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School districts across the U.S. are searching for ways to reduce teacher absences. Teacher 
absences have negative consequences for the entire school community, including reduced 
quality of instruction, lack of continuity in the classroom, increased disciplinary problems, a 
greater burden on the remaining teachers, and the high costs of recruiting, training, and hiring 
substitute teachers. According to the National Council on Teacher Quality (2014), teacher 
absenteeism is one of the most basic reasons why schools fail to make educational progress. 
The Council noted, “No matter how engaging or talented teachers may be, they can only have 
an impact on student learning if they are in the classroom.” 

 
Statistics on Nationwide Teacher Absence Rates 

 
Several large scale studies have been conducted on the average number of teacher absences 
during the school year.  

 
• A study of teacher attendance data from 40 of the largest school districts in the U.S. 

found that teachers were absent an average of 11 days during the 2012-2013 school 
year. On average, teachers were in the classroom 94% of the school year. Sixteen 
percent of teachers had excellent attendance (defined as three or fewer days absent); 
40% of teachers had moderate attendance (between four and 10 days absent); 28% of 
teachers were frequently absent (between 11 and 17 days absent); and 16% of teachers 
were chronically absent (18 or more days absent). The analysis found that 39% of 
teacher absences were due to sick leave; 32% of teacher absences were for personal 
leave; 20% were for professional leave, including workshops and training; and 9% were 
due to “other” reasons (National Council on Teacher Quality, 2014).  
 

• The U.S. Department of Education’s Office for Civil Rights surveyed schools in all 50 
states and the District of Columbia. Chronic teacher absenteeism was defined as 
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missing 10 or more days in a school year. Based on absence numbers self-reported by 
school districts, the Office for Civil Rights found that 27% of teachers were absent for 
more than 10 days during the 2013-2014 school year. Hawaii reported the highest rate 
of chronic absenteeism (75%) and Utah reported the lowest rate of chronic absenteeism 
(16%). In Florida, 39% of teachers were reported as being absent more than 10 days per 
school year. Reported percentages of teachers absent for more than 10 days during the 
school year in other states included 24% in California, 27% in Georgia, 24% in Illinois, 
30% in New York, 31% in Pennsylvania, and 25% in Texas (Sparks, 2016). 
 
It should be noted that although teacher absentee data were self-reported, some states 
and school districts, such as Hawaii, Onslow County Schools and Alamance-Burlington 
School System in North Carolina, and Del Mar Union School District and Solana Beach 
School District in California, have disputed the data published by the Office for Civil 
Rights, stating that their reported teacher absentee numbers were too high (Daysog, 
2016; Matos, 2016; Sparks, 2016; Sutton, 2016).  

 
Most experts agree that teacher abuse of leave time is rare. Teachers understand that their 
presence in the classroom is essential, but sometimes they need to take time off because they 
are ill, they are caring for a sick family member, or an emergency arises (Rogers & Vegas, 
2013; Education World, 2012; Owen, 2010; Keller, 2008; Dell’Angela & Little, 2006; Pitkoff, 
2003). Clotfelter and colleagues’ (2007) study of teacher absences in North Carolina schools 
found that a small number of teachers accounted for a disproportionate proportion of the total 
days taken – the 10% of teachers with the most absences accounted for one-third of all teacher 
absences. 
 
Kronholz (2013) cautioned that it is difficult to compare teacher absenteeism across school 
districts because they often count absences differently. For example, some districts count leave 
for professional development and field trips as teacher absences, while other districts do not.  
 
Studies have found several patterns in teacher attendance data: 

 
• Schools with larger student enrollments tend to have higher rates of teacher 

absenteeism (Owen, 2010; Clotfelter et al., 2007; Miller et al., 2007). 
 

• Elementary schools have higher teacher absentee rates than middle or high schools, 
with high schools usually having the lowest teacher absence rates (Cheng, 2013; 
Finlayson, 2009; Miller, 2008; Clotfelter et al., 2007; Smith, 2001).  
 

