climate, teaching practices and student achievement during reform 

efforts in Memphis public schools.  They found that teachers were often dissatisfied about the 

initial training received with new reforms.  They were also concerned about the high cost of 

reforms and the problems which occur when translating reform goals into practice.  The study 

found that teachers believed that the reform efforts were improving teaching methods, but that 

the reforms created extra work in such areas as lesson planning, staff meetings, and professional 

development.  The lack of adequate materials and supplies to implement reform was also cited 

(Bol, Nummrery, Stephenson & Mogge, 2000).    

     A school reform issue that has dramatically changed teachers’ role is high stakes testing.  In 

1999, Jones, Jones, Hardin, Chapman, Yarborough & Davis conducted a survey of 236 

elementary teachers in five school districts across North Carolina to determine the effects of the 

state’s high-stakes program of accountability (New ABC’s of Public Education, North Carolina 

Department of Public Instruction) on instruction, teachers, and students.  The ABC’s of Public 

Education in North Carolina is an accountability program designed to increase student 

achievement by measuring overall performance of schools as well as growth for each student.  
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Teachers are awarded bonuses if their school demonstrates growth and achieves adequate overall 

performance.  The results of the survey revealed that teachers experienced a lack of control over 

the classroom as a result of the program.  More than 70% of the teachers surveyed stated that 

their morale was lower as a result of the ABC’s program (Jones et al., 1999). 

     Isolation.  Crosby (1999), says that “teachers suffer from a lack of psychic nurturing, and they 

are virtually alone in the classroom, without adult support.  Indeed, teaching, as it is now 

practiced in urban schools, is the most isolated of the professions” (p. 302).  Teachers often 

report that they feel isolated and seldom encouraged to reflect on their work (Moller, 1999).  Too 

often the desire to teach cannot offset the lonely conditions of the classroom.  Previous 

generations of teachers thrived on isolation, but the new generation of teachers want to 

collaborate with their colleagues (Johnson, 2004).       

     Induction Programs.  As Kuzimic (1994) explains, the early induction phase of teachers plays 

a critical role not only in keeping teachers in the profession but in how their teaching practices 

and perceptions for the rest of their teaching life are shaped.  A new teacher induction program 

should be designed to meet the specific needs of a particular school or district (Heidkamp & 

Shapiro, 1999).  The induction program should focus on socialization to the teaching profession, 

adjustments to the procedures and culture of the school site and system and the development of 

effective instructional and classroom management skills (Recruiting New Teachers, 2000).  

According to Wong & Wong (1998), 95% of beginning teachers who experienced support during 

their initial years, remained in teaching after three years and 80% of the supported teachers 

remained in teaching after five years.     

     Twenty-eight states require or strongly encourage mentor programs (Olson, 2000). There is 

evidence that good mentoring does help support new teachers (Darling-Hammond, 1999; Reiman 
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& Thies-Sprinthall, 1998), but there is also evidence that it has severe limitations.  Susan Moore 

Johnson’s (2004) study showed little evidence that one on one mentoring provided much support 

for new teachers.  Unless new teachers had common planning time with their mentors, taught the 

same subject and were located close to one another, the effects were limited.  Hargreaves and 

Fullan (2000) warn that mentoring programs could fail if they are not integrated with the school 

or district induction program.     

     School Culture.  The culture of an individual school is critical to keeping teachers in the 

classroom.  That is what creates disparities in teacher retention rates at schools that are 

seemingly the same on the surface as measured by students’ socioeconomic status, race, 

geographic location and district and school size.  Rosenholtz (1991) found that good working 

conditions and recognition were linked to higher teacher retention rates.  Because most teachers 

go into teaching to make a difference the rewards they search for are the intrinsic rewards of 

feeling successful with their students or feeling appreciated by their colleagues, parents or 

administrators.  Perceived ineffectiveness leads to low self esteem in teachers, dissatisfaction and 

eventually attrition (Weiskopf, 1980).   

     Teachers who believe that they have little faculty input into decision making also leave 

teaching at increased rates (Ingersoll, Alsalam, Quinn, and Bobbit, 1997).  Susan Moore Johnson 

(2004) writes that “the next generation of teachers seeks a range of roles, both within the 

classroom and outside by which to exercise broad influence” (p. 18).   

     Role of the Principal.  The role of the principal is vital to retaining high quality teachers in the 

classroom.  This role starts with the principal as the key person in the hiring process.  The 

National Association of State Boards of Education (1998) believes that what states need are 

“targeted programs that attract candidates who are willing and able to meet the needs of the 
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schools in which they will be asked to teach” (p. 13).  The right match between a candidate and a 

school is vital to keeping teachers in teaching.  The principal is the key person to access the 

accuracy of this match in the hiring process. 

     Billingsley and Cross (1992) found that higher levels of principal support create teachers who 

are less stressed, more committed to their schools and more satisfied with their jobs. When 

administrators fail to support teachers on disciplinary, parental, or educational issues, teachers 

can feel undermined in their efforts.  Seyfarth (1991) believes that the principal is important to 

the development and sustainment of teacher satisfaction by, securing necessary materials, 

coordinating parent involvement, ensuring teacher autonomy, and maintaining student discipline.   

     Lack of Teacher Leadership.  Roland Barth (2001) believes that teacher self-renewal is key to 

retaining teachers in the teaching profession: 

     With learning comes replenishment of body, mind, and spirit – and of schools . . .  

     Replenishment comes from either leaving the exhausting work of the schoolhouse or from 

     remaining there and coming alive as a learner.  In order not to lose educators from the schools 

     as dropouts, they must be restored as learners.  The self-renewal of educators and the self- 

     renewal of our schools goes hand in hand.  One is dependent on the other (p. 28).   

Johnson (2000) believes that “current recruits will not be content to patiently wait their turn to 

exercise leadership inside and outside their classrooms” (p. 3).  Teachers must be at the forefront 

of education policy at the school, district, state and national level for teachers to feel empowered 

and stay in teaching.  They have got to feel they are making a difference  (Fullan, 1993; Crosby, 

2002).  Miech and Elder (1996) looked at teachers who started teaching between 1972 and 1986.  

They found that idealistic men and women left the teaching profession at the same rate except in 

the 1970s when women had fewer opportunities and therefore were more apt to stay in teaching 
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even if they did not feel that their idealistic expectations were being met.  Moller (1999) 

interviewed teacher leaders from across the nation and found them “eager to talk about their 

experiences:  they often felt isolated and seldom are invited to reflect on their leadership work” 

(p. 11).   

     Money.  Duttweiler (1987), Siefert (1982) and Hendrix & Mertens (1986) strongly support 

the idea that teachers need to be offered higher salaries to attract and retain them in the 

profession.  Cockburn (2000) found that lower salaries or fewer benefits have a negative impact 

upon retention of teachers.  Low economic rewards are the common reason cited by individuals 

who opt not to enter teaching (Rydell, Gage & Colness 1986).   

     A report on teacher retention, mobility and attrition in Texas (Texas Education Agency, 1995) 

found that teachers being compensated at comparably lower rates were more likely to leave the 

profession.  From 1988-1993 the teaching salaries in Texas were five to twenty percent lower 

than similar occupations for which teachers were eligible.  During the 1988-89 school year, 

twenty-six percent of first year teachers left their jobs in districts with comparably lower salaries.   

     Stinebrickner (1998) found that the amount of time teachers stayed in their first job was 

affected more by wages than improved work conditions such as smaller student-teachers ratios.  

Stinebrickner also found that teachers with better job opportunities like science teachers tended 

to leave teaching sooner than others.  He argued that a flexible structure allowing preferential 

pay for these teachers would help retain them.  Milanowski (2002) also found that in order to 

attract mathematics candidates to teaching, it would take an annual starting salary of 45% above 

the local average to attract 48% of the mathematics or science sophomore students.  However, 

Milanowski also noted that while low salaries are issues for becoming teachers, working 

conditions and job demands also play a role.   
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     Jacobson (1988) studied the distribution of salary increments and effects on teacher retention 

in New York.  He concluded that school districts that improved the relative attractiveness of their 

salary schedules did a better job of retaining teachers.  This effect was even greater when 

districts improved midcareer salaries.   

     Salary appears to become an issue only with teachers who are dissatisfied with other parts of 

their jobs (Bogenschild, 1988).  Any effort to address compensation must also address the other 

factors that teachers are leaving the classroom.    

Teacher Leadership and Compensation 

     School systems across the country are scrambling to fill unfilled teaching positions created by 

the teacher shortage that will predictably increase in number.  To address the problem, a 

comprehensive plan to address the teacher shortage must address the issues of salary, lack of 

time and respect.  Some plans address teacher salaries without addressing lack of time and others 

address the lack of respect without addressing salary and still others address time without 

addressing salaries.  Because school districts have to be accountable to the public, any change in 

compensation plan that requires additional funding will have to address student achievement as 

well  (Odden & Kelley, 1996). 

     The traditional single salary schedule is not well suited to the demands of today’s reform 

environment.  As the notion of “job” is replaced by the notion of competencies, or knowledge 

and skills in the business world, knowledge and skills also begin to replace the job as the basis of 

compensation.  Organizations are shifting away from the old way of paying knowledge workers 

for a job and toward sophisticated, and elaborate, knowledge and skills-based pay systems  

(Odden & Kelley, 1996).  Knowledge and skills include those needed for the technical aspects of 
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the work – instructional knowledge and skills in education – as well as teamwork, collegial 

relationships, managerial skills and other sets of expertise.   

     In raising their performance to new levels, organizations have moved away from pay based on 

seniority to new compensation strategies based on:      

1. Pay for acquiring new knowledge and skills:  Knowledge and skills-based pay gives 

workers direct economic incentives to acquire the competencies they need to work 

successfully in a restructured environment. 

2. Performance-based team, group and organizational bonuses:  Group performance bonuses 

link pay to organizational results. 

3. Value-added assessments:  Based on a computer program to create a picture, based on 

test scores, of how much an individual teacher contributes to her/his students’ learning 

each year.  This value added assessment compares students’ scores in any given year with 

the scores they would be expected to get, based on previous scores.  The difference is the 

value added by the students’ teacher. 

4. Career ladders:  Teachers receive promotions and raises for taking on new 

responsibilities, such as providing support to marginal teachers.  Teachers wishing to 

advance on the career ladder have their applications reviewed/approved by a peer panel.  

(Brandt, 1990; Crosby, 2002; Odden & Kelley, 1996; Tomlinson, 1992). 

     In education, a strategic compensation structure would tie teacher pay to education reform 

goals and strategies.  Years of experience and education units and degrees are at best indirect 

measures of the types of knowledge and skills teachers need to raise students to current 

performance standards.  The traditional salary schedule has no element directly linked to raising 

student achievement, the main goal of educational reform.  The challenge is to design 
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compensation systems that provide direct incentives for teachers to improve the quality of their 

instruction and to raise student achievement.  Designing an effective compensation system 

requires the involvement and support of employees and their leaders.  The knowledge and skills-

based elements should constitute the largest share of an individual teacher’s salary.  This pay 

structure rewards teachers for meeting certain professional standards – with the expectation that 

meeting such standards will boost student achievement.   

     Paying for knowledge offers several advantages over previous merit pay plans.  All teachers 

can earn salary increases by acquiring new knowledge and skills.  A teacher’s eligibility for a 

salary increase is determined by demonstrated performance to clear standards and individual 

teacher eligibility for a bonus depends on school-wide performance gains, not just gains in 

individual classrooms.  This matches the trend in the private sector where workers are organized 

into teams, and group awards are rapidly replacing individual merit pay programs  (Alexander & 

Monk, 1988;Odden & Kelley, 1996). 

North Carolina and Teacher Retention 

     North Carolina is expecting to experience a shortage of some 80,000 teachers during the next 

ten years.  The North Carolina Department of Public Instruction (NCDPI) projects that North 

Carolina’s student enrollment will be sixth in the nation during the ten year span of 1996-2006 

(Public School Forum of North Carolina, 1996).  As the projection that the number of available 

teachers is decreasing, NCDPI predicted that in the ten-year period from 1996-2006, North 

Carolina would need to hire an average of 7,260 new teachers per year to compensate for the 

over six percent teacher turnover rate (Public School Forum of North Carolina, 1996).  During 

the 2000-2001 school year, 43% of the teachers who left North Carolina public schools were 
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tenured.  Part of the increase in the teacher shortage in North Carolina can be attributed to 

retirements and student population increases, but much of it can be attributed to teacher turnover.       

     Due to the large number of rural communities in North Carolina combined with large urban 

school districts, North Carolina is particularly vulnerable to the national trends of teacher 

attrition where increased shortages are found in urban and rural areas and in certain subject areas. 

     There are very few compensation models that address the reasons why teachers are leaving or 

not even entering the teaching profession and at the same time tied to student achievement.  

Ingersoll (2001) pointed out the negative effects that teacher turnover has on student 

performance focusing on the continuity of learning that is disrupted and the inability of students 

to form mentoring relationships with teachers.  The Wake County Public School System in 

Raleigh, North Carolina is trying to address all of these reasons in a Teacher Enhancement 

Leadership System model. 

Wake County Public School System’s Teacher Enhancement and Leadership System 

     Wake County Public School System.  The Wake County Public School System is a fast 

growing school district of approximately 115,000 students and over 134 schools.  Bill McNeal, 

the superintendent of Wake County Public Schools from 2000 to the present 2006 was 

recognized as both the North Carolina Superintendent of the Year and the National 

Superintendent of the year in 2004.  Wake County is a large school district geographically, 

including Raleigh, the capital of North Carolina, as well as several relatively small rural towns 

and communities in the school district encompassing 864 square miles.  According to the 2000 

Census, Wake County had 627,846 residents and typically Wake County adds about 20,000 

people per year (Wake County Public Schools, 2006). 
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     Background to The Teacher Enhancement and Leadership System.  The Wake County Public 

School System serves a community that has high expectations for its schools.  In order for Wake 

County to maintain the high quality education program that the district has, the district had to ask 

itself if it was doing everything that it could to recruit and retain high quality teachers for the 

present and well into the future in light of the teacher shortages that exist across the country.  

Wake Education Partnership, a community-based school advocacy organization linking human 

and material resources to strengthen Wake County’s public schools, worked with the school 

district to form the Wake Task Force on Teacher Excellence in the spring of 1999.  The Wake 

County Task Force on Teacher Excellence was composed of a broad-based group of stakeholders 

that was charged with the task of advancing teacher quality in Wake County Public Schools.  

