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One of the primary  aims of the AISD Reach program is to improve student achievement through in-

creased campus staff stability. Staff stability may be accomplished in three ways. First, educators are 

awarded $500 or $1,500 stipends for coming to or returning to a Reach campus in the fall (for 1 to 3 or 

4+ years at the campus, respectively), and a second stipend of the same amount is awarded the follow-

ing summer for remaining on the campus the entire school year. Second, both stipends educators earn 

for demonstrating student growth and the mentoring novice teachers receive should bolster school 

climate and improve job satisfaction, ultimately improving retention. Third, the professional develop-

ment and mentoring that teachers receive through the program should increase self-efficacy and effec-

tiveness, thus increasing the likelihood teachers will stay on their campus.  

Two factors affected retention rate com-

putations for 2010-11 teachers: (a) the 

district declared a Reduction In Force 

(RIF) in January 2011, and (b) two AISD 

Reach schools no longer served 6th 

grade students in 2011-12, and all 6th 

grade teachers were transferred to oth-

er schools. These teachers were exclud-

ed from the computations. Although 

rates are improving, the data (Figure 1) 

suggest that the teacher retention for 

Reach campuses is not yet significantly 

higher than that of demographically sim-

ilar comparison schools.  
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AISD Reach Retention Overview 

Novice Teacher Retention 

Intensive mentoring support is provided to 

teachers at Reach schools who are in their 

first 3 years of service. Highly-trained, full-

time mentor teachers are assigned to 

groups of no more than ten novice teach-

ers. In 2010, novice teacher retention rates 

at schools with Reach mentors surpassed 

retention rates at similar comparison 

schools in the district. As indicated by the 

star in Figure 2, novice teacher retention at 

all of the high needs schools was on a posi-

tive trajectory.  

Source: AISD HR Records; rates are October to October 

Figure 1. Teacher Retention Rates, 2005 through 2011, 
Reach and Comparison Schools 

Source: AISD HR Records; rates are October to October 

Figure 2. Novice Teacher Retention Rates, 2005 through 2011, 
Reach and Comparison Schools 

Significant difference 
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In 2010, novice teacher retention improved at a greater rate in the Reach schools than in comparison 

schools without intensive mentoring. However, teacher retention at both Reach and comparison 

schools dipped in 2011. Although teachers who were officially designated as part of the RIF were re-

moved from these analyses, additional campus financial constraints may have contributed to the loss 

of novice teachers. Figure 3 shows the percent of teachers from each mentee cohort who returned to 

their school in subsequent years. Charts on the left include all novice teachers who received mentoring 

for the first time in the school year indicated. Charts on the right include first-year teachers only.  

Novice Teacher Retention, continued 

Source: PEIMS and AISD HR Records; rates are October to October 

Figure 3. Percentage of all Novice and First Year Teachers Remaining on Campus, by Cohort 

Significant difference 
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The 2007-2008 cohort, due perhaps in part to the delayed implementation of the pilot mentoring pro-

gram, does not reflect the same positive results found for the 2008-2009 and 2009-2010 cohorts, who 

received the more complete mentoring program. The 2007-2008 cohort seems to be rebounding a bit, 

while differences between Reach and comparison schools appear to be diminishing over time for the 

2008-2009 cohort. One surprising finding was the return of some teachers in the 2007-08 cohort in 

2011 to campuses that they had left. Statistically meaningful differences are indicated by a gold star.  

Although retention rates are improving, data suggest that the overall teacher retention rate for Reach 

campuses is not yet significantly higher than that of similar comparison schools. In Fall 2010, the rate of 

improvement in retention rates was significantly greater for Reach novice teachers than for teachers 

at comparison schools. However, teacher retention at both Reach and comparison schools dipped in 

Fall 2011. Examining data separately by mentoring cohort reveals some important patterns. Novice 

teachers in the 2009-2010 cohort showed significantly greater retention than their comparison peers in 

both Fall 2010 and Fall 2011, and novice teachers in the 2010-2011 mentoring cohort showed a trend to-

ward significantly greater retention in Fall 2011 than their peers who did not receive the intensive 

Reach mentoring. This suggests that the program’s impact may be increasing as the mentoring pro-

gram evolves.  

About this report. This is the third report in a series of research briefs containing results for Reach in 

2010-2011. Previous reports included implementation survey results and Student Learning Objective 

(SLO) results. Subsequent reports address such topics as results for Professional Development Units 

(PDUs), a summary of themes from end-of-year focus groups, program cost-effectiveness and school-

wide growth. For more AISD Reach program evaluation reports, please visit: http://www.austinisd.org/

inside/accountability/evaluation/reports.phtml 

Superintendent of 

Schools 

Meria J. Carstarphen Ed.D. 

Office of  

Accountability 

William H. Caritj, M.Ed. 

Department of 

Research and Evaluation 

Holly Williams, Ph.D. 

Board of Trustees 

Mark Williams, President    Vincent Torres, M.S., Vice President 

Lori Moya, Secretary    Cheryl Bradley    Annette LoVoi, M.A.    Christine Brister     

Robert Schneider    Tamala Barksdale   Sam Guzman 

Conclusion 