• A number of studies have found that there is a disproportionately high rate of teacher 
absenteeism in schools serving low-income students (Rogers & Vegas, 2013; Portland 
Public Schools, 2012; Owen, 2010; Finlayson, 2009; Miller, 2008; Clotfelter et al., 2007; 
Bruno, 2002; Smith, 2001). However, several more recent studies have found that 
schools with high concentrations of low-income students do not have significantly higher 
rates of teacher absenteeism than schools with more affluent student populations 
(Crouch, 2016; Sparks, 2016; National Council on Teacher Quality, 2014). More 
research is needed to determine if low-income schools have higher teacher absence 
rates. 
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• Some studies indicate that teachers are absent from traditional public schools more than 

they are absent from charter schools and private schools. Using Office for Civil Rights 
2009-2010 data, Miller (2012) found that approximately 37% of teachers were absent 
more than 10 days at traditional public elementary and middle schools, compared to 
22% at charter schools. Cheng (2013) used data from the nationally representative 
2007-2008 Schools and Staffing Survey and found that private school teachers and 
charter school teachers had lower absenteeism rates than teachers at traditional public 
schools by approximately one and 1.5 percentage points, respectively.  
 

• Beginning teachers tend to have lower absence rates than experienced teachers. 
Clotfelter and colleagues’ study of North Carolina schools (2007) found that beginning 
teachers used an average of 4.8 days of sick leave per school year and teachers with 
five to 10 years of experience used an average of eight or more days.  
 

• Several studies have reported that teachers with tenure are absent more frequently than 
teachers without tenure (Cheng, 2013; Portland Public Schools, 2012; Clotfelter et al., 
2007). Miller (2008) studied a large urban school district in the northern U.S. and found 
that tenured teachers took about 0.8 more days of discretionary absences per year than 
teachers who did not have tenure. 
 

• Female teachers tend to be absent more often than male teachers. Researchers point 
out that females tend to be the primary caregivers for sick children and family members 
and take off more time than men for the birth of a child (Matos, 2016; Cheng, 2013; 
Portland Public Schools, 2012; Owen, 2010; Miller, 2008). 
 

• Teachers who commute long distances to work – and are therefore susceptible to bad 
weather and other obstacles – tend to be absent more often than teachers with shorter 
commutes (Miller, 2012; Owen, 2010). 
 

• The weekdays with the highest percentage of teacher absences are Fridays and 
Mondays (Wert, 2013; Education World, 2012; Miller, 2012). 

Impact of Teacher Absences 
 
Teacher absenteeism has many negative consequences for schools and students, as 
summarized below. 

 
• Lower student achievement. Researchers have concluded that teacher attendance is 

related to students’ academic performance. Studies have found that when teachers are 
absent more frequently, students have lower levels of academic achievement, especially 
in mathematics (Crouch, 2016; Porres, 2016; Sparks, 2016; National Council on Teacher 
Quality, 2014; Cheng, 2013; Brown & Arnell, 2012; Hanover Research, 2012; Portland 
Public Schools, 2012; Owen, 2010; Finlayson, 2009; Wisconsin Association of School 
Boards, 2008; Clotfelter et al., 2007; Miller et al., 2007; Scott et al., 2007). Clotfelter and 
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colleagues (2007) reported that the negative effects of teacher absences on math scores 
that occurred during the second semester – leading up to the annual state achievement 
tests - were approximately three times as large as those that occurred during the first 
semester. 
 

