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ABSTRACT 

This final composite explores rural school challenges regarding teacher recruitment and 

retention. The first scholarly deliverable is a case study article that could be used for 

teaching doctoral or master’s candidates in the field of educational leadership. The title of 

this article is “How Do You Get Funding to Recruit and Retain Quality Teachers?” This 

case explores rural teacher recruitment and retention efforts when the funding is not 

available to the school districts. The final scholarly deliverable is an empirical article 

titled "Rural School Challenges with Teacher Recruitment and Retention.” This empirical 

article focuses on examining the unique challenges rural school districts face when it 

comes to recruiting and retaining high-quality teachers.  
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Abstract 

Rural school districts face a myriad of challenges and often struggle to remain viable, but 

to financial struggles, dilapidated facilities, and the ability to obtain resources. However, 

one of the most crucial challenges is teacher recruitment. Rural teachers are compensated 

at a lower rate than the larger, more affluent districts, making the smaller districts less 

appealing. Additionally, rural schools are often demographically isolated, and the staff is 

required to travel longer distances, making it difficult to recruit teachers to the rural 

location. The facilities are often in disrepair and run down, which can be far from 

attractive to potential teachers. This case study examines rural school teacher recruitment 

and retention efforts. 

 Keywords: teacher recruitment, teacher retention, rural challenges. 
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How Do You Get Additional Funding to Recruit and Retain Quality Teachers? 

“Rural schools are crucial to the vitality of the communities they serve. The hearts 

and spirits of rural communities reside in their local schools” (Whaland, 2020, p. 1). 

Rural school districts constantly face challenges when it comes to teacher recruitment and 

retention. Rural school districts are at risk of not remaining vital to the community if they 

are incapable of successfully retaining teachers (Guha et al., 2017). Watts (2016) stated, 

“Schools have a turnover rate of 50% every 3 years, and over 50% of teachers leave the 

education field within the first 5 years of employment” (p. 4). Although teacher 

recruitment and retention are not limited to rural school districts, they do struggle more 

than more affluent, larger schools.  

Nationally, teacher shortages are growing, and filling these vacancies with 

qualified teachers is becoming more and more difficult (Carver-Thomas & Darling-

Hammond, 2017). There are many implications when it comes to teacher turnover within 

a school district. Redding and Henry (2018) suggested that reducing the disparities in 

turnover is essential because the consequences of disrupting student learning are 

adversely affected, and the daily operations of the school are seriously interrupted. 

Additionally, when a teacher chooses to leave a district, there are considerable budgetary 

costs, and it disproportionately drains communities with limited resources and financial 

constraints (Sutcher et al., 2016). 

Rural school districts are also faced with challenges when it comes to recruiting 

and retaining qualified teachers. Moreover, rural schools often struggle with significant 

teacher shortages (Taie & Goldring, 2017), with some schools even reporting no 

applicants to choose from (Hammer et al., 2005). Literature on rural teacher recruitment 
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and retention has identified four main factors that contribute to the challenges: (a) 

geographic and social isolation, (b) lower salary, (c) challenging working conditions, 

such as having to teach different grade levels and subject areas, and (d) mandates set in 

place for highly-qualified teachers (McClure & Reeves, 2004).  

 The purpose of this case study is to examine teacher recruitment and retention 

efforts in rural school districts. The study provides in-depth knowledge as to why 

teachers decide to stay employed or leave rural districts.  

Case Study 

Located less than 20 miles from a town with numerous businesses lies a tiny 

Texas school district, Sunset ISD that annually enrolls around 270 students. This rural 

district employs 30 full-time teachers and four part-time teachers. Over the past 3 years, 

the school district has faced some difficulties when it comes to recruiting and replacing 

teachers. Because the district does not offer a competitive salary for teachers, often it is in 

a position where there are few or no applicants. The principals have approached the 

superintendent many times to discuss unique ways to recruit teachers to the district, yet 

nothing has been very successful.  

Three years ago, district enrollment was up to the point that part-way into the start 

of a new school year, another third-grade class was added. This critically stressed the 

available teacher pool. Mrs. Rhodes, the elementary principal, set out to find a teacher 6 

weeks into the year; nonetheless, there was one teacher available, Mrs. White, who was 

finishing up an alternative teaching program to obtain her teaching certificate. She did not 

perform well, and her students only had a 30% passing rate on the STAAR assessment. 

She was reassigned, and ultimately, she decided to leave the district.  
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 Fast-forwarding through the years, the district also struggled to obtain head 

coaches. For example, one (Mr. Jones), said in his interview that he liked the school, but 

not the one-hour commute or the remote location.  Similarly, an established, well-

respected math teacher in the area turned down a recruitment call from the principal. The 

district’s rural location, she said, did not appeal to her in the least.  

 This past year, the district had several positions available: elementary 

reading/ELA, junior high math, and high school chemistry. Mrs. Rhodes received 10 

applications for the elementary position, which was a surprise, but Mr. Driver, the junior 

high and high school principal, received only one application for the math position and 

none for the science position. Mr. Driver interviewed one applicant (Mr. Reed) and was 

impressed with his skills and eagerness to teach. Not that the luck of Mr. Driver had been 

going well, but a week before the school year was to begin, he received a call from Mr. 

Reed. “Mr. Driver, this is Mr. Reed; I am supposed to be the junior high math teacher this 

year,” he said. “Unfortunately, I have been in an accident, and I am in the hospital and 

will not be able to take the position at this time.” After ensuring he was okay from the 

accident, Mr. Driver discussed the option of taking the position later in the school year, 

but that was not feasible at this point because Mr. Reed would have to undergo multiple 

surgeries from his accident, and there is no timeline available of when he will be released 

to return to work. Therefore, the junior high math position was being taught by Mrs. 

Apple, a long-term substitute working part-time. And the high school chemistry class was 

being taught online through Edgenuity. Neither of which was the ideal situation for a 

campus.  
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 At the end of this school year, the district will lose five teachers to retirement; at 

least, that is all that has been discussed to this point. This is a large, stressful number of 

positions to fill, especially when the applications are far from rolling into the hands of 

administrators. The salary that the district offers is not as enticing as that of larger, more 

affluent districts. Mrs. Rhodes approached the superintendent and business manager to 

see if the school could offer more than the state minimum to teachers in order to recruit 

them to the district. Mrs. Lee, the business manager, stated, “There is no additional 

money in the budget, so basically, there is nothing we can do.” To say the least, this was 

discouraging, and Mr. Barker, the superintendent, said, “Why don’t you call the 

neighboring districts and see if they have any applications, they can send your way?” 

Mrs. Rhodes, the elementary principal, thought to herself, “I wonder how good they are if 

that district didn’t want to hire them?” 

 This past summer, Mrs. Rhodes and Mr. Driver met with Mr. Barker to discuss 

options because this was a serious issue that continued to face the district. “There is 

simply not enough funds in the budget to offer above the state minimum,” the 

superintendent told them. Mr. Driver expressed his concern about the STAAR incentive 

money being taken away as well, “Can we at least consider reinstating the incentive for 

teaching a STAAR-tested subject?” Mrs. Rhodes added, “We will have to come up with 

something to lure teachers to the district that are worth having.” The frustrating part of 

the situation was that many individuals felt that there were positions at the school that 

were not needed, for example, the assistant band director for the 35-member band.  

However, funds were not available to hire quality teachers to assist us with 

accountability.  
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 The district contacted the local service center for assistance in recruiting teachers. 

However, unfortunately, the service center had not been supportive to this point and often 

offered little to no aid to the district. Often, they afforded the advice of “grow your own,” 

which in reality was a great way to recruit teachers, unless you were a district that 

graduated on average 20 students a year. Moreover, many of these students did not attend 

college.   

 The school district was located close to many larger districts in a much more 

convenient location. Just eight miles to the northeast was a town with numerous 

businesses, a junior college, and a large 3A school district that paid $8,000 more than 

Sunset ISD. To the southeast, 25 miles, was another large community that had a big 3A 

district that also paid $8,000 above Sunset ISD. Only 30 miles west of the district was an 

extremely large town, which was home to a 6A district, a university, a junior college, and 

countless business opportunities. The school districts in this area paid a minimum of 

$9,000 above Sunset ISD. Thus, located relatively close to Sunset ISD, there were 

various options when it came to choosing a district with a higher salary, a convenient 

geographic location, and availability of resources. Therefore, the question remained: 

How, as an administrator, can Sunset ISD be more enticing to quality teachers? Are there 

funds to supplement or grants available, and if so, why has Sunset ISD not researched 

this avenue, or possibly is the district satisfied with being mediocre?  

Teaching Notes 

 Notable disproportion exists today in the funding of public school districts. 

According to Johnson and Howley (2015):  
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Federal policies that drive school improvement initiatives (e.g., those regulating 

the functioning of schools and those managing the distribution of resources) are 

often not observant of such differences, adopting one-size-fits-all approaches 

resulting in a policy context that is ineffective and even harmful to rural schools 

and communities. (p. 224)  

This creates inequality in the education students receive by affecting per-pupil spending, 

teacher recruitment and retention, class size, and availability of resources (Satz, 2007). 

Research suggests that geographic isolation, poverty, and lack of resources from the 

school and community contribute to influencing the development and success of students 

in rural school districts (Bright, 2018). Additionally, schools are becoming more 

segregated due to the funding discrepancy between districts. 

 Policymakers seldom contemplate what it costs to afford students a superior 

education while considering the unique challenges of rural school districts (Malhoit, 

2005). This habitually leaves students in rural districts access to limited resources and 

opportunities. “A sound state funding system is one that simultaneously provides all 

schools with equitable and adequate funding while also recognizing that some schools 

may need extra funding in light of student needs and community characteristics” 

(Malhoit, 2005, p. 7). The distinct problem this study addresses is the absence of state 

and federal policies that consider rural school districts and funding inequalities.  

Discussion Questions 

1. In this case, Mr. Barker, the superintendent, has not been supportive of his 

administrators when it comes to teacher recruitment efforts. What are some 
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practical solutions for teacher recruitment that the administrators can try, given 

the limited support of their superintendent? 

2. Mrs. Lee does not support the idea of offering a competitive salary to obtain 

quality teachers. What evidence would you present to Mrs. Lee to help her 

understand the urgency of recruiting teachers? 

3. Rank the following characteristics and then make a case for considering this 

ranking when creating a teacher retention plan: years of experience, age, 

socioeconomic status, race, values, and qualifications.  

4. What does the district in this case study need to improve teacher recruitment? 

What current resources can the district use to improve its teacher recruitment? 

What other non-financial incentives might they use? 

5. What impact does compensation have on teacher recruitment in rural districts? 

How does compensation compare to the geographic location of the district? 

Quality of the facilities? Availability of resources? 

6. Consider your school district. How do the recruiting efforts compare to those in 

the case study? What is similar, and what is different?  

7. What are alternative recruiting efforts the district can use to attract teachers? 

Do you feel that job fairs could be beneficial for this district? Why or why not? 

Activities 

1. Divide into two groups. Each side will debate from the position of (a) Mrs. 

Rhodes, the elementary principal, and Mr. Driver, the junior high and high 

school principals, and (b) Mr. Barker, the superintendent, and Mrs. Lee, the 

business manager. During the debate, consider the positive and negative 



10 

 

consequences from each group’s point of view on teacher recruitment. Other 

than compensation, what can the district offer as far as teacher recruitment? 

2. Review the current job opening posting. Outline the strengths and weaknesses. 

How can it be revised to be more enticing to applicants? 

3. Consider the following challenges for recruiting teachers to your district. How 

would you rate the extent to which each of the factors, with one being no 

challenge and six being extremely challenging factors facing the district?  

 Low/uncompetitive salaries  

 Geographic isolation 

 Social isolation 

 Assignments/teaching too many subjects or grade levels 

 School culture/environment 

 Proximity to higher-paying school districts  
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Abstract 

Purpose: The purpose of this study is to examine the unique challenges rural school 

districts face when it comes to recruiting and retaining high-quality teachers. Research 

Method: A qualitative, exploratory case study research design was implemented through 

open-ended focus group interviews with seven teachers from rural districts. Findings: 

The findings in this study indicated that rural teachers identified three factors common to 

rural teacher recruitment and retention challenges: (a) pay, (b) rural location, (c) 

resources. Conclusion: Findings suggest that lower pay, rural location, and limited 

resources are the core challenges in the recruitment and retention of teachers in rural 

areas. Furthermore, this study provides possible solutions for rural teacher recruitment 

and retention challenges. 

Keywords: recruitment, retention, teacher turnover, school leadership, rural school 

challenges.  
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Rural School Challenges with Teacher Recruitment and Retention 

 Teachers make a profound difference in young people's lives and significantly 

impact their daily learning. Unfortunately, teachers are becoming increasingly 

problematic to find, and districts are struggling to staff their classrooms with certified, 

high-quality teachers. However, recruiting and retaining qualified teachers for rural 

school districts continues to present additional obstacles (Carver-Thomas & Darling-

Hammond, 2019).  

 The Texas Education Agency (TEA; Dick, 2017) defined rural as having between 

300 and the median district enrollment for the state and an enrollment growth rate of less 

than 20% for the last 5 years, or less than 300 students enrolled. Moreover, according to 

the National Center for Education Statistics (NCES; 2016), Texas has more than 2,000 

campuses that are considered rural, which is more than any other state. The NCES (2022) 

reported that 44% of public schools would have teacher vacancies during the 2022 school 

year, and more than half of the vacancies are from resignations. Maranto and Shuls 

(2013) indicated an inequitable teacher supply distribution, and poor rural schools have 

extreme difficulty recruiting and retaining teachers. 

 Rural schools tend to employ less experienced and less qualified teachers than 

non-rural schools (Monk, 2007). Teacher recruitment and retention is a crisis that is 

currently affecting school districts throughout the nation. District administrators have the 

task of ensuring that highly qualified teachers from one year educate the students to the 

next. With teachers separating from the profession at an alarming rate, the concern has 

become increasingly dire. The shortage of teachers has continuously increased because of 
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teachers who shift from one district to another in search of better working conditions or 

higher salaries (Podolsky et al., 2017; Watts, 2016).   

Teaching in rural school districts continues to worsen while the problem of 

recruiting and retaining teachers remains a problem (Shikalepo, 2020). Rural schools face 

distinct challenges in recruiting and retaining teachers, including lower salaries, 

geographic isolation, difficult working conditions, limited resources, lack of benefits, and 

limited professional growth opportunities (Beesley et al., 2010; Giles, 2020; Hammer et 

al., 2005; Podolsky et al., 2017). Rural schools cannot compete with the larger districts 

that offer competitive wages, additional resources, and more geographically attractive 

locations with ample housing opportunities. Hammer et al. (2005) argued that it is no 

surprise that rural school districts struggled with teacher recruitment and retention 

because there is limited reliance on targeted incentives or relocation and housing 

assistance. 

 Unfortunately, rural school districts do not have the same access to highly-

qualified teachers in every classroom as non-rural schools. Geography should not 

determine which children receive a quality education and which do not. "Societies' 

obligation to educate students should not depend on a child's demographic good fortune. 

Nor should geography dictate a child's educational destiny" (Malhoit, 2005, p. 9).  

Purpose of the Study 

The purpose of this study was to examine the unique challenges rural school 

districts face when it comes to recruiting and retaining high-quality teachers. The 

conditions examined included non-competitive salaries, isolation, working conditions, 
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lack of resources, teacher preparation programs, and state and federal school policies. 

The research questions that guided this study were: 

1. What are the challenges of recruiting teachers to teach in Texas rural school 

districts? 

2. What are the challenges of retaining teachers in rural school districts in 

Texas?  

3. What are possible solutions to the challenges of the recruitment and retention 

of teachers in rural school districts in Texas?  

 This study was unique because it focused on Texas rural school districts, and 

since Texas has such a large population of rural schools, it is very pertinent and 

significant to administrators and teachers (Moreno, 2023). Additionally, Texas has 

developed many strategies and solutions to combat, with one being school districts have 

the option to become a District of Innovation (DOI). Being a DOI allows districts to be 

eligible for designations if specific performance requirements are met, and the district 

follows certain procedures for adoption as outlined in Statute. The designation provides 

the district will be exempt from certain sections of the Texas Education Code to be more 

aligned with the goals of the school district. Moreover, this study is unique because it was 

conducted post the Covid-19 pandemic. Prior to the pandemic, teacher recruitment and 

retention were not nearly as critical as it is currently.  

Theoretical/Conceptual Framework 

 Two frameworks guided this study. The theoretical framework is the factors of 

the push/pull theory as it relates to teacher attrition. The conceptual framework is based 

on the research in teacher retention and recruitment of Linda Darling-Hammond. Each of 
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these frameworks will drive the study throughout the literature review, the data 

collection, and data analysis processes.  

Theoretical Framework 

 The push/pull theory was started by Lee in 1966 when he proposed a justification 

for migration (Faridi, 2018). The push/pull theory supports that “the reasons for 

migration and immigration are because people can improve their living conditions 

through migration” (Pan, 2019, p. 123). Push factors encourage people to leave their 

present location and move somewhere else, while pull factors are what attract people to 

new locations (Higgins, 2008).  

 Choices made by teachers and specifically their mobility patterns are driven by 

many different factors (Mikalsen, 2021). The push/pull factors can be used as an 

explanation of an individual’s actions in specific situations. Push factors contain negative 

work-related conditions that push teachers from the teaching profession; perhaps an 

example is a lack of teacher recognition (Ingersoll & May, 2012). They are considered 

external constraints where the individuals feel they have no choices (Mikalsen, 2021). 

Additionally, pull factors are positive influences that keep teachers in their current 

teaching position or influences from another position that convince them to switch 

professions, like a new challenge or opportunities for career advancement (Shah et al., 

2010). 

Conceptual Framework 

 This literature review is guided by Linda Darling-Hammonds’s (2003) study that 

identified reasons teachers leave the profession. Darling-Hammond (2003) identified 

working conditions as the primary motivator in the decision of teachers to stay in the 
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classroom. Poor working conditions are often common in small, rural schools. 

