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Chapter 2: Review of Related Literature
Introduction
Scholars have made numerous efforts to address issues regarding the retention of teachers. However, most of these efforts have assumed a general perspective, which has unfortunately left out novice teachers (Dvir & Schatz-Oppenheimer, 2020). According to McDonald (2018), novice teachers are characterized by minimal experience, and especially those that have not yet acquired four years of experience in the teaching profession. Zavelevsky and Lishchinsky (2020) noted that turnover rates for teachers falling in this category exceed that of experienced teachers by approximately 12%. Such findings strongly suggest that more attention should be accrued to the retention of teachers that fall in this category. This need for attention explains why the field of education has heightened its attention to matters concerning novice teachers and their retention (Whalen et al., 2019). Current statistics as indicated by Watson (2018) and Zavelevsky and Lishchinsky (2020) revealed that novice teachers leave their professions at escalating rates, which justifies the need to focus on retaining new teachers. Also, increasing educator demands have been more focused on the recruitment of experienced teachers (Watson, 2018). Whereas this trend has been triggered by the necessity to improve the performance of educational institutions and student outcomes existing literature revealed the need for concerted efforts to ensure that institutions reduce novice teachers’ attrition rates (Whalen et al., 2019). 
It is possible to augment novice teacher retention. For instance, Qadhi et al. (2020) opined that investigations should be carried out to determine stress factors that increase attrition rates for teachers in this category. Such a perspective implies that scholars should focus more on determining causes underlying the quitting of novice teachers. Mikser et al. (2020) asserted that unless educational institutions understand why new teachers quit before or soon after their third year in practice, the pursuit for experienced teaching staff is likely to be thwarted. Zavelevsky and Lishchinsky (2020) suggested that researchers should focus more on components such as self-efficacy, which according to Dvir and Schatz-Oppenheimer (2020) contribute to around 23% of novice teacher attrition. Increases in teacher demands require governments and educational institutions to shift from focusing on highly qualified personnel to reducing attrition rates associated with new teachers (Dvir & Schatz-Oppenheimer, 2020). Given the need for extensive research in this area, a comprehensive literature review strategy is essential. 
Literature Review Search Strategy
To write the literature review, the following online databases and search engines were used: Google Scholar, Educational Resource Information Center (ERIC), Global Health, Ingenta Connect, JSTOR: Journal Storage, EBSCOhost Online Research Databases, and Journal Seek. The key search terms and combination of search terms that were input to various online databases included the following: teacher retention, novice teachers, novice teacher attrition, novice teacher mentorship, novice teacher experiences, novice teacher challenges, novice teacher compensation, student attitudes, autonomy, Conservation of Resources Theory (COR), working conditions, new teacher support, emotional exhaustion, workload, cultural background, and career advancement. All the key terms used were able to yield studies that were relevant to the problem and research questions. 
In this study, the researcher cited 80 literature sources. The number of works cited that were published between 2018 and 2021 was 69, which accounted for 86.25% of the works cited. The number of works cited that were published before 2018 was 11 constituting 13.75% of the total number of literature used. To expand the insight into the theoretical framework, older articles that were pertinent to the model were included. Older articles were also used in the theoretical framework of the study to reflect the seminal studies on the Conservation of Resources Theory (COR).
In this literature review, the researcher will expand on the background of the study as provided in the earlier chapter. The first section will identify the search strategy used to acquire literature for writing the literature review. The second section will focus on the theoretical framework for the study, which is the Conservation of Resources Theory. The third section focuses on discussing the retention of teachers in general and the accompanying factors. The succeeding section focuses on the perceptions of novice teachers as it relates to attrition. The final section of the literature review focuses on the specific factors affecting the retention of novice teachers. The chapter ends with the summary and conclusions of the literature review. 
Theoretical Framework
The Conservation Resources Theory (COR) will serve as the theoretical framework and foundation of the current study. COR is established upon the principle that people and organizations will seek to acquire, foster, protect, and retain highly valued things (Bettini et al., 2020). Further, Jin et al. (2018) opined that the model helps in understanding why individuals and organizations adopt measures that help maximize resource-based gains while avoiding those that bring about losses. COR also focuses on issues related to stress. According to the theory, stressful events occur within parameters defined by three elements, which are (a) in cases when key resources are vulnerable to loss (Hobfoll et al., 2018), (b) in the unavailability of central resources (Deng et al., 2018), and (c) in cases where the acquisition of central resources proves consistently challenging (Mehboob & Othman, 2020). As indicated by Singh et al. (2019), the motivational perspective of the model sheds light on human behavior taking into account evolutionary needs that direct people to acquire and conserve resources based on the survival instinct.
In a similar study, Bettini et al. (2020) found the theory useful as a framework while attempting to predict the willingness to stay for special and general educators. The researchers relied on COR to analyze a nationally representative survey with the intent of examining how the interactions between resources and job demands contributed towards the intent of general and special educators to stay. In this particular study, COR proved useful in helping to establish the correlation between educators’ willingness to stay and factors such as administrative support, access to instructional materials, time spent working, experience, and student characteristics. 
 This theory is critical to understanding the factors that are involved in the retention of novice teachers. COR will facilitate in-depth insight into factors influencing the retention of novice teachers from both organizational and personal perspectives (Hobfoll et al., 2018). The model will provide a suitable platform to help understand why the retention of novice teachers has remained a challenging issue drawing from the conception that education institutions focus on hiring experienced teachers to avoid spending on equipping less qualified personnel (Mehboob & Othman, 2020). The elements of the select framework will also help shed light on the relationship between resource availability and novice teacher retention (Jin et al., 2018). Further, the framework is critical to the current study since it provides a novel perspective upon which to evaluate the influences of personal biases and beliefs (Wu & Lee, 2020) of novice teachers as it relates to working under conditions that do not favor their lack of experience. 



Voluntary and Involuntary Novice Teacher Turnover
Voluntary Turnover
	According to Lee (2017), voluntary turnover occurs when novice teachers may opt-out of the profession due to decisions stemming from factors that are determined by personal issues with which educational institutions and environments have no contributions. For instance, Sözen (2018) noted that the quit decisions might be triggered by jarring events such as personal illness. Whereas voluntary turnover stemming from such factors has been a rare occurrence, Djonko-Moore (2020) noted that newly employed teachers might desert their careers without the influence of school environmental factors. Similarly, Katsantonis (2019) observed that approximately 4.7% of cases of novice teacher attrition resulted from the discovery of the misalignment of their destinies to the teaching profession. Such findings strongly suggest that novice teachers are unlikely to quit because they have made destiny-related discoveries. 
Although researchers have focused on personal illness and life-calling discoveries as the chief reasons influencing the voluntary resignation of newly employed teachers, other factors may come into play to influence voluntary turnover. For instance, Lowe et al. (2019) mentioned that job alternatives might cause novice teachers to forsake their careers abruptly. Although researchers have seldom adopted such a point of view, the literature on novice teacher attrition suggests that alternative jobs are likely to lead to voluntary resignation. For instance, Toropova et al. (2020) indicated that new female employees in the teaching profession have quit their jobs in search of careers with better remuneration. From such a perspective, it is logical to assert that voluntary turnover may be common among novice teacher employees due to the availability of career alternatives (Farrell, 2012).
	Other factors that are suggested in research as influencing voluntary turnover among newly employed teachers are marriage and wealth acquisition. As indicated by Hill and Jones (2018), female novice teachers that get married to wealthy individuals soon after induction are likely to quit their careers. Further, Djonko-Moore (2020) opined that male employees that acquire wealth after joining the profession often quit their careers. Such an assertion is qualified by the opinion of Kirk (2020) that the teaching profession is often associated with females and low-social status. Thus, newly employed males may voluntarily abandon the profession after being qualified to a higher social status due to wealth acquisition (Burkman, 2012). Voluntary turnover among newly employed teachers has also been associated with school characteristics. However, Katsantonis (2019) noted that such cases might only be possible in cases where a male employee is unmarried or a female employee comes from a wealthy background.  