The task force issued its findings and recommendations in a report titled All for All in January 

2001 (Human Resources Wake County Public School System, 2004).   

     “This report reinforced some existing county initiatives focused on improving teacher quality 

such as the Wake Leadership Academy, the Kenan Fellows Program as well as such new 

initiatives as the Superintendent’s Teacher Advisory Council and the Wake County Coalition of 

National Board Certified Teachers” (Human Resources Wake County Public School System, p. 

2).  The Wake Leadership Academy is a public-private partnership designed to foster exemplary 

leadership among principals and assistant principals.  The Kenan Fellows Program is an 

innovative model to promote teacher leadership, address teacher retention and advance K-12 

science, technology and mathematics education.  The Superintendent’s Advisory Council is a 

committee that serves as liaison between the Public School System administration and the 

schoolteacher communities.  The Wake County Coalition of Nationally Board Certified Teachers 

is a group of teachers that are Nationally Board certified in Wake County that meet to further 
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their growth as professional educators.  Superintendent Bill McNeal developed a plan entitled 

Defining a Plan to Improve Teacher Quality, which included four steps to improved teacher 

quality: 1) solve the problem of time; 2) build communication and trust; 3) restructure teacher 

compensation and benefits; and 4) build a culture of professionalism and learning  (McNeal, 

2002). 

     A second initiative was the final report of the Citizens Advisory Committee, a committee 

jointly created by the Wake County Board of Commissioners and the Wake County Board of 

Education to find a way to reconcile a long-running conflict between the Wake County Board of 

Commissioners and the Wake County Board of Education over funding for the Wake County 

Public School System.  The Citizen’s Advisory Committee employed the services of consultant 

MGT of America, Inc. to examine the financial and organizational structure of Wake County 

Public Schools and to provide recommendations.  One of the final three conclusions emanating 

from this study was that Wake County Schools Human Resources has significant needs for 

additional resources to recruit and retain the required number of excellent teachers.  The 

Citizen’s Advisory Committee recommended 50.5 million dollars be spent on strategies in this 

area over the next four years (CAC, 2003). 

     From this recommendation Wake County put together a Career Pathways for Educators 

Committee to address the issue of teacher recruitment and retention.  The Career Pathways for 

Educators Committee consisted of an Assistant Superintendent of Human Resources from the 

Wake County Public School System, a Vice President from Wake Education Partnership, The 

Director of the Wake Leadership Academy, teachers from the Superintendent’s Advisory 

Council, the local president of the North Carolina Educator’s Association, principals (I was one 

of those principals), assistant principals, assistant and area superintendents and an associate 
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superintendent.  The committee also hired three outside consultants to help work through the 

design process – George Elwon, President, Raleigh Consulting Group; Dr. Ruth Ashe, Dean, 

School of Education Samford University; Dr. Maurice Persall, Director, Graduate Programs 

Samford University (Human Resources, Wake County Public Schools, 2004).   

     The committee held seven all day meetings from January 9, 2003 to November 7, 2003 to 

complete its work.  In addition, members of the committee conducted focus groups during the 

summer of 2003.  The first meeting of the committee consisted of many conversations discussing 

the work of Wake Education Partnership around quality teachers and the report of the Citizen’s 

Advisory Committee, issues around teacher retention coming out of the Superintendents 

Advisory Council, the work of Dr. William Sander’s from SAS concerning the impact of 

teachers on student learning, and the Wake County School District’s goal to improve teacher 

recruitment and retention (Human Resources, Wake County Public Schools, 2004).   

     The committee was given the charge to conceptualize a framework for creating career 

pathways for educators so that the school district could manage human resource systems to 

enable employees to focus their development in areas of interest as well as in areas that foster the 

achievement of organizational goals.  This charge focused the committee on identifying 

leadership roles for teachers (Human Resources, Wake County Public Schools, 2004).   

     The committee studied the research on merit pay plans, performance-based pay plans, 

knowledge and skills-based pay plans, and career development plans for teachers.  According to 

William Sanders “Teacher quality is the greatest single determinant of student achievement” 

(Archer, 1999, p. 1).  Over the next several meetings, the committee decided that they were 

interested in a plan that focused on compensating knowledge and skills and that another step in 

the career progression needed to be added beyond career status in addition to just identifying job 
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roles.  During these meetings lengthy discussions took place around the need for opportunities to 

be open for all that desired them and the team came to understand that they were developing a 

model that could significantly change the way teachers work in schools.  The committee 

designed a model that would demand collaboration and support among and for all professionals.  

The committee also designed a set of questions to ask teachers serving in some of the identified 

roles in order to determine if the written job descriptions matched reality.  These questions were 

asked of 33 teachers in focus groups during July 2003 (Human Resources, Wake County Public 

Schools, 2004).    

     After a year of meeting and studying various pay plans across the country, the Career 

Pathways for Educators Committee came up with a model to attempt to address teacher retention 

and teacher leadership in Wake County called the Teacher Enhancement Leadership System 

(TELS).  At the time of this study the Teacher Enhancement Leadership System has not been 

implemented in Wake County Public Schools due to funding issues. 

     Description of Teacher Enhancement Leadership System (TELS).  The Teacher Enhancement 

Leadership System is a long-term human resources strategy designed to recruit, support and 

retain talented teachers in the Wake County Public School System.  This initiative has as its goal 

to build the capacity of the school system to achieve its goal of academic achievement for all 

students by making good teachers better.  There are three proposed components:  1) A career 

progression; 2) additional compensation and 3) job enhancement  (Human Resources Wake 

County Public School System, 2004).  

     In the career progression component, teachers will attempt to develop in their careers by 

increasing their academic and instructional expertise, reflecting on their experience to improve 

practice, and by gradually assuming more complex roles in school improvement processes.  
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TELS will enable teachers to pursue a variety of positions in their careers depending on their 

interests, abilities and accomplishments.  As teachers develop in their careers, their pay should 

be commensurate with increased qualifications and responsibilities (Odden & Kelley, 

1996;Human Resources Wake County Public Schools, 2004).   

     TELS identifies at least three distinct and developmental roles that comprise a teacher career 

progression:  Novice, Career and Advanced Career (See Table 1).  Specific expectations and 

responsibilities are associated with each of these roles.  Presently, there are only two roles as 

defined by the state - non-careered and careered.  The TELS model proposes adding a third role 

called advanced career status.  Advanced career teachers would be expected to use skills learned 

to guide instructional improvement at department and school levels, engage other teachers in 

collaborative problem solving, mentor and train others on a regular basis, participate on system 

teams to design curriculum and lesson plans, and develop and assume other formal and informal 

leadership roles at the school level.  The expectation for the career teacher is to expand 

competence and expertise in subject matter and/or critical curriculum and instruction areas 

necessary for student/school success.  The career teacher would have opportunities to progress to 

advanced career teacher after acquiring and demonstrating the requisite skills.  Novice teachers 

are beginners and would focus their energies on mastering the INTASC standards (national 

benchmarks for good instruction in the classroom), organizing and managing instruction for 

diverse learners, and learning how to reflect on their practice to improve skills.  Time would be 

made available within the school calendar for novice teachers to work together and learn from 

mentor and advanced teachers (Human Resources Wake County Public School System, 2004). 

     The career progression would provide the framework to evaluate, modify and reorganize 

current training activities based on differentiation in professional development.  It would also 
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serve as a basis for partnering with colleges and universities that may deliver some of the 

learning experiences.  Accountability would be ensured through alignment to professional 

growth planning processes already in place as a part of the evaluation process (Human Resources 

Wake County Public Schools, 2004). 

     A centralized Professional Review Panel would be developed to evaluate teacher applications 

for advanced career teacher status.  The Superintendent’s Teacher Advisory Council would be 

charged with making recommendations about composition, selection criteria, training and 

procedures for the Panel.  A rubric would be developed by the Professional Review Panel that 

clearly defines the advanced career teacher role, skill sets and evidences.   

     The additional compensation component would provide annual skills-based pay to teachers 

who demonstrate advanced level skills and leadership.  The proposed amount is $1250 per year.  

Market-based pay and free tuition for teachers who add additional licenses in shortage areas 

would also be provided as part of the additional compensation component.  Five percent of a 

teacher’s salary is proposed.  Strategic incentive bonuses from $300 to $750 to improve novice 

teacher retention are part of the additional compensation proposal.  These strategically timed 

incentive bonuses for new teachers would be provided at the end of the first and second 

semesters and again at the start of the school year to encourage retention.  Ten days release time 

per year for novice and mentor teachers to plan and collaborate regularly on instructional 

improvements is included in the additional compensation proposal.  The additional compensation 

component will also provide a bonus for teachers during their license renewal year with evidence 

of growth.  Five hundred dollar one time bonuses for receiving National Board of Professional 

Teaching Standards Certification would also be given. 
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Table 1:  Teacher Enhancement and Leadership System:  From Novice to Advanced 

Career Teacher Leader 

Career 

Progression 

Novice/Probationary Career Advanced Career 

Criteria -Eligible to hold NC license -Clear NC license -Ability to collaborate with others 

-Completion of mentor training 

-Ability to design instruction to 

meet the needs of diverse learners 

-Use of data based decision making 

& research 

-2-3 years school/district leadership 

-Majority of ratings above standard 

-Five years successful teaching (2-3 

in WCPSS) 

-2-3 years successful mentoring 

Focus -Designing quality work for 

students 

-Mastering INTASC 

standards  

-Designing quality 

work for students 

-Expanding 

skills/knowledge  

-Developing/sharing 

best instructional 

practices 

-Designing quality work for students 

-Expanding/developing/sharing best 

practices 

-Facilitating continuous 

improvement at 

classroom/department/school/system 

levels 

Expectations -At standard or better 

-Complete annual IGP 

-Completion of ILT 

-At standard or better 

performance  

-Growth toward 

advanced career status 

on IGP 

-May mentor new 

teachers 

-Majority of ratings above standard 

-Develop others through coaching, 

training 

-Lead collaborative 

planning/problem solving 

-May conduct peer observations 

-May serve on system teams to 

develop curriculum/model lessons 

Job 

Enhancements 

-10 days release time for 

training with mentors 

-Eligible for extended 

contracts 

-Eligible to apply for 

reduced teaching load 
leadership responsibilities 

-Eligible for extra duty pay 

-Eligible for extended contracts 

-Eligible to apply for reduced 

teaching load leadership 

responsibilities 
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Table 1 Continued 

Additional 

Compensation 

-Signing incentive bonus for 

critical areas 

-PRAXIS reimbursement 

-Tuition reimbursement 

-Supplemental advancement 

 

-Bonus every 5th year 

with license renewal 

and evidence of growth 

-Opportunity for 5% 

pay increase for adding 

2nd license in critical 

area 

-$500 one time bonus 

for NBPTS 

-Annual skills pay for 5 years with 

continuing demonstration of 

successful teaching/instructional 

leadership 

-Opportunity for 5% pay increase 

for adding 2nd license in critical area 

-$500 one time bonus for NBPTS 

 
     Job enhancements are the third component of TELS.  Job enhancements expand on selected 

leadership roles for talented teachers to provide career choices within teaching.  These leadership 

roles and responsibilities are those that the system believes are necessary for teachers to assume 

in order to extend instructional leadership throughout the school.  These roles require advanced 

skill sets beyond subject matter expertise.  Presently, the TELS model proposes that elementary 

grade level chairs, middle school team leaders, mentors, school leadership team leaders and 

middle school department chairs would receive extended contracts of 1-3 weeks at the beginning 

and/or end of the school year to perform some of the extra duties required of these leadership 

roles.  High school department chairs, mentor coordinators, student support team coordinators 

and elementary and middle school department chairs would receive teaching load reductions 

embedding time during the school day to perform the tasks required of these leadership roles.    

In the future, there may be new roles that will evolve based on changing student and school 

needs.  Currently, teachers are paid small stipends, referred to as extra duty pay, to carry out 

these functions on top of full teaching loads with little or no time built into the schedule.  The 

career enhancement component recognizes that selected leadership roles are important enough to 

school effectiveness to be job-embedded so that time would be allotted during the regular school 
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day to carry out these responsibilities.  Revised job descriptions will be developed to insure 

accountability for these functions.  Pay should be increased commensurate with the 

responsibilities to attract talented teachers to these jobs.  Ideally, novice and probationary 

teachers would not assume the more complex leadership roles until they became career teachers 

(Human Resources Wake County Public Schools, 2004). 

Summary 

     This chapter has sought to provide a theoretical framework for this research by conducting a 

review of the current literature in the following areas:  1) Background to the Teacher Shortage; 

2) Teacher Attrition; 3) Teacher Leadership and Compensation; 4) North Carolina and Teacher 

Retention.  This chapter also sought to outline Wake County Public School System’s proposed 

Teacher Enhancement and Leadership System which is a model attempting to address the teacher 

retention issue and to search for other models addressing the teacher retention issue.   

     The next chapter will describe the methodology of qualitative research that was utilized in the 

study.  The purpose of this research was to gain a better understanding of why teachers are 

leaving the Wake County Public School System and if Wake County’s proposed Teacher 

Enhancement and Leadership System would address teachers’ leaving the Wake County Public 

School System.  The qualitative strategies of focus groups, face-to-face interviewing, and 

document analysis will be described in Chapter Three.   
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“What you are trying to do, it seems, with this plan is create a level of professionalism for 

quality teachers.”  (Teacher Interview, Fall 2005) 

CHAPTER THREE 

METHODOLOGY 
 

Introduction 

     My literature review found that there are few current compensation models that address all 

three of the reasons that teachers are leaving or not even entering the teaching profession and are 

at the same time tied to student achievement.  Therefore, the method of research used for this 

study is qualitative and specifically a phenomenological study.   

     Historically, Edmund Husserl, a mathematician who studied in Leipzig and Berlin is credited 

with establishing the philosophy of phenomenology (Patton, 1990).  Bogdan and Biklen (1992) 

believe that “researchers in the phenomenological mode attempt to understand the meaning of 

events and interactions to ordinary people in particular situations” (p.23).  Phenomenologists 

emphasize the subjective aspects of people’s behavior.  The goal is to understand the subjects 

from the participants’ perspectives.  In order to understand the phenomenon from the subject’s 

point of view, the researcher must suspend their own judgments of what they believe the 

experience means to the people they are studying (Bogdan & Biklen, 1992). 