Acheampong and Gyasi (2019) posited that poor working conditions in rural areas are a 

big setback in teacher retention, and Loeb et al. (2012) confirmed that schools with 

desirable working conditions are far more successful at teacher recruitment and retention. 

Additionally, Darling-Hammond (2003) indicated that even though teachers are generally 

more motivated as individuals, districts still must offer competitive wages in order to 

keep teachers. Loeb and Luczak (2013) identified lower salaries for rural schools as a big 

issue in attracting teachers to the district. Additionally, there are notable differences in 

the salary gap between rural and non-rural schools (Pan, 2006). Another challenge for 

rural recruitment and retention is the teacher preparation program. Teacher preparation 

programs fail to prepare teachers for rurality, and they are rarely prepared to meet the 

needs of the students (Azano & Stewart, 2016). Finally, state and federal policies 

inadequately address the needs of rural schools making it difficult to compete in teacher 

recruitment and retention (Monk, 2007).  

 Darling-Hammond (2003) is the guiding framework for this study; however, since 

then, others have expanded on her work to identify additional factors for recruitment and 

retention motivators. Hammer et al. (2005) determined that geography played an 

important role in a school’s ability to recruit and retain teachers due to geographical and 

social isolation. Additionally, rural schools are at a disadvantage when it comes to the 

availability of resources. Hellsten et al. (2011) stated that a lack of resources could 

motivate teachers to leave the classroom because it adds stress and may deter themfrom a 

specific school. Finally, state and federal policies inadequately address the needs of rural 

schools, making it more of a challenge for recruitment and retention efforts. 
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Policymakers play an important part in increasing the chances that rural, low-income 

schools will attract and keep teachers (Johnson et al., 2004). 

The conceptual framework clarifies the rural teacher recruitment and retention 

issues, which are relevant to understanding the rural challenges. Noncompetitive salaries, 

undesirable working conditions, and inadequate teacher preparation programs are major 

motivators to rural teachers’ decisions to remain in the teaching profession (Acheampong 

& Gyasi, 2019; Azano & Stewart, 2016; Darling-Hammond, 2003; Irving et al., 2020; 

Johnson et al., 2004,2014,,2022; Lavalley, 2018; Monk, 2007; Pan, 2006; Tran et al., 

2018). 

Review of Literature 

 The literature review aims to identify challenges related to rural recruitment and 

retention efforts. An examination of rural teacher retention and recruitment is critical in 

this time of teacher shortages. Rural-specific literature recognizes these challenges as 

noncompetitive salaries, isolation, non-favorable working conditions, limited resources, 

lack of rural-focused preservice preparation programs, and the need for rural policies.  

Noncompetitive Salaries 

Numerous research studies address the need to provide teachers with a salary 

commensurate to other professionals with equal schooling (Hanushek & Rivkin, 2007; 

Lankford et al., 2002; Loeb & Myung, 2020; Malhoit, 2005; Reimers, 2000). Teachers in 

rural areas are not well paid, compared to their counterparts in other professions with the 

same experience and education level (Jimerson, 2003). A large portion of the literature 

suggests that starting teachers are more likely to teach in certain areas when the salaries 

are higher (Jimerson, 2003; Lankford et al., 2002; Loeb & Myung, 2020; Malhoit, 2005; 
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Murnane & Olsen, 1990). Rural schools typically have fewer financial resources, and 

therefore, they cannot pay the teachers a competitive salary (Malhoit, 2005). 

Moreover traditionally, professions in education are perceived to be low-paying, 

and pay is even lower for rural districts with a low tax base (Irving et al., 2020). The 

research proposes that salary differences play a tremendous role in assisting or worsening 

a school district's ability to recruit and retain teachers (Loeb & Luczak, 2013). The 

correlation between teacher retention and salary amounts increasingly adds to rural 

schools' challenges. Murnane and Olsen (1990) proposed that teachers who receive 

higher wages remain in the profession longer than those who receive lower wages. 

Additionally, rural districts often struggle to compete with larger, more affluent schools 

only a few miles away, with much more to offer the staff and students. Some of the 

lowest-paid teachers are in rural districts, with an alarming amount of student poverty 

rates and lower student achievement, resulting in migration from rural to urban schools 

(Miller, 2012). Children educated in the highest poverty areas often need more support 

and more teachers (Lavalley, 2018). 

Pan (2006) also suggested a noteworthy difference in the pay gap between rural, 

suburban, and urban districts, with the gap even being as high as 18%. This difference in 

pay negatively affects rural school districts when it comes to recruiting quality teachers 

simply because they cannot compete. This persistent gap hits the rural districts that are 

geographically located near larger urban schools. Rural school districts would jump at the 

opportunity to pay teachers more. However, with limited budgets and dwindling public 

funding from the state, the local property taxes must make up for the gap, which is often 

impossible (Burney, 2019).  
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Teacher salaries vary depending on the state, but generally, across the United 

States, teachers are compensated less than any other profession offered to college 

graduates (Podolsky et al., 2017). Texas ranks 28th in teacher salaries, making 

approximately $7000 less than the national average (Burney, 2019). Ingersoll (2004) 

indicated that a majority of individuals who choose to leave small rural schools 

reportedly did so because of poor salaries. The average annual teacher salary in rural 

schools is $69,797, and in suburban and urban districts, the average is $74,153 

(Showalter et al., 2019). Even though rural schools often serve the neediest students, they 

cannot compete with suburban districts. Kansas reportedly had the lowest average teacher 

salary at $54,454, and Alaska had the highest with $102,736 (Showalter et al., 2019). On 

average, rural teachers make approximately $10,000 less than non-rural school teachers 

(Gagnon & Mattingly, 2015). Wealthier districts tend to supplement teacher salaries, 

while rural districts remain near the bottom of the pay scale, giving them a competitive 

advantage over rural schools when it comes to recruiting and retaining teachers (Malhoit, 

2005).   

The urgency to keep rural classrooms staffed is not trivial; more than 31% of the 

schools are located in rural areas, and startlingly more than 8 million students attend rural 

districts (Jimerson, 2003). Rural schools face higher operating costs due to their size and 

geographic location. Therefore, they are frequently tasked with hiring more teachers per 

pupil to offer specific classes for a limited amount of students (Monk, 2007).   

Research suggests that salary strongly predicts teacher recruitment and retention 

in rural school districts with a high poverty rate (Ingersoll, 2004; DeFeo et al., 2017). 

Furthermore, those school districts that offer higher wages continuously have lower 
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turnover rates (Williams et al., 2021). Moreover, of the rural teachers who receive 

training in the school district, nearly 25% will leave for more affluent schools, seeking a 

higher salary and less commuting time (Kearney et al., 2018). Teachers are not going to 

drive further distances for less pay. According to Maranto and Shul (2013), teachers 

frequently leave low-achieving schools to seek employment in high-paying, over-

achieving schools. Additionally, in a study by Tran et al. (2018), teachers were asked 

open-ended questions about teacher recruitment and retention. A common theme was 

adequate pay, a baseline the district must meet. 

Isolation 

 Isolation occurs when individuals are located far from areas and communities that 

could provide support services, a luxury that rural teachers are not accustomed to; 

therefore, they are at a disadvantage when it comes to receiving educational support 

(Downes & Roberts, 2018; Shikalepo, 2020). Teacher turnover is often higher in rural 

districts because of the isolation and inability to adjust to the rural environment 

(Lavalley, 2018). Isolation can be geographical, social, cultural, or professional and is 

considered a disadvantage of rural teaching (Hammer et al., 2005).  

Geographical Isolation  

 Rural school districts are commonly located great distances away from suburban 

areas, which has led to further challenges due to the geographic remoteness of the school 

districts. Hammer et al. (2005) noted that geography had been shown to play an 

imperative role in recruiting and retaining teachers in rural schools. Many teachers in 

rural school districts have stated that geographic, educational, and social isolation 

impacts their decision to leave the profession or transfer to another school district.  



24 

 

Additionally, school districts that are geographically isolated have more 

significant challenges attracting teachers to the area (Hammer et al., 2005). There is 

limited access to housing and public transportation, and travel costs are relatively high 

because of the long distances individuals must travel. These issues are reportedly seen to 

have a negative effect when it comes to recruiting and retaining teachers in rural districts 

(Ovenden-Hope & Passy, 2019). Young, beginning teachers tend to find rural schools 

that are geographically isolated far less appealing than seasoned teachers (Proffit et al., 

2002). Research shows that rural school districts that are located within close proximity 

to suburban areas are more likely to be successful at teacher recruitment. Still, on the 

other hand, they are not successful at retaining them for significant periods (Hammer et 

al., 2005).  

These teachers leave in such a short time because they view a rural school as a 

place to begin their career, but they soon become attracted to suburban schools that offer 

much higher salaries (McClure & Reeves, 2004). In addition to the short time teachers 

remain in a rural school district, the turnover rate also tends to be higher in rural schools 

due to the isolation of the location and the adjustments needed to live in these areas 

(Lavalley, 2018). McClure and Reeves (2004) also noted that the geography of a school 

plays a significant role in rural school districts' ability to attract and retain teachers. 

Teachers have felt isolated due to the geographical remoteness of rural schools and the 

distance from accessing economic organizations (Redding & Walberg, 2012).  

Social Isolation  

 Social isolation is another challenge that has been reported by rural school 

teachers, particularly if the teacher did not grow up in or around a rural location. A 
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feeling of social isolation is described as a factor in why teachers choose not to work in a 

rural district. Social isolation can be defined as a lack of contact with other individuals in 

general, including friends, family members, and neighbors (Henning-Smith et al., 2019). 

They tend to feel they lack a strong network of friends and few social contacts outside of 

school, and for single teachers, the dating pool is limited. Rural school districts are likely 

to have considerably fewer people to interact with on a daily basis, therefore, creating a 

sense of social isolation among many teachers. Additionally, many teachers who choose 

to work in a rural district often leave within a relatively short time because they feel like 

they lack social interactions and feel lonely. A vast amount of research has shown an 

alarming trend when it comes to social isolation and the effects it can have on one's well-

being (Azano et al., 2020). 

Professional Isolation  

 Profession isolation is an issue unique to rural school districts concerning 

geographic location. According to Azano et al. (2020), professional isolation can present 

challenges for a rural school with only one teacher per grade. Isolation leaves teachers 

feeling alone and lacking in support, which can be stressful for new teachers in rural 

locations. The lack of opportunities to connect and learn from peers eliminates one of the 

most beneficial learning opportunities, relying on and learning from one another 

(Blanchet & Bakkegard, 2018). Shikalepo (2020) suggested that this type of isolation has 

the risk of achieving a low-performance standard because the availability of support 

services is limited, thus resulting in poor quality of teaching. The remoteness of rural 

school districts leads to high levels of deprivation because they are isolated from different 

levels of support for teaching and learning opportunities, and there is often a lack of 
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support from community members (Ovenden-Hope & Passy, 2019). Krakehl et al. (2020) 

stated that professional isolation among teachers would lead to increased work-related 

stress and teacher attrition. According to Azano et al. (2020), feeling a part of the 

community of colleagues is beneficial for new teachers in rural areas and will help them 

flourish in their profession. 

   Teachers in rural areas are not as likely to have the chance to engage in quality 

professional development due to the geographic location of the school and the great 

distances and time associated with traveling. Teachers are more isolated and detached 

from professional development and opportunities for training due to the rural locations 

(Acheampong & Gyasi, 2019). Teachers in rural districts have limited access to 

professional learning opportunities. The lack of professional development makes teachers 

feel professionally isolated because the options are limited when it comes to career 

advancement for further studies (Shadreck, 2012; Shikalepo, 2020). The cost of sending 

teachers and other staff members to professional development classes or conferences in 

urban areas is expensive and often prohibited in rural schools (Ovenden-Hope & Passy, 

2019). In addition to the lack of professional development opportunities, teachers also 

need support with curriculum planning for new teachers and scaffolding and lesson 

structure (Garvis, 2012). In an effort to reduce this type of isolation, Blanchet and 

Bakkegard (2018) suggested six different ways to overcome professional isolation: (a) 

Collaborate through Edcamps, (b) virtual classrooms, (c) virtual PLCs (professional 

learning communities), (d) personalize traveling professional development, (e) offer 

continuing education credit for innovation, and (f) provide infrastructure support. 
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Cultural Isolation  

 Another challenge that teachers have reported in rural school districts is cultural 

isolation. Teaching in rural schools poses challenges to teachers who are not from rural 

areas, and they will either make the needed adjustments or choose to leave. In a study 

conducted by Tran et al. (2018), teachers reported they experienced cultural isolation, and 

there were stark differences in their personal backgrounds compared to the backgrounds 

of their students. Moreover, teachers who move to remote communities face challenges 

when it comes to adjusting to unfamiliar cultures and often feel like an outcast (DeFeo et 

al., 2017). Cultural isolation is common for first-year teachers, who often will move 

within the first few years to a location they can culturally relate (Hellsten et al., 2011) 

 Working and living in rural locations can yield problems for many individuals 

because of the great distance from many resources. However, research has indicated that 

teachers raised in rural areas are less likely to experience feelings of isolation. They are 

educated and familiar with the rural conditions and challenges, and they are comfortable 

with the geographic location and remoteness of the school (Shikalepo, 2020). 

Working Conditions 

 Working conditions are essential in allowing schools to deliver high-quality 

education (Shikalepo, 2020). According to Acheampong and Gyasi (2019), a poor 

working environment creates enormous obstacles to teacher attrition in rural schools. 

Like most professions, teachers are sensitive to their work environments, and if they are 

unhappy, they will likely leave (Downes & Roberts, 2018; Hanushek et al., 2004; 

Podolsky et al., 2017). According to Ali et al. (2013), working conditions refer to the 

working environment and circumstances such as workload, facilities, legal rights, 
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responsibilities, hours worked, and the overall climate within the organization. Difficult 

working conditions are a noteworthy contributor to rural teacher recruitment and 

retention challenges. Research indicates that supportive working conditions improve 

effective teaching methods and increase teacher retention rates (Loeb et al., 2005). 

Working conditions that are less supportive have increased teacher turnover rates and less 

qualified teachers (Ingersoll, 2004). Rice (2010) identified five domains of working 

conditions that have a significant effect on teachers: (a) leadership, (b) facilities, (c) 

empowerment, (d) time policies, and (e) professional development.  

Facilities  

 Akyeampong and Stephens (2002) indicated that teachers have stated they have 

concerns about the quality of accommodations available in rural areas and the concern for 

the quality of life being lower. Additional reported concerns are the classroom facilities, 

school resources, and availability of leisure activities (Towse et al., 2002). Numerous 

rural school buildings are aging and needing immense repairs because there have been 

decades of deferred maintenance. Malhoit (2015) proposed that it is demanding when 

teaching students in a building with leaks, rotting floors, inadequate lighting, air 

conditioner, and heating. Additionally, he suggested that these rundown buildings send 

the message that the students and their education are not of value. However, depressed 

economies, lower property values, and an inadequate tax base often common to rural 

schools have joined in averting new construction or regular maintenance needed on the 

older buildings (Montgomery, 2010). Moreover, rural schools with lessening property 

values and insufficient tax base cannot pass a bond that would be adequate for the 

construction of a new school building (Tran et al., 2019). 
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Workloads 

 Osterholm et al. (2006) reported that one of the most frequent complaints of rural 

teachers is the heavy workload that comes from teaching multiple preparations, and they 

are becoming overwhelmed. Rural teachers often teach more out-of-subject classes; for 

example, a high school biology teacher may also teach junior high science if the need 

arises within the district. "It's hard to escape the conclusion that the real beneficiaries of 

the localized teacher market are the wealthy suburban districts that turn out high shares of 

college graduates and have attractive working conditions" (Monk, 2007, p. 164). 

"Difficult working conditions may drive much of the difference in turnover of teachers 

and the transfer of teachers across schools" (Hanushek & Rivkin, 2007, p. 69). 

 Furthermore, teachers in rural schools are often expected to accomplish an 

immense amount of duties, such as teaching multiple subjects, teaching various grade 

levels, taking on leadership roles, and volunteering for extracurricular activities (Mahan, 

2010). Rural schools face unique problems in terms of working conditions because 

student enrollment is often lower. Therefore, teachers must teach multiple disciplines or 

outside of their specific certification area (McClure & Reeves, 2004). The excessive 

responsibilities, unreasonable demands, endless paperwork, and other duties have 

resulted in teachers feeling a burden of non-teaching responsibilities; thus, it is 

consequential that they either leave the district or leave the profession (Leithwood & 

McAdie, 2007). Furthermore, teachers have reported that a great deal of paperwork that is 

required often leaves them feeling overwhelmed because they have a limited amount of 

time to plan and prepare to deliver the instruction (McClure & Reeves, 2004). 
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Leadership 

  For decades, school principals have been acknowledged as significant 

contributors to the success of a school district. Rice (2010) suggested that leadership is 

the most prominent dimension affecting a teacher's decision to stay or leave a school. 

Additional influences that have a negative impact on working conditions and lead to low 

retention rates in rural districts are the lack of independence, teachers feeling restricted 

when it comes to decision-making, and there is little or no support from the community 

or administrators in the classroom (Hammer et al., 2005; McClure et al., 2004). In many 

rural schools, the administrator is available to offer less support to the teachers due to the 

added responsibilities they have accrued. There is a limited number of individuals to 

delegate or assign management tasks, creating a more demanding workload for the 

principal. Osterholm et al. (2006) suggested that administrators need to focus on three 

categories to retain teachers, which include (a) systematic job analysis, (b) establishing 

support groups for educators, and (c) providing benefits and rewards. 

