
                           

(Blank Page) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



DISSERTATION APPROVED BY

Date Jennifer Murnane, Ph.D., Chair

.·-) 9 

���each, Ed.D., Committee Member 

Gail M. Jensen, Ph.D., Dean



 

  

 

 

 

 

THE ROLE SUPERVISORY LEADERSHIP BEHAVIOR PLAYS ON TEACHER 

ATTRITION IN PRIVATE CHRISTIAN SCHOOLS  

 

 

 

 

 

___________________________________ 

 

By 

BRENT M. HODGES 

 

___________________________________ 

 

 

 

A DISSERTATION IN PRACTICE PROPOSAL 

 

 

 

_________________________________ 

 

Omaha, NE  

July 6, 2018 

 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Copyright 2018, Brent M. Hodges 

 

This document is copyrighted material. Under copyright law, no part of this document 

may be reproduced without the expressed permission of the author. 



 iii 

Abstract 

The context of this qualitative grounded theory dissertation in practice study was to 

explore the experience of teachers who at one time left the employ of a private Christian 

school.  The purpose of this study was to discover what elements played into teachers’ 

decisions to leave and to investigate the role supervisory leadership behaviors played in 

their decision to leave Christian schools.  The aim was to educate Christian school 

leaders to understand and practice whatever traits or skills emerge from this study and to 

increase Christian school leaders’ awareness of these behaviors and potentially help 

improve teacher retention, teacher experience, and student achievement.  The grounded 

theory qualitative approach was used as a design of inquiry in which the researcher 

developed a general abstract theory grounded in the views of the participants. The 

proposed solution consists of three parts, all related to the aim of leadership awareness: 

1. To publish an article in national school leadership magazines, such as Christian 

School Education (CSE) magazine, to help make leaders aware of the results of 

this study.   

2. To create a training session for leadership seminars, such as the Association of 

Christian Schools International (ACSI) Leadership Conference, to educate leaders 

on why teachers leave Christian schools and how leadership behaviors affect this.   

3. To include case study scenarios from these interviews to incorporate into training 

sessions.  School leaders will benefit from this study by becoming aware of the 

reasons why teachers leave Christian schools, specifically relating to leaders’ 

behaviors.  By having that knowledge, leaders can modify their behaviors to 

improve teacher retention, thereby improving student achievement. 
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CHAPTER ONE: INTRODUCTION 

Introduction and Background 

Teacher retention is an important factor for the success of students within a 

school.  Attracting and retaining teachers within a school, and in the general profession, 

is an ongoing struggle.  Student achievement is a major determining factor in measuring 

the success of schools and employing highly qualified, experienced teachers has shown to 

improve student achievement (Darling-Hammond, 1999).  Qualified teachers leaving 

schools, or the profession, hinder this achievement.  Among other variables, supervisory 

support is a key element to prevent teacher attrition (Kersaint, Lewis, Potter, & Meisels, 

2007; Shanock & Eisenberger, 2006; Skaalvik & Skaalvik, 2011; Weiss, 1999).  Leaders 

who are in the educational profession merely to climb the career ladder may think of their 

teachers as employees rather than as people in need of support.  This study focuses on 

teachers who have left private Christian schools and analyzes the role supervisory 

leadership behaviors have played in their decision to leave. 

Statement of the Problem 

 Student achievement and performance at the kindergarten through twelfth-grade 

level has received national attention for decades and remains a national priority.  The 

effort to measure and improve achievement can be seen in the local and national political 

arenas.  As a result, an increased emphasis on measuring performance and achievement 

of students in the current progressive educational system permeates.  Internationally, the 

United States is critically compared to other educational systems of the world, and in 

many areas of the data, has been shown to be lagging (DeSilver, 2017).   
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The quality of a teacher makes a positive difference in student achievement 

(Darling-Hammond, 1999).  As the importance of student achievement continues to be in 

the national spotlight, minimizing teacher turnover becomes an apparent variable to 

reduce the negative impact on student achievement (Ronfeldt, Loeb & Wyckoff, 2013).  

Research has shown qualified and experienced teachers have a strong positive correlation 

with student performance, influencing student achievement, and teaching experience 

results in improved scores in many academic areas (Brown & Wynn, 2009; Darling-

Hammond, 1999; Rockoff, 2004).  Losing experienced and qualified teachers has a direct 

impact on student performance.  Leaders who aim to maintain and improve student 

performance can also take care to retain their qualified and experienced teachers. 

 There is a national teacher shortage, and one of the major factors of the shortage 

is high teacher attrition (Sutcher, Darling-Hammond, & Carver-Thomas, 2016).  

Researchers have pointed to a variety of causal factors for teachers leaving the profession 

(Skaalvik & Skaalvik, 2011).  Common factors include the lack of administrative 

support, financial benefits, work hours, and recognition (Kersaint et al., 2007; Shanock & 

Eisenberger, 2006).  The lack of support for teachers has several components that 

explain, in part, why teachers are leaving their schools.  Supervisory support and 

teachers’ relations with their principals help create a feeling of belonging, mutual trust, 

and respect (Skaalvik & Skaalvik, 2011).  Past studies have also shown perceived 

supervisory support matters to people in many industries and employees often leave their 

organizations because of their dissatisfaction with the leadership behaviors of their bosses 

(Cho, Johanson, & Guchait, 2009).  In other words, people may leave not because of the 

quality of their jobs but because of the relationships with or behaviors of their bosses. 
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 Supervisory support is a critical factor in the occurrence of teacher attrition.  A 

gap in the research and literature was discovered by this researcher with regard to the role 

a supervisor’s leadership behavior plays in a teacher’s decision to leave a private 

Christian school.   

Purpose of the Study 

The context of this qualitative grounded theory dissertation in practice study was 

to explore the experience of teachers who at one time had left the employ of a private 

Christian school.  The purpose of this study was twofold: to discover what elements 

played into a teachers’ decision to leave, and to investigate the role supervisory 

leadership behaviors played in their decision to leave Christian schools.  Once these 

experiences with leadership behaviors are described and explained, this study could 

provide leaders an awareness and opportunity to recognize the importance of their role, as 

well as provide the opportunity to improve the work experience of their faculty and staff. 

Research Question 

 After identifying private Christian school teachers who left employment in the 

past 10 years, they were interviewed to understand their reasons for leaving.  Those who 

identified leadership behaviors to have played a role in their decision to leave were asked 

questions to determine what leadership behaviors played the most important roles in their 

experience and decision to leave.  The researcher specifically focused on the teachers’ 

direct experiences with their supervisor and their perceptions of that leader’s behavior.  

The specific research question was as follows:  For teachers who have elected to leave 

the employ of a private Christian school, what role did supervisory leadership behaviors 

play in their decision to leave? 
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Aim of the Study 

Through discovering and uncovering leadership behaviors that play a role in 

teachers leaving their employ, the researcher’s aim was to educate Christian school 

leaders with an awareness and understanding so they can demonstrate traits or skills 

emerging from this study.  In addition, the researcher’s aim was to increase Christian 

school leaders’ awareness of these behaviors and improve teacher retention and teacher 

experiences, potentially influencing student achievement. 

Methodology Overview  

 The grounded theory qualitative approach was used.  This method is a design of 

inquiry in which the researcher develops a general abstract theory grounded in the views 

of the participants (Creswell, 2014).  The process involves employing stages of data 

collection and the gathering of rich data through intensive interviewing (Charmaz, 2006).  

This method was used for this study to understand the experiences of teachers who had 

left Christian schools.  This study was used to better understand these experiences and 

develop a theory that explains the experiences of teachers leaving a private Christian 

school setting. 

Definition of Relevant Terms  

 Private Christian School:  For purposes of this study, a private Christian school 

will be limited to schools within the United States certified through the Association of 

Christian Schools International (ACSI).  These schools are run as not-for-profit 

enterprises, and are not overseen or ultimately supported and controlled by any 

government. 
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Supervisor:  For purposes of this study, a supervisor of a teacher will be someone 

who is responsible for the oversight and evaluation of the teacher.  

Teacher:  A teacher for the purposes of this study is an individual who is a full-

time school-year classroom teacher and is accredited either by their state department of 

education or a private accrediting agency such as ACSI to teach any grade between 

kindergarten and twelfth-grade. 

Parochial Christian School:  A parochial Christian school is a school affiliated 

directly with a particular church or diocese, and is operated independently from any 

government agency.  If the school receives peripheral governmental funds, the school still 

qualifies as a parochial Christian school. 

Non-parochial Christian School:  A non-parochial Christian school is a school not 

affiliated directly with a particular church or diocese, and is operated independently from 

any church or government.  If the school receives peripheral governmental funds, the 

school still qualifies as a non-parochial Christian school. 

Public School:  A public school is a school operated within the control of a local 

school board with oversight from the state government of education in the state in which 

it resides. 

Independent Private School:  An independent private school is a school not 

affiliated with any religion, and is operated independently from any government.  The 

school may be for-profit or not-for-profit. 

Limitations, Delimitations, and Personal Biases 

Limitations are the parts of a study that may affect the results or the ability to 

generalize and are areas over which the researcher typically does not have control 
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(Roberts, 2010).  The limitation of this study was the sample size of teachers who had 

previously left a private Christian school.  Approximately 3300 ACSI schools were 

provided the questionnaire to share with their teachers if they elected to (Association of 

Christian Schools International, 2018).  Among those, 534 teachers responded to the 

questionnaire.  Among those, 419 stated they had previously left the employ of another 

private Christian school, of which 270 stated their leader’s supervisory behavior played a 

part in their decision to leave.  The source of information used to obtain this sample may 

not be all-inclusive, which may affect the generalizability of the study to other private 

schools, to public schools, or to places of work in other industries.  

Another limitation was the use of questionnaires and interviews.  There was an 

innate possibility of an inherent bias of the researcher and his perspective during 

observations.  The possibility existed that the test subjects would not be honest due to a 

fear their candid answers may impact their current employment, or for reasons unknown 

to the researcher.  However, confidentiality was a key ethical consideration as discussed 

later in this paper. 

 Delimitations relate to the boundaries of the study and describe how the 

researcher limited the scope of the study (Roberts, 2010).  A delimitation of this study 

was the time dedicated to the study, which was approximately 10 months from the time 

of IRB approval to defense.  Another delimitation was the teachers were limited to ACSI 

schools.  Finally, this research was limited to the research information located through 

the Creighton library system. 

 

 



LEADERSHIP BEHAVIOR 7 

The Role of Leadership in this Study 

This dissertation in practice topic, while not limited to the servant leadership 

model, was heavily influenced by the model.  Servant leaders, leaders who put the needs 

of others before their own, are more likely to be supportive leaders.  The servant 

leadership theory has a very strong overlap with support.  The modern servant leadership 

model, first articulated by Greenleaf (1970), influenced this study, as did the six Jesuit 

values (Lowney, 2003).  These Jesuit values were not forced on any individuals, or even 

mentioned, but rather any correlations arising from the coding process were mentioned 

within the study. 

Significance of the Study 

 There are several reasons why this dissertation in practice has the potential to add 

to the scholarly literature in the field, to improve practice in the field, and improve policy.   

There is a gap in the research with regard to the topic of principal leadership behavior and 

the role it plays on teacher satisfaction and morale.  This type of research could lead to 

strategies and improvements in leadership qualities that could influence leaders’ actions 

and result in a reduction in teacher attrition.  This could result in improved teacher morale 

and performance, as well as improved student achievement.  

The researcher hopes to identify the power of positive leadership traits and 

behaviors revealed through this study.  This research could assist in influencing leaders to 

a new way of thinking where the end does not always justify the means, and where 

results are not always worth any cost. 
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Summary 

 When people resign from a job, their departure can often have more to do with the 

lack of support of their supervisor than with the actual work content of their jobs 

(Gilbreath & Karimi, 2012).  Working for a supportive leader could have a great 

influence over a teacher’s decision to stay.  Discovering what specific elements of 

leadership behavior show the best support for teachers, as reported through this study, 

could assist in reducing teacher attrition.   