     Irving Seidman has developed an interviewing technique based on the phenomenological 

approach called phenomenologically based interviewing.  The method combines life history 

interviewing and focused, in-depth interviewing informed by assumptions drawn from 

phenomenology and especially from Albert Schultz (Seidman, 1998).   

     The purpose of this research was to gain a better understanding about what influences 

teachers to stay in Wake County and if the Teacher Enhancement Leadership System can address 
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the teacher retention issue.  Thus this study falls under the qualitative strategy of a 

phenomenology.  I used a modified version of Seidman’s phenomenologically based 

interviewing technique in this study utilizing open-ended questions but not following the three 

interview series that Seidman proposes. 

     This chapter will be divided into three sections.  The first section will look at a pilot study of 

focus groups that helped define the key teacher leadership positions in the Wake County Public 

School System.  The second section relates to the selection of the subjects.  The third section 

addresses data collection and methods of data analysis. 

Pilot Study 

     Focus Groups.  The Career Pathways for Educators Committee conducted focus groups 

during July 2003.  Principals of every school in Wake County were asked to send someone in 

one of the teacher leadership positions listed below to participate in the focus group.  Since the 

focus groups were held in the summer, the participation was lower than normal but the teachers 

who did come were committed to helping the county look at teacher retention.   

     Sixteen teachers were from Elementary Schools, 9 were from middle school and 8 were from 

high school.  Twenty-three out of 108 Wake County schools were represented.  The focus groups 

were held in the Wake County Computer Decision Lab where teachers could answer the open-

ended questions directly on a computer to make the data collection and analysis easier.  The 

following questions were asked of 33 Wake County teachers:   

     Focus Group Questions. 

1. What tasks do you do in your role? 

2. How much time does it take to complete the tasks for this role? 
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3. When do you get these tasks accomplished (example – during planning, before school, 

after school, etc.)? 

4. What skills and/or training are required to perform this role effectively? 

5. What value does this position add to helping students be successful? 

6. Please review the list of job titles listed below.  Are there other leadership roles that 

teachers could assume to add value to student success? 

Teacher Action Researcher   Student Support Team Chair 

Curriculum Writer/Specialist/Developer  Staff Development Trainer 

Data Analyst     Mentor Coordinator 

Grade Level Chair     Staff Development Coordinator 

Team Leader     Program Coordinator for Magnet Schools 

Department Chair     ESL Coordinator 

Behavior Management Specialist   Lead Teacher 

Mentor      School Improvement Team Chair 

Grant Writer/Coordinator    Instructional Resource Teacher 

Cooperating Teacher    Academically Gifted Coordinator 

Test Coordinator 

7. If a teacher were recognized as being accomplished/expert, what would that mean in 

terms of the role and responsibilities? 

     The Focus Groups pointed to four key areas when looking at an accomplished or expert 

teacher.  They were lack of time, lack of compensation, desire to be lifelong learners and teacher 

leadership.  The key roles identified by the focus groups were high school and middle school 
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department chairs, middle school team leaders, elementary grade level chairs, mentor 

coordinators, school improvement chairs and staff development coordinators. 

     The Focus Group findings and the research that the Career Pathways for Educators 

Committee had been doing were used to shape the Teacher Enhancement Leadership System.  

The Career Pathways Committee used the data collected from these focus groups to fine tune 

their teacher leadership job descriptions and to determine the most important teacher leadership 

roles that could have the biggest impact on student achievement and teacher retention.  The 

committee examined the roles of the teachers that attended the focus groups and picked roles that 

affected all three levels – elementary, middle and high – with the exception of middle and high 

school department chairs and middle school team leaders.  The committee decided to give 

Student Support Team Chairs, Mentor Coordinators and High School Department Chairs 50/50 

teaching roles meaning that they would continue to be paid full-time but be freed from teaching 

half of the day to perform their leadership roles.  Middle School Department Chairs, School 

Improvement Chairs and High School Department Chairs not included in the 50/50 positions 

would be given two-week extended contracts to perform their leadership responsibilities and 

Middle School Team Leaders and Mentors would receive a week extended contract to perform 

their leadership duties.  As the Career Pathways Committee’s model took shape, it was named 

the Teacher Enhancement and Leadership System (TELS). 

Selection of Subjects 

     The population for this study consisted of Wake County Public School System teachers and a 

principal.  The Wake County Public School System is a fast growing school district of 

approximately 115,000 students and over 134 schools.  Bill McNeal, the superintendent of the 

Wake County Public School System from 2000 to 2006 was recognized as both the North 
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Carolina Superintendent of the Year and the National Superintendent of the year in 2004.  Wake 

County is a large school district geographically, including Raleigh, the capital of North Carolina, 

as well as several relatively small rural towns and communities in the school district.  According 

to the 2000 Census, Wake County had 627,846 residents and typically Wake County adds about 

20,000 people per year.  The school system is adding about 7000 students per year. 

     School Selection.  The schools selected for the study were the six schools in the county with 

the lowest teacher turnover for the 2003-2004 school year.  Within the six schools with the 

lowest teacher turnover elementary, middle and high schools were represented.  Wake County 

calculates teacher turnover rate by resignations from July 1 of a given year through July 1 of the 

next year so transfers from one school to another within the county would not be included in this 

number (Wake County Human Resources, 2005).  The state of North Carolina calculates teacher 

turnover based on who is on the payroll in March of a given year compared to March of the next 

year (North Carolina Department of Public Instruction).  That would include resignations, non-

paid leaves and transfers.  This figure results in a higher figure generally than the way Wake 

County calculates teacher turnover.   

     The reason for choosing schools with low teacher turnover rates was because teachers and 

administrators at these schools were willing to share the reasons that they stay, and they had a 

picture of what it takes to get teachers to stay at a school.  Principals at schools with high teacher 

turnover might make sure that they give access to teachers to say the “right” things.  Principals at 

schools with low teacher turnover were more apt to give access to teachers who they genuinely 

believe can help with the study since teacher retention is perhaps something that they value.  

     Teacher Selection. To select the teachers, a letter was sent to the principals at the schools in 

each region of Wake County with low teacher turnover rates.  The principals at the six schools 
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were asked to provide the names of one or two teachers that fit the criteria of being in a teacher 

leadership position within the principals’ school.   The teacher leadership positions that I asked 

about were based on the teacher leadership positions that arose from the focus groups    

(Appendix I).  These positions were Student Support Team Chairs, Mentor Coordinators, High 

School and Middle School Department Chairs, School Improvement Team Chairs, Middle 

School Team Leaders and Mentors.  The principal had the option of recommending a teacher in a 

leadership position other than the positions listed above to make sure that the Focus Groups did 

not miss a key position.  The six principals all responded with at least one name of a teacher in a 

teacher leadership position within their school.  One principal gave me eleven names of teacher 

leaders in the school.  I contacted four of those teachers.  The other five principals recommended 

one to three teachers in teacher leadership positions in their school that I could contact.  

Therefore, I contacted a total of fourteen teachers; nine responded and were interviewed.   

     Principal Selection.  The principal from the school with the lowest teacher turnover rate was 

selected and interviewed.  The reason a principal was interviewed was to potentially glean 

information to reinforce or negate what teachers were saying for validity purposes.  Principals 

also have access to funding and staffing resources that teachers are not necessarily aware of that 

might be a reason for lower teacher turnover.   

Data Collection and Analysis 

     Interviews.  During the spring and fall of 2005, face-to-face individual interviews with a 

principal and nine teachers from six schools in Wake County were conducted.  After receiving 

the names of the potential interview candidates, they were contacted by letter explaining the 

purpose of the study and requesting approximately one hour of each of the interviewee’s time for 

the face-to-face interview (Appendix II & III). These interviews served to extend the research of 
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the Focus Groups conducted previously.  The informed consent form was included in the initial 

contact letter, and potential interview candidates were asked to return the informed consent form 

in a self-addressed stamped envelope if they were interested in participating in the study 

(Appendix IV).  The principals from all six schools responded with names of at least one teacher 

leader in their school for me to interview and at least one teacher from each of the six schools 

consented to be interviewed.   

     Before starting the each interview, confidentiality was discussed with the interviewee.  The 

interviewee was told that pseudonyms would be used for each interviewee and that schools 

would be referred to as elementary, middle and high and not by their specific names.  They were 

also told that the interview notes and tapes would be coded and would not have identifiable 

features on the tapes and interview notes themselves and that the code sheet would be kept in a 

separate location from the tapes and interview notes for security purposes.  The interview 

questions below were sent to the interviewees one week ahead of time as well as a brief outline 

of the Teacher Enhancement Leadership System to give interviewees a chance to think about the 

questions before the interview.  This gave the interviewees a greater opportunity to give more in 

depth feedback on the Teacher Enhancement and Leadership System and served as a reminder of 

the upcoming interview.  The interview format itself was discussed with each interviewee before 

the interview started.   

     Through these interviews, I got to hear the voices of the teachers talking about the job 

enhancement, career progression positions and additional compensation to further add to the 

body of research that Wake County is compiling to retain teachers in the Wake County Public 

School System.   
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     Interview Technique.  A semi-structured interview format was used for this study.  Open-

ended questions, combined with a few demographic questions, helped get a clear picture of the 

interviewee’s story.  The questions were based upon questions from other dissertations, 

reviewing the relevant literature, building on the focus group questions and talking to qualified 

qualitative researchers.  The interviews were taped and transcribed and detailed notes were taken 

during each interview (Brinson, 1997).  This technique was used so that the researcher had two 

data sources to rely on for analysis so that one could be a check of the other to be sure that no 

key information was missed.  The notes and the tapes were kept in a secure location with no 

identifiable features except for a code without specific names or schools attached.  The code 

sheet was kept in a separate location for security purposes.   

     Interviews afford opportunities for people to better reflect on their situations and thus find 

meaning in those situations.  “At the heart of what it means to be human is the ability of people 

to symbolize their experience through language” (Seidman, 1998 p.2).  Seidman (1998) also 

believes that “At the root of in-depth interviewing is an interest in understanding the experience 

of other people and the meaning they make of that experience” (p.3).  The interviews I conducted 

for the study served to glean a deeper understanding of teacher retention through the eyes of 

teachers in Wake County Public Schools.  See Appendix IV for Interview Questions for teachers 

and Appendix V for interview questions for Principal. 

     Questions 1 through 3 for teachers and 1 through 5 for the principal look at demographic 

information to use for comparison purposes.  Questions 4 and 5 for teachers and 6 and 7 for the 

principal get at what drives them to be educators.  People’s motivation for going into education 

can be helpful in determining what to do to keep them there.  Question 6 for teachers gives a 

picture of what a teacher’s job looks like since time is one of the key factors in teacher retention 
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according to the literature.  Question 8 for administrators helps to get at what this principal is 

looking for in a quality teacher.  Questions 7 through 13 for teachers and 9 through 15 for the 

principal get the interviewees to look closely at Wake County’s Teacher Leadership and 

Enhancement System to see if the model would be useful in retaining teachers and to give them 

an opportunity to give suggestions for improvement of the model.  Questions 14 through 16 for 

teachers and 16 through 18 for administrators ask the interviewees to step away from the TELS 

model and have an opportunity to give their own suggestions for retaining teachers.  The final 

question of course gives the interviewees a chance to share thoughts that I have not addressed but 

they feel are valid to the interview. 

     Data Analysis.  Between interviews I could not help reflecting on what I had heard and 

making connections but I worked hard to try to not let that affect the next interview.  I hired a 

transcriber to transcribe the interviews for me.  The transcriber only had coded tapes and had no 

way of knowing what teacher or principal interview was being transcribed.  The code sheet tying 

schools, teachers and tape numbers was kept in a different location than the tapes and the 

decoded tapes.   

     After all the interviews were completed and transcribed, I read through the text and marked 

what was interesting to me so that I did not lose that initial overall impression of the data before I 

was totally immersed in the data.  This strategy is recommended by Seidman (1998) who sees 

the researcher’s judgment as one of the most important ingredients that the researcher brings to 

the study.  I also compared my field notes and the transcribed interview notes to check for 

similarities or differences to increase validity.  After marking passages of interest, I then went 

back through and made notes from each group of questions 1-3 demographic information, 4-5 

motivations for becoming a teacher, 6 what a teacher’s day looks like,  7-13 teachers’ 
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perceptions of the Teacher Enhancement Leadership System Model, 14-16 teachers’ own ideas 

for retaining teachers and reported that data in Chapter Four.  In each group of questions, I 

organized excerpts from the transcripts into categories, looking for connections and patterns that 

emerged.    I coded the data from each question looking for similarities and differences between 

each teacher.   I kept my categories tentative as I read and reread the transcribed interviews and 

interview notes being willing to change the name of the category as new ideas emerged in the 

interviews.  However, I know that I have predispositions to certain themes from both my 

literature review and my own personal experience as a principal.  To deal with these 

predispositions, I made sure that I used the language from the teachers and not my self-imposed 

labels.   

     After all the excerpts were categorized within each question set, I asked myself what meaning 

I had made from all the interviews.  I reflected on the research experience itself.  This gave me 

an opportunity to propose future research and identify areas where my research was weak.   

Summary 

     The Wake County Public Schools Human Resources Department and the Superintendent’s 

cabinet believes that the Teacher Enhancement and Leadership System model has the potential to 

be more far reaching than just teacher retention even though that in itself is extremely important.  

With the projected implementation of the Teacher Enhancement Leadership System, Wake 

County has the opportunity to become a change agent, altering relationships among principals, 

teachers, parents and students to improve significantly the lives of Wake County’s children.  This 

phenomenological study will serve to study this new and innovative model in Wake County that 

tries to address all three of the reasons that teachers are leaving or not even entering the teaching 

profession – time, money, teacher leadership – to see how nine teachers and one principal in 
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Wake County feel about the potential impact of the Teacher Enhancement and Leadership 

System on retaining quality teachers in Wake County Public Schools.  
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“Intellectually, I love the drive of helping the school make decisions based on the needs of 

children, based on the needs of teachers, based on the needs of the whole school climate.” 

(Teacher Interview, Fall 2005)   

CHAPTER FOUR 

FINDINGS 

Introduction 

     The purpose of this study was to examine a Teacher Enhancement Leadership System (TELS) 

model that Wake County Public Schools has designed to attract, retain, and motivate talented 

teachers.  There are three components to the Teacher Enhancement Leadership System:  1) 

career progression for advancement; 2) additional compensation; and 3) job enhancement   

(Human Resources Wake County Public School System, 2004).     Since it seems that teachers’ 

opinions on current issues in the field of education are often neglected and teachers’ views on 

issues central to staffing classrooms in the United States are seldom given the priority they 

deserve, this study examined factors related to recruitment and retention by talking to public 

school teachers in Wake County, North Carolina. 