Diversity  

 Teachers in rural school districts must deal with a broader range of student 

abilities within their classrooms. In small rural school districts, often, there is only one 

teacher per grade level; therefore, in a single classroom, the student abilities may range 

from extremely low to very intelligent. With small numbers of students in the classrooms, 

teachers are limited in their ability to specialize and are obligated to deal with a wide 

range of student needs. Fluctuating enrollment can also lead to an increased workload for 

the teachers. Increasing enrollment leads to expanding the curriculum and offering 

additional courses, thus putting more responsibility on the teachers (Monk, 2007).  
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Limited Resources 

 Rural school districts face a host of challenges, and the lack of resources only 

adds to the escalating pressures. When recruiting or retaining teachers, they may consider 

the availability or lack of curriculum, instructional material, and other resources when 

deciding to stay or leave for another district. One of the most frequently mentioned 

factors that influence the quality of instruction for rural school districts is deficiencies in 

resources, which include instructional materials, educational supplies, and adequate 

space. According to Harley and Wedekind (2004), the issue of resources is multi-

dimensional. Research indicates that rural teachers have often expressed that there is a 

lack of resources accessible to them as compared to non-rural teachers. The inability to 

obtain resources can habitually be a significant determinant if a teacher feels they have 

the necessary tools to educate the students and plays an essential role in their decision to 

teach in a rural location. Hellsten et al. (2011) suggested that having inadequate material 

available to teachers creates additional stress on their already demanding workload. 

Additionally, Monk (2007) stated that teachers might find enticing opportunities in non-

rural locations capable of providing better resources than rural schools.  

 Johnson et al. (2022) indicated that coupled with the teacher shortage issue and 

rural districts' lack of resources. It negatively affects the student's ability to receive an 

equitable education. Harley and Wedekind (2004) suggested that rural schools lack 

material provisions such as textbooks, physical space, libraries, electricity, and proper 

facilities to facilitate an effective learning environment. Rural teachers report feeling 

more anxious when there is a lack of equitable resources available to them, making rural 

recruitment even more challenging. Small rural schools say that resources are declining, 
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and they are forced to do more with less because the funding is inadequate, leaving them 

lacking the necessities to provide a good education. Furthermore, rural districts are 

challenged when recruiting teachers because there is a lack of advanced classes (Starr & 

White, 2008). Showalter et al. (2019) suggested that rural schools are at a disadvantage 

because they do not offer advanced placement classes or have STEM learning resources 

available to them.  

 Technology is also a challenge in rural districts; however, the use of technology in 

classrooms has increased tremendously throughout the years. Many rural schools in the 

country do not have the high-speed internet needed to use online technologies; 

additionally, many schools do not have the funds available to purchase technology, and 

often, they do not have the ability to use the technology accessible to them (Du Plessis, 

2014). Research indicates that teachers have reported that they feel as if they are the 

dumping ground to receive used equipment from area businesses or urban schools (Du 

Plessis, 2014). Because many rural schools have a high poverty rate, they face limitations 

with their budgets, putting technology on the back burner. According to Sundeen and 

Sundeen (2013), rural school districts must find creative avenues to provide instructional 

technologies in the classrooms. They suggested identifying alternative routes of funding, 

such as applying for grants. In addition to the challenges associated with obtaining 

technology because of budget constraints, there are also limitations regarding the 

teacher’s ability. Professional development is often scarce in rural school districts 

because of the distances to travel to the service centers. Therefore, rural school districts 

may find ways of obtaining the equipment for instructional technologies, but having to be 

trained on the proper use is limited, making teachers reluctant to implement it. 
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 However, Brenner (2021) suggested that rural schools may lack adequate 

resources, but with some resourcefulness and an open mind, they can locate plenty of 

resources. This seems logical; however, when you consider the added workload rural 

educators are responsible for, this additional stress could be avoided. Rural districts need 

to work harder to locate the resources and find additional funds to aid in the purchase of 

these resources. The students should not have to receive a lesser quality of education 

because the state and federal funding system has failed rural school districts.  

Rural-Focused Pre-service Preparation for Teachers 

 Nearly one in five students in the United States attend rural schools, which 

suggests that more students attend rural schools than the nation's 85 largest school 

districts combined (Showalter et al., 2019). Many of these schools serve high numbers of 

minority students with higher-than-average poverty rates and lower achievement rates. 

Rural teacher shortages have only increased over time, and they will continue to do so 

unless there is a change in how teacher preparation programs are designed. There is a 

surplus of teacher preparation programs, but only a limited amount addresses rural 

teaching (Azano & Stewart, 2016). Additionally, research indicates that aspiring teachers 

lack the preparedness to teach culturally and linguistically diverse students (Wenger et 

al., 2012). There has been a growing amount of research that suggests the development of 

rural education teacher education classes need to be integrated into teacher preparation 

programs (Azano & Stewart, 2016; Budge, 2006; Islam, 2012; Masinire et al., 2014; Reid 

et al., 2010; White & Kline, 2012). There are numerous facets of rural education that 

could be incorporated into teacher preparation programs to prepare aspiring educators 

better (Azano & Stewart, 2016). 
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There has been increased recognition of the need to prepare teachers for the 

diversity they will face in the classrooms. Still, there has been little attention on preparing 

them for the community's diversity or locations where they may find themselves teaching 

(White & Kline, 2012). Azano and Stewart (2016) suggested that teacher candidates 

initially regard rural locations as pleasant places; however, they lack resources and 

technology and view the students as less motivated than suburban students. Additionally, 

Azano and Stewart (2016) reported that students experience anxiety about teaching in a 

rural district because they grew up in a non-rural environment, and it would limit their 

capacity to relate to the students.  

Many scholars advocate for pre-service teacher preparation programs to 

comprehend the "rural social space" or the uniqueness of rural schools and communities 

(Reid et al., 2010). Numerous facets of rural teaching could be supplementary to pre-

service teacher education programs (Masinire et al., 2014), such as attaining knowledge 

of the relationship between the school and community and knowing the importance of the 

place (Budge, 2006; White, 2011). Azano and Stewart (2016) posit that teacher education 

programs should explore the nuanced intricacies of rural education and be provided with 

meaningful field experiences. There is significant importance placed on pre-service 

teacher programs to understand rurality and the benefits and trials it involves. 

Additionally, pre-service teachers need to have the opportunity to reflect on what it is to 

be a rural educator and consider how they will meet the needs of those students. 

 Pre-service teacher preparation should ensure teachers recognize and value rural 

communities' symbolic and social capital (Reid et al., 2010). Furthermore, Reid et al. 

(2010) developed a model of rural social space, which is a theoretical model for 
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understanding rural schools and locations, coming to know, and preparing rural teachers 

in terms of the interrelation of economy, geography, and demography. Rural social space 

could be beneficial when considering staffing issues because it exposes the pre-service 

teachers to the space; they have the chance to see what it is like firsthand rather than not 

being able to see beyond the stereotypes or rurality (Reid et al., 2010). Rural practicums 

are the most popular approaches to instilling an understanding of rural social space for 

pre-service teachers (Kline & Walker, 2015) 

The lack of rural education in teacher preparation programs is only adding to the 

significant problems of staffing these schools. Reid et al. (2010) noted that, in the social 

world of education, rural schools and commonalities are insulted and have been referred 

to as deficient, backward, and socially undesirable. Perhaps, providing rural education 

can prepare future teachers for the challenges they will face, as well as educate them on 

the uniqueness of rural school districts. However, Irvin et al. (2020) indicate that there 

are several universities across the nation that have responded to this rural teacher crisis 

and have designed exemplary rural teacher preparation programs. The University of New 

Hampshire incentivizes recruits with a 50% discount for instate tuition, a $28,000 

stipend, and a laptop for a 3 year commitment to a rural district located in New 

Hampshire. Additionally, the authors point out that the program's focus is based on 

pedagogical practices and strategies for engaging with rural students, families, and the 

community (Irvin et al., 2020). 

Research suggests that the ability to understand the place and the relationship 

between the community and schools can result in successful teacher retention (Budge, 

2006; Islam, 2012). Another component would be to challenge and dismiss stereotypical 
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depictions and mythical conceptions of rurality (Islam, 2012). Masinire et al. (2014) 

indicated that the first challenge in teacher education is to make sure teachers appreciate 

the rural space along with all of the complexity and diversity associated with the school. 

Masinire et al. (2014) added that the best way to accomplish this is to have the teachers 

experience the rural context for themselves. By having the students actively participate in 

activities where they have the chance to experience rural school districts, they will have 

the opportunity to witness the positive aspects of rural teaching and dissipate what they 

have been told. White and Kline (2012) argued that there is a need for a 

reconceptualization of the curriculum for teacher education and a more integrated 

approach to coursework and rural experience.  

Policies 

 Showalter et al. (2019) reported that more than 9.3 million students, or one in five 

students in the United States, attend rural school districts, and rural school districts 

comprise around half of all American schools (Johnson et al., 2014). With this portion of 

rural schools throughout the United States, it would seem that educational policy 

attention would be a priority for lawmakers. However, (Johnson et al., 2014) indicated 

that rural students and schools are often invisible because most leaders have not 

encountered the uniqueness of these communities; therefore, they lack a comprehensive 

understanding of rural school challenges. Rural schools are often overlooked when 

policymakers consider and develop educational plans despite the vast amount of rural 

students. Lyons (2009) described how most of the rural districts are located further from 

government centers; therefore, the voices of these individuals are less likely to be heard. 
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Additionally, significant inequalities in funding exist in public school districts. Johnson 

and Howley (2015) stated:  

Federal policies that drive school improvement initiatives (e.g., those regulating 

the functioning of schools and those managing the distribution of resources to 

schools) are often not attentive to such differences, adopting a one-size-fits-all 

approach resulting in policy contexts that are ineffective and even harmful to rural 

schools and communities. (p. 224) 

Johnson and Howley (2015) discussed how rural schools differ considerably from urban 

or suburban schools when it comes to culture, structures, and organizational systems. 

Over the years, there has been much criticism from previous federal efforts, more 

specifically, federal policy and the failure to consider rural school districts (Eppley, 2009; 

Johnson & Howley, 2015). 

  Malhoit (2005) added that it is satirical that policymakers neglect rural schools in 

terms of educational adequacy since there is such a significant percentage of students 

attending rural schools. Policymakers need to tackle rural staffing challenges through a 

"rural lens," starting with gaining an understanding of the rural communities rather than 

rural schools trying to work with policies that are far from meeting their needs (Boylan, 

2011; Wallace & Boylan, 2009).  

 State policy addressing the needs of rural school districts has also failed 

tremendously in gaining an understanding of the school and knowing what is required to 

provide quality education. State policy is often designed without having information on 

the actual differences in the cost of educating students in small rural schools (Malhoit, 

2015). Additionally, rural schools regularly receive below-average funding because 
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property taxes are the primary source of income, and rural areas generally have below-

average property values (Maiden & Stearns, 2007). Property wealth is the determinant of 

per-pupil expenditure, and it disproportionately benefits students living in wealthy school 

districts (Banicki & Murphy, 2014). Property taxes vary widely among the districts, and a 

penny of tax can bring in much more for an urban area school than a small, poor rural 

district. In an effort to reduce this inequality, lawmakers put into place the Foundation 

School Program (FSP). The FSP directs aid to districts with lesser property values, and 

the state recaptures revenue from wealthier property-value schools (TASB, 2022). 

However, per-pupil spending across the United States is far from being equitable. New 

York spent $23,091 per pupil, while Texas was in the bottom 10%, with $9,375 being 

spent per pupil (United States Census Bureau, 2022). Currently, Texas lawmakers 

determine a base number per student, and this has not been adjusted or increased in over 

a decade, despite the additional needs rural school students face (Wilder, 2023).  

Significant inequalities in funding subsist in rural school districts nationally. Few 

federal policies are directly associated with rural schools, and the majority of initiatives 

are added to other legislation as a reconsideration (Johnson et al., 2014). The lack of 

attention given to rural school districts exacerbates the issues related to teacher 

recruitment and retention efforts. Stunningly, in a survey, 57% of policy insiders noted 

that rural education was indeed not essential to the U.S. Department of Education 

(Johnson et al., 2014). Additionally, Lavalley (2018) implied that rural school districts 

are studied much less, and the focus when it comes to education is mainly on 

metropolitan academics and policies. With such a large amount of our students being 

educated in rural schools, policymakers will have to address the inequalities that exist 
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between rural and non-rural school districts. Lavalley (2018) examined the barriers rural 

students face in managing academics and opportunities, as well as the federal and state 

policies that fail to consider rural teachers and students.   

Positive Attributes 

 Ylimaki et al. (2020) addressed the need to focus on the positive attributes of rural 

areas because rural school districts are often described from a deficit perspective. 

Research suggests that there are many reasons teachers choose to work or remain in rural 

schools that are often not recognized, and the negative aspects often overshadow the 

positive attributes. These advantages include working with smaller class sizes (Ulferts, 

2016; Ylimaki et al., 2020), strong administrative support (Ylimaki et al., 2020), 

maintaining a close relationship with students and teachers (Ylimaki et al., 2020), deep 

connections to the community (Hammer et al., 2005; Player, 2015; Ylimaki et al., 2020), 

increased prospects for accelerated leadership, lifestyle and the community (Jenkins & 

Cornish, 2015). Marketing the rural experience to potential employees by highlighting 

the advantages could potentially entice teachers to the district (Osterholm et al., 2006).  

 Much research has suggested that teachers are generally content with the class 

sizes and note that was one of the most advantageous aspects of rural teaching. Smaller 

class sizes are another benefit of working in a rural school district. Generally, there are 

lower student-to-teacher ratios; therefore, stronger, more trusting relationships are built 

between the teacher and student. Moreover, research has indicated that there are often 

fewer discipline issues due to the smaller amount of students enrolled. In an interview 

with a teacher, this statement was made, "Smaller class sizes, better peer community 

relationships that help promote more success among students… It's a more cohesive bond 
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in terms of being able to relate to parents, and parents being able to relate back to you" 

(Ylimaki et al., 2020, p. 38). With the smaller enrollment in the classes, teachers are 

provided the opportunity to offer the students more individualized instruction and 

attention. The opportunity for the teachers to get to know the students better is another 

attribute of the smaller classroom size (Ulferts, 2016; Ylimaki et al., 2020).   

Strong administrative support has been another positive advantage in rural school 

districts. Ylimaki et al. (2020) posited that strong administrative support is necessary for 

continued teacher employment, particularly in rural schools that lack resources, 

instructional support, and professional development opportunities. Moreover, it is 

imperative to note that a teacher's perception of poor administration and leadership can 

have a direct impact on their decisions to stay or work at a rural school district. Teachers 

are less likely to choose to work or remain at a school where they feel they are not 

appreciated by the leaders (Stackhouse, 2011), and have pressure arise from poor 

communication, lack of support, and decreased decision-making opportunities (Hepburn 

& Brown, 2001). In an interview conducted by Ylimake et al. (2020), one teacher shared, 

"The administration is more supportive. With a smaller district, the district is more 

supportive" (p. 37). Additionally, Oyen and Schweinle (2020) proposed that strong 

administrative support leads to teaching proficiencies such as leadership, positive work 

environments, and adequate professional development.  

Relationships that rural teachers are provided with to build with the community 

and students have been emphasized as an advantage to rural teaching. Established 

relationships that rural teachers obtain give them personal knowledge of their students, 

enabling them to engage in more individualized instruction (Beesley et al., 2010; Collins, 
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1999; Jimerson, 2006; Leithwood & Jantzi, 2009). The potential value of being able to 

build community relationships and social cohesion is one highlight of rural teaching 

because enrollment is generally lower (Fargas-Malet & Bagley, 2022). Furthermore, rural 

schools are “considered as having developed strong links to families and the local 

community, with teachers, parents, pupils and community members working hard 

together for their survival” (Fargas-Malet & Bagley, 2022, p. 831). This type of 

connection to the community is one aspect that educators in larger districts cannot 

experience due to the high number of student enrollment. In an interview by Tran et al. 

(2020), they reported that teachers consistently shared the strong connections they have 

developed with the students and community and how it has positively affected them.  

Because rural school districts experience difficulties in recruiting and retaining 

highly-qualified teachers, it would be beneficial for schools to focus on the benefits of 

rurality as recruitment and retention strategies. Lemke (1994) suggested centering 

recruiting efforts on attractive, small class sizes, sincere personal relationships, and a 

considerable influence in the decision-making process. In an interview conducted by 

Ylimaki et al. (2020), they found that when the participants were questioned on the 

advantages of rural areas, they responded with administrative support, a family-oriented 

environment, a solid network among teachers, smaller class sizes, and teacher autonomy.  

Small rural districts tend to have few issues when it comes to discipline due to the 

much smaller enrollment numbers. Beesley et al. (2010) suggested that this attribute is 

necessary to advertise when sharing with applicants the amenities of rural school 

teaching. The reduced discipline concerns leave the teachers much less stressed and more 

capable of focusing on other areas. In a study by Beesley et al. (2010), a teacher stated 
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that principals report to potential teachers that their teachers experience less stress than 

teachers in more prominent districts. This is due to the smaller class sizes and a smaller 

amount of meetings and that their students have far fewer discipline problems because 

there is more support from the parents, and they feel that their children should be well-

behaved.  

Successful Strategies 

 Rural concentrated research has identified strategies that have been proven to be 

successful in rural teacher recruitment and retention efforts. Financial incentives such as 

bonuses, stipends, housing grants, and tuition allowances have been found successful. 

Additionally, Grow Your Own programs are successful at staffing rural schools with 

qualified teachers.  

Financial Incentives  

 The literature proposes that rural school districts would benefit from focusing on 

financial incentives to offset the challenges of recruiting and retaining qualified teachers 

in the classroom. Irving et al. (2020) recommend that schools utilize bonuses, stipends, 

loan programs, and housing assistance to attract and retain teachers to their district. 