The purpose of this qualitative grounded theory dissertation in practice study is to 

discover what leadership traits are important to teachers who left the employ of a private 

Christian school.  The research question in this study was: For teachers who have elected 

to leave the employ of a private Christian school, what role did supervisory leadership 

behaviors play in their decision to leave?  The researcher’s aim was to educate Christian 

school leaders with an awareness and understanding so they can demonstrate traits or 

skills emerging from this study.  In addition, the researcher’s aim was to increase 

Christian school leaders’ awareness of these behaviors and potentially improve teacher 

retention, teacher experiences, and student achievement. 
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CHAPTER TWO: LITERATURE REVIEW 

Introduction 

 This literature review was written to support the research question: For teachers 

who have elected to leave the employ of a private Christian school, what role did 

supervisory leadership behaviors play in their decision to leave?  This literature review 

details four main areas to show the link from student achievement to teacher retention, 

and the role leadership plays in retaining qualified and experienced teachers.  As such, to 

address the question to be researched and to provide the logical connections between 

student achievement and the importance of teacher retention, this review was conducted 

in four main segments (Figure 1): 

(1) an analysis of the literature on the importance of student achievement in 

schools, and the national concerns with any decline in student achievement;  

(2) an analysis of the literature related to the impact qualified and experienced 

teachers have on student performance, and therefore the harmful effect teacher 

attrition and turnover has on student achievement;  

(3) an analysis of the literature related to the variables and reasons for teacher 

shortages and teacher attrition, learning the causes of the attrition rates and why 

teachers leave; and  

(4) an analysis of the literature specifically related to leadership behaviors and 

leadership support factors as a reason for teachers leaving schools. 
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 This literature review provides an analysis of these concepts.  Having shown the 

importance teachers have on student achievement, what is still left to be known is why 

teachers are leaving private Christian schools, and how leadership behaviors played into 

these decisions. 

Student Achievement 

United States student’s academic achievement, as compared to students from 

other industrialized nations, continues to fall behind.  The United States’ rank is behind 

several advanced industrialized nations (DeSilver, 2017).  The Programme for 

International Student Assessment (PISA) measured reading ability, math, science 

literacy, and other key skills of 15-year-olds in developed and developing countries, and 

the results from 2015 showed the United States ranking 38 out of 71 countries in math 

and 24 out of 71 countries in science (DeSilver, 2017).  In addition, among the 35 

Figure 1. Four main segments. 
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members of the Organization for Economic Cooperation and Development, the United 

States ranked 30 out of 35 in math and 19 out of 35 in science (DeSilver, 2017).   

There is room for significant improvement in the United States, and these results 

are not exclusive to 15-year-olds.  The Trends in International Mathematics and Science 

Study (TIMSS) tests students in fourth and eighth grades every four years.  In 2015, 10 

countries out of 48 had higher average fourth grade math scores than the United States, 

and seven countries had higher average fourth grade science scores (DeSilver, 2017; 

TIMSS, 2015).  The primary purpose of American education, based on what is measured, 

is student achievement.  Student achievement is often measured based on standardized 

norm-referenced tests with content from uniform national standards as well as adopted 

state standards, driven by what is determined to be important for students to know 

(Waters, Marzano, & McNulty, 2003).  Arne Duncan, the former United States Secretary 

of Education from 2009 to 2015, responded to the 2011 TIMSS results, stating they 

“underscore the urgency of accelerating achievement in secondary school and the need to 

close large and persistent achievement gaps” and that the results were “unacceptable if 

our schools are to live up to the American promise of giving all children a world-class 

education” (Carnoy & Rothstein, 2013; U.S. Department of Education, 2012, p. 1).  With 

student achievement being essential to meeting the goals of the standards each state sets, 

it is important to understand what factors affect and influence student achievement.   

Teacher Effect on Student Achievement 

One of the most important influences on student achievement is the quality and 

experience of a teacher.  In 1968, Harvard University researchers Robert and Lenore 

Jacobson conducted an experiment.  They informed teachers certain children were 
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“growth spurters” (p. 16), as determined by their results on the Harvard Test of Inflected 

Acquisition.  In reality, no such test existed.  The children who were labeled as growth 

spurters were chosen at random.  What the researchers learned was that changes in 

teacher expectation resulted in changes in student achievement, coined the “Pygmalion 

Effect” (Rosenthal & Jacobson, 1968, p. 16).   

Research has improved significantly over time, and continues to support that 

overall teacher quality affects student achievement (Rockoff, 2004).  Teachers directly 

influence student achievement for a variety of reasons, including teachers’ care and 

expectations of students (Bulach, 2001; Miller, 2008; Rosenthal & Jacobson, 1968), 

teachers’ cognitive ability and skills (Hanushek, Piopiunik, & Wiederhold, 2014), 

teachers’ academic qualifications (Ferguson & Womack, 1993), and teachers’ experience 

level (Darling-Hammond, 1999).  Each of the main teacher qualities that affect student 

achievement is covered below. 

Teacher Care and Expectations 

Most educators are aware their care and concern for students, along with 

encouragement and belief in an individual student, can significantly improve student 

performance.  As described by the “Pygmalion Effect”, there are many factors relating to 

teacher care and concern, and a teacher’s belief in their students can influence student 

achievement.  When students believe their teachers genuinely care, the resulting 

relationship is shown to influence their grades (Bulach, 2001; Miller, 2008).  Likewise, 

when students innately know their teachers believe in them, and know their teachers set 

high, but achievable, expectations for them, their performance improves (Rosenthal & 

Jacobson, 1968). 



LEADERSHIP BEHAVIOR 13 

Teacher Cognitive Ability 

 While defining teacher quality and what teacher quality entails varies among 

researchers, many find quality improves student performance.  Rockoff’s (2004) results 

indicated a one-standard-deviation increase in teacher quality improved test scores by 

approximately 0.1 standard deviations in reading and math on nationally standardized 

distributions of achievement. 

Teacher Qualifications 

Teachers with higher qualifications such as academic ability, subject matter 

knowledge, knowledge of teaching and learning, and certification status also affect 

student outcomes to varying degrees (Darling-Hammond, 1999).  It has been shown 

teacher education coursework has a positive impact on teaching performance (Ferguson 

& Womack 1993). 

Teacher Experience Level 

Rockoff (2004) presented evidence that teaching experience significantly raised 

student test scores, especially in the area of reading.  Reading test scores increased by 

approximately 0.17 standard deviations between new teachers and teachers with 10 or 

more years in the classroom (Rockoff, 2004).  In addition, 10 years of teaching 

experience was shown to raise vocabulary and reading-comprehension test scores by 

between 0.15 and 0.18 standard deviations (Rockoff, 2004).   Similarly, in a study of 

twins in similar educational settings with the exception of teacher experience level, 

Gerritsen, Plug, and Webbink (2017) concluded teacher experience influenced student 

achievement and specifically that twins that are assigned to classes that have teachers 

with a higher experience level perform better, particularly in the early grades.  
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In a study by the National Center for Analysis of Longitudinal Data in Education 

Research, Ladd and Sorensen (2015) similarly concluded there were higher returns of 

student achievement in the middle school grades from teachers with more experience, 

which resulted in both higher test scores and improved student behavior.   

With teacher quality and experience linked to student achievement, it becomes 

apparent losing qualified and experienced teachers would negatively affect achievement, 

which will be discussed next in this literature review. 

Teacher Attrition 

Approximately one-third of new teachers leave the field within three years, and 

one-half within five years (Brown & Wynn, 2009; Darling-Hammond & Sykes, 2003).  

High teacher turnover resulted in a decline of quality teachers and instruction, a loss of 

continuity and commitment, and a higher focus of time and energy to recruitment instead 

of support (Brown & Wynn, 2009).  Schools with high teacher turnover rates struggled 

with planning and implementing curriculum and nourishing positive working 

relationships (Guin, 2004).   

With the influence teachers have on student achievement established, it is clear 

losing qualified and experienced teachers negatively impacts student achievement 

(Ronfeldt et al., 2013).  In a study concluded in 2012 by The New Teacher Project 

(TNTP), in which 90,000 teachers were studied, it was determined the top 20% of 

teachers in terms of quality can generate five to six more months of student learning each 

year than a poor-performing teacher (“The Irreplaceables”, 2012).  

Studies found teachers leave a school or the profession for a variety of reasons.  

The most common reasons research has discovered are family responsibilities, 
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administrative support, financial reasons, working conditions, and teacher autonomy 

(Hirsch & Emerick, 2007; Kersaint et al., 2007; Kopkowski, 2008; Shields, Esch, 

Humphrey, & Young, 1999; Sutcher et al., 2016; Weiss, 1999).   

Leadership Support 

“Great school leaders create nurturing school environments in which 

accomplished teaching can flourish and grow” (Darling-Hammond, 2003, p. 13).  The 

impact leadership support has on teachers is important, and leadership support is one of 

the primary causal factors of teachers leaving their schools or profession (Hirsch & 

Emerick, 2007; Kersaint et al., 2007; Kopkowski, 2008; Shields, Esch, Humphrey, & 

Young, 1999; Sutcher et al., 2016; Weiss, 1999). 

In an empirical study by Brown and Wynn (2009), the researchers discovered 

principals who are aware of issues surrounding their teachers are proactive in supporting 

their teachers, are committed to professional growth for their teachers, and have better 

teacher retention rates than principals who do not exercise these qualities to the same 

extent.  Leadership support is a commonly listed factor related to teacher retention, with 

research focused particularly on principal leadership as it is related to retaining teachers 

(Hirsch & Emerick, 2007; Whitener, 1997).   

The behavior of supervisors is important to teachers and can affect their decisions 

of whether to stay or leave, including behaviors such as accessibility, availability to 

answer questions and discuss problems, and provision of assistance, guidance, and 

resolutions (Brown & Wynn, 2009).  In a study conducted by the Charlotte Advocates for 

Education (2004), one school district isolated twenty principals who led schools noted to 

have low teacher attrition rates and high achievement scores.  They discovered common 
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behaviors and traits among these principals including visionary leadership, a focus on 

teachers, providing regular feedback, and getting to know the teachers on an individual 

level.  They also discovered other elements that appeared to be important including direct 

assistance, providing the ability to collaborate, and allowing the teachers to be involved 

in decision making (Brown & Wynn, 2009; Charlotte Advocates, 2004).  This same study 

determined based on their observations that: “Successful principals understand the value 

of people.  They value teachers as individuals and sincerely want them to succeed and 

grow.  The most successful strategies for these principals are those that give direct 

assistance to teachers” (Charlotte Advocates, 2004, p, 2).  This direct assistance includes 

continual feedback, professional development opportunities, collaboration opportunities, 

an opportunity to increase their leadership abilities, and involving them in decision-

making (Charlotte Advocates, 2004).  

Teachers are leaving their schools or the profession “due to the overload and 

displeasure shown towards the faculty and staff from the leadership on all levels in the 

system” (Houston, 2009, p. 16).  In a study conducted by Houston relating to teacher 

perceptions of factors influencing teacher attrition including principal behavior, study 

results revealed: “the teacher attrition rate is influenced by principal behaviors due to 

principals’ inability to communicate effectively with staff” (Houston, 2009, p. 122).  

Houston (2009) added that participants believed the lack of management skills created 

tension and misunderstanding among teachers.  

The lack of supervisor support as a reason for employees leaving is not unique to 

the field of education and is also a prevalent reason shown in hospitality and other 

industries (Cho et al., 2009).  In a meta-analysis regarding perceived organizational 
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support of over 70 different studies regarding employees’ belief that their organization 

values their contribution and cares about their well-being, supervisory support was shown 

to be associated with perceived organizational support (Rhoades & Eisenberger, 2002).   

Supervisory support was also shown to be associated with favorable outcomes including 

job satisfaction (Rhoades & Eisenberger, 2002).  Employees generate understandings 

about how much their supervisors value what they are contributing, and how much they 

care about them (Kottke & Sharafinski, 1988). 

