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ABSTRACT

DONNA LYNN MCCULLOUGH ALEXANDER
THE TEACHING FELLOWS-NEW TEACHER PROJECT: A CASE STUDY IN A
RURAL SOUTHEASTERN STATE
Under the direction of OLIVIA M. BOGGS, Ed.D.

Ensuring that every classroom is staffed with a high-quality teacher is the 

responsibility of educational leaders across the nation (Smith & Schmidt, 2012; Strong, 

2011). There is a pronounced shortage of high-quality teachers in urban and rural areas of 

the country where high levels of poverty exist (Hammer, Hughes, McClure, Reeves & 

Salgado, 2005; Levinson & Theisen-Home, 2015; Rosenberg, Christianson, & Hague, 

2015; Wilson, 2014; You, 2015). Leithwood, Louis, Anderson, & Whalstrom, (2004) 

assert that having a quality teacher is the most influential in-school factor in student 

success. In response to the aforementioned, many states began creating alternative routes 

to teacher preparation in the early 1980’s (Feistritzer, 2009). The purpose of the study 

was to explore the perceived utility and durability of a structured teacher development 

program for staffing and sustaining quality teachers in high-needs rural school districts.

A qualitative research design with a case study approach was used to address the 

four research questions: What is the perception of the state agency representatives on the 

inputs and outputs of TNTP's alternative certification program as a reform effort? What 

are the perceptions of TNTP Fellows of their transformational process while in the



program? What are the perceptions of school district level staff on the inputs and outputs 

of TNTP within their particular school system? What are the perceptions of the state 

agency representatives, TNTP Fellows, and school district level staff on the sustainability 

of TNTP's model as a reform effort for rural/hard to staff schools? The researcher 

conducted semi-structured one-on-one interviews with each of the six participants in an 

effort to ascertain perception data. In addition, twenty-eight documents were analyzed. 

The Open Systems Theory developed by von Bertalanffy (1950) and adapted for 

organizations by Katz and Khan (1978) was the theoretical framework used as a lens for 

the study.

The findings from the study included nine emergent themes identified by the 

researcher that include Quality of Life, Strategic Recruitment, Rigorous Selection 

Process, Collaborative Culture, Supportive Structure, Evaluation, Effectiveness, 

Sustainability, and Policy Implications. These are presented in two categories: Principles 

and Practices. The combination of Principles and Practices together answered the four 

research questions.



CHAPTER 1 

INTRODUCTION TO THE STUDY 

Having a quality teacher in the classroom is widely accepted as the most 

influential school factor in student achievement (Adler, 2015; Goldhaber, 2002; Jacob, 

Lefgren & Sims, 2010; Rothstein, 2010). This assertion was shared by Fallon as he 

testified at the Congressional hearing, Preparing Teachers for the Classroom: The Role of 

the Higher Education Act and NCLB (2007), and has permeated through the world of 

education (Seiz, Voss, & Kunter, 2015). Ashiedu and Scott-Ladd (2012) conducted a 

study using 20 years of school district data from 2.5 million students found that teachers 

have significant influence on student learning, specifically in grades four through eight. 

The study identified the long term influences high quality teachers have on student 

enrollment in postsecondary education, attendance at higher-ranked colleges, as well as 

salary potential, socioeconomic placement, and a decreased likelihood of teenage 

pregnancy. Educational leaders on the national, state, and local levels are faced with the 

responsibility of ensuring that every classroom is staffed with a high-quality teacher 

(Smith & Schmidt, 2012; Strong, 2011). This important task has always been a challenge; 

however it became more visible in the early 1980s as school districts around the nation 

began experiencing teacher shortages.

Issues of teacher shortages are not a new source of anxiety for school districts. An 

article published over a century ago reported on serious concerns expressed by principals
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and school boards over the shortage of well trained, thoroughly equipped, effective 

teachers to meet the needs of schools and children (McNeill, 1907). In 1918, the Journal 

of Education was urged to use its influence on the U.S. government to act on the 

problems of teacher shortages (Taylor, 1918). Early in the Twentieth Century, the 

National Education Association sent a survey to every district superintendent of schools 

in the United States to get feedback on the teacher shortage problem (Hugh, 1919).

The No Child Left Behind Act (NCLB) of 2001 illuminated the fact that in many 

areas of the United States there was a shortage of qualified school teachers, particularly 

in high poverty and rural communities (Beesley, Atwill, Blair, & Barley, 2010; 

Podgursky, 2006). In addition to the shortage of qualified educators, educational leaders 

were faced with the dilemma of recruitment and retention of effective teachers. In 

response, many states created alternative routes to teacher certification more than three 

decades ago to increase the quality and supply of the teaching force (Feistritzer, 2009, p. 

3). While alternative certification programs for teachers have existed since 1985, NCLB 

created a sense of urgency and need to increase the number of teachers prepared through 

alternative certification programs (Childre, 2014). According to Cochran-Smith and 

Power (2010), approximately one-fourth of new teachers in the United States are certified 

through an alternative route.

Rural school districts across the nation continue to struggle with recruiting and 

retaining high-quality teachers and principals, even with the development of alternate 

certification routes (Desoff, 2010; Goodpaster, Adedokun, & Weaver, 2012; Surface & 

Theobald, 2014). The inability of districts to recruit and sustain teachers in rural and 

remote locations is not a new phenomenon. Studies dating back to the 19th and early 20th
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Centuries present evidence of the historical antecedents of problems still faced by rural 

schools today, including inadequate fiscal support (Bancroft, 1890), chronic hiring 

challenges (Hinsdale, 1897), dismal building conditions (Riggs, 1905), and limited 

library resources (Rice, 1913). Thomas Smart (1920) found that at the beginning of the 

Twentieth Century, rural school districts were regularly losing their more experienced, 

better-trained and more ambitious teachers to cities and towns. Factors such as low 

salaries, geographic isolation, and a lack of social opportunities continue to keep high- 

quality teachers away from rural areas and attract them to larger urban districts (Monk, 

2007; Schwartzbeck, Prince, Redfleld, Morris, & Hammer, 2003). According to the 

National Center for Education Statistics, “slightly more than 33 percent of regular 

elementary and secondary public schools nationwide were in locations classified as rural” 

(2009b).

Background of the Study

To ensure confidentiality, the southeastern state used in this study will be referred 

to as XYZ throughout the dissertation; this also includes references to the associated 

Teaching Fellows program. According to the U. S. Office of Management and Budget 

and the Office of Rural Health Policy (2014), 54% of target state’s counties are 

considered rural. These rural communities suffer from inadequate health care, lower 

achieving school districts, lack of access to sustained employment, and other dilemmas 

related to drug trafficking and incarceration (McIntyre & Prince, 2015). Further, a recent 

study reported that while anxiety and mood disorders in the target state are similar to 

national levels, post-traumatic stress disorder (PTSD) and generalized anxiety disorder 

(GAD) occurred in rural counties at twice the national rates (Reeves, Lin, & Nater, 2013).



The instructional needs of rural public schools are tremendous and have frequently been 

overlooked in school improvement efforts (Allen, 2015; Ayers, 2011; Fusarelli & 

Militello, 2012; Strange, Johnson, Showalter, & Klein, 2012).

The Race to the Top Fund was a $4 billion grant provided by the federal 

government as part of the American Recovery and Reinvestment Act of 2009 

(Pub.L.l 11-5; Rabe, 2006). The purpose of the grant was to assist school districts in 

finding new methods to improve the quality of schools. More specifically, the grants 

were awarded for states to implement large-scale plans in the following four areas of 

reform: 1) recruiting, preparing, rewarding, and retaining effective teachers and 

principals, especially where they are needed most; 2) adopting standards and assessments 

that prepare students to succeed in college and the workplace and to compete in the 

global economy; 3) building data systems that measure student growth and success, and 

inform teachers and principals about how they can improve instruction; and 4) turning 

around our lowest-achieving schools. (XYZ Department of Education)

The target state’s application for this grant funding was accepted during the 

second phase of the federal government’s process. Twenty-six school districts or Local 

Education Agencies (LEA) in XYZ were written into the application and received 

funding as a result. However, the funding was not released until each entity submitted a 

Memorandum of Understanding (MOU) signed by the school district’s Superintendent 

and Board Chair. The twenty-six partner districts and LEAs include a cross-section of 40 

percent of public school students, forty-six percent of the state’s students in poverty, 

fifty-three percent of the state’s African-American students, forty-eight percent of 

Hispanic students, and sixty-eight percent of the lowest performing schools in the state of
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XYZ (Target State Department of Education). The school district sites were chosen 

because they were identified by the state department of XYZ as districts that have at least 

two schools on the Needs Improvement list based on Adequate Yearly Progress (AYP) 

and/or districts that have schools that were receiving the School Improvement Grant 

(SIG). Of the twenty-six partner districts, ten are considered rural according to the 

National Center for Education Statistics (2014).

Connected to each of the four areas of reform were mandated programs and/or 

partners to assist in attaining the reform goals. For the purpose of this study, turning 

around lowest-performing schools was the research focus aligned with the Race to the 

Top grant. The target state chose to partner with the Communities in Schools (CIS), 

Teach for America (TFA), and The New Teacher Project (TNTP) organizations to assist 

in improving designated low-performing schools and school districts. The New Teacher 

Project (TNTP) was chosen to address the needs of the under-performing rural school 

districts. According to the XYZ Department of Education’s Scope of Services (2011): 

“The New Teacher Project (TNTP), a national non-profit organization, will help the State 

of XYZ strengthen the effectiveness of new teacher hires and ensure the highest-need 

subject areas and schools in four rural areas are staffed with excellent teachers.” (p.l)

The New Teacher Project (TNTP) operates through the XYZ Teaching Fellows (XYZ 

TF) program, which was responsible for the recruitment, selection, and training of 

teachers in rural and urban schools identified as hard-to-staff. This grant-funded 

partnership spanned over the course of five years from 2010-2015 focusing on critical 

shortage teaching areas.
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Statement of the Problem

There is a persistent shortage of high-quality teachers in hard-to-staff schools 

across the nation (Amrein-Beardsley, 2012; Clark, Constantine, & Chiang, 2013;

Levinson & Theisen-Home, 2015; Wilson, 2014; You, 2015). This problem is amplified 

in urban and rural areas of the country (Jacob, 2007; Hammer, Hughes, McClure, Reeves 

& Salgado, 2005; Rosenberg, Christianson, & Hague, 2015). Research reveals that rural 

schools educate between one-fourth and one-third of U.S. students and face significant 

problems of poverty, substance abuse, inexperienced or inadequately trained teachers, 

and deficiencies in federal funding and policies (Blitz, Kida, Gresham, & Bronstein,

2013; Eargle, 2013; Lewis, 1992). Hard-to-staff schools in rural areas are described as 

having fewer resources, lower teacher salaries and geographic amenities, high rates of 

poverty, isolation, and high turnover, as well as a high number of new yet inexperienced 

teachers (Giesen, Olivera, & Marianov, 2015; NEA, 2013; Rosenberg, Christianson, & 

Hague, 2015). This shortage of high-quality teachers spans beyond geographic location 

and includes subject content areas (Swanson, 2011). Educational leaders are responsible 

for ensuring that every classroom is staffed with a high-quality teacher so that student 

achievement increases and students are able to compete in a global society (Calik,

Sezgin, Kavgaci, & Kilinc, 2012; Quint, Akey, Rappaport, Willner & Corp, 2007).

While student achievement generally refers to performance on standardized tests, 

(Department of Education, 2014) the critical thinking and content mastery skills teachers 

equip their students with not only, enables them to achieve high scores, but to be 

successful in postsecondary education and/or a career path.
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The Center for American Progress (2004) asserts that, "The failure to ensure that 

the nation's classrooms, especially those in disadvantaged schools, are all staffed with 

qualified teachers is one of the most important problems in contemporary American 

education" (p.2). Surveys have confirmed that a shortage of qualified teachers in the 

fields of mathematics, science, and special education, particularly in urban and rural 

schools exists (Center for American Progress and the Institute for America's Future, 

2004). This study explored the dearth of qualified teachers placed in high-needs schools, 

in rural areas of the country.

Purpose of the Study

The purpose of the study was to explore the perceived utility and durability of a 

structured teacher development program for staffing and sustaining quality teachers in 

high-needs rural school districts. The research was explored from the perspectives of 

cohort participants, program executives, school district leaders, and state level executives. 

Specifically, the study sought to gain insight into the components, policies, and processes 

used in an alternative teacher development program targeted to meet the needs of rural 

school districts.

Research Questions

The following research questions were used to guide the study:

1. What is the perception of the state agency representatives on the inputs and 

outputs o f TNTP's alternative certification program as a reform effort?

2. What are the perceptions of TNTP Fellows o f their transformational process 

while in the program?

3. What are the perceptions of school district level staff on the inputs and outputs
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of TNTP within their particular school system?

4. What are the perceptions of the state agency representatives, TNTP Fellows, 

and school district level staff on the sustainability of TNTP's model as a 

reform effort for rural/hard to staff schools?

Theoretical Framework

Creswell (2007) writes, “in many approaches to qualitative research, the 

researcher uses interpretive and theoretical frameworks...good research requires making 

these assumptions, paradigms, and frameworks explicit in the writing of a study, and, at a 

minimum, to be aware that they influence the conduct of inquiry” (p. 15). For the 

purpose of this research study, the Open Systems Theory for organizations was used as 

the theoretical framework.

The Open Systems Theory emanated from the work of Biologist Ludwig von 

Bertalanflfy in the 1950s. Leading psychologists Katz and Khan, then applied the theory 

to an organizational model in their book The Social Psychology o f  Organizations (1978). 

Katz and Kahn suggested a theoretical framework that includes a system of 

interdependent inputs and outputs for organizations. Zagier Roberts (1994) posits that 

Open Systems Theory is based upon the premise that an organization is a unique entity 

and should be structured to fit the needs of the organization as well as recognizing 

geographic and cultural influences that influence employees. The framework for the 

Open Systems Theory includes four major components: “a) passionate and energetic 

inputs to the organization, b) the process of transforming these inputs within the 

organization, c) outputs in tune with the energy levels of the inputs; and d) reforming”



9

(Agarwal, 2013, p.l). In addition to the aforementioned components is the importance of 

the interdependence of the components in the system.

Procedures

Interpretive Social Science (ISS) is often used in qualitative research. Neuman 

(2006) defines ISS as “one of the three major approaches to social research that 

emphasizes meaningful social action, socially constructed meaning, and value relativism” 

(p. 87). ISS was appropriate for this research study because it is important to consider 

the context of the alternative certification program being studied. The unique needs of 

the school districts and program participants played a major role in the decision making 

process. Arguments for or against investing in a program of this nature varied from 

district to district. “An interpretive researcher wants to learn what is meaningful or 

relevant to the people being studied.. ..the researcher does this by getting to know a 

particular social setting and seeing it from the point of view of those in it” (Neuman,

2006, p.88).

This case study explored the circumstances surrounding a rural school district’s 

partnership with the XYZ Teaching Fellows -  The New Teacher Project, the components 

of the program, and the potential for sustaining the partnerships in the future. The 

researcher employed a qualitative case study methodology to examine the selected school 

district that was partnering with the XYZ Teaching Fellows, supplemented by the Race to 

the Top grant. “Thus, case study research involves the study of an issue explored through 

one or more cases within a bounded system (i.e., a setting, a context)” (Creswell, 2007, 

p.73).
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“Interviewing gives us access to the observation of others. Through interviewing 

we can learn about places we have not been and could not go and about settings in which 

we have not lived” (Weiss, 1994, p. 1). The researcher conducted one-on-one interviews 

with a school district leader and teacher in the selected school district, as well as 

representatives from the XYZ state agency and the TNTP organization. Questions were 

designed according to the four major components of Katz and Khan’s (1978) adapted 

Open Systems organizational model, which include: “a) passionate and energetic inputs 

to the organization, b) the process of transforming these inputs within the organization, c) 

outputs in tune with the energy levels of the inputs; and d) reforming” (Agarwal, 2013, 

p.l). In the one-on-one interviews, interview protocols were used to give structure and 

consistency to the data collection process. Protocols also assisted the researcher in 

coding the data in order to analyze the results. The second method of data collection was 

document review. The researcher examined documents that were included in the TNTP 

application to be approved as a certification provider and directly or indirectly 

contributed to the school district’s decision to partner with the XYZ Teaching Fellows.

The participants in this research study were either employed by the selected school 

district site partnering with the XYZ Teaching Fellows-The New Teacher Project, or 

were connected in some way to the Race to the Top grant or The New Teacher Project 

organization. The New Teacher Project was founded in 1997 and has since recruited and 

trained over 26,000 Teaching Fellows. Categorized as an alternative teaching program, 

the Teaching Fellows program has partnered with high-needs schools in more than 

fourteen different areas across the United States (Feistritzer, 2008).
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Significance of the Study

Finding high-quality teachers has been a challenge for school districts around the 

country for the past few decades (Podgursky, 2006). As a result, alternate routes to 

teacher certification emerged in the early 1980’s (Feistritzer & Haar, 2008). To date, the 

research pertaining to alternatively certified teachers’ effectiveness is minimal. Well- 

known educators like Darling-Hammond have written about the lack of rigor in 

alternative certification programs and the detrimental effect they have on our students. 

Darling-Hammond and others have spoken out against those teachers who are being 

underprepared to serve students (Darling-Hammond, Holtzman, Gatlin, & Heilig, 2005).

This study is significant for a variety of reasons. Perhaps the most significant is 

that rural school districts continue to struggle with recruiting and retaining high-quality 

teachers, yet little has been done to rectify these circumstances (Goodpaster et al., 2012; 

USDOE, 2013). According to The Effectiveness of Secondary Math Teachers from 

Teach for America and the Teaching Fellows Program (2013) study, research on the 

success of the program’s approach to addressing teacher shortages and quality in hard-to- 

staff schools and subjects could have policy implications for the US Department of 

Education regarding how funding will be allocated to better serve such schools 

(USDOE).

This study sought to provide an additional qualitative context to the target state’s 

Race to the Top total investment of $9,168,395 toward the recruitment and retention of 

high-quality teachers. Providing a district voice to the investment data will offer policy 

makers a greater understanding of the impact of contracting with The New Teacher 

Project. It also sought to provide a better understanding of the perceived challenges of
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working in a rural hard-to-staff school as an alternative route teacher. Leaders at federal, 

state, and local levels have a responsibility to be good stewards of taxpayer’s dollars. 

They must be able to justify spending that large sum of money on one program. This 

study sought to find whether districts perceive that The New Teacher Project -  XYZ 

Teaching Fellows has indeed done what it committed to- providing a cadre of highly 

effective teachers for the identified rural school districts. This study also explored the 

future implications for Superintendents and School Boards to invest in the program after 

the Race to the Top grant funding has been depleted.

Limitations and Delimitations of the Study

Three limitations were identified as possible restrictions for interpretation of the 

study’s findings. Limitations include factors that will affect the study based on given 

circumstances and the methodology. The first limitation was the small number of 

Teaching Fellows that the researcher will be able to interview. Overall, rural school 

districts are smaller in population and therefore offer a smaller number of vacancies for 

Teaching Fellows to fill compared to urban and suburban. There was also a possibility 

that the number of potential Fellows was reduced because of the district’s challenge in 

retaining teachers. The second limitation was that the interview responses collected from 

TNTP administrators and staff may have skewed the findings toward a more favorable 

overall perception of the Teaching Fellows program. The final limitation was the 

potential difficulty in interviewing XYZ state agency representatives who were originally 

facilitating the Race to the Top and TNTP grants as the state was preparing for a 

leadership transition with the new state Superintendent and the conclusion of the Race to 

the Top grant. A delimitation of this study was the one school district being studied. The



researcher chose to delimit this study to one school district because only two of the 

original participating school districts met the U.S. Census definition of rural (NCES,

2004). Of the two districts classified as rural, only one district responded to the 

researcher’s request to conduct the research study.

Definition of Terms

The following terms were germane to the study:

Rural School District -  A census-defined rural territory that is less than or equal 

to 5 miles from an urbanized area, as well as rural territory that us less than or equal to 

2.5 miles from an urban cluster (Fringe); census-defined rural territory that is more than 5 

miles but less than or equal to 25 miles from an urbanized area, as well as rural territory 

that is more than 2.5 miles but less than or equal to 10 miles from an urban cluster 

(Distant); census-defined rural territory that is more than 25 miles from an urbanized area 

and is also more than 10 miles from an urban cluster (Remote).

High-Needs Schools/Districts -  Schools and/or districts identified by the XYZ 

Department of Education based on low socio-economic status and/or low achievement 

rates.

School District Leaders -  A school district leader from the participating school 

district that directly impacts or is impacted by the XYZ Teaching Fellows Program. This 

may include a superintendent, principals, assistant principals, school-based mentors 

and/or school district level coordinator for Race to the Top or XYZ Teaching Fellows 

funding.

Program Participant -  A XYZ Teaching Fellow who has successfully completed 

the requirements of the program and been recommended for teacher certification.



14

State Agency Representatives -  This may include individuals who serve or have 

served one of the XYZ state agencies at the management level and are/were intimately 

involved with facilitating the Race to the Top funding and partnership with TNTP.

Summary

In an educational climate that is charged with high accountability, school district 

leaders are faced with the challenge of meeting the learning needs of every student. In 

order to do so, every classroom must be staffed with a highly qualified and effective 

teacher. There has been a shortage of this type of teacher for several decades. Alternate 

routes to teacher certification emerged in the early 1980’s as a means to combat this 

problem. While there are a variety of approved alternate certification routes in the United 

States, The New Teacher Project-XYZ Teaching Fellows has been identified as one of 

the best by Education Weekly (TNTP, 2012). This qualitative case study aimed to 

examine the reasons that rural school district leaders choose to invest in TNTP -  XYZ 

Teaching Fellows and the sustainability of the partnership after Race to the Top funding 

has been depleted. Implications for this study go beyond alternative certification to reach 

challenges in teacher preparation in America. A review of the literature connected to this 

research study is presented in the following chapter. An extensive look will be taken at 

the history of teacher shortages and alternate routes to certification, the Race to the Top 

grant, needs of rural school districts in XYZ, and XYZ Teaching Fellows-The New 

Teacher Project.



