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ABSTRACT

This study identified important factors that need b be considered concerning the
recruitment, retention and job satisfaction of teabers certified in bilingual/ESL
from the pre-service teacher perspective.  The Bilgual Pre-Service Teacher
Questionnaire (BPTQ) was developed and administeredto seventy-three
undergraduate students who were enrolled in coursesvhich would lead to bilingual
certification at a large university in central Texas. Students rated the importance of
the following areas on the BPTQ: (1) resources anahaterials for the classroom; (2)
compensation/salary; (3) professional developmentgvided by the district; (4) and
support from administration, parents, and co-workers. The aforementioned factors
are commonly cited in the literature for recruitment and retention of teachers.
Results indicated that support from administration, parents, and co-workers was
most important for recruitment, retention and job satisfaction of teachers in the
field of bilingual education. Compensation/salary \as identified as least important.
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Introduction

Presently, there are considerable shortages atresstion in the supply of K-12
teachers prepared in bilingual/ESL education (Ao@riAssociation of Employment in
Education [AAEE], 2001). At the same time, dempiyia enroliment trend data
indicates that English language learners (ELLS)tinoe to become an increasing
proportion of the nation’s student population (Matl Clearinghouse for English
Language Acquisition [NCELA], 2003; US Census, 2000 he need for more highly
gualified teachers who are adequately preparedachtELLS in our public schools is an
urgent problem and is highly recognized by schasiridts throughout the nation (Diaz-
Rico & Smith, 1994; Darling Hammond, 1997). Thisdy identified significant
variables, from the pre-service teacher perspectivat will lead to successful
recruitment, retention and job satisfaction of teme in the area of bilingual/ESL
education.

Review of Literature

The nation’s shortage in the supply of K-12 biliagSL teachers is alarming,
and the problem becomes even more complex as fhdatimn of ELLS increases every
year. According to the U.S. Department of Educatidtle Il Biennial Evaluation
Report for the school year 2003-2004, U.S. puldiosls serve about 5.1 million second
language learners. One hundred forty five diffedanguages are spoken among our
ELL population. Significantly, eighty percent oL Es are Spanish speakers. All state
agencies reported using at least one type of Enlglisgyuage instruction program with 40
states using a bilingual program in addition to I&fgas a second language (ESL).

The national shortage of bilingual/ESL teacheraas limited to specific states.
AAEE found that the shortages of bilingual/ESL tears occurred in every region of the
United States. Interestingly enough, these shestage not limited to specific states that
traditionally have had large influxes of immigrantin fact, the most severe shortages
have occurred in states that historically have hatl large immigrant populations
(AAEE, 2001). For example, the research condubtethe Oregon University System
(2000) reported that around half of Oregon’s schadministrators had difficulty in
finding teachers in bilingual/ESL education.

Texas, as well as many other states bordering WM#xico, faces a great
challenge. The following table depicts that thejanty of students attending public
schools in Texas is Hispanic.
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Texas Student Profile 2005-2006

Ethnicity African American| Hispanic| White Native Agmcan
Number of 665,799 2,047,3081,651,040 | 147,315
Students

Percentage 15% 45% 37% 0.3%

(Source: Public Education Information Managemerst&n [2005-2006], TEA 2006)

It is important to note that the total identifiedmber of second language learners
in Texas is 711,737. Most of these students aspafiic and speak Spanish as their first
language (Texas Education Agency [TEA], 2006). Thenber of second language
learners across the nation also continues to ésddN&ELA, 2003; US Census, 2000).

The increasing growth of Hispanic students actibeshation, and specifically in
Texas, places greater demands on the recruitmahtretention of highly qualified
bilingual/ESL teachers to address the academidiagdistic needs of this population.