     Chapter Four provides an analysis of the data resulting from ten interviews with Wake 

County public school teachers and a principal from schools with the highest teacher retention 

data from the year 2003-2004.   The chapter begins by giving the demographic data of Wake 

County as well as the population of teachers and principal that were interviewed and the schools 

for which they worked.  Finally, each research question is addressed with the corresponding data.  

Demographic Data of Interviewees’ District and Schools  

     The Wake County Public School System is a fast growing school district of approximately 

115,000 students and over 134 schools.  This makes Wake County Public Schools the second 
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largest system in the state and the 27th largest in the nation.  Of the 134 schools, there are 84 

elementary schools, 28 middle schools, 17 high schools and 5 special optional schools.  The 

student population is 61.6 percent white, 26.3 percent African-American, 5.6 percent Hispanic, 

4.1 percent Asian, 2.1 percent multiracial and 0.3 percent American Indian.  Teacher salaries 

range from $28, 725 to $64,566 (Wake County Public Schools, 2006).   

     Wake County is a large school district geographically, including Raleigh, the capital of North 

Carolina, as well as several relatively small rural towns and communities in the school district 

totaling 864 square miles.  According to the 2000 Census, Wake County has 627,846 residents 

and typically Wake County adds about 20,000 people per year.  The school system is adding 

about 7000 students per year. 

Demographics of Schools of Teachers and Principal Interviewed 

     Four elementary, one middle and one high school are represented in the study.  One year-

round school, two magnet schools and three traditional schools are also included in the study.  As 

demonstrated in the table below, all the schools are reflective of the county as a whole in free 

and reduced lunch percentages and performance composites.  Two of the schools opened as new 

schools in the past five years.       
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Table 2:  Free & Reduced Lunch and Performance Composites of Schools of Teachers and 

Principal Interviewed 2003-2004 

School % Turnover 

2003-2004 

School Free & 

Reduced 

Lunch 2003 

School 

Performance 

Composite 

2003-2004 

Wake County 

Performance 

Composite 2003-

2004 

Elementary A 4.35% 23.9% 90.3% 92.1% 

Elementary B 4.69% 14.9% 94.6% 92.1% 

Elementary C 5.56% 34.4% 87.6% 92.1% 

Elementary D 4.88% 19.2% 94.7% 92.1% 

Middle  2.86% 32.1% 85.3% 88.9% 

High 3.17% 25.9% 75.4% 82.8% 

 

Demographics of Teachers/Principal Interviewed 

     The teachers interviewed for this research support the current research on teacher turnover.  

Most teachers are female, non-Hispanic, white, and the percentage of teachers of color continues 

to be very low, despite the increasing numbers of minority students.  Nine women and one man 

were interviewed.  Teachers interviewed ranged from 30-year teaching veterans to a teacher who 

had taught for five years.  All of the teachers had taught in Wake County for a large portion of 

their teaching careers.  Teachers had been at the school where they are presently teaching from 

two to fourteen years. 
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Table 3:  Demographics of Teachers Interviewed 

Teacher School Race/ 

Gender 

 

Subject Years of 

Teaching 
Years 

Teaching in 

Wake County 

Years Teaching 

at This School 
Teacher Leader Roles National 

Board 

Certified

1 

Cathy 

Middle White/ 

Female 

Career 

Develop Coord 

9 9 3 Career Development Coordinator No 

2 

Sandra 

High White/ 

Female 

Chemistry 21 17 14 Mentor, Grant Coordinator, Lead Teacher 

Health Science Academy 

Yes 

3 

Bob 

Elem 

C  

White/ 

Male  

4th/5th 

Grade Combo 

7 7 7 Member Leadership, Technology & Writing 

Committees, Positive Behavior Support Chair 

No 

4 

Patti 

Elem 

D 

White/ 

Female 

4th Grade 10 7 4 4th Grade Chair, Leadership Team Member, 

Administrative Intern, National Board Coach 

Yes 

5 

Mary 

Middle White/ 

Female 

Museum Coord 5 4 2 Museums Coordinator No 

6 

Ellen 

Elem 

C 

White/ 

Female  

AcademGifted 

Enrich Teacher 

18 18 7 Academically Gifted Enrichment Teacher, Co-

Chair Writing Committee, Member School 

Improvement, Math Core Committees, 

No 

7 

Rose 

Elem 

A 

White/ 

Female  

1st Grade 23 10 9 1st Grade Chair No 

8 

Betty 

Elem 

B 

White/ 

Female  

Special 

ProgramsTeacher

30 12 12 Mentor Coordinator, Mentor, National Board 

Coach 

Yes 

9 

Laura 

Elem 

D 

White/ 

Female 

Instruct 

Resource 

Teacher 

25 22 9 Instructional Resource Teacher, Testing 

Contact, School Improvement Team Chair, 

Leadership Team Member, IPT Contact 

No 
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     The principal from the school with the lowest teacher turnover at 2.86 percent was from the 

middle school.  The principal was a white female who had been at the middle school for one 

year.  Prior to becoming principal at the middle school, she was the principal at an elementary 

school in Wake County for eight years.  She was an assistant principal for three years and taught 

for nine years in Wake County before becoming a principal.     

Motivations for Being an Educator 

     Four of the nine teachers interviewed had not initially planned to go into teaching when they 

went to college.  Teaching found them.  Mary, the middle school magnet coordinator, said, 

“Actually, I didn’t want to be a teacher at first.  I think I was pushed by my parents and others to 

go a more academic and more professional path but ultimately that led me back to teaching.”  

However, even those that did not start out planning to teach were still involved in some other 

“helping” job such as a daycare worker, museum outreach contact, Girl Scout leader and 

orthopedic hospital worker.  Ellen, the academically gifted coordinator at elementary school D 

said: 

     Actually, when I had my student teaching experience, that’s when I decided I wanted to be a  

     teacher.  Up until the point of student teaching, I really thought that I wanted to run my own  

     daycare center and I was only getting my certification as a backup plan. 

     Many of the teachers talked about their love of children as a motivator in becoming a teacher.  

Betty, the special programs teacher at the year round elementary school said, “I was always 

passionate about helping other people.” And Patti, a teacher who lost both of her parents when 

she was ten found teachers who guided and paid attention to her - “I just wanted to be that type 
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of person who really cared about children and would go in and build a relationship and also help 

them learn.”  

     Rose, a first grade teacher at the magnet elementary school and the principal grew up 

knowing that they would be teachers because of the emphasis on education in their families.  The 

principal grew up in a family of educators and Rose’s family had a big focus on education while 

she was growing up – “I remember growing up my parents thought teachers were the finest 

individuals in the world and we were just brought up to respect these people – anyone who 

teaches you.”  Most of the interviewees shared a love for education, wanting to do more 

intellectually and loved going to school themselves.   

     “I wanted to see more of the development and the impact and have more of a connection so 

that’s what led me to go back and get my Master’s in Education,” Mary, the middle school 

magnet program coordinator said.   Bob, an elementary school teacher who wants to go into 

administration talked about how a teacher made a difference in his life and how he wanted to 

make that same difference in other kids’ lives:   

     In high school, there was an opportunity for me to take two different paths and I had a teacher  

     who kind of pulled me away from one and kind of aimed me in a different one to kind of keep 

     me on the straight and narrow and get me into college.  He gave me that opportunity.  He  

     gave me that chance. 

Bob decided to become a teacher because he wanted to teach other children differently than he 

had been taught by most of his teachers.  “I kind of vowed that when I became a teacher, I 

wouldn’t ever do that.  That we had to do hands on learning and had to have involvement and I 

had to try to reach each student.” 
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     The cultures at the schools the teachers were teaching presently had a huge impact on them 

choosing the schools in the first place and staying at those schools.  Laura, the instructional 

resource teacher at elementary D says about her school, “I feel a real spirit of collaboration.”  

Ellen, the academically gifted teacher at elementary C noted, “I had interviewed at several 

different schools but this one felt very welcoming, friendly, and felt like a family inside 

immediately and I decided this is where I wanted to come.”  Rose, the first grade teacher, 

comments, “There is a strong emotional tie to everyone in the school.”  “Everybody believes in 

children and that all children can learn,” Patti, the 4th grade teacher at elementary D says.  

Teachers felt that it was important that the atmosphere at the school did not pit grade against 

grade and that the environment was helpful, supportive and that everyone in the building had 

similar beliefs.  Teachers liked the feeling of working as a team.  Laura, the instructional 

resource teacher and the school improvement team chair says, “The school sets goals and plans 

to reach those goals and really spends a lot of time with their school improvement plans.  

Implementing that plan is not just something on the shelf, it’s a work in progress.” A common 

belief system or vision was an important part of the school culture.  Some principals had teams 

of teachers do the hiring of other teachers, enhancing the collaborative environment. 

     Two teachers who worked at schools that had recently opened spoke about how teachers were 

selected for the school as a key factor in the school culture. Betty, the special programs teacher at 

the year round elementary school emphasized the importance of hiring.  “Now when (school) 

started they gave the principal, which I think is a crucial part in teacher retention, the ability to 

hire who she chose, who she wanted to be on her staff and that is what happened.”  In contrast, at 

Bob’s elementary school teachers were assigned from another elementary school and there was a 

big turnover of faculty after the first year. 
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     Along with school culture, the principal had the biggest impact on teachers choosing and 

staying at a school.  Rose says about her magnet elementary school principal, “The principal is 

fantastic.  She understands teachers and loves the children.”  Bob, the 4th/5th grade teacher at 

elementary C specifically stated that he went to his school because of the principal.  “When I 

talked to the principal, she really sold me on a brand new school concept and coming in and 

learning from the beginning and kind of advancing as the school advances.”  Patti left her 

previous school because of the principal:  “I have left schools because of the administration.”   

     Two teachers brought up diversity.  Ellen, the academically gifted teacher at elementary C 

went to the school she works at for the diversity it would provide her own sons.  Mary, the 

middle school magnet program coordinator reflects on how going into teaching after working in 

other careers first helped her address the diversity in the school she is at now.  “I think if I had 

gone into teaching right at twenty-two that I wouldn’t have been able to address the diversity of 

the students in my classroom like I was able to going into teaching in my late twenties.”     

     The type of instruction at the school where Mary chose to go was a key reason in her 

choosing to go to her magnet middle school.  She liked the Paideia model of teaching and the 

interactive nature of the museum linked to instruction.  Bob, the 4th/5th grade combo teacher at 

elementary C commented on wanting freedom and creativity but at the same time needed some 

kind of pacing guide to help make decisions about where he should be by a certain time.   

     Two teachers reported that they liked the proximity of their school to their home.  Betty, the 

special programs teacher at the year round elementary school commented on the importance of 

the physical environment.  “I do like the facilities.  It is your environment, it’s your day, it’s 

where you live, it’s your family.  All of these things.”  
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     The principal’s motivation for becoming a teacher mirrored the teacher responses.  She came 

from a family of educators.  She grew up knowing she would become a teacher.  She became an 

administrator initially for financial reasons and then because a principal inspired her to see that 

being a principal could affect school change and school improvement. 

A Teacher’s Day 

     All of the teachers arrived at school significantly before the school day started for students, 

ranging from 5:45AM to 7:45AM depending on when school started at their particular schools.  

Because Wake County elementary schools generally have later start times to accommodate 

buses, the elementary teachers generally arrived a little later than the middle and high school 

teachers.  The teachers stayed until 4PM to 5:30PM on a daily basis and also had some evening 

responsibilities such as parent meetings and PTA.  The teachers who were not permanent 

classroom teachers had flexible days with most of their time spent supporting other teachers, 

chaperoning field trips, team teaching with other teachers, planning for meetings they were in 

charge of facilitating, and taking on additional responsibilities such as being the test coordinator, 

and mentor coordinator.  Classroom teachers were tied to their classrooms with a structured 

schedule with some teachers not having planning some days -especially in elementary schools.  

Elementary teachers also were still supervising students during their lunch period.   

Perspectives On The Teacher Enhancement Leadership System Model 

     The teachers and the principal had a lot to say about TELS.  Overall, the teachers really liked 

the possibilities that TELS presented but they also needed more clarity in some places and had 

some suggestions of components to add.   

     Career Progression.  In the career progression component, teachers develop in their careers by 

increasing their academic and instructional expertise, reflecting on their experience to improve 
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practice and by gradually assuming more complex roles in school improvement processes.  As 

teachers develop and move up in their careers, their pay should be commensurate with increased 

qualifications and responsibilities (Odden & Kelley, 1996;Human Resources Wake County 

Public Schools, 2004).    

     Opportunities for growth in the classroom in the Teacher Enhancement Leadership Model 

were appealing to the teachers interviewed.  Anything that pushed teachers to improve 

themselves was seen as positive by five of the participants.  Sandra, the high school chemistry 

teacher said, “You’ve taught twenty years and learned a lot but so many times there are just so 

many ways to do it.  You are ready to grow.”   

     Several teachers commented on how the career progression section provided for teachers who 

were currently handling these responsibilities.  Laura, the instructional resource teacher at 

elementary D thought that “adding the level advanced career would be a great incentive because 

it would recognize teachers who are already leaders, mentors and trainers.” 

     Patti, the 4th grade teacher at elementary D immediately made the connection between the 

TELS model and National Board Certification for teachers.   “I felt like I’ve done a lot of that 

just by going through that process and you know the classes I’ve been to and I’ve mentored a 

couple of National Board candidates so I feel those are things I’ve already done.  I feel like it 

compliments the National Board piece.”  Patti felt that everyone should go through the National 

Board Certification process. 

     Several teachers commented on how the Career Progression component of TELS allowed 

teachers to advance in their careers without going into administration.  Sandra, the high school 

chemistry teacher said:   

     I am looking at where I would fit in to this and it appeals to me because I have made it my 
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     career.  Teaching is your career and I feel like in the teaching field as the system is now, the 

     only way you can advance is to maybe move into administration and I have no desire to do 

     that.  That is just not what I feel called to do.   