CHAPTER 2 

LITERATURE REVIEW 

The purpose of this study was to explore the perceived utility and durability of a 

structured teacher development program for staffing and sustaining quality teachers in 

high-needs rural school districts. Chapter 2 reports literature addressing research and 

theory related to the study in the areas of the need for high-quality teachers, the open 

systems theory, teacher shortages, alternate routes for teacher certification and the goals 

and components of The New Teacher Project and XYZ Teaching Fellows. A summary 

analysis of prominent themes and findings within the reviewed literature is presented at 

the end of the chapter.

The Need for High-Quality Teachers

The educational success of students has been directly connected to the quality or 

lack thereof of the teacher in the classroom. Studies show that students’ success hinges 

on access to high-quality teachers and teaching (Goldhaber & Walch, 2013). According 

to What Matters Most: Teaching for America’s Future: Report of the National 

Commission on Teaching America’s Future, what teachers know and can do is the most 

important influence on what students learn (1996). Goldhaber (2002) asserts that 

teachers provide a substantial contribution to student learning and that school leadership 

is second in importance only to classroom instruction. In order to have a positive effect 

on student learning, teachers must be equipped with the appropriate knowledge and skills, 

A teacher’s toolkit must include not only content mastery, but also the appropriate

15
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pedagogical skills. They must also understand the developmental needs of their students 

and be able to engage them in the learning process (Darling-Hammond & Youngs, 2002). 

Student achievement is “influenced by teachers’ verbal ability, teachers’ level of 

education, and teachers’ years of experience” (Feistritzer & Haar, 2008, p. 3).

There is a disparity among populations of students in the quality of the teaching 

force. Hollins (2011) states, “Access to quality teaching is unequally distributed among 

public schools in different contexts and that serve different populations of students. This 

can be seen across the country, especially in urban and rural areas with high populations 

of minorities and lower socio-economic status representation” (p.395). The repercussions 

of students not having quality teachers are manifested in several ways. According to the 

Report of the National Commission on Teaching America’s Future, implications for poor 

education include:

Low levels of literacy are highly correlated with welfare dependency and 

incarceration—and their high costs; More than half the adult prison population has levels 

of literacy below those required by the labor market; Nearly 40% of adjudicated juvenile 

delinquents have learning disabilities that were overlooked and went untreated in school; 

By the year 2010 there will be only three workers for every Social Security recipient, as 

compared with 16 in 1950. If these future workers are not capable and productive, the 

older generation’s retirement security and our social compact will be in grave danger 

(1996, p. 12).

Teacher Shortages

There is a substantial amount of literature centered on the idea of teacher 

shortages. However, in reviewing the literature, the concept of teacher shortage is not as



clear-cut as one would assume. The Merriam Webster Dictionary defines shortage as “a 

state in which there is not enough of something that is needed” (2014). The word 

shortage coupled with projections of needing between 2 and 2.5 million teachers to fill 

shortages because of teacher retirement estimates can be misleading. The reality is not a 

shortage of teachers overall, but a shortage in the distribution of qualified teachers 

geographically and in certain content areas (Darling-Hammond, 2000; Hollins, 2011; 

Tirozzi, Carbonaro, & Winters, 2014). In some areas of the country including, but not 

limited to, the Northwest, Rocky Mountains, Northeast, and mid-Atlantic, a surplus of 

teachers exists (Fulbeck, 2014; Shuls & Maranto, 2014; Sterling & Frazer, 2011). There 

is a consistent shortage of qualified teachers in the content areas of math, science, special 

education, and bilingual education across the country, but more profound in urban and 

rural hard-to-staff schools (Clewell & Villegas, 2011; Engel & Cannata, 2015; Ingersoll 

& Merrill, 2013; Ingersoll, Merrill & May, 2014).

When exploring the characteristics of hard-to-staff urban and rural schools, there 

are common characteristics. Schools serving large numbers of minority and/or low- 

income families tend to have a more difficult time attracting and retaining high-quality 

teachers (Hammer et al., 2005; Voke, 2002). Hard-to-staff schools have also been said to 

be more stressful because of student discipline issues, poor working conditions, and a 

lack of teacher support (Darling-Hammond, 2001; Murphy, Dearmond, & Guin, 2003). 

Rural school districts have additional challenges in attracting and retaining quality 

teachers as geographic isolation, lower salaries, lack of resources, and in some cases a 

larger workload are deterrents to job seekers (Darling-Hammond, 2000; Reeves, 2003).
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There are several factors that contribute to teacher shortages and as such, there is 

no one strategy that will eradicate the problem. A major contributor to teacher shortages 

is teacher turnover and attrition (Ingersoll, 2001; 2002). Schools and school districts are 

unable to recruit and retain high-quality teachers at a rate that keeps up with the number 

who are either switching schools or leaving the profession all together (Hammer et al., 

2005).

In 2005 the National Center for Education Statistics prepared a survey, which 

examined the number of regular public school districts by enrollment size during the 

1990-1991 and 2003-2004 school years. The results of the survey contributed to the 

discussion on qualified teacher shortages, especially in smaller school districts. The 

research showed that in schools where student enrollment is below 300, there is a great 

potential to find teachers teaching out of their field of certification and/or college major 

or minor. Alternative certification programs provide an opportunity to assist teachers in 

those areas to become more skilled in the subjects where they previously lacked formal 

training (Feistritzer & Haar, 2008)

Federal Legislation Affecting and Addressing Teacher Shortages

The Reauthorization of the Elementary and Secondary Act of 1965 (ESEA) also 

known as the No Child Left Behind Act (NCLB) of 2001 was a significant contributor to 

the challenge of school districts to find qualified teachers to staff classrooms. This $26 

billion legislation was signed into law in January of 2002 and is considered to be a 

bipartisan bill. Over the course of twenty-five years prior to its signing, the federal 

government had begun to become more and more involved in public education. President 

Lyndon Johnson promised a war on poverty in his campaign of 1964 that included
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education reform, specifically the introduction of Title I programs. This was in an effort 

to provide needed resources to underserved minorities and low socio-economic 

populations. In subsequent years, historical events and reports laid the foundation for the 

development of NCLB. A Nation at Risk (1983), National Education Goals Report, 

Building a Nation of Learners (1993), America 2000, Goals 2000: Educate America Act, 

and the 1994 Reauthorization of ESEA also called the Improving America’s Schools Act 

all contributed to the tenets of NCLB of 2001 (Groen, 2012).

The focus of No Child Left Behind was meant to be equity and accountability. 

There were major reforms to Title I programs and emphasis on narrowing the 

achievement gap among traditionally lower performing populations of students. NCLB 

instituted unprecedented changes in K-12 education. States were required to adopt new 

teaching and curriculum standards that would affect all geographic regions including 

urban, rural, and suburban school districts. The act changed the way teachers taught, the 

subjects taught, and how teachers and administrators are evaluated (Jaiani & Whitford, 

2011). A measurement tool/system was created called Adequate Yearly Progress (AYP) 

to measure the progress schools and school districts made over the course of the school 

year. This measurement was heavily weighted in results from the standardized tests for 

students that states were required to create.

Perhaps one of the most profound changes established by No Child Left Behind 

was the Highly Qualified Status requirement for teachers, which affected school staffing 

formulas across the nation. Under NCLB, teachers must have at least a Bachelor’s 

Degree, and state teaching license or be eligible for an alternative certification program, 

subject matter competency by NCLB measures (test, undergraduate, graduate coursework



or advanced certification in designated major, or a specified professional development 

plan). NCLB placed a heavy emphasis on teachers having the content knowledge more 

than the traditional pedagogical component. Practitioners in the field of K-12 education 

disagree with some of the emphasized requirements of NCLB that do not consider the 

range of expertise among teachers, vague definitions of quality, and the disconnect 

between the highly qualified status and teacher effectiveness (Karelitz, Fields, Levy, 

Martinez-Gudapakkam, & Jablonski, 2011).

While policy makers agreed that placing a qualified teacher in every classroom 

was vital to students’ success, they did not have a clear plan as to how to meet the 

mandates of NCLB (Amrein-Beardsley, 2012). No Child Left Behind created a staffing 

challenge in school districts across the nation. With the increase in certification 

requirements, not only did superintendents face more difficulty in recruiting highly 

qualified teachers, but they were also faced with having to shift around existing staff who 

were teaching multiple subjects, some of whom were out of their certification field. This 

was especially troubling to schools as federal funding is connected to their compliance 

and caused much anxiety (Podgursky, 2006). In an Ohio study conducted by Therrien 

and Wasbum-Moses (2009) about the effects of NCLB on rural and non-rural school 

districts, superintendents responded by saying there are challenges with “providing 

professional development and coursework, changes in hiring practices, finding new 

teachers who are highly qualified/shortages, taking time away from the classroom to 

attend workshops, losing teachers, more stress, lack of flexibility with assigning teachers 

to positions” (p. 14).



In February of 2009, President Barack Obama signed the American Recovery and

Reinvestment Act (ARRA). This historic legislation was put in place to help stimulate

the economy in the midst of a recession as well as to invest in other important initiates

such as education. Written into ARRA was a $4.35 billion provision for the Race to the

Top Fund, which is a competitive grant program for states that are using innovative

strategies to increase graduation rates, student achievement while closing the

achievement gap, and preparing students for college and careers. The Race to the Top

Fund focuses on the following four core areas:

Adopting standards and assessments that prepare students to succeed in college 
and the workplace and to compete in the global economy; Building data systems 
that measure student growth and success, and inform teachers and principals 
about how they can improve instruction; Recruiting, developing, rewarding, and 
retaining effective teachers and principals, especially where they are needed most; 
and Turning around our lowest-achieving schools. (US Department of Education, 
2009, p.2)

Race to the Top (RT3) specifically addresses the needs of rural schools and 

districts experiencing a shortage of high-quality teachers and low performance in two 

sections of the selection criteria. Sections D and E includes improving teacher and 

leader effectiveness, equitable distribution of effective teachers and principals, improving 

preparation programs for teachers and principals, providing support to teachers and 

principals, and turning around the lowest performing schools (US Department of 

Education, 2009). In August of 2010, the state of XYZ was awarded an RT3 grant and 

became one of ten named in Phase II of the awards. The official award announcement 

states that the 10 winners “created pipelines and incentives to put the most effective 

teachers in high-need schools, and all have alternative pathways to teacher and principal 

certification” (US Department of Education, 2010). In winning this grant, the state of
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XYZ received $400,000,000 for educational reform. It is also important to note that the 

grant ended in 2015. The state of XYZ partnered with 26 local education agencies (LEA) 

also known as school districts. The aggregate of the aforementioned LEAs comprise 

41% of public school students, 46% of students in poverty, 53% of African American 

students, 48% of Hispanic students, and 68% of the lowest performing schools (US 

Department of Education, 2010).

Outlined in the RT3 Scope of Work for XYZ is a partnership with the New 

Teacher Project organization. Over the course of the grant, the state invested $9,168,395 

in this partnership. This organization was tasked with strengthening the teacher 

workforce with new hires who would teach subject areas that are in highest need in four 

rural areas XYZ Department of Education). They were to accomplish this through the 

XYZ Teaching Fellows Program, modeled after other Fellows programs in New York 

City, Louisiana, etc. The XYZ Teaching Fellows program was to use the funding from 

RT3 to recruit, train, and assess the effectiveness of the newly hired teachers. Although 

the grant terminated after four years, it gave rural school districts a much needed funding 

source that did not exist prior to ARRA (XYZ Department of Education, 2009).

The partnership with The New Teacher Project and the XYZ Teaching Fellows 

Program is classified as an intervention model under the heading of Turning Around 

Lowest Achieving Schools for the XYZ Department of Education. The school districts 

included have schools considered to be high-needs and are either categorized as Focus, 

SIG-Priority, or Priority, Non-SIG Priority. These classifications denote the level of need 

or low performance defined by the XYZ Department of Education (2014).
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Open Systems Theory

The Open Systems Theory (1978) is the framework upon which this study was 

built. Adapted from the Systems Theory of Ludwig von Bertalanffy (1950), the Open 

Systems Theory is an organizational model that in its most simple form converts inputs to 

outputs taking into account exchanges with the environment (Encyclopedia of Business, 

2014). The Open Systems Theory reflects the belief that all organizations are distinctive 

and should be designed to accommodate unique problems and opportunities. Different 

from Closed and General Systems, Open Systems understands the importance of 

environmental influences in motivating workers. These environmental influences can be 

cultural, economic, political, and educational. Figure 1 below is a visual representation of 

how an Open Systems organization operates. The inner box represents all of the 

transformative processes that work together to convert the inputs to outputs. The outer 

box represents a needed external boundary to ensure exchanges in the environment are 

regulated and managed effectively. The letter M represents management (Zagier Roberts, 

1994).

INPUT I
Conversion

Process OUTPUT

Figure 1: Visual representation of theoretical framework
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Kast and Rosenzweig (1972) describe the Open-Systems model as a transformational 

model that facilitates dynamic relationships with the environment. They also assert that 

social organizations can accomplish their objectives with diverse inputs and varying 

internal activities. According to Nath (1974) the Open Systems Theory framework is 

appropriate where there is a significant variance in situations. The model also argues that 

organizations must interact with the environment in order to be successful.

Organizational strategists understand that as changes in the environment occur, so does 

the motivation of the workforce (Starnes, 2000).

The researcher selected the Open Systems Theory as the theoretical framework 

for this study as a lens through which to explore the TNTP-XYZ Teaching Fellows 

program. For the purpose of this study, the energetic inputs (a) are viewed as the 

energetic individuals with non-traditional educational backgrounds who were recruited as 

part of TNTP’s national recruitment efforts. The process of transforming the energetic 

inputs (b) and the outputs in tune with the energy level of the inputs (c) are viewed as the 

various programs, processes, and experiences within the XYZ Teaching Fellows program 

structure involving participants. Finally, reforming (d) is viewed through TNTP’s goal to 

increase student achievement in high-needs schools as well as the perception of the 

stakeholders regarding the effects of the program on students, schools, districts and 

policy. All of the aforementioned components are essential and interdependent. None 

can stand alone, but rather work together to produce the best possible outcomes.

Teacher Certification

The formal practice of certifying teachers to impart knowledge to students began 

two centuries ago. Initially governed by Ecclesiastical entities, the practice eventually
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transitioned to civil authorities (Feistritzer & Haar, 2008). In 1839 the first Normal 

School for training teachers was founded in Massachusetts by Horace Mann (Darling- 

Hammond & Berry, 1988). Connecticut and New York soon followed suit and opened 

Normal Schools as well (Ogren, 2003). During the infant stages of Normal Schools, 

trainees only had to have 2 years past an eighth grade education (Feistritzer & Haar, 

2008). Therefore, the schools only provided training for elementary level teachers. As 

students became more successful in completing their elementary education, there was an 

increase in the need for secondary level teachers. In due time, Normal Schools 

transitioned into 4-year institutions and were called Normal Colleges and eventually State 

Teacher Colleges (Feistritzer & Haar, 2008). This shift to a more high-status level of 

academia began in the 1890’s in Albany, New York and Ypsilanti, Michigan (Ogren, 

2003).

Since the emergence of Normal schools, colleges, and state teacher colleges there 

has been a steady evolution of teacher preparation and certification programs. As the 

number of programs across the country increased, so did the variation in requirements 

and standards. By the 1950’s, state departments of education were approving teacher 

education programs at the college and university level and issuing certificates and 

licenses (Feistritzer & Haar, 2008). Governmental, civic and private entities responded 

out of concerns for quality assurance and thus beginning the professional standards 

movement. The National Commission on Teacher Education and Professional Standards 

referred to the variation in programs as “the hodgepodge of programs, which are in the 

main a travesty upon professional education,” (Angus, 2001). In 1952, the National 

Council for Accreditation of Teacher Education (NCATE) was formed from the
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American Association of Colleges for Teacher Education (AACTE), Teacher Education 

and Professional Standards (TEPS) and the National Association of State Directors of 

Teacher Education and Certification (NASDTEC) (Feistritzer & Haar, 2008, p. 29).

Governmental involvement in P-12 education increased after the 1957 launch of 

Sputnik by the Soviet Union as the National Defense Education Act was enacted 

(Feistritzer & Haar, 2008). This legislation provided funding for local school systems in 

subject areas considered vital to the national defense such as science, mathematics, and 

foreign languages. Over the next eleven years there were twenty federally funded 

education programs created including the Vocational Education Act, Civil Rights Act, 

Equal Opportunity Act, and the Elementary and Secondary Act (Feistritzer & Haar,

2008). The Coleman Report of 1966 highlighted that teacher’s verbal ability, level of 

education and years of experience influenced their ability to improve student 

achievement. Less than twenty years later, U.S. Secretary of Education Terrell Bell 

created the National Commission on Excellence in Education, which released A Nation at 

Risk on April 26, 1983. This report was pivotal historically as it painted a negative 

picture of the current educational system. The report asserted that the “quality of teacher 

candidates and teacher education programs contributed to the risks threatening the United 

States’ superiority status” (Feistritzer & Haar, 2008, p.34). Klagholz (2000) discusses the 

movement to address and improve teacher education continued as The Carnegie Forum 

published a report titled A Nation Prepared: Teachers for the 21st Century, The Report o f  

the Taskforce on Teaching as a Profession (1986). The framework was suggested by the 

Carnegie Forum to increase the number of highly qualified individuals entering the 

teaching profession and included creating a National Board for Professional Teaching
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Standards, organized with a regional and state membership structure, to establish high 

standards for what teachers need to know and be able to do, and to certify teachers who 

meet the standard; restructuring schools for a more professional environment; restructure 

teaching force and create a category for Lead Teacher; require a Bachelor’s degree in arts 

and sciences for teachers; develop new curriculum for graduate schools that includes 

knowledge, internships and residencies; prepare minorities for teaching careers; relate 

incentives to student performance and increase technology; make salaries competitive 

(pp.55-56). This framework led to the establishment o f the National Board for 

Professional Teaching Standards (NBPTS) in 1987.

As traditional teacher education programs began to respond to the aforementioned 

reports and increased need for quality teachers, a new group of non-traditional teacher 

certification programs emerged. In 1986 the American Association of Colleges for 

Teacher Education defined these programs as such: “Alternative teacher certification 

[emphasis added] may be defined, then, as any significant departure from this traditional 

undergraduate route through teacher education programs in universities and colleges” and 

can vary according to the particular state’s definition”(Feistritzer & Haar, 2008, p. 49) 

Alternative Certification

States began to offer alternative routes to teacher certification as a response to the 

threat of teacher shortages around the country and in some cases the lack of quality of 

some traditional programs. Dangel and Guyton (2005) define alternative certification 

programs as “pathways to a teaching certificate that fall outside of a full-time, four or five 

year teacher preparation program” (p.4). Participants in non-traditional programs 

generally have at least a Bachelor’s Degree and some type of work experience. While
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there is a wide range of programs as it relates to structure and rigor, a majority consists of 

a condensed program of study to achieve certification. In 1983, there were approximately 

eight states that reported have alternative certification programs. Currently, there are 

programs in each of the fifty states (Feistritzer & Haar, 2008). Because of the variation in 

alternative certification programs that exist, there are mixed opinions about the validity 

and benefits of such programs (Darling-Hammond, Holtzman, Gatlin, & Heilig, 2005; 

Feistritzer & Haar, 2008; Roth & Swail, 2000). The state of New Jersey is often looked 

to as an example for alternative certification as that is where the movement began in the 

1980’s (Feistritzer, 2008). It is important to understand the context in which these 

programs were developed in order to determine they are meeting the desired goals set 

forth by the states.

The state of New Jersey was the first to launch an alternative program, which at 

the time was referred to as the Provisional Teacher Program (Klagholz, 2000). The 

impetus for this program came from a commissioned reform initiative where there was 

concern about the number of poorly prepared graduates. It is important to also note that 

the state of New Jersey simultaneously overhauled its traditional teacher preparation 

programs as well (Kalgholz, 2000). The concept of mentor-assisted practice teaching 

was at the forefront of this educational reform. After the first five years of the new 

program, the alternatively prepared candidates produced higher scores on teacher 

licensing exams than the traditionally prepared candidates. The program also served to 

produce the majority of minority teachers (Klagholz, 2000).

The idea that novice teachers learn how to become great teachers through 

practicing in a school under the tutelage of a veteran teacher is at the heart of practice in
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New Jersey. The state also recognized that formal instruction should be coupled with 

guided practice to produce effective teachers (Klagholz, 2000). However, prior to any 

training or guided practice, is the vital selection process. There are identified qualities 

that an individual entering the teaching professional should possess that include 

“intelligence, human sensitivity and caring, communication ability, work ethic, self- 

discipline, ability to work with children, etc.” (Klagholz, 2000, p. 6).

The New Jersey initiative came against much criticism from educator associations 

and other political groups such as the “New Jersey Association of Colleges of Teacher 

Education (NJACTE), the New Jersey Federation of Teachers (NJFT), and the New 

Jersey Education Association (NJEA)” (Klagholz, 2000, p.7) who claimed that the right 

people would not be attracted to the profession and that it would only be used to staff 

schools with shortages in urban areas.

There were also claims that novice teachers trained in an alternate setting would 

not last long in the classroom because they would lack the “knowledge and skills to 

cope” (Klagholz, 2000, p.7). In an effort to come to a resolution and to address skeptics’ 

concerns, the New Jersey State Department of Education formed two advisory groups. 

The first was named the Panel on Preparation of Beginning Teachers (1984), which was 

chaired by Dr. Ernest Boyer, President of the Carnegie Foundation for the Advancement 

of Teaching and included other education leaders. The second advisory group was 

named the State Commission on Alternative Certification made of state education interest 

group representatives, individual educators and laypersons (Klagholz, 2000). Out of this 

effort several components were established that are still seen in programs 30 years later. 

These include, but are not limited to higher-education entities in decision making,
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establishing a support team for every teaching candidate, evaluations completed by 

certified administrators, standardization in course requirements, internships, degree and 

test requirements, use of regional centers for instruction, etc... (Boyer, 1984; Klagholz, 

2000; New Jersey State Department of Education, 1984). After the first five years of the 

program, the New Jersey State Department of Education conducted a survey of 

participating school districts. The responses indicated that districts were drawn to 

alternatively certified candidates because they had “strong academic background and 

outstanding performance on required tests, successful prior experience in non-teaching 

jobs requiring mastery and application of subject matter, successful prior teaching 

experience; and strong representation of qualified minorities” (Klagholz, 2000, p. 12)

While alternate routes to certification began in the 1980’s, researchers have had 

difficulty studying the data because of the variations in programs across the nation.

