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Teacher recruitment and retention consistently emerged as problematic in research
and practice. This was particularly true in difficult-to-staff areas, such as rural school
districts in the United States. As the teacher pipeline continued to decrease and
various challenges plagued the field, this problem quickly became a crisis. The
present study aimed to lift novice teachers' voices in rural and remote rural areas of
a Midwestern State better to understand individuals' experiences in a rural setting
and contribute to the current knowledge base of rural teacher recruitment and
retention. Eleven participants in this qualitative phenomenological study aimed to
uncover the specific contextual factors that influenced their experiences as novice
teachers in a rural Midwestern State. Interviews revealed the need for direct support
from administrators and colleagues to create a sense of belonging, which was
imperative to positive novice teacher experiences. The need for appropriate
preparedness within their preservice experiences and coursework, as well as solid
induction and mentoring programs once hired, surfaced during the interviews. Rural-
specific field experiences paired with comprehensive induction and mentoring
programs focused on specific feedback prepare preservice teachers and novice
teachers for successful rural teaching and living. Intentional recruitment efforts,
including grow-your-own programs for future teachers and partnerships between
rural school districts and teacher preparation programs, boosted the pipeline of
novice teachers for rural areas.
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Over the past few decades, teacher retention has been a growing area of concern
for educators, school administrators, and policymakers (Brown & Wynn, 2007; Darling-
Hammond, 2010; DeAngelis et al., 2013; Ingersoll, 2012; The Holmes Group, 1986;
Whalen et al., 2019). Increased attention has been placed on novice teacher attrition and
migration in rural areas and the potential recruitment and retention efforts that may be
more effective with this population and in these areas (Curtin, 2018; Oyen & Schweinle,
2020; Pietrzak et al., 2011; Price Azano et al., 2020; Zubrzycki, 2017). Additionally, novice
teachers' experiences were context-specific and limited in scope compared to veteran
teachers; therefore, to better understand and improve these experiences, to increase self-
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efficacy among this group, and to retain the novice teachers that have been recruited, we
need to look at the contextual factors of their school environment and demographic
information that may impact their decision to stay in the profession.

Many factors have previously been identified as why novice teachers move to other
schools or districts or leave the profession altogether. These factors included but were
not limited to lack of administrator support (Brown & Wynn, 2007; Greenlee & Brown,
2009; Ingersoll, 2012; Prather-dones, 2011; Price Azano et al., 2020; Zhang & Zeller,
2016), limited professional development and training opportunities (Boe et al., 2008;
Podolsky et al., 2019), low student achievement (Ingersoll & Strong, 2011; Monk, 2007),
lower salaries (Berry & Gravelle, 2013; Curtin, 2018; Zubrzycki, 2017), and lack of
adequate preparation to cope with the challenges facing today's teachers such as
increased student behavioral and academic needs, limited resources, and poor working
conditions (Brown & Wynn, 2007; Darling-Hammond, 2003; Monk, 2007; Podolsky et al.,
2019; Zhang & Zeller, 2016; Zubrzycki, 2017). Moving forward to experience higher
teacher retention rates within rural areas, it was imperative to discover how to best
prepare and recruit novice teachers to these areas. It was important to learn how various
contextual factors within their social/professional experiences and the novice teachers
perceived self-efficacy influenced attrition and migration rates of novice teachers within
these regions.

Teacher recruitment and retention in rural areas and among novice teachers was
an increasingly critical area within the field of education as more and more teachers are
leaving the profession or their rural districts for other careers or more populated areas
(Zubrzycki, 2017). Gagnon and Mattingly (2015) asserted that students within rural
districts are disadvantaged due to the continual placement of novice teachers in these
classrooms. Novice teachers were less experienced and often inadequately prepared to
face the challenges within rural settings.

Teacher mobility and attrition over the past four decades contributed to this
concern, as the percentage of teachers leaving the profession grew from 5.6% during the
late 1980s to 8% during the 2020-21 to 2021-22 school year transition, with some school
years seeing the percentage increase to 8.4% (Taie & Lewis, 2023). This, coupled with
increasing K-12 student populations in many areas and decreasing teacher preparation
program participants (Zubrzycki, 2017), only compounded the problem in certain areas of
the country where difficult-to-staff schools exist. Teacher job openings within this rural
Midwestern State reached record highs for the 2022-2023 school year (Associated
School Boards of South Dakota, 2023), and school districts began the 2023-2024 school
year with just over 180 unfilled teaching positions (Seamer, 2023).