Leaders often perceive their support as adequate while teachers do not (Hirsch & 

Emerick, 2007).  This ability of a principal to correctly ascertain how their teachers are 

feeling is important, and understanding how leadership support is perceived is an 

important attribute for a leader to possess.  In a 2006 North Carolina teacher working 

condition survey conducted by the Center for Teaching Quality, it was discovered that 

95% of principals believed there was an atmosphere of trust and mutual respect within 

their school, while only 62% of the teachers felt the same way (Hirsch & Emerick, 2007).  

Likewise, 98% of principals agreed that school leadership was making a sustained effort 

to address concerns about the empowering of teachers, whereas only 58% of teachers felt 

the same way (Hirsch & Emerick, 2007). 

For this research, teachers who have left a Christian school will be interviewed to 

find out what factors led to their departures, and they will specifically be asked about any 

supervisory behaviors the teachers mention that impacted their decision to leave.  By 

identifying the behaviors they articulate, the role these behaviors play into the decision 

for a teacher to stay or depart can be identified. 
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Summary 

Teacher attrition is a complex issue with multiple factors and variables.  This 

literature review first summarized student achievement as being important and has room 

for improvement in the United States.  Next, it has shown teachers are an important factor 

and influence on student achievement.  Qualified and experienced teachers positively 

influence student achievement in schools.  Losing qualified and experienced teachers 

creates a negative influence on student achievement.  It is important to understand the 

variables affecting teacher attrition because retaining qualified and experienced teachers 

is important for student achievement.  This literature review next summarized the most 

common and attributed factors affecting teacher attrition, one of which is the behavior 

and support of the teacher’s supervisor. 

In this grounded theory study, the researcher interviewed teachers from the United 

States who chose to leave the employ of a private Christian school to determine what 

leadership factors may have influenced their decisions to leave.  
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CHAPTER THREE: METHODOLOGY 

Introduction 

 The context for this qualitative grounded theory dissertation in practice study was 

to explore the experiences of teachers who left the employ of a private Christian school.  

The purpose of this study was to discover what elements played into teachers’ decisions 

to leave and to investigate the role supervisory leadership behaviors played in their 

decision to leave Christian schools.   

The qualitative approach is best suited for this study.  The qualitative approach 

toward research is an effort to explore and understand the meaning attributed to a social 

or human problem by individuals or groups (Creswell, 2014).  This approach is inductive 

in nature, respects individual meaning, and involves emerging questions and procedures 

that allow for the discovery of themes and interpretation of the data within the 

participant’s setting (Creswell, 2014).  In the decision to use this approach, the worldview 

of the researcher was evaluated. 

Philosophical Worldview of the Researcher 

 This study was guided by the researcher’s social constructivist worldview.  Social 

constructivists believe individuals look for understanding within the world they live and 

work and develop subjective meanings of experiences (Creswell, 2014).  A researcher 

with this worldview looks for the complexity of these views and seeks to rely mostly on 

the participants’ views of the situation being studied, in this case, why the participants 

chose to leave their Christian schools (Creswell, 2014).  Questions were open-ended 

allowing those being interviewed to construct their own meaning of the situations being 

discussed, with the researcher listening carefully (Creswell, 2014).  The researcher did 
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not start with a theory, but allowed the theory to inductively develop through patterns of 

meaning (Creswell, 2014).  

Theoretical Framework 

There are many approaches to the qualitative research design, such as narrative 

research, phenomenological research, grounded theory, ethnography, and case studies to 

name a few.  Grounded theory was used for this research.  Creswell (2014) described 

grounded theory as one in which the researcher “derives a general, abstract theory of a 

process, action, or interaction grounded in the view of the participants” (p. 14).  Charmaz 

(2006) stated that grounded theory methods “consist of systematic, yet flexible guidelines 

for collecting and analyzing qualitative data to construct theories ‘grounded’ in the data 

themselves” (p.2).  Through the process of investigating the various qualitative study 

approaches, the grounded theory approach was determined to be best suited for the 

purpose of this study.  In this way, the researcher allowed the teachers to describe their 

experiences and the meanings behind their decision to leave the Christian school through 

open-ended questions. 

Research Question 

 The researcher specifically focused on the teachers’ direct experience with their 

supervisors and teacher perceptions of their leaders’ behaviors.  The specific research 

question was as follows: For teachers who have elected to leave the employ of a private 

Christian school, what role did supervisory leadership behaviors play in the decision to 

leave? 
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Research Design 

 This study’s methodological approach was the qualitative approach in an effort to 

explore and understand the meaning attributed to a social or human problem (Creswell, 

2014).  The researcher chose this inductive approach to explore individual meaning from 

the participants and interpret the data within the participants’ settings, specifically related 

to their departure from a Christian school and the role supervisory leadership played in 

that decision.  

The grounded theory construct was determined to be the most appropriate for this 

study by the researcher in an effort to derive a general theory from the interviews 

grounded in the view of the participants (Charmaz, 2006).  

Participants, Population and Sample 

 This study was limited to kindergarten through twelfth-grade teachers who have 

taught in a private Christian school setting, and have willingly left the employ of that 

Christian school in the last 10 years to either move to a different school, or to leave the 

profession entirely.  The population did not include any teachers who left to retire from 

the workforce.  The population was limited to teachers within the United States, but not 

limited to any particular state.   

 For the purpose of this study, the focus was on Christian schools.  The researcher 

was interested in Christian schools, and whether working in Christian schools for 

Christian leaders played any role as well.  The study population was comprised of 

teachers in United States schools affiliated with the Association of Christian Schools 

International (ACSI).  A simple questionnaire was created to determine who among those 

teachers within ACSI schools had left the employ of a Christian school in the previous 10 
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years of their career, and was willing to be interviewed for the study.  In addition, 

teachers referred to the researcher by the initial participants as having left a Christian 

school could have been chosen using snowball sampling, if necessary, to reach saturation, 

however due to the overwhelming response to the questionnaire, this was not necessary.  

The researcher did not select any teachers who have previously worked directly for the 

researcher, or for which he was their direct supervisor.  

There was no direct monetary compensation provided as remuneration for any 

risks taken.  However, each participant was offered and provided a $25 Amazon.com gift 

card for participating in an interview.  After the interview, those participants who 

completed an interview were sent an electronic gift card via electronic mail in 

appreciation of their time.  While there are no federal guidelines related to compensation 

offered to research subjects, some basic guidelines for remuneration were consulted.  The 

University of California Berkeley suggested avoiding undue influence or coercion and 

mentioned the IRB reviews plans for subject compensation, and this appreciation gift 

card was included as part of this researchers proposal which was approved by the IRB 

(Compensation, 2017).  The University of California Berkeley also suggested that: 

Compensation should be appropriate for the time and effort subjects devote to 

participation. The level of payment should not be high enough to cause subjects to 

accept risks that they would not otherwise accept or participate in activities to 

which they would otherwise strongly object based on personal values or beliefs 

(Compensation, 2017, p. 2).   
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North Carolina State University’s Office of Research, Innovation, and Economic 

Development, in their guidelines on de minimis payments to human research subjects, 

suggested:  

De minimis payments to human research subjects in the form of gift cards 

or non-cash gifts are allowable expenditures when properly justified. 

Because the lack of identity of human research subjects (or the need for 

extra-ordinarily strict control of such information when it is collected) and 

because these payments are not compensation for services rendered, such 

payments will be recorded as research incentive payments. These 

‘untraceable incentive payments’ to any human subject for a given 

research project shall not exceed $25.00. In total, untraceable payments 

for all research projects to a single human subject for a calendar year shall 

not exceed $50.00 for a single project.  Untraceable incentive payments 

may take the form of gift cards, cash payment, or other non-monetary 

compensation. (Human Subject, 2014, p.1). 

The study instrument had an overwhelming response with 534 teachers from all 

over the United States completing the questionnaire.  The researcher narrowed the 

responses down to those who were full time, had left the employ of a Christian school 

willingly, and had done so within the last 10 years, as well as eliminating those who did 

not complete the full questionnaire, or provided non-working email address contact 

information.  This narrowed the pool down to 159 potential interview participants.  The 

researcher was hopeful to interview at least 10 teachers and then from there, continue to 

interview as many as necessary to reach saturation.  Originally it was proposed that 
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snowball sampling could be used for additional participants, but due to the overwhelming 

response, snowball sampling was not necessary.  

 Permission from ACSI was received to access and recruit the original study 

population.  Permission from IRB was obtained prior to any recruitment of the study 

population.  The researcher used a first-in approach to select candidates until saturation 

was reached, and did a geographic depiction (Figure 2) to ensure the population was from 

a variety of regions in the United States.   

Data Collection Tools 

 The primary data collection tool was a personal interview between the researcher 

and the individual participant.  First, a short questionnaire was distributed through ACSI 

to member schools throughout the United States (Appendix A).  This questionnaire was 

used to find teachers who left the employ of Christian schools on their own within the last 

10 years.  Among those teachers initially identified from the questionnaire, several were 

invited to participate in a personal interview using a first-in approach, and if there was no 

response, then the next person on the list was invited (Appendix B).  A total of 15 

respondents were ultimately interviewed.  The researcher felt saturation was achieved at 

the 12th interview, but continued to interview those already scheduled at that point.  At 

the conclusion of each interview, the participant was asked if she/he was aware of other 

Christian school teachers who left their employ willingly in the last 10 years, and 

additional potential participants were identified from their recommendations in case the 

use of snowball sampling was necessary.  Due to the overwhelming response to the 

questionnaire, snowball sampling was not necessary.  
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It is important to address how many interviews are enough in a qualitative study 

such as this to achieve data saturation (Fusch & Ness, 2015; Guest, Bunce, & Johnson, 

2006).  It was posited by Fusch and Ness (2015) that data saturation is reached when the 

study can be replicated, when the ability to get new information is reached, and when 

further coding is not feasible.  Within this study, the researcher discovered after the 12th 

interview that new data was not arising.  The researcher conducted three additional 

interviews to be sure.  Once coding took place, and themes were developed, the 

researcher found that after 12 interviews were coded, very few new codes were being 

created, and new themes were no longer arising during the integration phase of coding. 

Researchers agree on general principles and concepts that indicate saturation has been 

reached which include the addition of no new data, the lack of new themes, the lack of 

new codes, and the ability to replicate the study (Guest et al., 2006).  Guest et al (2006) 

suggested that it is possible for data saturation to be achieved in as few as six interviews, 

whereas in this study the researcher felt it was achieved after 12, and conducted 15 

interviews total to confirm saturation.  In addition, those interviewed were all asked the 

same questions.  Guest et al. (2006) suggested interviews should be conducted in this 

way, because “otherwise, one could never achieve data saturation; it would be a moving 

target, as new responses are given to newly introduced questions” (p. 75).  

The researcher also stated and bracketed any personal bias in order to recognize 

his own role in the study and reduce concerns during the interview process (Chenail, 

2011).  The researcher also engaged in member checking and peer review coding to 

enhance the reliability of the results, which is explained in further detail later in this 

paper. 
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All personal interviews were conducted through the use of a Zoom.us 

computerized meeting platform.  The meetings were recorded by the researcher and 

transcribed using Rev.com services.  The meetings were not held in person, but were on a 

recorded videoconference.  One benefit to video-conferencing, as opposed to telephone 

conferencing, was the ability of the researcher to note non-verbal communication cues 

visually.  Without visual cues, there could be a loss of informal communication, 

contextual information, rapport, the ability to probe, and even the misinterpretation of 

responses (Novick, 2008).  As a result, the researcher did video interviews and took 

journal notes on the non-verbal components that went along with the verbal responses. 

Once the subject was on the videoconference, and prior to beginning the interview 

questions, the researcher then reviewed the introduction to the study with the subject.  

The researcher then asked for verbal confirmation that the subject had read the 

introduction to the study letter including the bill of rights for research participants    

(Appendix C). 

The researcher conducted the interviews in a similar fashion with the same 

questions, from his office, and did them around the same time of day (late afternoon).  