There is variance among prerequisites, program requirements, completion steps, and 

teacher experience. This variance is also attributed to the diversity in agencies offering 

alternate certification. The list of agencies includes, but is not limited to, college or 

university-based programs, local school districts, and other local education agencies 

(LEAs) (Feistritzer & Haar, 2008).

In the Profile of Teachers in the U.S. 2011 report issued by the National Center 

for Education Information, Feistritzer compiled results from a sample of public school 

teachers totaling 1,076. The data gathered from this report provides a detailed picture of 

who teachers are demographically, where they are teaching, how long they have taught, 

degree level, grade levels and subjects taught and preparation route. One-third of all 

teachers hired since 2005 was prepared/certified through an alternative route to teaching
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(Feistritzer, 2011). Only 8% of alternatively certified teachers teach in rural areas and 

there is a higher level of mobility. The American Educational Research Association 

(AERA) (2005) concluded that alternatively certified teachers are more willing to teach 

in low socio-economics status (SES) urban schools. They also concluded that there is 

very little difference between the efficacy and classroom performance between 

traditionally certified and alternatively certified teachers (Cochran-Smith & Zeichner,

2005).

Just as in the case with traditional teacher education programs, the federal 

government has provided grant funding for alternative teacher certification programs as 

well. The Title II-Teacher Quality Grant provides funding for improving student 

achievement, improving teacher quality, holding higher-education institutions 

accountable for preparing highly qualified teachers, and recruiting highly qualified 

teachers. Priority status is given to high-poverty urban and rural areas. There is an 

accountability component connected to the grant funding which includes a program 

report card that captures pass rates, standards, criteria, etc. In 2001, President Bush 

issued Transition to Teaching Grants, which specifically target the alternative 

certification audience looking to change careers.

The New Teacher Project and XYZ Teaching Fellows

The New Teacher Project (TNTP) was founded in 1997 with the goal of giving 

poor and minority students equal access to effective teachers (TNTP, 2014). Michelle 

Rhee, former chancellor of DC Public Schools, led the organization for the first 10 years 

in assisting urban school districts improve recruiting, training and hiring. Their funding 

model includes being a revenue generating, non-profit organization. In 2010, TNTP
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became one of the 49 organizations receiving federal grant money from the Investing in 

Innovation Grant (i3). The TNTP Teaching Fellows Academies began to prepare for 

high need schools in 2000.

The vision and mission of TNTP (2014) is as follows:

Vision: Our nation’s public schools will be thriving organizations that offer all 
children an excellent education. Mission: TNTP’s mission is to end the injustice 
of educational inequality by providing excellent teachers to the students who need 
them most and by advancing policies and practices that ensure effective teaching 
in every classroom. (NP)

Within the TNTP organization there are four main groups including New Teacher

Effectiveness, Performance Management, Public Affairs, and Talent and Operations.

Three hundred staff members are divided among these groups to focus on the

organization’s mission. TNTP assists schools and school districts in four main areas: 1.)

SUPPLY strong new teachers; 2.) GROW all teachers; 3.) KEEP top teachers; and 4.)

REACH disadvantaged students (TNTP, 2014). The organization also publishes

literature and studies to assist teachers, school leaders and politicians to create and

support successful learning environments, efficient practices, high levels of engagement

and quality teacher retention as well as positive educational reform (TNTP, 2014). TNTP

currently serves major urban and rural school districts, state education agencies and small

charter school networks. Their influence can be seen most in areas with large

populations of poor and minority students. As TNTP designs custom solutions for

schools and school districts, they provide advice, collect and analyze data, design and

execute improvement plans (TNTP, 2014).

The XYZ Teaching Fellows launched in 2011 with a focus on preparing teachers

in the areas of math, middle school, science, and special education. Individuals who take
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part in the program are trained through the TNTP Academy, which provides practical, 

classroom-centered coursework and focus on core skills (XYZ Teaching Fellows, 2014). 

The XYZ Teaching Fellows Program is considered to be a highly selective program as it 

only accepts 13% of their applicants. The application process includes a written 

application, an analysis and writing exercise, in-person interview, monitored group 

discussion, and a five minute sample teaching lesson. Unlike some other alternative 

certification programs, the Teaching Fellows Program strategically recruits career 

changers who are older and more experienced than new college graduates (Feistritzer, 

2008).

Once the selection process is complete, Teaching Fellows must complete a five to 

seven week pre-service training experience where they receive formal instruction and 

have an opportunity to practice teaching. Table 1 below displays the curriculum 

framework and competencies that are the foundation of the training. Teaching Fellows 

receive instruction from Teaching Fellows staff members, who are often former Fellows 

or Teach for America alumni.

Table 1

TNTP’s Teaching fo r  Student Achievement Framework

Domain Competency

Instructional Design and Delivery Set rigorous academic goals
Create standards-based lessons and units 
Apply differentiated instruction 
Use high-impact teaching strategies
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Table 1 -  Continued

Domain Competency

Classroom Management and Culture Effect change as a newcomer
Use diversity to promote achievement 
Address misbehavior effectively 
Develop rules, procedures, and 
consequences
Create a “no excuses” classroom culture

In addition to the aforementioned training, Fellows may also have to participate in 

professional development sessions offered by the school district they are employed in. 

This includes district-specific topics and other mandated training such as special 

education, reading, curriculum, testing, etc. On average, Teaching Fellows engage in 137 

hours of total coursework (Clark et al., 2013). In some geographic areas Fellows are 

forced to enroll in other certification programs simultaneously to complete coursework.

A major component of the pre-service training is the hands-on learning that takes 

place in the form of teaching practice. Each participant practices what they learn during 

formal instruction by teaching summer school for fifteen days either in the district that 

they will work in or another designated high-needs district. Fellows work with a 

cooperating teacher for this experience and are observed and evaluated by Teaching 

Fellows staff at least 3 times before the summer institute ends. Those who do not 

successfully complete the summer pre-service experience are not allowed to continue in 

the program.

The next facet of the Teaching Fellows program includes the on-the job training 

and support component. While employed by a partnering school district as a full-time



35

teacher, Fellows are provided support in the form of a training manager or specialist who 

serves as an evaluator and coach/mentor. Several partnering school districts also provide 

a local mentor to new teachers. The training manager or specialist provides feedback on 

classroom instruction and serves as a resource for additional strategies for success.

Before being recommended for certification, Fellows must pass the Assessment of 

Classroom Effectiveness (ACE). The Leap Year (2013) publication described ACE as a 

multiple-measures evaluation system developed by TNTP, that provides support and 

monitoring to 1st year Teaching Fellows. This assessment system was also created to 

hold the organization and teachers accountable for classroom performance. The 

components o f ACE include: classroom observations, student learning outcomes, which 

are based on student surveys and achievement data, value-added measures, and principal 

evaluations. Teachers are observed at least three times for 45-60 minutes during the first 

year by XYZ TF/TNTP staff and rubrics are used for scoring. The observations focus on 

delivery of instruction and classroom environment/culture. The scores fall into one of the 

following categories: Ineffective, Minimally Effective, Developing, Proficient, and 

Skillful. At the end of the 1st year of teaching, “teachers scoring 2.75 points or higher 

will pass ACE outright; those scoring between 2.50 and 2.74 points will be placed on an 

extension plan; and those scoring fewer than 2.50 points will be removed from the 

program without earning certification” (TNTP, 2013, p. 18).

Leaders should have a clear understanding of the structure and goals of the XYZ 

Teaching Fellows - TNTP program. All school districts are not made the same and what 

works in one district, may not work in another. Factors such as a school district’s size, 

location, culture, staffing needs, etc determine the situational needs and thus the need or
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lack thereof to invest in a partnership with an organization such as the XYZ Teaching 

Fellows - TNTP.

Summary

Chapter 2 is a review of literature discussing the research on the need for high 

quality teachers, No Child Left Behind, teacher shortages, Race to the Top, Open 

Systems Theory, teacher certification, alternative certification, and The New Teacher 

Project (TNTP) and XYZ Teaching Fellows (XYZ TF). The evidence makes a clear case 

for the need for high-quality teachers in every classroom. The academic achievement and 

future success of students is a direct result of the quality of teacher and teaching they 

have received (Feistritzer & Haar, 2008, Goldhaber, 2002, Goldhaber & Walch, 2013; 

Leithwood et al., 2004). The need for high quality teachers is eminent across the nation 

and permeates ail socio-economic and race classes (Smith & Schmidt, 2012; Strong,

2011). This is especially evident in hard-to-staff schools in impoverished and rural areas 

of our nation (Beesley, Atwill, Blair & Barley, 2010; Jaiani & Whitford, 2011).

In recognition of the need to staff every classroom with a high quality teacher, the 

reauthorization of the Elementary and Secondary Act of 1965(ESEA) also known as No 

Child Left Behind Act of 2001(NCLB) set out to ensure that happened. While the goal 

was equity and accountability, the legislation presented additional challenges to school 

districts attempting to find qualified teachers (Jaiani & Whitford, 2011). NCLB focused 

on a teacher’s content expertise and credentials based on degree and testing, but not 

pedagogical skill (Karelitz, Fields, Levy et al., 2011). Educational leaders across the 

nation were faced with exacerbated staffing challenges as certification requirements
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increased in addition to having to shift teachers who were teaching out of field, especially 

in rural school districts (Podgursky, 2006; Therrien & Wasbum-Moses, 2009).

There is a shortage of high quality teachers across the nation (Feistritzer, 2009; 

McNeill, 1907; Taylor, 1918). However, as evidenced in the literature, the shortage is 

not absolute, but rather specific to subject areas and geographic locations. There is a 

disparity among where high quality teachers are working (Amrein-Beardsley, 2012; 

Darling-Hammond, 2000; Hammer et al., 2005; Swanson, 2011). Teacher shortages also 

occur nationwide in the areas of math, science, special education and bilingual education. 

Hard-to-staff urban and rural schools have difficulty attracting and retaining good 

candidates for a variety of reasons including geographic isolation, low salaries, poor 

working conditions, discipline issues, lack of teacher support, and larger workloads 

(Clewell & Villegas, 2011; Darling-Hammond, 2000; Hammer et al., 2005; Murphy et 

al., 2003; Reeves, 2003; Voke, 2002).

While the premise behind teacher certification has remained the same for more 

than a century, the process by which teachers are certified and the level of accountability 

has changed. Certifications programs exist for the purpose of preparing teachers to 

facilitate student learning (Feistritzer & Haar, 2008; Ogren, 2003). The early 1980’s 

brought a new category of certification programs known as alternative certification 

programs. Although this new genre of teacher preparation programs has assisted 

hundreds of school districts to fill teaching positions, it has been met with scrutiny by 

many in the education field (Childre, 2014; Feistritzer & Haar, 2008; Feistritzer, 2009; 

Klagholz, 2000).
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The Race to the Top Fund, which is part of the American Recovery and 

Reinvestment Act of 2009 gave provisions for school districts, specifically rural school 

districts in XYZ to partner with alternative certification programs such as The New 

Teacher Project (TNTP) and XYZ Teaching Fellows (XYZ TF) to assist in attracting, 

training and placing high-quality new teachers to hard-to staff schools. For the purpose 

of this research, the Open Systems Theory is used to describe the process that is used by 

TNTP-XYZ TF to produce a viable teaching force in identified geographic areas.



CHAPTER 3

METHODOLOGY

Chapter 3 explains the research methodology to be used to address the four

research questions. A qualitative design with a case study approach was used. Included

in this chapter are the background of the research problem, the purpose of the study, and

a description of the research design, population, sample, participants, instrumentation,

validation, data collection, and data analysis of the study. In addition, a statement of the

researcher’s subjectivity and possible bias, Institutional Review Board procedures and a

summary are included.

School leaders across the nation are tasked with staffing every classroom with a

teacher who is qualified and capable of facilitating learning for their students. Nothing is

more important to student learning than the individual teacher (Saphier et al., 2006).

Darling-Hammond (1996) echoed the same sentiment. Her report asserted that recruiting,

training, and retaining good teachers is crucial in school improvement efforts. While the

importance of the aforementioned is recognized and accepted by researchers and

practitioners in field of education, there remains a gap between what is known and what

is being fulfilled in school districts across the country.

There is a shortage of high-quality teachers in hard-to-staff schools across the

nation. This problem is especially poignant in urban and rural communities (Darling-

Hammond, 2000). In rural school districts, lower salaries, geographic isolation, poor

working conditions, and certification requirements serve as deterrents to hiring and
39
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retaining high-quality teachers (Hammer et al., 2005). Because of the aforementioned 

challenges, schools and school districts have a difficult time attracting teachers who are 

not motivated to teach in such environments. In response to the shortage of teachers, 

many states created alternate routes to certification. A Nation at Risk: The Imperative for  

Education Reform (1983) was an impetus for states to find non-traditional ways to 

prepare teachers (Feistritzer, 2008). Alternate routes to certification now graduate an 

estimated 60,000 teachers nationwide (Feistritzer, 2011). Unfortunately, even with the 

growing number of alternatively certified teachers, rural school districts continue to 

struggle with recruiting high-quality teachers to teach in hard-to-staff schools.

The American Recovery and Reinvestment Act of 2009 (ARRA) provided school 

districts across the nation with school reform funding under the Race to the Top (RT3) 

grant. More specifically, RT3 funds exist to assist with recruiting and retaining effective 

teachers and leaders and turning around the lowest performing schools in identified 

geographic areas. Race to the Top grants have been awarded to twenty-two states, 

including the state of XYZ. Each of the partnering school districts within XYZ was 

responsible for creating a plan of action, also known as a Scope of Work that delineated 

how RT3 funds would be used to accomplish school reform goals. The New Teacher 

Project (TNTP), a national organization recognized by US Secretary of Education Arne 

Duncan as being “a pioneer in expanding teacher recruitment” (TNTP, 2014, para.7), was 

selected to partner with the state of XYZ in its efforts. TNTP was funded through RT3 

funds and operated through the XYZ Teaching Fellows (XYZ TF) program to recruit, 

select, and train teachers in identified hard-to-staff, rural schools in the state of XYZ. The 

purpose of the study was to explore the perceived utility and durability of a structured
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teacher development program for staffing and sustaining quality teachers in high-needs 

rural school districts. The program was explored through the perspectives of school 

district leadership, program participants and staff, and XYZ state agency representatives.

Research Questions

According to the Race to the Top Scope of Work, the XYZ Teaching Fellows -  

The New Teacher Project would help the state of XYZ to strengthen the pool of new 

hires and ensure that selected rural school districts were staffed with outstanding teachers 

in high-needs schools and subject areas (XYZ DOE, 2011). The following research 

questions are exploratory in nature and were used to guide the researcher in the pursuit of 

information:

1. What is the perception of the state agency representatives on the inputs 

and outputs of TNTP's alternative certification program as a reform effort?

2. What are the perceptions of TNTP Fellows of their transformational 

process while in the program?

3. What are the perceptions of school district level staff on the inputs and 

outputs of TNTP within their particular school system?

4. What are the perceptions of the state agency representatives, TNTP 

Fellows, and school district level staff on the sustainability of TNTP's 

model as a reform effort for rural/hard to staff schools?

Subjectivity and Bias Statement

There is a small amount of subjectivity that is expected to come from qualitative 

research. However, it is the responsibility of the researcher to put measures in place that 

mitigate any potential bias while conducting the study. Prior to this writing, the
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researcher was employed as the coordinator of an alternative certification program. 

Different from the XYZ Teaching Fellows program, the researcher worked for a school 

district through which the program was funded and facilitated. The perspective was also 

different as the researcher’s school district is considered suburban and the study is based 

in a rural context. The researcher’s previous experience working in Human Resources 

equipped her with the ability to interview and make decisions in an objective manner.

The researcher also used Neuman’s six categories of interview bias as a guide to guard 

against personal bias during the interview process (2006).

Research Design

The researcher chose to use a qualitative approach in an effort to provide a 

detailed description of the XYZ Teaching Fellows Program in its current state. The 

literature served as background information to guide the researcher to gain a clear 

understanding of the problem and program through the perspectives of the stakeholders. 

Included in the literature and serving to guide the data collection process was the Open 

Systems Theory (1978). This theory posits that energetic inputs go through a process, 

which is influenced by the environment and come out as transformed outputs, which 

contribute, to the system. This study lent itself to qualitative research well as the 

researcher included the voice of the participants and sought to understand their unique 

experiences. These experiences cannot be separated from the context in which they 

occur. As the existing literature denotes, the shortage of high-quality teachers is a 

contextual challenge. A shortage does not exist in every school or district, but is more 

prevalent in rural areas (Darling-Hammond, 2000). A qualitative study lends itself to 

answering more of the why and how questions connected to the research problem. The
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researcher’s goal was to find out why Teaching Fellows are motivated to teach in hard-to- 

staff schools in rural XYZ and to gain insight into the components, policies, and 

processes used in this alternative teacher development program targeted to meet the needs 

of rural school districts.

Research Approach

The researcher used a case study approach to this qualitative study. According to 

John Gerring, “a case study may be understood as the intensive study of a single case 

where the purpose of that study is -  at least in part -  to shed light on a larger class of 

cases (a population)” (2007, p. 20). The case study approach has its roots in sociology 

and anthropology where studying social relations, functions of human society, social 

customs and beliefs, and cultural development are foundational principles.

The struggles that rural school districts face in staffing their schools with high- 

quality teachers is often connected to the lack of socio-cultural capital found in the areas 

being studied (Monk, 2007). The XYZ Teaching Fellows -  TNTP are organizations that 

study and recruit individuals that did not choose education as a first career, but have been 

drawn to teaching for one reason or another (Feistritzer, 2008). The case study approach 

was extremely useful in helping the researcher to capture the wide-range of perspectives 

from those connected to the Teaching Fellows program and enlighten others about the 

organizations. A case study is also identified by the multiple sources of data that will be 

collected (Patton, 2002). Included in this study was data assembled from interviews and 

document analysis.
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Population

The participants in this study are connected to one of following organizations: 

XYZ Teaching Fellows Program; The New Teacher Project; XYZ state agencies; or 

school districts that partnered with the Race to the Top grant. Under the original Scope 

of Work document for the state of XYZ’s Race to the Top grant, there were six partner 

school districts. Each of these school districts have schools that were classified by the 

XYZ Department of Education as lowest achieving schools and are part the focus for the 

Office o f School Turnaround. These low achieving school districts were given mandates 

and intervention resources to reform their schools funded by the Race to the Top grant 

(XYZ DOE, 2013).

The partnership with the XYZ Teaching Fellows program was an initial five-year 

commitment in which the organization was expected to recruit and train between 105-175 

new teachers annually to address the critical shortage subject areas for the partnering 

districts. The specific number of recruits was different for each school district based on 

their specific needs. The partner school districts employed anywhere between two and 

thirty Teaching Fellows for the entire district. Although the XYZ Teaching Fellows -  

The New Teacher Project existed in other districts in the state of XYZ, the researcher was 

exploring the program as it relates to the research problem of having a shortage of high- 

quality teachers in high-needs schools in rural XYZ.

Description of Site

Although there were hard-to-staff rural school districts across the nation in need 

of high-quality teachers, the southeast is a regional area that has been identified not only 

as having a shortage (Darling-Hammond, 2000), but also is listed to include some of the



45

lowest achieving states (National Center for Education Statistics, 2014). There were 22 

states that were approved to receive Race to the Top grants. Out o f 22 Race to the Top 

states, only four of them had The New Teacher Project and the Teaching Fellows 

program written into their scope of work. Out of these four, XYZ was the only state that 

specifically used The New Teacher Project to service rural districts. According to the 

National Center for Education Statistics (2004), only two of the school districts 

partnering with TNTP were classified as rural.

The researcher invited both of the aforementioned southeastern rural school 

districts to participate in the research study. One rural school district accepted the 

invitation to participate. At the time that the Scope of Work was written for the Race to 

the Top grant, the district had a student population of 3,300 in grades Pre-Kindergarten 

through 12th grade. That included seven schools, three of which are elementary schools, 

two middle schools and two high schools. Five of the schools made AYP and two were in 

year 5 of being Needs Improvement schools. The school district is a Title I school 

district, with 100% of the student population qualifying for free or reduced lunch. The 

site is located within the 28th largest county in the state of XYZ with a 6.9% 

unemployment rate. Its population includes 41% black and 57.9% white residents. 

Students with disabilities make up 18.1% of the student population (XYZ DOE, 2011).

Sample

In order to conduct the research for this qualitative study, the researcher used 

purposeful sampling, which is categorized as nonprobability sampling. To address the 

targeted goal of this study, the researcher needed to capture data from specific categories 

of participants who had detailed information connected to the answers to the research
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questions. Three levels of purposeful sampling were used for the study. The levels 

include site, process, and participant (Creswell, 2007).

At the site level, the researcher solicited the assistance from key school district 

leaders. This sample of leaders involved executive level cabinet members such as 

superintendents, certification officials, human resources officers, principals, assistant 

principals, and teacher leaders. The sample for the process level was taken from selected 

staff members from the XYZ Teaching Fellows or The New Teacher Project 

organizations. Staff members included directors, managers, supervisors, trainers, 

selection committee members, and clerical staff. In addition, XYZ state agency 

representatives were included in the process sample as well. These representatives 

included key personnel involved in implementing the Race to the Top grant funding and 

facilitating the partnership between the rural school districts, the XYZ Teaching Fellows, 

and the XYZ state agency. The researcher hoped to gain a clear understanding of the 

structure and goals of the Teaching Fellows Program as well as managerial components 

in place to monitor the implementation and progress of the program. A major focus was 

placed on participants in the XYZ Teaching Fellows -  The New Teacher Project 

program. They are known as Teaching Fellows and were referred to as such for this 

study. Program participants included XYZ Teaching Fellows who were recommended 

for a clear and renewable teaching certificate in the state of XYZ. It was important to 

choose those who had been recommended for certification as they have successfully 

progressed through the perceived transformative process that the New Teacher Project 

and XYZ Teaching Fellows organizations created.
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Institutional Review Board Approval

Prior to contacting potential study participants, the researcher submitted an 

Institutional Review Board (IRB) application and subsequent paperwork to the Mercer 

University Office of Research Compliance. Mercer’s Approval Board approved the 

application in March of 2015. The researcher was not required to submit a formal IRB 

application to the research site in order to conduct the study.