Involuntary Turnover
	The involuntary departure of novice teachers from the profession is associated with factors that are beyond their control (Lee, 2017). After examining the component of turnover intention through a qualitative study, Sözen (2018) found out that for veteran and novice teachers, involuntary turnover was more likely to generate increases in teacher attrition compared to voluntary turnover. According to Sorensen and Ladd (2020), novice teachers that are willing to continue in the profession often leave without a pre-remediated desire to do so because they are unable to control factors within school environments. Such an assertion implies that involuntary teacher turnover is closely related to aspects such as administrative support, school/principal leadership, absence or availability of mentorship programs, and student characteristics (Wronowski & Urick, 2019). However, it is important to note that the area of involuntary novice teacher turnover has been highly understudied. Thus, information concerning reasons leading to involuntary teacher turnover can be obtained through an extensive review of literature that has attempted to examine teacher attrition (Clark, 2012).
Novice Teacher Retention and School Environment Factors
	Literature indicates a correlation between the retention of newly employed teachers and school environments. Referring to school environments as working conditions, Viano et al. (2019) opined that unless policymakers and school principals start focusing on improving the conditions under which novice teachers work, the desire to augment retention rates will remain a challenge. Such a perspective suggests that school environments have a lot to do with the willingness of newly employed teachers to quit or stay in their profession (Dixon, 2018). However, more evidence would be required to establish the certainty of such a statement (Dixon, 2018). 
School environmental factors affecting the retention of novice teachers can broadly be classified into various categories. According to Shibiti (2019), classroom challenges, performance pressures from the administrators, balancing diverse cultural needs, changing education trends, and lack of support from the school leadership and peers are the main categories of school environmental factors affecting novice teachers. A study conducted by Redding and Henry (2019) to determine classroom challenges that affect the performance of teachers found that student features and minimal personal time affect the level of job satisfaction among the professionals. A different study conducted by Wu and Lee (2020) to determine how school leadership and administrative support affect teacher motivation found that the principals’ leadership skills and the presence of support programs, such as mentoring influenced the effectiveness of these professionals in executing their duties. These perspectives necessitate in-depth investigations into the aspects constituting school environments to help acquire comprehensive insight into the influences of school environments on novice teacher retention.
The Time Factor
	As is the case in any field of work, time plays a critical role in determining the nature of working conditions or environment. According to Katsantonis (2019) and Sikma (2019), time is a uniform factor affecting the performance of both novice and veteran teachers. It is important to note that although this time allocation may not have significant impacts on veteran teaching staff, the influences are likely to be aggravated for newly employed teachers (Wu & Lee, 2020). Explaining the phenomenon, Lowe et al. (2019) found that novice teachers are often stressed by the limited amount of time to prepare for multiple lessons. This issue of inadequate time is unlikely to have a similar effect on teachers that have worked for more than five years since they have mastered the art of lesson planning within the constraints of time (Wu & Lee, 2020). 
The time factor is not only stressful for novice teachers due to the planning element but also due to the weekly time spent attending school-related activities like parent conferences and grading (Holme et al., 2017). Given that newly employed teachers are not accustomed to handling multiple roles in the classroom, such as content presentation, correcting materials, and devising creative approaches for addressing emerging needs within a limited, most have decided to quit their careers being unable to meet expectations laid upon them by school administrations (Holme et al., 2017). This challenge of limited time is supported by Geiger and Pivovarova (2018) who observed that over 46% of novice teachers that quit their jobs complained of having been denied the time to plan, execute an evaluation, and provide the desired quality of instruction leading to stressful working conditions. 
	Various studies have indicated that time is a critical factor when it comes to the retention of novice teachers. For instance, studies by Gui (2019) and Djonko-Moore (2020) concluded that school environments could be made more novice teacher-friendly through altered school schedules and improved time allocations. A phenomenological study conducted by Whalen et al. (2019) to investigate the challenges and experiences novice teachers encounter within their initial 3 years after joining the profession found that the quantity of teachers’ contact time (teaching time), planning time, and personal time were predictors for teacher retention. The finding of Whalen et al. (2019) study was informed by the responses of the six research participants who all cited limited planning and personal time as a challenge for early career teachers. Whalen et al. (2019) concluded that the challenges early career teachers go through could be addressed through policy measures targeting administrative support. This conclusion is supported by the findings of a study conducted by Altayli and Dagli (2017), which revealed that 12% of novice teachers had overcome the urge to quit because their school heads had provided room for an additional non-instructional time.


The extent to which novice teachers can expand their professional along certain dimensions is dependent on the available personal time. A study conducted by Lee (2017) to define the connection between emotional labor, turnover desires, and teacher burnout among teachers working in physical education classrooms found that novice teacher burnout occasioned by limited personal time informed the trajectory from emotional labor strategies to turnover desires. The results of Lee (2017) are supported by Ovenden-Hope et al. (2018) study that found that that non-instructional time is a critical component when it comes to novice teacher retention because it provides them with sufficient room for collaborating with peers and reduces stress associated with planning. This finding is also supported by Sözen (2018) study that found that limited non-instructional time is one of the transition challenges novice teachers face when moving from education life to work life. 
Administrative Support 
Administrative support is a working condition that may influence the retention of novice teachers. Choi and Walker (2018) in an attempt to investigate the perceptions of teachers concerning the innovative reform models found that education reforms should focus on improving school environments for novice teachers through administrative-based approaches. Administrative support in the school context can be viewed from various perspectives. For instance, a study conducted by Moser and McKim (2020) to determine how teacher connectivity (a component of administrative support) affects career commitment found that administrative support is important in nurturing resilience and satisfaction. This finding was arrived at after Moser and McKim (2020) explored four elements of teacher connectivity namely curricular, community, within a school, and relationship with other teachers.
School administrators are responsible for nurturing an organizational culture that defines how the teachers relate. A study conducted by Toropova et al. (2020) to scrutinize the association between working conditions in schools, and job satisfaction, in relation to teachers’ willingness to leave or stay found that teacher collaboration, which is a factor of school administration culture, determine retention levels. This finding is supported by Altayli and Dagli (2017), who conducted a study aimed at understanding perceptions of novice teachers concerning administration support. Altayli and Dagli, (2017) found that the absence of appropriate administrative support was the leading cause of high teacher attrition. This finding is consistent with the outcomes of Viano et al.'s (2020) study conducted to investigate factors influencing attracting and retaining teachers in Tennessee schools. Viano et al. (2020) found that malleable processes, such as consistent administrative support are the main variable features of a school that affect teacher retention. 
	In the school context, administration support can be viewed as a component that influences the available social support networks for novice teachers. The research aimed at determining the social support networks used in mentoring elementary school teachers and how they affect turnover found that school administrators influence teacher-teacher relationships, which is a key component of the support systems available for novice teachers (Sikma, 2019). This finding was realized after considering four main types of social support, which included social, emotional, academic, and relational. Attempting to determine the role of school administrators in nurturing strong social support systems and how teacher connectivity affects career commitment, Moser and McKim (2020) found that school connectivity, which is a product of strong social networks was positively related to career commitment. Such findings suggest that in a bid to address the issue of novice teacher turnover, school administrations must nurture a culture that supports connectivity and social relationship. Social support plays an irreplaceable role in fostering the emotional wellbeing of novice teachers (Squires, 2019). Without support systems to make this possible, newly inducted teachers become demoralized being overburdened by administrative expectations and the inability to transition from teacher preparation into classroom environments (Moser & McKim, 2020).