The researcher placed participant convenience as a priority and was amenable to the 

subjects’ schedules, and all subjects signed up for their interviews using a scheduling 

website called SignUpGenius.com, set up by the researcher.  All participants were asked 

the same questions (Appendix B); however, the researcher was open to ask the 

participants to explain various answers in further detail at any time, and expand on their 

answers.  The interviews contained 11 questions, and each interview lasted 

approximately 20 to 40 minutes depending upon the length of the participants’ answers.   
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Data Collection Procedures 

 Participants who were kindergarten through twelfth-grade teachers, and had 

taught in a private Christian school setting, were identified and recruited through a 

volunteer questionnaire distributed by ACSI.  Those identified and meeting the 

participant parameters described above were invited to interview using a first-in 

approach.  Snowball sampling was available to be used to identify additional participants 

if necessary, however due to the high response rate from the questionnaire, there were 

enough participants to not make snowball sampling necessary.  A total of 15 participants 

were interviewed.   

Using grounded theory method, the researcher, through his interviews with the 

participants, was involved in four stages of application described originally by Glaser and 

Strauss (1967) and summarized by Babbie (2017).  These four stages are: comparing 

incidents of the participants of the topical categories being addressed, noting relationships 

among the concepts, delimiting the theory that is developing by determining which 

elements to ignore that are not relevant to the inquiry, and writing the theory by putting 

what was discovered into words (Babbie, 2017).  These stages were conducted in the 

coding process, particularly in the focused coding and theoretical integration phase as 

described in the data analysis section. 

Researcher Biases 

The researcher, and interviewer, is a former teacher and a current administrator.  

The researcher has worked for five schools in his career: a public school, two private 

parochial schools, one private independent non-parochial Christian school, and one 

private independent school not affiliated with any religious organization.  The researcher 
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currently works for a private not-for-profit Christian school not affiliated with a church.  

He has previously left the employ of a Christian school of his own will.  

The researcher has had both positive and negative experiences with previous 

supervisors but would describe the vast majority of his experiences with supervisors as 

overwhelmingly positive.  While the researcher may hold a bias in that he believes 

employees in any career, including teaching, often leave employment due more to their 

bosses than the actual job requirements or tasks, he acknowledges there are often many 

variables that cause an employee to choose to leave.  The researcher asked open-ended 

questions of the participants.  In addition, while the researcher supports public schooling, 

he is also an advocate of private school choice and access.  Based on these personal 

experiences and biases, the researcher bracketed himself out by having summarized and 

stated these personal experiences above and made all efforts to set them aside and focus 

on the followers’ experiences (Creswell, 2014).  The researcher used reflection and 

journaling before and after interviews to both acknowledge and control for any biases and 

maintain the quality and trustworthiness of his data.   

All study participants were informed their names would be kept confidential and 

they would be assigned a participant alias to be used in the research. In addition, the 

researcher engaged in member checking for verification of themes determined during the 

coding process.  There were no financial or budgetary issues impacting the collection of 

data.   

Ethical Considerations 

There were many ethical considerations when conducting this type of a study.  

Since the topic was related to previous employment, and specifically with past direct 
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supervisors, the main risk of ethical compromise was the confidentiality of all 

participants.  One way to assist with overcoming this ethical consideration was to inform 

study participants they would be assigned an alias to protect their privacy.   

Informed consent was also an important ethical consideration.  To help overcome 

the risks of not having informed consent, the researcher clearly explained to the 

participants they were participating in a study, the purpose of the study, and the 

researcher would be certain not to engage in any deception about the nature of the study 

(Creswell, 2014).  The participants received an introduction to the study form, and each 

confirmed her/his receipt of the form and acknowledgment of her/his understanding of its 

content verbally during the interview (Appendix C). 

IRB Approval 

With all of the ethical considerations being addressed, there were no issues with 

IRB approval.  In applying for IRB approval, the researcher made clear there were human 

subjects, and that all subjects were adults.  The researcher provided all of the details to 

the IRB regarding the study and who would be involved and provided detail on how the 

research could be used.  The IRB application included the details of the research methods 

to be used, a description of the populations as described, and all of the steps taken to 

minimize the participants’ risks and protect their confidentiality.  In addition, the 

researcher also submitted the intended interview questions (Appendix B). 

Data Analysis Plan 

The researcher engaged in initial coding practices followed by focused coding, 

and finally theoretical coding to determine how the codes related to each other in order to 

be integrated into a theory (Charmaz, 2007).  All data was coded using Atlas.ti software. 
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Notes from the interviews were coded in detail using Atlas.ti software and each of 

the four stages mentioned previously, as described originally by Glaser and Strauss 

(1967) and summarized by Babbie (2017), were conducted using this software.  The 

researcher coded each interview and organized the coding using this software.  The first 

cycle of coding, initial coding, which is the naming of segments of data with labels 

allowing the researcher to categorize, summarize, and identify each part of the data, took 

place to study fragments of the data.  Throughout the process, the researcher compared 

the data with previous data and with initial codes (Charmaz, 2006).  Initial coding 

allowed for the researcher to break down the qualitative data into initial discrete parts to 

compare them for similarities and differences, with the goal being to remain open to 

various theoretical directions (Saldaña, 2015).  The coding process allowed the researcher 

to analyze and make interpretations of the original data (Charmaz, 2007).  During the 

initial coding process, the researcher also used in vivo coding, which honors the 

participants’ voices by using their actual language in the coding, as well as simultaneous 

coding, where more than one code may be applied to a single piece of data when multiple 

meanings are possible (Saldaña, 2015).   

Once the interviews were completed and all of the transcripts had been initially 

coded, a second cycle of coding took place.  The researcher used focused coding, which 

involved “using the most significant and/or frequent earlier codes to sift through large 

amounts of data” (Charmaz, 2006, p. 57).  This helped to “pinpoint and develop the most 

salient categories” (Charmaz, 2006, p. 46).  This process also “requires decisions about 

which initial codes make the most analytic sense to categorize your data incisively and 

completely” (Charmaz, 2006, pp. 57-58). 
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Once the second cycle was complete, as well as during the progression of the 

second cycle, theoretical coding, which is the process of identifying possible 

relationships between categories that were developed during focused coding, was 

completed by the researcher to develop the analysis and determine any theory that may 

have developed from the data (Charmaz, 2006).  In conjunction with the researcher’s 

social constructivist approach, priority was placed on the “phenomena of study” and saw 

“both data and analysis as created from shared experiences and relationships with 

participants and other sources of data”, and depended on the researcher’s view and cannot 

stand outside of it (Charmaz, 2006, p. 130). 

Summary 

 The researcher used a qualitative method and grounded theory approach to answer 

the research question: For teachers who have elected to leave the employ of a private 

Christian school, what role did supervisory leadership behaviors play in their decision to 

leave?  After identifying 159 teachers who had willingly left the employ of a Christian 

school, the researcher interviewed 15 using open-ended questions to determine their 

internalized reasons for deciding to leave.  Leadership behavior was included within 

those questions, enabling the participants to articulate whether this had an impact on their 

decisions.  Throughout the interviews, coding took place, and through theoretical 

integration of the coding potential themes arose. 
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CHAPTER FOUR: FINDINGS 

Introduction 

The quality of a teacher makes a positive difference in student achievement 

(Rockoff, 2004).  Qualified and experienced teachers positively influence this 

achievement, and losing experienced and qualified teachers negatively impacts students 

(Ronfeldt et al., 2013).  Leaders who aim to maintain and improve student performance 

can also be mindful to retain their qualified and experienced teachers. 

 There are a variety of causal factors for teachers leaving the profession (Skaalvik 

& Skaalvik, 2011).  Common factors include the lack of administrative support, financial 

benefits, work hours, and recognition (Kersaint et al., 2007; Shanock & Eisenberger, 

2006).  Past studies have shown perceived supervisory support matters to people in many 

industries and employees often leave their organizations because of their dissatisfaction 

with the leadership behaviors of their bosses (Cho, Johanson, & Guchait, 2009).  It would 

appear people leave not because of the quality of their jobs but because of the 

relationships with or behaviors of their bosses.   

There is a gap in the research with regard to the role that a supervisor’s leadership 

behavior plays in a teacher’s decision to leave a private Christian school.  After 

interviewing 15 teachers who willingly left the employ of a Christian school, reaching 

saturation, and coding all of the interviews, five main themes arose.  These themes will 

be presented in order, beginning with the strongest themes; those that had the most codes 

and similarities associated with them.  Each theme had sub-themes that will also be 

described.  The researcher will present his findings based on the results of his coding, and 

will analyze, synthesize, and summarize his findings. 
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 The purpose of this study was to discover what elements played into teachers’ 

decisions to leave and to investigate the role that supervisory leadership behaviors played 

in their decision to leave Christian schools.  The research question was: For teachers who 

have elected to leave the employ of a private Christian school, what role did supervisory 

leadership behaviors play in their decision to leave?  

Demographics and Subject Data 

Among the 15 participants, 13 were women and two were men.  This gender 

distribution within education is typical, and the ratio for this survey is reasonable and 

similar to the gender gap within the United States education field in general (Teacher 

Gender Gap, 2012).  According to the Association of American Educators (2012) and 

Bureau of Labor Statistics (2018), male educators amount to 2.3% of pre-kindergarten 

and kindergarten teachers, 18.3% of elementary and middle school teachers, and 42% of 

high school.  Male educators represented 13.3% of those interviewed, and 21% of the 159 

who qualified to be interviewed.  The participants were from a wide variance of states 

within the United States (Figure 2).  
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Figure 2. Geographic location of participants. 

General Subject Data 

 Those who qualified to participate in the study, based on the questionnaire, were 

then invited for an interview using a first-in approach.  Specifically, the first to respond 

and complete the first questionnaire, who met all of the qualifications, was the first to be 

invited to be interviewed.  Table 1 below presents general data on the interview 

participants, the state in which they worked, and the grade levels they taught. 
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Table 1  

 

Summary of Interview Participants 

 

Presentation of the Findings 

The questionnaire received 534 teacher responses from all over the United States.  

The researcher narrowed the responses to those who were full time employees, had left 

the employ of a Christian school willingly within the last 10 years, completed the full 

questionnaire, and provided working email addresses or other contact information.  The 

eliminating factors narrowed the eligible interview pool down to 159 potential interview 

participants.  The researcher began by interviewing 10 teachers, and then from there, 

continuing to interview until saturation was reached.     

 

Alias 

Year of 

elected 

departure    

from 

Christian    

School 

Responder 

number to 

questionnaire 

State 

of 

school 

left 

Date of 

interview  

Grade level(s) 

taught 

Amanda 2016 18 NY 12/27/17 5th-8th  

Betsy 2015 19 CA 12/29/17 9th-12th  

Clint 2017 32 OK 1/3/18 8th  

Darla 2015 31 KS 1/12/18 6th  

Ellen 2015 41 FL 1/17/18 3rd–4th  

Fiona 2015 63 MD 1/18/18 K 

Grace 2016 76 VA 1/20/18 1st-5th  

Heidi 2013 51 CA 1/22/18 3rd  

Isaac 2015 43 NH 1/24/18 7th-12th 

Julie 2015 68 MD 1/29/18 5th  

Karen 2008 66 MA 1/30/18 1st  

Layla 2010 67 CO 2/6/18 1st-8th  

Marla 2017 102 OH 2/9/18 2nd  

Nancy 2016 82 WI 2/12/18 2nd  

Olive 2017 79 MO 2/24/18 5th 
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Data Organization and Analysis Procedures 

Among the 159 eligible candidates for interviewing, a first-in approach was used 

to select the candidates.  The candidates were selected based on the criteria mentioned 

previously; if all criteria were met, then in the order they responded to the questionnaire, 

they were sent an email invitation to participate in an interview.  This invitation included 

a link to a SignUpGenius.com account where they could select an interview time that 

worked for them.  All interview slots were at consistent times of the day for uniformity.  

For those who did not respond, a second email was sent as a follow up to give them 

another opportunity to respond.  After a second non-response, allowing the individual a 

week to respond, the researcher moved to the next person on the list in order of response 

to the questionnaire.  If a candidate did respond and select an interview time, then a 

calendar item invitation was provided to the candidate along with a link for the zoom.us 

videoconference.  The interviews were video and audio recorded, using zoom.us 

functionalities.  Each candidate was interviewed using the same questions (Appendix B). 