Participants

After receiving IRB approval from Mercer University, the researcher sent a 

formal request to the school district Superintendent along with a copy of the approved 

IRB document from Mercer University. After receiving approval from the 

Superintendent, the researcher sent electronic correspondences to the Associate 

Superintendent for School Improvement, a former Teaching Fellow, a school principal 

and the Director of Human Resources to solicit their participation in the study. The 

researcher obtained their contact information from the school district’s website and the 

Superintendent. Similar correspondences were sent to state agency representatives and 

TNTP staff members soliciting their participation in the study. The electronic 

correspondence included the purpose of the study, expectations for interviewees, and the 

researcher’s plan to address confidentiality. Of the twelve contacted, six responded and 

agreed to participate which included a one Teaching Fellow, two state agency 

representatives, one school district level leader and two TNTP staff members.

Data Collection

Appropriate to conducting a qualitative study, the researcher served as the sole 

data collector. As the researcher sought to examine the XYZ Teaching Fellows program
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and its connection to the shortage of high-quality teachers through a case study method, 

two forms of data collection were used. Creswell (2007) includes documents and records, 

interviews, observations, and physical artifacts as suitable forms of data collection for a 

case study. Using the Open System’s Theory framework (1978), the researcher used 

interview protocols as well as conducting document analysis designed to yield the most 

in-depth data.

Interviews

The use of one-on-one semi-structured interviews is perhaps one of the most time 

consuming of the methods of data collection. However, when structured appropriately, 

interviews can yield the richest source of data (Gillham, 2010). Open Systems Theory 

served as a framework for the semi-structured interviews. It was used to help craft the 

interview questions that allowed the researcher to answer the research questions. 

Questions were designed according to the four major components: a. energetic inputs, 

transformation, energetic outputs equal to the inputs, and reform. The interview 

questions were a combination of standardized question for each participant as well as 

open-ended questions to allow a full description or opinion (Turner, 2010).

The researcher requested a face-to-face interview with each of the participants. 

This included a request for participants to read and sign an informed consent letter, which 

is attached in the Appendices section of the study. Notes of appreciation along with 

either a Starbucks gift card or a meal were offered to participants. The researcher also 

agreed to share findings with participants to add to their data as well as possible 

implications for program improvements or accolades based on participant feedback.
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The researcher was able to obtain the goal of conducting all interviews in person. 

Interviews were scheduled with the participants and the researcher traveled to meet with 

them at the location and time they chose. All interviews were also recorded using an 

external microphone connected to a laptop. Per the informed consent letter, all recorded 

sessions are being held confidential by the researcher. Verbatim transcripts of the 

interviews were made available to participants for review and validation.

Document Analysis

The document review process was integral to this data collection process as it 

gave insight into the goals, practices, policies, and procedures of the XYZ Teaching 

Fellows Program-The New Teacher Project and the XYZ Professional Standards 

Commission (PSC). According to Bowen (2009), document analysis is a systematic 

approach to reviewing and evaluating documents. The researcher submitted a formal 

written open records request to the XYZ PSC requesting the original The New Teacher 

Project (TNTP) TAPP application. This request included, but was not limited to, all 

documents, notes, correspondence and memoranda evidencing the TNTP TAPP 

application, and all communication and correspondence in whatever tangible medium 

between and among TNTP and the XYZ PSC. In accordance with the state of XYZ 

statute, the researcher also had to submit remuneration for labor employed to produce the 

requested documents. A total of twenty-eight documents were sent electronically to the 

researcher in response to the records request.

By reviewing and analyzing documents in addition to conducting semi-structured 

interviews, the researcher was be able to triangulate the data and mitigate potential bias 

wherever possible (Patton, 1990). This type of data collection can offer insight into an
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organization’s history and give context to the interviews. As the researcher began the 

inductive analysis of the data from the documents, major themes were identified that 

were useful in describing the findings in subsequent chapters.

Data Analysis

The researcher solicited the assistance of a third party to transcribe 3 of 6 o f the 

interviews verbatim. The researcher transcribed the remaining three interviews verbatim. 

In an effort to begin organizing the collected data for analysis, the researcher used an 

open coding process (Hoepfl, 1997) that placed the data in 118 initial descriptive 

categories. Following the open coding process, the researcher examined the initial 118 

codes and identified commonalities between the codes which led to a subsequent 

condensed grouping of data. This resulted in the identification of nine emergent themes, 

which allowed for a more accurate account of what participants communicated and 

allowed the researcher to provide thick detail and rich descriptions (Creswell, 2007). 

Recordings, interview transcripts and any identifying documents and information are 

housed in the researcher’s home in a secured filing cabinet. Upon conclusion of the 

study, all information will be discarded according to Institutional Review Board 

regulations.

Validation

Validation is an integral process necessary to complete a dissertation. However, 

researchers in the field have varying opinions on how it is defined. Validation also 

occurs for specific processes in research as well as the overall research. For example, 

“Interview validation is called “checks on the data” by Hitchcock and Hughes (1995, p.

180) who suggest using triangulation and reinterviewing in the validation process”



(Griffee, 2005, p. 36). Griffee (2005) also writes that “if interviews were conducted with 

multiple respondents, again assuming that there are at least some duplicate questions, 

then similar answers can be used to strengthen the validity of the interpretation”.

Creswell (2007) focuses on eight strategies frequently used by qualitative researchers. 

They include prolonged engagement and persistent observation, triangulation, peer 

review or debriefing, revising initial hypotheses, clarifying researcher bias, member 

checking, rich, think description, and external audits.

The researcher used peer examination, member checking and triangulation to 

enhance the validity of the study. For peer examination, the researcher tested the 

trustworthiness of the questions by conducting mock interviews with individuals familiar 

with the research problem and the population prior to interviewing the participants.

Using feedback from the aforementioned individuals and the researcher’s doctoral 

committee members, the researcher revised the interview questions. Finally, triangulation 

was employed as the researcher used findings from multiple sources including six 

interviews and the analysis of twenty-eight documents to substantiate discovered themes 

in the research. Table 2 below shows the alignment between the research questions and 

associated data collection methods used in this study.

Table 2

Alignment o f  Research Question, Data Collection Methods and Participant

_______ Research Question_________ Data Collection Method_______ Participant
1. What is the perception of the One-on-One Interviews XYZ State Agency 
state agency representatives on Representatives
the inputs and outputs of TNTP's Document Analysis
alternative certification program TNTP Executives
as a reform effort?
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Table 2 -  Continued

Research Question Data Collection Method Participant
2. What are the perceptions of 
TNTP Fellows of their 
transformational process while in 
the program?

One-on-One Interviews 

Document Analysis

Teaching Fellows 

TNTP Executives

3. What are the perceptions of 
school district level staff on the 
inputs and outputs of TNTP 
within their particular school 
system?

One-on-One Interviews 

Document Review

School District Level 
Representatives

TNTP Executives

4. What are the perceptions of the 
state, TNTP Fellows, and school 
district level staff on the 
sustainability of TNTP's model as 
a reform effort for rural/hard to 
staff schools?

One-on-One Interviews 

Document Analysis

Teaching Fellows

School District Level 
Leaders

TNTP Executives

Summary

Using a case study approach, this qualitative research study explored the utility 

and durability o f a structured teacher development program for staffing and sustaining 

quality teachers in high-needs, rural school districts. This chapter reported details of the 

procedures and instrumentation necessary to collect the data. This included justifications 

for the appropriateness of interviews and document analysis. It also included a statement 

of subjectivity and bias as the researcher has been a practitioner in the field of alternative 

teacher certification. A substantial explanation of the research population, sample, and 

participants was given in chapter three along with the site description and communication 

plan. Finally, the researcher supplied a plan for validating the collected data. The results 

and discussions of the findings will be fully explored in chapters 4 and 5.



CHAPTER 4 

RESULTS

Attracting and retaining high-quality teachers to hard-to-staff schools and school 

districts is a challenge not only in the United States, but internationally (Goodpaster, 

Adedokum, & Weaver, 2012; White & Kline, 2012). This challenge is especially the 

case in rural areas. These rural schools are often characterized as being low-performing, 

and having a majority of students who are classified as low-income and non-white 

(Reininger, 2012). Educational leaders are charged with ensuring that all students are 

afforded a quality education which begins with a quality teacher. While there is not an 

overall shortage of teachers, there is inequity in the distribution of quality teachers (Engel 

& Cannata, 2015; Hollins, 2011; Reininger, 2012).

The perceived causes for this pronounced shortage of high-quality teachers in 

rural school districts, specifically in the Southeastern Region of the United States 

includes, but is not limited to geographic isolation, lack of pay, lack of resources, lack of 

professional growth opportunities and lack of socio-cultural capital (Burton, Brown, & 

Johnson, 2013.; Goodpaster, Adedokum, & Weaver, 2012; Monk, 2007). Local school 

principals, school district leaders, as well as those who represent state and federal 

agencies of education are responsible for mitigating the aforementioned circumstances in 

order to provide quality educational opportunities for students regardless of the 

geography.

53
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In 2009, the American Reinvestment and Recovery Act was signed by President 

Barack Obama. This legislation included a $4.35 billion provision for the Race to the 

Top Fund, a competitive grant for states using innovative approaches to increasing 

graduation rates, closing the achievement gap, and preparing students for college and 

careers. In order for states to be awarded the funding, each had to submit a proposal that 

included a detailed description of how they would achieve the proposed goals. As 

several states applied for the grant, many included alternative teacher certification and 

preparation programs as a strategy. The New Teacher Project (TNTP) and the Teaching 

Fellows Program was one chosen and written into the proposal for the identified 

Southeastern state for this research study. The purpose of this qualitative exploratory case 

study was to explore the perceived utility and durability of a structured teacher 

development program for staffing and sustaining quality teachers in high-needs rural 

school districts.

Research Questions

Chapter 4 presents the results of the data collected through interviewing and 

document analysis including six participants representing a cross-section of the study’s 

population. The researcher used specific interviewing protocols containing an average of 

8 questions for each of the categories of participants, Teaching Fellows, State Agency 

Representatives, School District Level Leaders, and TNTP Organization Representatives 

aligned with the Open Systems Theory (1978) in addition to a structured process for 

document analysis. The responses from participants were garnered by the following 

research questions: What is the perception of the state agency representatives on the 

inputs and outputs o f TNTP's alternative certification program as a reform effort? What
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are the perceptions of TNTP Fellows of their transformational process while in the 

program? What are the perceptions of school district level staff on the inputs and outputs 

of TNTP within their particular school system? What are the perceptions of the state 

agency representatives, TNTP Fellows, and school district level staff on the sustainability 

of TNTP's model as a reform effort for rural/hard to staff schools?

Demographics of Respondents

Participation in this study required that an individual was part of one of the 

stakeholder groups connected to the partnership between The New Teacher Project- 

Teaching Fellows Program, the identified state agencies, and the identified rural 

southeastern school district funded by the Race to the Top grant. A total of twelve 

individuals were contacted via electronic mail to solicit their participation in the study. Of 

the twelve, six responded and agreed to participate. Each signed a University approved 

Informed Consent Letter prior to participating in a face-to-face interview where they 

were recorded using an electronic recording device. Below are the brief descriptions of 

the participants. The names are given pseudonyms to protect the identity of the 

participants 

Timothy

Timothy is a twenty-six year old black male teacher and former Teaching Fellow, 

who is in his fourth year of teaching. He has been at the same rural southeastern middle 

school for all four years, where he currently co-teaches 6th grade Special Education Math 

and Reading. He made a special mention “this is my first year taking on the reading”.

The student population is approximately 400 at his school. When asked what factors 

influenced Timothy to become an alternate route teacher, he gives credit to a speech
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given by President Barack Obama in 2011 as part of his inspiration. He experienced this 

during his senior year of his undergraduate degree program at a local mid-size University. 

Timothy, like some others who teach in hard-to-staff rural schools, feels a special 

connection to his school/district because he grew up in very similar community. He 

described his home town as being economically disadvantaged and a low income 

environment. The Teaching Fellows’ recruitment efforts struck a chord with Timothy as 

he stated “this is my opportunity to give back.”

Evelyn

Evelyn is a black female who is an official for a state agency from the identified 

southeastern school district. This is a position she has held for the past two years. In her 

current role she is responsible for researching and analyzing data for the state’s lowest 

achieving schools. More importantly, she is charged with leading a team of educators to 

find innovative approaches to assist schools and school districts to achieve at high levels. 

Evelyn has a very unique perspective as a participant as she has served two state agencies 

in addition to being employed by The New Teacher Project (TNTP) during her career.

She was intimately involved with the implementation of programs and partnerships 

written into the Race to the Top grant for the identified southeastern state. Evelyn holds a 

PhD from a local University in Educational Leadership.

Mary

Mary is black female who is an official in a state agency different from Evelyn, 

from the identified southeastern school district. In her current position that she has held 

since April of 2011, she is responsible for providing leadership and vision for the state’s 

Race to the Top plan. Mary stated “specifically, I supervise the project management,
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oversight for the districts to make sure they are implementing their Scope of Work with 

fidelity and quality”. The interview with Mary was captivating as she shared that she was 

once a young teacher in a southeastern rural school district. She was able to connect 

more intimately with the study as she clearly identified with the challenges of working in 

that context. Mary, like so many others chose to leave her rural teaching position for an 

opportunity in a large metropolitan school district.

Nelson

Nelson is a white male currently serving as the Assistant Superintendent of 

School Improvement for the identified southeastern rural school district. He along with 

the superintendent served as coordinators for the district’s Race to the Top fund. 

Together, they handled all of the budgeting, planning, and coordinating between the 

district and the local schools. Nelson is also responsible for much of the induction 

program for new teachers in his district where teachers are given information about 

school district improvement initiatives. It is extremely important to him that teachers 

understand the true context in which they will be working as he shared this statement 

about his time with new teachers: “making sure there is at least a general understanding 

of what it is like working with children of poverty, what it is like to be very clear on the 

fact that although the range of diversity is not great, that you need to understand that our 

kids are extremely diverse in many areas”.

Lillian

Lillian is a black female currently serving in an executive role for The New 

Teacher Project (TNTP). She has experience as an elementary teacher in a large urban 

school district where she was recognized as an innovative educator and teacher leader.
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Lillian began her journey with TNTP as a professional development specialist and 

transitioned to the roles of selector, part-time training director for the summer pre-service 

institute, as well as a full-time training and instruction manager prior to her current role. 

The passion for her work was very apparent as she gave very candid responses and was 

comfortable discussing topics in education that some might consider provocative. While 

Lillian did not directly manage the identified rural southeastern school district’s Race to 

the Top project, she was connected through TNTP’s close communication as an 

organization. She has also been involved with the process to close down TNTP site 

operations in this and other rural school districts.

Elena

Elena is a black female currently working for TNTP in a managerial position. She 

began her education career as a teacher in a large urban school district. Her instructional 

talent was recognized as she was selected to join TNTP in 2011 as a training and 

instruction manager for their pre-service summer institute. Elena was promoted soon 

thereafter to be a site director and was responsible for the Race to the Top contract and 

implementation of the Scope of Work in the identified rural southeastern school district 

as well as neighboring school districts. Elena’s experience working directly with the 

identified research site gave a thick and rich context to the researcher’s data collection 

process. She also had a unique perspective as she also went through an alternative route 

to teacher certification program at a university.

Findings

In an effort to organize the data collected and to extract meaning from it, the 

researcher solicited the assistance of a third party to transcribe three of the interviews
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verbatim. The remaining three interviews were transcribed by the researcher verbatim 

along with reviewing the twenty-eight documents used for document analysis. The 

documents examined for this study were all part of The New Teacher Project -  XYZ 

Teaching Fellows program’s application to the Professional Standards Commission 

(PSC) to become an approved agency capable of granting clear-renewable teaching 

certification to participants who met the program’s requirements. Following the 

transcription process, interview responses were organized into 118 initial codes. This 

process is defined as open coding. These codes are representative of the participants’ 

responses to interview questions structured around the theoretical framework exploring 

perceptions surrounding the “a) passionate and energetic inputs to the organization, b) the 

process of transforming these inputs within the organization, c) outputs in tune with the 

energy levels of the inputs; and d) reforming” (Agarwal, 2013, p.l). The researcher then 

looked for commonalities among the codes and grouped similar codes together. The 

grouped codes were then reviewed again and the researcher identified 9 emergent themes 

that include Quality of Life, Strategic Recruitment, Rigorous Selection Process, 

Collaborative Culture, Supportive Structure, Evaluation, Effectiveness, Sustainability, 

and Policy Implications. These are presented in two categories: Principles and Practices. 

The combination of Principles and Practices together will answer the four research 

questions. Table 3 below provides a visual representation of the Principles and Practices 

categories of themes for this study. The data from this study’s interviews and document 

analysis is presented first by themes, then discussed in alignment to the research 

questions.
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Table 3

Categorized Themes - Principles and Practices

Theme Category

Quality of Life Principles
Collaborative Culture Principles
Supportive Structure Principles

Effectiveness Principles
Sustainability Principles

Strategic Recruitment Practices
Rigorous Selection Process Practices

Evaluation Practices
Policy Implications Practices

Principles

For the purpose of this study, Principles are the things that are considered 

valuable by the stakeholders. More specifically, these are the things that help to 

determine whether a teacher chooses to remain in a school district in addition to what 

state agency representatives, school district level leaders and TNTP staff feel are valuable 

tenets of their partnership. The Principles identified by the researcher are Quality of Life, 

Collaborative Culture, Supportive Structure, Effectiveness and Sustainability. All of these 

Principles address one or more of the research questions. Table XX is a visual 

representation of the alignment between themes and research questions.

Quality of Life

Quality of life for teachers in rural school districts is a challenge. Factors such as 

lack of resources including salary, tax-base, industry, cultural activities, training and
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growth opportunities, cohort and distance from a large metropolitan area were some of

the initial codes that contributed to the identification of this theme.

Mary, a former teacher in a rural southeastern school district recalled her

experience as a young, new teacher and her view about the quality of life in the area.

I am an example of that because I was a teacher in XXX County, that was my 
home and it felt very comfortable to go back to XXX to teach. That was my 1st 
teaching assignment, however when I was there it was very difficult to do 
anything but work and go to church. I don’t have any problems with those two 
things but when you are looking at the quality of life there the people were really 
wonderful but for me it just wasn’t what I wanted, so when I had the opportunity 
to come to XXX, I did and the difference in pay was remarkable.

Evelyn spoke to a number of things connected to the overall quality of life for

teachers in rural school districts. She stated:

I think it’s very difficult for a school district in rural areas to recruit teachers who 
are not familiar with those areas. Often times there’s very little industry in those 
areas. Often times there are sort of... there’s a lack of cohort. Because when they 
have vacancies, there are very few vacancies so you’re not having 10-15 new 
teachers coming into a new school system at one time. Often times the pay is 
several thousand dollars less than it is in larger metropolitan areas and then you 
also have the lack of entertainment.... uh social aspects that new teachers in 
particular might be attracted to. There might not be parks. There might not be a 
movie theatre. Might not be book stores and we know the quality of life matters 
particularly when we are talking about people who are younger than 45 or so.

Nelson discussed his awareness of the quality of life challenges connected to lack

of activities, pay, and technological resources by stating the following:

I think there are several reasons and one of them is the fact that we are in a rural 
area, it is hard to attract, particularly young candidates. They tend to want to 
gravitate towards a larger city or community where there is literally more to do. If 
you are not really excited about the community, rolling the sidewalks up at 7-8
o’clock at night, this is the wrong place to be.............The other thing is we don’t
pay the supplements that a larger school district is able to pay. We offer a very 
small supplement, just about what the state salary schedule is. Another huge 
concern of ours is our financial situation with the lack of a tax base that we have 
in this county and then the reduction in funding that we have taken a hit from over
the past few years And then I think one of biggest issues for us with getting
candidates in is history of our school district. We are not the same school district
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we were years ago, but people go ‘XXX County, oh I don’t wanna’ you know, it 
is almost this sense that we don’t have technology in our schools, we don’t have 
the resources. I mean granted, our resources are limited but we’ve got some of the 
most creative people in the world trying to get what we need for these children.

Lillian commented on the lack of pay and professional growth opportunities:

1 definitely think compensation is definitely something up for discussion. That’d 
probably be the biggest thing um possibly opportunity for professional growth 
and trajectory.

Elena shared her experience of moving to a rural area and observing the lack of

training opportunities, resources and competition from larger metropolitan areas.

And so I think just the opportunities within the district to get the professional 
development they needed was not there the same ways in which I had access to as
an urban school teacher it is very difficult and hard for them to attract ya
know someone like an XXX verses an XXX is really no comparison as far as you 
think about your quality of life if people want to move to um a more progressive 
town, not so much conservative. If they want to move to a larger city, it’s very 
difficult for a town like an XXX or even a XXX which is much bigger to attract 
that person from another state to come and set up shop and establish a family 
here. And so that’s one of the reasons why they are struggling and there’s a lack 
of resources available when you think of funding opportunities for schools being 
based on property taxes and things of that nature.

Collaborative Culture

The next emergent theme that was identified from participant responses was

Collaborative Culture. This was descriptive based on participants’ accounts of

interactions and protocols in place that existed between the TNTP/Teaching Fellows

staff, local schools and districts, and the state agencies they served. The initial codes

included monthly reporting, conference calls, partnership, Candidate Support Teams

(CST), Teaching Fellows coach, Assessment of Classroom Effectiveness (ACE),

communication with local school, open communication, and collaborative in problem

solving.
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Evelyn shared her experience regarding receiving monthly reports from the TNTP

organization while working for the state agency as well as TNTP’s model being one of

collaboration with local schools and districts:

I would receive a monthly status report from the partner of the XXX Teaching 
Fellows that would detail progress towards the milestones that were listed in the 
scope of work that would highlight any challenges or potential challenges and any 
potential solutions and would also proactively alert me to areas where I might 
need to weigh in um as sort of the state authority responsible for the contract. 
TNTP’s model is really one of collaboration. So at every step of the process, there 
was a very deliberate effort to bring in um district, and school-based stakeholders. 
So for instance the initial selection is actually done by trained people within the 
school district um so those people of course are the ones who are most aware of 
the community and the community’s needs...Once someone is selected in and um 
they participate in the summer training experience um they have absolutely 
TNTP’s staff that’s working with them and training them, but they’re also 
working with model teachers within the district um both to teach them the 
coursework, but also to observe them in the classroom and to be a mentor. Um, 
finally o f course they’re placed in the district, TNTP has someone who’s role is 
the training and instruction manager or did at that time. And that person would 
not only visit the fellow in their classroom, but would also talk to the principal 
and would talk to the department chair if we’re talking about secondary or grade 
level chair to gauge to what degree is this person doing a good job. How can we 
help? What resources might they not be aware of that already exist within the 
school or within the district that we can use to help this person be successful.