The School/Principal leadership Factor
	The issue of school leadership is increasingly gaining relevance due to escalations in novice and veteran teacher attrition. Particularly, scholars have been concerned that unless leadership changes are adopted as a leadership approach to sustaining teachers in their professions, the rates at which newly employed teachers are leaving the profession may soon become unmanageable (Moser & McKim, 2020; Shibiti, 2019; Wang et al., 2018). Such concerns necessitate investigations into leadership attributes/skills that aggravate or reduce novice teacher attrition. A study conducted by Katsantonis (2019) to determine the correlation between school climates/environments and the satisfaction of teachers found that the teacher-centered approach to leadership was positively correlated to novice teachers' retention. This finding is consistent with the Moon and Park (2019) study undertaken to explore how transactional and transformational leadership styles affect the turnover behavior of employees. These researchers found that leadership span of control was negatively related to turnover rates. According to Moon and Park (2019), one of the leadership attributes that are necessary for retaining novice teachers involves commitment towards the provision of situational assistance to the newly employed teacher faction. According to Moon and Park (2019), novice teacher retention increased by 35% in schools whose principals provided significant support whereas Gui (2019) observed that harsh and inconsiderate school principal leadership styles had adverse effects on novice teacher turnover. From such a perspective, it is clear that leadership attributes, and particularly those that address the situational needs of novice teachers are imperative for augmenting retention rates among the newly employed. 
	School leadership can be skewed by the desire to facilitate an environment that fosters the retention of veteran teachers to improve and sustain student achievement. School principals that focus on student achievement at the expense of support for novice teachers are more likely to experience heightened novice teacher turnover (Shifrer et al., 2017). Most school leaders have made this mistake and had novice teachers leave as the result (Dixon, 2018; Grissom & Bartanen, 2019). For instance, sustaining student achievement requires the deployment of managerial principals, which according to Miller et al. (2020) involves presiding over the resources by which the organization functions, allocating resources prudently, and making the best possible use of people. On the other hand, leadership, which is a requisite in matters of retention, constitutes the process of translating intentions to reality (Guthery & Bailes, 2019). From such a perspective, it is clear that retention of novice teachers has become a challenge for most school principals because they have been unable to demarcate between managerial and leadership approaches when dealing with the newly employed teachers (Moon & Park, 2019). 
	Various studies have shown that school heads determine the nature of school environments largely. For instance, a study undertaken by Gui (2019) to investigate existing relationships between environments present in schools and teacher turnover found that school principals play a critical role in determining the nature of school cultures and environments. This finding was arrived at after analyzing survey data obtained from three hundred-plus teachers using one-way Anova and Cronbach’s Alpha test. Gui (2019) concluded that grade levels of teachers determined the intensity of influence that school principals and environments exerted on staying or leaving decisions. 
Gui’s (2019) conclusion is consistent with the findings of the study conducted by Wronowski and Urick (2019) to investigate the correlation between perceptions teachers have about their profession and quitting decisions in the United States. Wronowski and Urick (2019) found that teacher stress and worry as a consequence of accountability questions raised by the school leadership was positively linked with demoralization, which was a key motivator of the intent of teachers to leave the profession. In a similar study, Guthery and Bailes (2019) compared teacher attrition rates in 45 schools based on principal leadership attitudes and discovered that schools, where principals invested in teacher support, had the lowest attrition rates. A different study undertaken by Grissom and Bartanen (2019) to investigate the relationship between teacher retention behavior and principal effectiveness found that principal effectiveness is positively related to teacher retention. This study recommended that principle should not target teacher retention universally. Rather, effective school heads may focus on influencing the teacher position by taking a performance-based approach as the criteria for determining involuntary turnover (Grissom & Bartanen, 2019). This recommendation suggests that school principals either can foster the retention of novice teachers by minding their welfare or can aggravate attrition rates if they fail to create supportive environments. 
	Various studies have shown that teacher trust may be associated with retention. For instance, a study undertaken by Joiner and Edwards (2008) to determine which factors would support early career teachers in implementing an instruction model found that school environmental factors, especially leadership affected teacher effectiveness. Also, these researchers found that in schools where principals monitored the implementation of the instruction model through approaches, such as classroom visits, novice teacher retention were high since the professionals could build trust by socialization with the school heads during the monitoring process. From the findings, Joiner and Edwards (2008) concluded that the retention of newly employed teachers will undeniably depend on the environment they find in schools. A similar study was undertaken by Wang et al. (2018) to evaluate the job satisfaction differences by comparing STEM and non-STEM novice teachers contemplating abandoning their careers found that social support, which is key in fostering trust, from colleagues and school support are strong predictors for STEM and non-STEM teachers leaving intentions. Wang et al. (2018) recommended that school principals can cultivate environments that are appropriate for retention by building trust through communication among faculty members, augmenting group decision-making, and advocating group-based problem-solving. When such attributes mark school environments, novice teachers are more willing to stay since the provisions serve as sustainable supports and sources of encouragement.
Mentorship Programs
	School environments can be made more suitable for the retention of novice teachers through the introduction and sustenance of mentorship programs. The effectiveness of this approach can be proven through the findings of various studies. For instance, a study undertaken by Squires (2019) to determine the role of mentorship in promoting the well-being of early career teachers found that the mentoring programs provided personal and emotional support to new teachers by nurturing professional and social relationships. This support contributed significantly to the continued retention efforts (Squires, 2019). A similar study by Whalen et al. (2019) undertaken to examine the state of being a newly employed teacher in close reference to how mentorship policies inform teacher turnover found that school policies on mentorship, access to mentorship programs, and school culture affected early career teachers. Based on the findings, Whalen et al. (2019) concluded that measures targeting administrative support, collaboration, and mentorship can be adopted to address the challenges of early career teachers. 
	Various studies have indicated that school administrators need to pay attention to fostering environments that are appropriate for novice teacher retention by adopting a comprehensive approach towards mentorship programs. For instance, a study undertaken by Guthery and Bailes (2019) to examine the retention rates of new career teachers in Texas based on school setting and certification type found that school environment and teachers’ type of certification were predictors of teacher persistence. Also, these researchers found that school settings with respect to teacher-teacher support and mentoring programs were statistically significant indicators of novice teacher retention rates. The findings of this study are consistent with the outcomes of the study by Lowe et al. (2019) undertaken to design and pilot an instrument that could be used in identifying veteran teachers who remain committed and positive when executing their professional duties within a wider teaching population. The outcomes of this study indicated that in traditional novice-teacher induction settings, novice teacher attrition was approximated at 18% during the first year whereas environments that were marked by comprehensive insight into and practice of mentorship programs reported reduced attrition rates to 5% (Lowe et al., 2019). 
Alluding to the comprehensive nature of mentorship programs that can generate augmented novice teacher retention results, Choi and Walker (2018) study on perceptions of teachers concerning the innovative reform models recommended that assigned mentors must be provided with authentic opportunities to interact with the newly employed teachers in ways that help them focus the induction processes on real issues. According to the perspective of teachers in a study by Altayli and Dagli (2017), such an approach to mentorship programs creates a school environment in which novice teachers feel welcomed, valued, and supported. These three tenets may then serve as platforms upon which the mentees can build to motivate the novice teachers under their jurisdiction to stay. 
	Various studies have depicted that in the school settings, mentors guide the mentees to perceive the school environment through different lenses. For instance, Squires (2019) used a systematic literature review approach to explore the role of mentorship in promoting the well-being of early career teachers. From the reviewed literature, it was evident that without mentorship programs, newly employed teachers were at risk of leaving the profession during their first year owing to the challenges and complicatedness they face. However, where well-trained and knowledgeable mentors are involved, novice teachers had the privilege of viewing and understanding school environments through the experiences of their mentors (Squires, 2019). The importance of early career mentoring is stressed by the study undertaken by Ronfeldt and McQueen (2017) to investigate the effect of induction support in predicting turnover in the first-year teacher. These researchers found that the presence of induction support is positively correlated with high teacher retention. From this finding, Ronfeldt and McQueen (2017) suggested that mentees provide novice teachers with a wealth of experience enabling them to view present challenges in light of the positive possibilities of transitioning into experienced teachers. 
