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1. PROJECT DEVELOPMENT

In Alaska, continuously high levels of certificated educator turnover (teachers, counselors, 
principals, school district administrators, superintendents) adversely impacts student learning, 
school district stability, community, and public support for education. The Research-based 
Educator Systems Support (RESS) year-long pilot study was designed to be a pro-active and 
solutions-oriented approach to strengthening working conditions in schools and improve 
educator retention. 

Dr. Barbara L. Adams of Adams Analytic Solutions and Jerry Covey of JSC Consulting, LLC 
presented the RESS pilot study as a proposal to the Coalition for Education Equity (CEE) 
members during a general meeting March 14, 2017, in Anchorage. Researchers requested 
districts volunteer for the following school year after sharing expectations. The RESS pilot 
study, conducted from April 1, 2017 through June 30, 2018, was funded through Coalition for 
Education Equity (CEE) with funds from the Moore Settlement from April 1, 2017. Oversight for 
the study was provided jointly by the Alaska Department of Education & Early Development 
(DEED) and CEE. All participating districts were CEE members at the time and were represented 
in the Moore Settlement. 

The five school districts participating in RESS were Alaska Gateway School District (AGSD), 
Kashunamiut School District (KSD), Nome Public Schools (NPS), Northwest Arctic Borough 
School District (NWABSD), and Yupiit School District (YSD). Districts were strategically selected 
among volunteers to include a cross-section of size, location, governance structure, and cultural 
region. The purpose of the pilot study was to apply a third-party, research-based systems 
model to understand and track educator satisfaction with their work, social, and basic needs 
environments throughout the school year and to share that data with school districts to ensure 
a timely, well informed response to address educator concerns and thereby reduce turnover. 
The research design used a series of surveys with predominantly the same respondents 
throughout the school year to observe trends based on district responses to data. 

2. YEAR-LONG PILOT STUDY

All surveys were administered online using Survey Monkey. Survey 1 was administered 
September 11-19, 2017; Survey 2 during November 20-29, 2017; Survey 3 from February 23 to 
March 4, 2018; and Survey 4 during May 1-11, 2018. Districts provided email addresses for 
their certificated workforce a week in advance. Educators were contacted via email and invited 
to complete the survey. To work towards a high-response rate, talking points were shared each 
time with district administrators in the hope of ensuring that teachers were aware of and on 
the look-out for the email. Reminders were sent throughout each survey administration period 
to teachers who had not responded. Finally, in two of the surveys, administration periods were 

slightly extended to accommodate school district schedules. 

SURVEY QUALITY 
The survey questions were created by researchers with extensive experience in the field of 
education in Alaska. In-depth input from district personnel played heavily into the question 
development. In addition, the survey was reviewed by other experts in education 
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administration providing an elevated level of face validity and strong content validity. The first 
three surveys included 31 questions each with the response options: 6-absolutely, 5-mostly, 4-
more than not, 3-maybe, 2-a little bit, 1-not at all, and 0-not applicable and an additional five 
open-ended questions allowing for narrative responses. The fourth survey was intended to be a 
mini-survey using skip logic depending on the respondent’s future plans connected to teacher 
retention. The main content included six questions aligned with the scales used throughout the 
pilot study and used the same response options as the first three surveys. An additional open-
ended question allowed for narrative responses. 

Cronbach alpha was calculated for each survey administration for the full survey and for each 
subscale. All provided a strong measure of reliability around the acceptable level of 0.70. See 
the reports for each individual survey posted on the CEE website under the link for Educator 
Quality and Quantity: https://ceequity.org/eqq/. 

RESPONSE RATES 
The final response rate averaged 68% across the five participating districts and the four survey 
administrations. The higher the response rate the higher the level of confidence that the 
project is using potentially representative data to support districts’ decision making. Districts 
were of varying sizes, and the invited participants changed slightly each survey given the 
potential for a few educators to leave and a few new hires to occur. Figure 1 shows the number 
of invited educators per district averaged across the four survey administrations in blue squares 
(blue scale on left side) and the average response rate per district averaged across the four 
survey administrations in red circles (red scale on right side). The range of average response 
rates falls between 63% and 75% while the range of invites falls between 25 and 174 across 
districts. 