Ylimake et al. (2020) suggested that in order to recruit teachers who will remain in the 

school district, you must give a realistic job preview (RJP) by highlighting the advantages 

but also engage honestly in the rural challenges. RJPs have been used for decades to 

disseminate relevant information to applicants regarding job offers in order to better 

evaluate their prospects (Shibly, 2019). By using RJPs, school districts can potentially 

avoid having high teacher turnover rates by ensuring that the individual has received an 

accurate depiction of the rural teaching position. In order for RJPs to be successfully 
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implemented, the employer must consider (a) presenting messages in the employee's tone 

or staff word of mouth (Liu et al., 2016), (b) genuine, experienced-based job information 

with positive and negative aspects that may be presented to the employee (Premack & 

Wanous, 1985), and (c) ensuring the information source/commutation is considered 

credible (Liu et al., 2016). Research has shown that using RJPs can strengthen the 

number of candidates by appealing to their intrinsic and extrinsic motivating factors 

(Tran et al., 2020).  

 In order to combat teacher shortages, school districts have relied on financial 

incentives, including housing subsidies, tuition for teachers changing fields, loan 

forgiveness, and scholarship programs for prospective teachers (Martin, 2007). Rural 

districts could benefit from offering some type of financial incentive when recruiting and 

retaining teachers. Du Plessis and Mestry (2019) posited to address the issue of staffing 

rural schools with quality teachers that educational specialists must considerably invest 

by providing financial incentives to these individuals. The idea behind financial 

incentives or bonuses is that teachers will be more willing to come to a rural school and 

also will remain within the district. With rural districts facing budget constraints, 

financial incentives should be used to attract teachers to the school district. They should 

be targeted to hard-to-fill positions, such as math, science, and special education (Player, 

2015). There is also research suggesting that offering incentives to retired teachers to 

return to the profession could assist in addressing teacher shortages (Aragon, 2018). 

However, within the placement of Senate Bill 202, school districts can no longer share 

the responsibility of the Teacher Retirement System surcharge with the retiree through 

payroll reduction. The districts will now have to absorb the cost rather than pass it on to 



44 

 

the retiree as before, which will put a financial strain on many small, rural school districts 

(Dooley, 2021).  

Reportedly, teachers earn about 30% less than other college graduates, and 

offering a loan forgiveness incentive to recent college graduates could attract them to 

rural districts (Darling-Hammond et al., 2018). Thus, making a career choice in education 

much less appealing to college graduates who are often inundated with student loan debt 

and seeking to make as much money as possible to reduce the debt they have accrued 

throughout their college career. Loan forgiveness programs will pay all or a portion of the 

teacher's student loan debt if they meet the criteria, and this is the most common strategy 

rural districts employ (Bueno & Sass, 2019). Loan forgiveness programs usually decrease 

after some time for their public service within the district (Kirshtein et al., 2004).  

Feng and Sass (2017) investigated the effects of Florida's Critical Teacher 

Shortage program. The program provided loan forgiveness to qualifying teachers in order 

to measure the efficacy of non-wage compensation schemes on teacher recruitment and 

retention and, for a short time, offered retention bonuses. Their study found that the loan 

forgiveness program decreased teacher attrition; however, the effects varied by the 

subject area being taught. The findings of Feng and Sass (2017) suggested that high 

school teachers who were offered a one-time retention bonus of $1200 decreased teacher 

attrition in targeted areas by as much as 25%. It was also suggested that relatively modest 

incentives of $500 to $1000 per year have been shown to reduce attrition in some hard-

to-staff positions; however, in special education, the results indicated that only $2500 

appears effective. Darling-Hammond et al. (2018) posited that loan forgiveness programs 
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have proven to be a vastly effective tool in recruiting teachers to high-need subject areas 

and specific geographic locations.  

Bueno and Sass (2019) studied the effects of Georgia's statewide salary 

differential pay program to determine the impact of differential pay on teacher retention 

and recruitment in both the long and short run. The program had three requirements to be 

eligible: they had to be teaching science or math, they had to be certified in the subject 

area, and they had to have less than 6 years of service. Through their research, they found 

that Georgia's differential pay system has substantially decreased attrition rates for 

secondary science and math teachers within the state. However, their study indicated that 

incentive pay would not likely change students' minds to switch to education if they are 

pursuing a different career (Bueno & Sass, 2019). 

Moreover, Springer et al. (2016) analyzed Tennessee's Retention Bonus program 

that was put in place to combat the increasing rates of teacher turnover in low-performing 

schools. They targeted high-priority schools, and the participants who were eligible to 

participate could apply for a $5,000 retention bonus. Their finding indicated that there is 

a positive relationship between financial incentives and teacher attrition rates. However, 

they do specify that because the Tennessee Retention Bonus Program was unannounced, 

a significant number of teachers from the state had already made the determination to 

transfer or leave the profession (Springer et al., 2016). 

Quality Recruitment and Retention Strategies  

 Another incentive that research indicates is a good recruitment and retention 

strategy is to provide housing assistance or location-specific incentives. McClure and 

Reeves (2004) argued that incentives other than salary need to target local challenges, 
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and for rural areas, suitable housing is also an issue. An example of a targeted nonsalary 

incentive is in Mississippi, where they offer an Employer-Assisted Housing Teacher 

Program. This program provides interest-free loans to certified teachers in areas where 

there is a grave shortage, as well as a loan repayment program for rural teachers in the 

state (Monk, 2007). Location-specific incentives such as affordable housing, mortgage 

assistance, reduced interest rates, free utility hook-ups, and assistance with moving 

expenses were also provided (Beesley et al., 2010; Elliott, 2008; Osterholm et al., 2006; 

Rowland & Coble, 2005).  

While there is little research that determines the extent to which financial 

incentives play a role in an individual's decision to apply or stay in a rural district, there 

are studies that disclose there is a positive effect on the decision, but to what magnitude is 

unknown. Podolsky et al. (2016) suggested that even though financial incentives have 

increased the number of teachers and decreased turnover in rural, high-poverty schools, 

they have proven unsuccessful at long-term sustainability. Even though the bonuses have 

not been successful, the factors regarding the climate of the school and the quality of the 

leadership were not discussed.  

Grow Your Own (GYO) 

 Research suggests that one way that rural school districts can combat the ongoing 

teacher recruitment and retention crisis is to focus on the current rural students and 

implement a GYO educator program. Grow Your Own programs are defined as "highly 

collaborative, community-rooted, intensive supports for recruiting, preparing, placing, 

and retaining diverse classroom teachers" (Rogers-Ard et al., 2019, p. 27). There are a 



47 

 

variety of GYO programs that vary in terms of recruitment strategies, financial 

assistance, curriculum, and partnerships (Jessen et al., 2020).  

Additionally, research on this topic is expected to have a significant expansion in 

the upcoming years if policy interest and recommendations are coordinated with financial 

institutional obligations in educator preparation programs (Gist, 2019). Children who 

were raised in rural locations have experienced barriers,will grow up and often remain in 

the community, and this talent should be developed and nurtured (Lavalley, 2018). 

According to Lavalley (2018), a teaching community usually has close ties to the 

community, and 80% of teachers will remain less than 15 miles from their hometown 

when in search of employment, which has popularized a GYO program for many schools. 

The goal of GYO programs is to address teacher shortages and retention issues and 

increase diversity among teachers, which will aim to recruit teachers locally to increase 

the candidate pool (Valenzuela, 2017). These programs are all designed differently. Some 

recruits from the college level, middle or high school, and even paraprofessionals are 

targeted (Skinner et al., 2011). The aim is to target these students at a young age in an 

effort to recruit them to want to return after college to teach at the school where they 

graduated from.  

In 2005, Illinois became the first state to fund and implement a competitive GYO 

program designed to create partnerships to prepare educators in the community (Garcia, 

2022). This program has successfully helped more than 1,000 students become teachers 

in rural low-income school districts. This community-based teacher education program 

offers mentorships, financial support, and counseling (Coffey et al., 2019). After many 

years of funding this program, they have made the decision to expand it to increase the 
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pool of teachers to help negate the issue of teacher shortages. Programs in Georgia, North 

Carolina, and South Carolina stated their aim was to develop local talent and increasing 

the talent in the pool of teachers (McClure & Reeves, 2004).  

To combat the teacher shortages, TEA Commissioner, Mike Morath, implemented 

a GYO program in Texas in 2018. The program's goal is to enhance the teaching 

profession by offering high-quality education at the high school level and to create 

teacher pipelines to increase the teacher pool and diversity in future educators (Garza, 

2020). The TEA will competitively award grants to applicants who assist in resolving 

teacher recruitment and retention issues, especially in rural and small settings that are 

hard to staff. There is a limit of two participants per high school, with the current teacher 

shortage rate, which seems to be somewhat low. According to Carver-Thomas and 

Darling-Hammond (2019) and Darling-Hammond et al. (2018), California reported they 

had about 8.5% of teachers leave the profession or state each year, driving them to fund a 

45 million dollar program to support 2250 teachers' aides earn their degrees to become a 

teacher.  California's Paraprofessional Teacher Training program successfully recruited 

racially and linguistically diverse individuals to become certified teachers.   

Carothers et al. (2019) examined the effects of a public university in Southwest 

Florida that works with several school districts and their collaboration to recruit students 

into teacher preparation programs. They found that although the collaboration is still in 

the early stages, there are positive effects, and the programs have begun to expand by 

offering dual-credit options. Currently, Wyoming is the only state that has not 

implemented a GYO program to reduce teacher shortages. In Mississippi, a task force 

was created to examine their GYO teacher preparation program to address teacher 
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shortages primarily targeting special education (Jessen et al., 2020). The goal of the 

program is to recruit immigrant community members as teachers and provide them with 

scholarships. Moreover, Northwest University in Washington implemented a GYO 

program that has been successful as well. This program is an alternative route to online 

certification that integrates field experiences. It is provided to students who are thirty or 

more miles away from a campus that offers a teacher preparation program. It is aimed at 

paraprofessionals who were currently employed within a school district (Jessen et al., 

2020).  

Method 

Research Design  

 

The purpose of this qualitative exploratory case study was to examine how rural 

school districts are successful in teacher recruitment and retention. The qualitative 

research method is most suitable when unknown information needs to be acknowledged 

(Riessman, 2008). Qualitative research includes data that is in the form of words and is 

non-numerical while focusing on as much detail as possible (Blaxter et al., 2010; Busetto 

et al., 2020). Groves et al. (2012) explained qualitative research as a systematic and 

subjective method to describe everyday life experiences and additionally give them 

meaning. This study aimed to explore rural teachers’ perceptions and experiences in rural 

districts and what factors attracted them to the school and why they decided to remain.  

Using a qualitative research approach has several advantages. First, it provides a 

detailed depiction of the participants’ experiences, feelings, and thoughts. Secondly, the 

qualitative approach provides a holistic view of human experiences in certain settings, 

encompassing a broader range of epistemological viewpoints, and interpretive techniques 
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to better understand human experiences. Thirdly, qualitative research has the ability to 

understand different people’s viewpoints and meanings of events. Fourthly, there are 

direct interactions with the participants, resulting in detailed subjective data. Finally, 

qualitative research is a flexible structure that allows the researcher the opportunity to 

understand complex issues easier (Rahman, 2020). Thus, a qualitative research method is 

more appropriate than a quantitative method for this study.  

 The qualitative strategy that was used was an exploratory case study. The value of 

an exploratory case study is to gain insights that are not obtainable by traditional 

quantitative methods (Radojevich-Kelley & Hoffman, 2012). Exploratory case studies 

employ various sources of evidence to analyze phenomena within their real context (Yin, 

1992). Additionally, exploratory case studies are appropriate for doing one-on-one 

interviews with participants. In this study, I explored insight from teachers on rural 

school recruitment and retention strategies. One-on-one interviews were conducted with 

the researcher and the study participants in this exploratory case to gain more access to 

the aspects that led teachers to work and remain at rural school districts. 

Study Population 

 This study utilized purposeful sampling to gather meaningful data in this study. 

Purposeful sampling intentionally samples a group of people that can provide the most 

valuable information to the researcher about the research problem being examined 

(Creswell & Poth, 2016). Therefore, the participants in this study were intentionally 

selected based on specific criteria. For the purpose of this study, rural schools were 

defined as having an enrollment of between 300 and the median district enrollment for 

the state, and an enrollment growth rate of less than 20% over the past 5 years (TEA, 
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2023). These teachers had knowledge regarding the research topic due to their experience 

at a rural school and firsthand knowledge of what attracted them to the school and what 

factors have been successful in their retention.  

 This study collected data via focused-group interviews. There were two focus 

groups, with six participants in each group. One group consisted of novice teachers who 

had 5 years or less experience in rural school districts. The second group consisted of 

veteran teachers who had been teaching in a rural school district for more than 5 years. 

The group of novice teachers was able to provide the study with a fresh, new outlook on 

the challenges of rural teacher recruitment and retention. Additionally, the veteran 

teachers were able to provide insight from their many years of teaching in rural schools.  

 Focus groups were chosen because they offer the encouragement of new ideas, 

flexibility in the questions being asked, and the participants provide enhanced opinions. 

Additionally, focus groups provide the flexibility to dive deeper into issues that could 

arise during the discussion, preconceived notions can be addressed, and potentially 

uncover ideas that may not have been considered but are important to the participants 

(SIS International Research, n.d). In order to recruit participants, an invitation was sent to 

rural school superintendents requesting participant nominees. Once these nominees were 

determined, a recruitment email was sent to the potential participants asking for their 

participation in the study. When the participants agreed, another email was  sent to them 

containing the letter of consent to participate in the focus-group interview. Additionally, a 

pre-survey was emailed to the participants to gather initial information and demographic 

data. Table 1 reflects the participants in the study. 
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Table 1 

Participant Information   

Participant     

Name*   

(Pseudonym

s)   

How many 

years have 

you been 

teaching?   

How 

many 

years have 

you been 

teaching 

on your 

current 

campus?  

How many                          

years have 

you been 

serving 

under your 

campus 

principal?   

How many students 

do you serve?   

What 

grade 

level do 

you 

teach?    

  

N1  2 2 2    14                               1st   

N2   1 1 1   14                         Kindergarten   

N3  1 1 1   19                     Pre-Kindergarten   

V1   21 1 1   34                        K-5 Sped   

V2  11 4 4   7                        PK-12 Life skills   

V3 19 3 3   16                                1st   

V4 11 1 1   16                                2nd    

Note: In the pseudonyms, N represents novice teachers and the V represents veteran 

teachers. 

 

Study Setting 

 The school district that was used in this study is geographically located in a rural 

town with a population of approximately 2,300. There is one campus that houses pre-

kindergarten through 12th grade. The district employs around 60 teachers and the 

student/teacher ratio is 10:1. The majority of the students are considered at risk and more 

than 75% of the students are economically disadvantaged (TAPR, 2022).  

Data Collection  

 Prior to the interviews, a pre-survey was sent to the participants.  The purpose of 

the survey was to gather demographic data prior to the focus group discussion. Another 

purpose of the pre-survey was to gather specific data in advance in order to focus all the 

time in the focus group discussion on the interview questions. This survey helped to 

maximize my time with the study’s participants. An example of the questions that were 
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asked during the interview were: a) How long have you been teaching? b) How long have 

you been teaching on your present campus? c) Why did you choose to teach in a rural 

school? 

 The data were collected through semi-structured interviews using focus group 

discussions. Focus groups are a type of qualitative research methodology that consists of 

structured discussions with small groups that produce qualitative data on a specific topic 

of interest through the use of open-ended questions (Masadeh, 2012). The goal of this 

focus group gathering was to collect data from the personal experiences, beliefs, 

perceptions, and attitudes of the participants (Hayward et al., 2004; Israel et al., 1998; 

Morgan, 1996). Acocella (2012) stated, “Focus groups are constituted so as to achieve 

two main aims: firstly, to facilitate interaction among participants; secondly, to maximize 

the collection of high-quality information in the little time available” (p. 1127). The 

interviews were facilitated by establishing an atmosphere conducive to self-discloser by 

building a positive rapport with the participants by expressing compassion and 

diplomacy. Building a rapport is important for the facilitation process to ensure the 

participants are comfortable, and it will improve their willingness to answer openly and 

honestly (Hughes & DuMont, 1993). Attention was given to non-verbal cues signally that 

the participants are uncomfortable or have something to say, and they will be addressed. 

All participants were encouraged to participate and share their reflections and opinions. 

Additionally, open-ended questions were asked. All members of the focus group were 

given the opportunity to share their thoughts and sentiments to provide valuable 

information. Focus group discussions were used to determine the challenges of recruiting 

and retaining teachers in rural schools. A disadvantage of conducting focus groups is the 
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possibility that the participants may not be comfortable about voicing their opinions 

freely (Somekh, 2020). Taking this into consideration, the participants were asked prior 

and after the focus group, if they would prefer to have a one-on-one interview. 

 Semi-structured interviews facilitate engaging conversations between the 

participants. Additionally, semi-structured interviews will allow the participants to 

contribute to conversations that provide rich data to the researcher (Sanker & Jones, 

2007). The focus groups’ discussions took 60 to 90 minutes and took place via ZOOM 

conference call. The discussions were recorded in order to provide the researcher the 

opportunity to transcribe, take notes, and determine if a follow-up interview was 

necessary.  

Data Analysis 

 At the completion of the interviews, the transcripts were gathered and analyzed. 

This study utilized The Framework Method by Gale et al. (2013) to analyze the data 

results. The procedure of data analysis identified seven stages. The first stage is the 

transcription of the interview data. Gale et al. (2013) stated that the transcription of data 

is a good opportunity for the researcher to become immersed in the data. The second 

stage is familiarization with the interview. Gale et al. (2013) argued that becoming 

familiar with the entire interview through either recordings or transcripts is a vital part of 

the interpretation. The third stage is coding, which identifies relevant themes and the 

relationships between them. The codes could refer to the participants’ values, emotions, 

or behaviors (Gale et al., 2013).  

 Developing a working analytical framework is the fourth stage in the process. 

This involves the process of comparing codes and grouping them together based on 
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similarities (Gale et al., 2013). Applying the analytical framework is the fifth step. This 

involves applying the working analytical framework by indexing previous transcripts and 

using the active codes and categories (Gale et al., 2013). The sixth stage includes charting 

data into the framework matrix. Gale et al. stated, “Charting involves summarizing the 

data by category from each transcript” (p. 5). The seventh and final stage is interpreting 

the data. This includes mapping characteristics and identifying the differences between 

the data (Gale et al., 2013).   