This perspective has been disputed based on the principle of the nature of collective activities indulged by the mentors and novice teachers. For instance, a study was undertaken by Whalen et al. (2019) to examine the state of being a newly employed teacher in close reference to how mentorship policies inform teacher turnover found that collaboration with teaching colleagues, mentoring programs, and administrative support were robust predictors for high teacher retention. Based on these findings, Ronfeldt and McQueen (2017) concluded that unless mentors that are assigned to novice teachers have subject similarities or take part in joint inductive activities, it may be impossible for the mentors to alter the novice teacher’s view of school environments to extents that guarantee enhanced retention possibilities. The acceptability of such a point of view is justified by the fact that collective induction activities like planning have been proven to reduce the willingness of newly employed teachers to quit their careers (Sikma, 2019). 
Cultural Diversity, Race, and Ethnicity
	Various studies have indicated that the issue of novice teacher retention should be considered in light of school environments, which are culturally and ethnically diverse. For instance, a study undertaken by Geiger and Pivovarova (2018) to explore the place of teacher experiences as it relates to their willingness to stay when working in culturally diverse environments found that perceived working conditions and school characteristics were correlated with attrition patterns. Also, after analyzing data collected from diverse schools in Arizona, Geiger and Pivovarova (2018) found that early career teachers working in more culturally diverse settings were more likely to quit the profession in comparison to those in less diverse schools. Such findings are also supported by Guthery and Baile's (2019) study undertaken to gain an insight into how school settings affect the retention rates of new teachers in Texas. After analyzing the persistence rate of 175, 664 teachers using logistic regression, the researchers found that the cultural diversity of the students was positively related to early-career teacher attrition. Guthery and Bailes (2019) concluded that teaching in a culturally and ethnically diverse school results in an additional workload for newly employed teachers since they must devise a differentiated approach to learning to meet the diverse needs of the students. This increased workload is a major predictor of high novice teacher turnover. 
The majority of teachers prefer working in school settings, which march their ethnic and cultural upbringing (Katsantonis, 2019). This perspective is supported by a study conducted by Miller et al. (2020) to determine the relationship between teacher retention and person-organization fit. After examining the perspective of early career teachers on various measures of person-organization fits, such as job satisfaction, the Miller et al. (2020) found that novice teachers working in culturally diverse school environments were more likely to quit their profession compared to those that worked in cultural environments that were similar to their backgrounds. In an attempt to explain the research findings, Mitchell et al. (2020) stated that the increased willingness to quit stemmed from the lack of person-organization fit, which had adverse effects on the ability of newly employed teachers to cope with attentiveness to students based on their linguistic, cultural, ethnic, social, and racial backgrounds. Although novice teachers are already equipped to handle culturally diverse environments, designing instruction strategies to meet all students' needs can prove overwhelming and eventually cause them to desert their profession (Mitchell et al., 2020).
	Various studies have indicated that the ability to practice cultural sensitivity determines the success of teachers in a multicultural classroom. For instance, a study undertaken by Shibiti (2019) to establish the link between job embeddedness and retention factors among teachers found that revealed that retention factors significantly and positively predict job embeddedness. Some of the retention factors considered in this study included teacher preparation, working conditions, compensation, and administrative support. Shibiti (2019) found that cultural diversity in the classroom is one of the major working conditions that predicted job embeddedness since besides affecting the student-teacher relationship, it also influenced teacher workload. From the study findings, Shibiti (2019) recommended that novice teachers may deploy the components of agency and autonomy while dealing with their students to ensure that their practices address the socio-cultural diversity requirement as stipulated by the modern education curricula. A similar study was undertaken by Moser and McKim (2020) to determine how teacher connectivity affects career commitment found that workplace connections are important in nurturing resilience and satisfaction. This finding was realized after the researchers explored four elements of teacher connectivity namely curricular, community, within a school, and relationship with other teachers. Cultural diversity was found to be one of the factors influencing teacher connectivity within a school and relationships with other teachers (Moser & McKim, 2020). From the study findings, Moser and McKim (2020) concluded that the retention of novice teachers in light of the challenges stemming from culturally diverse education settings is increasingly turning into a challenge with early career teachers being required to adjust their teaching methods to suit the needs of culturally diverse student populations. This need for adjustment and the ability to practice cultural sensitivity explain why turnover rates are often higher during the first year of teaching (Moser & McKim, 2020).
Teaching and evaluating diverse classrooms present various challenges to early career teachers, which have adverse effects on job satisfaction. A study by Wang et al. (2018) executed to evaluate the job satisfaction differences by comparing STEM and non-STEM novice teachers found that teachers in the science and technology classes were more likely to abandon their careers in comparison to the non-stem teachers. This finding was informed by the perspectives of teachers on the challenges of teaching and evaluating various subjects, especially in a diverse classroom setting. From the study findings, Wang et al. (2018) recommend that measures for improving novice teacher retention should consider equipping these professionals with skills for managing culturally diverse teaching environs. This recommendation is supported by a study undertaken by Slavin (2017) to examine how evidence-based approaches could be adopted to reform the education sector. The results of this study indicated that programs and practices with strong evidence effectiveness should inform education policies. From the study findings, Slavin (2017) recommended that effective design of teaching evaluation methods should be anchored on systematic reflection skills and cultural sensitivity, which is absent in most novice teachers. This recommendation can be affirmed by Lowe et al. (2019) a study that aimed at designing and pilot an instrument that could be used in identifying veteran teachers who remain committed and positive when executing their professional duties within a wider teaching population. Lowe et al. (2019) found that that the majority of novice teachers lack the kind of latitude, experience, and professional autonomy requisite for pedagogical competence and are thus demoralized by their inability to cope with multicultural environments. Whereas these attributes can be developed over time, the intense pressure exerted on novice teachers by curricula expectations combined with the socio-cultural environment factors are likely to cause career desertion within a short time (Slavin, 2017). 
Student Features
	Escalations in novice teacher attrition require the acquisition of comprehensive insight into the influence of student features on retention (Slavin, 2017). The results of a study undertaken by Perryman and Calvert (2019) to investigate factors that motivate novice teachers to leave the profession indicated that novice teachers left the profession for various reasons such as the high volume of workload, desire to improve work-life balance, lack of managerial support, student indiscipline, student performance, and target-driven culture, Perryman and Calvert (2019) also found that low-performance, indiscipline, and high-poverty among the students were positively related to high turnover rates. Affirming these findings, Shibiti (2019) study aimed at establishing the link between job embeddedness and retention factors among teachers
revealed that newly employed teachers were unlikely to sustain professional engagements for more than 2 years in school environments that were characterized by poor and low-performing students. 
[bookmark: _Hlk36069337]Various studies have indicated that the student feature may not be a significant predictor of novice teacher attrition in comparison to factors such as administrative support, job satisfaction, and compensation (Holme et al., 2017; Tuchman, 2017). Whereas this not misplaced, the results of a study undertaken by Viano et al. (2020) to determine the factors that motivated teachers to work in low-performing schools indicated that student characteristics inform teacher job motivation, which is a major predictor of teacher attrition. This finding is supported by a study by Kelchtermans (2017), which aimed at determining factors that influence early career teachers' retention rates. This researcher found that student discipline is a major predictor of the teacher-student relationship, which in turn affects job satisfaction and the general willingness to stay. Although not many studies have been conducted to support this finding, it would help to think along such lines given that education reform policies have often failed to generate the anticipated impact levels as it relates to reductions in novice teacher attrition in environments dominated by student poverty and indiscipline (Whalen et al., 2019). 