According to Ratcliffe et al. (2016), the U. S. Census Bureau reported a shift in
population growth, which has caused the rural population nationwide to decrease
dramatically. The decline in rural population has led to a diminishing pool of preservice
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teachers available and willing to work in these areas. Furthermore, fewer of these
teachers have rural living experiences beneficial for success in such roles (DeFeo & Tran,
2019; Zubrzycki, 2017). Teachers living and working in a community assessed how well
their values align with those of the community and whether they feel welcomed. This
sense of belonging was particularly important for rural educators (Wynhoff Olson et al.,
2022).

By nature of their preparation level, novice teachers had less experience overall.
They were not fully prepared for the challenges faced in rural settings, such as increased
poverty (Monk, 2007), limited professional and social interactions outside of the school
setting (Berry & Gravelle, 2013), and locations far from urbanized areas with more
resources (Beesley et al., 2010). Additionally, teachers in rural settings do not often hold
advanced degrees (Gagnon & Mattingly, 2015). This lack of experience and insufficient
advanced training and knowledge highlight an equity gap affecting PreK-12 students in
rural settings (Gagnon & Mattingly, 2015). This could mean these students did not have
comparative educational experiences with their peers living in areas where novice
teachers were more likely to hold advanced degrees (Cardichon et al., 2020; Ingersoll,
1999). Additional equity and student achievement concerns continued to concern rural
schools. If these novice teachers lack advanced experiences, their students may not
reach their highest potential due to the teachers' lack of confidence in their teaching
abilities (Hoy & Spero, 2005; Kaufman & Ireland, 2016).

According to the U. S. Census Bureau (2016), rural is defined as an area with less
than 2,500 people. The National Center for Education Statistics (2018) described rural
fringe areas as those areas less than or equal to five miles from an urbanized area or less
than or equal to 2.5 miles from an urban cluster, while rural, remote areas are defined as
areas more than 25 miles from an urbanized area and more than 10 miles from an urban
cluster.

Theoretical Framework

Albert Bandura's Theory of Self-Efficacy (1977) emerged from studies in human
behavior and behavioral change, particularly within the areas of phobias and social
cognitive theories. Bandura first described self-efficacy as how someone may think about
their ability to complete tasks based on previous attempts and their successes or failures.
According to Bandura's work, there were "four major sources of information: performance
accomplishments, vicarious experience, verbal persuasion, and physiological states" (p.
195) that affected the development of self-efficacy. Because self-efficacy can be
manifested in several ways and the fact that self-efficacy is related to the outcome
expectations the individual then holds for their success or failure at a given task, the
Theory of Self-Efficacy has been used in many academic areas (Artino, 2012). This was
also the case for preservice and novice teachers as they developed self-efficacy within
their field experiences and early career experiences. When preservice and novice
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teachers observed veteran teachers perform teaching tasks successfully, gained valuable
insight from these cooperating teachers/colleagues and other school staff, learned from
the successes and failures they experienced early on in their own experiences, and
obtained feedback in areas such as pedagogy and classroom management from their
university supervisors and building administrators they gained additional self-efficacy
(Gamborg et al., 2018). Developing a solid level of self-efficacy early on in their careers
could affect how these novice teachers find fulfillment in their positions and choose to
continue teaching in the field (Kaufman & Ireland, 2016).

Teacher Recruitment and Retention in Rural Areas

Many factors played into the concern regarding teacher recruitment and retention,
especially in rural areas. While one of these factors was low pay, which hindered
recruitment and retention efforts, another critical factor was the lack of license reciprocity
among states (South Dakota Blue Ribbon Task Force, 2015; Darling-Hammond, 2001).
Lack of license reciprocity posted invisible fences along state lines, making it more difficult
for states to recruit teachers from neighboring states. Establishing parameters that allow
license reciprocity created a deeper candidate pool for some states and districts, which
may provide more high-quality candidates for their students (Podolsky et al., 2019).