Mary shared yet more about monthly reports and calls in addition to giving an

example of how the partnership between the state agency and TNTP functioned with

open communication:

We had monthly monitoring and what I mean by monthly monitoring is that there 
was a report that TNTP had to provide for us and not only did we have a written 
report that identified the number of fellows, what challenges, what next steps, but 
also their successes. We also had conference calls with them consistently on a 
monthly basis.
So it was more of a partnership because it wasn’t a situation where you were 
TNTP to place 5 teachers in XXX for example and you didn’t do it, so now what? 
It was more about let’s talk about it. What can we do to make things more 
successful? What can the XXX or Race to the Top do to help you become more 
successful? So we had this flexibility, even though we had a contract and we had 
definite milestones that we were accountable to by the state board but we also had 
give and take and so any time that we need to (and I hope that TNTP would say
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the same thing) but anytime we needed to bring an issue to the table or a 
challenge, or a barrier, we were able to work it out and I think that was one of the 
most important things. Having the money is one thing, so that was not the issue, 
but taking something that you wrote in 2009 and implementing it in 2011, 2012, 
2013, and 2014 you have to understand that there will be some changes and there 
will be so challenges that you couldn’t foresee. So I think we had very open 
communication and they had a program manager that they knew they could go to 
and I think that was very important and we had a contact person that we knew we 
could go to and solve any issues that came up. That to me was the strongest and 
most important point.

Lillian echoed some of the same sentiments as Evelyn and Mary, but discussed

additional collaborative pieces such as the Candidate Support Teams (CST) and quarterly

communication between the Teaching Fellows staff and the local school.

Oh yeah so we are big on something called CSTs which are Candidate Support 
Teams. Oh my, how I love those. So each Fellow is assigned a coach right, an 
effectiveness coach. We added a virtual coach so some fellows for instance 
elementary fellows, their primary coach is an elementary coach. However, they 
were still assigned an in-person or site-based staff member if that was not 
working for them. In addition, I provide district updates on performance 
throughout the year and in addition to that we have a coaching plan which is 
shared with the Candidate Support Team. Meaning, if the principal is receiving 
the evaluations you know we know they wear many hats so as an extra layer only 
the APs and instructional coaches are considered Candidate Support Team. So 
that’s like in addition to the principal.
I think the communication piece was huge because principals, if nothing else 
knew where those teachers stood and the district if they wanted to advocate for 
them they could if they felt like they had that time or that heads up on how they 
were performing.

Elena discussed the collaborative culture starting with TNTP hiring staff from the

local schools and school districts who were trained on the TNTP processes as selectors

and instructors for professional development sessions. She also mentioned the

communication between TNTP staff and the local schools.

....so again the seasonal staff we trained in the district, selectors... some of them 
were principals, APs, instructional coaches and teachers themselves and in some 
cases they may even work in the central office...Um, our selection model 
also...the state of XXX was also interested in the fact that we hired people from 
within to do the work.
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We would invite districts to our training so they could see how our time, energy 
and preparation went into it and how we use videos to really make simulations 
and help people rate and get norms.
And we wanted to also see from the schools how are they doing on their 
observations at the school and the district. So, it was a constant exchanging of 
information.

Supportive Structure

Supportive Structure was the next identified theme. This theme was a 

combination of initial codes such as coaching support, candidate support teams, pre

service institute, support, and candidate preparation. These were indicative of a multi

level structure put in place by the TNTP organization.

Fellow Timothy recalled his supportive structural experience with assigned 

Teaching Fellows staff member as well as his feelings of preparedness entering the 

classroom.

Well you know, you know within my building I had support, but it was always 
nice to know I had the XXX Teaching Fellows, you know throughout my whole 
first year, I was able to call. I had XXX, who was over our program and over our 
training during our first year teaching and I was always able just to text her or call 
her whenever I had a question about something, you know. We debriefed after 
every observation. We sat down and did a you know, sometimes you had to have 
thick skin, you know because sometimes she was very particular on how she saw 
things, she was like ‘I saw three kids over there that seemed a little bit off task’ 
and I would be like ‘what about rest’ you know so know that feedback to know oh 
every child matters, I need to make sure I have every child’s attention before I 
speak. I know just a lot of her pointers, just coming to observe me, announced and 
unannounced, just helped keep me on my toes. And you know, and I think, she 
helped me develop my data tracker, and helped me review my data, you know, 
just things that came from outside the building that I just did not have inside the 
building. And that was because we had one instructional coach for the entire 
school, whereas XXX and myself (who was the other fellow) we had an entire 
program outside of the school that was supporting us all throughout the way, you 
know what I mean? Our principal was very supportive of knowing all the 
requirements we had to complete for XXX Teaching Fellows and working with us 
to help us complete it. So I had support all the way around for me and I wasn’t 
scared to ask either when I needed it.
It really prepared me for what we have now you know all of that training
helped me.
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In Mary’s response to an interview question, she discussed the support structure

as it related to supporting local schools’ needs and preparing teachers.

They are able to look at the needs of the school and then help find teachers who 
would meet those needs and then prepare those teachers to work in that 
environment.

Nelson, however did not share the same experience as other participants as it

relates to the supportive structure. When asked which program components need

improvement, he gave the following response:

I think that one of the things that would need improvement is literally, probably 
the biggest piece which is the level of support that you are able to see. Maybe the 
candidate tells you something different, but from the vantage point being at the 
central office being aware of what kind of support is that person getting, we don’t 
see a whole lot of it. We know they are checking in, we know that they are doing 
their work, but is there someone making sure that they are ok, more than just our 
principal or our assistant principals and their mentor checking in on them.

Lillian spoke to the coaching support provided to Teaching Fellows in addition to

facilitating opportunities for relationship building among Fellows and staff creating a

support system.

I think a huge value-added was the coaching support that we provide. And it’s a 
very different model ya know.
We differentiate our support more than I’ve ever seen. We provide classroom 
support coaching. Um, we do professional development trainings, but you don’t 
just sit there you actually practice. If we say this PD is on um assessing student 
work, you actually assess student work with the group and we all come to a 
consensus as a team. So, the practice piece in our development is huge. Like I 
laugh and say you know we don’t just talk about it we have to be about it.. .to do 
it in order to become better at it. We do social gatherings ya know where we have 
at the end of our 6 week pre-service training, which is like an intense Bootcamp 
getting prepared to enter classrooms in the fall. We’ve had cookouts. We’ve had 
talent shows. We try to meet the needs of the whole Fellow. And then we also try 
to promote leadership within the cohort. If there is a high-performing Fellow who 
is doing really outstanding things we create opportunities and space for those 
individuals to share out with their peers.. .Um, we do in-person responsive 
coaching sessions...throughout the year we assess our data for trends. We offer 
virtual, small group coaching support, also our responsive coaching sessions. We
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go into the schools. We even reach out to district level personnel. We ya know... 
we want to say at the end of the day we exhausted all options to support a teacher.

In responding to questions about various program outputs and monitoring

components, Elena discussed her experience as a site director overseeing elements of

support during the summer school experience for Fellows as well as the varying levels of

support given to Fellows based on their individual needs by stating:

What we would share with our principals and the district to win them over is that 
they have a coach and they have an instructor. It’s rare that you’re going to have a 
teachers that’s gonna have that much support in the summer. So we won’t ever 
let anything happen to a child and we were very responsive if there was anything. 
Who needs extra support? Is your full time staff, your training and instruction 
manager..are they given the right support that they need to so they can make sure 
that person is caught up? That sets us apart as an organization is that we don’t 
believe in giving everybody the same thing because everybody doesn’t need the 
same thing. So if the data is showing... the data is showing us who needs the extra 
support, we can kinda de-prioritize because they’re already here. And what that 
does is allow us to be smarter about how we leverage our resources um to make 
sure we were helping folks improve.

Effectiveness

All o f the participants shared their perspectives on the Effectiveness of the

Teaching Fellows program in rural school districts. As this was not intended to be a

program evaluation, each participant responded to questions about effectiveness based on

their perceptions of what effectiveness was.

Teaching Fellow Timothy commented on the Teaching Fellows effectiveness

related to classroom preparedness.

I definitely think it prepares you for the classroom.. .(pause)... given the right 
individual too. I always think it’s the individual too, the type of person, who has 
the potential to be a teacher, you know, I think they really can build on that and 
help you reach that full potential, you know. I don’t know how I would assess 
their ability to take someone, you know, with little potential and carry them along 
the way or not, or someone who is not as motivated and carry them along that 
way.



68

Evelyn spoke to effectiveness from a numbers perspective. Specifically, the 

overestimation of Fellows that would be brought into the identified hard-to-staff rural 

school districts.

From purely a scale perspective I think we can agree that it didn’t have the impact 
that we thought it would. The idea was that we would see teaching fellows 
programs across the state that would have, you know well over a hundred and 
thirty fellows matriculating each year.. .1 think we were able to prove that we 
could get people who were absolutely committed to go to um rural areas in the 
state if you had a compelling recruitment campaign and that you could be 
selective um with that as well... I don’t think that TNTP had a solid understanding 
of one the geography of the state and that some of the configurations that they 
originally agreed to perhaps weren’t the best when trying to form a cohort of 
fellows... Um, and it doesn’t allow itself for the cohort model when there’s that 
much geographic distance between the group. I also think that TNTP didn’t have 
a solid knowledge of um rural education and the degree to which certain um 
pockets of the state are so incredibly um, pause., sort of the...the population isn’t 
there to think that you would have twenty vacancies. TNTP’s model does sort of 
rest on having a certain number um to make the business model work and you’re 
not going to ever have those numbers in a rural area.

Mary made it a point during the interview to state that there was no empirical data

to date on the effectiveness of the Teaching Fellows program, but only anecdotal to date.

So that was what I mentioned to you earlier that we don’t have any empirical data 
to say this is how effective TNTP or their fellows are. I know that TNTP has 
some data, but I can tell you some anecdotal data... So...the monthly report, 
when you look at those reports and you look at what the schools or the school 
supervisors of those teachers are saying, you hear things like “they’re innovative. 
They seek different ways to ensure learning is happening. They are more 
collaborative. They are more open to someone providing support, directly in the 
classroom. They are not necessarily fearful or hesitant to have feedback from 
peers.”

Lillian responded to the interview question about effectiveness by first stating that 

she was not sure TNTP met the contractual agreement for the number of Fellows to be 

placed, but that the level of teaching was increased due to the organization’s national

lens.
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I definitely think they were exposed to a way of teaching that may not have 
usually been the norm. Um, we were somebody you know our organization comes 
from a different perspective. You know we have a national lens, which is what 
common core is really about. Right? Equity on a broader scale and so when we’re 
able to bring what we’ve found to be most impactful from places like New York 
or places like Boston or different places that we’re seeing and bringing that into a 
rural district. I think when it comes to exposure, yes I definitely think we have 
brought a new way of thinking. I think the challenge is to get people on board 
with that school of thought and you need time to do that. And unfortunately with 
Race to the Top funding and things of that sort you don’t have all the time that 
would be required you know.

Elena spoke to the broader range of stakeholders who benefitted from the work of

the Teaching Fellows program and how she measured effectiveness by that influence

instead of meeting a numbers requirement.

We were looking for that candidate so I think the effectiveness measure was key, 
but we’re also bringing in a model that when we hire your assistant principal to be 
a selector, or we hire that teacher that you might want you know be on a 
leadership track to be a field observer in the summer or um an instructor with our 
curriculum. They’re going to take those skills and go back into their schools once 
the school year starts and use it you know in their own process and I mean I’ve 
never met a staff member who we trained on our model who didn’t tell me this is 
the best professional development that they’d ever had. So I feel that we were 
effective because we brought in that quality. And, I think about beyond the 
fellows themselves, so 1 can name the principals who got better. I can name the 
APs. I can name the teachers who became APs that got into leadership programs 
even in a county like XXX. And got into that leader pipeline because of the 
training they got at TNTP. So, our effectiveness can be measured beyond just our 
fellows being effective. With students..with community. I think about the impact 
we had on community. I’m very proud of the work we did. It was very small sites 
and it obviously wasn’t sustainable, but that I would say overall it was effective. 
Could we do better? Absolutely. I think better like you know certain resources 
um we could do better. But, you know it was a challenge. We never met our 
recruitment goals in those areas which was ultimately why we ended up 
collapsing those sites so again it goes back to those challenges. Even at a TNTP. 
Even with Race to the Top. We bought in teachers to those communities, but it 
wasn’t sustainable. So we still got work to do in education because we still 
have...How do these districts get access to quality teachers? Still an issue.
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Sustainability

Both Effectiveness and Sustainability were interpreted in more than one way by

participants. Initial codes contributing to this theme include teaching quality, classroom

preparedness, strategic planning, building capacity, community and impact.

Timothy spoke of sustainability connected to teacher retention.

I wish they could do just a little more of just retaining those recruits that they put 
into the classroom because sadly I’ve seen, just, you know, after two or three 
years people either cycle out into another profession or they move on to other 
things. I wish they could do more as far as rooting us into the profession and 
really, you know, after that first year, you are pretty much, you’re pretty much 
done with the program, you know. You know they did good with me. I think with 
me one of the reasons that kept me inspired is they invited me back to 
informational sessions to talk to other Teaching Fellows groups. You know I did,
I attended a lot of the interviewing sessions, where I actually participated in some 
interviews with some candidates, you know they kept me along in the process, 
where you know, other Fellows, you know they probably felt, they were just left 
out there, at their school. As far as the program staff and myself, even after my 
first year of teaching we kept a relationship as far as coming and helping recruit 
people. I wish they would do a better job at reaching out to the people they put in 
the classroom and keeping that relationship, that way we can build a network. I 
know there are resources out there, but I think it could be a little more focused.”

Evelyn referenced the school district’s low tax base as she spoke about

sustainability.

Um, finally I think um perhaps more attention should’ve been given to um long
term sustainability for these rural districts that don’t have the money that um 
school districts in more urban areas do just because of the tax base. So while the 
state was providing the funding for the XXX Teaching Fellows that’s wonderful, 
but once the state was no longer able that the degree to which you know very poor 
districts could continue that work is slim to none. Even with the teaching fellow 
paying like off-setting some of that cost by paying their own tuition, it’s still you 
know at least an additional $7,000 for the district.

Mary’s perspective on sustainability placed the onus on the local schools and

districts rather than the state agencies.

We actually developed a sustainability program for those projects that we thought 
should be sustained. We used some of the districts as laboratories to try out things
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and so we were not expecting everything to be sustained, particularly at the state 
level.. .One of the things that we discussed early on with the districts was how are 
you going to sustain this effort?...So sustainability is really about did that teacher 
really create an impact that the district would say, we have to have this teacher 
and more like this teacher. So it is kinda difficult to say, oh yes the sustainability 
plan, and not all sustainability plans though, should be about funding, it should be 
about characteristics, qualities, behaviors that you are searching for and so as a 
part of what we as the districts to do is to look at those qualities that you most 
appreciate in a TNTP teacher or a TFA teacher, or any teacher and then figure out 
how you can use those characteristics, behaviors and search and recruit for other 
teachers with similar qualities. ...so the sustainability part there would be 
ok...district or school are you looking at that strategy as well? How do you 
sustain the observation, the support the mentoring, induction really, for these 
teachers. And here’s the other part too, some of the hard to recruit areas like 
mathematics and sciences, particularly the higher level sciences, and special 
education or shortage areas and so the district would sort of already have some 
sustainability built in because you always have to have those teachers.

Lillian’s response to sustainability focused on being strategic in forming

community relationships first and then building capacity among school district staff

members. She stated:

From there it’s sustainability. Like ok now that we’ve learned about the 
community, built this relationship we have a strategy. Who will do the work? 
Finding that staff within the district to do the work so that they will see that our 
partnership is not a long-term partnership. It’s not about how long someone can 
be there. It’s about their impact during the time that they’re there. And so what 
for me what I want to see for the rural districts are can we get the funding to be 
there for a short amount of time in order to get the staff up to where they need to 
be to sustain the change., but that’s tricky because it goes back to diverse 
leadership you know diverse thought.

Practices

For the purpose of this study, Practices are the things that are implemented to 

ensure that high-quality teachers are appropriately placed in the hard-to-staff school 

districts. These can also be described as quality control measures that address current 

and future practice. The Practices identified by the researcher are Strategic Recruitment, 

Rigorous Selection Process, Evaluation and Policy Implications. All of the named



72

Practices address one or more of the research questions. Table 4 is a visual representation

of the alignment between themes and research questions.

Strategic Recruitment

There were strategic recruitment efforts in place to attract high-quality individuals

to hard-to-staff school districts by the state, local school district and the TNTP

organization. The TNTP organization, specifically was able to use its resources to use

multiple strategies to recruit quality individuals to school districts. This strategic

recruitment theme included a national recruitment model, targeted messaging, inspiration,

mid-career changers, job fairs and financial incentives as initial codes.

Teaching Fellow Timothy experienced the strategic recruiting by seeing a flyer

and having a TNTP recruiter on his college campus as well as the inspirational message

he heard from TNTP staff members. He recalled:

Um, I think maybe there was a flyer on campus. I am trying to remember when I
first heard about it. I think there was a recruiter here at XXX You know I
think the way they presented it as far as you will be in the classroom this fall, and 
as a senior in college, you know, you are looking for something to do that I felt 
would fulfill me you know, fulfill everything I was wanting, in the career as far as 
giving back, working with, you know working with kids.

Evelyn referred to the strategic recruitment as a blanket market approach which

included social and other media, targeting messaging, inspiration, fairs at colleges and

universities, and mid-career professionals. She stated:

There’s really a blanket marketing approach. There is a large social media 
campaign. So we had advertisements on Craigslist, advertisements on Facebook, 
on Monster, Indeed.com, etc.. Um..we also took advantage of the local sort of 
media outlets in that area so if it was the newspaper, the local news affiliate. And, 
we also had very targeted messaging. So we spent quite a bit of time um trying to 
tailor the messaging about not just teaching in this area, but why people should 
teach in this area. So be the sort of the inspiration for children in XXX County. 
You know, take advantage of what there is to bring to children in XXX County 
who might not otherwise have that. So we tried to very directly appeal to people
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who were interested in providing an excellent education to children in these very 
specific communities. Our messaging was tailored toward that for recruitment. 
We also spent a quite a bit of time going directly to universities and speaking um 
to all manner of students, not just education majors, but students who were math 
majors and students who were science majors because we were looking 
specifically to fill truly hard to staff subject areas as well. We also then reached 
out directly to mid-career professionals again who would have jobs that could be 
easily tailored to being successful in a hard-to-staff teaching area.

Nelson spoke to the need of rural districts to recruit minority candidates to reflect

the student population and strategically recruiting from predominantly black colleges:

One of the things that we have targeted, because the other issue that we have 
struggled with attracting candidates is attracting candidates, the minority 
candidates. So we try to do a lot of recruiting at some of our predominantly black 
colleges, try to do recruiting at, in areas where we might be able to attract both 
white and minority candidates.

Elena described multiple components of TNTP’s strategic recruiting practices

including their national campaign, tailoring language for the target audiences, using

authentic photographs and data to inspire, college fairs, and recruiting from within the

rural districts by sharing the following:

What TNTP does with that national marketing an campaign and recruitment 
strategy is to find those folks who have a tie to a rural area.. .and you know really 
tailor our language to that audience. So many of our fellows ended up being folks 
who had come from the area or had grew up in another small town somewhere in 
America so really felt connected to the rural community and it was a question we 
asked specifically on our application at that time....TNTP also does a really good 
job of sharing data...Often times you know people don’t want to share but if 
you’re trying to get hooked to the higher calling around why we wanted the type 
of candidate we were looking for we had to talk about the graduation rate or the
literacy rate in those towns But at the same time what TNTP did was we
also recruited from within the district. You have a lot of paraprofessionals or 
substitute teachers who you know obviously have a connection to kids and the
community We did host we did join some job fairs at local universities so
on all o f our mailers and anything we hand out was in print and even in our email 
like virtual correspondence with folks you know we were sending you pictures 
from the community that they were advertising for.
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Rigorous Selection Process

While the aforementioned statements describe the strategic recruiting practices 

put in place to attract high-quality teachers to hard-to-staff schools in rural school 

districts, the selection process is even more critical. The New Teacher Project 

organization prides itself on having a rigorous selection process in place in an effort to 

secure the best and brightest teachers for students in underserved communities. As 

multiple study participants echoed this sentiment in addition to multiple TNTP 

documents, a rigorous selection process theme was identified. For the purpose of this 

theme the selection process includes the application, interviewing, pre-service training 

and first year of classroom teaching leading to being recommended for a clear-renewable 

state teaching certificate.

Teaching Fellow Timothy remarked about the qualities, characteristics and 

behaviors of the applicants the organization sought after in addition to his pre-service 

experience:

It wasn’t that I was smarter than anyone it was just the fact that I was willing to 
grind it all the way out. And you know, just keep to it. I think that is probably the 
person, type of people they are looking for as far as you know that, just organized, 
on time, you know, professional... even things like GPA and SAT scores and 
things like that. I said ‘Ok” this is the type of program because they really were 
looking for, you know, top quality candidates.”
Well the first part you know the first two weeks was pretty much from eight 
o’clock in the morning until 5:30-6 at night, every day, and it was basically where 
we were going through the curriculum, we did our student teaching during the 
summer school and during that time, we were observed. We had to submit work 
products um we had to attend, we had to attend trainings. Like after we taught that 
day, we still had to stay afterwards in order to do our curriculum training with our 
fellow advisors where they gave us more training, we took assessments and we 
talked about student data, we went through a lot, it was, it was fairly intense I 
would say that. And we had a lot of people drop out, it was and in the end, we had 
over a hundred people at the beginning but I think at the end of the summer it was 
about 33 people who actually just, just made it through the six week training. I 
remember our numbers just dwindled and part of that process, I think was planned
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by XXX Teaching Fellows, where you know if you weren’t meeting the score 
criteria they, you know, you were being briefed on pretty much a daily basis and 
slowly you would look around and (laughs) people were just not there the next 
week as we made it through the six weeks. So yeah.. .it was grueling.