	When examining the issue of novice teacher turnover, the student features factor cannot be separated from school characteristics. The findings of various studies have depicted that the features of school environments dominated by low-performing students from poverty-stricken backgrounds may also have been working to aggravate novice teacher attrition. For instance, the results of a study undertaken by Cheema et al. (2017) to determine how teacher morale varies between white-majority and white-minority schools indicated that teachers working in white-majority schools had a higher level of job motivation than those working in white-minority. Explaining this finding, Cheema et al. (2017) noted that in addition to a notable number of students in white-minority schools being poor, especially in the rural areas, the class sizes in these facilities are usually large, a characteristic that further increases teacher workload, which is a major predictor of teacher turnover. From the study findings, Cheema et al. (2017) concluded that the students’ feature component works alongside school environments to reduce the willingness of newly employed teachers to continue working.
The effects of student features on teacher turnover also depend on the level of intrinsic motivation among the teachers. Various studies have indicated that novice teachers may choose to remain in school environments that are characterized by low-income and low-performing students if they love teaching, have working and positive relationships with other administration and counterparts, or have established relationships with the students and enjoy improving their lives. For instance, the results of a study conducted by Perryman and Calvert (2019) to explore factors that initially motivate education graduates to teach depicted that intrinsic and extrinsic motivation affect the retention of newly employed teachers. Also, the results of this study indicated teachers driven by love for the subject and profession at large were in a better position to address challenges resulting from student features. 
Motivation Factors and Novice Teacher Retention
	Employee motivation is a key predictor of job performance. The results of a study undertaken by Kirk (2020) to examine the motivations and experiences of pre-service teachers in close reference to how the two factors affect attrition in both male and female teachers indicated that teacher motivation is positively correlated with high retention rates. From the research findings, Kirk (2020) concluded that teachers require heightened motivation levels as they try to integrate professional training experiences with real-life situations in school environments. The findings of a study by Meristo and Eisenschmidt (2012) aimed at determining if induction programs affect the intrinsic motivation among teachers, indicated that professional training opportunities for early career teachers are key predictors of intrinsic motivation. Based on the findings, Meristo and Eisenschmidt (2012) concluded that the complex nature of the motivation construct makes it challenging for school principals and policymakers to attend to the motivational needs of different teachers and in a unique teaching environment. This conclusion is supported by Perryman and Calvert's (2019) study on factors that initially motivate education graduates to teach. The results of this study indicated that the desire to improve work-life balance and the lack of managerial support on matters related to teacher motivation inspired teachers to quit the profession. Also, Perryman and Calvert (2019) noted that although evidence-based educational reforms have suggested several strategies to motivate novice teachers and keep them in their profession, the strategies have seldom generated the anticipated levels of results given that motivational tactics and processes work differently for teachers with different personalities and are also influenced by the settings in which they practice. Thus, it is logical to assert that effective design of novice teachers' motivation strategies would generate significant retention results (Perryman & Calvert, 2019).
	Different approaches to novice teacher motivation generate varying results. In a study designed to investigate factors influencing attracting and retaining teachers in Tennessee schools, Viano et al. (2020) found that consistent administrative support on teacher motivation is a major predictor of teacher turnover, which should be designed to fit the specific needs of every teacher. Based on the findings, Viano et al. (2020) recommended that motivational tactics designed for this teacher faction may be employed to cater to individual teacher needs at different levels or may be directed to motivate a group of teachers within a particular setting. Whereas this recommendation would explain the different results obtained while attempting to foster novice teacher retention through motivation, it is imperative to consider the results obtained by each motivation approach. For instance, the results of a study conducted by Djonko-Moore (2020) to examine how the challenges teachers go through in preparing to teach linguistically and diverse learners to influence their motivation to remain in the profession depicted that motivation was a key factor in determining whether teachers decided to leave or stay. However, Djonko-Moore (2020) noted that when motivation focuses on a group of teachers based on their school environment, the results cannot be expected to bear significant fruits at the personal level. 
The motivation for novice teachers should be focused on direct and personalized interventions (Kim & Cho, 2014). The need for adopting customized approaches to motivation is supported by various studies. For instance, the findings of Perryman and Calvert's (2019) study undertaken to determine factors that motivate novice teachers to leave the profession indicated that personalized motivation interventions that took into account school environments were more likely to generate better retention results in the form of heightened intrinsic and self-regulated motivation. In a similar study by Tuchman (2017) undertaken to gain an insight into the limitations and possible gains of education reforms, the research findings indicated that adopting a self-regulated approach to motivating teachers results in significant improvements in relation to teacher planning, choices, adaptation, and systematic actions. Thus, the motivational strategies for augmenting the retention of newly employed teachers should adopt personalized instead of group focus strategies (Perryman & Calvert, 2019; Tuchman, 2017).
Job Satisfaction
	Newly employed teachers encounter various challenges, which affect their level of job satisfaction. According to Lee (2017), job satisfaction is a motivational concept that connotes teachers’ general feelings concerning their work. Different scholars have conceptualized job satisfaction differently. For instance, the concept of job satisfaction has been presented as the positive or negative evaluative judgments that teachers make about their work as influenced by intrinsic factors of facilitating student achievement and self-growth, extrinsic factors of school leadership and climate, and societal factors of status and educational change (Djonko-Moore, 2020; Perryman & Calvert, 2019; Wronowski & Urick, 2019). The findings of a study undertaken by Kirk (2020) to examine the motivations and experiences of pre-service teachers in close reference to how the two factors affect attrition in both male and female teachers indicated that stressful situations, such as overwhelming assessment periods affected teachers with intrinsic and attitudinal factors. The results of this study indicated that these effects had adverse impacts on job satisfaction. Kirk (2020) concluded that the experience of novice teachers during the first 2-3 years is critical and the mechanisms through which this teacher population copes with embodied challenges exerts significant implications on corresponding job satisfaction levels and eventually determines their willingness to stay or leave. 
	A low level of job satisfaction is perceived as a major factor responsible for high turnover rates among early career teachers (Shibiti, 2019). Toropova et al. (2020) conducted a study to investigate factors (school working conditions and teacher characteristics) that cause novice teachers to contemplate leaving their careers. The researcher discovered that newly employed teachers expressed dissatisfaction with their work environment, interpersonal relationship frustrations, and mentoring support issues. Also, Toropova et al. (2020) found that job dissatisfaction contributed towards novice teacher demoralization; and therefore, increasing chances of quitting the profession. The research findings also indicated that increased levels of job dissatisfaction among this teacher faction heighten burnout possibilities and increased stress levels, which also contributed towards the willingness to leave. These findings are supported by Katsantonis's (2019) study undertaken to investigate whether a correlation exists between school climates/environments and the satisfaction of teachers. This researcher found that teachers’ job satisfaction is dependent on self-efficacy. Katsantonis (2019) concluded that nurturing a positive school climate is key in enhancing teacher’s job satisfaction. Katsantonis (2019) recommended that policy measures should be put in place to counter the escalating trends of novice teachers leaving their professions on a global scale. Notably, the inclusion of the global aspect in such a statement indicates that policymakers and school principals should work jointly to generate sustainable measures that will minimize or eradicate issues related to heightened workload, challenges in interpersonal relationships, and stress. 
Professional Training 
	Professional training is a key component of novice teacher career growth. According to Baluyos et al. (2019), professional training not only constitutes the training prospective teachers receive in colleges but it also encompasses the induction practices and programs necessary for assimilating novice teachers into real teaching environments. These components of professional training not only determine job satisfaction for newly employed teachers but also determine their responses to hostile environments thus influencing their willingness to stay. Such relationships are depicted by the findings of a study undertaken by Baluyos et al. (2019) to identify the relative weights of three independent variables (i.e., salary, working conditions, and professional training experiences) on three dependent variables (turnover intentions, actual turnover, and teachers’ job satisfaction). These researchers found that working conditions, professional training experiences, and remuneration generated more significant influences on teacher’s intentions to leave. Based on the findings, Baluyos et al. (2019) concluded that retention of both new and experienced teachers could best be enhanced by improving the working conditions and designing effective professional training strategies. 