On the other hand Betty, the year round elementary school special programs teacher, commented 

that some teachers might not like the added level of advanced career status in the job 

enhancement component.  Betty felt that the difference between those that would not like this 

added level and her was that she was passionate about her career and they were not.  She 

personally liked the differentiated piece of the career progression plan. 

     Two teachers commented directly about liking the criteria for advanced career status where 

teachers were required to complete five years of successful teaching before applying and have 

two to three years of successful mentoring.  Patti, a 4th grade teacher said, “I liked the two to 

three years of successful mentoring in the Career Progression section.  You don’t want someone 

in a leadership position who does not want to help out.”  The high school chemistry teacher, 

Sandra, really saw the school-wide effect that an emphasis on mentoring could have in a school:   

     If you get those new teachers and you help them handle their classroom discipline based on 

     the experiences you have then things are going to sort of have a domino effect the more  

     productive every teacher can be, the less discipline school wide.  You know I don’t want to  

     deal with administrative issues or discipline issues other than in my classroom but I feel like  

     that lead teacher could provide a support that’s not there now that could be very valuable.   

Sandra also saw the potential for mentoring all teachers and not just new teachers - perhaps a 

veteran teacher who has come in from outside the district.   

     Advanced career status would give teachers some options to teach a class or two but have  

     more leadership roles to be able to help teachers with what they have learned in the last 
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     twenty years of teaching.  I’d like that.  I think I am good. 

Ellen, the academically gifted teacher really liked seeing the career status in the middle.  She felt 

that the career area is an area where teachers feel left out and that a five-year bonus would be 

something to strive for. 

     Ellen really liked the built in staff development expected of the advanced career status 

teachers.  “I think everyone is expert in an area and facilitating staff development within their 

own school in their expert area is an awesome idea.”  This sharing of expert areas gives teachers 

the opportunity to share that expert area with others.   

     The limiting of outside time for new teachers in the TELS model was really important to 

Cathy at the magnet middle school.  She also felt that younger teachers needed more time to 

focus on content and curriculum, so she liked the release days for new teachers.  These release 

days would provide extra time for new teachers in survival mode to observe other teachers, grade 

papers or brush up on their curriculum. 

     Despite overwhelming positive comments about the career progression component of the 

Teacher Enhancement Leadership System model, the teachers and principal also had several 

suggestions and cautions if Wake County Public Schools was going to move forward with the 

model. 

     Mary, the magnet middle school coordinator, recommended that out-of-state teaching 

experience be honored for novice teachers and for advanced career status perhaps accepting a 

letter of recommendation from a department chair from out of state.  Rose wanted to see more 

differentiation in the job descriptions so that teachers could really hone in on what they were 

enthusiastic about.  Rose also felt that anything a teacher does extra for a school even though not 

contained in a document should be included, such as home visits, taking students to movies and 
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buying Christmas trees.  Laura suggested that a rubric for mentors and department chairs for 

advanced career status would be helpful.  Mary did not want advanced career status to be based 

solely on administrative evaluations.  Regarding novice teachers, Cathy felt that it should be 

written in their contracts that they would receive a smaller course load and extra planning and 

then add classes and add to the course load progressively in years two and three.   

     As for cautions, Patti commented that leave time for novice teachers was a double-edged 

sword because the novice teacher was away from their students and had to do lesson plans.  

Rose, the first grade teacher at the magnet elementary school said “It looks good on paper.  

National Boards are a lot of work and teachers taking National Boards do not have a lot of time 

to spend with students.  A friend of mine spent 300 hours to complete National Boards.”  Mary, 

the magnet program coordinator at the middle school warned that she sees the positive but could 

also see where the focus could be taken off the classroom with teachers getting caught up in 

getting advanced career status and forgetting the kids because of the amount of time required 

outside the classroom.  Mary says:   

     National Boards puts so much on the teachers and I’m not saying that self-evaluation and self-   

     assessment isn’t a valuable tool and creating systems for teachers to be doing self-evaluation  

     and self-assessment is great but I watch people go through the National Board Certification  

     process and I have no desire to do it.  I know that I could have gotten it when I was in the  

     classroom but it just seemed like an extraordinary amount of work and to me it seemed so  

     arbitrary.  You are going to base your decision, some person who has never met me is going  

     to base their decision to award me this label and you’ve never been in my classroom, you’ve  

     never talked to my kids. 
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     Additional Compensation.  The additional compensation component will provide annual 

skills-based pay to teachers who demonstrate advanced level skills and leadership, provide 

market-based pay and free tuition for teachers who add additional licenses in shortage areas, 

provide strategic incentive bonuses to improve novice teacher retention and provide ten days 

release time per year for novice and mentor teachers to plan and collaborate regularly on 

instructional improvements.  The additional compensation component will also provide a bonus 

for teachers during their license renewal year with evidence of growth and a one-time bonus for 

receiving National Board of Professional Teaching Standards Certification. 

     The principal said about additional compensation, “I think that for people really good at 

teaching, it is not about money but if a little bonus comes along they are more apt to keep on.”  

Rose said, “I really like the idea of doing this for teachers who are here giving their all and it’s a 

way to say thank you to them and to recognize them.”  Bob commented, “A lot of these with 

additional compensation are based on continuing education for teachers to continue to push 

themselves so they are more well-rounded, continue to learn and are more willing to try new 

things.”  Sandra emphasized, “This would keep quality teachers in the classroom instead of 

going into administration.”  Betty said, “If you are adding responsibility like mentor coordinator 

then you should be compensated.  Other careers get bonuses when they have done a good job or 

for additional work.” 

     Teachers and the principal specifically liked the one time National Board Certification bonus, 

the license renewal bonus for all teachers doing their job well but for not going above and 

beyond, five percent pay for additional license area and tuition reimbursement.  However, there 

were mixed opinions about whether National Board Certification should be required for teachers 

to pursue the advanced career status option.   
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     Rose felt, “additional compensation for teachers to take classes in computer skills, teaching 

reading, etc. is really important.  Wake County assumes sometimes that teachers have these skills 

and they do not.”  Rose also felt that it was nice to know that teachers were getting compensated 

for time taken to learn a new skill like in business.   

     Laura, a veteran teacher commented that new teachers come to the county for the additional 

bonus, but then there is nothing right now after that for those who have leadership skills and do 

all the extra things so she was pleased to see additional compensation in the model for quality 

teachers that are already in the system.  “Extra duty pay is an incentive for veteran teachers who 

are busy in leadership roles and different committees.”    

     As with the career progression the teachers and principal had several suggestions for 

improvement but also words of caution.  Patti brought up that, “So many teachers go above and 

beyond the number of hours needed for license renewal which is fifteen.  It would be nice if we 

could compensate them for extra hours or roll additional hours into the next five year cycle.”  

Rose suggested that a supplemental advancement for supplies would be nice because most 

teachers spend their own money for supplies in the classroom.  Other suggestions for additional 

compensation were advancement for travel, paying for teachers to go to professional 

conferences, increasing percent of salaries for advanced career status teachers, paying for the 

Praxis test for teachers who have to take it and putting money into guaranteeing smaller class 

sizes.  However, Bob emphasized that extra duty jobs like Student Support Team members 

should receive additional compensation but that teachers should not expect additional 

compensation for jobs that are part of their jobs like bus duty, hall duty and lunch duty. 

     Rose and Cathy commented that incentives were needed for young teachers to feel like their 

situation was financially secure and showing a clear progression for young teachers would be 
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helpful for them to see their financial futures if they stayed in teaching.  “It would show new 

teachers that teachers are not locked into teaching that it is something they are choosing to do 

and how better off they are going to be.”   

     Ellen suggested making sure that the five-year bonus on teachers’ renewal year only be given 

to teachers with evidence of growth.  The principal warned that compensation needed to be tied 

to teachers doing a better job with kids and Sandra, a National Board certified teacher, warned 

that it was important that Nationally Board certified teachers not lose their National Board 

certification twelve percent pay increase to be an advanced career status teacher in Wake 

County.  This could be done by having advanced career status teachers still teach a class or two 

in addition to fulfilling the job enhancement roles.  On the flip side, Rose, warned that too much 

emphasis was put on National Board Certification versus practical experience and she believed 

that practical experience in the classroom was more important than licensure on paper. 

     Time embedded into the school day being more important than money came up several times 

in responses.  Cathy said “Time is a bigger issue than money.  Building release days or providing 

subs and paid extended contracts are more important.  Teachers are already putting in this time 

and now would get paid for this time.”  Laura emphasized that “It is important to have 

compensation but also compensation in terms of time for teachers to be doing things like they do 

anyway on their own time like committees and then burn out.”  One teacher emphasized that it 

was important at the school level to communicate up front on jobs that will receive additional 

compensation and planning so that teachers have the whole picture before accepting or declining 

rather than finding out after the fact. 

     Rose wanted eligibility for the additional compensation clarified.  “The model states that 

teachers who serve in different capacities would be compensated but does not state whether they 
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would do one job, two jobs, three jobs or ten jobs to get the additional compensation.  Would 

they have to be on leadership team plus be department chair?” 

     Sandra, the high school chemistry teacher wanted to make sure that the right teachers signed 

up to be mentors and not just teachers who want extra money: 

     I’ve been a mentor and you know that little bit of extra money each month is always nice but  

     you know and I am going to be honest with you, I feel like a lot of teachers just do the mentor 

     for the money and never really work productively with their mentee.  Money is always nice  

     and I think if this program does develop care needs to be taken that teachers are doing this not 

     just for the money.  Because there are some really good teachers who are doing it for the right 

     reasons and therefore they are doing a good job so therefore you will compensate. 

Mary asked “How do we get a true idea of who is ready to step up and if tied to pay how do we 

make sure the wrong people don’t step up to get the money?” 

     Mary also warned that additional compensation should not be tied to individual school 

administrations.  She is worried that anyone can dress themselves up for a day and that 

administrators can also have favorites so the panel should be centralized at the central level. 

     Job Enhancements.  Job enhancements are the third component of TELS.  Job enhancements 

expand on selected leadership roles for talented teachers to provide career choices within 

teaching.  These leadership roles and responsibilities are those that the Wake County Public 

School System believes are necessary for teachers to assume in order to extend instructional 

leadership throughout the school.  These roles require advanced skill sets beyond subject matter 

expertise.  The career enhancement component recognizes that selected leadership roles are 

important enough to school effectiveness to be job-embedded so that time would be allotted 
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during the regular school day to carry out these responsibilities (Human Resources Wake County 

Public Schools, 2004).   

     Laura captured the job enhancement component well when she said “Dedicated professionals 

are carrying a heavy load anyways.  They spend summer vacations and hours after school so they 

would welcome the opportunity for extended contracts and increased extra duty pay.”  Ellen 

commented that she liked reducing the teaching load of veteran teachers to take on teacher 

leadership roles (that they were already doing).  “I see teachers that have been around awhile and 

each year there are additional responsibilities put on teachers to do paperwork.  Some of the 

paperwork is county produced and some is state produced.”   

     Most of the teachers and the principal really liked the ten-day release time for new teachers 

with mentors and mentor coordinator.  Any additional compensation for what goes on in the 

classroom was seen as important.  They felt this would be particularly helpful at the beginning of 

the year “when all teachers are immediately thrown into staff development whether you have 

new curriculum to review or not so there is not a lot of down time to get your own classroom 

ready”  (Cathy).  So the release time would give mentors and mentees time to meet.  This ten day 

release time would also help with the teacher isolation issue by giving new teachers an 

opportunity to visit other schools, see others modeling teaching and to work on programming.   

     The principal specifically praised extended contracts for special education department chairs 

and grade level chairs in the elementary schools.  She could really see the value of giving the 

special programs department chairs extra time that they are paid for to do all the paperwork that 

special programs demand.  This would also help other special programs teachers at the school 

with some of their paperwork. 
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     Overwhelmingly, the teachers and the principal really supported that the job enhancement 

component addressed the issue of time being embedded into the school day for teacher leader 

roles.  Patti, a fourth grade teacher said, “We need relief for new teachers coming in needing to 

go to Trailblazers training, K-2 or 3-5 literacy assessment training, writing, EMARC.  They 

never have time to go back to their classrooms and practice it.”  Laura, the instructional resource 

teacher said, “More time built in to practice training they have learned not just for novice 

teachers but for any new initiative brought in for all teachers.”  Betty, the special programs 

teacher said, “We need to deal with the reflection part more in the classroom.  Peer observations 

really help teachers learn.”  The principal commented, “Collaboration and planning time is 

needed for everyone.”  Rose emphasized:   

     Job enhancement is wonderful because we do bus duty for twenty minutes, grants for many 

     hours, cross walk duties.  Anything you do above and beyond should count as job  

     enhancement – bus duty, lunch duty, three hours in the afternoon.  I know it is a salaried job  

     but we do well above what is expected for pay. 

     Several teachers wanted to make sure that not only were ten release days built in for the 

novice teachers but that the ten release days were built in for the mentors to work with the novice 

teachers as well.  They liked that a fulltime mentor might be in each school according to the 

model.  Patti and Betty emphasized the value of mentor time to model for the novice teacher 

versus release days.  “Be conscious of the extra work created by taking a new teacher out of the 

classroom ten days.  Instead have someone come in class and teach lessons modeling good 

teaching behavior.”  “Lacking for mentors is time to do modeling in classroom with teachers.  

New teachers need to be shown.” 



    
  61 

     Sandra, the high school chemistry teacher suggested that retired teachers could be used as 

mentors but only if they are there day in and day out.  Patti suggested having National Board 

coaches as one of the job enhancement job roles while Sandra warned that even though she is 

Nationally Board certified, she does not feel that the teacher leader roles in the job enhancement 

section need to necessarily be Nationally Board certified.  Sandra felt that people near retirement 

that are good teachers would also make good teacher leaders.  She also believed that teachers 

that are Nationally Board certified but not officially mentor trained should be allowed to mentor 

without going through the training. 

     Sandra, the high school chemistry teacher suggested that for extended contracts, teachers 

should be able to submit a plan detailing what they would do with that extended time.  For 

example, a teacher could write an integrated curriculum unit, write new curriculum and get an 

extended contract.  The proposal should be approved by someone centrally.   This would 

encourage teacher creativity and empower teachers to be creative and innovative.  Patti 

suggested that new teachers should be able to be brought in a week before other teachers start on 

an extended contract so that they could receive the new initiative training. 

     The principal pointed out the reduced teaching load would be harder to implement in 

elementary school than in high school where a teacher can be released for a period or two 

whereas in elementary school they have their students all day except for maybe when the 

students go out for electives so principals would have to be creative in reducing elementary 

school teaching loads. 