• Loss of quality classroom instruction. Teacher absences lead to lower quality 
instruction for several reasons:  
 

o Substitute teachers are often less qualified instructors than the teachers they 
replace (Crouch, 2016; Sparks, 2016; Sutton, 2016; Cheng, 2013; Brown & 
Arnell, 2012; Finlayson, 2009; Miller, 2008). Owen (2010) stated that “substitute 
teachers can never measure up to the regular classroom teacher, nor can that be 
expected of them. An extensive knowledge of the curriculum for which the 
teacher is responsible as well as knowing the students they teach are both 
integral parts of the student teacher relationship.”  
 

o Classroom routines and procedures are disrupted when regular teachers are 
absent (Cheng, 2013; Kronholz, 2013; Portland Public Schools, 2012; Miller, 
2008; Smith, 2001). 
 

o Substitute teachers’ lack of knowledge regarding students’ skill levels makes it 
difficult for them to provide differentiated instruction that addresses the needs of 
individual students (Crouch, 2016; Miller et al., 2007). 

 
o Students tend to misbehave more when they have a substitute teacher, requiring 

administrators and other faculty to spend more time addressing disciplinary 
issues (Owen, 2010; Scott et al., 2007; Dell’Angela & Little, 2006). 

 
o Teacher absences result in reduced time for collaborative teacher planning 

(Portland Public Schools, 2012). 
 

• Higher rates of student absenteeism. Studies have found that student absentee rates 
are higher in schools that have higher rates of teacher absenteeism. Researchers have 
concluded that students do not view school attendance as important when their teacher 
is absent from the classroom on a regular basis. They emphasize that teachers serve as 
role models for students and influence their perceptions about what constitutes 
acceptable behavior (Porres, 2016; Sparks, 2016; Owen, 2010; Finlayson, 2009; Miller, 
2008). 
 

• High cost of substitute teachers. The expense of hiring substitute teachers is 
significant. In addition to paying the full salary of the absent teacher, districts must pay 
the substitute teacher’s salary, the administrative costs associated with recruiting, hiring, 
and training substitute teachers, and the expenses associated with the time-keeping and 
payroll processes (Porres, 2016; Sutton, 2016; Wert, 2013; Portland Public Schools, 
2012; Owen, 2010; Finlayson, 2009; Wisconsin Association of School Boards, 2008; 



5 
 

Clotfelter et al., 2007; Bruno, 2002; Smith, 2001). Miller (2012) estimated that the cost of 
substitute teachers and associated administrative expenses was approximately $4 billion 
per year nationwide, or about 1% of total K-12 spending. The National Council on 
Teacher Quality (2014) reported that the 40 school districts included in their analysis 
spent $424 million combined to cover teacher absences in 2012-2013, or an average of 
at least $1,800 for each teacher they employed.  

Financial Incentive Programs for Increasing Teacher Attendance 
 
School districts have implemented a variety of financial incentive strategies to reduce teacher 
absenteeism. Experts agree that the costs associated with incentive programs can be covered 
by the savings realized from reduced absenteeism (Kronholz, 2013; Wert, 2013; Hanover 
Research, 2012; Miller, 2012; Owen, 2010; Jacobs & Kritsonis, 2007). The financial incentive 
plans most frequently used by school districts include: 

 
• Payment for unused sick leave at the end of the school year; 
• Conversion of unused sick leave into retirement benefits; 
• Cash awards for excellent attendance; and  
• Recognition of good attendance with non-monetary rewards, such as gift certificates, 

tickets to local sporting events, or attendance at a professional conference (National 
Council on Teacher Quality, 2014; Kronholz, 2013; Brown & Arnell, 2012; Education 
World, 2012; Portland Public Schools, 2012; Finlayson, 2009; Keller, 2008; Miller, 2008; 
Wisconsin Association of School Boards, 2008; Clotfelter et al., 2007; Scott et al., 2007; 
Smith, 2001). 

Researchers have made several recommendations to districts when they develop incentive 
plans, including: 

 
• Clearly communicate details of the incentive program to all eligible teachers; 
• Simplify the design of incentive programs, thereby increasing teacher understanding of 

the program;  
• Determine if the program has a positive effect on teacher attendance; 
• Analyze and incorporate teacher feedback; and  
• Calculate the costs of the incentive program and if savings (from reduced substitute 

teacher expenses) exceeded the cost of the plan (Shifrer et al., 2013; Wisconsin 
Association of School Boards, 2008; Lugo, 2004).  