Shortage of Bilingual/ESL Certified Teachers in Teas

Studies have documented that identification andcessful recruitment of
bilingual/ESL certified teachers have been a péveagproblem in school districts
throughout Texas and continue to be critical slysrtareas (Texas State Board for
Educator Certification [SBEC], 2002; AAEE, 2001)hedl study conducted by Lara-
Alecio, Galloway, and Irby (2003) from the Texas M&University Bilingual/ESL
Teacher Retention and Recruitment Coalition reve@d@% of the 843 Texas school
districts that participated in the study had bilinJESL vacancies in the fall of 2002. Of
those teachers assigned to a bilingual/ESL classrd® % of school districts reported
that less than 10 % of those teachers were fuyfiesl.

In addition, according to the Austin American Ssatan (2004), universities are
not producing enough educators who can teach elamyestudents in English and their
native language. According to this article, thare a number of factors that contribute to
the national shortage of bilingual teachers, from salaries to high turnover among new
teachers to early and routine retirement. Accadio Gold (1996), the lack of
systematic, psychological, and academic suppamésof the most important reasons for
the shortages of bilingual/ESL teachers. The sigertof bilingual teachers in general
constitutes an inconsistency in the student pojuademographic (National Education
Association [NEA], 2002).

Alternative Programs to Recruit and Retain Bilingud/ESL Teachers

On the basis of a comprehensive teacher demanglysugnd shortage (TDSS)
model, Boe (1990) emphasized that there iseed to consider alternative ways to
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increase the supply of ESL and bilingual teachersrder to improve the retention of
highly qualified experienced teachers and to imprtwe yield and retention of newly
graduated teachers. According to the study coedudty the Texas Center for
Educational Research (1999), among the most frelyueaiced complaints of current
and former teachers is working conditions in schodl'his study addressed the policies
to build supportive work environments, salary antheo financial incentives, and
professional development opportunities as importamponents of successful retention
programs.

The Intercultural Research Development AssociasiqitDRA) project Alianza
designed and implemented an alternative programréwauited immigrants who were
credentialed teachers in their home countries. prbgect design led to the development
of accelerated programs that worked to get thedigiduals through a university teacher
preparation program in order to produce highly ee€edjualified bilingual and ESL
teachers in participating school districts (Cor200).

The Bilingual Education Collaborating Alliance (BBLwas yet another program
which was developed and implemented by IDRA in goaofion with the University of
Texas-Pan American and Texas State University-Sartds in response to the high need
for bilingual teachers. The purpose of this patéc program was to alleviate the
shortage of bilingual and ESL teachers in TexasCBEupported the preparation and
certification of approximately eighty-five qualiiecareer-changing professionals and
recent graduates with degrees in fields other th@dmcation who wished to become
bilingual educators through alternative and acegéet routes (IDRA, 2007).

Bilingual/ESL Certified Teacher Retention/Recruitment

The retention of teachers who have already beetifiedrin the bilingual/ESL
area is addressed by several researches. Accdalitng Texas Center for Educational
Research (1999), 19% of the new teachers left #ftgr first year of teaching because
they didn’t have seriously needed professional sttpp Twenty-nine percent of new
teachers leave the education field within theistfithree years, and by the end of five
years, 39 % have left (Viadero, 2002). Gonzalas3msa (1993) examined the need for
retaining bilingual education teachers and empledsthat states and schools need to
create support systems to help smooth new teadmnansitions. The school systems
have included mentor-type support systems whereradshd more experienced staff
members are teamed with new teachers for one oe mpears. Ingersoll and Smith
(2003) stated that the loss of new teachers playethjor role in the teacher shortage
problem, but the efforts to recruit more teacher$ mot alone solve the diminishing
school staffing problem. The study emphasizedmnigig teachers by increasing support
from school administrators for new teachers andavipg teachers’ working conditions.
These research findings suggest that the first péaa teacher’s career is critical in
teacher retention, and programs that help themesdcshould be developed and
implemented (Texas Center for Educational ResddiCER], 1999).