 Once the interviews were conducted, the audio was transcribed using the services 

of Rev.com.  The interviews were transcribed word-for-word including inflections such 

as “um” or “like”.  Each interview transcript was then uploaded into a coding software 

program, Atlas.ti.  Additionally, the video interview, and a photo of the candidate, was 

also uploaded into Atlas.ti for coding.   

In the first cycle of coding, initial coding took place to study fragments of the 

data, and throughout the process the researcher compared the data with previous data and 

with initial codes (Charmaz, 2006).  This initial step of qualitative coding was to name 

the segments of data with labels allowing the researcher to categorize, summarize, and 
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identify each part of the data (Charmaz, 2006).  Initial coding allowed for the researcher 

to break down the qualitative data into initial discrete parts to compare them for 

similarities and differences, and with the goal being to remain open to various theoretical 

directions (Saldaña, 2015).  The coding process allowed the researcher to analyze and 

make interpretations of the original data (Charmaz, 2007).  During the initial coding 

process, the researcher also used in vivo coding, which honors the participants’ voices by 

using their actual language in the coding, as well as simultaneous coding, where more 

than one code may be applied to a single piece of data when multiple meanings are 

possible (Saldaña, 2015).   

Once the interviews were completed and all of the transcripts had been initially 

coded, a second cycle of coding took place.  The researcher used focused coding which 

helped to “pinpoint and develop the most salient categories” (Charmaz, 2006, p. 46).  

This is the process by which themes were developed; the themes are outlined below in 

this chapter.  This process also “requires decisions about which initial codes make the 

most analytic sense to categorize your data incisively and completely” (Charmaz, 2006, 

pp. 57-58).   

Once the second cycle was complete, as well as during the progression of the 

second cycle, theoretical integration was completed by the researcher to develop the 

analysis and determine any theory that may have developed from the data.  In 

conjunction with the researcher’s social constructivist approach, priority was placed on 

the “phenomena of study” and saw “both data and analysis as created from shared 

experiences and relationships with participants and other sources of data”, and depended 

on the researchers view and cannot stand outside of it (Charmaz, 2006, p. 130). 
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Themes Developed from the Study 

 After completing initial coding and secondary coding, code groups were created 

for commonalities among the codes.  Of the 15 interviews, there were 533 unique 

quotations from those interviewed that were coded, consisting of 416 unique codes.  

Among the 416 unique codes, many groups were discovered with common underlying 

themes.  Many of the codes were unique and not placed in groups.  The group with the 

most associated codes was lack of support, which had 23 related codes and 99 quotations 

associated with it.  From this process, seven groups were discovered which are presented 

in Table 2, ranked from the one with the most codes and quotations to the one with the 

least.  The five most prevalent themes were then chosen based on the number of codes 

and quotations associated with them to discuss. 

Table 2 

 

Categories by Code Frequency 

Name 
Number of 

Codes 

Number of 

Quotations 

Lack of Support 23 91 

Church and Pastoral Issues 10 46 

Workload and Time Issues 10 42 

Board Issues 8 33 

Change in Leadership or School 7 39 

Inconsistency (saying one thing doing 

another) 6 11 

Christian School Issues 3 37 

 

 For purposes of themes, the researcher determined that those themes with at least 

30 quotations associated with the theme’s various codes, and that had at least seven 

unique codes associated with the theme, would be summarized below.  
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Lack of support by the administrator.  Lack of supervisory support as a 

negative influence was the most common factor identified.  The theme of supervisory 

support was the most common within the interviews.  Candidates mentioned this 

repeatedly, and all candidates mentioned it at least once.  Only one candidate indicated 

any examples of positive support of their direct supervisor from the school they left; the 

vast majority of comments related to examples of either not being or not feeling 

supported.  It is important to mention here the importance of perception.  Whether or not 

respondents were actually being supported behind the scenes by their supervisor is 

unknown, but what was recognized was people being interviewed did not feel supported.  

Therefore, the perception of not being supported, or not actually being supported, was 

critical to them in their decision to leave their Christian school. 

Within this group, the coding included 23 unique codes with 91 unique quotations 

making up those codes, from the 15 interviews.  This theme had the highest number of 

codes, and quotations that were coded, than with any other theme.  Examples of the most 

frequent codes within this theme included directly saying in the interview they did not 

feel supported (51 quotations), describing specific incidences that illustrated a lack of 

support (seven quotations), indications that they needed a more supportive environment 

in their decision to leave (five quotations), not feeling supported by being contradicted in 

public (three quotations), and many examples that had one or two quotations of specific 

feelings or examples, such as expressing that they did not feel cared for, felt targeted 

rather than supported, that their needs or requests for support were ignored, that they 

were denied or lacked a mentor for support from their leader, that they were not receiving 

classroom support, or that they were not supported in a situation of conflict with a parent. 
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Each example was unique to the interview participant, and each described her/his 

reason for not being supported.  All participants’ anonymity was assured, and thus 

fictional names are used.  For example, one participant, “Betsy” expressed that she “had a 

five month old at the time that contracts were being renewed and all of that. And, the 

leadership had not been consistent nor super supportive of being a working mom and all 

that that entailed.”  “Betsy” also shared that: 

Our principal was, he was really great with words and would say, ‘Yes, I'm gonna 

support you’ and then turnaround and ‘I don't know what they're doing and I don't 

know why they're doing this’ and kind of flip flop back and forth a lot and [he] 

was very inconsistent. 

“Darla” shared a story of her supervisor not supporting her in a parent situation, 

where she said: 

The last year there, I had a parent, a child with learning differences, and I'm 

extremely passionate about learning different children. This child created lies 

because the work I guess was difficult or I don't know what was the ... I don't 

know her thinking, and the mom went off the handle, and went into 

administration, and then we had a meeting, and it was ... He backed her instead of 

backing me, and I'd had enough.  I wasn't ... You can't work for someone that 

continually doesn't have your back, and so from day one, he never had the 

teacher's back because he wanted that child there for the fees. 

“Fiona” shared that her “overall reason for leaving that school was largely due to 

the lack of administrative support and a lack of communication given by the main 

administrator”, and “Grace” shared that: 
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There wasn't support for the teachers. It was very much, ‘You figure it out. You're 

on your own.’ There was no really support. It was very stressful because it just 

didn't feel like it was any guidance or any direction to help us out. 

There were 91 unique quotations related specifically to not feeling supported 

creating a clear theme during the coding process.  The coding of non-verbal 

communication also made it clear that there was a lot of emotion that came with these 

discussions around support.  When several of the candidates were talking about not being 

supported, the researcher could see the sadness, anger, and frustration rise in body 

language. 

Church and pastoral issues.  Church and pastoral issues was the second most 

common theme within the interviews, and resulted from many Christian schools being 

church owned and affiliated directly with a church and a head pastor.  Candidates 

mentioned this frequently, and eight of the 15 candidates mentioned it at least once.  

There was also significant overlap between this theme and the theme of support, but in 

these cases related directly to the pastor or church leadership. 

Within this group, the coding included 10 unique codes with 46 unique quotations 

making up those codes, from eight of the 15 interviews.  This was the second most both 

in terms of codes and quotations of any other theme.  Examples of the most frequent 

codes within this theme included specific comments about the church leadership getting 

involved in school issues (22 quotations), the pastor specifically getting involved in 

school issues (six quotations), issues or negative interactions specifically with the pastor 

(five quotations), being required or pressured as a teacher to be more involved in the 

church (four quotations), and many examples had one or two quotations of specific 
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feelings or examples, such as being disciplined by the pastor, frustration the pastor was 

the school leader, the pastor becoming angry, or being required to attend the church as a 

job requirement for employment. 

Each example was unique to the interview participant.  For example, “Ellen” 

described “part of my contract required that I attend the church affiliated with the school. 

I just wasn't really fitting in there, I didn't really feel like I was connecting, and I wasn't 

growing in my relationship with God.”   

“Olive” shared:  

We were required to be members of the church that the school was affiliated with 

and as members, we were expected to attend all the church services, which were 

two on Sunday and one on Wednesday and then they asked us to attend Sunday 

school Sunday morning. The church was not, I don't know if it's the church I 

would have chosen if I wasn't working at the school. This was my first time living 

away from my family, so I wanted to go back home and visit my folks each 

weekend and I had to ask specific permission to, if I was going to stay over on a 

Sunday and not be back for the services Sunday.   

She also said “at the school, they were really pushing for more involvement in the 

church. There was a lot of confinement, I'll just say that.”  “Julie” shared “some tension 

began to grow between the lead pastor, the senior pastor, and some school staff and 

church staff.” 

Workload and time issues.  Workload and time was the third most common 

theme within the interviews.  This theme related to quotations and codes around having 
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more work than they should have, feeling burned out by their workload, needing more 

time for their work, and comments about feeling overwhelmed by their workload.   

Within this group, coding included 10 unique codes with 42 unique quotations 

making up those codes, from the 15 interviews.  This was the third highest in terms of 

codes and quotations of any other theme.  Examples of the most frequent codes within 

this theme included specifically mentioning their workload as being too much, or stating 

they were feeling burnt out (22 quotations), describing receiving extra work that created 

workload issues (five quotations), indications that they had a heavy workload in general 

(four quotations), or that they felt their principal had too heavy of a workload thus 

preventing their principal from supporting their teachers more (three quotations).  There 

were many examples that had one or two quotations of specific feelings or examples, 

such as expressing that they needed more time, needed help managing their workload, 

that there were too many meetings that prevented them from getting their work done, or 

that too much volunteering was required. 

Each example was unique to each interview participant, and each described their 

reason for feeling their workload or burnout was an issue in this theme.  For example, 

“Amber” said “we were extremely overworked, and it was the mentality of its ministry”, 

and then described going to her supervisor to express concern.  She said she: 

Had gone one time and I had said, ‘It's just too much,’ because it was four math 

classes, but that one English class, I was expected to teach a fifth grade spelling 

curriculum, a sixth grade spelling curriculum, a fifth grade grammar, and a sixth 

grade grammar. So it's four preps for one period. I don't know how I was 

supposed to do that. It was really too much. 
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“Clint” described his feelings of having too much work, and also feeling like his 

leaders had less work, by saying “the administration developed a ... they left early a lot 

meaning the staff and faculty were there much later in the day than administration was 

there. Working longer hours, doing more work, doing more jobs.” 

Board issues.  Board issues was the fourth most common theme within the 

interviews.  More than half of the candidates mentioned items related to this theme.   

Within this group, the coding included eight unique codes with 33 unique 

quotations making up those codes.  This was the fourth highest in terms of the number of 

codes and the fifth highest in terms of quotations.  Examples of the most frequent codes 

within this theme included general concerns of board involvement (21 quotations), 

concerns with parents of students being on the board (four quotations), questions about 

the motives of the board (two quotations), realization that much of an employee’s fate 

rested in the board’s hands (two quotations), and many examples that had single 

quotations of specific feelings or examples, such as a denied meeting with the board, the 

general lack of board support, being treated poorly by the board, or the board being upset.   

Each example was unique to the interview participant, and each described their 

reason for having board concerns.  For example, “Heidi” stated that it may have been 

“the superintendent doing the bidding of the board because I did talk to the board 

individually, a couple of parents on the board,” and “one of them I was a little bit ... I 

wasn't sure about her motives.”   “Karen” stated that when she brought her concerns to 

the board: 
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The principal at that time, and the board chairman treated me very poorly, and 

told me I was imagining it, and that I just needed to get on with things, and not 

pay any attention to this man. That was kind of the lack of support there. 

Changes in leadership or school.  Changes in the leadership of school was the 

fifth most common theme within the interviews.  Eight of the 15 candidates mentioned 

specifically the impact of their leader or supervisor changing, or school ownership 

changing. 