With the ever-changing curriculum expectations, various improvements are required for current induction programs and practices to ensure that they match the of newly employed teachers (Mitchell et al., 2020). This statement is supported by the findings of a study undertaken by Ovenden-Hope et al. (2018) to determine the effectiveness of the evidence-based Retain Early Career Teacher (ECT) Continuing Professional Development Program (CPD) in retaining and developing competent teachers. This study found that that three elements of RETAIN, in-school coaching, peer learning, and taught sessions, produced positive outcomes among the ECTs. Based on this finding, Ovenden-Hope et al. (2018) recommend that strengthening teacher socialization practices to enhance peer learning and matching them to the personalized novice teacher needs would directly influence their willingness to stay being motivated to meet the required echelons of self-efficacy and instruction quality. The need for this recommendation is supported by a study undertaken by Sikma (2019) to determine the social support networks used in mentoring elementary school teachers and how they affect turnover. This study found that for social support networks to be effective in professional training and play a role in reducing the turnover of elementary school teachers, four main types of social support that include contextual, social, relational, emotional, and academic. Based on the findings, Sikma (2019) noted that the surface-level district orientation sessions, random workshops, or introductory level training sessions without the four types of social support left novice teachers demoralized and with high quitting intentions. 
Salaries and Benefits 
	Novice teacher retention has been aggravating the already existing challenges facing the education sector (Martin & Mulvihill, 2016). Policymakers and school administrators have been attempting to counter the teacher attrition problem by advocating salary increments and benefit enhancements (Baluyos et al., 2019; Sorensen & Ladd, 2020). Various studies have depicted that novice teachers can be enticed into staying for more than five years through augmented compensation approaches. For instance, the findings of a study executed by Vagi et al. (2019) to examine measures that could be used to retain pre-service teachers indicated that salaries and benefits were positively correlated with job satisfaction, which is a major predictor of early career teacher turnover. Based on this finding, Vagi et al. (2019) noted that job satisfaction in the context of a novice teacher is dependent on many variables including student characteristics, salaries and benefits, and school environments. Whereas this implies that improving the compensation and benefits packages may not generate significant influences in relation to the retention of newly employed teachers, a study conducted by Nolen et al. (2011) to determine the perceptions of novice teachers concerning salaries and benefits in relation to their willingness to stay indicated otherwise. The researchers discovered that 65% of the participants would be willing to continue working in hostile environments and especially in low-performing rural schools if the salary and benefits offers were improved to match the demanding nature of such environments. Such findings suggested the existence of an undeniable correlation between novice teacher retention and compensation or benefits (Nolen et al., 2011; Vagi et al., 2019).
	Various studies have depicted that the issue of salaries and benefits and how it affects the retention of novice teachers is dependent on demographic factors, especially gender and age. For instance, Hill and Jones (2018) carried out a study to investigate the relationship between performance pay, teacher efficacy, and teacher retention including the perspectives of gender. The findings of this study revealed that male and female teachers responded differently to performance pay in relation to retention with retention rates for men more likely to be improved by salary and benefits. Such findings can be supported by a study undertaken by Qadhi et al. (2020) to determine the effects of teacher preparation and school characteristics on the turnover of female novice teachers. From the perspective of female teachers on factors influencing their decision to stay, Qadhi et al. (2020) found that compensation as a school characteristic had a limited effect on novice teachers' leaving intentions. 
The attrition of male teachers can be viewed from the perspectives of social support and gender-related roles and responsibilities. This statement can be supported by the findings of a study undertaken by Kirk (2020) to explore the motivations and experiences of pre-service teachers in close reference to how the two factors affect attrition in both males and females. From the perspectives of 26 pre-service teachers, the researcher found that that stressful situations affected male teachers with intrinsic motives owing to additional stressors such as limited male peers and attitudinal factors. The researchers also found that that working in a female-dominated occupation exerted different implications for men’s attrition. Kirk (2020) concluded that newly employed male teachers and especially those with families were more likely to pursue institutions that provide better salaries and benefits due to the pressurizing influences of family-financial demands. Whereas such a perspective fails to capture the possible influences of salary increments on the female novice teacher population, it does suggest that a correlation exists between the retention of newly employed teachers and compensation (Kirk, 2020; Qadhi et al., 2020). The possibility of this correlation is supported by Studies addressing the teacher retention issue from a gender perspective that has generated differing perspectives. For instance, a study undertaken by Shifrer et al. (2017) to prove that the receipt of a financial award did not consistently relate to higher mean student test score gains or teachers’ likelihood of retention found that only 11% had transferred within districts due to salary or benefit incentives. Additionally, the researchers found out that approximately 23% of teachers that exited to other districts were motivated by the salaries and benefits factor. 
Novice Teacher Retention and the Gender Factor
	The component of gender difference in relation to experienced and veteran teacher retention is a field that has been significantly understudied (Kirk, 2020). Redding and Henry (2019) undertook a study to fill this gap basing their research on the time of hiring. Among other teacher characteristics, Redding and Henry (2019) found evidence of gender differences in the timing of within- and end-of-year moving and leaving. Although teachers who identified as female had no greater risk of moving schools within or at the end of the school year than teachers who identified as males, the significant Wald test used by the researchers indicated that male teachers had a greater risk of moving schools within the school year compared with the end of the year. A similar study undertaken by Kirk (2020) to determine teacher retention from a gender-based can be used in explaining the gender-based trend. The findings of this study indicated that female teachers have greater occupational mobility advantages, which causes them to consider other alternatives towards the end of the year. Based on the study findings, Kirk (2020) noted that when applied to newly employed teachers, the principle of occupational mobility as determining retention differences between male and female teachers may be aggravated. This researcher also noted that novice female teachers may not need to wait until the end of the year to exit teaching or pursue teaching careers in other institutions. 
	The gender factor may be more influential in relation to novice teachers given that teaching, especially in the context of preparatory schools, has often been viewed as a female-dominated profession (Moser & McKim, 2020). Various studies shed more light on the differences in novice teacher turnover rates between males and females from the perspective of social roles and occupational preferences. A study was undertaken by Holme et al. (2017) to longitudinally measure the factors that affected teacher turnover can be used in explaining the gender-related trend. The findings of this study indicated that over 38% of male novice teachers opt out of the profession because it is associated with low income and low social prestige, which they find demeaning. Attempting to shed more light on the understudied gender perspective to novice teacher retention, Kirk (2020) used the resources-rewards model to examine the gender differences in teacher attrition in rural and urban areas. The researcher found that newly employed male teachers were unlikely to last for more than 2 years in the teaching profession whereas females employed at the same time would last for up to 4 years. Whereas there is an absence of ample data on this gender-based perspective to novice teacher attrition, it is currently safe and logical to assume that novice male teachers are unlikely to outlast their novice female counterparts in the teaching profession (Holme et al., 2017; Kirk, 2020).
Education Sector and School Administration Policies
Institutions have varied policies depending on their respective missions and objectives. Administrative policies in schools are informed by factors such as the availability of resources, school culture, and characteristics defining the students (Wronowski & Urick, 2019). When designing the administration policies, it is paramount to ensure that they align with the education sector policies set by the state. According to Young (2018), every state in the USA has unique educational policies, which are based on the diversity, autonomy, and diversity of the citizens. For this reason, all learning facilities are required to meet all the standards set by the state. Wronowski and Urick (2019) stated that the state educational policies are designed by school administrators, education experts, teachers, school systems, and a panel of experts from the state department of education. Policies, whether educational or administrative, affect the professional practice of teachers and therefore, it is paramount to understand how they affect the retention of novice teachers. 