 
Figure 1: Survey response rates (red circles, shown as a percent value, scale on right side of graph) and participation 
numbers (blue squares, shown as count, scale on left side of graph) by district. 

https://ceequity.org/eqq/
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Response rates varied across districts and survey administrations, as shown in Figure 2. A high 
response rate for this type of survey was achieved in all but one district for one survey (34%), 
otherwise ranging from 59% to 81%. 

 
Figure 2: Variability of response rates across survey administrations and districts. 
 

3. DATA AND RESULTS 
Survey questions were arranged in a thematic format across each of the five scales measured. 
While the specific questions in Surveys 1, 2, and 3 were often different, they were intended to 
measure teachers’ perceptions in the same general aspects of their work and living experiences 
aligned to the time of year of the survey administration. In Survey 4, the questions targeted the 
scales measured throughout the pilot study using only one summary, end-of-year question for 
each, connected to retention. For specific results from each survey, see the reports for each 
individual survey posted on the CEE website under the link for Educator Quality and Quantity: 
https://ceequity.org/eqq/. 
 
The candlestick graph in Figure 3 shows results for each scale across the four surveys. The 
means are represented by dots and the standard deviation by lines. Overall scale scores 
continued a slight downward trend on Survey 3. The overall picture shows a strong start of the 
school year with gradual changes downward in the Total and for Work Environment, 
Leadership, and Community scales; while results remained consistent for Teacher Efficacy and 
Quality of Life. The last scale, Strengthening the Workforce included different topics concerning 
educator support systems. Comparisons are not appropriate between survey administrations. 
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Figure 3: Summary of averaged results across all districts and respondents by scale for each survey. The dot 
represents the average score for scale from that survey and the lines represent the standard deviation for those 
scores. Survey 1 is in green, Survey 2 in orange, Survey 3 in blue, and Survey 4 in purple. For example, the dot above 
Efficacy1, located at 4.5, represents the average score of all respondents across all the questions under the efficacy 
scale on Survey 1. 

 

4. PROJECT IMPLEMENTATION 
The RESS project was intentionally implemented with a cross-section of districts in an attempt 
to understand how this proactive approach to leadership and workforce development would be 
enacted and impact a variety of district types. We had three districts with multiple sites. We 
had two districts struggling with enacting change based on what they learned. We had two 
districts choose to focus on the positive aspects and how they were overcoming residual effects 
of some historical issues. We had the opportunity to see the power of working directly with 
principals in some cases. We also had the chance to directly inform school boards and learn 
from that process.  
 
Administrators in all districts were engaged during our consultations after each survey and had 
strong intentions on using the data. They embraced the RESS reports and reviewed them 
section by section with the intent of gleaning information that would positively impact 
workforce success or to positively engage the workforce and focus attention on areas of 
greatest need. In most cases the superintendent, leadership team, and/or principals met with 
teachers to review the reports and to identify strengths and opportunities for improvement in 
all categories addressed in the survey. In some cases, the administration was able to harness 
the knowledge gained and implement change that was captured in the ongoing survey process. 
In other cases, either the administration was not able to make change, or they tried to do so 
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too late, the results of which were also captured in the remaining surveys. Note that as 
consultants, we shared the results and reports directly with teachers via email using the same 
process we used to invite them to participate. In this way, respondents saw the full report 
whether or not districts were able to debrief with them. 
 

5. LESSONS LEARNED 
The RESS pilot study includes data, results, and reports; however, the power of the project is 
not in what we learned overall, rather it is in what the districts learned and what they did to act 
upon those learnings quickly and in a timely manner. Working across districts, we also learned 
ways of improving the process, content, and overall impact. Our learnings are shared here as 
the conclusions to the year-long pilot study. 
 
READINESS OF DISTRICTS TO PARTICIPATE 
District capability and capacity to engage with their workforce and make best use of the data is 
of the utmost importance. The readiness of districts to engage with project consultants in 
survey development, debriefs, and follow-up engagement with principals and teachers 
significantly impacted the value districts were able to achieve from participating in the pilot. 
The deciding factors in district success with the pilot was the ability of leaders to appreciate the 
data and their skill at translating the data into changes that potentially supported teacher 
success and reduced turnover. 
 