In this midwestern rural State, the Blue Ribbon Task Force (2015) explained that
one concern in the State is preparing enough teachers to replace those aging out of the
profession due to retirements and those leaving the profession altogether. However, as
Darling-Hammond (2001) emphasized, the problem does not end when we have enough
teachers in the pipeline. According to Darling-Hammond, "keeping the teachers we
prepare" (pp. 7-8) was the most significant challenge and has been a continual issue
since the 1990s. Gamborg et al. (2018) stated that around 50% of novice teachers leave
the profession within the first five years, so keeping these teachers in the profession is a
valid concern. Multi-year induction programs that involved mentoring and participation
within the school community increased the novice teachers' self-efficacy, thus increasing
the likelihood they will stay within the field (Clark, 2012; Gamborg et al., 2018; Hoy &
Spero, 2005; Ingersoll, 2012; Voss & Kunter, 2020; Youngs, 2007).

Leadership and Teacher Retention

According to Le Cornu (2013), in schools where principals had developed and
nurtured positive, supportive relationships with staff and created a culture of shared vision
and responsibility, novice teachers grew and gained resiliency in their teaching practices.
When new teachers thrive and feel supported, they are more likely to continue within their
careers (Ingersoll & Strong, 2011). Thereby, developing trust with building principals early
on within, and even before, their career established the professional relationship as one
of growth and development in the best interest of the teachers and their students (Range
et al., 2013). Thus, this could be done through participation in teacher preparation
programs through observations, learning walks, and engaging in deliberate conversations
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with preservice teachers, mainly if these experiences were occurring within intentionally
designed professional development, schools, and other school-university partnerships
that helped foster these relationships (Ashley, 2016; Darling-Hammond et al., 2002; Tracz
et al., 2018).

Building principals and other school leaders hold the responsibility for helping new
teachers forge professional and working relationships with other teachers, which in turn
offered mentoring and support in the school setting throughout these first few formative
years of the novice teachers' careers (DeAngelis et al., 2013; Gagnon & Mattingly, 2015;
Ingersoll & Strong, 2011). In rural areas, however, this proved to be difficult due to limited
numbers of staff members, staff members with similar workloads and fields of study, and
distance between districts. Hence, school leaders needed to provide online opportunities
for these connections to occur and flourish, as well as allow access to state-sponsored
mentoring programs and other opportunities for professional growth and development in
the form of attendance to conferences or workshops and membership within professional
organizations (Monk, 2007).

The principal's role in teacher retention included providing adequate support with
challenging situations, whether it be general workload, student behaviors, and discipline,
or parent concerns (Arnett, 2017; Brown & Wynn, 2007; Brown & Wynn, 2009; Ingersoll,
2012; Prather-Jones, 2011). As Hughes et al. (2015) suggested, principals who
acknowledge that teaching is difficult work put forth effort in cultivating and maintaining a
positive, productive culture through effective communication and retain more teachers for
extended periods. This support, coupled with strong instructional leadership and
articulated shared vision, not only built individual teacher's self-efficacy levels but also
paved the way for collective efficacy within a school (Ingersoll et al., 2018).

Providing adequate induction programs is also critical to retaining novice teachers
(Youngs, 2007). Comprehensive induction programs for novice teachers include several
components such as meetings with mentors, review of district or building routines,
procedures, and expectations, and lesson observations followed up with specific
feedback regarding instructional strategies, all of which work together to establish a solid
support system, continual learning and training opportunities, and multiple avenues
through which novice teachers can seek out and receive the support needed to
experience success during the first few years of their careers (Brown & Wynn, 2007;
Gamborg et al., 2018; Ingersoll, 2012; Ingersoll & Strong, 2011).

Purpose and Research Questions

Teacher recruitment and retention in rural areas and among novice teachers was
an increasingly critical area within the field of education as more and more teachers are
leaving the profession or their rural districts for other careers or more populated areas
(Ingersoll, 2012; Zubrzycki, 2017). Understanding novice teachers' experiences was
critical to understanding the teacher shortage and existing recruitment and retention
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issues. Suppose we fail to fully understand these experiences or the contextual factors
impacting novice teachers' decisions to stay or leave their current positions or the
profession. In that case, we will not resolve the issue. Instead, we will continue to see
increased turnover rates among this group of individuals, resulting in more significant
problems regarding lost resources due to additional costs in recruiting, hiring, mentoring,
and training and other onboarding costs, negatively impacting school culture and student
achievement (Brown & Wynn, 2007; Brown & Wynn, 2009; Ingersoll, 2012).