Findings 

Rural Teacher Recruitment & Retention  

 The first two research questions were regarding the challenges in the recruitment 

and retention of teachers in rural areas. The themes intersected within these two 

questions. These themes were pay, rural geographic location, and resources. 

Pay 

 The first theme that was accentuated by the teachers was the challenge of low 

salaries when recruiting teachers to rural schools. The teachers expressed the low pay as a 

significant challenge for rural school districts. VT1 mentioned how rural schools have 

lower salaries and do not always have incentives or bonuses. This is not always attractive 

to new hires. VT2 stated, “There are not any raises, and there is no retention pay either.” 

VT3 indicated that there were no stipends offered for those individuals with advanced 

degrees such as a doctorate. NT1 indicated how they could see pay to be an issue in 

recruiting by stating the following: 

I think pay is a challenge for recruiting teachers for rural schools, but maybe not 

so much for newer teachers because they are just starting out. I personally did not 
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have a problem with the pay, but I have seen teachers leave to go to urban 

districts for a pay increase, but it would be nice to get paid more.  

NT2 indicated that she would leave if a higher salary was important to her. She was 

content with her rural school and did not care to leave. NT3 mentioned that she could not 

see someone from outside of the area wanting to come to a rural school district because 

the pay was much lower than in other surrounding districts.  

 In the analysis of the data, the theme of pay was also seen as a challenge for 

retaining teachers in rural school districts. NT3 mentioned that she previously left 

nursing, but she may eventually return because she could work fewer hours and make 

more money. VT1 mentioned that increasing salaries would help retain teachers in rural 

areas. VT2 stated: 

It can be a challenge to retain teachers if they are struggling because of the low 

pay. Also, if this is their only income for their family, you aren’t going to keep 

them. It really depends on your personal situation. Additionally, if the money is 

already low here and the administration is bad, you go where the money is. 

Moreover, VT3 indicated that if the administration was bad and money was low, teachers 

would leave.  

Rural Location 

 

 The rural location is an issue for both recruiting and retaining teachers. The 

teachers, both novice and veteran, provided detailed responses that the rural area could be 

a challenge in recruiting and retaining teachers. One major challenge due to the isolated 

location was inconsistent internet connections. NT1 stated, “The Wi-Fi goes out often, 

and so does the power; that makes it difficult because a lot of lessons have videos that go 
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with them.” NT2 indicated that if the Wi-Fi did not improve, they could see teachers 

leaving for a larger, less isolated school. NT3 mentioned the following: 

The classroom technology goes out a lot. In the larger urban district, about 15 

minutes from here, their internet never goes out because they are not as isolated. 

It’s a safety thing when the Wi-Fi goes out because the doors won’t lock, and if 

some outsider knew that in today’s society, it could be an issue.  

VT1 stated, “The buildings are older and in their current state; they are not equipped to 

handle technology, and it’s a big issue.” Additionally, VT3 indicated that technology is 

the biggest issue, and if the power goes out, they have to open the doors to get light into 

the classroom to be able to teach. VT3 mentioned that they did not know how bad the 

technology was at the rural school until after they started working there. NT2 indicated 

that isolation could be a challenge in recruiting teachers by stating: 

I grew up in a big city, so it was a shock being here with only one school and a 

gas station. This type of location can be a challenge for those who grew up in 

larger areas. We used to be able to ‘Door Dash’ food to our school or walk to a 

restaurant. Now, if I forget my food, the only options are the school cafeteria or 

‘gas station pizza’.  

In addition, NT3 shared that they grew up in this location, so they knew what to expect, 

but they could see where it could be a problem and an adjustment for someone not 

familiar with the rural lifestyle. VT1 stated, “We are in the middle of nowhere; there are 

not many options for going out to get food.   
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Resources  

 

The lack of resources is challenging when recruiting and retaining teachers in 

rural areas. These resources include financial, classroom supplies, and poor facilities. The 

teachers expressed that classroom resources were limited, and they often had to use their 

own funds. NT1 mentioned that they had to pay money out of their own pocket to 

provide resources for their students to have a decent lesson because the resources were 

not available. Moreover, NT2 stated, “As a first-year teacher, I have spent a lot of money 

on general supplies for my classroom.” VT1 stated: 

Unless you have taught in a small school district, you are not aware of what goes 

on; it’s not something you think about asking. The assumption is that you will 

have everything you need. You go in expecting to have to purchase small things 

here and there, like pencils and paper. You don’t go in thinking you won’t have 

enough of the same books to be able to teach the students.  

VT2 mentioned that it was more of an afterthought, and you do not know initially what 

supplies you will have or what you need, and it could be frustrating not to have the 

resources to teach the students. VT3 indicated, “I struggled to get reading books to teach 

my kids how to read, and you need different leveled books to teach first grade to read.” 

Moreover, she stated that it took her a year to get the books she needed for her classroom, 

and they were donated to her. VT4 mentioned that you assume that you will have all the 

resources you need, but if you have taught at a rural school, you realize that sometimes, 

you simply do not have the resources you need. You learn how to modify and adapt.  

 The facilities were also pointed out by the teachers as a challenge to recruiting 

and retaining teachers. NT1 stated, “It would be hard if someone drove up here and saw 



59 

 

the aging buildings, especially if they came from a suburban area that had new schools.” 

NT2 mentioned, “If someone was given the choice to work at a newer urban school with 

all the ‘bells and whistles’ or at a rural school with older facilities, they would probably 

choose the urban school.”  

 NT3 stated, “If new teachers walk in and see the facilities where I work, they 

would probably turn around and leave. The hallways haven’t even been painted since it 

opened.” Additionally, she indicated that if a new teacher drove up and saw that the old 

school was built in the 1930s, they would probably question working there. First 

impressions are important. VT1 mentioned that the buildings were much older, and little 

had been done as far as maintenance care. VT2 added that the buildings were old and had 

issues, but funds were not available to replace them. It is important to note that the 

veteran teachers and the novice teachers had many commonalities, but there were a few 

differences also. The veteran teachers seemed to focus on uncertified teachers being 

placed in the classrooms due to districts of innovation and the importance of strong 

administration. While the novice teachers focused on the importance of salary being the 

main contributor to teacher recruitment and retention.  

Possible Solutions 

 The final research question explored the possible solutions to the challenges of 

recruiting and retaining teachers in rural schools. The themes that reflected this question 

were pay, rural school exposure, and administrative support. 

Pay 

 The teachers shared that increasing pay for teachers in rural school districts was a 

possible solution in an effort to recruit and retain teachers. NT1 stated that money is the 
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biggest solution for obtaining and keeping teachers. She added that she had to put a lot of 

money into her classroom for decorations and lessons. She mentioned that her paycheck 

was so low that if she had to take a child to daycare, then her entire paycheck would go to 

pay for daycare. NT2 added that “teachers don’t get paid enough already; I understand 

why some teachers leave to teach at a nonrural school; the pay is just better.” NT3 

indicated that an increase in pay was the number one thing to recruit and retain teachers 

in a rural school. VT2 stated: 

More money would get teachers to come and stay here. Retention bonuses and 

incentives would be a good solution for retaining teachers. Monetary rewards 

around the holidays would be good since we are already stressing about money. 

Having extra money to buy for our families because most of us spend money on 

our students here. 

Moreover, VT4 mentioned that money and retention bonuses would be good, but “the 

issue with bonuses is you do not know if the funds will be available next year.”  

Rural School Exposure 

 The participants emphasized the importance of preparing teachers for t rural 

settings. NT1 indicated that her teacher preparation program, did not prepare her at all for 

rural teaching, and it ultimately instilled fear into her because she felt like she would not 

have any support. NT2, who was prepared by an online alternative certification program, 

mentioned that the topic of rural had not been addressed, and she had to basically prepare 

herself for teaching in a rural school. She also indicated, “They [teacher preparation 

program] don’t prepare teachers about the unique challenges of rural schools, and it can 
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be a shock to some teachers who are not prepared for it.” Additionally, NT3, who was 

also certified through an online alternative certification program, stated: 

There was no preparation for rural teaching. There were no lessons n rural schools 

and nothing about small classes. They didn’t prepare you for the fact that you had 

to use your own money for your classroom or any of the other challenges that 

rural schools present.   

VT1 explained that educator programs need to expose the students to rural districts 

because they are only familiar with larger schools. VT2 stated, “Teachers go to larger 

schools because that is what they know, and they are not aware of what they are missing 

in the smaller districts.” VT3 mentioned that she thinks it matters if you grew up in a 

small school, because you are aware of the rural area and you want to remain in that type 

of environment. VT4 mentioned that your preference for teaching location depends on 

your personal perception, and some people like the “small hometown feel.”  

 The teachers suggested that teacher candidates be placed in rural schools for their 

student teacher placements. This will help with their knowledge of the culture of rural 

schools. NT1 indicated that her student teaching was in a Title 1 school with large classes 

and limited funds. She felt that this helped her understand the lack of funding that rural 

schools experience. VT1 stated: 

We need to have teacher candidates out here when they are student teaching and 

let them see small districts because teacher preparation programs do not always 

do that. There are some distinct differences between rural and non-rural schools. 

If we leveled the playing field a little bit and they have to spend some time in a 

rural school, it would make a big difference in the new teacher’s expectations.  
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VT2 expressed, “When teachers arrive, they aren’t prepared. Teacher preparation 

programs don’t place their teacher candidates in the classroom enough, and they are not 

prepared for rural teaching.” VT3 stated that they [teacher preparation programs] really 

need to place candidates in rural schools for their student teaching. Additionally, VT4 

agreed that they need to student teach in rural areas because once they get into the rural 

schools, they realize it is much harder than they anticipated.  

Administrative Support 

 The teachers expressed multiple times the importance of strong administrative 

support and how it helps the challenges of rural school teaching become more acceptable. 

NT1 indicated that the location of a school is not that important if you really want to 

work at a specific place. Additionally, NT2 stated, “If the administration is supportive, it 

is hard to feel isolated.” VT1 expressed that deciding where to teach and if you want to 

stay basically comes down to a supportive administration; it can be even more important 

than the pay. VT2 indicated: 

A strong administration is the key to teacher retention. If my current 

administration leaves, then I’m leaving because there are a lot of principals who 

just do not care. A bad administration will make you stay or leave a school. 

Moreover, VT3 expressed that because the administration was so supportive, she could 

deal with the unfavorable working conditions. She also added that if the administration 

takes the time to care and not walk around like “superiors,” that makes a big difference; 

“teachers will want to stay.” VT4 indicated, “The money didn’t really matter once she got 

to her school. Knowing that she was supported by the administration was a really big 

deal.” 
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Discussion 

Summary 

This study provided a contribution to the research available on examining the 

unique challenges rural school districts face when it pertains to the recruitment and 

retention of teachers. Rural schools cannot contend with the larger districts that provide 

competitive salaries, access to additional resources, and more geographically appealing 

locations. Hammer et al. (2005) argued that it is not surprising that rural school districts 

have struggled with teacher recruitment and retention because there is limited confidence 

in targeted incentives or relocation and housing assistance. It is critical to investigate 

effective strategies to successfully recruit and retain high-quality teachers in rural school 

districts. This research aimed to investigate the factors that novice and veteran rural 

teachers perceived as challenges with the recruitment and retention of teachers in rural 

schools. Additionally, this research serves as an essential resource to provide beneficial 

information to rural school districts. The participants elaborated in depth on the possible 

solutions for rural schools on successful teacher recruitment and retention. Given the 

findings, the seven rural teachers provided common challenges to rural teacher 

recruitment and retention as well as possible solutions.  

 Conclusion 

 This study answered three research questions regarding the recruitment and 

retention of teachers in a rural setting. This study revealed three themes in the aid for 

answering the questions. These themes included pay, rural location, and resources. In 

addition, possible solutions to the retention and recruitment challenges in rural schools 

were identified as increased pay, rural school exposure, and strong administrative 

support.  
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Research Questions 

What are the challenges of recruiting teachers to teach in Texas rural school 

districts? This study found that the challenges of recruiting teachers to rural schools in 

Texas were pay, rural location, and lack of resources. Rural schools face unique 

challenges in recruiting and retaining teachers, including lower salaries, geographic 

isolation, difficult working conditions, limited resources, lack of benefits, and limited 

professional growth opportunities (Beesley et al., 2010; Giles, 2020; Hammer et al., 

2005; Podolsky et al., 2017). The rural teachers in this study suggested that the lower pay 

in rural schools was a significant factor when it came to rural schools. They indicated that 

pay is much lower, and there are very few incentives or bonuses compared to the larger 

school districts. Teachers in this study supported the literature by confirming the 

challenges of rural teacher recruitment and retention. Pan (2006) alluded to a significant 

difference in the pay gap between rural, suburban, and urban districts, with the gap even 

being as high as 18%. 

The teachers also suggested that the rural location was an issue for recruiting and 

retaining teachers. The rural location affected their ability to use technology because the 

Wi-Fi was not always accessible or reliable. Furthermore, teachers in this study suggested 

that the lack of resources available in rural school districts was challenging, and they 

often were required to use their own funds for their classrooms. The teachers shared that 

the facilities were dated and in need of upgrades. They stated if a teacher showed up to 

interview, after seeing the facilities, they would probably turn around and leave because 

it was not appealing. The literature supported these findings by stating that school 

districts that are geographically isolated have more substantial challenges attracting 
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teachers to the area (Hammer et al., 2005). Small rural schools say that resources are 

declining, and they are forced to do more with less because the funding is inadequate, 

leaving them lacking the necessities to provide a good education (Starr & White, 2008). 

What are the challenges of retaining teachers in rural school districts in 

Texas? This study indicated that lower salaries, rural location, and lack of resources are 

determined to be challenges for rural schools in retaining teachers in Texas. The teachers 

shared common thoughts on the lower salaries being a challenge for keeping teachers in 

rural districts. Ingersoll (2004) indicated that a majority of individuals who choose to 

leave small rural schools reportedly did so because of poor salaries. The teachers also 

shared that rural locations can be a challenge, especially if you are not familiar with the 

area. They stated that it was often a shock for teachers relocating from a suburban area 

where there are plenty of restaurants.  

The teacher turnover rate also tends to be higher in rural schools due to the 

isolation of the location and the adjustments needed to live in these areas (Lavalley, 

2018). Additionally, teachers expressed that limited resources can often be challenging in 

retaining teachers in rural locations. The participants shared that they had to spend their 

own money on resources for their classrooms. Additionally, they indicated that teachers 

from suburban areas may decide to leave because of the lack of resources and outdated 

facilities. Hellsten et al. (2011) indicated that having inadequate material available to 

teachers creates further stress on their demanding workload. Additionally, Monk (2007) 

stated that teachers often find enticing opportunities in non-rural locations capable of 

providing better resources than in rural districts. 
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What are possible solutions to the challenges of the recruitment and 

retention of teachers in rural school districts in Texas? This study showed that 

increased pay, rural school exposure, and administrative support were possible solutions 

to the challenges of recruitment and retention in Texas rural school districts. The 

literature implied that starting teachers are more likely to teach in certain areas when the 

salaries are higher (Jimerson, 2003; Lankford et al., 2002; Loeb & Myung, 2020; 

Malhoit, 2005; Murnane & Olsen, 1990). The teachers shared that increasing pay for 

rural school districts would help recruit and retain teachers because they are paid less 

than non-rural schools. They indicated that more money and retention bonuses would 

help attract teachers as well as keep them at the rural schools.  

The teachers shared that rural schools do not receive enough exposure. They 

emphasized the importance of teacher preparation programs preparing their candidates by 

sending them to student teach in rural districts. Azano and Stewart (2016) posited that 

teacher education programs should explore the nuanced intricacies of rural education and 

be provided with meaningful field experiences. Rural social space could be beneficial 

when considering staffing problems because it exposes the pre-service teachers to the 

space; they can experience rural teaching personally rather than not being able to see 

beyond the stereotypes or rurality (Reid et al., 2010).  

The teachers also shared the importance of strong administrative support and how 

it allowed the challenges they faced to become more acceptable. They expressed how 

administrative support was the most important factor when deciding to remain at a job. 

They indicated that this support was even more important than the pay. Moreover, the 

teachers shared that by having strong administrative support, they could deal with 
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unfavorable working conditions. Ylimaki et al. (2020) suggested that strong 

administrative support was required for continued teacher employment, especially in 

rural schools that have limited resources, instructional support, and professional 

development opportunities.  

 This study supported the challenges and possible solutions that rural school 

districts face when recruiting and retaining teachers in the district. The teachers in this 

study confirmed that pay, rural location, and limited resources were challenges in 

recruiting and retaining teachers to rural schools. Additionally, they also confirmed that 

possible solutions were increased pay, rural school exposure, and administrative support.  

Implications 

 The findings in this study serve as a beneficial resource for school leaders to 

understand the challenges of recruiting and retaining teachers in rural schools, as well as 

providing possible solutions to the challenges. Findings suggested the need to increase 

rural teacher salaries in order to successfully recruit and retain teachers to rural districts. 

Additionally, attention should be given to state and federal policies that could increase 

teacher salaries. There is a need to create policies that will support merit pay, signing 

bonuses, and retention bonuses. Furthermore, allowing budget allocations to help rural 

schools improve their facilities and technology capacities are recommended.  

Moreover, local budgets need to be analyzed to find more funding for teacher 

salaries, facility improvements, and technology resources. The school districts could 

create community partnerships that could help serve the teachers by allowing special 

discounts such as gas and food discounts and providing donations for classroom supplies. 

Additionally, rural schools could encourage teacher preparation programs to create 
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teaching units that prepare candidates for rural schools, as well as placing candidates in 

rural classrooms for their student teaching placements. Rural school leaders could 

provide stipends for peer teacher recruitment. If a teacher successfully recruited a fellow 

teacher to the district, they could receive a pre-determined stipend amount. This would 

encourage teachers to recruit teachers to the district because they are offered an incentive.  