Evelyn specifically described components of the selection process including the

application and interview day event as well as TNTP’s retention model as such:

So there actually was a very specific rubric that all TNTP fellow sites used. Um, 
the rubric had areas such as critical thinking, um professionalism, sort of the 
ability to deal with ambiguity, um all of those were sort of components. And, 
from the minute someone submitted their application, they were always being 
assessed for you know the areas in which they spiked along you know the 
continuum of those components and areas where there might be deficits. From the 
application stage, applicants were then invited...then selected applicants were 
invited to participate in the interview day event where there were several different 
activities and again, they were being assessed on those same components. TNTP 
is unapologetic that they have a differentiated retention model and those who are 
deemed ineffective are not um don’t move forward in the program.

During the interview Lillian emphasized several characteristics of applicants and

Teaching Fellows sought after and assessed during the process by stating:

So I would definitely say professionalism holistically from the way you interact 
and communicate written or verbal with students, colleagues, your superiors, 
principals...professionalism is really big. Your look..your dress. Critical thinking 
is huge. You are responsible for our future leaders who are scholars a bulk of the 
day and if something happens we need to be able to know that you are able to 
think critically and make decisions in the moment in order to do what’s best for 
children. And more specifically, instructionally. You may have great plans, but 
you need to be able to think critically and to respond in the moment. I would also 
say um your ability to respond to and apply feedback. That that’s big for us. So, it 
has evolved. Um, the way selection process started candidates would apply. They 
would submit a written piece and then from that point we would have people from 
our central team to review and determine if they got to the next phase which 
would be an in-person. Once they get their in-person you receive the orientation 
to the program. You participate in individual interviews. You participate in group 
discussions where you are being observed by staff members. Um, we’ve even had 
components where you’ve had to teach a lesson, a short lesson, get feedback, 
apply the feedback and then reteach the lesson. So those are some of the bigger 
buckets.
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Elena shared an extensive explanation of the rigorous selection process during her 

interview. She was able to give specific details about each of the components including, 

but not limited to the pre-selection, baseline requirements, qualities, application, and 

interviews.

So at the pre-selection process so we had a 3 question application. We also looked 
at their GPA so we asked them to upload unofficial transcripts. We looked for 
commitment and high expectations in their responses.... so we’re looking for 
someone who was kind of creative with their responses, someone who you know 
thought about using data um and more importantly what that question was 
measuring was whether or not they understood that it was in the teacher’s control 
to change the outcomes. We were really looking for ownership and responsibility 
in that candidate’s question and we would also check for grammar and things like 
that because we wanted to make sure they could communicate effectively. So that 
was just the pre-screening and if they passed those indicators then they would 
move on to what we call our interview cue.
We measured continuously like high expectations is one. High achievement was 
another. Um, commitment we measured. Um, in critical thinking was important. 
Communication was important. So once they applied and got into the interview 
cue then we would invite them to a daylong interview and we would ask them to
prepare a five minute lesson and we would give them the topic of their choice.....
Um, and so um the selection process was rigorous definitely for sure. Um and uh 
following that we would have a focus group and we would put them in a room 
and it was timed... And then that would be followed by one-on-one interview. We 
wanted to have enough evidence to say should this person get invited to join our 
pre-service training.

Evaluation

The theme of Evaluation was identified from interview responses, but also a large

presence of evaluation components found in the documents that were analyzed by the

researcher. Evaluation tools were an integral part of the XYZ Teaching Fellows program

from the beginning to the end with participants.

Lillian spoke to the use of rubrics and the communication of evaluation results

with school administration:

We are able to really use our rubric and say is it a skiIIset gap or is it will ya know 
really getting underneath what it is and we have the flexibility to do that.
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We are big on every.. .four times a year we communicate their evaluation which 
is their assessment according to our ACE rubric assessment for classroom 
effectiveness. And it’s in alignment with most districts. It’s in alignment with the 
XXX. It’s in alignment with most districts’ evaluation rubric. We share that with 
the principal.

Elena mentioned the multiple layers of evaluation that contribute to the total

assessment of participants.

We have an ACE model which is how we certify them so one thing that set TNTP 
apart was there was a selection process and a um throughout each component of 
the process for teachers so you’re selection for the application some people make 
it some people don’t. Interview.. .some people make it some don’t. The 6 week 
pre-service training some people make it some don’t. And even at the end of the 
school year we have a quality bar so ACE is how we would measure them.

Policy Implications

The final theme that was identified for this research study was Policy

Implications. After navigating through the components of the Teaching Fellows

programs, the researcher’s final interview question aimed to discover participants’

perceptions o f the influence of the Race to the Top fund and the partnership with TNTP-

XYZ Teaching Fellows locally and on a broader scale. Initial codes included funding

and relocation bonuses, STEM initiatives, Grow Your Own programs, Merit Pay,

Certification and Induction programs.

Fellow Timothy shared his belief in the need for programs such as the Teaching

Fellows moving forward as teaching becomes more difficult.

I think, that, they are going to need programs like, like the state of XXX is going 
to need programs like XXX Teaching Fellows in order to recruit people to go into 
these schools because I think as education and becoming a teacher becomes 
harder and harder, it’s gonna be harder and harder to find candidates who can fill 
these position, you know and stay, and stay for a meaningful amount of time. It’s 
just gonna, you know, I know just after this year, we had to hire almost, you 
know, a third of our staff again, you know, it was entire turnover rate. So I think 
the more programs we can have, even if it’s XXX Teaching Fellow, Teach for
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America, or alternative other alternative programs they need to have a focus on 
educating people on the type of environment they are going into, before it starts.

Evelyn’s response highlighted the state’s thinking, expectations and processes

related to teacher effectiveness. She also discussed how the Race to the Top partnerships

opened greater dialogue and led to new initiatives.

Sure so clearly the state still has to grapple with ensuring that we have effective 
teachers in every classroom across the state. I do think that this work provided 
some direction as far as uh there is no savior that going to come in and answer all 
o f our questions about um teaching quality and teacher effectiveness in rural 
areas. It has started a conversation about how can we help those communities 
grow their own and ensure that the people who were within the community have 
the skills to be effective. Um, and that we are actively helping to provide you 
know...we’re actively helping to provide communities who are most challenged 
because there’s not industry um there might not be universities.... How can we 
help those communities see what’s possible? Um, I’m excited to share that in the 
FY 16 budget we are working with a national non-profit Project Lead the Way to 
work with rural districts in South XXX to help them train their existing teachers 
on STEM. And I don’t think we would have made that decision had we not 
worked with TFA and TNTP through Race to the Top. Um, I think we would’ve 
been more inclined to say let’s continue to do what ya know we’ve done before. 
I’ll also say through Race to the Top. We also provided financial incentives as a 
separate grant to get people to move to rural areas. Um as much as a $10,000 
relocation bonus. It was very ineffective and after the first year, we couldn’t 
continue it. Um, which I think is another sort of proof point that figuring this out 
is difficult. You can’t just throw money at it and you can’t just assume that 
someone or some group is going to be able to marshal um hundreds of wonderful 
teachers into a small community where there only are a few positions, but each 
position is critical.

Mary shared several examples of policy change as a result of Race to the Top and

the TNTP partnership.

But based on these initiatives and some of the other initiatives in Race to the Top 
in particularly around the reform area of great teachers and leaders we actually 
have, have had the most impact on policy changes and I can give you several 
examples. One is prior to actually contracting and partnering with TNTP, they 
were not an approved alternative teacher preparation program. The Professional 
Standards Commission had to look at policy around becoming an alternative 
teacher preparation program and they made changes to their policies and TNTP 
applied and became an alternative teacher preparation program. And that into 
itself is really quite interesting because this whole idea of you don’t have to go
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through a standard preparation program or college and a collegiate education to 
become a teacher was a great policy discussion. The other discussion or policy 
that grew out o f this whole effort was the change in certification. The fact that we 
needed to have an induction program, so we have completely revamped and 
revised our certification levels. So just this whole effort was an impetus to help us 
to make changes in those policies and also this idea of merit pay and merit 
bonuses. We continue to have that discussions... Race to the Top districts, 
including XXX, they are going to pay their top 10% teachers with the highest 
TEMS score and the principals with the highest LEMS (Leader Effectiveness 
Measure) and TEMS is Teacher Effectiveness Measure, they are going to pay 
them a merit bonus for being there so we are going to use all of that information 
to determine what policies we need to consider, review, look at, make, change, 
around the salary schedule and merit pay.

Nelson commented on changes in certification requirements and the difficulty in

attracting quality candidates to hard-to-staff rural schools.

I see that... Yes, because I think that the pieces that we are, the need for teachers 
is going to become greater. I don’t believe that with all of the changes in the 
expectations of the standards and the expectations of the new assessments, the 
expectations that are different with the requirements of certification, I think it 
going to be difficult, more difficult to find viable candidates. Maybe not in early 
childhood, maybe not in a very general program, but I think that what is going to 
have to happen is, districts like ours are going to be at such a disadvantage that 
unless we figure out some way to partner and have something like this tool in 
place, but at a much more sustainable level, we are not going to be able to offer 
the services we need to. We already struggle particularly in this county where we 
really only receive the funding for one high school, but politics and all the other 
fun has us with two. We are basically funding two high schools with one high 
school’s funding. With that being said you know, I hear our students complain 
well we can only obtain two to three AP credits before I graduate. Well you have 
kids coming out of wealthy school districts that can have 7-8 AP courses. Dual 
enrollment we have been working hard to try and be able to get the students to be 
able to do that. With the new law and the university system having to accept the 
technical school credits, that is helping. We have to have something. I think that 
goes without question, I am not going to be able to find people.

Lillian focused on the critical discussion of social injustice stating:

Um, does the..do the people who make the decisions reflect the population of 
students? Like we have to be honest about some things, you know who are 
making the best decisions about what the best assessments are or what’s best 
instructional practices indigenous to your community. Again, cultural competence 
and all those things are in the fine details of your district-wide academic strategy.



80

I do believe that it does have to be grounded in great instruction, but great 
instruction as a tool to address equity and social injustice.

The researcher examined twenty-eight documents that were significant to The

New Teacher Project and XYZ Teaching Fellows program as they were components of

the application for approval to become a certification agency in the selected state.

Documents included correspondences between the TNTP organization and the

Professional Standards Commission (PSC) of the selected study state, the full report from

the PSC approval committee, a description of the Teaching Fellows Conceptual

Framework, TNTP and the Teaching Fellows organizational chart along with

explanations of the governance and leadership structure, Fellow application documents,

sample assessments with accompanying Description of Use documents, rubrics and more.

For the purpose of analyzing the data, documents were divided into five sub-categories:

Conceptual Framework, Program Entry, Matriculation, Program Exit and PSC Approval.

Although sub-categories are being used to organize the document analysis data, the

original thematic categories of Principles and Practices are integrated and highlighted in

Table 5 which shows the themes gathered from the sub-categorized documents.

The researcher was able to identify six of nine themes within the Conceptual

Framework documents including Strategic Recruitment, Rigorous Selection Process,

Collaborative Culture, Supportive Structure, Evaluation, and Effectiveness. The Strategic

Recruitment, Rigorous Selection Process, Collaborative Culture, Evaluation and

Effectiveness themes were identified in the Section 1 of the XXX Part 1 document:

XXX is committed to working in partnership with these districts to raise student 
achievement. XXX envisions developing a pipeline of effective new teachers 
from nontraditional backgrounds for XXX’s high-needs districts. By selecting a 
diverse body of new teachers for XXX’s most challenging classrooms, and by 
preparing them to meet the needs of XXX’s disadvantaged students, XXX will
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fulfill its promise to raise student achievement in high-poverty districts, and 
ultimately help close the achievement gap in the state.

The XXX program offers a coherent program of recruitment, selection, 
professional learning, and field work focused on preparing new educators to 
increase student achievement in XXX’s high-need schools.

Finally, XXX evaluates its participants for teaching effectiveness. Fellows will 
earn a recommendation for proven effectiveness, not seat time, in the classroom. 
Only Fellows who demonstrate effectiveness through multiple measures will 
receive the program’s recommendation for Clear Renewable Certification.

The Supportive Structure and Evaluation themes were identified in the XYZ

Teaching Fellows Program Report Standard 6 document:

The XXX Teaching Fellows program, supported by TNTP, brings to XXX expert 
staff, data-driven planning, and knowledge accumulated over the course of 
successfully designing and implementing programs nationwide. The XXX 
program will rely on clearly defined objectives, milestones, and an efficient 
implementation schedule. TNTP monitors the progress o f all its projects through 
careful data collection, data reporting, and regular assessment (for instance, the 
majority of TNTP’s alternative certification programs evaluate progress toward 
their recruitment goals on a weekly -  if not daily -  basis).

Identified within the Program Entry documents were the themes of Rigorous

Selection Process, Evaluation and Supportive Structure. These documents included

application questions, scoring rubrics along with support documents to assist staff

members in making final decisions about candidates, advisement sheets outlining the

course requirements for Fellows, and more. The XXX Advisement Sheet sated

“Participants in the program are evaluated for proficiency in their content area as multiple

points in the program”. The document titled Description of Use -  Program Selection

stated:

TNTP uses its selection competencies as the criteria to evaluate applications for 
admission into its Teaching Fellows programs. TNTP’s selection competencies 
identify and define, as comprehensively as possible, the character and personality 
traits that the organization has found in its most successful teachers. These
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competencies align to XXX’s dispositions and are used in the initial application, 
throughout the Interview Day, and in the Final Staff Review of the screened files.

The Matriculation category included documents that were used to monitor

progress of and evaluate Fellows throughout their time in the program. These

assessments evaluate Fellows’ content knowledge, planning, effects on student learning,

dispositions and clinical practice. The themes of Evaluation, Rigorous Selection Process,

Supportive Culture and Effectiveness were identified in these documents. An example is

found in the document titled Description of Use -  Progress Report:

In addition to receiving ongoing feedback on seminar assignments and 
assessments, Fellows participate in two formal evaluations of their performance in 
the Teaching for Results (TfR) seminars during their teacher of record year, 
through the Mid-Year Progress Report and the end-of-year Portfolio Evaluation 
System. The Mid-Year Progress Report provides a summary of participant 
performance in each o f the three seminar competencies -  content, assessment, and 
instruction. The Progress Report indicates the descriptors for each competency 
that have been demonstrated through course assessments to date. The Progress 
Report also provides a summary of seminar attendance ad demonstration of 
Professional Values....In addition to rating participants, SLs will provide 
feedback to participants on ways to improve their performance.

The final phase for a Teaching Fellow is considered Program Exit. In this phase,

TNTP and/or XXX staff members are assessing the Fellow holistically by examining

their performance from the pre-selection process through the first year of teaching. The

collection of all of the Fellows’ performance data are captured in the Assessment of

Classroom Effectiveness (ACE). Themes identified in the Program Exit documents

include Rigorous Selection Process, Supportive Culture, Evaluation, and Effectiveness.

The following statement is taken from the document titled Description of Use- ACE:

To be eligible for Clear Renewable Certification at the end of their first year as 
teacher of record, participants are required to demonstrate that they are at least as 
effective as the average new teacher in their respective state or district. 
Participants demonstrate their effectiveness through the Assessment of Classroom
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Effectiveness (ACE). ACE evaluates participant effectiveness by looking at three 
main areas: Principal Evaluation, Program Completion, and Student Outcomes.

At times there are Fellows who do not successfully pass the ACE at the end of

their first year of teaching. The following statement explains what happens next:

XXX will place participants who fall short of the effectiveness bar—but 
demonstrate potential for effectiveness -  on a Development Plan. These 
participants have the opportunity to work with program staff to determine how 
they can meet the effectiveness bar in year two. Fellows who do not demonstrate 
effectiveness, or potential for effectiveness, will be released from the program.

The final category of analyzed documents is PSC Approval. It is important to

note that all of the documents were part of a Developmental Approval Review of the

TNTP and XYZ Teaching Fellows program as providers of the XYZ Teacher Alternative

Preparation Program submitted as part of an on-site review May 15-17, 2011. This is

important as the documents explain the goals and intentions of the proposed program

based on what had been done in other states as well as components specific to the

research site's state, specifically hard-to-staff rural schools and districts. Collaborative

Culture, Effectiveness, Evaluation, Strategic Recruitment, Rigorous Selection Process

and Policy Implications were themes identified within the PSC Approval documents.

Based on the evidence presented by TNTP and the XYZ Teaching Fellows program, the

Review Committee’s report included this statement: “Their clearly articulated mission

and goals are strong evidence of the unit’s authentic commitment to the goal of having

“an effective teacher in every classroom.””

After reviewing interview transcripts and documents multiple times and carrying

out the coding process, the researcher identified nine overall themes for the data. Of the

nine, all were found in the interview data and seven had a strong presence in the

document analysis. The alignment of documents and themes can be found in table 5.
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The research questions for this study explored the perceived utility and durability 

of a structured teacher development program for staffing and sustaining quality teachers 

in high-needs rural school districts. Each of the nine identified themes, Quality of Life, 

Strategic Recruitment, Rigorous Selection Process, Collaborative Culture, Supportive 

Structure, Evaluation, Effectiveness, Sustainability and Policy Implications categorized 

as Principles and Practices contributed to answering the research questions.

Research Question 1

What is the perception o f  the state agency representatives on the inputs and outputs o f  

TNTP’s alternative certification program as a reform effort?

The state agency representatives’ perception of the XYZ Teaching Fellows 

program is overall positive. Both were optimistic about TNTP’s national recruiting model 

which gives high-needs rural school districts an increased level o f access to a high- 

quality teacher pool. They spoke highly of the collaborative and supportive nature of the 

partnership (Principles) and agreed that in general the program components (Practices) 

were grounded in research with good intentions, but at times execution needed 

improvement.

Research Question 2

What are the perceptions o f the TNTP Fellows o f their transformational process while in 

the program?

The TNTP Fellow expressed a high level of appreciation for his experience while 

in the program. He felt strongly that his transformation while in the program was due to 

the support of the staff (Principles) who imparted important and useful knowledge, but 

also to him being a hard-working and dedicated individual. He admitted that the
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assignments and other requirements (Practices) were tedious at times. However, his 

transformational experience has positively impacted his success as a teacher and teacher 

leader.

Research Question 3

What are the perceptions o f school district level staff on the inputs and outputs o f TNTP 

within their particular school system?

The school district level leader’s perception of the partnership with TNTP was 

somewhat mixed. It is important to note that because of his position, he was not 

intimately involved and aware of every TNTP communication and activity that occurred 

within the school district. He was appreciative for the national recruitment efforts of 

TNTP to access a larger pool of quality teaching candidates for the school district. He 

was also very pleased with the success story of one of the Teaching Fellows who has 

demonstrated instructional mastery in the classroom and become somewhat of an 

ambassador for the school district. The school district level leader did have some 

concerns about the perceived lack of presence and interactions from the TNTP staff.

Research Question 4

What are the perceptions o f the state agency representatives, TNTP Fellows, and school 

district level staff on the sustainability o f  TNTP's model as a reform effort for rural/hard 

to staff schools?

Study participants overwhelmingly perceived that TNTP’s model in its original 

format was not sustainable. Perhaps the most glaring contributor is the fiscal challenge 

involved with funding the program without the Race to the Top grant money. Rural 

school districts cannot afford to take on the financial burden of the program, especially
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since the program did not yield the large number of teachers that were initially promised. 

However, some participants’ perceptions included the high level of professional 

development experiences as having long-term positive impact in the school district. Table 

4 is a visual representation of the research questions aligned to the theoretical framework 

and their appearance in the transcripts. Subsequently, Table 5 displays sub-categorized 

documents and the appearance of themes with categories.

Table 4

Research Questions Aligned to Theoretical Framework and Appearance o f Themes in 
Transcripts

Research Question Theoretical Framework 
 Component_____

Theme and Category

What is the perception of 
the state agency 
representatives on the 
inputs and outputs of 
TNTP's alternative 
certification program as a 
reform effort?

a) passionate and 
energetic inputs to the 
organization

c) outputs in tune with 
the energy levels of the 
inputs

Quality of Life - Principles 
Collaborative Culture - 
Principles
Supportive Structure - 
Principles
Effectiveness - Principles 
Strategic Recruitment - 
Practices
Rigorous Selection Process 
Practices

What are the perceptions of 
TNTP Fellows of their 
transformational process 
while in the program?

b) the process of 
transforming these inputs 
within the organization,

Supportive Structure -  
Principles
Effectiveness - Principles 
Rigorous Selection Process 
Practices

What are the perceptions of 
school district level staff on 
the inputs and outputs of 
TNTP within their 
particular school system?

a) passionate and 
energetic inputs to the 
organization
c) outputs in tune with 
the energy levels of the 
inputs

Quality of Life - Principles 
Supportive Structure - 
Principles
Strategic Recruitment - 
Practices
Rigorous Selection Process 
Practices
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Table 4 - Continued 

Research Question

What are the perceptions of 
the state, TNTP Fellows, 
and school district level 
staff on the sustainability of 
TNTP's model as a reform 
effort for rural/hard to staff 
schools?