ROXANE CUELLAR, MARIA G. DE LA COLINA, AND JENNIFERBATTLE

Strategies to Recruit/Retain Bilingual/ESL Teachers

Lara — Alecio, Galloway, Irby, and Brown (2004) died retention and
recruitment strategies of school districts in Tet@saddress the need for bilingual/ESL
teachers. The study revealed some strategiesuiparintendents employ to recruit and
retain bilingual/ESL teachers. These strategietudec a) prioritizing recruitment, b)
providing fringe benefits, c) professional devel@mnh opportunities, d) formal
mentoring/induction programs, €) encouraging pafagssionals and teachers to obtain
degrees/certification, f) assisting financially,dag) collaborating with universities and
other educational entities. The study also pointslwat school districts must develop and
implement policies and strategic plans aimed atres$ihg the need for bilingual/ESL
teachers.

Darling-Hammond (1997) identifies the following fars in the retention of
bilingual teachers: a) student motivation and gigoe, b) recognition and support with
the administration, c) salary is a factor though agrominent one, d) attrition rates
particularly in high poverty schools, and e) cohteer salient elements of working
environment that includes: influence over poligyrofessional prestige, resources
available, support from administrators, general kwoonditions, and opportunities for
advancement.

Recruiting Strategies

According to Darling-Hammond (1997), recruitmenfoes should begin with
intensive initiatives to improve pre-service teacleeucation by subsidizing college
education, working toward the accreditation of Sdhoof Education, establishing
professional development academies, and estahldisbeginning teacher-mentoring
programs. She also states that the need for rewnttof teachers is related to the fact
that student enrollments are growing. One elenfeadling into the growing student
school population is the rise of immigration ratd3arling-Hammond also recommends
the recruitment of a diverse teaching force. Thasnecessary if we consider the
proportion of minority teachers reported as 13%antrast to the proportion of minority
students reported as 33%.

As mentioned previously, the number of vacanciebilingual education/ESL is
extremely high. Many of the vacancies in this area be found in school districts with
large numbers of minority low-income students. Séhaechool districts have difficulty
filling these vacancies because they pay teachsss tend to have larger class sizes, have
access to fewer materials, and work in less ddsirtdaching conditions. Darling-
Hammond points out that there is a bridge betwéenpre-service phase and the job
phase. She describes the hiring process as cuomberand dysfunctional. She
recommends the need for aggressive recruitmentghraniversity/school partnerships,
bonuses or salary increments as well as offerieg fetraining to help prepare teachers in
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bilingual education and ESL among others. It sdaportant to recognize that teachers
earn less than other professions that obtain alaginfevel of education (Darling-
Hammond, 1997).

The body of literature related to pre-service teashand their perceptions about
job satisfaction, as a bilingual/ESL teacher isyv@nited. At the time that this study
was initiated, one recent and relevant study wéjards to bilingual/ESL teachers by
Diaz-Rico and Smith (1994) was found. Diaz-Rica &mith (1994) emphasized the
need for creative strategies to attract bilingual/Beachers. Their study introduced
cooperative school community-university models teacher recruitment and staff
training. They reported four philosophical elensesund the six program components that
must function together to achieve maximum sucaedslingual teacher recruitment and
retention. The four elements include: a) persaimg the student-university interface, b)
having a shared knowledge base among experts ingb#l education, ¢) making
teachers feel valued, and d) the orchestration arincunity support for bilingual
education. The six program components includestaffing policies and procedures, b)
career ladder opportunities for bilingual teachejgjistrict support for credentialing, d)
recruitment activities, e) teacher education, anddmmunity awareness. The study
viewed unified staffing, recruitment, and retentiplans for bilingual teachers as an
essential factor for recruiting and retaining lliral teachers.