An insight concerning districts’ readiness to participate was shared by a principal from Yupiit 
School District. He explained, in our district, perhaps the survey data created more fires than it 
extinguished. More issues of high value to teachers rose to the surface. We were not successful 
in responding to many of the concerns, but we learned more about what teachers were 
concerned about, and that creates a great opportunity for progress. 
 
REFINEMENT OF SURVEY AND PROCESS 
As a pilot study, the goal of this type of research is to test out the process and tools in order to 
make modifications for a full study. From the RESS pilot study, we gained insights into several 
logistical changes. We also developed thoughts on additional components that can strengthen 
the quality and use of the research. Logistically, we learned how to modify several questions to 
reduce the number of “not applicable” responses and to ensure we are targeting the correct 
concept. We also learned that the timing of Surveys 1, 2, and 4 were good, but the timing of 
Survey 3 needs to be revisited. We tried out several formats for presenting results and the 
accompanying narrative reports and settled on the one that communicated easiest and best. 
We also determined which of the analyses were most beneficial and how to refine the analysis 
process to be more efficient and effective. 
 
Superintendents suggested RESS consultants offer the following additional services to districts: 
provide parallel surveys for classified and certificated employees where possible, provide 
professional development for site administrators, and present survey results to boards as a 
regular activity within the research. All of these are strong suggestions and show the benefit to 
the district and their ongoing need for support. 
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Further, participating superintendents suggested several process refinements for future 
implementation. One such suggestion was presenting to school boards. A superintendent 
shared, the RESS presentations you as consultants provided for the board were really important. 
Some members of the board referred back to it throughout the year as a focus area. Because of 
the board’s interest, I’ve placed survey results on the agenda to continue to discuss staff 
retention with them. 
 
That same superintendent also shared the benefits of the consultations with the leadership 
team, explaining that our leadership team consultations with you as RESS consultants were 
valuable. The written reports and facilitation process that you employed resulted in 
conversations that helped us reflect on data and feedback in a way that challenged and 
supported us to take action based on what we were learning. It’s hard to really ignore data 
when you’ve made a commitment to be focused on strengthening your workforce. 
 
Another superintendent shared additional insights connected to these topics. It allowed us to 
collect data that no other survey tool has collected. We were able to work closely with our 
consultants to personalize the survey tools to meet our district’s needs. Prior to this year, our 
surveys and other methods of collecting data provided only anecdotal information. As a result of 
participating in this pilot study, we now have quantitative and qualitative data to make our 
decisions, I consider that as being very impressive. Another benefit is that it provided multiple 
data points to engage our school board in a very constructive way. Our board relished the data 
and is very supportive of this process. It also provided multiple data points to engage the school 
board in conversation about creating a positive work environment. The board is very supportive 
of the survey process and data. 
 
One other superintendent response focused on the benefit of the process from a district office 
perspective explaining, for me as the superintendent, it gives me information on many different 
levels. For example, an overview of facilities district-wide, housing district-wide, teachers 
embracing and feeling confident with the professional development offered or not, teachers’ 
understanding and use with curriculum. This overview highlighted what needed to be worked on 
and what was going well in relation to departments. As far as the site level, I was able to get 
more details. I found there were no sites not involved in any of the supports – no one got 
neglected. However, there were departments that didn’t communicate well enough with all the 
schools. I was pleasantly surprised that I thought safety was a bigger issue with teachers than it 
was. They are feeling safe. Within the discipline environment of the school, lock downs, etc., the 
staff is not feeling unsafe. 
 
UNIVERSITY OF ALASKA IMPLICATIONS 
We feel there are implications for the University of Alaska (UA) to use these results and to learn 
from the ongoing process of what is needed most out in the field. Survey 2 contained specific 
questions related to UA and results have been shared with the UA College of Education. We 
anticipate an additional report specifically to UA that connects results throughout the year with 
activities that they may be able to engage in to substantially support educators in the state. 
  