     Clarity of Teacher Enhancement Leadership System Model.  It became clear as teachers and 

the principal talked about TELS that there was some confusion about the model.  For example, 

Rose said that everything extra that a teacher did they should be compensated for such as bus 



    
  62 

duty, lunch duty and hall duty.  Rose did not understand that the intent of the model was to 

compensate with time or money teacher leader roles that directly affect student achievement in 

the classroom and not things like bus duty and hall duty.   

     Teachers wanted more clarity on the job roles that would be included in the job enhancement 

roles.  Rose wanted to see the revised job descriptions for some of the teacher leader roles 

depending on their interests, abilities and accomplishments.  Betty specifically said that she did 

not understand what skills pay was.  Cathy wanted more clarity about support for teachers.  The 

reduced teaching load created questions particularly for elementary school teachers like Betty 

who wondered what that would look like – fewer children, teaching three days instead of five.  

And Ellen commented that if you take teaching responsibility away from your mentors then who 

is really mentoring your teachers? More specifics were needed about the Review Panel process 

according to Mary, the magnet middle school coordinator.  More specifics about extended 

contracts and whether they would be one week, two weeks, two months, was recommended by 

Sandra.  Patti felt clarification regarding designing quality work for students was needed under 

the advanced career focus.  “Does that mean particular lessons or creating tiered assignments for 

particular grades or subject areas?”  Rose wanted specific examples of teachers who had taught 

for two years, five years, seven years, ten years, fifteen years and if the model was implemented 

what it would look like for them.  “What could novice teachers work on in ten days release time? 

How would it look if the special programs department chair had a reduced load?”  This would 

allow teachers to see the progression and what they would be eligible for at each benchmark. 

     To ensure clarity as the system rolls out the plan, Betty suggested getting a marketing person 

to get it out and come to faculty meetings to share with teachers.  Laura commented that it was 

really important “to have staff development or a workshop to make teachers aware of the 
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program and give them an opportunity to give input but mainly to know in an organized fashion 

and not in a memo.” Bob, the 4th/5th grade teacher suggested that if it was not financially feasible 

to implement the plan as a whole then to roll out parts of the plan over ten years so that everyone 

was clear and that it was given a chance to succeed. 

     Overall Perceptions of the Teacher Enhancement Leadership System.   Betty, the elementary 

special programs teacher said, “Looks like someone spent a lot of time researching this plan.”  

Laura, the instructional resource teacher said, “I am really excited to hear about this – first time I 

heard about it.”  Patti felt that, “it flowed well from one piece to another.”  Mary, the middle 

school magnet coordinator said, “Anything to increase experiences for teacher leadership is 

positive – creating a climate of professionalism.”  Sandra, the high school chemistry teacher said, 

“This plan is making our work more professional like other jobs with leave time, career 

progressions, etc.”  Cathy, the career development coordinator said, that it was “neat to see 

another option out there.”  Ellen, the academically gifted elementary teacher said, “It would be 

nice if it were put into action.”  Bob emphasized, “Follow through on this program!”  The 

principal commented, “I am excited about this plan for Wake to retain teachers.  It recognizes 

teachers as professionals and rewards excellence in the profession.  This is a step to retaining 

quality teachers.”  Laura again emphasized that TELS was “a program well overdue where 

teachers are perceived as professionals and are encouraged to proceed in their profession.” 

     Along with the praise also came concerns from Mary such as “my cynical view is things can 

look great on paper.  My concern would be how effectively it can be put into place.  For 

example, the review process – does it become costly and time consuming for teachers?”  Bob 

worried about the money for implementation: 

     When it comes to implementation, well there is not as much money as they had planned and 
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     so then things get cut or thought that had gone into development of it doesn’t necessarily go  

     into the implementation and that is probably the most critical part of it.  Well not the most  

     critical, but a critical part of it.   

Mary felt that it was important to “make sure the administration is on board and embracing the 

model.”  Sandra warned that “it needs to be about the kids and not just making it easier, better 

and more money for teachers.” 

Educators’ Own Perceptions on Retaining Teachers 

     Several overriding topics emerged from the teachers and the principal’s own perceptions on 

how to retain teachers.   

     Abundance of Paperwork.  Paperwork came up time and time again.  Sandra, the high school 

chemistry teacher said “Everything we do ought to maximize the amount of time teachers spend 

with kids not away from them.  Maximize the time to plan not to do clerical work.”  Ellen said, 

“Lighten up with paperwork.”  Patti suggested that palm pilots would help with data collection in 

elementary schools rather than walking around with a clipboard.  “We don’t need five folders for 

each child.  The paperwork needs to be streamlined.”  Cathy commented, “I think that the 

workload and paperwork is astronomical.”  Betty, the elementary special programs teacher said, 

“There is more paperwork and documentation than teaching.  It gets old.  We do more 

documenting than grading especially in special programs with students that have Individualized 

Education Plans.  Some schools have someone to do all the documenting.”  Nearly every teacher 

interviewed brought up the issue of paperwork in one form or another. 

     Heavy Workload.  Closely tied to paperwork is teacher overall workload and the teachers had 

a lot to say about workload.  Sandra said, “Reduce class size.  If I have twenty-four lab stations, 

why put thirty kids in my class? Give schools more ADM to reduce class size.”  Bob felt that 
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“teachers leave out of frustration and large class sizes.”  Cathy talked about gradually adding 

responsibility for new teachers saying that a second year teacher can do a few more things than a 

first year teacher.  The principal commented that “You can go to Lee County and not have the 

same level of required staff development and the same level of demands however, you also get 

paid less.”  Rose remembered, “I like seeing new teachers come in and say, Oh this is going to be 

fun and I say yeah, it’s going to be fun and to see them a year later and they can’t wait to get out.  

That hurts you know because they are missing a lot.”  Laura recalled a veteran teacher at her 

school who moved to Wake County and left at Christmas saying “It is just too much I don’t 

understand and I don’t have time and I can’t take it all.”       

     Lack of Time to Reflect and Practice.  Cathy felt that “Teachers need release time for 

collaboration and learning whatever that learning is for you.  For new teachers that might be 

classroom management and for veteran teachers it might be perfecting teaching reading.”  The 

principal said “I think that honoring that time is really important.  Our profession changes all the 

time.  There is always a new way to teach everything.  There is always a new way to do it.  But 

this learning has to be done after school and on workdays and there is just not enough time.”  

Patti emphasized that: 

     For people to stay on top of their game and in touch with the best practices there needs to 

     be a structure around learning and support for learning and growth.  You can’t just have  

     teachers drive to take a training and assume that implementation will happen.  You need time  

     to practice what you have learned.         

Time built in the school day is critical for teachers getting their work done. 
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     Increased Demand of Students.  The demands of the students and the challenges that a 

changing student population brings, came up in most of the teacher interviews.  Mary 

commented that:  

     Teacher education programs that our teachers have gone to have got to address meeting the 

     needs of diverse learners.  As a magnet we have the richest of Wake and the poorest of Wake  

     in one classroom together.  How do you embrace that? How do you address that? How do you 

     build on that?  

Cathy talked about an alternative school situation for some students: 

     Set school up as a privilege.  Have a holding tank for students who failed a grade, made bad  

     choices, refused to change, and let them work their way out of the holding tank.  The students 

     that have behavior problems should be in this holding tank and teachers should not be forced 

     to work with them.   

Cathy also talked about discipline being a big concern at her magnet middle school: 

     Discipline is the biggest reason that teachers are leaving this school.  A first year social  

     studies teacher left at Christmas.  Sometimes the mix of the group is just bad.  She had an 

     excellent mentor who knew she was struggling and she still left.  I don’t think she is teaching 

     now.  She was enthusiastic, had a good background in education and young.  Youth is tough. 

     My biggest asset is age and two kids of my own around this age.  This is a tough school to be 

     at.  A lot of magnet students have pulled out.  This is a new school that opened with great  

     fanfare.  The technology is new.  The faculty is new.  I think people leave because the kids  

     are demanding.  The downtown kids are demanding and magnet parents are demanding.   

     They expect a certain program and balancing that is hard.   

Rose, the first grade teacher comments that: 
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     This school has an extended day program so students are dropped off at 7AM and not picked 

     up until 6PM so their social skills are lacking.  We need more role models for kids.  Maybe  

     we need to bring senior citizens in who have the time to sit and listen to these kids since they  

     have the time because they are starved for attention.  Children are needier and behavior  

     problems stem from that.  Students want attention and they are going to get it whether it is  

     positive or negative.   

Rose also talked about the increase in at risk students at her school: 

     It is hard for young teachers to come in and see some students with no snack and the parents  

     never come to school.  It is an overwhelming job when you have twenty-five children and  

     fifteen of them are at risk.  When I first started there may have been one or two at risk  

     students in my class.  These kids are going to be taking care of us when we are 95.  That is 

     scary.  We need to instill moral values and character in students.  I think that is a big concern 

     for a lot of young teachers, oh am I going to have to give a shot, am I going to have to check  

     the blood sugar.  I mean that is a lot for someone to have to do during a day when you have  

     twenty-five other children and some of them are on meds every two hours and you are going  

     oh my god, it is 11:00AM and I haven’t given him his meds and it’s hard.  That’s a lot of  

     pressure cause you try to do it and I have seen a lot of people just go I am losing it over this.    

     I’ve seen a big change in schools and teaching over the last ten years.  Families have  

     unrealistic expectations of schools.  They expect us to raise their children.  I love children but  

     do not want to raise 115 over a career.   

     Amount of Teacher Empowerment.  Teacher empowerment was a huge theme throughout 

teachers' comments about retaining quality teachers in Wake County Public Schools.  Teachers 

want to be part of the decision-making process and are willing to do all the extra that teaching 
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entails if they feel a sense of ownership in the school.  The high school chemistry teacher Sandra 

said: 

     Being able to be in a leadership role or be a part of planning this small learning community – 

     I have never worked harder but never enjoyed anything more.  We have teacher 

     empowerment! Teachers need to be empowered and teachers need to feel like they matter  

     when it comes to decision-making and not just Oh I’m the boss, you do what I tell you to do. 

     Teachers are the ones that spend time with children but we don’t get to make any of the  

     decisions.  Guidance and administration make the decisions without even asking us.  Teachers  

     know best how they can teach and how their children learn.  Not just department chairs  

     should make decisions.  I’m talking every teacher.  Every teacher needs to feel like they  

     matter and are empowered in the decision-making process.  

     Mary felt that it was important to communicate teacher involvement in designing programs 

like TELS, “So even though teachers may have been involved in the process of creating a 

program that is not necessarily communicated and so it is seen as an us versus them mentality.” 

Patti, the 4th grade elementary teacher talked about the need for school-based decision-making 

where teachers were an active part of the school improvement plan.  For example, at this 

teacher’s school, the End of Grade test scores were shared at a faculty meeting and the principal 

asked for input from the whole faculty about how to boost those scores and how to use extra 

funds to do so.   

     Closely tied to teacher empowerment is school culture and the principal specifically said this 

about school culture:  “I think school culture has a lot to do with it.  It’s the culture you know.  

Nobody cares, the teachers close their doors, I don’t get any administrative support – you know 

that sort of thing.  All that they want me to do and no one helps me.”   
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     Support of Administrators.  Most of the teachers talked about the support of the 

administration being critical in teacher retention both at the school level and centrally.  Sandra 

said, “Administrators decide over the summer all the rules and regulations.  Not one teacher sits 

in with them.”  Betty commented, “The system needs to back their teachers.  At some schools, 

principals are demanding but not effective.”  Rose pointed out that “If teachers feel that they are 

not backed by the principal or families don’t appreciate what they are doing,  they will leave.” 

Patti said “Lucky for us we have a principal who understands that it is a lot and she is not going 

to come in your classroom and attack you for not following through, but some administrators 

would.”  Cathy emphasized, “Support in the classroom is the foundation.  Support in general.  

We are short on people so teachers need to feel supported, especially the ones struggling like 

first, second and third year teachers.”  Teachers overall wanted supportive, helpful administrators 

but Patti also wanted a principal who would address concerns with specific teachers and not let 

them slide.  “If teachers are not doing what they should, don’t make blanket statements to the 

whole faculty, address that teacher individually in a professional way.  It needs to be done.  

Teachers need to be held to the same standards.” 

     Quality of Teacher Education Programs.  Two teachers directly mentioned teacher education 

programs as a problem with retaining teachers.  Cathy pointed out that “Student teaching is 

totally different.”  Cathy felt that student teaching did not reflect what they found when they got 

into their own classrooms.  Mary said “Teacher education programs that our teachers have gone 

to need to address the needs of diverse learners.”   Mary felt that addressing the needs of diverse 

learners would better prepare teachers for the diverse learners that they would find in their own 

classrooms. 
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     Purposeful Hiring.  Five teachers talked about the hiring process as a key to teacher retention.  

Sandra said, “Hire passionate teachers – quality individuals that have that drive and thirst for 

knowledge.”  Mary talked about how her school developed a list of interview questions to try to 

get at what the school was looking for in teachers to address the diverse backgrounds of the 

students that they would be teaching.  “I mean if they feel confident enough in hiring them, then 

they should feel confident enough in decisions that they made.”  Rose saw the value of the right 

match between a career and the person.  “This job suits my personality better than any other job I 

could have done.  If you don’t love it, it is not the job for you.”  Betty said, “Money did not lead 

me into teaching but if I was doing a dissertation, I would look at teachers’ children and see what 

career they chose.  Teachers’ children have good role models but they are not choosing 

teaching.”  This comment seems to get at the right match for teaching too and the children of 

teachers would have a much clearer idea of what they were getting into than other people.  

Changed expectations for teaching are a comment that Bob mentioned.  “Some teachers get in 

here and realize they should not be teachers and leave.”   

     Number of New Initiatives.  The number of new initiatives going on at once that requires 

training and new learning is brought up time and again by the teachers that were interviewed.   

     Choose a program and stick with it for a few years – EMARC, trailblazers, report cards –  

     three new things at once.  I understand the why but it would be nice if they staggered them.   