Summary

The number of second language learners is drarfigtinareasing in the nation
and in Texas (TEA, 2006; NCELA, 2003; US Censu9Q0 At the same time, there is a
shortage of bilingual/ESL certified teachers natiae (AAEE, 2001). Thus, there is a
strong need to produce and retain certified bilalftSL teachers. In the studies
mentioned above, researchers agree on severarddatiat need to be considered in
regards to the recruitment and retention of teackertified in bilingual/ESL. These
factors include: working conditions, administratisapport, professional development
and salary (Darling Hammond, 1997; Gold, 1996; tagk & Smith, 2003; Mandel,
2006; Sosa & Gonzales, 1993; Lara — Alecio, Gallgweby, and Brown, 2004; TCER,
1999). Itis also noted in the literature that fingt year of teaching is a critical year and
strong support and mentorship is recommended (TQEY).

Purpose of the Study

It is evident that there is a strong need to predutore highly qualified
bilingual/ESL teachers across the nation and sipadlif in Texas where the number of
second language learners is increasing at a vetyée. There is also a need for finding
ways to keep the skilled bilingual/lESL teash&ready teaching in elementary school
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classrooms. There is published research in redarie retention of mainstream teachers
and limited published evidence in regards to theruitment and retention of
bilingual/lESL teachers (Darling-Hammond, 1999; 1,997az-Rico and Smith, 1994;
Lara — Alecio, Galloway, Irby, and Brown, 2004).h€fe is no published evidence in
regards to recruitment, retention and job satiggacof bilingual/ESL teachers from the
pre-service teacher perspective.

Purpose

The purpose of this study was to investigate wii@tors are most important in
recruiting and retaining bilingual teachers frone tiewpoint of bilingual pre-service
teachers. Therefore, an answer to the followingstjan was sought:

Which of the following factors will lead to bilingiliteacher recruitment,
retention and job satisfaction from the perspectofe pre-service
teachers that are working toward teacher certiboain bilingual/ESL
education:  (a) resources and materials for thessod@m, (b)
compensation/salary, (c) professional developmeatviged by the
district, and (d) support from administration, pdsg and co-workers?

Methodology

The following section will discuss the methods gndcedures used to collect and
analyze data on the factors that will lead to rierent, retention, and job satisfaction of
bilingual teachers from the perspective of preiserveachers that are working toward
teacher certification with an emphasis in bilingd&8L education. Specifically, this
section contains a description of the respondemssrument, data gathering procedures,
and data analysis and results.

Respondents

Seventy-three undergraduate students who identifteeinselves as future
bilingual teachers and were enrolled in coursesdtiluction to Bilingual Education and
the Psychological Foundations of the Bilingual @jilwhich would lead to initial
bilingual/ESL teacher certification, filled out aiestionnaire addressing bilingual/ESL
teacher recruitment, retention and job satisfactibhe courses that they were enrolled in
were in a block format with a field compahe Students met for class with course
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instructors once a week for a three hour time pleri®n a separate day, students spent
approximately 3 hours in an elementary bilingualsstoom as an intern. During this
time, students were expected to observe classramrtines, work with individual
students and small groups, develop lesson plansassidt and perform normal teacher
duties.

Sixty-seven of the students who responded ¢odthestionnaire were female
while only 6 were male. The majority of the respents were Hispanic. The
respondents were informed by the authors/researdhet the questionnaire not only
pertained to job satisfaction, but was criticaldentifying factors that would lead them,
as future certified bilingual educators, to remiaithe classroom for an extended period
of time.

All of the respondents were enrolled at Texas Stieversity-San Marcos, a
doctoral granting university that is located in thegstin-San Antonio corridor. Presently,
there are over 27,500 students enrolled in theeusity. It is one of the 75 largest
universities in the country. Twenty-eight percehthe student body comes from ethnic
minorities. Texas State is also one of the topr2@ucers of baccalaureate graduates in
the United States (Texas State University, 2007).

Initially, Texas State University began as Southwiesxas State Normal School
in 1903. The original mission of the universitysM@ prepare public school teachers.
Today, Texas State University-San Marcos is onth@top three university producers of
teachers on a yearly basis in the state of Texagad State University, 2007; Texas
Higher Education Coordinating Board, 2007).