7 
 

CONSISTENCIES ACROSS PARTICIPATING DISTRICTS 
 

Common Strengths 

Question Total1 Total2 Total3 Total 

1 0 1 0 1 

2 0 0 0 0 

3 0 0 0 0 

4 4 5 5 14 

5 3 2 0 5 

6 0 0 0 0 

7 5 1 0 6 

8 4 3 4 11 

9 2 4 2 8 

10 4 1 0 5 

11 3 5 0 8 

12 1 0 0 1 

13 1 1 0 2 

14 2 3 5 10 

15 0 0 0 0 

16 2 2 0 4 

17 1 0 0 1 

18 0 1 0 1 

19 4 4 1 9 

20 0 0 0 0 

21 1 5 2 8 

22 0 1 5 6 

23 2 0 1 3 

24 5 4 5 14 

25 0 0 0 0 

26 2 2 3 7 

27 0 0 4 4 

28 1 2 0 3 

29 0 0 1 1 

30 5 5 1 11 

31 0 0 0 0 

32 0 0 0 0 

33 1 1 0 2 

34 0 3 0 3 

35 1 0 5 6 
 

Common Opportunities for Improvement 

Question Total1 Total2 Total3 Total 

1 3 3 2 8 

2 3 3 2 8 

3 4 4 5 13 

4 1 0 0 1 

5 2 1 3 6 

6 0 0 0 0 

7 0 2 1 3 

8 0 1 1 2 

9 0 0 2 2 

10 0 3 2 5 

11 1 0 1 2 

12 0 0 0 0 

13 0 0 5 5 

14 0 0 0 0 

15 5 0 1 6 

16 0 2 2 4 

17 3 4 3 10 

18 5 3 2 10 

19 0 1 1 2 

20 0 0 0 0 

21 0 0 0 0 

22 5 0 0 5 

23 0 4 3 7 

24 0 0 0 0 

25 0 0 0 0 

26 0 1 0 1 

27 4 1 1 6 

28 1 2 2 5 

29 4 3 1 8 

30 0 0 1 1 

31 2 4 4 10 

32 0 0 0 0 

33 2 2 3 7 

34 4 1 3 8 

35 2 4 0 6 
 

Figure 4: Summary of common strengths and opportunities for improvement across the first three surveys tallied 
over all participating districts question by question. Strengths (green, yellow) were identified by high average scores 
and opportunities (blue, pink) were identified by low average scores per district. Tables show counts of high and 
low scores summed over districts (Total1, Total2, Total3) and then across surveys (Total). 
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STRENGTHS 
Across the surveys and across all the participating districts, the following questions provided 
consistencies and thus identify the greatest strengths upon which to build. 
 
From the work environment scale, question 4 shows how comfort levels within the school are 
essential for educators to want to remain there. 
 

Survey 1 Survey 2 Survey 3 

4. I appreciate the welcome I 
received from the district (school) 
where I teach. 

I feel comfortable being in the 
school where I teach. 

I feel accepted in the school where 
I teach. 

 
From efficacy, question 24 has a focus on personal efficacy in terms of educators’ professional 
assignments. 
 

24. I am confident I will be 
successful in my teaching 
assignment this year.  

I am confident I will be successful 
in my teaching assignment this 
year. 

I believe I am successful in my 
teaching assignment this year. 

 
From leadership, question 8 also proved to be a consistent strength, recognizing an important 
attribute of the role of the site administrator. 
 

8. I understand my role in the 
school (district) in creating an 
environment of success for all 
students I teach. 

My principal’s actions to support 
me in my classroom are aligned 
with ideas that guide our school 
and district. 
 

In my school, my principal aligned 
staff with the goals that guide our 
school and district. 
 

 
From quality of life, question 30 once again relies on a personal attribute of the educator in an 
important aspect of life in rural Alaska. 
 

30. I am prepared for the logistics 
of living where I live (food, 
clothing, shopping, entertainment, 
etc.). 

I am adjusting to the logistics of 
living where I live (food, clothing, 
shopping, entertainment, etc.). 

I am comfortable with the logistics 
of living (food, clothing, shopping, 
entertainment) where I live. 

 
Lastly, question 14 from community was also a common strength, demonstrating how essential 
it is that educators feel comfortable in both their schools and their communities. 
 

14. I appreciate the welcome I 
received from the community 
where I teach. 

I feel comfortable being in the 
community where I teach. 

I feel accepted in the community 
where I teach. 
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Further, questions 7 and 22 showed a change over time, with question 7 under leadership 
starting off as a strength and question 22 under efficacy becoming much stronger over time. 
 