Education Sector Policies
	The need to minimize novice teacher turnover has attracted various reforms by the education sector. Whalen et al. (2019) after investigating the challenge of novice teacher retention discovered that the majority of these reforms focus on retaining experienced/veteran teachers in comparison to their novice counterparts. The dire need to improve retention for this teacher faction has been propelled by the realization that unlike other professions like engineers, doctors, professors, lawyers, and architects, the rates at which new teachers have been deserting their careers have been alarming (Grissom & Bartanen, 2019). For instance, in the United States, statistics indicate that approximately 40 to 50% of novice teachers abandon their careers within the first three to four years (Mitchell et al., 2020). Consequently, policies designed to encourage newly employed teachers to stay have been put in place and have been consistently revised to generate better retention outcomes (Heise, 2017). According to Dixon (2018), most of the policies adopted by education sectors across the globe encompass financial incentives for teachers handling complex subjects like mathematics and sciences. In England, policies like the provision of tax-free bursaries as well as maintenance loans and early-career payments have been used to help retain novice teachers (Squires, 2019). The United States has adopted similar approaches providing novice teachers with variable salaries, and especially those posted in challenging geographical areas and schools exhibiting higher percentiles of disadvantaged students (Katsantonis, 2019). 
Recently, policymakers in the education sector have also opted to move past fiscal incentivization while seeking to retain newly employed teachers. For instance, the findings of a study undertaken by Harrell et al. (2018) to determine the effects of school student bodies and working conditions on teacher attrition indicated that policies are increasingly being developed to cater for novice teacher difficulties associated with working conditions. This finding is supported by a similar study executed by Wronowski and Urick (2019) to determine the relationship between teacher turnover and teachers’ perception of assessment and accountability policies. The findings of this study indicated that education policies have as well focused on enhancing professional development opportunities, induction programs, and leadership skills. Given such a background, it is critical to look into the common policy approaches used globally to foster novice teacher retention.
Financial Incentives. Although this approach is perceived as a traditional policy, financial incentives are still common interventions to retaining teachers. According to Grissom and Bartanen (2019), the use of fiscal incentives to enhance the retention of newly employed teachers is established upon the assumption that sufficient compensation will convince novice teachers to continue in the profession. However, this approach has not always generated the anticipated results. Explaining the outcome mismatch, the findings of a study by Redding and Henry (2019) aimed at establishing new approaches to measuring turnover over, indicated that opined that novice teachers, and especially those in challenging environments are often overwhelmed and find the fiscal incentives not commensurate with the problems they go through. 
Professional Development. Education policies have recently focused on professional development in a bid to reduce novice teacher turnover (Dvir & Schatz-Oppenheimer, 2020). According to Wronowski and Urick (2019), policymakers have directed school administrations to invest in their newly employed staff to foster professional development hoping that such opportunities will culminate in the augmentation of their willingness to stay. Nonetheless, the focus on policies has not produced the expected level of results. The findings of Sözen (2018) and Perryman and Calvert (2019) studies on challenges of novice teachers indicated variations in actual and expected outcomes arguing that the focus on professional development has failed to address issues like novice teacher workload and job satisfaction. On the other hand, studies have indicated that novice teacher attrition would be challenging to reduce using professional development policies given their quality variations and objective discrepancies the novice teacher access notwithstanding (Martin & Mulvihill, 2016; Kelchtermans, 2017; Wang et al., 2015; Wu & Lee, 2020). 
Administrative Leadership Improvement Policies. At the education sector level, policymakers have been focusing their efforts towards improving the leadership capabilities of school principals to enhance the retention of new teachers (Billingsley & Bettini, 2019). The role played by principal leadership in relation to novice teacher retention is irreplaceable (Altayli & Dagli, 2017). School leaders not only determine working environments but also determine the reception, support, and recognition of new teachers (Djonko-Moore, 2020). Therefore, policies developed at the school district level have been emphasizing the recruitment of principals that can create conducive atmospheres for the teacher faction under study (Burkman, 2012). Policies have also been developed to encompass direct charges to school heads to ensure that they focus on developing novice teacher’s skills while simultaneously providing oversight to ensure that working conditions are safe, welcoming, and hospitable for newly employed teachers (Altayli & Dagli, 2017). According to Redding and Henry (2019), such policies are responsible for reducing novice teachers' turnover. Moreover, current district-level policies require school principals to exercise discretion to guarantee the refinement and reinforcement of teacher retention efforts (Billingsley & Bettini, 2019). In the UK, education sector policies targeted at augmenting the retention of newly employed teaching staff have been designed in such a way as to encompass ongoing training for school heads concerning upcoming retention measures (Billingsley & Bettini, 2019). Other countries have adopted a similar approach with the US education sector reforms generating policies that guarantee high-quality principal preparation programs, which are combined with leadership development programs to enhance their employee retention capabilities (McDonald, 2018). Generally, policies have been focusing on improving principal’s practice through unceasing professional development programs (Zhang & Zeller, 2016).  
School Administration Policies
Working Conditions. In the modern school environment, school principals are expected to design policies meant to improve working conditions while pursuing reductions in novice teacher attrition (Watson, 2018). Research indicates that this move stems from the realization that newly employed teachers are negatively influenced by an assortment of working conditions (Baluyos et al., 2019). For instance, most school administrations have directed their resources towards augmenting issues related to student discipline, teacher collaboration, and administrative support. Despite the assortment of administrative policies available for improving novice teacher retention, the outcomes have not been as encouraging. Explaining the phenomenon, Holme et al. (2017) indicated that administrative policies are usually hindered by resource constraints. As such, whereas administrations can design policies that would be effective, the efficacy of the policies is limited since the finances school principals have at their disposal to ensure efficient implementation are wanting (Altayli, & Dagli, 2017). Thus, changing school environments through policies designed to deal with issues such as large class sizes and school facilities though appropriate has been elusive because such undertaking would require extra funding (Watson, 2018). This need for resources explains why Sözen (2018) observed that administrative policies aimed at changing school environments for the augmentation of novice teacher retention seldom generate the anticipated result levels. Thus, administrative policies have been shifting towards more practical and less capital-intensive approaches.
	School principals are increasingly designing novice-teacher retention policies within reasonable budgets (Sorensen & Ladd, 2020). According to Whalen et al. (2019), the most common policies relied upon to create conducive and motivating environments for novice teachers are teacher autonomy, recognition and respect, and participation in decision-making. Such policies are likely to prove more effective given that since they are designed to address the needs of newly employed teachers. The findings of a study undertaken by Mintz et al. (2020) to determine how teacher attitude, self-efficacy, and administrative support indicated that the absence of recognition and respect contributes approximately 19% towards novice teacher retention whereas allowing newly employed teachers to take part in decision-making contributes approximately 11% towards their willingness to stay. Such findings suggest that although the teacher retention results by administrations engaging these two policies may be minimal, the policies have a direct impact on school environments and correspondingly influence the retention levels. On the other hand, Dixon (2018) argued that administrative policies might not prove effective if not well supported by formidable and well-funded government and education sector policies. Such an assertion implies that the efficiency of administrative policies in reducing novice teacher turnover is unlikely to generate significant changes in environments that are more challenging. 
Teaching Workload. The realization that novice teachers’ willingness to stay is greatly influenced by teaching workloads has shifted administrative policies towards workload reduction (Toropova et al., 2020). Viano et al. (2020) carried out a study to determine what teachers need to continue working in low-performing schools and discovered that expert teachers complained of unnecessary workloads because their administrations placed little value on newly employed personnel while focusing their resources to retain veteran teachers. According to Hill and Jones (2018), teaching workload connotes that time allocated for planning, provision of instruction, and barrier elimination to make the most of instructional time. Notably, time is an essential component when it comes to effectiveness in teaching. Correspondingly, workload determines job satisfaction and subsequently exerts influences on the willingness of newly employed teachers to leave or stay (Wang et al., 2015). 
Instruction Resources. School administrations are increasingly considering the provision of adequate instructional resources to augment novice teacher retention (Bettini et al., 2020). Margariti (2020) defined instruction resources as the availability of technology, communication, and teaching materials. Although this approach can be an effective measure of combating the turnover of newly employed teachers, its effectiveness has been greatly hindered by limitations in fiscal resources (Cheema & Fuller Hamilton, 2017; Ronfeldt & McQueen, 2017). Notably, the willingness to leave of stay of newly employed teachers depends greatly on the motivation they derive from the availability of ample working resources, which translate into enhanced effectiveness and job satisfaction (De Neve & Devos, 2017). This need for resources explains why Young (2018) in a study undertaken to determine which measures are effective in hiring and retaining observed that in schools where ample instruction resources are provided to novice teachers the chances of leaving are reduced by approximately 9%. 