This study supported the theoretical framework of the “push/pull” theory. It is 

important for school leaders to understand the details and the importance of this theory 

and how it applies to teachers in rural areas. Administrators should acknowledge that 

teachers were pulled to stay in their rural setting because they felt supported by their 

administration and they enjoyed the rural culture.  However, reality sets in when they are 

driven out of the rural setting due to uncontrolled demands such as poor salaries, 

resources, and isolation. Understanding the cause and effects of the push/pull theory will 

help administrators be able to set their priorities in recruiting and retaining teachers.   

This research study suggests future recommendations for future studies. Perhaps it 

would be interesting to see how rural teachers, both veteran and novice, adjust to the 

urban setting, which is much larger, densely populated, with a diverse population, in 

order to examine their retention rates. Additionally, a quantitative study that quantifies 

the factors of what makes a teacher come to a rural school and what makes them stay at a 

rural school may be beneficial. Furthermore, expanding this study to a state level 

approach where more teachers from different rural schools are interviewed would be of 

benefit to the study.  
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Strength and Limitations 

This study followed through a qualitative research design that allowed 

participants to elaborate and provide detailed discussions. By using a qualitative design, 

teachers were interviewed, and they provided their thoughts, which added depth and 

allowed the researcher to dig deeper, which a quantitative study would not allow. By 

using focus groups, teachers were able to relax more because they were with their peers, 

and they could also feed off each other to provide beneficial information. 

There were several limitations involved in this study. For example, only one rural 

school district was interviewed, as opposed to several rural districts. Perhaps it would be 

beneficial to find additional districts that are more geographically isolated and obtain 

their thoughts. Additionally, the timing of the study limited the number of participants 

that were interviewed. Since the interviews were held at the beginning of the summer, the 

teachers were no longer at school. There were only two focus groups with a total of seven 

members. Perhaps more participants would provide insight into the challenges and 

solutions of rural teacher recruitment and retention.   

 

 

 

 

 

 

 

 



70 

 

References 

Acheampong, P., & Gyasi, J. F. (2019). Teacher retention: A review of policies for 

motivating rural basic school teachers in Ghana. Asian Journal of Education and 

Training, 5(1), 86-92. https://ideas.repec.org/a/aoj/asjoet/v5y2019i1p86-

92id385.html 

Acocella, I. (2012). The focus groups in social research: Advantages and 

disadvantages. Quality & Quantity, 46, 1125-1136. 

https://doi.org/10.1007/s11135-011-9600-4 

Akyeampong, K., & Stephens, D. (2002). Exploring the backgrounds and shaping of 

beginning student teachers in Ghana: Toward greater contextualization of teacher 

education. International Journal of Educational Development, 22(3-4), 261-274. 

https://doi.org/10.1016/S0738-0593(01)00059-1 

Ali, A. Y. S., Ali, A. A., & Adan, A. A. (2013). Working conditions and employees' 

productivity in manufacturing companies in sub-Saharan African context: Case of 

Somalia. Educational Research International, 2(2), 67-78. 

http://erint.savap.org.pk/PDF/Vol.2(2)/ERInt.2013(2.2-09).pdf 

Aragon, S. (2018). Targeted teacher recruitment: What is the issue and why does it 

matter? Policy Snapshot. Education Commission of the United States. 

https://files.eric.ed.gov/fulltext/ED582978.pdf 

Azano, A. P., Brenner, D., Downey, J., Eppley, K., & Schulte, A. K. (2020). Teaching in 

rural places: Thriving in classrooms, schools, and communities. Routledge. 

https://doi.org/10.4324/9781003106357 

https://ideas.repec.org/a/aoj/asjoet/v5y2019i1p86-92id385.html
https://ideas.repec.org/a/aoj/asjoet/v5y2019i1p86-92id385.html
https://doi.org/10.1007/s11135-011-9600-4
https://doi.org/10.1016/S0738-0593(01)00059-1
http://erint.savap.org.pk/PDF/Vol.2(2)/ERInt.2013(2.2-09).pdf
https://files.eric.ed.gov/fulltext/ED582978.pdf
https://doi.org/10.4324/9781003106357


71 

 

Azano, A. P., & Stewart, T. T. (2016). Confronting challenges at the intersection of 

rurality, place and teacher preparation: Improving efforts in teacher education to 

staff rural schools. Global Education Review, 3(1) 108-128. 

https://files.eric.ed.gov/fulltext/EJ1090174.pdf 

Banicki, G., & Murphy, G. (2014). Adequacy model for school funding. Research in 

Higher Education Journal, 23. https://doi.org/10.1177/0895904894008004002 

Beesley, A. D., Atwill, K., Blair, P., & Barley, Z. A. (2010). Strategies for recruitment 

and retention of secondary teachers in central U.S. rural schools. Rural Educator, 

31(2), 1-9. https://doi.org/10.35608/ruraled.v31i2.937 

Blanchet, M., & Bakkegard, D. (2018, September 17). Overcoming the isolation of rural  

teachers. Edutopia, 9, 1-3. https://www.edutopia.org/article/overcoming-isolation-

rural-teachers 

Blaxter, L., Hughes, C., & Tight, M. (2010). How to research. McGraw-Hill Education 

(UK).https://eduwavepool.unizwa.edu.om/lmsdatapool/00008299/LearningObject

s/How%20to%20Research.pdf 

Boylan, C. (2011). Staffing rural schools: A new perspective. Demographics Change in  

Australia's Rural Landscape, 329-351. Springer Dordrecht. 

https://doi.org/10.1007/978-90-481-9654-8_14 

Brenner, D. (2021, March 5). Preparing teachers for rural classrooms: Why it matters and 

how to get started. https://routledge.com/blog/article/preparing-teachers-for-rural-

classrooms 

https://files.eric.ed.gov/fulltext/EJ1090174.pdf
https://doi.org/10.1177/0895904894008004002
https://doi.org/10.35608/ruraled.v31i2.937
https://www.edutopia.org/article/overcoming-isolation-rural-teachers
https://www.edutopia.org/article/overcoming-isolation-rural-teachers
https://eduwavepool.unizwa.edu.om/lmsdatapool/00008299/LearningObjects/How%20to%20Research.pdf
https://eduwavepool.unizwa.edu.om/lmsdatapool/00008299/LearningObjects/How%20to%20Research.pdf
https://doi.org/10.1007/978-90-481-9654-8_14
https://routledge.com/blog/article/preparing-teachers-for-rural-classrooms
https://routledge.com/blog/article/preparing-teachers-for-rural-classrooms


72 

 

Burney, W. (2019, January 29). In Texas, rural teachers face a big pay gap. 

https://www.tpr.org/education/2019-01-29/in-texas-rural-teachers-face-a-big-pay-

gap 

Busetto, L., Wick, W., & Gumbinger, C. (2020). How to use and assess qualitative 

research methods. Neurological Research and Practice, 2, 1-10. 

https://link.springer.com/article/10.1186/s42466-020-00059-z 

Carver-Thomas, D., & Darling-Hammond, L. (2019). The trouble with teacher turnover: 

How teacher attrition affects students and schools. Education Policy Analysis 

Archives, 27(36). http://dx.doi.org/10.14507/epaa.27.3699 

Carothers, D., Aydin, H., & Houdyshell, M. (2019). Teacher shortages and cultural 

mismatch: District and university collaboration for recruiting. Journal of Social 

Studies Education Research, 10(3), 39-63. https://doi.org/10.29333/ajqr/5813 

Coffey, H., Putman, S. M., Handler, L. K., & Leach, W. (2019). Growing them early: 

Recruiting and preparing future urban teachers through an early college 

collaboration between a college of education and an urban school district. Teacher 

Education Quarterly, 46(1), 35-54. https://files.eric.ed.gov/fulltext/ 

EJ1202462.pdf 

Collins, T. (1999). Attracting and retaining teachers in rural areas. ERIC Digest. 

https://files.eric.ed.gov/fulltext/ED438152.pdf 

Creswell, J. W., & Poth, C. N. (2016). Qualitative inquiry and research design: Choosing 

among five approaches. Sage Publications.  

Darling-Hammond, L. (2003). Keeping good teachers: Why it matters, what leaders can 

do. Educational leadership, 60(8), 6-13. 

https://www.tpr.org/education/2019-01-29/in-texas-rural-teachers-face-a-big-pay-gap
https://www.tpr.org/education/2019-01-29/in-texas-rural-teachers-face-a-big-pay-gap
https://link.springer.com/article/10.1186/s42466-020-00059-z
http://dx.doi.org/10.14507/epaa.27.3699
https://doi.org/10.29333/ajqr/5813
https://files.eric.ed.gov/fulltext/%20EJ1202462.pdf
https://files.eric.ed.gov/fulltext/%20EJ1202462.pdf
https://files.eric.ed.gov/fulltext/ED438152.pdf


73 

 

Darling-Hammond, L., Sutcher, L., & Carver-Thomas, D. (2018). Teacher shortages in  

California: Status, sources, and potential solutions. Research Brief. Learning 

Policy Institute. https://files.eric.ed.gov/fulltext/ED606601.pdf 

DeFeo, D. J., Tran, T., Hirshberg, D., Cope, D., & Cravez, P. (2017). The cost of teacher  

turnover in Alaska,Center for Alaska Education Policy Research. https://scholar 

works.alaska.edu/bitstream/handle/11122/7815/2017CostTeacher.pdf?sequence=1 

Dick, A. (2017). Rural students. [Issue Brief]. Greater Texas Foundation. https://www. 

greatertexasfoundation.org/wp-content/uploads/2021/08/Brief-Rural.pdf 

Downes, N., & Roberts, P. (2018). Revisiting the schoolhouse: A literature review on 

staffing rural, remote and isolated schools in Australia 2004-2016. Journal of 

Rural Education, 28(1), 31-54. https://doi.org/10.47381/aijre.v28i1.112 

Dooley, K. (2021, June 3). Senate bill 202 and TRS surcharge responsibility.  

https://www.tasb.org/services/hr-services/hrx/hr-laws/senate-bill-202-and-trs-

surcharge-responsibility.aspx 

Du Plessis, P. (2014). Problems and complexities in rural schools: Challenges of 

education and social development. Mediterranean Journal of Social Sciences, 

5(20), 1109-1109. https://doi.org/10.5901/mjss.2014.v5n20p1109 

Du Plessis, P., & Mestry, R. (2019). Teachers for rural schools–a challenge for South 

Africa. South African Journal of Education, 39. http://dx.doi.org/10.15700/ 

saje.v39ns1a1774 

Elliott, A. (2008). Balancing stakeholders interests in evolving teacher education 

accreditation contexts. College Teaching Methods & Styles Journal (CTMS), 4(2), 

53-58. https://doi.org/10.19030/ctms.v4i2.5526 

https://files.eric.ed.gov/fulltext/ED606601.pdf
https://doi.org/10.47381/aijre.v28i1.112
https://www.tasb.org/services/hr-services/hrx/hr-laws/senate-bill-202-and-trs-surcharge-responsibility.aspx
https://www.tasb.org/services/hr-services/hrx/hr-laws/senate-bill-202-and-trs-surcharge-responsibility.aspx
https://doi.org/10.5901/mjss.2014.v5n20p1109
http://dx.doi.org/10.15700/%20saje.v39ns1a1774
http://dx.doi.org/10.15700/%20saje.v39ns1a1774
https://doi.org/10.19030/ctms.v4i2.5526


74 

 

Eppley, K. (2009). Rural schools and the highly qualified teacher provision of No Child 

Left Behind: A critical policy analysis. Journal of Research in Rural Education  

24(4), 1. http://jrre.psu.edu/articles/24-4.pdf 

Faridi, R. (2018, April 5). Migration theories: Lee’s push pull theory. Rashid’s Blog: An 

Educational Portal. https://rashidfaridi.com/2018/04/05/migration-theories-lees-

push-pull-theory/ 

Fargas-Malet, M., & Bagley, C. (2022). Is small beautiful? A scoping review of 21st-

century research on small rural schools in Europe. European Educational 

Research Journal, 21(5), 822-844. https://doi.org/10.1177/14749041211022202 

Feng, L., & Sass, T. R. (2017). The impact of incentives to recruit and retain teachers in 

hard-to-staff subjects. UWRG Working Papers 111. https://scholarworks. 

gsu.edu/cgi/viewcontent.cgi?article=1110&context=uwrg_workingpapers 

Gagnon, D. J., & Mattingly, M. J. (2015). State policy responses to ensuring excellent 

educators in rural schools. Journal of Research in Rural Education, 30(13), 1-14. 

https://jrre.psu.edu/sites/default/files/2019-08/30-13.pdf 

Gale, N. K., Heath, G., Cameron, E., Rashid, S., & Redwood, S. (2013). Using the 

framework method for the analysis of qualitative data in multi-disciplinary health 

research. BMC Medical Research Methodology, 13(1), 1-8. 

http://www.skateboardingalice.com/ papers/2013_Gale.pdf 

Garcia, A. (2022, May 12). Grow your own teachers: A 50-state scan of policies and 

programs. New America. https://www.newamerica.org/education-

policy/reports/grow-your-own-teachers/ 

http://jrre.psu.edu/articles/24-4.pdf
https://rashidfaridi.com/2018/04/05/migration-theories-lees-push-pull-theory/
https://rashidfaridi.com/2018/04/05/migration-theories-lees-push-pull-theory/
https://doi.org/10.1177/14749041211022202
https://jrre.psu.edu/sites/default/files/2019-08/30-13.pdf
http://www.skateboardingalice.com/%20papers/2013_Gale.pdf
https://www.newamerica.org/education-policy/reports/grow-your-own-teachers/
https://www.newamerica.org/education-policy/reports/grow-your-own-teachers/


75 

 

Garvis, S. (2012). A Self-study in teacher education: Learning to teach in higher 

education after teaching the arts to young children. US-China Education Review. 

298-304. https://files.eric.ed.gov/fulltext/ED532898.pdf 

Garza, R. (2020, April 21). Texas uses a grow your own to recruit and prepare its 

teachers. New America. https://www.newamerica.org/education-

policy/edcentral/texas-uses-grow-your-own-recruit-and-prepare-its-teachers/ 

Giles, M. A. (2020). Rural school district principals' perceptions for recruiting, hiring, 

and retaining highly qualified teachers [Doctoral dissertation, Walden 

University]. Proquest. https://www.proquest.com/openview/21da8e162 

dc6ddd40d69c12509cf7ca8/1?pq-origsite=gscholar&cbl=18750&diss=y 

Gist, C. D. (2019). Grow your own programs and teachers of color: Taking inventory of 

an emerging field. Teacher Education Quarterly, 46(1), 5-8. https://link.gale.com/ 

apps/doc/A570439330/AONE?u=anon~a320204a&sid=googleScholar&xid=3032

fe71 

Grove, S. K., Burns, N., & Gray, J. (2012). The practice of nursing research: Appraisal,  

 synthesis, and generation of evidence. Elsevier Health Sciences. 

Hammer, P. C., Hughes, G., McClure, C., Reeves, C., & Salgado, D. (2005, December). 

Rural teacher recruitment and retention practices: A review of the research 

Literature, National survey of rural superintendents, and case studies of programs 

in Virginia. Appalachia Educational Laboratory at Edvantia (NJ1). 

https://files.eric.ed.gov/fulltext/ED489143.pdf 

https://files.eric.ed.gov/fulltext/ED532898.pdf
https://www.newamerica.org/education-policy/edcentral/texas-uses-grow-your-own-recruit-and-prepare-its-teachers/
https://www.newamerica.org/education-policy/edcentral/texas-uses-grow-your-own-recruit-and-prepare-its-teachers/
https://www.proquest.com/openview/21da8e162%20dc6ddd40d69c12509cf7ca8/1?pq-origsite=gscholar&cbl=18750&diss=y
https://www.proquest.com/openview/21da8e162%20dc6ddd40d69c12509cf7ca8/1?pq-origsite=gscholar&cbl=18750&diss=y
https://link.gale.com/%20apps/doc/A570439330/AONE?u=anon~a320204a&sid=googleScholar&xid=3032fe71
https://link.gale.com/%20apps/doc/A570439330/AONE?u=anon~a320204a&sid=googleScholar&xid=3032fe71
https://link.gale.com/%20apps/doc/A570439330/AONE?u=anon~a320204a&sid=googleScholar&xid=3032fe71
https://files.eric.ed.gov/fulltext/ED489143.pdf


76 

 

Hanushek, E. A., Kain, J. F., & Rivkin, S. G. (2004). Why public schools lose teachers. 

Journal of Human Resources, 39(2), 326-354. 

https://www.nber.org/system/files/working_papers/w8599/w8599.pdf 

Hanushek, E. A., & Rivkin S. G. (2007). Pay, working conditions, and teacher quality. 

The Future of Children, 17(1), 69-86. 

https://www.futureofchildren.org/usr_doc/7_04.pdf 

Harley, K., & Wedekind, V. (2004). Political change, curriculum change and social 

formation, 1990 to 2002. Changing class: Education and social change in post-

apartheid South Africa, 195-220. https://www.researchgate.net/profile/Rima-

Bahous/publication/44829099_Multilingualism_and_education/links/02bfe512f9a

c16c66a000000/Multilingualism-and-education.pdf#page=239 

Hayward, C., Simpson, L., & Wood, L. (2004). Still left out in the cold: Problematising 

participatory research and development. Sociologia Ruralis, 44(1), 95– 108. 

https://doi.org/10.1111/j.1467-9523.2004.00264.x 

Hellsten, L. A. M., McIntryre, L. J., & Prytula, M. P. (2011). Teaching in rural 

Saskatchewan: First year teachers identify challenges and make 

recommendations. The Rural Educator, 32(3), 11-21. 

https://doi.org/10.35608/ruraled.v32i3.425 

Henning Smith, C., Moscovice, I., & Kozhimannil, K. (2019). Differences in social 

isolation and its relationship to health by rurality. The Journal of Rural Health, 

35(4), 540-549. https://doi.org/10.1111/jrh.12344 

Hepburn, A., & Brown, S. D. (2001). Teacher stress and management of accountability. 