Theoretical Framework
 Component
d) reforming

Theme and Category

Effectiveness -  Principles 
Sustainability - Principles 
Policy Implications - 
Practices

Table 5

Sub-Categorized Documents and Appearance o f  Themes with Categories

Sub-Category Documents Themes

Conceptual
Framework

Enter Faculty Data 
XXX Part 1 
XXX Part 2
XXX Teaching Fellows Program 
Report Standard 6 
XXX Unit Leadership 
Organizational Chart

Strategic Recruitment -  
Practices
Rigorous Selection 
Process - Practices 
Collaborative Culture - 
Principles
Supportive Structure - 
Principles
Evaluation - Practices 
Effectiveness — 
Principles

Program Entry Assessment -  Program Selection 
Description of Use -  Program 
Selection
XXX Advisement Sheet 
Scoring Guide -  Program Selection

Rigorous Selection 
Process - Practices 
Supportive Structure - 
Principles
Evaluation -  Practices

Matriculation Assessment -  Progress Report 
Assessment -  Teaching 
Observation Form 
Description of Use -  Institute 
Evaluation

Rigorous Selection 
Process -  Practices 
Supportive Structure - 
Principles
Evaluation - Practices 
Effectiveness -  
Principles
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Table 5 -  Continued

Sub-Category_______________ Documents___________________ Themes
Description of Use- Teaching 
Observation Summative 
Assessment
Rubric -  Teaching Observation 
Form

Program Exit Assessment -  ACE Description of 
Use -  GACE Assessment -  
Portfolio Evaluation System 
Description of Use -  ACE 
Description of Use -  Portfolio 
Evaluation System 
Rubric -  ACE

Rigorous Selection 
Process - Practices 
Supportive Structure - 
Principles
Evaluation - Practices 
Effectiveness -  
Principles

PSC Approval May 17 2011 BOE Report TNTP- 
GTF
NTP PSC Approval Decision Form 
Completed 
PSC letter GA 2013 
TNTP_821 l_Decision Ltr 709

Strategic Recruitment - 
Practices
Rigorous Selection 
Process - Practices 
Collaborative Culture - 
Principles
Evaluation - Practices 
Effectiveness - 
Principles
Policy Implications - 
Practices

Summary

The impetus for this qualitative study began with the researcher’s quest to 

examine the problem of the shortage of high-quality teachers in rural school districts in 

the Southeastern region of the United States. Thus, the purpose of this exploratory case 

study was to explore the perceived utility and durability of a structured teacher 

development program for staffing and sustaining quality teachers in high-needs rural
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school districts. Chapter 4 presented the data collected by the researcher from the six 

interview participants and the twenty-eight documents that were reviewed. The six 

interview participants represented a cross-section of stakeholders including a Teaching 

Fellow, School District Level Staff, State Agency representatives, and TNTP executives. 

The participants were interviewed using approved interview protocols based on the Open 

System’s Theory organizational framework (1978). The twenty-eight documents were 

obtained by the researcher in the form of an open records request of the TNTP-XXX 

program’s application to become an approved Teacher Alternative Preparation Program 

in 2011. The data was analyzed and nine themes were identified within two categories, 

Principles: Quality of Life, Collaborative Culture, Supportive Structure, Effectiveness, 

Sustainability and Practices: Strategic Recruitment, Rigorous Selection Process, 

Evaluation, and Policy Implications.

Based on the collected data, the researcher ascertained several common 

perceptions shared by the participants. All agreed that attracting and retaining high- 

quality teachers to rural hard-to-staff schools is very challenging. Factors such as low 

salary, lack o f resources, industry, cultural activities and training opportunities have kept 

and continue to keep quality candidates away. The importance of TNTP’s Strategic 

Recruitment model was very important as it highlighted the nation-wide campaign used 

to try and bring the needed teachers to these hard-to-staff rural school districts. Most 

participants also perceived TNTP to have a Rigorous Selection Process which included a 

multi-step performance and evaluation framework. According to TNTP executives, their 

organization was very intentional with the implementation of the process in an effort 

ensure only the best candidates were placed in classrooms. Participants shared several
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examples of the perceived Collaborative Culture and Supportive Structure that was 

cultivated by the state agency, TNTP and the local school districts. The document 

analysis in addition to participant responses brought forth the large amount of Evaluation 

tools and processes put in place to measure not only Fellow’s progress, but also the 

progress of the partnership between the TNTP organization, the state agency and the 

school districts. All participants spoke of Effectiveness, but some differed in their 

interpretation. The goal of the Teaching Fellows program is to create and place effective 

teachers in every classroom. However, based on the initial state partnership agreement, 

the organization fell short in delivering the agreed upon number of teachers placed.

Others perceived the Teaching Fellows program as effective in terms of the quality of 

teachers that were placed and the long-term effects of the high-quality training Fellows 

and school district members received as a result of the partnership. Most participants 

agreed that sustaining the Teaching Fellows program in the originally proposed format in 

the rural school districts was not feasible and that was demonstrated in the diminishing 

number of Fellows and eventual end to the program. Unfortunately, the problem of 

getting the high-quality teachers to these high-needs districts has not been solved. Finally, 

the TNTP-XXX Teaching Fellows partnership birthed out of the Race to the Top grant 

funding has been a stimulus for conversations surrounding Policy Implications for 

education and funding. State agency representatives remarked of the fact that the XYZ 

Teaching Fellows became an approved TAPP agency during this partnership as well as 

Race to the Top districts moving forward with changes in certification levels, induction 

programs, STEM initiatives and merit pay based on Teacher Effectiveness Measure and 

Leader Effectiveness Measure scores.
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All of the aforementioned findings will be discussed in depth in chapter S. As 

chapter 5 is the final chapter of this dissertation, it will include a summary of the research 

study; discussion of the findings from chapter 4 connected to the literature and theoretical 

framework; conclusions; implications for professional practice, specifically in leadership; 

and recommendations for further research.



CHAPTER 5

SUMMARY, DISCUSSION, CONCLUSIONS, and IMPLICATIONS

Chapter 5 provides a summary of the research study in addition to a discussion of 

the findings connected to the literature review from chapter 2. This discussion will then 

lead to the researcher’s overall conclusions including their relationship to the research 

questions and theoretical framework which is The Open Systems Theory (1978). To 

conclude the chapter, the researcher will offer implications for leadership and 

recommendations for future research.

Summary of the Study

There is a shortage of high-quality teachers in hard-to-staff schools across the 

nation. This problem is especially poignant in urban and rural communities (Darling- 

Hammond, 2000). In rural school districts, lower salaries, geographic isolation, poor 

working conditions, and certification requirements serve as deterrents to hiring and 

retaining high-quality teachers (Hammer et al., 2005). Because of the aforementioned 

challenges, schools and school districts have a difficult time attracting teachers who are 

motivated to teach in such environments. In an effort to combat the shortage of teachers, 

states created alternate routes to certification in the early 1980s.

The purpose of this study was to explore the perceived utility and durability of a 

structured teacher development program for staffing and sustaining quality teachers in 

high needs rural school districts. The researcher sought to answer the following research 

questions: What is the perception of the state agency representatives on the inputs and

92
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outputs of TNTP's alternative certification program as a reform effort? What are the 

perceptions of TNTP Fellows of their transformational process while in the 

program? What are the perceptions of school district level staff on the inputs and outputs 

of TNTP within their particular school system? What are the perceptions of the state 

agency representatives, TNTP Fellows, and school district level staff on the sustainability 

of TNTP's model as a reform effort for rural/hard to staff schools? For the purpose of the 

study, the Open Systems Theory was used as the theoretical framework through which to 

explore The New Teacher Project -  XYZ Teaching Fellows program.

A qualitative study was conducted by the researcher using a case study approach. 

The context for this study was rural hard-to-staff school districts in the Southeastern 

Region of the United States. The selected research site was found within that context and 

thus making it appropriate to use a case study approach. Creswell stated “Thus, case 

study research involves the study of an issue explored through one or more cases within a 

bounded system (i.e., a setting, a context)” (2007, p.73). This method was also chosen as 

the researcher sought to gain thick, rich descriptions of the participants’ experiences and 

to give a voice to the data being collected. In seeking to gamer participants’ perceptions 

of the TNTP- XYZ Teaching Fellows program, it was important for the researcher to 

craft interview protocols that would ask how and why questions.

Prior to soliciting participants for the study, the researcher submitted a request to 

conduct research to the selected school district’s superintendent after receiving 

Institutional Review Board (IRB) approval from Mercer University. This communication 

included a formal written request to the Superintendent of the school district along with a 

copy o f the approved IRB document from Mercer University. After receiving approval
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from the Superintendent, the researcher sent electronic correspondences to potential 

participants to solicit their participation in the study. The electronic correspondences 

included the purpose of the study, expectations for interviewees, and the researcher’s plan 

to address confidentiality.

The researcher conducted a total of six face-to-face, semi-structured interviews 

with study participants. The length of interviews ranged from 22 minutes to one hour and 

24 minutes, which included time for participants to review and sign an informed consent 

letter. The Open Systems Theory served as a framework for the semi-structured 

interviews. Questions were designed according to the four major components: a. 

energetic inputs, transformation, energetic outputs equal to the inputs, and reform. The 

interview questions were a combination of standardized questions for each participant as 

well as open-ended questions to allow a full description or opinion (Turner, 2010). All 

interviews were recorded using an external microphone connected to a secure laptop and 

kept confidential by the researcher. With the assistance of a third party, each of the six 

interviews were transcribed verbatim and subsequently coded using open coding process.

The researcher also conducted a document analysis of twenty-eight documents. 

This review process contributed greatly to the data collection process as it added context 

to the XYZ Teaching Fellows Program-The New Teacher Project and the XYZ 

Professional Standards Commission (PSC) including goals, practices, policies, and 

procedures. According to Bowen (2009), document analysis is a systematic approach to 

reviewing and evaluating documents. The researcher submitted a formal written open 

records request to the XYZ PSC requesting the original The New Teacher Project 

(TNTP) Teacher Alternative Preparation Program (TAPP) application. This request
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included, but was not limited to, all documents, notes, correspondence and memoranda 

evidencing the TNTP TAPP application, and all communication and correspondence in 

whatever tangible medium between and among TNTP and the XYZ PSC. A 

representative from the XYZ PSC formally answered the request and sent the twenty- 

eight documents electronically to the researcher. An open coding process was also 

followed for the document analysis. Following the coding process for both semi

structured interviews and document analysis, the researcher identified emergent themes.

Summary of Major Findings

The researcher identified nine themes which were divided into two categories, 

Principles: Quality of Life, Collaborative Culture, Supportive Structure, Effectiveness, 

Sustainability and Practices: Strategic Recruitment, Rigorous Selection Process, 

Evaluation, and Policy Implications. Principles, for the purpose of this study refers to 

what is valued by Teaching Fellows and other stakeholders. One might describe 

principles as cultural and/or contextual components that influence teachers’ motivation to 

remain in a school district. Principles also refer to the tenets of the partnership between 

the rural school district, state agency and the TNTP organization. Practices, however are 

more concrete procedures and systems that are carried out. Neither Principles nor 

Practices exist in isolation, but rather work in concert throughout this study. Together, the 

nine themes help to answer the four research questions: What is the perception of the 

state agency representatives on the inputs and outputs of TNTP’s alternative certification 

program as a reform effort? What are the perceptions of the TNTP Fellows of their 

transformational process while in the program? What are the perceptions of school 

district level staff of the inputs and outputs of TNTP within their particular school
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system? What are the perceptions of the state agency representatives, TNTP Fellows, and 

school district level staff on the sustainability of TNTP’s model as a reform effort for 

rural/hard-to-staff schools?

Based on the findings, the researcher gathered several common perceptions 

shared by the participants. Factors such as low salary, lack of resources, industry, cultural 

activities and training opportunities have kept and continue to keep quality candidates 

away. As such, TNTP’s Strategic Recruitment model was seen as an opportunity acquire 

the needed teachers to these hard-to-staff rural school districts. Most participants also 

perceived TNTP to have a Rigorous Selection Process which aimed to ensure only high 

caliber teachers were granted certification and kept in high-needs schools. Support and 

Collaboration were highlighted by all stakeholders and seen as integral components of the 

partnership and program. The document analysis in addition to participant responses 

brought forth the large amount of Evaluation tools and processes put in place to measure 

not only Fellow’s progress, but also the progress of the partnership between the TNTP 

organization, the state agency and the school districts. The theme of effectiveness was 

defined in a variety of ways by participants and described Fellows as well as the program 

and partnership as a whole. Most participants agreed that sustaining the Teaching 

Fellows program in the originally proposed format in the rural school districts was not 

feasible and that was demonstrated in the diminishing number of Fellows and eventual 

end to the program. To that end, there continues to be a shortage of high-quality teachers 

in hard-to-staff schools in this rural southeastern school district. The Race to the Top 

funded partnership between the TNTP and XYZ Teaching Fellows organization has led 

to additional conversations on a state and federal level. Examples include alternative
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certification models, changes in certification levels, induction programs, STEM 

initiatives and merit pay based on Teacher Effectiveness Measure and Leader 

Effectiveness Measure scores. A discussion of the study’s findings in alignment with the 

literature review from chapter 2 can be found in the next section.

Discussion of Major Findings

The findings from this exploratory study support numerous assertions from the 

literature review of chapter 2. The findings also provide additional context to much of 

what has been captured in the literature review. These connections are organized and will 

be discussed through each of the nine themes: Principles: Quality of Life, Collaborative 

Culture, Supportive Structure, Effectiveness, Sustainability and Practices: Strategic 

Recruitment, Rigorous Selection Process, Evaluation, and Policy Implications.

Quality of Life

The researcher established that there is a shortage of high-quality teachers in rural 

and hard-to-staff schools and school districts across the nation (Hammer et al., 2005; 

Jacob, 2007; Rosenberg, Christianson, & Hague, 2015) in chapter 1. In order to combat 

this problem, educational leaders must be able to address the reasons for the shortage. As 

study participants responded to interview questions, there was a commonality in their 

responses, which aligned with sentiments from the literature. Rural school districts have 

challenges in attracting and retaining quality teachers as geographic isolation, low 

salaries, lack of resources, and in some cases a larger workload are deterrents to job 

seekers (Darling-Hammond, 2000; Reeves, 2003). There is a high level of turnover and 

attrition in rural and hard-to-staff school districts as noted by Ingersoll (2001 & 2002) as 

well as Hammer et al., (2005) who asserts the difficulty in keeping up with the number of
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teachers switching schools or leaving the profession altogether. Study participants also 

spoke to the number of young teachers or those starting families whose tenure is very 

short and often move to larger metropolitan areas where there is more opportunity 

financially and to be involved with cultural activities.

Collaborative Culture

Participants in the study, specifically those representing the state agencies and the 

TNTP organization spoke to genuine partnership that existed between their entities in an 

effort to reach the goals and objectives set forth. The verbiage found in the Scope of 

Work for the state of XYZ states that the TNTP organization will partner with the state of 

XYZ to strengthen the teaching force (XYZ Department of Education (XYZ DOE, 2011). 

The vision of the XYZ Teaching Fellows program includes the following statement: 

“XXX is committed to working in partnership with these districts to raise student 

achievement” (TNTP, 2011). Participants shared there was a high level of 

communication between the entities in the form of meetings, reports, conference calls and 

electronic email correspondence. One of the key factors in this perceived collaborative 

culture was the inclusion of school district personnel as instructors and selectors for the 

Teaching Fellows program. This collaboration also included TNTP staff members and 

state agency representative working together to troubleshoot and problem-solve as 

challenges arose with Fellows. This is in alignment with tenets of the Open Systems 

Theory. Kast and Rosenzweig (1972) refer to the Open Systems model as a 

transformational model that facilitates dynamic relationships with the environment.

Zagier Roberts (1994) asserts the importance of ensuring exchanges within the 

environment are regulated and managed effectively. This stakeholders involved in this
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partnership are interdependent of one another as is the case with the Open Systems 

Theory.

Supportive Structure

Study participants shared multiple examples o f the supportive structure of the 

XYZ Teaching Fellows program. This is paramount as experts in the field of education 

include lack of support as a contributor to teacher attrition and overall shortage. Darling- 

Hammond (2001) and Murphy et al., (2003) asset that hard-to-staff schools have been 

characterized as more stressful because of student discipline issues, poor working 

conditions, and a lack of teacher support. The TNTP organization has built their program 

with teacher support being one of the most important things according to both TNTP 

representatives. Teaching Fellow Timothy discussed his positive experience in having a 

TNTP staff member who was consistently accessible to him and gave feedback. Lillian 

shared examples of how the organization differentiates support for each of the Fellows 

through Candidate Support Teams (CST), individual coaches, in-person and virtual 

coaching as well as group coaching sessions. Klagholz (2000) discusses the overhaul of 

New Jersey’s alternative teacher preparation and certification framework. At the forefront 

of the revised requirements for New Jersey was mentor-assisted practice teaching, which 

mirrors the assignment of a mentor for Fellows connected to their CSTs. Examples of 

this support structure are also found in the TNTP TAPP application submitted to the XYZ 

Professional Standards Commission (TNTP, 2011) including a commitment to utilize 

experts in the field to support teachers.
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Effectiveness

The educational success of students has been directly connected to having access 

to high-quality teachers and teaching (Goldhaber and Walsh, 2013). For teachers to have 

a positive impact on student learning, they must be equipped with the proper tools 

(Darling-Hammond and Youngs, 2002). Participants responded to interview questions 

about effectiveness of the XYZ Teaching Fellows program in a variety of ways. 

However, all spoke to the importance of teachers being equipped to meet the needs of 

students in this rural, hard-to-staff school district where there is a high poverty level and 

thus additional challenges. Darling-Hammond and Youngs (2002) also speak to the need 

for teachers to understand the developmental needs of students and to be able to engage 

them in the learning process. This is very important in the context of the study’s site. 

Mary stated that while she did not have empirical data to support effectiveness, she had 

anecdotal data speaking to the Fellows qualities: “they’re innovative. They seek different 

ways to ensure learning is happening.” Elena referenced examining each Fellow 

holistically regarding their effectiveness, which is different from former NCLB 

requirements for teachers to be considered highly-qualified (HiQ). TNTP requires much 

more than the required content test from highly-qualified teaching standards. Karelitz, 

Fields, Levy et al., (2011) highlight the same sentiments as they discuss the disconnect 

between highly qualified status and teacher effectiveness.

Sustainability

The sustainability of the XYZ Teaching Fellows program and reform efforts 

funded by the Race to the Top grant was questionable from the onset of the partnership. 

All stakeholders were aware that the funding for the partnership would end in 2015 and
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that there was no promise of an extension of funds. The partnership with TNTP and the 

XYZ Teaching Fellows program was classified as an intervention model by the XYZ 

Department of Education (2014). Participants in the study understood constraints of the 

funding and some expressed that in its original format, the partnership was not 

sustainable based on fiscal conditions in rural areas.

Strategic Recruitment

Hollins (2011) states, “Access to quality teaching is unequally distributed among 

public schools in different contexts and that serve different populations of students. This 

can be seen across the country, especially in urban and rural areas with high populations 

of minorities and lower socio-economic status representation” (p.395). This sentiment is 

echoed by others in the field who have written about the shortage of high-quality teachers 

in urban and rural hard-to-staff schools (Clewell & Villegas, 2011; Engel and Cannata, 

2015; Ingersoll and Merrill, 2013; Ingersoll, Merrill & May, 2014). This speaks to the 

importance of TNTP executing a strategic recruitment model in an effort to attract quality 

candidates. Study participants along with TNTP documents addressed the multiple 

strategies used by the organization including, but not limited to, social and other media 

campaigns, targeted messaging to appeal to individuals’ intrinsic motivation, and 

presence at job fairs. Unlike some other alternative certification programs, the Teaching 

Fellows program strategically recruits career changers who are older and more 

experienced than new college graduates (Feistritzer, 2008).

Rigorous Selection Process

In seeking to meet the needs of all students by providing high-quality teachers in 

every classroom, the TNTP organization created a structured alternative certification
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program with multiple components. This process is perceived as rigorous by the study 

participants and examples were shared throughout their interviews. The literature enabled 

the researcher to examine the history of alternative preparation and certification programs 

in the United States, which shared the same goal as the TNTP organization. These 

programs exist for the purpose of preparing teachers to facilitate learning (Feistritzer & 

Haar, 2008; Ogren, 2003). Perhaps the most important component of this selection 

process is ensuring that “the right” individuals are selected to participate in the program. 

Klagholz (2000) states that individuals entering the teaching profession should possess 

the following qualities: “intelligence, human sensitivity and caring, communication 

ability, work ethic, self-discipline, ability to work with children, etc”, (p.6). This 

compliments the candidate competencies that were shared by study participants such as 

critical thinking, professionalism, organization, communication, in addition to test scores 

and grade point averages. The Teaching Fellows program is considered highly-selective 

as they only accept 13% of applicants on average (XYZ Teaching Fellows, 2014).

The second half of this perceived rigorous selection process is connected to the 

various transition points in the program that must be successfully completed prior to 

being recommended for certification. Fellows are monitored throughout the entire 

program from the application process to the summer academy also referred to as their 

summer institute by study participants, and through their first year in the classroom in 

which they are simultaneously engaged in coursework. Critics of alternative certification 

programs are concerned with the validity and benefits of such programs as there is a 

variance of models across the country (Darling-Hammond et al., 2005; Feistritzer &

Haar, 2008; Roth & Swail, 2000). Study participants contradict the concerns of critics as
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they spoke to the countless numbers of hours that Fellows are involved in professional 

development, practicum experiences during summer school, in addition to written 

assignments and portfolio submissions. On average, Teaching Fellows engage in 137 

hours of coursework (Clark et al., 2013). In addition to the aforementioned, Fellows’ 

success is also contingent upon their classroom performance, student achievement scores 

and principal recommendation.

Evaluation

Evaluation is innately connected to the Rigorous Selection Process described 

above and is found in the review of literature as well. Boyer (1984) speaks to examples of 

increased evaluation standards for alternative certification programs in New Jersey which 

have influenced other alternative certification programs over the years. Changes were 

evidenced by the reforms made to the school districts and teacher preparation programs 

across the nation were affected by the No Child Left Behind Act of 2001. With an 

increased focus on accountability, systems of evaluation were restructured, which 

changed the way teachers and administrators were evaluated (Jaiani & Whitford, 2011). 

Changes in teacher and leader evaluation were components of school reform initiatives 

with the Race to the Top Fund (US DOE, 2009). Therefore, the TNTP organization has 

been forced over the years to ensure they are offering a program that will ensure Fellows 

are meeting not only their requirements, but also meeting the standards set forth by the 

Department of Education. Participants referenced the Assessment of Classroom 

Effectiveness (ACE) rubric which evaluates Fellows’ performance throughout the 

program (TNTP, 2013). TNTP representatives stressed the fact that they are an 

organization that constantly evaluates not only the Fellows, but also every component of
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the program from a systematic perspective and make changes to improve their 

effectiveness.

Policy Implications

Generally speaking whenever the federal government funds a project or initiative, 

it is with the understanding that policy discussions will be an integral part of the process. 

The literature from chapter two shares the history of Title I and Title II funding, which 

were major reforms involving narrowing the achievement gap and improving teacher 

quality (Jaiani & Whitford, 2011; US DOE, 2001). According to one of the state agency 

representatives, when the state of XYZ selected the TNTP as a partner in the Race to the 

Top reform initiative, they were looking not only to assist high-needs school districts, but 

also to gather data to help inform policy. The TNTP- XYZ Teaching Fellows partnership 

has been a springboard for additional policy discussions and reforms on mentoring and 

induction programs, changes in certification levels, merit pay and new S.T.E.M. 

initiatives in rural areas o f the state. A visual representation of the nine themes and 

corresponding literature can be found below in Table 6.