     For some young teachers, this is totally overwhelming and frustrating.  Allow people to be  

     more comfortable with one thing before other things come into play.  I know as a county, we  

     are cutting edge.  Maybe instead of going countywide, we should use pilot schools to work  

     out the kinks (Bob, 4th/5th grade teacher)   
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Patti said, “Elementary teachers are required to go to six meetings from 4 to 7PM for reading 

training.  And this is just for reading.  The same expectation will happen for math.  I left Wake 

County and came back and was drowning with all the training for new initiatives.”  Cathy says of 

new teachers, “New teachers are overwhelmed with new initiatives and new information that 

they need to learn.”  Laura talked about a twenty-five year veteran moving in from outside the 

county to Wake who quit by Christmas because she could not handle all the expectations that 

Wake County had for teachers. 

     Lack of Communication.  Mary, who had worked in another smaller school district said: 

     The size of Wake County is the reason people leave.  Human Resources and Central Office  

     are overwhelming and scary – application process.  I understand why the county is big   

     and support that reason but size leads to directives from central.  You have these different  

     directives that don’t line up with each other.  It is not always communicated where these  

     directives come from and why they are important so the impression is they are one more   

     thing on teachers’ plates so it is going to add to stress level, burnout and lack of control   

     because they are not coming from within the school. 

Communication was emphasized again by Ellen, “I like to know why I am doing something.  

Explaining the why you are doing things like staff development.”  Bob commented, “The size of 

the county makes it hard for personal caring.”  Patti, a fourth grade teacher said, 

“Communication within Wake County Central Office is one of the reasons why teachers leave 

Wake County.  Different trainers say different things.  I think teachers want to do what is right 

but then they get discouraged and they are like I am just not going to do it at all if they can’t get 

their stories straight.”   
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     Changes in Family Life.  Sometimes teachers leave teaching for reasons seemingly unrelated 

to teaching, like family members getting transferred in their jobs, going back to graduate school 

or having a baby.  Bob said, “Babies are the biggest reason teachers leave our school.  They are 

starting families and can’t afford daycare.  It is cheaper to be at home than to pay for daycare and 

they are not happy leaving teaching.”  Ellen echoed what Bob said, “People leave due to family 

issues.  They get pregnant and stay home with the baby or find a school closer to home or where 

their babysitter is.”   

     Low Salaries.  Betty, the elementary special programs teacher said, “Overall I think that 

teachers have to have enough money to take care of themselves.  Teachers can’t buy homes, 

parents cancel or don’t show up for appointments but would not do the same for a doctor’s 

appointment and have to have part-time jobs to make ends meet.”  The principal commented, “I 

think that people like the idea that they can earn more money.  So any opportunity to get a bonus 

or earn a percentage increase or any of these things is positive.”  Rose said, “Teachers leave 

because of money and long work hours with no emotional or monetary compensation.”  Rose 

also said that teachers leave because of salary but that she appreciates Wake County’s 

supplement.  Betty talks about her children not choosing teaching themselves because of seeing 

the long hours she works and the salary that she gets.     

     Lack of Recognition.  Patti, a fourth grade National Board certified teacher focused a lot on 

the need for recognition of teachers.  “No one says that you’ve done a good job.”  “No one says 

anything when you follow a procedure like you are supposed to do.  She suggested that different 

districts or principals should do a Spotlight on a Teacher like the Spotlight on Students that 

Wake County Public Schools presently does and then recognize that teacher in the monthly 

newsletter that the county presently does.  Patti also felt that more publicity about teachers’ 
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achievements should be showcased in the newspaper.  She says that she knows that the school 

gets a letter when the school meets or exceeds their growth standard but she would like to see 

more individual and personal recognition of teachers.  Something as simple as the principal 

choosing a teacher to showcase a great practice in the classroom at a faculty meeting.  She would 

also like to see more parents recognizing the good work that teachers do.      

     Lack of Resources.  Sandra, the high school chemistry teacher said, “It requires technology to 

do grades, so make sure every teacher has a computer that is up to date.  It takes ninety percent 

longer to do attendance on NCWISE so why are we moving to a system that takes longer?” Rose 

said “We need more resource teachers and counselors.  Emotional issues spring up that we did 

not have to deal with before.  Moms were at home and dads worked.  Children do not have either 

parent now.  Nurses are needed in every school.”  

Summary 

     This study examined factors related to recruitment and retention by talking to public school 

teachers in Wake County, North Carolina.  This chapter served to share the analysis of the 

interview data from nine teachers and one principal in Wake County Public Schools about 

perceptions of the Teacher Enhancement Leadership Model and retaining teachers in general.  

There are three components to the Teacher Enhancement Leadership System:  1) career 

progression for advancement; 2) additional compensation; and 3) job enhancement   (Human 

Resources Wake County Public School System, 2004).  Teachers’ views in general on issues 

central to staffing classrooms in Wake County Public Schools and specifically on a model that 

Wake County Public Schools has designed to attract, retain and motivate talented teachers were 

shared. 



    
  74 

     The next and final Chapter 5 will provide a summary of the findings from this study and 

conclusions and implications for those findings. Recommendations for practice and directions for 

future research will be addressed in this chapter as well. 
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“I think it is a wonderful thing to give teachers a wider view that they are perceived as 

professionals and that it is encouraged that they proceed in their profession.” (Teacher 

Interview, Fall, 2005) 

 
CHAPTER FIVE 

SUMMARY, RECOMMENDATIONS, LIMITATIONS 

Introduction 

     This phenomenological study sought to determine the reasons why teachers choose to stay in 

the teaching profession and what potential effect Wake County Public School System’s proposed 

Teacher Enhancement Leadership Model might have on teacher retention.  TELS attempts to 

address three key issues emerging from an examination of the literature on teacher retention - 

teacher pay, teacher leadership and the issue of time.  The study was conducted during the spring 

and fall of 2005 through nine face-to-face structured interviews with teachers from the schools 

with the lowest teacher turnover during the 2003-2004 school year in the Wake County Public 

School System and one face-to-face structured interview with the principal from the school with 

the lowest teacher turnover during the 2003-2004 school year.  An analysis of the questions the 

teachers and the principal answered on teacher retention in general and specifically on the TELS 

model was done and common topics emerged. 

Problem Restatement 

     Wake County is feeling the effects of the national trends in regards to teacher shortage.  Wake 

County has shortages in science, math and special programs and the dramatic growth and baby 

boomer retirements that the county is experiencing only adds to the need to compete successfully 

for talented teachers.  At a time when the district must focus on improving its work processes to 
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improve its performance, it is faced with a huge training issue created by teacher turnover  

(Human Resources Wake County Public School System, 2004).        

Restatement of the Purpose 

     The purpose of this study was to examine a Teacher Enhancement Leadership System (TELS) 

model that Wake County Public Schools has designed to attract, retain, and motivate talented 

teachers.  There are three components:  1) career progression for advancement; 2) additional 

compensation and 3) job enhancement   (Human Resources Wake County Public School System, 

2004).  In the career progression component, teachers develop in their careers by increasing their 

academic and instructional expertise, reflecting on their experience to improve practice and by 

gradually assuming more complex roles in school improvement processes.  The additional 

compensation component will provide annual skills-based pay to teachers who demonstrate 

advanced level skills and leadership, provide market-based pay and free tuition for teachers who 

add additional licenses in shortage areas, provide strategic incentive bonuses to improve novice 

teacher retention and provide ten days release time per year for novice and mentor teachers to 

plan and collaborate regularly on instructional improvements.  Job enhancements expand on 

selected leadership roles for talented teachers to provide career choices within teaching.   

     Since the model has not been implemented yet due to funding, this study examined the merits 

of the model through the eyes of teachers in the Wake County Public School System to give 

important information about the plan’s ability to succeed in retaining teachers in the Wake 

County Public School System if TELS were implemented.  We also glean additional information 

about teacher retention in general through the eyes of teachers.         
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Research Question Findings 

     Research Question 1:  What influences a teacher’s choice to stay in the teaching profession?  

Through the interviews of nine teachers and one principal in the Wake County Public School 

System, the major findings about what influences a teacher to stay in the teaching profession 

were 1) the abundance of paperwork; 2) the heavy workload; 3) lack of time to reflect and 

practice; 4) the increased demands of students; 5) the amount of teacher empowerment (involved 

in decision-making, sense of ownership); 6) the quality of teacher education programs; 7) 

purposeful hiring (teachers involved in the hiring process and finding teachers that match the 

school culture); 8) the number of new initiatives; 9) lack of communication at and between the 

school, central office, state and national levels sending mixed messages to teachers 10) changes 

in family life like having a baby; 11) low salaries; 12) lack of recognition; 13) lack of resources 

and 14) support of administrators.   

     Many of these reasons for teachers staying in the teaching profession overlap with the major 

findings of my literature review where nine categories of concern emerged from the literature 

when teachers were asked why teachers leave the profession.  Prevalent research cited in the 

research include 1) lack of sufficient money; 2) classroom management problems; 3) lack of 

preparation; 4) school restructuring and reform; 5) isolation; 6) induction programs; 7) school 

culture; 8) role of the principal and 9) lack of teacher leadership.   

     It is interesting to note that my literature review did not address changes in family life since 

that came up a lot as a reason for teachers leaving a school, particularly a school that they were 

happy at.  Perhaps, that is an area that needs to be explored in teacher retention with initiatives 

like job sharing, flexible work schedules and childcare on or near school campuses for teachers’ 

children. 
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     Another area that the literature review did not address, but the teachers in Wake County 

mentioned was paying for teachers to attend professional conferences in their content area to 

further their body of knowledge.  Wake County does partially reimburse teachers for tuition, but 

there is little money to attend professional conferences; if there is money available, it pays for 

registration and substitute teachers, not for travel, food and lodging. 

     On the other hand, the teachers interviewed in Wake County did not address induction 

programs at all whereas the literature looks fairly extensively into induction programs.  Maybe 

because none of the Wake County teachers interviewed were new teachers, they were not aware 

of what induction programs were done at the county or school level to retain teachers.   

     Research Question 2:  How can Wake County Public School’s Teacher Enhancement 

Leadership System Model address the teacher retention issue?  All of the teachers and the 

principal interviewed felt that the Teacher Enhancement Leadership System model could help 

retain teachers in the Wake County Public School System.  They believed that the TELS Model 

1) gives teachers opportunities for growth and advancement other than moving into 

administration; 2) recognizes teacher leaders, mentors and trainers that are already in these roles 

by providing money and time to do these jobs; 3) complements the National Board Certification; 

4) embeds time into the school day to practice and reflect; 5) recognizes teachers as 

professionals; 6) rewards teaching excellence; 7) encourages teachers to proceed in their 

profession and 8) creates a climate of professionalism. 

     Specifically, the teachers and the principal liked 1) limiting outside time for new teachers 

which is embedded in the model 2) the one time National Board Certification bonus; 3) the 

license renewal bonus; 4) the five percent pay for adding an additional license area; 5) tuition 
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reimbursement; 6) money tied to acquiring new skills; 7) ten-day release time for new teachers 

and 8) reduced teaching load for veteran teachers to take on teacher leadership roles.      

Limitations of Study 

     The fact that the Teacher Enhancement and Leadership System Model has not been 

implemented and may not be implemented in the near future because of the lack of funding is a 

limitation for this study.  To be able to interview teachers and a principal in schools where the 

model has been implemented for several years would increase its usefulness.   

     None of the teachers or the principal in the study was minorities and only one teacher was 

male.  So the interviewees were predominantly white females, the traditional mainstay of public 

education schoolteachers.  Since there is increased concern about attracting and retaining 

minority teachers and the student population is increasingly minority, the population of the study 

participants is another limitation.  The fact that the principals recommended predominantly white 

females as the teacher leaders in their schools raises the concern that perhaps few minorities hold 

teacher leadership positions in the schools.  It is also interesting to note that only one male was 

recommended by a principal in the study. 

     All of the teachers interviewed had at least five years of teaching experience.  Perhaps, 

hearing from a first or second year teacher would lend insight into the needs of first through fifth 

year teachers where a huge percentage of teachers turnover. 

     The fact that I am a principal in Wake County Public Schools and helped in designing the 

Teacher Enhancement Leadership System could have biased my judgment in objectively looking 

at TELS.  However, since funding TELS is a huge expense, my bias is not towards TELS but to 

finding a model that will retain teachers with the biggest return for the school system’s money.  I 
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think this made me motivated to want to acknowledge problems with TELS rather than avoid 

them. 

Recommendations for Teacher Enhancement Leadership Model 

     The feedback from the teachers and principal about the TELS model was positive.  In fact, it 

was more than positive; the teachers were excited about the possibilities that the model provided 

them and appreciative that Wake County was looking to find the funding to implement the TELS 

model.  However, they also had some suggestions that will be helpful for Wake County to 

examine as they fine tune the model before implementation.   

     Even though the research points to the glaring problem of retaining new teachers, the TELS 

model focuses on designing another level for the careered teacher and adding teacher leadership 

roles for the careered teacher.  The model looks at release days and signing bonuses for new 

teachers, and perhaps some of the teacher leadership roles for careered teachers like a full time 

mentor coordinator and new teachers being able to see a career progression will impact new 

teachers, but the direct focus of the model does appear to be on careered teachers.  The teachers 

and principal interviewed suggested bringing in new teachers a week early on extended contracts 

to be able to spend time in their classrooms before all the pre-school staff development and 

meetings start. 

     If money is the big problem with implementing the TELS plan then perhaps implementing 

one part of the TELS model like adding the Advanced Career Status component or piloting 

TELS at a couple of schools around the county with high teacher turnover would at least get the 

model started.   

     The issue of administrative commitment to the model will be extremely critical to the success 

of the plan.  There can be extra pay tied to teacher leadership positions and career progression 
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but if school administrators are not constantly looking at ways to support teachers and make the 

right hiring matches then many of the potential benefits of the model could be overridden.  

Administrative buy in is not addressed in the TELS Model at all. 

     Examples of a 2nd year, 5th year, 10 year, 20 year teacher and what their career progression 

and additional compensation possibilities would look like would make the model clearer.       

Advanced Career status teachers being able to write a proposal for an extended contract would 

add to the TELS model’s effectiveness.   

     The TELS model does not address payment for travel and paying for professional conferences 

for teachers.  Perhaps, that is something that Wake County could look at to include in the TELS 

model since attending conferences to further teacher learning is a vital underlying theme of the 

TELS model. 

     The TELS Model does not look at how teachers’ family life affects teacher retention.  The 

whole issue of childcare is not addressed.  One high school in the county has a childcare program 

within the school serving teachers with pre-school children and at the same time allowing 

students at that high school to learn about childcare.  Easily accessible and affordable child care 

where teachers could frequently see their children to reduce the sick child issue stress and a 

flexible work schedule might help retain teachers during their child bearing years.  The TELS 

model does not address this issue. 

