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Fact Sheet #5 - Performance Standard 5: Human Resources Management

HUMAN RESOURCES MANAGEMENT
The leader fosters effective human resources management through selection, induction, support, and
retention of quality instructional and support personnel.
What does human resources management
mean?
In general terms, human resources management
encompasses "selecting quality teachers and
staff, inducting and supporting new teachers,
mentoring novice teachers, providing
professional growth opportunities, and retaining
quality staff."1
What does research say about human
resources management?
Effective leaders understand that one of their
most important responsibilities is the selection,
induction, support, evaluation, and retention of
quality instructional and staff personnel.2 They
also understand that supporting, affirming, and
finding opportunities for teachers and staff to
grow professionally affects the bottom line,
student achievement.3 Targeting the right
people to the right position is critical, and
effective leaders take this responsibility
seriously.4
As stated by Horng and Loeb, "school leaders
can have a tremendous effect on student
learning through the teachers they hire, how
they assign those teachers to classrooms, how
they retain teachers, and how they create
opportunities for teachers to improve."5
A study by Beteille, Kalogrides, and Loeb
found that:

Teachers who work in more effective
schools improve more rapidly than do those
in less effective ones.6
Selection. Taking the time to make careful
personnel selection decisions pays dividends
later on. The principal's impact on school
effectiveness may be indirect, but selecting
quality teachers has a direct effect on student
outcomes. Equally important is the careful
selection of support staff. Portin and colleagues
note that principals in their study talked about
the impact of support staff on the climate of the
school.7
A study of 90/90/90 school principals is
illustrative. These schools are composed of a
student body of at least 90% minority, 90%
receive free or reduced lunch, and the passing
rate on standardized achievement tests is 90%
or better. One of the factors cited in beating the
RGGVLVWKHLU³PLQGIXODOORFDWLRQRIVWDIILQJ
UHVRXUFHV´8 Setting schools up for success
means leaders staff their schools with quality
instructional and staff personnel. Such is the
case at these schools.
Additional findings from various research
studies indicate:

6FKRROOHDGHUV¶RUJDQL]DWLRQDOPDQDJHPHQW
practices - particularly in the area of
personnel management - appear to play a
critical role in improving schools.

Leaders trained in research-based hiring
practices are more likely to use those
practices in teacher interviews and
selection. Practices include: multiple
interviewers, prepared questions, and
scoring rubrics.9

Effective schools retain higher-quality
teachers and remove lower-quality teachers.

Effective leaders understand the school
district's hiring system and use this
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knowledge to acquire the best qualified
people for the positions they seek to fill.10

Induction and Support. Quality induction
programs positively impact teacher retention.11
³Induction is the process of systematically
training and supporting new teachers, beginning
before the first day of school and continuing
through the first two or three years of
WHDFKLQJ´12 Principals have an important role
to play in fostering and sustaining these
programs. With high teacher turnover rates
showing no signs of abatement, the savvy
principal provides as much systematic training
and support to teachers as is needed throughout
induction. Wong outlines overarching
objectives of induction programs.13 These
objectives include: (1) easing the transition into
teaching, (2) improving classroom management
and instruction, (3) promoting the district's
culture, and (4) increasing teacher retention
rate.
In a review of 15 research studies on induction
programs, Ingersoll and Strong identified
several interesting findings:14
Beginning teachers who participate in
induction have higher satisfaction,
commitment, or retention than those who do
not participate.
Beginning teachers who participate in
induction have more on-task students and
viable lesson plans than those who do not
participate.
Beginning teachers who participate in
induction are more likely to use effective
student questioning practices and are more
likely to adjust classroom activities to meet
VWXGHQWV¶LQWHUHVWVWKDQWKRVHZKRGRQRW
participate.
Beginning teachers who participate in
induction are more likely to maintain a
positive classroom atmosphere and
demonstrate successful classroom