Human Relations, 56(6), 691-715. https://doi.org/10.1177/0018726701546001 

https://www.nber.org/system/files/working_papers/w8599/w8599.pdf
https://www.futureofchildren.org/usr_doc/7_04.pdf
https://www.researchgate.net/profile/Rima-Bahous/publication/44829099_Multilingualism_and_education/links/02bfe512f9ac16c66a000000/Multilingualism-and-education.pdf#page=239
https://www.researchgate.net/profile/Rima-Bahous/publication/44829099_Multilingualism_and_education/links/02bfe512f9ac16c66a000000/Multilingualism-and-education.pdf#page=239
https://www.researchgate.net/profile/Rima-Bahous/publication/44829099_Multilingualism_and_education/links/02bfe512f9ac16c66a000000/Multilingualism-and-education.pdf#page=239
https://doi.org/10.1111/j.1467-9523.2004.00264.x
https://doi.org/10.35608/ruraled.v32i3.425
https://doi.org/10.1111/jrh.12344
https://doi.org/10.1177/0018726701546001


77 

 

Higgins, J. (2008). Push and pull factors. Heritage: New Foundland & Labrador. https:// 

www.heritage.nf.ca/articles/society/push-pull-factors.php#:~:text=Push% 20 

factors%20encourage%20people%20to,is%20an%20effective%20pull%20factor. 

Hughes, D., & DuMont, K. (1993). Using focus groups to facilitate culturally anchored 

research. American Journal of Community Psychology, 21(6). 

https://doi.org/10.1007/978-1-4615-0565-5_11 

Ingersoll, R. M. (2004). Why do high-poverty schools have difficulty staffing their 

classrooms with qualified teachers? Renewing Our Schools, Securing Our Future-

A National Task Force on Public Education; Joint Initiative of the Center for 

American Progress and the Institute for America's Future. 

https://repository.upenn.edu/gse_pubs/493 

Ingersoll, R., & May, H. (2012). The magnitude, destinations, and determinants of 

mathematics and science teacher turnover. Educational Evaluation and Policy 

Analysis, 34(4), 435-464. 

Irvin, M. J., Kunz, G. M., Starrett, A., & Harrist, J. (2020). Recruitment and retention of 

teachers in rural South Carolina. https://sc-teacher.org/wp-content/uploads/2020/ 

04/ RuralRecruitmentWP_2020.pdf 

Islam, F. (2012). Understanding pre-service teacher education discourses in communities 

of practice: A reflections from an intervention in rural South Africa. Perspectives 

in Education, 30(1), 19-29. https://journals.ufs.ac.za/index.php/pie/article/ 

view/1729 

Israel, B. A., Schulz, A. J., Parker, E. A., & Becker, A. B. (1998). Review of community-

based research: Assessing partnership approaches to improve public health. 

https://doi.org/10.1007/978-1-4615-0565-5_11
https://repository.upenn.edu/gse_pubs/493
https://sc-teacher.org/wp-content/uploads/2020/%2004/%20RuralRecruitmentWP_2020.pdf
https://sc-teacher.org/wp-content/uploads/2020/%2004/%20RuralRecruitmentWP_2020.pdf
https://journals.ufs.ac.za/index.php/pie/article/%20view/1729
https://journals.ufs.ac.za/index.php/pie/article/%20view/1729


78 

 

Annual Review of Public Health, 19, 173– 202. 

https://doi.org/10.1146/annurev.publhealth.19.1.173 

Jenkins, K., & Cornish, L. (2015). Preparing pre-service teachers for rural appointments. 

 Australian and International Journal of Rural Education, 25(2) 14-27.  

https://doi.org/10.47381/aijre.v25i2.13 

 Jessen, S., Fairman, J., Fallona, C., & Johnson, A. (2020). Considering grow-your- 

own (GYO) models by examining existing teacher preparation programs in 

Maine. Center for Education Policy, Applied Research, and Evaluation. 

https://files.eric.ed.gov/fulltext/ED606747.pdf 

Jimerson, L. (2003). The competitive disadvantage: Teacher compensation in rural 

America. Policy Brief. https://files.eric.ed.gov/fulltext/ED474248.pdf 

Jimerson, L (2006). The hobbit effect: Why small works in public schools. Rural trust 

policy brief series on rural education. Rural School and Community Trust. 

https://files.eric.ed.gov/fulltext/ED497985.pdf 

Johnson, S. M., Kardos, S. M., Kauffan, D., Liu, E., & Donaldson, M. L. (2004). The 

support gap: New teachers’ early experiences in high-income and low-income 

schools. Education Policy Analysis Archives, 12(61). 

https://doi.org/10.14507/epaa.v12n61.2004 

Johnson J. & Howley C. B. (2015). Contemporary federal education policy and rural 

schools: Acritical policy analysis. Peabody Journal of Education, 90(2), 224-241. 

https://files.eric.ed.gov/fulltext/ED497981.pdf 

Johnson, A., Kuhfeld, M., & Soland, J. (2022). The forgotten 20 percent: Achievement 

and growth rural school across the nation. The Center for School ad Student 

Progress at NWEA Research Brief. https://doi.org/10.1177/23328584211052046 

https://doi.org/10.1146/annurev.publhealth.19.1.173
https://doi.org/10.47381/aijre.v25i2.13
https://files.eric.ed.gov/fulltext/ED606747.pdf
https://files.eric.ed.gov/fulltext/ED474248.pdf
https://files.eric.ed.gov/fulltext/ED497985.pdf
https://doi.org/10.14507/epaa.v12n61.2004
https://files.eric.ed.gov/fulltext/ED497981.pdf
https://doi.org/10.1177/23328584211052046


79 

 

Johnson, L. D., Mitchel, A. L., & Rotherham, A. J. (2014). Federal education policy in 

rural America. Rural Opportunities Consortium of Idaho. https://bellwether 

education.org/sites/default/files/ROCI_2014FedEdPolicy_Final.pdf 

Kearney, W., Murakami, E., Bunch, K., Viamontes, C., & Campbell, A. (2018). 

Leadership advocacy towards teacher and student success: Addressing 

inequalities and opportunities in rural district. Rural Society, 27(2), 143-156. 

https://doi.org/10.1080/10371656.2018.1477512 

Kirshstein, R. J., Burger, A. R., Benatar, E., & Rhodes, D. (2004). Workforce contingent  

financial aid: How states link financial aid to employment. Lumina Foundation 

for Education. https://files.eric.ed.gov/fulltext/ED608288.pdf 

Kline, J., & Walker-Gibbs, B. (2015). Graduate teacher preparation for rural schools in 

Victoria and Queensland. Australian Journal of Teacher Education, 40(3), 68-88.  

 https://doi.org/10.14221/ajte.2014v40n3.5 

Krakehl, R., Kelly, A. M., Sheppard, K., & Palermo, M. (2020). Physics teacher 

isolation, contextual characteristics, and student performance. Physical Review 

Physics Education Research, 16(2), 020117. https://journals.aps.org/prper/pdf/ 

10.1103/PhysRevPhysEducRes.16.020117 

Lankford, H., Loeb, S., & Wyckoff, J. (2002). Teacher sorting and the plight of urban 

schools: A descriptive analysis. Educational Evaluation and Policy Analysis, 

24(1), 37-62. https://doi.org/10.3102/0162373702400103 

Lavalley, M. (2018) Out of the loop: Rural schools are largely left out of research and 

policy discussions, exacerbating poverty, inequality, and isolation. National 

https://doi.org/10.1080/10371656.2018.1477512
https://files.eric.ed.gov/fulltext/ED608288.pdf
https://doi.org/10.14221/ajte.2014v40n3.5
https://journals.aps.org/prper/pdf/%2010.1103/PhysRevPhysEducRes.16.020117
https://journals.aps.org/prper/pdf/%2010.1103/PhysRevPhysEducRes.16.020117
https://doi.org/10.3102/0162373702400103


80 

 

School Boards Association, Center for Public Education. 

https://nbsa.org/News/2018/Out-of-the-Loop. 

Leithwood K., & Jantzi, D. (2009). A review of empirical evidence about school size 

effects: A policy perspective. Review of Educational Research, 79(1), 464-490. 

https://www.sd68.bc.ca/Documents/10-Year%20Enhanced%20Facilities% 

20Plan/ResearchOnEffects-School%20Size.pdf 

Leithwood, K., & McAdie, P. (2007). Teacher working conditions that matter. Education  

 Canada, 47(2), 42-45. https://www.edcan.ca/wp-content/uploads/EdCan-2007-

v47-n2-Leithwood.pdf 

Lemke, J. C. (1994). Teacher induction in rural and small school districts [Conference 

session]. Annual National Conference of the American Council on Rural Special 

Education, Austin, TX, United States. https://files.eric.ed.gov/fulltext/ED369589. 

pdf 

Liu, Y., Keeling, K., & Papamichail, K. (2016). Maximising the credibility of realistic 

job preview messages: The effect of jobseekers' decision-making style on 

recruitment information credibility. International Journal of Human Resource 

Management, 29(7) 1330-1364. https://doi.org/10.1080/09585192.2016.1203347 

Loeb, S., & Luczak, L. D. H. (2013). How teaching conditions predict: Teacher turnover 

in California schools. In Rendering school resources more effective (pp. 48-99). 

Routledge. https://www.classsizematters.org/wp-content/uploads/2016/09/loeb-et-

al.pdf  

https://nbsa.org/News/2018/Out-of-the-Loop
https://www.sd68.bc.ca/Documents/10-Year%20Enhanced%20Facilities%25%2020Plan/ResearchOnEffects-School%20Size.pdf
https://www.sd68.bc.ca/Documents/10-Year%20Enhanced%20Facilities%25%2020Plan/ResearchOnEffects-School%20Size.pdf
https://www.edcan.ca/wp-content/uploads/EdCan-2007-v47-n2-Leithwood.pdf
https://www.edcan.ca/wp-content/uploads/EdCan-2007-v47-n2-Leithwood.pdf
https://files.eric.ed.gov/fulltext/ED369589.%20pdf
https://files.eric.ed.gov/fulltext/ED369589.%20pdf
https://doi.org/10.1080/09585192.2016.1203347
https://www.classsizematters.org/wp-content/uploads/2016/09/loeb-et-al.pdf
https://www.classsizematters.org/wp-content/uploads/2016/09/loeb-et-al.pdf


81 

 

Loeb, S., & Myung, J. (2020). Economic approaches to teacher recruitment and retention. 

The Economics of Education. Academic Press. 

https://www.doi.org/10.1016/B978-0-12-815391-8.00029-X 

Loeb, S., Darling-Hammond, L., & Luczak, J. (2005). How teaching conditions predict 

teacher turnover in California schools. Peabody Journal of Education, 80(3), 44-

70. https://doi.org/10.1207/s15327930pje8003_4 

Loeb, S., Kalogrides, D., & Beteille, T. (2012). Effective schools: Teacher hiring, 

assignment, development, and retention. Education Finance and Policy, 7(3), 

269-304. https://doi.org/10.1162/edfp_a_00068 

Lyons, T. (2009). Teachers' motivation for working in rural schools. In improving equity 

in education: Proceedings of the International Symposium for Innovation in 

Education. 167-177. https://simerr.une.edu.au/ISFIRE/pages/ISFIRE_ 

proceedings.pdf#page=174 

Mahan, C. A. (2010). Home-grown teachers: Will their rural roots keep them in 

Virginia's rural schools? [Doctoral dissertation, Virginia Commonwealth 

University]. Proquest. https://scholarscompass.vcu.edu/cgi/viewcontent.cgi? 

article=3081&context=etd 

Maiden, J., & Stearns, R. (2007). Fiscal equity comparisons between current and capital  

education expenditures and between rural and non-rural schools in Oklahoma. 

Journal of Educational Finance, 33(2), 147-169. 

https://www.jstor.org/stable/40704403 

Malhoit, G. C. (2005). Providing rural students with a high quality education: The rural  

https://www.doi.org/10.1016/B978-0-12-815391-8.00029-X
https://doi.org/10.1207/s15327930pje8003_4
https://doi.org/10.1162/edfp_a_00068
https://simerr.une.edu.au/ISFIRE/pages/ISFIRE_%20proceedings.pdf#page=174
https://simerr.une.edu.au/ISFIRE/pages/ISFIRE_%20proceedings.pdf#page=174
https://scholarscompass.vcu.edu/cgi/viewcontent.cgi?%20article=3081&context=etd
https://scholarscompass.vcu.edu/cgi/viewcontent.cgi?%20article=3081&context=etd
https://www.jstor.org/stable/40704403


82 

 

perspective on the concept of educational adequacy. The Rural School and 

Community Trust. https://files.eric.ed.gov/fulltext/ED497989.pdf 

Maranto, R., & Shuls, J. V. (2013). How do we get them to the farm? Efforts to improve 

rural teacher recruitment and retention in Arkansas. Rural Educator, 34(1), 34-41. 

https://doi.org/10.35608/ruraled.v34il.406 

Martin, A. (2007). The use of diversified compensation system to address equitable 

teacher distribution. Issue paper. June 2007. 

http://www.ecs.org/clearinghouse/74/77/7477.pdf 

Masadeh, M. A. (2012). Focus group: Reviews and practices. International Journal of 

Applied Science and Technology, 2(10). 

http://ijastnet.com/journals/Vol_2_No_10_December_2012/9.pdf 

Masinire, A., Maringe, F., & Nkambule, T. (2014). Education for rural development:  

Embedding rural dimensions in initial teacher preparation. Perspectives in 

Education, 32(3), 146-158. https://scholar.ufs.ac.za/bitstream/handle/11660/3627/ 

persed_v32_n3_a11.pdf?sequence=1&isAllowed=y 

McClure, C., & Reeves, C. (2004). Rural teacher recruitment and retention review of the  

 research and practice Literature. Appalachia Educational Laboratory. 

https://files.eric.ed.gov/fulltext/ ED484967.pdf 

Mikalsen, M. F. (2021). Drop-out teachers: Student composition and teacher mobility and 

attrition in lower secondary schools. [Master thesis, University of Oslo]. UiO 

https://www.duo.uio.no/bitstream/handle/10852/87600/1/MA_thesis_Mikalsen_2

021.pdf 

https://files.eric.ed.gov/fulltext/ED497989.pdf
https://doi.org/10.35608/ruraled.v34il.406
http://www.ecs.org/clearinghouse/74/77/7477.pdf
http://ijastnet.com/journals/Vol_2_No_10_December_2012/9.pdf
https://scholar.ufs.ac.za/bitstream/handle/11660/3627/%20persed_v32_n3_a11.pdf?sequence=1&isAllowed=y
https://scholar.ufs.ac.za/bitstream/handle/11660/3627/%20persed_v32_n3_a11.pdf?sequence=1&isAllowed=y
https://files.eric.ed.gov/fulltext/%20ED484967.pdf
https://www.duo.uio.no/bitstream/handle/10852/87600/1/MA_thesis_Mikalsen_2021.pdf
https://www.duo.uio.no/bitstream/handle/10852/87600/1/MA_thesis_Mikalsen_2021.pdf


83 

 

Miller, L. C. (2012). Situating the rural teacher labor market in the broader context: A 

descriptive analysis of the market dynamics in New York State. Journal of 

Research in Rural Education (Online), 27(13), 1. https:/web.archive.org/ 

web/20200112085535id /http://jrre.psu.edu/wp-content/uploads/2014/02/27-

13.pdf 

Monk, D. H. (2007). Recruiting and retaining high-quality teachers in rural areas. The  

Future of Children, 17(1), 155-174. https://doi.org/10.1353/foc.2007.0009 

Montgomery, M. R. (2010). Small rural school districts in Nebraska: A case study of 

challenges and solutions. [Doctoral dissertation; University of Nebraska]. Digital 

Commons @University of Lincoln-Nebraska. https://jrre.psu.edu/sites/ 

default/files/2019-06/34-1.pdf 

Moreno, G. (2023, May 26). Paving the way: The rural school network. 

https://www.utdanacenter.org/blog/paving-way-rural-school-network 

Morgan, D. L. (1996). Focus groups. Annual Review of Sociology,22, 129– 152. 

https://doi.org/ 10.1007/978-3-642-60599-4_10 

Murnane, R. J., & Olsen, R. J. (1990). The effects of salaries and opportunity costs on 

length of stay in teaching: Evidence from North Carolina. Journal of Human 

Resources, 25(1), 106-124. https://doi.org/10.2307/1926983 

National Center for Education Statistics. (2016, May). The condition of education 2016.  

https://nces.ed.gov/pubs2016/2016144.pdf 

Osterholm, K., Horn, D., & Johnson, W. (2006). Finders keepers: Recruiting and 

retaining teachers in rural schools. National Forum of Teacher Education Journal, 

17(3), 10-12. http://www.nationalforum.com/Electronic%20Journal%20V 

file:///C:/Users/nsaxton/Downloads/%09https:/web.archive.org/web/20200112085535id_/http:/jrre.psu.edu/wp-content/uploads/2014/02/27-13.pdf
file:///C:/Users/nsaxton/Downloads/%09https:/web.archive.org/web/20200112085535id_/http:/jrre.psu.edu/wp-content/uploads/2014/02/27-13.pdf
file:///C:/Users/nsaxton/Downloads/%09https:/web.archive.org/web/20200112085535id_/http:/jrre.psu.edu/wp-content/uploads/2014/02/27-13.pdf
https://doi.org/10.1353/foc.2007.0009
https://jrre.psu.edu/sites/%20default/files/2019-06/34-1.pdf
https://jrre.psu.edu/sites/%20default/files/2019-06/34-1.pdf
https://www.utdanacenter.org/blog/paving-way-rural-school-network
https://nces.ed.gov/pubs2016/2016144.pdf
http://www.nationalforum.com/Electronic%20Journal%20V%20olumes/Osterholdm,%20%20Karen,%20Finders%20Keepers%20-%20%20Recruiting%20and%20Retaining%20%20Teachers%20in%20Rural%20Schools.pdf