This study aimed to explore novice teachers' lived experiences in a Midwestern State
and work at articulating the contextual factors that impacted these individuals' migration,
retention, and attrition decisions. The guiding questions for this study were:

1. What is the lived experience of novice teachers in a rural state?
2. In what contexts are these experiences situated?
Methodology

The purpose of this transcendental phenomenological study was to gain insight
into novice teachers' lived experiences in a rural setting and discover and explain
contextual factors and their influence on novice teachers' decisions regarding the future
of their careers while describing these teachers' full experiences. This approach provided
a perspective allowing others to hear these participants' voices as they tell their
experiences in a rural, rural fringe, or rural, remote community and school district, some
of which were two or more consolidated communities.

The transcendental phenomenological approach was applied to provide
stakeholders with a textural and structural description of these experiences to understand
the unique needs of novice teachers better and more fully within a rural state and the
distinctive experiences they face. These unique experiences included but were not limited
to isolation from colleagues (Ingersoll, 2012) for a variety of reasons, such as being the
only or one of few teachers with specific certification areas (DeFeo & Tran, 2019), being
a member of a small staff and small community (Monk, 2007), and having minimal access
to additional resources for students such as special education services and English
language learner services (Monk, 2007).

Data Collection and Analysis

Semi-structured, one-on-one interviews comprised demographic and contextual
questions about the novice teachers' experiences and future career plans (specifically
those involving migration, retention, or attrition) and the deciding contextual factors for
these plans. Questions regarding the novice teachers' reflections on their experiences
and the learning they have experienced were also asked.

Trustworthiness
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Trustworthiness in the design was established through member checking, which
allowed the participants to clarify any data drawn from the interviews (Creswell & Miller,
2000; Hycner, 1985). An interview protocol detailing the process by which interviews were
conducted can be found in Appendix A. This was a crucial step, as Lincoln and Guba
(1985) emphasized member checking as "the most crucial technique for establishing
credibility”" (p. 314). Additionally, field notes were used during data collection and analysis
to note contextual information to help create a thick description that allowed the reader to
assess transferability. This step aligned with Shenton's (2004) criteria for trustworthiness
in a study, ensuring this research's transferability, credibility, dependability, and
confirmability throughout the design process.

After transcribing the interviews, the researchers began the data analysis process
by thoroughly reading the transcriptions multiple times to reflect upon the interviews. They
explored the participants' words, phrases, and overall themes (Creswell & Poth, 2018).
From this point, the researcher examined the interviews, looking for units of meaning and
clusters of these units (Hycner, 1985). As these units and clusters emerged, the
researchers discovered themes throughout the interviews and across participants that
may have pointed to any contextual factors that played a role in novice teachers'
experiences and future career decisions. This led the researchers to develop a textural
and structural description of the novice teachers' experiences in their rural teaching
positions (Moustakas, 1994). Theme discovery was accomplished using a coding
method. The researchers began by creating a digital matrix containing repeated and
relevant words and phrases from the participants. Then, they moved toward a frequency
chart as themes started to emerge. The frequency chart showed how often statements
related to a specific theme were made. Throughout the analysis process, memoing and
annotating the transcripts were utilized as a reflective and analytical method where the
researchers noted the emerging ideas, phrases, and other concepts (Creswell & Poth,
2018).

Population

This study focused on the districts considered rural, rural fringe, and rural remote,
and the target population for this study consisted of novice teachers across a Midwestern
State within their first five years of teaching. This population contained novice teachers
from rural school settings, as well as a variety of other contextual factors, including school
size, school type (public or private), level of school (elementary, secondary, or K-12), and
the distance of their school site to major urban areas within the State. This Midwestern
State housed 150 public K-12 school districts, 47 non-public school systems, 19 tribal/BIE
schools, and one state school (Midwestern State Department of Education, 2020).

There were 11 participants in the study—three male and eight female. Most of the
participants were white. All participants were in their first five years of teaching and, at the
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time of the interviews, were teaching within a rural district within the Midwestern State.
The participants' content area and grade levels varied, as did the number of years of
teaching experience each participant had. Two participants were special education
teachers (one grade 9-12, one grade K-6), two were fine arts teachers (one K-12 art, one
5-12 music), three were middle school teachers, two were high school teachers, and two
were elementary teachers. Participants were selected through purposeful criterion
sampling, where novice teachers in rural districts were asked to participate. Purposeful
criterion sampling was used for sample selection in this study. Each participant met the
criteria of having five years or less of teaching experience and, at the time of the study,
was teaching in a rural, rural fringe, or rural, remote school district in the Midwestern
State.