7. My principal communicates with 
me regularly and helps me 
improve.  

My principal creates a work 
environment that values two-way 
communication between teachers 
and administrators. 

In my school, there is evidence that 
two-way communication between 
teachers and administrators 
supports teachers and improves 
student outcomes.  

 

22. Someone at work has talked to 
me about my development as a 
professional educator. 

Someone at work has encouraged 
my development as a professional 
educator. 

Someone at work has evaluated 
my development as a professional 
educator. 

 

OPPORTUNITIES FOR IMPROVEMENT 
Across the surveys and across all the participating districts, the following questions provided 
the greatest opportunities for improvement showing consistencies in areas that may be the 
most challenging for districts to address. 
 

From work environment, question 3 showed over time that although districts, administrators, 
and often teachers believe that the local cultural knowledge should be integrated into the 
classroom, actually implementing that is a much greater struggle. Further, the current 
professional development hasn’t been enough from the teachers’ perspectives. 
 

3. The district (school) opening in-
services provided me with what I 
needed to support and understand 
students from various cultural 
contexts. 

Based on the professional 
development I received, I am able 
to integrate local cultural 
knowledge and activities into my 
practice. 

The professional development 
emphasis to integrate local cultural 
knowledge and activities into 
classrooms has supported the 
learning of the students I teach.  

 
Question 17 from the community scale also consistently ranked as an opportunity for 
improvement. The maturity of these questions demonstrates how a lack of communication 
between the school and community leads to less impact from that relationship on students and 
learning. 
 

17. I am informed about 
community events and dynamics 
that will support my interactions 
within the community. 

Interactions between the school 
and community organizations 
support my efforts to provide a 
high quality learning environment 
for the students I teach. 

The relationship between the 
school and community supports a 
positive learning environment for 
the students in our school. 

 
Also from the community scale, question 18 showed improvement over time while still 
consistently scoring as an opportunity for improvement and aligns well with results from 
questions 3 and 17. 
 

18. I had a positive introduction 
this year to the culture of the 
community in which I teach. 

The culture of the community is 
reflected in school activities. 
 

Including the culture of the 
community in my school produced 
positive outcomes connected to 
the intended purpose. 
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From the quality of life scale, health needs did emerge in question 31 as more of an opportunity 
over time either due to health issues developing or just the realization that care was difficult, 
based on money, travel, and time. 
 

31. My health needs are 
satisfactorily met in the 
community. 

My health needs are satisfactorily 
met in the community. 

My health needs are satisfactorily 
met in the community. 

 
Further, questions 15 and 22 positively changed over time, while questions 13 and 23 became 
opportunities for improvement as the school year unfolded. 
 
Parent relationships, question 15, tended to only be a concern at the start of the year, where 
educators did not feel as informed as they could. Over time we saw this question morph into a 
strength, although often educators would talk in the open-ended questions about the typical 
dichotomy of those who support and those who do not. 
 

15. I am informed about parental 
engagement that will support my 
communication strategies with the 
parents and community. 

Communications between me and 
the parents of the students I teach 
support my efforts to provide a 
high-quality learning environment. 

There is a positive relationship 
between the parents and the 
school that supports the 
educational growth of the students 
I teach. 

 
Under efficacy, question 22 also showed improvement over time identifying the difficulties of 
focusing on professional growth at the start of the year with so much else happening. 
 

22. Someone at work has talked to 
me about my development as a 
professional educator. 

Someone at work has encouraged 
my development as a professional 
educator. 

Someone at work has evaluated 
my development as a professional 
educator. 

 
Under community, question 13 shows that only when educators were challenged with engaging 
community members in a way to strengthen their success in the classroom did this personal 
engagement question become an opportunity for growth. 
 

13. My initial and/or ongoing 
exposure to the community helped 
me get off to a good start this year. 

Since the start of the school year, I 
have had opportunities to engage 
with community members. 

Engaging with community 
members about education has 
strengthened my success as a 
teacher this year. 

 
Whereas, question 23 under efficacy morphed into an opportunity for improvement, aligned 
with question 22, that over time it’s more difficult to spend time praising and recognizing 
educators if there is not a predetermined effort to do so. 
 

23. Someone has recognized and 
valued me for what I can 
contribute to the school. 
 

I am routinely recognized and 
praised for doing good work. 