Within this group, the coding included seven unique codes with 39 unique 

quotations making up those codes.  Examples of the most frequent codes within this 

theme included a direct mention of leadership changing (24 quotations), other leadership 

or school types of changes (seven quotations), the frequency of administrative leadership 

changes (two quotations), a direct mention of the school changing ownership (two 

quotations), and many examples that had single or specific feelings or examples, such as 

the mission changing with the leader, issues with newly appointed leaders after a change, 

or unstable leadership due to leader change. 

Each example was unique to the interview participant, and each described her/his 

reason for being concerned about these types of changes.  “Isaac” mentioned at his 

school: 

I was there five years and I had three different headmasters. Each of them, I 

enjoyed them personally. I think they're good men, but there wasn't consistency 

because of the change and there were some good intentions that were 

communicated by each of the headmasters that weren't fulfilled by the following 

headmasters.  Promises of financial growth and things like that that didn't end up 
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happening so that instability kind of progressed there. I didn't feel very 

comfortable. 

“Betsy”, in referring to changes in leadership, expressed that:  

Had I not had my son, I may have actually stayed, but only for the students, to 

provide some sort of stability, for the students that were there, because the 

leadership had gotten so inconsistent. Kids didn't know which day one thing 

would get them in trouble or not, who was actually in charge, who had what 

power. There was a lot of turmoil. 

Trustworthiness of Findings 

An important factor in research is describing the trustworthiness of the study.  

Quantitative trustworthiness criteria should not be used to ensure the findings in a 

qualitative study (Anney, 2014).  The criteria below, encapsulating trustworthiness, helps 

ensure what might be called qualitative validity and reliability, where qualitative validity 

refers to the researcher checking for accuracy with various procedures, and qualitative 

reliability shows that the researcher’s methods are consistent with other research and 

projects (Creswell, 2014).  Qualitative research considers different factors as opposed to 

quantitative research.  Specifically, the criteria a qualitative study should consider to 

assist in ensuring the rigor of qualitative findings for trustworthiness purposes include 

credibility, dependability, transferability, and confirmability (Anney, 2014; Guba, 1981; 

Schwandt, Lincoln, & Guba, 2007).  
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Credibility 

Credibility may also be referred to as the truth value concern (Guba, 1981), and is 

meant to establish confidence in the findings by asking if the findings presented are 

genuine (Anney, 2014; Guba, 1981). 

There are many strategies for achieving credibility.  This researcher used peer 

debriefing and member checking.   

Peer debriefing.  Using two different peers, the researcher provided each a 

unique interview, the purpose statement, the research question for the study, and 

requested each to code the interview.  Once the peer coded the interview on her/his own, 

the researcher conducted an interview with her/him to discuss the coding.  The researcher 

then compared and contrasted the peers’ coding with his. 

Both of the peer debriefers had qualitative research experience.  One used a more 

general approach, and the other used mostly in vivo coding.  The first coded a single 

interview and then we met to compare the coding.  Through this peer review, we 

mutually agreed that the researcher would include a table of grades taught and other key 

data (Table 1).  This peer debriefer used a more general approach to coding that did not 

apply to general principles recommended by Charmaz (2006), however the process of 

this peer review was helpful in regards to his recommendations around presenting data to 

the reader to better understand the general pool of interview participants. 

The second peer reviewer used mostly in vivo coding when she coded a single 

interview for comparative purposes. Through this peer coding, the total number of codes 

used from the interview was within a 20 percent margin, with the researcher having 55 

unique codes and the peer debriefer having 65 unique codes.  In addition, approximately 
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18 codes were either identical or nearly identical.  This peer debriefer relied more heavily 

on in vivo codes, but the coding style of each was very similar with most codes using 

three to six words to describe them.  The researcher found the coding styles were largely 

similar.  No significant changes were made to the coding as a result of this peer review.  

The researcher did decide with nine particular codes to use in vivo coding rather than 

paraphrasing, as his impression was that the use of these was more accurate to describing 

the intent of the participants’ expression of feelings.  Likewise, a full review of the 

coding was done to determine if all of the codes accurately represented what the 

interview participant was expressing, and some were changed to in vivo. 

Member checking.  Member checking is used for credibility and the truth value 

concern by taking the themes back to the participants and determining if they believe they 

are accurate (Creswell, 2014).  The researcher, through an electronic communication 

request, provided the final themes derived from analysis back to each person interviewed, 

identifying the themes specifically within their interview, and asked the research subject 

whether or not they felt the themes appropriately represented what they were trying to 

communicate.  All 15 interview participants responded to the communication request, 

and in 14 of the cases confirmed the themes that resulted, based on the coding, accurately 

reflected their feelings.  In one case, a respondent felt two of the three themes accurately 

reflected their feelings, but a third one did not.  After analyzing their comments regarding 

the third theme, it was concluded it was not a large enough factor within their interview 

to include as a related theme based on their feelings.   
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Dependability 

Dependability may also be referred to as the consistency concern, addressing 

whether the findings can be repeated consistently with similar participants in the same 

context (Anney, 2014; Guba, 1981).  To confirm dependability, the researcher looked at 

receiving feedback from other researchers through stepwise replication, recoded to check 

for code agreement, and discussed his results with other independent colleagues for 

feedback. 

Stepwise replication.  Stepwise replication is a process where two or more 

researchers analyze the same data separately and then compare the results (Anney, 2014).  

The researcher used two peers to each code a different interview, and then compared and 

contrasted the coding of each.  The researcher met with each of the peers individually to 

go over the results together and discuss the similarities and differences.  

Code-recode strategy.  The researcher used this strategy, which involves the 

researcher coding the interviews twice, proving time between each coding as a “gestation 

period” (Anney, 2014, p. 278).  This strategy is also called code agreement, and provides 

the researcher the opportunity to look at the data multiple times, and if the coding results 

are in agreement then the dependability is enhanced (Anney, 2014).  This also helps 

provide a deeper understanding of the data (Anney, 2014).  The researcher found that 

when recoding, he gained a deeper familiarity with the data, and the coding results were 

substantially the same. 

Peer examination.  Peer examination is similar to member checking; however, it 

involves the researcher discussing his process and findings with colleagues that are 

independent, such as other doctoral students (Anney, 2014).  This was done both with a 
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doctoral cohort colleague as well as a doctoral degree recipient who also completed a 

qualitative study.  After they peer reviewed and coded, I engaged them in a general 

discussion about the study and themes.  This process assisted the researcher to discuss 

and be honest about his study, and receive feedback that contributes to the researcher’s 

deeper analysis (Anney, 2014). 

Transferability  

Transferability may also be referred to as the applicability concern, and addresses 

the applicability in other settings or with other interview participants (Anney, 2014; 

Guba, 1981).  According to Anney (2014), when the researcher provides a detailed 

description of the inquiry, transferability is then facilitated.  This was done in this case by 

the researcher providing in depth descriptive data, and describing all of the research 

process, data collection, and context of the study as recommended by Anney (2014).   

The sampling was also intentional, based on a questionnaire that had specific purpose.  

Anney (2014) described this as finding key informants who are knowledgeable of the 

issues being studied, and in this case those interviewed completed a questionnaire, and 

only those fitting the study as previously described were selected. 

Confirmability 

Confirmability may also be referred to as the neutrality concern, and addresses the 

findings coming from the participants and were not influenced by the bias of the 

researcher (Anney, 2014; Guba, 1981).  The researcher addressed this by reflexive 

journaling and bracketing.  Confirmability is achieved through an audit trail that provides 

evidence to show that the researcher did not just find what he was setting out to find 

(Anney, 2014).  The researcher recorded all interviews, used the same interview guide for 
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every interview, took notes in a journal from the interviews, and used member checking 

to ensure what the interview participants expressed was accurately represented. 

Analysis and Synthesis of Findings 

 Five main themes arose from the coding of the data that were the primary reasons 

teachers had left Christian schools, according to the participants interviewed.  These 

themes were 

▪ the lack of support of the administrator;  

▪ workload and time commitments;  

▪ church and pastoral issues;  

▪ board issues; and  

▪ changes in the leadership or the school itself.   

 Four of the themes that arose from the interviews pointed toward some element of 

leadership behavior that was a variable in the teachers’ decisions to leave a Christian 

school.  These themes were lack of support of the administrator, church and pastoral 

issues, board issues, and changes in the leadership or the school itself.  One theme, 

related to workload and time commitments, was not directly linked to leadership 

behavior.  

Summary 

  In summary, five main themes were identified from the coding and analysis of the 

data as primary reasons teachers left Christian schools.  These themes were the lack of 

support of the administrator, the workload and time commitments, church and pastoral 

issues, board issues, and changes in the leadership or the school itself.  These findings 

informed the researcher’s proposed solution of how leaders could improve key facets of 
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teacher satisfaction related to leadership behaviors in an effort to improve teacher 

retention. 
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

 This study, and studies like it, are essential, because student achievement is 

important, and is heavily influenced by the employment and retention of qualified and 

experienced teachers.  It is important to retain these teachers in schools.  When teachers 

leave schools, it affects student achievement.  If there are ways leaders can alter their 

behavior and increase their support in order to retain qualified and experienced teachers, 

it ultimately benefits the students.   

This research was intended to contribute to the existing literature by focusing on 

what leadership behaviors influence teachers in Christian schools to leave their schools.  

With this knowledge and awareness, leaders’ behaviors could be influenced to assist in 

retaining teachers.   The focus of these recommendations is making leaders aware of the 

impact their behavior has on teacher attrition, and through this awareness an altering of 

behavior can take place to reduce teacher attrition. 

Purpose of the Study 

 The purpose of this qualitative grounded theory dissertation in practice study was 

to explore the experience of teachers who at one time had left the employ of a private 

Christian school.  The purpose of this study was to discover what elements played into 

teachers’ decisions to leave and to investigate the role supervisory leadership behaviors 

played in their decision to leave Christian schools.  Through the process of describing 

and explaining these experiences with leadership behaviors, this study could provide 

leaders the opportunity to recognize the importance of their role and provide the 

opportunity to improve the work experience of their followers. 
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Aim of the Study 

Through discovering and uncovering leadership behaviors that play a role in 

teachers leaving their employ, the researcher’s aim was to educate Christian school 

leaders to understand and practice whatever traits or skills emerge from this study.  The 

researcher’s aim was to increase Christian school leaders’ awareness of these behaviors 

and help improve teacher retention, teacher experience, and student achievement. 

Proposed Solution 

Based on the results of this study, the researcher proposes a set of solutions.  

These solutions could assist leaders by making them aware of how teachers who have left 

Christian schools felt and what leadership behaviors led to their decisions.  These 

solutions could assist in ensuring their teachers are supported and that this support is 

effectively communicated so that the teachers are aware of the support being offered.   

The proposed solution consists of three parts, all related to the aim of awareness.  

First, to publish an article in national school leadership magazines such as CSE, a 

national ACSI magazine for Christian School Educators on spiritual formation in schools, 

to help make leaders aware of the results of this study.  Second, create a training session 

for leadership seminars, such as the ACSI Leadership Conference, to educate leaders on 

why teachers are leaving Christian schools and how leadership behaviors affect this, and 

third, include case study scenarios from these interviews as part of those training 

sessions. 

A training course could be developed and created based on the key elements of 

leader support including a checklist entitled “Have you supported your teachers today?”   

In addition, examples of teachers not feeling supported could be written as case study 
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scenarios.  These case studies could be used in a professional development venue for 

leaders to discuss and learn from, specifically discussing how to address lack of support 

issues. 

A clear element from the interviews, including the coding around the body 

language of the teachers and emotions expressed during interviews, was perceived 

support was a key factor.  A significant amount of the support, or lack thereof, discussed 

in the interviews was perceived, and it was not within the scope of this research to 

determine if actual support was not offered, or if the lack of support was only perceived.  

As such, training for leadership on how to effectively communicate their support is 

essential.  It is possible behind the scenes support mechanisms are being put into place 

for teachers, but unless the teachers are aware of the efforts the leaders may not receive 

the credit for supporting the teachers.  Therefore, in achieving the aim of educating 

leaders on effectively supporting their teachers, it is essential communication and 

expression of support be a part of this process.   