Findings

Seven predominant themes emerged from the analysis of data obtained from
coding and clustering the interviews with rural novice teachers: (a) preparedness for rural
teaching and/or living, (b) motivation to stay in or leave the profession or State, (c) sense
of belonging in the school and community, (d) impact of administrator support on teacher
self-efficacy, (e) impact of colleague support on teacher self-efficacy, (f) impact of
mentoring and/or induction program on teacher self-efficacy, and (g) local contextual
factors.

Through this study, the participants expressed varying levels of preparedness for
rural living and/or teaching, a sense of belonging, support, recruitment efforts, and
motivation to remain teaching in the district or State during their first teaching
experiences. Informal and formal evaluations and other discussions with administrators
and colleagues, structured mentoring and induction programs, and other localized
contextual factors are crucial to how novice teachers in the study expressed the varying
levels of preparedness, belonging, support, and motivation experienced within their first
few years of teaching experience.

Preparedness for Rural Living/Teaching and Motivation to Stay

Prior experiences within rural communities and schools impacted the novice
teachers' self-efficacy, sense of belonging, and motivation to stay within their new roles.
Participant Seven explained, "l suppose, | mean, I've, I'm from [a rural Midwestern state],
so | don't think | would want to move elsewhere." Similarly, Participant Three shared, "
grew up in [a rural Midwestern state], so this is just a place | knew | wanted to be. | don't
have an interest in being anywhere bigger." Participant Six took the explanation a step
further, including the relationships built within the role as motivation to stay, stating,

You know, I've never really thought about leaving the State because | grew up in
[this rural Midwestern State], you know, born and raised here. | love the State and
so | can't really imagine teaching anywhere else anyways, but the relationships
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I've made here are definitely the ones that make me, make me want to stay with
coworkers.

Sense of Belonging

The sense of belonging developed as a result and was expressed by Participant
Ten, who stated,

| think with everything that's happened and all the parents coming to me, kids
coming to me, it's really a positive reinforcement making me want to stay here
because | know that I'm appreciated in the area that I'm at.

She then went on to say, "l think the number one factor influencing the decision to
stay teaching in [rural Midwestern State] would be the social context. | really love the
people here."

While some participants interviewed shared positive experiences that helped them
develop a sense of belonging, others, such as Participant Seven, stated,

| feel a lot of my coworkers, they grew up together almost they grew up in this
community, so they have past relationships, and they know other members in the
community. And, so, they understand this social context, and coming in, | feel like
I'm naive to that.

Participant Seven continued, "l don't know how people are supposed to act or
behave." Again, without the intentional support of colleagues and administrators,
participants experienced less sense of belonging and motivation to stay within their roles.

This siloed feeling was emphasized by Participant Two who explained,

But also, with them all being pretty close, and they're all quite a bit older, have
quite a bit more experience than | do in teaching. So, sometimes it feels like | don't
really know where my place is yet, especially since I've only been there half a year
and they all have established relationships, and I'm still kind of working on that.

Feeling a sense of belonging within a community significantly influenced one's
experience, often bolstered by the impact of administrator and colleague support.

Impact of Administrator and Colleague Support

Participants who experienced intentional support from administrators and
colleagues reflected upon and applied knowledge from previous rural experiences in their
personal or preservice professional lives. Participation in robust mentoring and induction
programs expressed a greater sense of belonging, preparedness for rural teaching and/or
living, and motivation to stay teaching within the State. All 11 participants discussed the
support they receive from their building or district leadership, with many highlighting the
positive impact of their administrators' support on their self-efficacy. Participant Three
referenced this by sharing,
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There are so many days that our superintendent/principal stops down after school,
especially right as | was starting. And he would just check in once a week and
some days we'd sit there after school for an hour and chat just about anything that
I'm experiencing or going on and answering any questions. So that means a lot.

Building on the foundational support from administrators and colleagues,
mentoring and induction programs further enhance this supportive framework, offering
targeted guidance and development opportunities to new staff members.

Impact of Mentoring and/or Induction Program

In response to retention concerns, many school districts in the State have
implemented mentoring or induction programs for their new teachers. Additionally, the
State has implemented a statewide mentoring program to pair retired and/or veteran
teachers with novice teachers within the State. According to the participants in this study,
this had impacted the self-efficacy of those who had been paired with mentor teachers.
Participant Eight felt strongly about the mentoring they received and shared,

| would say a mentoring program. The most beneficial aspect to my first two
beginning years of teaching was having a mentor there. In my first district, | had a
district mentor and a building mentor, and both were extremely beneficial.