Recognition and support by 
colleagues has contributed to my 
professional growth. 
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RETENTION 
At this time, we cannot measure retention connected to the RESS pilot study; however, we do 
have comments from educators that connect activities measured within the study to their 
decisions to stay or leave. As one superintendent shared, I think we want to continue to let 
teachers know we want their input and appreciate their input. I don’t know if the survey or what 
we had done connected to this project affected the retention rate, but we did have a higher 
retention rate this year. I’m not sure we can make that connection. Personally, I feel the survey 
data and interaction increased the level of professionalism among everybody. 
 
Stayers identified administration, professionalism, expectations, communication, and quality of 
life as their predominant reasons to stay in their same school next year. These concepts overlay 
the consistent strengths and opportunities for improvement highlighted above. Here are some 
examples of thoughts shared from across the districts. 
 

The superintendent is honest, reliable, and has our backs as much as he can.  Also,  
every time I go to the district office the staff is super friendly.  I have felt very  
supported by the district. 
 
All of these factors play a huge role… there were enough positive aspects to override any
others that were less developed. In my experience, our principal supports teachers. I  
feel like we are working together to build a better school. In the community, I have had  
very positive and very negative interactions alike. It is a difficult place to live, but  
district administration can make that easier by being honest with applicants about the  
pros and cons of living here … and supporting them in their work. 
 
I absolutely love the work environment here and my fellow teachers are incredibly  
supportive. The support I receive from administrators is absolutely unparalleled. I have  
never felt so valued...not so much by the students, which we're still working on, but I  
am definitely still staying with this district because of how much value is placed on  
teachers. 
 
I think that this is a great school. I enjoy working with my administrators and  
colleagues. I am very thankful for how supportive my administration is in decision  
making. 
 
I believe that this year's administrators have made a huge impact on me signing up for  
another year this year. 
 
Professional communication is a big factor. 
 
Be honest with what the expectation is when living in the town with the salary teachers  
get ‐ teachers will struggle! 
 
Good principal support is a key and there has to be things to do together outside of  
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school. Wish it was easier to visit other teachers in other villages. Also it would be  
great if it wasn't so diffiuclt and expensive to get TV or internet. It is expensive to fly  
out or in to the villages. 
 
If you want to recruit and maintain quality teachers you need to improve the housing  
situation. 
 

Leavers identified administration, support, safety, family, and student behaviors as their 
predominant reasons to leave their district. Once again, these concepts overlay the consistent 
strengths and opportunities for improvement highlighted above. Here are some examples of 
advice shared from across participating districts. 
 

I do not feel that I received any support from the administration this year and I believe  
that if the district wishes to find, create, and retain quality educators they are going to  
need to do much more to support teachers. 

 
There are small things the district could do to enhance the quality of life in the village  
ie. internet to teacher housing units, facilitating satellite tv hook up with subscription  
being an option at teacher expense. The relationship between district office and local  
schools and teachers is generally not positive. Very boss management and micro  
management oriented. Too much adversity not enough cooperation between school,  
community, and tribe. Lack of law enforcement in the village is an issue. 
 
We are leaving because of family obligations. 
 
I am more than willing to work with you to help make this school a better place, but I  
cannot do that when there is no discipline. 
 

PRINCIPAL PROFESSIONAL DEVELOPMENT 
There is a need to work with principals (site administrators) in how to best deal with the results 
of the data collection process and how to encourage participation when it’s a third party 
conducting the work. In particular, we plan on developing professional development around 
how to use data in a non-confrontational and meaningful way, how to interpret results and not 
make assumptions about respondents, and most importantly how to use the data as a base for 
conversations that make change. 
 
One superintendent shared, as a result of this engagement, principals recognized the 
importance of their role without us telling them. It illustrated that so many things revolve 
around principal communication and how they respond to their teachers. There was no question 
about the importance of their role. We can share studies and data, but it’s different when 
principals are looking at their own data from their own site. It was very real. 
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6. RECOMMENDATIONS 
The following recommendations emerged from the year-long analysis across the five 
participating districts. It is our opinion that these recommendations may apply to most rural 
districts in the state because of the representativeness, albeit small number, of participating 
districts. We suggest policy makers and leaders use these recommendations as a tool to reflect 
upon and evaluate current practices within the education system. It is our hope that the results 
and recommendations of this pilot study will translate to increased teacher retention and 
greater success for Alaska’s students. 
 