During 2006, approximately 4,800 students madehepCollege of Education.
Roughly 2,500 of those students were enrolled & Brepartment of Curriculum and
Instruction. During this same academic year, thepdtment of Curriculum and
Instruction graduated 655 teachers. Of those giedu516 students were White (79%)
and 114 (17%) were Hispanic. Three percent ofgttaeluates were Black and 1% was
Asian/Pacific Islander (Texas State University, 200Texas Higher Education
Coordinating Board, 2007).

Procedure and Instrumentation

Initially, the authors and researchers reviewed litezature for all possible
information on job satisfaction, recruitment antergion and pre-service teachers. They
found that there is published research in regardbe retention of mainstream teachers
and limited published evidence in regards to theruitment and retention of
bilingual/lESL teachers (Darling-Hammond, 1999; 1,997az-Rico and Smith, 1994;
Lara — Alecio, Galloway, Irby, and Brown, 2004). owkver, presently there is no
published evidence in regards to recruitment, teienand job satisfaction of
bilingual/ESL teachers from the pre-service teag®espective.

Based on the lack of research in the field aredettperience of the researchers as
former bilingual teachers, supervisors, and unityerprofessors, the Bilingual Pre-
Service Teacher Questionnaire was developée. fifst questionnaire was given to 18
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elementary bilingual/ESL teachers from a schootridislocated in the Brazos Valley.
Minor wording alterations were made to the firsesgfionnaire to make it appropriate for
pre-service teachers.

The questionnaire consists of 4 questions in wisttidents were to rate the
importance of the following areas on their impodanpertaining to recruitment,
retention, and job satisfaction: resources and enad$ for the classroom,
compensation/salary, professional development geal/by the district, and support from
administration, parents, and co-workers. These flactors were identified as critical to
include on the questionnaire as they are commoitgd an the literature concerning
teacher recruitment and retention (Darling Hammat@B7; Gold, 1996; Ingersoll &
Smith, 2003; Mandel, 2006; Sosa & Gonzales, 1928al— Alecio, Galloway, Irby, and
Brown, 2004; TCER, 1999).

Seventy-three undergraduate students who werelesrml bilingual education
courses (Introduction to Bilingual Education ané #sychological Foundations of the
Bilingual Child) filled out the questionnaires iagards to bilingual teacher recruitment,
retention and job satisfaction. Because the quassire was a required assignment for
the students enrolled in the bilingual educationrses, all respondents completed the
guestionnaire. Respondents were given the opptrttm turn in their questionnaire
anonymously and still receive credit for the agyivi

Respondents rated the four areas using a five pdiett scale of 1, 2, 3, 4, and 5
with 1 and 2 indicating the lowest level of impaerta and 4 and 5 indicating the highest
level of importance (1=not very important and 5xextely important).

Analysis and Results

For the purpose of this study, an answer to thewing question was sought:

Which of the following factors will lead to bilingli teacher recruitment,
retention and job satisfaction from the perspectivere-service teachers
that are working toward teacher certification itingual/ESL education:

(a) resources and materials for the classroon;dbpensation/salary, (c)
professional development provided by the distractd (d) support from

administration, parents, and co-workers?

Mean scores and standard deviations (see Tablerk) calculated for each of the
four areas. Frequency counts by question and s@Eme Table 2) and percent of
responses by question and score (see Table 3) al®oecalculated. For this study,
recruitment, retention and job satisfaction asladual/ESL teacher were identified as
the dependent variables. The four factors thaewated by respondents (resources and
materials, compensation/salary, professional deveémt, and support) were identified
as independent variables.
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Table 1 Mean Scores by Question

Question Mean| SD

A. Resources and Materials| 4.64 0.61
B. Compensation/Salary 3.77 0.98
C. Professional Development 4.49 0.81
D. Support 4.82 0.66