84 

 

olumes/Osterholdm, %20Karen,%20Finders%20Keepers%20-%20 

Recruiting%20and%20Retaining %20Teachers%20in%20Rural%20Schools.pdf 

Ovenden-Hope, T. & Passy, R. (2019). Educational isolation: A challenge for schools in  

England. Plymouth University and Cornwall College Group. https://marjon. 

repository.guildhe.ac.uk/id/eprint/17357/1/Education%20Isolation%20Report_Ov

enden-Hope.pdf 

Oyen, K., & Schweinle, A. (2020). Addressing teacher shortages in rural America: What 

factors encourage teachers to consider teaching in rural settings? Rural Educator, 

41(3), 12-25. https://doi.org/10.35608/ruraled.v41i3.923 

Pan, D (2006, February). How well do we pay our teacher? Insight on educational policy,  

practice and research. SEDL. https://www.sedl.org/policy/insights/n19.3.html 

Pan, G. (2019). The push-pull theory and motivations of Jewish refugees. In: A study of 

Jewish refugees in China (1933–1945). Springer, Singapore. 

https://doi.org/10.1007/978-981-13-9483-6_9 

Player, D. (2015). The supply and demand for rural teachers. Rural Opportunities  

Consortium of Idaho. https://silo.tips/download/the-supply-and-demand-for-rural-

teachers 

Podolsky, A., Kini, T., Bishop, J., & Darling-Hammond, L. (2017). Sticky schools: How 

to find and keep teachers in the classroom. Phi Delta Kappan, 98(8), 19-25. 

https://doi.org/10.1177/0031721717708290 

Premack, S. L., & Wanous, J. P. (1985). A meta-analysis of realistic job preview 

experiments. Journal of Applied Psychology, 70(4), 706-719. 

https://doi.org/10.1037/0021-9010.70.4.706 

http://www.nationalforum.com/Electronic%20Journal%20V%20olumes/Osterholdm,%20%20Karen,%20Finders%20Keepers%20-%20%20Recruiting%20and%20Retaining%20%20Teachers%20in%20Rural%20Schools.pdf
http://www.nationalforum.com/Electronic%20Journal%20V%20olumes/Osterholdm,%20%20Karen,%20Finders%20Keepers%20-%20%20Recruiting%20and%20Retaining%20%20Teachers%20in%20Rural%20Schools.pdf
https://doi.org/10.35608/ruraled.v41i3.923
https://www.sedl.org/policy/insights/n19.3.html
https://doi.org/10.1007/978-981-13-9483-6_9
https://silo.tips/download/the-supply-and-demand-for-rural-teachers
https://silo.tips/download/the-supply-and-demand-for-rural-teachers
https://doi.org/10.1177/0031721717708290
https://doi.org/10.1037/0021-9010.70.4.706


85 

 

Proffit, A. C., Sale, R., P., Alexander, A. E., & Andrews R. S. (2002). The Appalachian 

Model Teaching Consortium: A community and learning model for rural 

Appalachian teacher preparation. The Rural Educator, 26(1). 

https://doi.org/10.35608/ruraled.v26i1.518 

Radojevich-Kelley, N., & Hoffman, D. L. (2012). Analysis of accelerator companies: An 

exploratory case study of their programs, processes, and early results. Small 

Business Institute Journal, 8(2), 54-70. 

Rahman, M. S. (2020). The advantages and disadvantages of using qualitative and 

quantitative approaches and methods in language testing and assessment research: 

A literature review. https://doi.org/10.5539.jel.v6n1p102 

Redding, S., & Walberg, H. J. (2012). Promoting learning in rural schools. Academic 

 Development Institute. https://files.eric.ed.gov/fulltext/ED573693.pdf 

Reid, J. A., Green, B., Cooper, M., Hastings, W., Lock, G., & White, S. (2010). 

Regenerating rural social space teacher education for rural-regional sustainability. 

Australian Journal of Education, 54(3), 262-276. https://researchoutput. 

csu.edu.au/ws/portalfiles/portal/8783671/23590manuscript.pdf 

Reimers, F. (2000). Unequal schools, unequal chances: The challenges to equal 

opportunity in the Americas (Vol. 5). Harvard University Press.  

Rice, S. M. (2010). Getting our best teachers into disadvantaged schools: Differences in 

the professional and personal factors attracting more effective and less effective 

teachers to a school. Educational Research for Policy and Practice, 9(3), 177-

192. https://doi.org/10.1007/s10671-010-9085-2 

Riessman, C. K. (2008). Narrative methods for the human sciences. Sage Publishing. 

https://doi.org/10.35608/ruraled.v26i1.518
https://doi.org/10.5539.jel.v6n1p102
https://files.eric.ed.gov/fulltext/ED573693.pdf
https://doi.org/10.1007/s10671-010-9085-2


86 

 

Rogers-Ard, R., Knaus, C., Bianco, M., Brandehoff, R., & Gist, C. D. (2019). The grow 

your own collective: A critical race movement to transform education. Teacher 

Education Quarterly, 46(1), 23-34. 

https://files.eric.ed.gov/fulltext/EJ1202461.pdf 

Rowland, C., & Coble, C. (2005). Targeting teacher recruitment and retention policies 

for at-risk schools. Policy issues. Number 20. Learning Point Associates/North 

Central Regional Educational Laboratory (NCREL). 

https://files.eric.ed.gov/fulltext/ED489524.pdf 

Sankar, P., & Jones, N. L. (2007). Semi-structured interviews in bioethics research. In 

Empirical methods for bioethics: A primer (Vol. 11, pp. 117-136). Emerald Group 

Publishing Limited. https://www.researchgate.net/profile/Susan-Goold/ 

publication/235261342_Deliberative_Procedures_in_Bioethics/links/600ef172928

51c13fe362567/Deliberative-Procedures-in-Bioethics.pdf#page=128 

Shah, I. A., Fakhr, Z., Ahmad, M. S., & Zaman, K. (2010). Measuring push, pull and 

personal factors affecting turnover intention: a case of university teachers in 

Pakistan. Review of Economic and Business studies, 3(1), 167-192. 

https://core.ac.uk/reader/6919830 

Shadreck, M. (2012). Quality rural secondary school education in Zimbabwe: Challenges 

and remedies. Journal of emerging trends in Educational Research and Policy 

studies, 3(5), 768. https://educationdocbox.com/Special_Education/65982910-

Quality-rural-secondary-school-education-in-zimbabwe-challenges-and-

remedies.html 

Shibly, S. A. (2019). Mapping the holistic impacts of realistic job preview – Pre-

recruitment phase, post-recruitment phase and marketing spillover effect. Journal 

https://files.eric.ed.gov/fulltext/EJ1202461.pdf
https://files.eric.ed.gov/fulltext/ED489524.pdf
https://www.researchgate.net/profile/Susan-Goold/%20publication/235261342_Deliberative_Procedures_in_Bioethics/links/600ef17292851c13fe362567/Deliberative-Procedures-in-Bioethics.pdf#page=128
https://www.researchgate.net/profile/Susan-Goold/%20publication/235261342_Deliberative_Procedures_in_Bioethics/links/600ef17292851c13fe362567/Deliberative-Procedures-in-Bioethics.pdf#page=128
https://www.researchgate.net/profile/Susan-Goold/%20publication/235261342_Deliberative_Procedures_in_Bioethics/links/600ef17292851c13fe362567/Deliberative-Procedures-in-Bioethics.pdf#page=128
https://core.ac.uk/reader/6919830
https://educationdocbox.com/Special_Education/65982910-Quality-rural-secondary-school-education-in-zimbabwe-challenges-and-remedies.html
https://educationdocbox.com/Special_Education/65982910-Quality-rural-secondary-school-education-in-zimbabwe-challenges-and-remedies.html
https://educationdocbox.com/Special_Education/65982910-Quality-rural-secondary-school-education-in-zimbabwe-challenges-and-remedies.html


87 

 

of Organizational Psychology, 19(1), 70-78. https://doi.org/10.33423/jop. 

v19i1.1091 

Shikalepo, E. E. (2020). Challenges facing teaching at rural schools: A review of related  

literature. International Journal of Research and Innovation in Social Science, 

4(5), 211-215. https://www.rsisinternational.org/journals/ijriss/Digital-

Library/volume-4-issue-5/211-218.pdf 

Showalter, D., Hartman, S. L., Johnson, J., & Klein, B. (2019). Why rural matters 2018-

2019: The time is now. A report of the rural school and community trust. Rural 

School and Community Trust. https://files.eric.ed.gov/fulltext/ED604580.pdf 

SIS International Research. (n.d). Advantages of focus groups. 

https://www.sisinternational.com/advantages-of-focus-groups/ 

Skinner, E., Garreton, M. T., & Shultz, B. D. (2011). Grow your own teachers: 

Grassroots change for teacher education. Teachers College Press.  

Somekh, S. (2020, September, 29). Disadvantages of focus groups (and how to avoid 

them): The complete guide. https://www.revuze.it/blog/disadvantages-of-focus-

groups/ 

Springer, M. G., Swain, W. A., & Rodriguez, L. A. (2016). Effective teacher retention 

bonuses: Evidence from Tennessee. Educational Evaluation and Policy Analysis, 

38(2), 199-221. https://doi.org/10.3102/0162373715609687 

Stackhouse, J. (2011). Rural teacher collaboration, support, and job satisfaction: An 

analysis of one small school. [Doctoral dissertation, George Fox University]. 

Proquest. 

https://doi.org/10.33423/jop.%20v19i1.1091
https://doi.org/10.33423/jop.%20v19i1.1091
https://www.rsisinternational.org/journals/ijriss/Digital-Library/volume-4-issue-5/211-218.pdf
https://www.rsisinternational.org/journals/ijriss/Digital-Library/volume-4-issue-5/211-218.pdf
https://files.eric.ed.gov/fulltext/ED604580.pdf
https://www.sisinternational.com/advantages-of-focus-groups/
https://www.revuze.it/blog/disadvantages-of-focus-groups/
https://www.revuze.it/blog/disadvantages-of-focus-groups/
https://doi.org/10.3102/0162373715609687


88 

 

https://www.proquest.com/openview/f143da9fb29c57a3e670ccd92debe4a3/1?pq-

origsite=gscholar&cbl=18750 

Starr, K., & White, S. (2008). The small rural school principalship: Key challenges and 

cross-school responses. Journal of Research in Rural Education, 23(5), 1. 

https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=0b8e109d6bb 

5a20c1e837b7272931054834eac4e 

Sundeen, T. H., & Sundeen, D. M. (2013). Instructional technology for rural schools: 

Access and acquisition. Rural Special Education Quarterly, 32(2), 8-14. 

https://doi.org/10.1177/875687051303200203 

Texas Association of School Boards. (2022). Texas school finance system overview. 

TASB School Law eSource. https://www.tasb.org/services/legal-services/tasb-

school-law-esource/business/documents/texas-school-finance-system-

overview.aspx  

Texas Education Agency. (2023). District type glossary of terms 2015-16.  

https://tea.texas.gov/reports-and-data/school-data/district-type-data-

search/district-type-glossary-of-terms-2015-16 

Texas Education Agency. (2023). 2021-22 Texas academic performance reports.  

https://rptsvr1.tea.texas.gov/cgi/sas/broker?_service=marykay&_program=perfrep

t.perfmast.sas&_debug=0&ccyy=2022&lev=D&id=201913&prgopt=reports%2Ft

apr%2Fpaper_tapr.sas 

Towse, P., Kent, D., Osaki, F., & Kirua, N. (2002). Nongraduate teacher recruitment and 

retention: Some factors affecting teacher effectiveness in Tanzania. Teaching and 

https://www.proquest.com/openview/f143da9fb29c57a3e670ccd92debe4a3/1?pq-origsite=gscholar&cbl=18750
https://www.proquest.com/openview/f143da9fb29c57a3e670ccd92debe4a3/1?pq-origsite=gscholar&cbl=18750
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=0b8e109d6bb%205a20c1e837b7272931054834eac4e
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=0b8e109d6bb%205a20c1e837b7272931054834eac4e
https://doi.org/
http://dx.doi.org/10.1177/875687051303200203
https://tea.texas.gov/reports-and-data/school-data/district-type-data-search/district-type-glossary-of-terms-2015-16
https://tea.texas.gov/reports-and-data/school-data/district-type-data-search/district-type-glossary-of-terms-2015-16
https://rptsvr1.tea.texas.gov/cgi/sas/broker?_service=marykay&_program=perfrept.perfmast.sas&_debug=0&ccyy=2022&lev=D&id=201913&prgopt=reports%2Ftapr%2Fpaper_tapr.sas
https://rptsvr1.tea.texas.gov/cgi/sas/broker?_service=marykay&_program=perfrept.perfmast.sas&_debug=0&ccyy=2022&lev=D&id=201913&prgopt=reports%2Ftapr%2Fpaper_tapr.sas
https://rptsvr1.tea.texas.gov/cgi/sas/broker?_service=marykay&_program=perfrept.perfmast.sas&_debug=0&ccyy=2022&lev=D&id=201913&prgopt=reports%2Ftapr%2Fpaper_tapr.sas


89 

 

Teacher Education, 18(6), 637-652. https://doi.org/10.1016/S0742-

051X(02)00024-00 

Tran, H., Smith, D. A., & Fox, E. C. (2018). Perspectives of potential and current 

teachers for rural teacher recruitment and retention. Center for Innovation in 

Higher Education report. https://www.researchgate.net/profile/Henry-Tran-

12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for

_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/P

erspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-

and-Retention.pdf 

Ulferts, J. D. (2016). A brief summary of teacher recruitment and retention in the smallest 

Illinois rural schools. Rural Educator, 37(1), 14-24. 

https://files.eric.ed.gov/fulltext/EJ1225312.pdf 

United States Census Bureau. (2022, May 18). Per pupil spending continues to increase 

in 2020. https://census.gov/newsroom/press-release/2022/per-pupil-spending.html 

Valenzuela, A. (2017). Grow your own educator programs: A review of literature with an  

emphasis on equity-based approaches. Intercultural Development Research 

Association. http://www.idraeacsouth.org/wp-content/uploads/2017/12/Grow-

Your-Own-Educator-Programs-Lit-Review-IDRA-EAC-South-2017.pdf 

Wallace, A., & Boylan, C. R. (2009). Reviewing the rural lens in education policy and 

practice. Education in Rural Australia 19, 23-30. https://researchoutput.csu. 

edu.au/ws/portalfiles/portal/8729380/0999007631Published+article.pdf 

Watts, J. (2016). An exploration of teacher retention in rural school districts in eastern 

Kentucky. Education Science. http://dx.doi.org/10.13023/ETD.2016.212 

https://doi.org/10.1016/S0742-051X(02)00024-00
https://doi.org/10.1016/S0742-051X(02)00024-00
https://www.researchgate.net/profile/Henry-Tran-12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/Perspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-and-Retention.pdf
https://www.researchgate.net/profile/Henry-Tran-12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/Perspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-and-Retention.pdf
https://www.researchgate.net/profile/Henry-Tran-12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/Perspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-and-Retention.pdf
https://www.researchgate.net/profile/Henry-Tran-12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/Perspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-and-Retention.pdf
https://www.researchgate.net/profile/Henry-Tran-12/publication/328175803_Perspectives_of_Potential_and_Current_Teachers_for_Rural_Teacher_Recruitment_and_Retention/links/5c43a6ab299bf12be3d54fbc/Perspectives-of-Potential-and-Current-Teachers-for-Rural-Teacher-Recruitment-and-Retention.pdf
https://files.eric.ed.gov/fulltext/EJ1225312.pdf
https://census.gov/newsroom/press-release/2022/per-pupil-spending.html
http://www.idraeacsouth.org/wp-content/uploads/2017/12/Grow-Your-Own-Educator-Programs-Lit-Review-IDRA-EAC-South-2017.pdf
http://www.idraeacsouth.org/wp-content/uploads/2017/12/Grow-Your-Own-Educator-Programs-Lit-Review-IDRA-EAC-South-2017.pdf
http://dx.doi.org/10.13023/ETD.2016.212


90 

 

White, S. (2011). Preparing pre-service teachers for rural teaching: A new approach.  

International Journal of Practical Experiences in Professional Education, 9(1), 

14-19. https://files.eric.ed.gov/fulltext/EJ1127708.pdf 

White, S., & Kline, J. (2012). Developing a rural teacher education curriculum package. 

The Rural Educator, 33(2), 36-43. https://doi.org/10.35608/ruraled.v33i2.417 

Wilder, F. (2023, August). Rural school districts are facing financial ruin. Some state 

officials prefer it that way. https://www.texasmonthly.com/news-politics/rural-

school-districts-are-facing-financial-ruin-some-state-officials-prefer-it-that-way/ 

Williams, S. M., Swain, W. A., & Graham, J. A. (2021). Race, climate, and turnover: An 

 examination of the teacher labor market in rural Georgia. AERA Open, 7 

 https://doi.org/10.1177/2332858421995514 

Yin, R. K. (1992). The case study method as a tool for doing evaluation. Current  

Sociology, 40(1), 121-137. https://doi.org/10.1177/001139292040001009 

Ylimaki, R., Moyi, P., Gause, S., Hardie, S., & Tran, H. (2020). Leveraging the 

perspectives of rural educators to develop realistic job previews for rural teacher 

recruitment and retention. The Rural Educator, 41(2), 31-46. 

https://doi.org/10.35608/ruraled.v41i2.866 

 

https://files.eric.ed.gov/fulltext/EJ1127708.pdf
https://doi.org/10.35608/ruraled.v33i2.417
https://www.texasmonthly.com/news-politics/rural-school-districts-are-facing-financial-ruin-some-state-officials-prefer-it-that-way/
https://www.texasmonthly.com/news-politics/rural-school-districts-are-facing-financial-ruin-some-state-officials-prefer-it-that-way/
https://doi.org/10.1177/2332858421995514
https://doi.org/10.35608/ruraled.v41i2.866