Studies conducted on the impact of incentive programs on teacher attendance rates have 
produced mixed findings. Some studies have found that rates of teacher absence drop when 
incentive programs are implemented. Other studies, however, have concluded that teacher 
attendance rates do not differ significantly between school districts with and without incentive 
programs (Shifrer et al., 2013; Hanover Research, 2012; Portland Public Schools, 2012; Keller, 
2008; Miller, 2008; Scott et al., 2007). The National Council on Teacher Quality (2014), for 
example, found that in districts that allowed teachers to carry over personal leave from year to 
year, the average teacher attendance rate was 94.3%. Districts that did not allow personal leave 
to accrue from year to year had an average attendance rate of 94.0%. 
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Lugo (2004) analyzed the effects of an incentive program that paid teachers bonuses for good 
attendance in Arizona’s Creighton School District. The program was found to have a positive 
effect on teacher absenteeism, but not all subgroups of teachers responded to the incentive 
program in the same way. Women were more likely to respond to the incentives than men, as 
were teachers assigned to the elementary grade levels, teachers between the ages of 31-40 
years old, and teachers with more than four years of experience in the school district. No 
significant difference was found in the incentive plan’s effect among teachers of different 
racial/ethnic backgrounds. 
 
Some school districts have established collective incentive programs, in which incentives are 
based on school-wide teacher attendance (Kronholz, 2013; Education world, 2012; Scott et al., 
2007). However, the impact of school-wide incentive plans on teacher attendance is unclear. An 
incentive program implemented in Palm Beach County, Florida, in 2006-2007 offered a 
combination of individual and school-wide incentives. The program was discontinued after it 
failed to increase teacher attendance. The school-wide award component of the program was 
believed to have contributed to the program’s overall ineffectiveness because teachers who did 
not miss work reported that they felt they were being punished for the actions of their colleagues 
with lower attendance rates (Education World, 2012; Hanover Research, 2012; Wisconsin 
Association of School Boards, 2008; DeNardo, 2007). 

 
Additional Strategies for Increasing Teacher Attendance 

 
In addition to the financial incentive programs summarized above, school districts have 
developed other strategies designed to increase teacher attendance. Although researchers 
have failed to identify one particular practice that has the strongest impact on teacher 
attendance across all schools, studies have concluded that school policies affect teacher 
absence rates (Riddile, 2014; Hanover Research, 2012; Wisconsin Association of School 
Boards, 2008; Clotfelter et al., 2007; Miller et al., 2007). The National Council on Teacher 
Quality (2014) reported that in districts that implemented policies to encourage good 
attendance, chronically absent teachers were out of school approximately two fewer days than 
chronically absent teachers in districts that did not implement such policies. Experts agree that 
decisions about the types of policies that are implemented to reduce teacher absenteeism 
should be made at the local level (Rogers & Vegas, 2013). 
 
Strategies that school districts have implemented in an attempt to reduce teacher absences 
include: 

 
• Establish a positive school climate. Studies suggest that teacher absence rates are 

lower when teachers feel more positive about the climate at their school. Teachers are 
more likely to perceive that there is a positive climate at their school when they are 
provided with time to plan together as a team, have input into school operations 
decisions, and have supportive relationships with administrators and other teachers 
(Riddile, 2014; Cheng, 2013; Miller, 2012; Owen, 2010). 
 