Table 6

Themes with Corresponding Literature References

Theme Supporting Literature
Quality of Life - Principle

Collaborative Culture - 
Principle

Supportive Structure -  
Principle

Darling-Hammond, 2000; Hammer et al., 2005, 
Ingersoll, 2001 & 2002; Jacob, 2007; Reeves, 
2003; Rosenberg, Christianson, & Hague, 2015

XYZ DOE, 2011; Kast & Rosenzweig, 1972; 
Zagier Roberts, 1994; TNTP, 2011

Darling-Hammond, 2001; Klagholz, 2000; 
Murphy et al., 2003; TNTP, 2011
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Table 6 - Continued

Theme Supporting Literature
Effectiveness - Principle Darling-Hammond & Youngs, 2002; 

Goldhaber, 2002; Karelitz et al., 2011

Sustainability - Principle

Strategic Recruitment - 
Practices

Rigorous Selection Process 
Practices

Evaluation - Practices

TNTP, 2014

Clewell & Villegas, 2011; Engel & Cannata, 
2015; Feistritzer, 2008; Ingersoll, Merrill & 
May, 2014

Clark et al., 2013; Darling-Hammond et al., 
2005; Feistritzer & Haar, 2008; XYZ 
Teaching Fellows, 2014; Klagholz, 2000; 
Ogren, 2003; Roth & Swail, 2000

Boyer, 1984; Jaiani & Whitford, 2011; TNTP, 
2013; US DOE, 2009

Policy Implications - Practices Jaiani & Whitford, 2011; US DOE, 2001 & 
2009

Conclusions

For the purpose of this research study, the researcher chose the Open Systems 

Theory for organizations as an appropriate theoretical framework through which to 

examine the XYZ Teaching Fellows program. This theory, originally developed by von 

Bertalanffy and adapted for organizational use by Katz and Khan (1978) consists of four 

major components, “a) passionate and energetic inputs into the organization, b) the 

process of transforming these inputs within the organization, c) outputs in tune with the 

energy levels of the inputs and d)reforming” (Agarwal, 2013, p.l). This theory is based 

upon organizations being unique entities that should be structured to fit the needs of the
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organization, while being sensitive to the geographic and cultural influences that affect 

employees (Zagier Roberts, 1994).

The first component of the Open Systems Theory is demonstrated through the 

efforts of The New Teacher Project (TNTP) and their strategic recruitment model that 

seeks to attract high-quality applicants (energetic inputs) to the identified rural hard-to- 

staff southeastern school district. According to the organization’s found Michelle Rhee 

and colleague Keeling, recruitment tools and marketing approaches are used to recruit 

“high-achieving career changers” (2008, p. 10) to hard-to-staff schools.

The second component of the Open Systems Theory is transforming the inputs 

within the organization. This transformational process includes several activities 

(outputs) and experiences crafted for program participants meant to assist them in 

becoming effective teachers. The organization aims to produce high-quality teachers 

certified through the XYZ Teaching Fellows program, who continue to demonstrate 

competence and passion for teaching.

The third component of the Open Systems Theory includes the outputs which are 

aligned with the energetic inputs. The outputs as referenced by Katz and Khan refer to the 

activities that the Teaching Fellows participate in during their transformational process. 

After the Teaching Fellows have been accepted into the program, they begin their journey 

of transformation as they participate in the TNTP Academy, which takes place over 

several weeks during the summer. The academy provides training and personalized 

support to Teaching Fellows to assist in transforming participants into highly effective 

and competitive teachers (TNTP, 2013). Other examples of outputs would be the year
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long professional development course required for all Fellows, instructional observations, 

coaching sessions and more.

Reforming is the fourth and final component of the Open Systems Theory. The 

XYZ Teaching Fellows program was written into the Race to the Top grant as a reform 

and intervention effort. Raising student achievement in high-needs areas is the main 

focus of the TNTP organization. It is the mission of TNTP to reform schools and school 

districts by cultivating environments for educators to maximize potential and positively 

influence student achievement (Rhee & Keeling, 2008).

The findings from this study directly support what Katz and Khan have presented 

in the Open Systems Theory as an organizational model. In addition to what has been 

explained above, the connection between the research study and the theory can also be 

viewed through the two theme categories of Principles and Practices. The union of the 

values and procedures or systems shared by study participants are necessary for the 

Teaching Fellows program to be successful. There is a state of interdependence among 

components that existed related to the TNTP partnership. The geographical and cultural 

influences posited by Zagier Roberts are reflected in the study’s rural hard-to-staff school 

district.

Implications

This qualitative research study has implications for education policy makers, 

alternative teacher certification programs, and for current and aspiring educational 

leaders. To date, there is still a shortage of high-quality teachers across the nation, 

especially in rural hard-to-staff school districts (Levinson & Theisen-Home, 2015; 

Christianson & Hague, 2015). The literature contains a wealth of references to the
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importance of having high-quality teachers in every classroom and the consequences 

when we do not have them. It also speaks to the reasons why the shortages exist in these 

high-needs areas of the country.

Findings from this study will add additional qualitative context to the state of 

XYZ’s Race to the Top investment of $9,168,395 toward the recruitment and retention of 

high-quality teachers. The findings may also provide better insight to policy makers on 

the impact of partnerships with The New Teacher Project from the perspective of school 

district stakeholders. Education policy makers should communicate with rural 

stakeholders to ensure funding is being properly allocated.

While findings should not be generalized, they offer additional challenges faced 

by the TNTP organization in providing sufficient services to address the shortage 

problem and may be useful to other alternative certification programs as they attempt to 

address the needs of other high-needs school districts. Alternative certification programs 

should be very intentional in their planning to serve rural school districts. That includes 

spending time in the communities communicating with stakeholders as well as 

researching the area to better prepare them to support this kind of initiative. Reading the 

findings from the Teaching Fellow’s perspective may also provide a better understanding 

of the perceived challenges of working in a rural hard-to-staff school as an alternative 

route teacher. Seeking input from alternate route teachers currently in the classroom 

could provide great insight. This could help programs to be proactive in their approach to 

supporting alternate route teachers’ needs.

Finally, the findings from this study may provide insight for Superintendents and 

School Boards in rural school districts as they make decisions to invest in the TNTP
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organization without supplemental funding from the Race to the Top grant. Aspiring 

leaders can also learn from the challenges faced by rural school districts prior to being in 

a position to make critical decisions concerning human capital and fiscal management.

Recommendations for Future Research

The researcher believes that additional research studies should be done to explore 

other alternative certification programs servicing hard-to-staff school districts within 

rural contexts. First, this study could be replicated to include a larger population. A 

different location may yield a larger number of Teaching Fellows/alternate route teachers 

in addition to school administrators and mentors willing to participate.

The second recommendation would be for a mixed-methods longitudinal study 

which could provide more long-term evidence of perceived program effectiveness. This 

study would also provide empirical data to add to the anecdotal data and provide a more 

complete picture of teachers and school districts’ experiences.

The final recommendation for future research would include a study conducted in 

a hard-to-staff rural school district, again with a mixed-methods approach. This study 

would be comparative in nature as the researcher would compare the experience of an 

alternate route teacher with a traditional route teacher with a similar background. The 

grade level would need to be similar as well to collect the most valid data.

Summary

This qualitative case study explored the perceived utility and durability of a 

structured teacher development program for staffing and sustaining quality teachers in 

high needs rural school districts. Chapter 5 provided a summary of the research study, a 

discussion of the findings connected to the literature review from chapter 2, overall
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conclusions including their relationship to the theoretical framework, implications for 

leadership and recommendations for future research. The Open Systems Theory was 

chosen as the theoretical framework for this study as it served as the lens through which 

to examine the XYZ Teaching Fellows — TNTP program. The interview questions were 

developed out of the four components of the theoretical framework as well. Following 

the collection o f data and coding process was completed, the researcher identified nine 

emergent themes. These themes were used to answer the study’s research questions. The 

themes organized by category included: Principles: Quality of Life, Collaborative 

Culture, Supportive Structure, Effectiveness, Sustainability and Practices: Strategic 

Recruitment, Rigorous Selection Process, Evaluation, and Policy Implications.

The perceptions of the participants were in alignment with the Open Systems 

Theory regarding the importance of the program addressing the unique needs of the 

geographic and cultural contexts. Participants were overall very positive in their 

responses to the efforts of the TNTP organization and the XYZ Teaching Fellows 

program. All recognized that the partnership was not sustainable financially in its 

original format, but that it did have valuable components that contributed to the success 

of some of the Teaching Fellows. The researcher recommended additional research 

studies in the area of alternative certification programs in hard-to-staff rural school 

districts.
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Informed Consent

Title of Study: The XYZ Teaching Fellows -  New Teacher Project: A Case Study in 
Rural XYZ

Principal Investigator:
Donna Lynn Alexander, BSED, MEd, EdS (Researcher)
Dr. Olivia M. Boggs (Faculty Advisor)
Mercer University 
Tift College of Education 
3001 Mercer University Drive 
Atlanta, Georgia 30341 -4115 
678-547-6631
donnalalexander2014@gmail.com

Purpose of the Research
You are being invited to participate in a research study. You have been identified as a 
possible participant because of your connection to The New Teacher Project and XYZ 
Teaching Fellows Program and/or the XYZ Department of Education Race to the Top 
Grant. Before agreeing to participate in this research, please read the information 
below regarding the purpose of the research and contact the researcher with any 
questions or concerns.

The purpose of the proposed study is to explore the utility and durability of a structured 
teacher development program for staffing and sustaining quality teachers in high needs 
rural school districts. The research will be explored from the perspectives of cohort 
participants, program executives, school district leaders, and state level executives. 
Specifically, the study seeks to gain insight into the components, policies, and processes 
used in an alternative teacher development program targeted to meet the needs of rural 
school districts.

Procedures
If you volunteer to participate in this study, you will be asked to answer a series of questions 
either as a one-on-one semi-structured interview or focus group related to your experience 
as part of the XYZ Teaching Fellows Program and/or facilitation of the XYZ DOE Race 
to the Top Grant. The researcher will schedule a single interview or focus group at your 
school, office or alternate location mutually agreed upon. Your participation will take 
approximately 30-45 minutes and light refreshments will be provided. Should you desire,

mailto:donnalalexander2014@gmail.com
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the researcher will provide the questions in advance. Questions and answers will be given 
orally and recorded with a digital audio recording device. Upon completion of the 
interview or focus group, the discussion will be transcribed verbatim and returned to you 
for review of accuracy of the content and message. The researcher will then code and 
analyze the confirmed answers seeking consistent themes.

Potential Risks or Discomforts
There is no foreseeable risk or discomfort associated with this study. As a participant, you 
have the right to discontinue participation, either temporarily or permanently without 
penalty or consequence. There is no monetary cost for participating in this study as well 
as no penalty for refusing to participate.

Potential Benefits of the Research
Through participation in this study, participants will have the opportunity to provide 
additional context related to the perceived challenges of recruiting, supporting and 
retaining new teachers in rural school districts, specifically those enrolled in an alternative 
certification program. While the results of this study cannot be generalized, the findings 
may potentially impact future policy developed by the XYZ Department of Education and 
will contribute to the body of knowledge regarding teacher shortages in rural school 
districts and alternative certification.

Confidentiality and Data Storage
The confidentiality of participants will be strictly maintained. The name of each participant 
will be replaced with a pseudonym in order to protect the identity o f the participants. Audio 
tapes will be used to record and transcribe information. All contact information of 
participants and recordings will be held confidential and accessible only to the researcher. 
The preferred method for conducting the interviews and focus groups will be in-person; 
however virtual or telephone resources will be used as needed. All participants will be de- 
identified within the context of the study. Each participant will have the opportunity to 
request a copy of their interview from the researcher. These data will be stored in a secure 
location in the possession of the researcher for three years after completion of the study.

Participation and Withdrawal
Your participation in this research study is voluntary. As a participant you may refuse to 
participate at anytime. To withdraw from the study please contact Donna Alexander 
(researcher) via e-mail at XXX or phone XXX prior to data collection.

Questions about the Research
If you have any questions about the research, please contact Donna Alexander or faculty 
advisor, Dr. Olivia Boggs at BOGGS_OM@mercer.edu.

Audio Taping
By participating in this study, you are consenting to the use of audio taping during the 
interview process.

mailto:BOGGS_OM@mercer.edu
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Reasons for Exclusion from this Study
There are no foreseeable reasons for excluding individuals from participating in this study. 

Contact Information
This project has been reviewed and approved by Mercer University’s IRB. If you 
believe there is any infringement upon your rights as a research subject, you may 
contact the IRB Chair, at (478) 301-4101 or ORC_Research @Mercer.edu.

Consent
By signing this consent form, I affirm that I have read the above information and 
been given the opportunity to ask questions, which have been answered to my 
satisfaction. My signature below indicates my voluntary agreement to participate in 
this research study.

Signature of Research Participant Date

Participant Name (Please Print) Date

Signature of Person Obtaining Consent Date
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Good afternoon, Superintendent | H .  My name is Donna Alexander and I am 
currently pursuing my doctorate in educational leadership from Mercer University. J//j 
suggested that 1 reach out to you as your school district has a direct connection to my 
study.

I am conducting an exploratory case study of the ^^^Teaching Fellows Program 
-  TNTP and how the program addresses the shortage of high-quality teachers in rural 
school districts in the state of m | .  In order to have a full picture of the program and itsillpictun
effects, I would be honored to interview individuals from m ^ o u n t y  who have been 
involved in this initiative. This would include anyteachers, administrators and district 
office personnel connected to implementing the Teaching Fellows program and/or 
monitoring of the Race to the Top funds that were allocated to support it.

I have completed chapters 1 -3 of my dissertation and had a successful proposal 
defense (see attached). This is the exciting phase where I am given the opportunity to 
hear from those who really understand the unique context of being in a rural school 
district.

Please let me know if you are open to me conducting research in your school 
district and what my next steps would be in the approval process. I appreciate any and all 
assistance you are willing to provide as I seek to complete this very important research 
study. Thank you in advance for your consideration. 1 look forward to speaking with you 
soon.

Sincerely,

Donna Alexander 
Doctoral Candidate
Mercer University - Educational Leadership

XXX
xxx-xxx-xxxx
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My name is Donna Alexander and I am currently pursuing my doctorate in educational 
leadership from Mercer University. I am conducting an exploratory case study of the

Teaching Fellows Program -  TNTP and how the program addresses the shortage ofgrama*
' H i -high-quality teachers in rural school districts in the state of

The |||||[ | plays a significant role in my study as the funding for this program was 
generated through the Race to the Top Fund. To that end, I would be honored to have an 
opportunity to interview you (approximately 30 - 45 minutes) to learn about your 
perception of the shortage of high-quality teachers in rural districts, understanding of the 
selection and implementation process of the J ^ ^ T N T P  program, and perceived 
in/effectiveness of the initiative.

All identifying information will be excluded from the study in an effort to respect your 
privacy. Additionally, you will be provided an electronic transcript of our interview for 
your review and approval. Once the interview transcript has been coded and themes have 
been identified, your review and approval will be requested prior to completion of the 
study. All interview audiotapes will be confidential and accessible to the researcher only.

The interview will take place at a location of your choice as well as at a time that is 
convenient for you. If possible, I would love to conduct the interview in the next week or 
two. Please let me know if you are willing to participate in this very important study. 
Thank you in advance for your consideration and I look forward to communicating with 
you soon.

Sincerely,

Donna Alexander 
Doctoral Candidate
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The Teaching Fellows -  New Teacher Project:

A Case Study in Rural H

Interview Protocol for State Agency Representatives

Using the four major components of Katz and Khan’s Open Systems Theory, 

which include a) passionate and energetic inputs to the organization, b) the process of 

transforming these inputs within the organization, c) outputs in tune with the energy 

levels of the inputs; and d) reforming, the researcher developed the following interview 

questions:

Background and Demographic Questions

What is your position?

How long have you been in this position?

What are your duties and responsibilities connected to the Race to the Top Fund? 

Interview Questions

1. Why do you think there is a shortage of high-quality teachers in rural school 

districts in |

a. What types of strategies or activities (formal and informal) are used by the 

H I  to assist in recruiting teachers to hard-to-staff schools in the 

identified rural areas?

b. What qualities are being sought after during recruitment?

2. Why and How were The New Teacher Project (TNTP) and H I Teaching 

Fellows < ■ »  selected as RT3 grant recipients?

Why was an alternative certification program selected?



135

3. What were your initial expectations?

4. How does the H I  ensure proper implementation of the H I  program?

Is there a formal protocol in place for monitoring?

5. How effective is the H I  Teaching Fellows program?

a. What components have worked well?

b. What components need improvement? Why?

6. In what ways does the HI Teaching Fellows-TNTP address the unique needs of 

the participating school districts? In what ways does it not?

7. How will rural and hard to staff school districts be able to sustain TNTP-

8. What are the policy implications based on the results of this 5 year investment?
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The H  Teaching Fellows -  New Teacher Project:

A Case Study in Rural | | |

Interview Protocol for Teaching Fellows

Using the four major components of Katz and Khan’s Open Systems Theory, 

which include a) passionate and energetic inputs to the organization, b) the process of 

transforming these inputs within the organization, c) outputs in tune with the energy 

levels of the inputs; and d) reforming, the researcher developed the following interview 

questions:

Background and Demographic Questions

Male or Female?

Race: African American Caucasian Native American Other:_________

Age Range: □ 22-25 □ 25-35 □ 35-45 □ 45 and older

Including the current school year, how many years of teaching experience do you have? 

What grade level and subject do you currently teach?

How long have you taught this grade level and subject?

What other grade levels and subjects have you taught?

How long have you taught at this particular school?

In what other schools have you taught and for how long?

Interview Questions

1. What factors influenced you to become an alternative route teacher?

2. What motivated you to teach in a rural school that is categorized as hard-to-staff?
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3. How did you learn about the XYZ Teaching Fellows Program?

Why did you select H  as your teacher preparation and certification 

program? What were your initial expectations?

4. Describe your pre-service training experience.

Did this experience prepare you for having your own classroom?

Which components were most helpful? Least helpful?

5. Describe the level of support and resources provided to you by H  while in 

your teaching assignment.

How often do you receive feedback and/or communicate with assigned 

H i  staff members?

6. Is there a representative from your school district or local school that serves as a 

liaison between the m  program and the local school/district?

How do they ensure proper implementation of the program?

Did you receive a mentor by your local school or school district to assist 

you in successfully passing the Assessment for Classroom Effectiveness 

(ACE)?

7. Is the | ^ |  Teaching Fellows program effective?

How has the program contributed to your teaching experience?

What components have been most helpful?

What components need improvement? Why?

8. Has the H  Teaching Fellows program prepared you for the unique needs of 

your school and district? If so, how?

9. How long will you remain committed to teaching in a hard-to-staff rural school?
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The H  Teaching Fellows -  New Teacher Project:

A Case Study in Rural H I

Interview Protocol for District Leaders

Using the four major components of Katz and Khan’s Open Systems Theory, 

which include a) passionate and energetic inputs to the organization, b) the process of 

transforming these inputs within the organization, c) outputs in tune with the energy 

levels of the inputs; and d) reforming, the researcher developed the following interview 

questions:

Background and Demographic Questions

What is your position?

How long have you been in this position?

What are your duties and responsibilities connected to the Race to the Top Fund and/or 

m  Teaching Fellows/The New Teacher Project?

How many students does your district serve?

How many teachers?

Percentage or number of alternative certification teachers?

Interview Questions

1. Why do you think there is a shortage of high-quality teachers in rural school 

districts in m f ?

a. What types of strategies or activities (formal and informal) are used by the 

district to assist in recruiting teachers to this district?
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b. What qualities are being sought after during recruitment?

2. Why and How did this district become part of the Race to the Top grant?

a. How many alternative certification teacher are in the district?

3. What were your initial expectations?

4. How does the district ensure proper implementation of the H I  program?

a. Is there a formal protocol in place for monitoring?

5. How effective is the [H i  Teaching Fellows program?

What components have worked well?

What components need improvement? Why?

6. In what ways does the H I Teaching Fellows-TNTP address the unique needs of 

this district? In what ways does it not?

7. How will rural and hard to staff school districts such as H I County be able to 

sustain TN TP-^^0?

8. What are the policy implications based on the results of this 5 year investment?

9. How many fellows have you retained after certification?
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The m i l  Teaching Fellows -  New Teacher Project:

A Case Study in Rural m i

Interview Protocol for TNTP Representatives

Using the four major components of Katz and Khan’s Open Systems Theory, 

which include a) passionate and energetic inputs to the organization, b) the process of 

transforming these inputs within the organization, c) outputs in tune with the energy 

levels of the inputs; and d) reforming, the researcher developed the following interview 

questions:

Background and Demographic Questions

What is your current position?

How long have you been in this position?

Please share any additional positions that you’ve served in connected to RT3 or TNTP-

What were your duties and responsibilities connected to the Race to the Top Fund? 

What RT3 rural school district/s did you work with directly?

Interview Questions

1. Why do you think there is a shortage of high-quality teachers in rural school 

districts in m f r

a. What types of strategies or activities (formal and informal) are used by 

T N T P -m i to assist in recruiting teachers to hard-to-staff schools in the 

identified rural areas?
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b. What qualities are being sought after during recruitment?

c. Describe the selection process.

2. Why and How were The New Teacher Project (TNTP) and H I  Teaching 

Fellows ( H B  selected as RT3 grant recipients?

a. Why did the TNTP organization agree to serve hard-to-staff rural areas in

m ?
3. Describe the activities that were facilitated by T N T P -^ H  to assist Fellows in 

becoming high-quality teachers.

4. How does the TNTP ensure proper implementation of the H I  program?

a. Is there a formal protocol in place for monitoring?

5. How effective has the H I  Teaching Fellows program been in the partner rural 

districts?

a. What components have worked well? Why?

b. What components need improvement? Why?

6. In what ways does the H I  Teaching Fellows-TNTP address the unique needs of 

the participating school districts? In what ways does it not?

7. How will rural and hard to staff school districts be able to sustain TNTP-HH?

8. What is the retention rate of the Fellows from the RT3 rural partner districts?