WORK ENVIRONMENT & LEADERSHIP 
1. Take steps to continually strengthen communication channels with teachers throughout the 

year. 
 

The quality of relationships teachers establish with the community, co-workers, and their 
principal is critical to their long-term success. The data indicate that while the relationship 
area enjoys initial focus, it gets less and less attention as the school year goes on and 
impacts teacher success. 

 
2. Inform teachers at the beginning of the year regarding student discipline policies, engage 

teachers regarding student discipline procedures, and enforce the policies and 
administrative procedures as written. 

 
Although teachers were generally satisfied with their principal’s alignment of policy and 
action, the data show they were concerned that student discipline procedures were not 
followed as consistently as others. Inconsistency in policy and procedure application creates 
instability in the workforce. 

 
3. Ensure that teaching materials, strategies, and curriculum related to cultural knowledge and 

activities are available. Provide high-quality professional development and mentoring to 
teachers to help them successfully integrate cultural knowledge and activities into their 
teaching practice. Take additional and more specific actions to ensure the implementation 
and integration is successful.  

 
Respondents placed high value on integrating local cultural knowledge and activities into 
the teaching practice. The challenge is implementation – how to actually do it. Districts 
involved in the pilot were challenged to translate this priority to reality. Districts’ efforts to 
develop and integrate cultural curriculum materials and teaching strategies into the 
classroom and to prepare teachers to deliver them are insufficient. Even when professional 
development is provided, it is still not enough for the majority of teachers to integrate 
cultural knowledge and activities into their classrooms. 
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COMMUNITY 
4. Develop an action plan to engage the community and the school throughout the year with a 

focus on supporting student growth. 
 
While most teachers cited an initial welcome to the community, they also shared that as 
time went on there was less communication and engagement with the community. Positive 
examples of engagement between teachers and the community include ensuring teachers 
are invited and encouraged to participate in community events and that community 
members are invited and encouraged to participate in school events. 
 
Lack of community engagement weakens the connection between the community and the 
school and challenges teacher efforts to reflect community values and culture in the 
classroom. Over time, it may even lead to teachers feeling isolated and disconnected, 
resulting in teacher turnover.  

 
EFFICACY 
5. Begin the teacher evaluation component early in the school year and keep the focus on 

developing and recognizing teachers as professionals.   
 
While respondents rated personal teacher efficacy, the belief that they will be successful in 
their job role, consistently high throughout the year, this was not the case with both 
developing as a professional and receiving recognition and praise. There seems to be a 
struggle at the start of the year for principals to work on developing teachers individually as 
professionals. Conversely, recognition and praise seem to be much easier to include in 
activities at the start of the year and yet diminish throughout the year. Both components 
are important in supporting high efficacy in educators and should be strategically included 
in leadership and team activities, especially during times when they would not naturally 
occur. Since personal efficacy remained high throughout the year, this is a strength upon 
which to build when wanting to connect to developing professionals. 

 
QUALITY OF LIFE 
6. Provide strong support for teachers, especially early career or new to the district or school, 

with training about the logistics of living in that community. Enhance the conversation 
concerning health services in the community.  

 
Respondents consistently rated the logistics of living there high, a good sign of recruitment 
and current training. This is an important and basic need that should not be removed from 
the training for teachers to understand how to function in rural districts in general and in 
the community specifically. Feeling confident that health needs could be met locally 
declined over time and is most likely an awareness issue. Each district and location may 
have had their own strengths and opportunities for improvement; however, these are the 
only two topics identified consistently across participating districts. 

 
  



15 
 

STRENGTHENING THE WORKFORCE 
 
7. Accurately communicate the realities of the district and community during recruitment and 

hiring.  
Teacher success is increased when they have an accurate understanding of the work and 
community environments prior to their arrival.  
 

8. Increase time for initial classroom set up, planning, and collaboration.  
Creative strategies to scheduling, initial in-services, and professional development 
throughout the year should provide opportunities for these important work sessions.  
 

9. Fully employ the teacher evaluation systems in place. 
 
The teacher evaluation systems that currently exist were well received even if they seemed 
to take a lot of additional time.  