In addition, schools should create a school climate that emphasizes the importance of 
consistent teacher attendance. Researchers have found that teachers are absent more 
often when their colleagues are absent too. They have concluded that there is an 
“absence culture” in schools, in which peers strongly encourage or discourage 
absenteeism (Porres, 2016; Miller, 2014; National Council on Teacher Quality, 2014; 
Cheng, 2013; Kronholz, 2013; Finlayson, 2009). 
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• Hold principals accountable. Experts agree that if teachers are frequently absent, it is 

the principal’s responsibility to address the problem. Researchers recommend that 
principals explain attendance expectations to teachers at the beginning of each school 
year, closely monitor the attendance patterns in their schools, and meet with any 
teachers who have higher than average absence rates (Education World, 2012; Hanover 
Research, 2012; Wisconsin Association of School Boards, 2008; Dell’Angela & Little, 
2006). A study conducted by researchers at Portland Public Schools (2012) concluded 
that lack of principal attention to teacher absences can create a culture that does not 
value good attendance and may contribute to higher rates of absenteeism. 
 

• Require teachers to report absences directly to the school principal. Studies have 
found that teachers who are required to report absences directly to their principal by 
telephone are absent less often than teachers who report their absences to an 
automated absent management system (Porres, 2016; National Council on Teacher 
Quality, 2014; Kronholz, 2013; Education World, 2012; Miller, 2012; Portland Public 
Schools, 2012; Finlayson, 2009; Scott et al., 2007). 
 

• Hire supportive principals. Studies have found that supportive principal leadership is 
associated with better teacher attendance. Teachers report that they perceive principals 
as being supportive when they make an effort to improve working conditions, encourage 
teamwork, enforce student discipline policies, evaluate work fairly, allow teachers to 
discuss their complaints, and offer teachers constructive performance feedback 
(Portland Public Schools, 2012; Miller et al., 2007; Scott et al., 2007). Owen’s (2010) 
administration of school climate surveys in two Georgia middle schools (one with a high 
rate of teacher absenteeism and one with a low rate) found that when teachers were 
overwhelmed with work and “felt abandoned by the principal,” they reported that they 
were more likely to be absent. In contrast, teachers said that if they believed their 
principal supported them, they would be more willing to attend school each day. Focus 
group interviews with teachers indicated that teachers were less likely to be absent when 
the principal was perceived to be working as hard as the teachers. 
 

• Improve working conditions. Studies have found that teachers’ working conditions 
affect their attendance rates. Working conditions that lead to low morale and high 
absence rates include neglected facilities and equipment, overcrowded classrooms, lack 
of administrative support, and lack of collegiality among staff (Porres, 2016; Rogers & 
Vegas, 2013; Brown & Arnell, 2012; Hanover Research, 2012; Owen, 2010; Miller, 2008; 
Scott et al., 2007; Dell’Angela & Little, 2006; Smith, 2001).  
 

• Reduce job stress. Changes to the teaching profession, including a greater focus on 
high-stakes testing and increased parental pressure, have resulted in higher levels of job 
stress. A majority of teachers report that they feel under great stress at least several 
days a week. Multiple studies have linked teacher absences with high levels of job-



8 
 

related stress (Crouch, 2016; Brown & Arnell, 2012; Education Week, 2012; Hanover 
Research, 2012; Portland Public Schools, 2012; Owen, 2010; Miller, 2008). 
Experts believe that alleviating teacher stress can contribute to lower levels of teacher 
absenteeism. When teacher absences are related to stress, it is recommended that 
school leaders: 

 
o Encourage teacher networking and collaboration, including peer support groups 

and mentors; 
o Provide constructive feedback on teaching performance; 
o Rotate teachers’ classroom assignments to ensure that the same teachers do not 

always have the most challenging students; 
o Provide teachers with adequate resources; and  
o Help teachers identify short-term indicators of progress in meeting their own and 

the school’s improvement goals (Brown & Arnell, 2012; Smith, 2001). 
 