Participant Six echoed these feelings, sharing, "My mentor who left the district a
couple of years ago, | still talked to her and so it's, it's still very awesome. It's awesome
to have her because she knows the district." This participant went on to say,

| was really lucky to be in the mentor program, in the [rural Midwestern state]
teacher mentoring program, and my mentor was amazing. Like she was just a
phenomenal teacher and like just the students really loved her and staff loved her
and it was, it was so, and we had the same prep period and we were in the same
building, and it was amazing for me just being around the hall and just vent or talk
about like just anything, you know, student behavior and just, it was amazing just
having her there. That was key.

While some participants shared the positive influence their mentoring or induction
program had on their self-efficacy, others felt that the program wasn't as helpful as it could
be. Participant Nine emphasized the need for proper pairing of mentors with novice
teachers by sharing,

Well, I know like new teacher mentoring is a thing the State has, but our district is
still, | don't feel like it has, | guess the best, because the way, | don't know, my first
year, my mentor was also a first year in her position. So, | was just like kind of a
hot mess. | would go to her for questions. And she was like, | don't even know the
answer. Like, I'll find the answer, but | don't know it.
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This insight emphasizes the need for school leadership to intentionally pair mentor
teachers and their mentees and ensure adequate training for the mentor teachers occurs
before implementing the program. Transitioning from the impact of mentoring and/or
induction programs, it's crucial to explore how contextual factors like teacher pay and
affordable housing intersect with and influence the effectiveness of these initiatives.

Local Contextual Factors

Localized contextual factors, such as teacher pay, available, affordable, and
adequate housing, and specific recruitment efforts experienced by novice teachers, were
also expressed as factors playing a role in the novice teachers' experiences within their
rural settings. When a lack of affordable or available housing exists, novice teachers have
difficulty moving to rural areas to teach and live. If salaries do not allow for it or the school
is in a rural, remote community, commuting to the district to teach may also not be an
option. Participant 11 explained her situation regarding housing by contributing,

Also for like, housing, here it is kind of limited, so | had a friend from [a different
university] who is the, one of the music teachers here, and so he accepted a
position. So, | kind of knew, like | had a built-in kind of roommate, friend, whatever.

In line with Boyd et al. (2003) and Monk (2007) regarding the proximity of novice
teachers to their hometowns or college campuses, this study found that many novice
teachers taught in areas close to or similar to their hometowns. Familiar with the
Midwestern State's school districts and cultures from growing up there, many chose to
continue their careers within the State. Some of these novice teachers were staying close
to home or college towns, even if located in rural fringe areas, where support systems
and daily living resources exist nearby. However, in some instances, novice teachers in
the Midwestern State moved to rural, remote areas to teach and live, where access to
necessities such as groceries, medical services, banking services, and other provisions
was hours away. This, in addition to the social isolation from same-aged peers in these
locales, profoundly affected novice teachers' sense of belonging and level of support,
affecting their willingness to stay in these rural settings. Additionally, the level of support
received from colleagues and administrators significantly impacted novice teachers' self-
efficacy when encountering classroom management and discipline issues, difficult parent
or student situations, and other challenges that arise throughout the school year. Table 1
displays the frequency of the predominant themes.
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Table 1
Predominant Themes Frequency
Preparedness for Rural Teaching and/or Living 11
Sense of Belonging in the School and Community 14
Motivation to Stay in or Leave the Profession or State 18
Impact of Administrator Support on Teacher Self-efficacy 17
Impact of Colleague Support on Teacher Self-efficacy 23
Impact of Mentoring and/or Induction Program on Teacher Self-efficacy 10
Local Contextual Factors 10

Discussion of Implications for Rural Education and Practice

Working with teacher preparation programs to provide deeper and more frequent
rural-based field experiences, involving opportunities for reflection and comparison to
preservice teachers' personal experiences, would benefit novice teachers as they seek
employment and their teaching experiences within rural areas (Quesenberry et al., 2018).
These experiences would increase the degree of preparedness novice teachers
immediately felt when entering teaching positions in the Midwestern State.