Support for the Solutions 

The collected data and resulting themes informed these solutions by making it 

clear behaviors of leaders, including principals, pastors, and boards, impacted a teacher’s 

experience and their decision to stay at or leave a Christian school.  The researcher, an 

administrator himself, was surprised by some of the feedback of teachers which resulted 

in a realization this information is critical for administrators and leaders to be aware of in 

order to effectively fulfill the needs of teachers and ensure they feel supported.   

The researcher identified five common themes from teachers in this study leading 

to teachers leaving Christian schools.  Four of these themes related directly to leadership 
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behaviors.  These included a real or perceived lack of support from the leaders, issues 

surrounding a pastoral leader or church issues, issues surrounding board leaders, changes 

in the leadership, and a heavy workload or time commitment.  However, if leaders are not 

aware of how their behavior, or that of other leaders such as pastors or board members, 

may be influencing teachers to leave, they cannot effectively prevent this attrition from 

occurring.  Awareness of the reasons teachers are leaving Christian schools is the first 

step to reducing the occurrences of this happening.  Thus, the rationale for this 

researcher’s solution is on educating and making leaders aware, thus empowering them to 

make a difference. 

The information learned from this study calls for awareness among leaders of how 

their behaviors are affecting their teachers, and ultimately how their behaviors are 

influencing their experienced and quality teachers to leave their schools.  

Support and Resources 

 The field of education requires a healthy amount of continuing education to keep 

teachers and administrators apprised of current trends in education.  Teacher continuing 

education is considered the most promising intervention for improving teacher quality 

(Goldschmidt & Phelps, 2010).  The professional teaching environment embraces 

professional development, and requires a significant amount of it for state licensing 

requirements.  This structure allows for support that will aid this proposed solution, as 

there are many venues in which this type of leadership training could take place. 

Support.  One of the benefits found in the field of education is the vast amount of 

opportunities for professional development.  Conferences for leaders are frequent and 

sophisticated.  There is a great support mechanism for training sessions that would create 
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awareness for leaders on the results of this study.  For example, a session at a conference, 

such as the ACSI Leadership Conference could be titled “How your behaviors could 

inadvertently influence teachers to leave your school.”  This dissertation, and discussions 

around specific cases and what teachers are sharing, could make leaders aware of how 

their behaviors are influencing these decisions. 

Professional organizations as a resource.  Within the 15 interviews conducted 

for this study, there were 209 unique quotations related to lack of support of the principal, 

supervisor, pastor, or board that influenced the teachers’ decisions to leave their school.  

The aim of awareness is practical in this setting in many ways.  There are resources 

within the professional practice of education available to Christian schools that could 

assist to inform or aid in making leaders aware of how their behaviors influence teachers.  

Examples of professional training include annual leadership training conferences such as 

the ACSI Leadership Conference, the Society for Classical Learning (SCL) Annual 

Conference, and the Association for Christian Classical Schools Leadership Conference.  

In addition, local conferences in most municipalities offer school leadership training and 

conferences.  Requesting to host a session at these conferences is a simple process, and 

this dissertation could be presented as evidence for the topic to be presented.   

Other ways to make leaders aware of how their behavior impacts their teachers’ 

decisions to leave include local and national school leadership publications.  This 

researcher recently had an article published in CSE, a national ACSI magazine for 

Christian School Educators, on spiritual formation in schools (Hodges, 2017).  This 

researcher plans to submit an article proposal for this magazine, as well as other 
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publications, to help make leaders aware of this topic and influence leader behavior to 

potentially influence teacher retention. 

Often at these conferences, leaders take strategies or skills they learned and return 

to their schools to apply them.  In addition, these conferences allow for collaboration 

among leaders who can then engage in discourse around the topics.  As a result, I would 

also like to arrange a round table discussion at a conference following one of the sessions 

for leaders to discuss the session, and determine together specific action steps they can 

take to alter their behavior in such a way to positively influence teachers’ feeling of 

support. 

Policies Influenced/Influencing the Proposed Solution   

The typical hierarchical structure of school systems has district leadership 

overseeing several schools within an area.  There are constraints that building leaders, 

such as principals, have in this setting that may make it more difficult to be successful in 

regards to teacher support.   

District initiatives.  Building leaders, such as principals, are often required to 

ensure the successful rollout of initiatives that are decided at a district or state level, but 

those building leaders may have had little input in the decision making.  Thus, they are 

often in situations where they have to be the person to ensure the successful 

implementation of a program or additional work that they may or may not even support.  

This places them in a position to be an encourager and cheerleader for something they 

had no influence in starting.  Sometimes these initiatives are not supported by teachers, or 

are considered a burden, and it is often the principal, as the teachers’ direct supervisor, 

who will take the brunt of the blame for the new program.  Teachers may not be aware it 
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was not the principal’s decision to implement the program, and the principal wants to 

make sure it is perceived he or she supports the program.  It can be a delicate situation, 

and as a leader the principal needs to accept responsibility and ownership for the 

program.  It is in these situations where teachers may not feel supported by their 

principal, but the principal may have no control over the requirement being implemented.   

The headmaster approach.  In some schools, a headmaster approach is used 

rather than a principal approach.  A headmaster is essentially the head teacher, meaning 

someone considered to be a head teacher serves the function of the principal.  In other 

schools, a principal may or may not have teacher experience, or if she/he does, she/he 

may or may not have been effective in that role.  There was a great variance in the type of 

background experience principals had among the teachers interviewed.  This would be 

interesting for further study to determine which principals are most effective in a variety 

of areas including teacher support, and whether the head teacher approach affects 

perceived support of leaders.  School leaders could be placed in one of three categories 

by teachers: those who have no teaching experience but are supervising teachers, those 

who have not taught for a very long time but are supervising teachers, and those who 

have taught but are brand new in administration.  Teachers could conceivably find 

criticism with any of these situations, and a further study could be an effective approach 

to expanding the researcher’s efforts. 

Potential Barriers and Obstacles to Proposed Solution 

One obstacle to the solutions related to one of the main themes, which was 

workload.  If there are ongoing excessive workload issues, then while feeling supported 

by the principal, board, and pastors may temporarily ease the struggle, support cannot 



LEADERSHIP BEHAVIOR 60 

completely fix ongoing workload issues or the overwhelming feeling teachers will feel in 

their experience.  Even supported teachers may eventually feel burdened by the hours 

they work or the workload they have. 

A barrier previously mentioned was school demands placed on principals who in 

turn are responsible for placing those demands on teachers.  In addition, heavy 

administrator workload can reduce a leader’s ability to be visible to teachers and 

communicate their support to teachers. 

Another barrier, perhaps less likely in Christian schools, but certainly existing in 

public schools, is bureaucracy and paperwork requirements that can take up a lot of 

administrative time, preventing school leaders from having time to manage while walking 

around.  State, local, and district requirements can tie leaders behind their desks and 

computers and prevent them from being visible and supportive to teachers. 

Financial/Budget Issues Related to Proposed Solution 

For this researcher, there are not budgetary concerns for implementation of the 

aim, as the researcher’s school would support his efforts to present at local and national 

conferences.  However, one budgetary constraint consists of a school’s willingness to pay 

for training for their leaders.  If smaller Christian schools with tight budgetary constraints 

were not willing or able to send their administrators to conferences, they would not 

benefit from these professional opportunities.   

By publishing these findings in leadership magazines and sharing research efforts 

with all ACSI schools, it would be possible to make leaders aware of the study’s findings.  

This researcher plans on doing this and distributing the articles among other ACSI 

leaders. 
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To locally fund efforts supported by the study’s findings, the researcher would 

have access to Arizona Title II funds.  All schools, public and private, are entitled to state 

Title II funds based on the number of students in their schools.  These funds pay for 

teacher and administrator training.  These funds can be used to send principals to 

conferences such as previously mentioned and which would enable them to be a part of 

these discussions. 

Other Issues or Stakeholders Related to Proposed Solution 

An elective or required course in Masters in Educational Leadership programs 

should be considered specifically related to leadership theory in relation to leadership 

behaviors.  There are great courses already on leadership theory, and specifically great 

courses on servant leadership, but often they are theoretical and stop short of practical 

steps.  A course on Leadership Behaviors and their Impacts would be of great practical 

value for future leaders, and could impact their success and longevity in the career.  

Ultimately, this could impact school performance and teacher satisfaction for future 

leaders who come out of Masters programs which focus on the relational value in 

leadership. 

Change Theory 

In educating leaders and making them aware of this research data, a natural 

amount of discomfort may appear as they begin to understand the changes they need to 

make in their own behavior.  Thus, the diffusion of this innovation, as Rogers (2003) 

would phrase it, needs to be thoughtful and well planned.  Rogers (2003) defines 

diffusion as “the process in which an innovation is communicated through certain 

channels over time among the members of a social system” (p. 5).  How this change is 
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communicated will be key to the stakeholders’ openness to being energetic contributors 

to the change. 

Planning in advance to define the change and the readiness of the community is 

essential.  This is the prelaunch phase (Burke, 2014).  The researcher believes the 

prelaunch phase is crucial as education and awareness are the best practices to sharing 

and presenting this data to leaders.  The next phase is the launch phase (Burke, 2014).  

This phase needs to include a series of professional development meetings and articles on 

the leadership behaviors that were articulated by the interview participants.  

The final phase is the post-launch phase.  This phase includes any necessary 

further implementation or ongoing adjustments (Burke, 2014).  This is the phase where 

the researcher believes additional research of the large number of teachers who responded 

to the questionnaire would be beneficial, the data of which could result in the 

development of checklists and more specific training on key behavioral impacts.  The 

plan for sustaining the change will be essential (Burke, 2014).  As a result, ongoing 

annual training would be recommended. 

Implementation of the Proposed Solution 

 Implementation will take place in the following order: First, providing the 

dissertation in practice to the research department of ACSI requesting an opportunity to 

present a training session during the annual leadership conference.  Second, but prior to 

the actual training session, the researcher will write a summary article for submission into 

educational magazines to discuss the basic premise of leadership behaviors and support, 

and the impact they have on teacher attrition.  Through the writing of this article and 

sharing of it with ACSI schools across the nation, the training session can be promoted.  
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Factors and Stakeholders Related to the Implementation of the Solution 

 Implementation is contingent on various organizations, including ACSI and SCL, 

being open for consideration of the plan.  Because this researcher has written an article 

for ACSI, and is a regular attendee at conferences, he believes the possibility of being 

published and of conducting a leadership training presentation at leadership retreats is 

possible.  

 The researcher would like to see future researchers use the vast amount of data 

available from the 534 responses to this researcher’s questionnaire.  Further quantitative 

analysis from these interested participants could help identify additional areas of training.  

 This study focused on attrition, and specifically why teachers in Christian schools 

left their jobs.  A future study looking at retention, rather than attrition, would be 

beneficial to the body of research on the importance of teachers in schools.  Specifically, 

a study about what factors cause teachers to stay in their current employ in private 

Christian schools.   

Leader’s Role in Implementing Proposed Solution 

The role of the researcher in implementing this solution will be first to write an 

article summarizing the results in a style of which would be appropriate for leadership 

magazines, followed by submitting requests to present at various leadership seminars and 

training sessions.  The leaders of schools who take these seminars would have the role of 

attending, and applying the knowledge of what they learned.  Becoming aware of why 

teachers are leaving Christian schools, leaders can then put into action suggested 

behaviors to influence teachers’ feelings of support and encouragement.   
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The researcher should take into account the nature of the various leadership 

positions, the strains and stresses leaders are under, and the different types of Christian 

schools in which they work.  For example, some Christian schools are affiliated with a 

church and thus have pastoral leadership and boards, while others do not.  While concepts 

may be the same, variances in leadership structure can be built into the training sessions 

to apply to all who attend.  