     More clarity around the Review Panel was needed for teachers to see that advanced career 

status is not based solely on administrative evaluations and who will be on the panel and the 

amount of time that it will take from teachers and the classroom if it is classroom teachers on the 

Panel was needed.    
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Recommendations for Further Study 

     When the Wake County Public School System implements all or parts of the Teacher 

Leadership and Enhancement System Model, further study could be done on the model’s 

effectiveness by conducting interviews of teachers and principals at schools where the model has 

been implemented over several years.   Conducting a quantitative study where a survey is done 

of a large number of teachers in Wake County might glean insights that this qualitative study did 

not.  Interviewing only teachers in years one to five in their teaching careers in the Wake County 

Public School System would help to address the issue of beginning teacher attrition.  The same 

could be said for minority teachers where only minority teachers were interviewed for a study to 

see what would specifically be attractive to attracting and retaining minority teachers to Wake 

County.  Other models or plans could be designed to attract and retain teachers that could be 

studied.  Additional research is recommended to more thoroughly identify the causes of teacher 

turnover in Wake County Public Schools and the reasons why teachers stay.  Studying schools 

with high teacher turnover might give insights that examining schools with low teacher turnover 

did not.  Greater study into the area of the effect of principals’ leadership style on teacher 

retention needs to be done to determine how best to educate principals about how to hire and 

retain teachers.  A study of all the principals in the school system might help determine how 

leadership affects teacher retention.  Additional insights might be gained by studying teachers’ 

reaction to the Teacher Enhancement Leadership Model in different geographical regions.   

Things to Consider 

     As I reflect on my study, there are several methods that I would consider if I were to do the 

study over again.  Three of the ten people interviewed were from one middle school – the 

principal and two teachers.  This was the school that had the lowest teacher turnover during the 
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2003-2004 school year.  Having an additional teacher from one of the other six schools might 

have given me a broader perspective.   

     Only one middle and one high school were represented in the study while four elementary 

schools were represented.  That may have made some of the data elementary top heavy.  

However, Wake County has seen huge increases in teacher turnover in elementary schools so 

more information to retain teachers in elementary schools might be needed in Wake County.   

     Instead of asking six principals for the names of two teacher leaders from their schools, I 

could have asked ten principals from the schools with the lowest teacher turnover for the names 

of several teacher leaders from their school.  This would have given me a larger range of teachers 

with whom to talk to and maybe have included another middle and high school. 

     Of course, asking the principal for the names of teacher leaders in their school has its pros and 

cons.  I wondered if I could have emailed the entire faculties at each of the six schools and asked 

for volunteers but I would still need the permission of the principal as the gatekeeper.  So even 

though I know that asking the principal could have its biases, I cannot think of another way to 

access the teachers at specific schools.   

     Interviewing the principal did not really give me additional information about teacher 

retention different from the teachers’ information.  When I chose to interview a principal, I 

believed that since principals’ have access to resources that teachers do not necessarily know 

about that the principal might have some insights that the teachers did not have.  However, the 

principal was right in line with what the teachers said as far as her opinion of the Teacher 

Enhancement Leadership System Model and teacher retention in general, so interviewing the 

principal was helpful in a different way than I expected.  And since it is critical that principals be 
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on board with addressing teacher retention to retain teachers, the fact that this principal is on the 

same page as the teachers is reassuring.     

Significance of the Study 

     There are few models that address teacher pay, teacher leadership and the issue of time to 

retain teachers; the Teacher Enhancement Leadership System Model attempts to do this.  This 

study shows that the TELS model does have the potential to retain teachers and is worthy of 

implementing.  The TELS Model also tries to address teacher retention in a comprehensive way 

and not just address one piece of teacher retention. 

     The Wake County Public School System is a merged city and county urban school district 

with over 115,000 students and encompassing 864 square miles.  Teacher retention is a national 

issue as well as a local issue so lessons can be learned from this study that could be replicated in 

other large similarly situated urban districts across the country.  This study also offers a basis for 

future studies once the Teacher Enhancement and Leadership System model has been 

implemented when funding becomes available.   

     This study offers other school districts a model to consider in retaining teachers and at the 

same time continues to add to the body of research on the critical issue of teacher retention by 

listening to teachers themselves.   

     Teacher retention has been a concern in Wake County for several years as the formation of 

the Career Pathways Committee indicated but over the past three years as this study has evolved, 

teacher retention has risen to the top of the superintendent’s list of goals for the district.  So the 

need for useful initiatives to retain quality teachers is in even greater demand, making this study 

even more timely and significant.   
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Conclusion 

     Retaining the best and brightest quality teachers is critical to the future of public education.  

In a time when many would like to see public schools become schools of choice and perhaps 

dismantle the public school system as it is today, it is vital that public schools continue to look at 

reforms that strive for excellence.  Who is more critical than our teachers in striving for 

excellence? Getting insights about teacher retention directly from teachers to put systems in 

place that will attract and retain quality teachers and at the same time strive for excellence for 

our students is at the heart of the future of public education.    
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Appendix I 

 
Letter to Principals 

 
Beth Cochran 

 
Dear Name of Principal: 
 
I am doing research for my doctoral dissertation at North Carolina State University on teacher 
retention in Wake County Public Schools.  In speaking with Toni Patterson, the Associate 
Superintendent for Wake County Human Resources, I received the name of your school as one 
of the top ten schools in the county last year in teacher retention.  Congratulations on this honor!  
 
I am very interested in talking to one or two teachers from your school about teacher retention 
and about a Teacher Enhancement and Leadership System model that Wake County Public 
Schools is thinking about implementing to help retain high quality teachers.  Could you 
recommend one or two teachers from your school that hold a leadership position such as Mentor 
Coordinator, High School or Middle School Department Chair, Student Support Team Chair, 
School Improvement Plan Chair, Middle School Team Leader, Mentor or any other key 
leadership position to talk to me.   
 
If you give me the name and contact information for the teachers, with your permission, I will 
contact them directly and explain that you have recommended them, what I want to talk to them 
about and the relative time commitment.  Please find attached a copy of the letter that I will send 
to them.  I have obtained permission from Wake County Public Schools Evaluation and Research 
Department to conduct this research in Wake County.       
 
Thank you in advance for your cooperation. 
 
Sincerely, 
 
 
 
Beth Cochran 
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Appendix II 

 
Letter to Teachers 

 
Beth Cochran 

 
Dear Name of Teacher: 
 
I am doing research for my doctoral dissertation at North Carolina State University on teacher 
retention in Wake County Public Schools.  Your school was one of the top ten schools in teacher 
retention last year. From your principal, I understand that you hold a leadership position within 
your school and he/she has recommended you for me to talk to.  Congratulations on both these 
honors!!!   
 
I am very interested in talking to you about teacher retention and about a Teacher Enhancement 
and Leadership System model that Wake County Public Schools is thinking about implementing 
to help retain high quality teachers.   
 
I would like to conduct a one-hour interview with you with a potential follow-up interview if 
necessary and with your permission.  I will work with you as to the time and location of the 
interview. 
 
If you are willing to participate in this interview, please complete the attached consent form and 
return it to me in the enclosed self addressed stamped envelope.  University standards require me 
to point out that if you choose to participate in the survey or the interview, no penalty or loss of 
benefits will occur.  You can discontinue the process at any time.   
   
Thank you in advance for your time and to hopefully talking to you about the very important 
issue of teacher retention. 
 
Sincerely, 
 
 
Beth Cochran 
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Appendix III 

 
Letter to Principal to be Interviewed 

 
Beth Cochran 

 
Dear Name of Principal: 
 
Thank you for giving me the names of two teachers from your school in teacher leadership 
positions to interview for my doctoral dissertation at North Carolina State University on teacher 
retention in Wake County Public Schools.  Not only is your school below the county average in 
teacher turnover, your school has the lowest teacher turnover in the system. 
 
As part of my research, I not only want to talk to teachers about the Teacher Enhancement and 
Leadership System model that Wake County Public Schools is thinking about implementing to 
help retain high quality teachers, I would also like to talk to a principal.  As the principal of the 
school with the lowest teacher turnover in the system, I would love to talk to you if you are 
willing.   
 
I would like to conduct a one-hour interview with you with a potential follow-up interview if 
necessary and with your permission.  I will work with you as to the time and location of the 
interview. 
 
If you are willing to participate in this interview, please complete the attached consent form and 
return it to me in the enclosed self addressed stamped envelope.  University standards require me 
to point out that if you choose to participate in the survey or the interview, no penalty or loss of 
benefits will occur.  You can discontinue the process at any time.   
   
Thank you in advance for your time and to hopefully talking to you about the very important 
issue of teacher retention. 
 
Sincerely, 
 
 
Beth Cochran 
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Appendix IV  

     Interview Questions For Teachers. 

 
1. How many years have you been a teacher? 

 

2. How many years have you been in Wake County? 

 

3. How many years have you been in this school? 

 

4. What made you want to be a teacher? 

 

5. Why are you teaching at this school? 

 

6. Tell me what an average day looks like for you. 

 

7. Looking at the career progression section of the Teacher Enhancement Leadership 

System Model, do you feel it would help keep quality teachers in Wake County? Why or 

why not? 

 

8. Do you feel that the additional compensation section of the Teacher Enhancement 

Leadership System Model will help keep quality teachers in Wake County? Why or why 

not? 
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9. Do you feel that the job enhancement section of the Teacher Enhancement Leadership 

System Model would keep quality teachers in Wake County? Why or why not? 

 

10. What, if anything could be done to make the Teacher Enhancement Leadership System 

clearer to teachers? 

 

11. Is there anything you would like to see added or changed in the career progression 

section of the Teacher Enhancement and Leadership System? 

 

12. Is there anything you would like to see added or changed in the additional compensation 

section of the Teacher Enhancement and Leadership System? 

 

13. Is there anything you would like to see added or changed in the job enhancements section 

of the Teacher Enhancement and Leadership System? 

 

14. What is the single most important thing you feel Wake County Public Schools could do 

to retain quality teachers, in your opinion? 

 

15. What do you see as the biggest reason that teacher leave teaching at your school? 

 

16. What do you see as the biggest reason that teachers leave teaching in Wake County? 

 

17. Is there anything that I have not asked you that you would like to share with me? 
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Appendix V 

     Interview Questions for Principals. 

 
1.  How many years were you a teacher? 

 

2.  How many years were you a teacher in Wake County, if any? 

 

3. How many years have you been an administrator? 

 

4. How many years have you been an administrator in Wake County? 

 

5. How many years have you been an administrator at this school? 

 

6. What made you want to be a teacher? 

 

7. What made you want to be an administrator? 

 

8. Why did you pick the teacher leaders that you picked for me to interview? 

 

9. Looking at the career progression section of the Teacher Enhancement Leadership 

System Model, do you feel it would help keep quality teachers in Wake County? Why or 

why not? 
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10. Do you feel that the additional compensation section of the Teacher Enhancement 

Leadership System Model will help keep quality teachers in Wake County? Why or why 

not? 

 

11. Do you feel that the job enhancement section of the Teacher Enhancement Leadership 

System Model would keep quality teachers in Wake County? Why or why not? 

 

12. What, if anything could be done to make the Teacher Enhancement Leadership System 

clearer to teachers? 

 

13. Is there anything you would like to see added or changed in the career progression 

section of the Teacher Enhancement and Leadership System? 

 

14. Is there anything you would like to see added or changed in the additional compensation 

section of the Teacher Enhancement and Leadership System? 

 

15.  Is there anything you would like to see added or changed in the job enhancements  

       section of the Teacher Enhancement and Leadership System? 

     

16.  What is the single most important thing you feel Wake County Public Schools could do 

to retain quality teachers, in your opinion? 

 

17. What do you see as the biggest reason that teachers leave your school? 
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18. What do you see as the biggest reason for teachers leaving Wake County? 

 

19. Is there anything that I have not asked that you would like to share with me? 
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Appendix VI 
 

North Carolina State University 
INFORMED CONSENT FORM for RESEARCH 

 
Title of Study:  Teacher Retention in Wake County Public Schools 
 
Principal Investigator:  Beth Cochran   Faculty Sponsor:  Dr. Ken Brinson 
 
 
We are asking you to participate in a research study.  The purpose of this study is to examine a 

Teacher Enhancement Leadership System (TELS) model that Wake County Public 
Schools has designed to attract, retain and motivate talented teachers by making it more 
rewarding to be a teacher. 

 
INFORMATION 
If you agree to participate in this study, you will be asked to be interviewed face to face in a 
private setting for approximately one hour.   
 
RISKS 
The confidentiality procedures listed below will ensure that no one will know what comments 
were made by you.  Readers will only know that the comments came from a teacher in Wake 
County Public Schools. 
 
BENEFITS 
If the Teacher Enhancement Leadership System Model were implemented then all teachers in 
Wake County Public Schools stand to potentially receive financial bonuses for taking on 
additional responsibilities and for performing their jobs at high levels. 
 
CONFIDENTIALITY 
The information in the study records will be kept strictly confidential.  Data will be stored 
securely in a locked office and numbers will be used to identify interviews so that if the 
documents were accidentally lost then no one could tie the notes to you.  The source codes will 
be locked in my office.  No reference will be made in oral or written reports, which could link 
you to the study. 
 
CONTACT 
If you have questions at any time about the study or the procedures, you may contact the 
researcher, Beth Cochran, at . . . .  If you feel you have not been treated according to the 
descriptions in this form, or your rights as a participant in research have been violated during  
the course of this project, you may contact the Chair of the NCSU IRB for the Use of Human 
Subjects in Research Committee, Box 7514, NCSU Campus or Assistant Vice Chancellor, 
Research Administration, Box 7514, NCSU Campus. 
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PARTICIPATION 
Your participation in this study is voluntary; you may decline to participate without penalty.   
If you decide to participate, you may withdraw from the study at any time without penalty and 
without loss of benefits to which you are otherwise entitled.  If you withdraw from the study 
before data collection is completed your data will be returned to you or destroyed at your 
request. 
 
CONSENT 
“I have read and understand the above information.  I have received a copy of this form.  I  
agree to participate in this study with the understanding that I may withdraw at any time.” 
 
Subject's signature_______________________________________ Date ________________ 
 
 
Investigator's signature__________________________________ Date ________________ 
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