The Burnout and Stress Factor
	Teaching though rewarding is a very taxing profession. Studies have defined burnout as a psychological state characterized by emotional exhaustion, minimized sense of personal achievement, and depersonalization (Guthery & Bailes, 2019; Miller & Youngs, 2021). Burnout and stress are often perceived as the leading causes of high teacher turnover. Lee (2017) undertook a study to define the connection between emotional labor, turnover desires, and teacher burnout among teachers working in physical education classrooms. The findings of this study indicated that burnout among teachers informed the trajectory from emotional labor strategies to turnover desires. Based on the findings, Lee (2017) concluded that the overworking of newly employed teachers is one of the chief reasons behind their inability to continue working for more than two years after they enter into the profession and attributed the problem to heightened stress levels. Studies have attributed this significant influence to the fact that burnout and stress are associated with multiple causes such as student misbehavior, increased workload, lack of administrative support, lack of support from colleagues, absence of sufficient instructional resources, poor salaries, lack of self-efficacy, and personal factors (Mikser et al., 2020; Miller & Youngs, 2021). 
Factors Contributing Towards Novice Teacher Burnout and Stress
Student Behavior. Newly employed teachers find it challenging to cope with consistent disruptive student behavior (Nolen et al., 2011). Tuchman (2017) found that novice teachers are increasingly quitting their careers owing to the aggravating influences of consistent and disruptive student behavior on their already heightened stress levels. These kinds of behaviors are often notable in schools where students exhibit an unwillingness to learn (Altayli & Dagli, 2017; Squires, 2019). Thus, when novice teachers encounter such environments, teaching becomes a frustrating process and eventually begins to exert negative influences on their effectiveness and job satisfaction (Perryman & Calvert, 2019; Moon & Park, 2019). In the absence of appropriate mentorship programs and ample administrative support on addressing student indiscipline, teacher job satisfaction is adversely affected resulting in an upsurge of leaving intentions (McDonald, 2018).
[bookmark: _Hlk33392402]Loss of Autonomy. Autonomy plays a critical role in determining the levels of novice teacher satisfaction. This role implies that when newly employed teachers are deprived of autonomy, the rising and consistent dissatisfaction levels can easily wear them out and cause them to exit the profession (Wu & Lee, 2020). According to Slavin (2017), not only does autonomy deprivation lead to novice teacher disengagement but it also frustrates them allowing stress to culminate in a state of burnout. Ovenden-Hope et al. (2018) attempt to explain this issue by stating that professionals teachers are trained to anticipate certain autonomy allowances from their school administrations. Thus, when administrations continuously interfere and place constraints the feelings of resentment and powerlessness begin to wear them down. When this becomes a pattern and there is no intervention, quitting becomes an unavoidable possibility. As indicated by Lakhwani (2019) and Margariti (2020), when administrations are making decisions that concern novice teachers, they should take care not to create unsupportive atmospheres that slowly disconnect newly employed teachers and contribute towards prolonged stress. 
Relationships. Relationships can influence novice teacher burnout and stress. According to Carrillo and Flores (2018), relationships with co-workers, school principals, administrators, and students can trigger the process of burnout by activating and sustaining unnecessary stress levels. In cases where novice teachers have unhealthy relationships with their students, the depersonalization effect causes them to develop indifference towards their work (Hill & Jones, 2018; Mehboob & Othman, 2020). When this happens, stress levels tend to heighten as students develop negative attitudes towards the teachers (Kumi-Yeboah & James, 2012). Eventually, the stress levels become overwhelming and burnout takes effect causing novice teachers to think about quitting the profession. On the other hand, principals can exert influences on the emotions of novice teachers (Heise, 2017). Consequently, when principals fail to support newly employed teachers, the emotional effect can easily translate into prolonged stress and ultimately burnout and a decision to quit (Grissom & Bartanen, 2019). Positive and working relationships with colleagues have been found to play significant roles in reducing stress among novice teachers (Wronowski & Urick, 2019). Explaining the phenomenon, Ronfeldt and McQueen (2017) posited that when newly employed teachers lack socializing opportunities and professional development help, they are more likely to experience heightened stress due to the compounded effects of job-related challenges.  
Working Conditions. Several working conditions contribute towards novice teacher burnout and stress. Lowe et al. (2019) discovered that approximately 68% of cases of novice teacher turnover were related to working conditions and burnout. Such a significant influence of working conditions on the burnout and attrition of newly employed teachers is validated by the diversity of working condition variables that are likely to influence burnout among novice teachers. These comprise workload, physical isolation, accountability and educational policies, and resources (Zhang & Zeller, 2016). 
Summary and Conclusion
	Unlike veteran teachers, novice teachers are vulnerable to exiting the profession owing to a variety of factors. For instance, school environmental factors exert extensive influences on the decision of newly employed teachers to stay or abandon their careers. In the absence of administrative support, mentorship programs, and appropriate administrative leadership, teachers in this category are likely to desert their newly acquired professions (Hill & Jones, 2018). In cases where these factors combine with the student feature component, novice teachers find it challenging. However, existing research seems to focus on the individual contributions of these factors without taking into account the roles played by school environmental factors in triggering stress, which eventually culminates into burnout causing novice teachers to consider the decision to leave as the best alternative (Perryman & Calvert, 2019). Cultural diversity in modern-day classrooms, which has been addressed in literature as it relates to novice teacher attrition has focused on issues related to self-efficacy and job satisfaction. 
	Motivation factors have often determined whether newly employed teachers quit their professions or choose to stay. Job satisfaction contributes immensely towards novice teacher turnover. Existing literature has justified this point of view indicating that unless teachers in this category can experience extrinsic and intrinsic motivation the chances of staying are minimal (Ronfeldt & McQueen, 2017). Salaries and benefits targeted at addressing turnover among newly employed teachers can as well be merged with policies related to professional training to combat the heightening attrition trend (Qadhi et al., 2020). Current literature has failed to effectively address the gender factor in relation to novice teacher attrition. Investigations carried out through review of literature have revealed that the rates at which newly employed male and female teachers abandon the profession vary depending on factors like school location (whether they are located in rural or urban areas) and the social prestige accompanying the profession. 
	Although education sector policies have attempted to handle the teacher retention issue in general, little attention seems to have been directed towards the novice teacher category. However, policymakers are increasingly adopting financial incentives and leadership improvement policies to counter the negative trend. At the school administration level, policies adopted have included teacher workload, instruction resources, and working conditions (Perryman & Calvert, 2019). Whereas existing literature has identified these policies, researchers have failed to detect the inability of school-level policies to attain fruitfulness due to insufficient government and district-level support.
	The burnout and stress factor as discussed in this section summarizes the influences of other identified factors of novice teacher turnover. It is important to note that novice teachers leave not because of a single factor but because the school environment and motivation factors work jointly to prolong stress levels causing newly employed teachers to abandon their careers. Voluntary and involuntary turnover among novice teachers has been significantly understudied. This review of literature has gathered information from diverse sources to demarcate between the two. Voluntary turnover may stem from personal issues such as sicknesses, better career opportunities, or access to greater wealth levels. On the other hand, the involuntary factor is closely associated with the compounded influences of school environments, administrative policies, and the absence of motivation. 
	The next chapter discusses the proposed methodological plan for the study. In particular, the chapter provides a detailed description of the type of research adopted, the role of the researcher, the process of recruiting the research participants, the participant selection process, and instrumentation. Also, the chapter provides descriptions for the process of data collection, analysis, and how trustworthiness will be assured. 
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