Building Support for The Proposed Solution  

In order for the researcher to implement a solution, buy-in from the stakeholders 

or other interested groups is important.  Fortunately, this research was approved by ACSI 

to reach out to their schools for interview candidates.  At the conclusion of this research, 

the results will be shared with ACSI, and the researcher can request support of 

implementation from ACSI in the form of a published article as well as hosting sessions 

at the ACSI leadership conferences.  In addition, the researcher has received support from 

his board of the current school he leads in conducting this research, and anticipates 

continued support for the implementation of the next practical steps.  Because these 

organizations, both ACSI and the researcher’s current employer, have been involved at 

the onset of this research, the researcher does not anticipate resistance. 

Ethical, Political, or Financial Implications 

The nature of this study focused on why teachers left a previous school where 

they worked, and the researcher does not believe there are risks involved with the 

employment of those who were interviewed.  In addition, aliases were used.  The 

researcher does not anticipate any political or financial implications as a result of 

implementing the proposed solution.  
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Evaluation and Timeline for Implementation and Assessment 

 The researcher would like to implement the solution immediately upon the 

approval of his dissertation.  A feasible timeline would include the writing of an article in 

the summer of 2018 for a fall submission to ACSI.  After implementation, the researcher 

will assess whether providing awareness to leaders was achieved based on, but not 

limited to, presenting at training, distribution of the article, and a survey provided after 

the training to receive feedback from those leaders who attended.  The researcher would 

also like to provide a follow up survey the following school year to the attendees to see if 

any of the concepts made a difference in their schools.  

Implications 

Practical Implications 

 This study contributes to the greater good of the educational setting by providing 

Christian school leaders with data on how their leadership behaviors affect teachers’ 

decisions to leave Christian schools.  The teachers will benefit by the leaders’ awareness 

of this information, resulting in a better understanding of a teacher’s need to be and feel 

supported by their leaders.  Ultimately, by reducing teacher attrition, students and their 

achievement will benefit.  

Implications for Future Research 

As a result of the high response rate from the original questionnaire of 534 

teachers, a larger quantitative study would be possible to expand the research.  The 

amount of data available may allow for a more advanced study using this large pool of 

candidates to collect extensive quantitative data for a quantitative analysis to supplement 

this qualitative study.   
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This study could be replicated for a larger sample within the educational field 

including public and charter schools.  The focus of this study was on private Christian 

school teachers.  Future research could expand this study to include public, charter, or 

private independent school teachers to determine if the data is consistent or different 

depending on the type of school. 

Another option for a future research study could be to begin with the five main 

themes from this study, and create a survey to collect more detailed information about the 

various components of each, which could be compiled into a database to determine the 

more specific behaviors and their impact on teacher’s decisions to leave.  Specifically, 

one of the five themes was changes in leadership or school ownership. This specific 

theme could be studied more specifically in terms of how changes in leadership or school 

ownership affect teacher attrition. 

Finally, a further study on retention, rather than attrition, would add to the body of 

research on the important role a teacher plays in schools.  Specifically, a study about 

what factors cause teachers to stay in their current employ in private Christian schools 

would be beneficial. 

Implications for Leadership Theory and Practice 

This dissertation in practice topic, while not limited to the servant leadership 

model, was influenced by the model.  Servant leaders, or those in general who put others’ 

needs before their own, are more likely to be supportive leaders.  The servant leadership 

theory has a very strong overlap with support.  The modern servant leadership model first 

articulated by Greenleaf (1970) influenced this study, as did the six Jesuit values 

(Lowney, 2003).  Based on the results of this study, there are two of these Jesuit values 
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that should be incorporated in the proposed training as part of the solution to increase 

awareness and the improvement of leadership support over their teachers.  First, the 

importance of the unity of heart, mind, and soul will be mentioned (Jesuit Values, 2018).  

By a deeper need to develop the whole person, and integrating all aspects of our lives, we 

can improve the working lives of those around us.  In addition, focusing on cura 

personalis, the leader’s care for individuals by respecting them as a child of God and not 

just an employee, could improve their overall support for each person (Jesuit Values, 

2018). 

Summary 

 When people resign from a job, their departure can often have more to do with the 

lack of support of their supervisor than with the actual work content of their jobs 

(Gilbreath & Karimi, 2012).  Supportive leaders have a great influence over a followers’ 

decision to stay.  The purpose of this qualitative grounded theory dissertation in practice 

study was to discover what leadership behaviors are important to teachers who have left 

the employ of a private Christian school.  The research question in this study was: For 

teachers who have elected to leave the employ of a private Christian school, what role did 

supervisory leadership behaviors play in their decision to leave?  The researcher’s aim 

was to motivate educational leaders to understand and practice the traits or skills that 

emerged from this study in order to decrease teacher attrition and ultimately improve 

teacher experience and student achievement, with a focus on awareness. 

The researcher interviewed teachers from the United States who have previously 

chosen to leave the employ of a private Christian school to determine what leadership 

factors may have influenced their decisions to leave.  The researcher used the qualitative 
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method and grounded theory approach.  In summary, five main themes arose from the 

coding of the data that were the primary reasons teachers have left Christian schools, 

according to the participants interviewed.  These themes were the lack of support of the 

administrator, the workload and time commitments, various church and pastoral issues, 

board issues, and changes in the leadership or the school itself.  These findings informed 

the researcher’s proposed practical steps that can be taken to improve this trend.  An 

article following this dissertation in practice will be written and submitted to national 

Christian educational magazines to inform readers, followed by sessions at administrator 

leadership and training sessions to make leaders aware of what leadership behaviors 

influence teachers leaving Christian schools, and the impact those behaviors can have to 

affect their decisions to leave.  If leaders are properly educated on these factors, they 

could alter their behaviors in a way to improve support of teachers and decrease attrition, 

thereby affecting student achievement.  The education of school leaders, and improved 

teacher attrition rates, contribute to the greater good in the field of education. 
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Appendix A 

ACSI Questionnaire 

If the Association of Christian Schools International (ACSI) agrees, the following 

optional survey will be sent out to member schools to help identify teachers who have 

previously left another Christian school.  

 

Dear teachers of ACSI schools: 

 

I am conducting a study entitled: 

 

THE ROLE SUPERVISORY LEADERSHIP BEHAVIOR PLAYS ON TEACHER 

ATTRITION IN PRIVATE CHRISTIAN SCHOOLS  

 

Are you a kindergarten through twelfth-grade teacher who in the previous ten years has 

willingly left the employ of a Christian school?  If so, I am asking you to consider taking 

part in my study on your experience with leaving a Christian school. 

 

If you would like to participate, you will need to complete a brief screening survey of 

seven questions that will only take you approximately five minutes or less.  These seven 

questions will be used to determine whether you meet the study criteria to be a 

participant.  If you qualify, I will contact you to see if you are willing to meet with me 

further via WebEx for an interview.  Simply click the link below to proceed with the 

screening survey.  (LINK HERE YET TO BE DEVELOPED – see below for questions) 

 

Thank you, 

 

Brent M. Hodges 

Doctoral Candidate, Creighton University 

 

Screening Survey: 

(1) Are you a teacher (Y) (N) 

(2) Have you ever left the employ of a Christian school as a teacher? (Y) (N) 

(3) If your answer to question 2 was yes, what year did you depart? 

(4) If your answer to question 2 was yes, what grade did you teach when we 

departed? 

(5) Would you say that your leader’s supervisory behavior played any part in your 

reason for leaving (Y) (N) 

(6) Do you know of any other teachers who have left the employ of a private 

Christian school in the last 10 years that may be interested in participating in this 

research? 



LEADERSHIP BEHAVIOR 78 

(7) Your Name: 

(8) Your email address to contact you if you meet the requirement for this research: 



LEADERSHIP BEHAVIOR 79 

Appendix B 

Grounded Theory Interview Questions 

Opening Introduction Questions 

1. Can you please state the following: 

a. Your name: 

b. Your area of teaching/expertise: 

c. How long you have been in the teaching profession? 

2. Today I will asking you questions about your decision to leave a Christian school 

in the past.  Can you please tell me about the Christian school you previously 

worked for: 

a. The approximate overall size of the school:  

b. The position(s) you held there:  

c. How long you worked there:  

d. The year in which you left the school: 

Initial Open-Ended Questions 

3. Can you describe for me the primary circumstances or reasons that led to your 

decision to leave the Christian school?  (Leave open the opportunity for them to 

elaborate) 

4. When did you first begin thinking about leaving the organization? (Leave open 

the opportunity for them to elaborate) 

Intermediate Questions 

5. Tell me a little bit about how supervisors or leadership played into your decision 

to leave, if at all. (Leave open the opportunity for them to elaborate) 
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a. If specific leader behaviors are brought up, ask the candidate to elaborate 

or “tell me a little bit more about that that specific behavior you just 

described”.  In addition, the researcher may repeat back a specific word or 

words the participant used to enable them to elaborate. 

6. Would you have not left (chosen to stay) if something was different?  If so, what 

would that be? (Leave open the opportunity for them to elaborate) 

7. Have you experienced similar concerns (the ones you expressed) at other schools? 

8. Describe your experience of working in a Christian school.   

9. Please articulate whether this experience of being in a Christian school 

specifically had any effect on your decision to leave. 

Ending Questions 

10. Now that you have answered these various questions, and had time to reflect some 

of your departure from that school, can you summarize for me in your own words 

your overall reasoning for choosing to leave the school? (Leave open the 

opportunity for them to elaborate) 

11. Do you know of any other teachers who have left the employ of a private 

Christian school in the last 10 years that may be interested in participating in this 

research? 
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Appendix C 

 

 

Dear Participant 

Introduction to the Study 

This is a research study.  Documentation of consent has been waived for this exempt 

research study.  I (the researcher) am inviting you to participate in this research study 

because you have left the employ of a Christian school within the last 10 years, and 

leaving the school was your choice.   

You are being invited to be a participant in this study based on your answers to the brief 

questionnaire you filled out. The study involves research; the purpose of this study is to 

discover what elements played into teachers’ decisions to leave and to investigate the role 

that supervisory leadership behaviors played in their decision to leave Christian schools.  

Your participation will consist of an interview approximately 45 minutes in length.  

 

The study is voluntary and you can withdraw at any time. 

 

Other than your willingness to share personal information about your previous 

employment, there are no other foreseeable risks in this study.  Your name will remain 

confidential and not be used in the study.   

 

There are not any immediate or direct benefits to you from being in this study.  However, 

I hope that, in the future, other people might benefit from this study because of 

knowledge and theory gained from understanding why teachers leave Christian schools. 

 

I will keep your participation in this research study confidential to the extent permitted by 

law.  Each participant will be provided an alias name.  The participant will be referred to 

in the written study only by the aliases provided. However, though highly unlikely, it is 

possible that other people indicated below may become aware of your participation in 

this study and may inspect and copy records pertaining to this research. Some of these 

records could contain information that personally identifies you. 

• federal government regulatory agencies, 

• auditing departments of Creighton University, and 

• the Institutional Review Board (a committee that reviews and approves research 

studies) 

 

There will be no monetary compensation.  However, each participant will be offered a 

$25 Amazon.com gift card for their time participating (those interviewed). 
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If you have any questions about this research, you may contact the researcher, Brent 

Hodges, at (480) 436-2870 or if you have questions about research subjects’ rights, you 

may contact the Institutional Review Board at 402-280-2126. 

 

Sincerely, 

 

 
Brent Hodges 

(480) 436-2870 
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Bill of Rights for Research Participants 

 

As a participant in a research study, you have the right: 

1. To have enough time to decide whether or not to be in the research study, and to 

make that decision without any pressure from the people who are conducting the 

research.  

2. To refuse to be in the study at all, or to stop participating at any time after you 

begin the study. 

3. To be told what the study is trying to find out, what will happen to you, and what 

you will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the study. 

5. To be told about the possible benefits of being in the study. 

6. To be told whether there are any costs associated with being in the study and 

whether you will be compensated for participating in the study. 

7. To be told who will have access to information collected about you and how your 

confidentiality will be protected. 

8. To be told whom to contact with questions about the research, about research-

related injury, and about your rights as a research subject. 

9. If the study involves treatment or therapy: 

a. To be told about the other non-research treatment choices you have. 

b. To be told where treatment is available should you have a research-related 

injury, and who will pay for research-related treatment.  

 

 