Table 2 Frequency Counts of Responses by Question

Question Scorel Scorel2 Score3 Score4 Scofe5 scihie
A. Resources and Materials 0 0 5 16 52 0
B. Compensation/Salary 1 7 17 29 19 0
C. Professional Development 1 1 2 23 44 2
D. Support 0 0 0 8 63 2

Table 3 Percent of Responses by Questions

Question Scorel Score|2 Score3 Score4  Score 5 sciie
A. Resources and Materials| 0 0 6.8 21.9 71.2 0
B. Compensation/Salary 1.3 9.5 23.2 39.7 26 0
C. Professional Development 1.3 1.3 2.7 31.5 60.2 2.7
D. Support 0 0 0 10.9 86.3 2.7

Respondents rated support from administration, ppgreand co-workers as the
most important factor leading to recruitment, rétamand job satisfaction with a mean
score of 4.64. The majority of respondents (63)gaeed a score of 5 to support (86.3%).
None of the respondents assigned a score belote aupport.
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Respondents rated resources and materials for itimgual classroom as the
second most important factor leading to recruitmestention and job satisfaction with a
mean score of 4.64. Again, the majority of resmomsl (52) assigned a score of 5 to
resources and materials (71.2%). None of the refgus assigned a score below a 3 to
resources and materials.

Respondents rated professional development provagdle school district as the
third most important factor leading to recruitmergtention and job satisfaction as a
bilingual/ESL teacher with a mean score of 4.4%sMespondents assigned a score of 4
(23) or 5 (44) to this factor (31.5% and 60.2%).islimportant to note that even though
the respondents rated professional developmend thit of four factors, it is still
important because the mean score was over 4. ifithicates that the respondents still
rated it as very important to extremely important.

Finally, the respondents rated compensation/salsatgast important in regards to
recruitment, retention, and job satisfaction asiledual teacher. Most respondents
assigned a score of 4 (29) to this factor (39.78%p\Wwed by a score of 5 (19) at 26% and
a score of 3 (17) at 23.2%. Compensation/salay/tiva only factor that did not receive
a mean score over 4. However, it is importantdte nthat the mean score was over 3, so
the respondents still indicated that it was soméwhportant.

Discussion of Results

Through the completion of the BPTQ, seventy-thregpondents rated support
from administration, parents, and co-workers as thest important feature for
recruitment, retention and job satisfaction, evearcalary. This is consistent with the
literature in this area (Darling-Hammond, 1997; €&dl996; Ingersoll & Smith, 2003;
Mandel, 2006; Sosa & Gonzales, 1993; TCER, 1999)appears that the pre-service
teachers show wisdom in their recognition that p&re communities, school
administrators and teachers need to work togethigport each other and be consistent.
This is evident by the following comments made loe questionnaire by some of the pre-
service teachers pertaining to support:

Pre-Service Teacher Responsel think a support system is needed for everythihgs
especially important from parents because theyhareoices of the community and have
the power to change rules and procedures in theoscHistrict. Support from
administration and co-workers are important, ad Wwetause | feel teaching is a team
project. It is a great way to share ideas and deganother by having a team support.

Pre-Service Teacher Responsel think having support from administration, paseand
co-workers is very important. | can’'t imagine gegtithrough my first year of being a
teacher without their support. | want to be ablask my co-workers for advice and help.
| would like administration to support my ideas andthods of teaching. | would want
parents to be happy with what and how their childree learning.
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It is interesting that salary was rated lowestinmportance. Again, this is
consistent with the literature (Darling-Hammond91p Perhaps, the pre-service teachers
are already aware that teachers’ salaries are [0his is again evident by many of the
comments made by the pre-service teachers perdnisupport:

Pre-Service Teacher Response: For me, and | askunmeost teachers, being happy
with their job is more important. Most educators aot in this profession for the money,
but instead, personal satisfaction. If they aresadisfied with the job though, the salary
is not going to make them want to keep that pasitio

Pre-Service Teacher Response: I'm not expectingge salary because it's known that
teachers don’t earn much. | honestly feel thatrédweards of teaching children are not
monetary, and | don’t really care about the money.