management than those who do not
participate.
Beginning teachers who participate in
induction have students with higher test
scores or demonstrate greater gains on
academic achievement tests than those who
do not participate.
There are practices that leaders can adopt that
reduce new teacher turnover rates.15 Smith and
Ingersoll culled data from the Schools and
Staffing Survey (SASS), administered by the
National Center for Education Statistics. The
statistics included all beginning teachers in the
United States during the 1999-2000 academic
year. Several factors appeared to affect turnover
and retention rates.
Researchers found that matching mentors and
mentees by teaching specialty²subject or
grade level²appeared to reduce turnover rate.
Establishing a common planning time for
collaboration was effective in reducing
turnover. Finally, being part of an external
network of teachers also reduced turnover. It
behooves leaders to keep these ideas in mind as
they work to induct and support new teachers.
Providing a culture of support where new
teachers are supported by all staff can reduce
new teacher attrition.16
Evaluation. The research on this topic is
DGGUHVVHGLQWKHIDFWVKHHWWLWOHG³7HDFKHU6WDII
(YDOXDWLRQ´
Retention. Approximately one-third of new
teachers leave teaching during their first three
years of teaching.17 Within five years, one-half
of new teachers leave the field. Providing an
induction program and support for new teachers
helps to reduce that rate and keeps new teachers
in the classroom.18 Leaders can impact teacher
loss in their schools. Supporting a systematic
induction program is beneficial and a win-win
strategy for all involved.
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Marshall and Klotz identify specific actions
principals can take to support new teachers.19
The first three goals focus on the school and the
district. Mentors, supported by leaders, help
new teachers to: (1) become familiar with the
school's culture, traditions, and rituals; (2) learn
more about the community's goals for
education; and (3) gain insight into district and
school policies and procedures.
Instructionally, leaders support new teachers
by: (1) assisting with instructional issues, such
as helping new teachers learn to adjust delivery
based on student need; (2) helping new teachers
build more skill in challenging students to think
on a higher level and providing higher-level
learning experiences; and (3) assisting and
supporting new teachers as they develop the
necessary skills needed to collect, analyze, and
apply data instructionally to increase student
learning.
Leaders also support new teachers by: (1)
encouraging and helping them to integrate new
technologies to enhance instruction; (2)
supporting and encouraging ongoing
collaborative efforts within and among grade
levels and subject areas; and (3) educating and
supporting new teachers so that their instruction
is aligned with state and national standards
thereby ensuring students are taught what will
be tested.
Sample Performance Indicators for the
Professional Knowledge of Leaders
Screens, recommends, and assigns highly
qualified staff in a fair and equitable manner
based on school needs, assessment data, and
local, state, and federal requirements.
Supports formal building-level employee
induction processes and informal procedures
to support and assist all new personnel.
Provides a mentoring process for all new
and relevant instructional personnel and
cultivates leadership potential through
personal mentoring.
Manages the supervision and evaluation of

staff in accordance with local, state, and
federal requirements.
Supports professional development and
instructional practices that incorporate the
use of achievement data, and results in
increased student progress.
Effectively addresses barriers to teacher and
staff performance and provides positive
working conditions to encourage retention
of highly-qualified personnel.
Makes appropriate recommendations
relative to personnel transfer, retention, and
dismissal in order to maintain a high
performing faculty.
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8QGHUVWDQGVWKHVFKRROGLVWULFW¶VKLULQJSODQVDQGXVHV
WKHPWRWKHVFKRRO¶VDGYDQWDJH
Selection

Selects competent and capable teachers/support staff.
Uses research-based hiring practices to include: multiple
interviewers, prepared questions, and scoring rubrics.
Fosters and sustains the induction program.
Matches mentors and mentees by teaching specialty ԟ
subject or grade level ԟ where practical.

Induction and
Support

,GHQWLILHVQHZWHDFKHUV¶VWUHQJWKVDQGZHDNQHVVHV
Provides systematic training and support to teachers
throughout induction.
Provides a culture of support where new teachers are
supported by all staff.
Supports innovation and risk-taking.

Works to retain quality staff.
Retention
Ensures working conditions are positive.

Supports and encourages ongoing collaborative efforts.
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