School leaders who are purposeful in intentional relationship building and
establishing positive and productive school cultures would create the sense of belonging
and levels of support novice teachers have expressed as a need (DeFeo & Tran, 2019;
Le Cornu, 2013; Tracz et al., 2018). Additionally, principals who provided specific and
effective instructional feedback to their staff based on information from formal evaluations
and informal walk-throughs and based on school-wide goals and student needs
developed high expectations among their staff (Brown & Wynn, 2007; Gamborg et al.,
2018; Ingersoll, 2012; Ingersoll & Strong, 2011).

Implementing intentional recruitment efforts across the State, high school
internships, and other grow-your-own programs would be helpful in building the teacher
pipeline for rural, remote, and rural fringe areas (Painter et al., 2013). We were developing
community-based pipeline apprenticeship-based programs like those referenced by
Barley (2009), where community members who showed interest or paraprofessionals
already staffing K-12 schools engaged in coursework and field experiences to earn
certification. Once teachers are recruited, districts in rural areas will benefit from
comprehensive onboarding or induction programs for all new teachers to their schools or
buildings to move toward retaining these teachers. Novice teachers feel best supported
by ongoing, intensive, and individualized support within their schools.
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Future Research

Additional research is necessary to determine specific challenges our novice
teachers, especially those in rural areas, face in their roles. Intentionally clarifying with
preservice and novice teachers what administrative and colleague support looks and
sounds like to them may assist in creating more effective, robust, personalized induction,
mentoring, and onboarding programs that will allow them to consider long-term
employment in their current district.

Broad-scoped surveys were sent to novice teachers across the State and region
to discover more specific information regarding their experiences and perceptions
regarding preparedness for rural living and teaching, belonging in their school and
community, leader and colleague support, State and district-level mentoring and induction
programs, and recruitment efforts they experienced upon entering the profession and how
these experiences and preparedness have impacted their first year of teaching would be
beneficial to teacher preparation programs and school districts. Surveying novice
teachers in the Midwestern States to learn more about the local contextual factors such
as teacher pay and affordable, adequate housing accessibility that may influence their
decision to continue teaching within the State would be beneficial in understanding the
needs and desires of this group and how these factors play a role in recruitment and
retention. Further qualitative studies with novice teachers in rural areas of Midwestern
states will continually add to the knowledge base regarding these experiences and the
best ways to support these teachers. Asking more specific questions regarding the
themes that emerged from this study, specifically the intentional support received, the
induction and mentoring programs provided, and the overall sense of belonging
developed during the first few years within the role, will be beneficial to issues surrounding
novice rural teacher support. Additional research regarding which recruitment and
retention efforts have successfully recruited and retained teachers in these rural districts
across Midwestern States may also help rural school districts make effective
programmatic decisions regarding support for novice teachers.

Conclusion

Novice teachers in this Midwestern State had various experiences and needs
based on the challenges presented in their school districts and communities. These
needs ranged from building adequate and appropriate relationships with those individuals
within and outside the school community to not knowing what they do not know or who to
turn to for help and support. These needs affected the novice teachers' self-efficacy to
some degree, which impacted their overall experience. While most of the novice teachers
interviewed shared their intentions to stay in the Midwestern State and the positive
experiences they encountered, some novice teachers still expressed concern regarding
the lack of administrative support they experienced, the limited induction or mentoring
programs offered them, and the loneliness associated with being new and inexperienced
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in a world of veteran and well-versed colleagues. These were issues principals could work
to address by building intentional support within the school and community settings to
assist novice teachers in becoming more comfortable within the community and help
these individuals access needed resources for successful rural teaching and living.

If given the opportunity, principals could play a vital role in pairing preservice and
novice teachers together to provide the opportunity for preservice and novice teachers to
discuss challenges faced within the first few years of rural teaching and living, which may
help preservice teachers understand the needs of rural communities and schools while
providing novice teachers the opportunity to reflect on their experiences. Building
principals can serve as more than a liaison between the wealth of knowledge and
experience within their staff and the needed placements of the teacher education
programs, where they can observe, interact with, and provide feedback to preservice
teachers to provide an additional layer of support. Supporting preservice teachers and
establishing a constructive relationship with these individuals benefits the preservice
teacher by providing additional feedback on instructional strategies, communication with
parents and colleagues, and classroom management strategies from an administrator's
perspective. Principals must be more active in developing and cultivating professional
relationships among their staff while providing opportunities for preservice and novice
teachers to share experiences and ideas. They need to give feedback to these individuals
and establish a school culture that encourages collaboration and builds trust.
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