It is important to note that even though salaas rated as lowest in importance,

it still obtained a mean score of over 3, indicgtihat it is still of some importance to the
pre-service teachers. Several of the pre-servieeht®s indicated the importance of
salary through their written comments:
Pre-Service Teacher Response: Most teachers dmtetthis profession for the money,
but if the salary is good enough to live comforyaiil can become an incentive for
effectiveness. Things such as benefits and boncesesncrease a teacher’s self-worth
which directly affects their attitude and motivatitw continue with this job.

Pre-Service Teacher ResponseTeachers need to be paid better in order to keem
on the job.

The pre-service teachers rated resources andiaisitgecond. This indicates that
the pre-service teachers are aware of the impartaricmaterials that are age and
language appropriate when working with second lagguearners.

Finally, the pre-service teachers rated profesdgidevelopment provided by the
school district as third. It appears that the ggerice teachers are aware of the fact that
there is always new research in the field of edanaind that it is important to keep up to
date with new ideas and methods in order to bege $ke students.

Limitations of the Study

The limitation of this study concerns the factttitawas conducted with pre-
service teachers/respondents who were attendingwanlling toward bilingual/ESL
certification at one university. The classroom &glil experiences for these respondents
would therefore be very similar and may be unlike éxperiences of pre-service teachers
in other bilingual education programs at other arsities.
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Conclusions and Recommendations

At this juncture, it is important to continue tossiéminate the questionnaire
(BPTQ) to respondents who are enrolled in bilingt@L education programs at other
universities. As much data as possible in thisaar®e needed in order to help
administrators and university faculty to develog amplement successful strategies and
programs to help provide support as well as apptgprmaterials and professional
development that will lead to job satisfaction foiingual/ESL teachers. As the
population of English language learners continoegrow, it is of utmost importance to
recruit, develop and retain the best teachers Iplesir these students.

Significance of the Study

The number of second language learners acrossatlmrand in Texas continues
to increase at an alarming rate (TEA, 2006; US Ggn&000). At the same time, there is
a shortage of bilingual/ESL certified teachers (AAR001). Because of this, there is a
strong need to produce and retain certified bilaltSL teachers. Researchers agree on
several factors that need to be considered in degar the recruitment and retention of
teachers certified in bilingual/ESL. These factarglude: working conditions,
administrative support, professional developmernt salary (Darling Hammond, 1997,
Gold, 1996; Ingersoll & Smith, 2003; Mandel, 209sa & Gonzales, 1993; Lara —
Alecio, Galloway, Irby, and Brown, 2004; TCER, 1999 he purpose of this study was
to investigate which of the aforementioned factms most important in recruiting and
retaining bilingual teachers from the viewpointadfngual pre-service teachers.

The findings of this type of study are particulasignificant because of the need
for highly qualified bilingual/ESL teachers who aadequately prepared to teach the
English language learners in our public schoolsafERico & Smith, 1994; Darling-
Hammond, 1997; Darling-Hammond & Berry, 2006)islof great importance for school
administrators to know what factors need to be eskird in order to recruit and keep
these highly qualified bilingual/ESL teachers ire tblassroom for the benefit of the
students and for accountability purposes accorthnijyo Child Left Behind legislation
which focuses on high standards and increasingeatsiadachievement for all students in
K-12 population (Darling-Hammond & Berry, 2006; Rcss, Rivera, Lesaux, Kiefer, &
Rivera, 2006; U.S. Department of Education, 200it)is also important for university
faculty involved in teacher preparation programséeoaware of this information as they
recruit students into their bilingual/ESL programrsd as they build relationships with
school districts.
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