• Discontinue professional development during the school day. Several studies have 
found that school districts schedule a significant number of workshops, conferences, and 
committee meetings during the school day that require teachers to be absent from their 
classrooms (Crouch, 2016; Wert, 2013; Hanover Research, 2012; Wisconsin 
Association of School Boards, 2008; Pitkoff, 2003; Smith, 2001). In a study analyzing 
teacher absences in Portland Public Schools (2012), researchers found that schools with 
lower levels of academic achievement scheduled more days of professional 
development and in-service training than higher performing schools. They concluded 
that while the district may have intended to provide additional training to build stronger 
skills among those teaching at more disadvantaged schools, this policy contributed to 
significantly more teacher absences. The National Council on Teacher Quality (2009) 
acknowledged, “While sometimes staff development during school hours is unavoidable, 
it should occur only as a last resort and for no more than two days a year.” 
 

• Allow flexible use of leave time. In many school districts, teachers are only able to 
take sick leave in increments of one-half or full days. Some experts believe that allowing 
teachers to take off smaller blocks of time (e.g., one or two hours) for medical 
appointments may reduce the amount of time they are absent from the classroom 
(Owen, 2010; Scott et al., 2007). 
 

• Establish teacher wellness programs. Frequent exposure to sick children results in 
high teacher illness rates. The sheer number of students, hands-on activities, meals and 
snacks served, facilities and equipment that are not clean, and juvenile hygiene issues 
cause teachers to be sick more often than adults working in other settings (Portland 
Public Schools, 2012; Miller, 2008; DeNardo, 2007; Dell’Angela & Little, 2006). There 
are several steps districts and schools can take to decrease teacher absences related to 
illness: 
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o Studies have found that use of an alcohol gel hand sanitizer reduces both 
teacher and student absences (Hopkins, 2015; Wert, 2013; Hanover Research, 
2012; Miller, 2008; Hammond et al., 2000).  

o School-wide handwashing programs have been found to reduce teacher and 
student absenteeism (Hopkins, 2015). 

o Studies have found that classroom amplification systems can prevent teacher 
absences due to symptoms and complications of vocal strain (Hanover 
Research, 2012; Portland Public Schools, 2012; Miller, 2008; Blazer, 2007). 

o Some districts have implemented wellness programs to encourage good health. 
Teachers are provided with medical screenings, free flu shots, free immune 
support herbal supplements, fitness assessments, exercise and nutrition 
prescriptions, health education, and exercise classes (Portland Public Schools, 
2012; Wisconsin Association of School Boards, 2008; Scott et al., 2007). 

 
• Closely monitor teacher attendance data. Researchers recommend that districts and 

schools regularly monitor teacher absences to address attendance patterns that deviate 
from average or show high discretionary use of leave (Wert, 2013; Hanover Research, 
2012; Finlayson, 2009; Wisconsin Association of School Boards, 2008; Smith, 2001). 
Researchers at Portland Public Schools (2012) suggested that district staff provide 
schools with monthly or quarterly reports that include data on the amount of teacher 
leave days taken, the reason for each absence, and day and seasonal use patterns. 

Some school districts have decided to adopt attendance policies that are more restrictive in 
nature or focus on teacher accountability.  

 
• Discourage leave on certain days. The National Council on Teacher Quality (2014) 

recommended that teachers be required to obtain approval to take leave on certain 
days, such as before or after holidays, during the first and last weeks of the school year, 
during state testing, and/or on professional development days. The Council reported that 
27 of the 40 school districts included in its analysis had some type of policy restricting or 
subjecting leave to refusal on particular days or times of the year. 
 

• Require medical certification. The National Council on Teacher Quality’s (2014) 
analysis found that 28 of the 40 school districts studied required teachers to provide 
medical certification after absences. The Council reported that the certification 
requirement was activated at different times in different districts – for example, from 
three days in Atlanta and Kansas City to 20 consecutive days of absence in Salt Lake 
City. 
 

• Eliminate sick leave banks. Some experts believe that sick leave banks (from which 
teachers who suffer catastrophic illnesses can draw on the accumulated leave of other 
staff members) encourage teachers to use all of their available leave because they know 
the sick leave bank will be available in case of a major illness. It has been reported that 
districts with sick leave banks average more leave days per year than districts without 
sick leave banks (Wisconsin Association of School Boards, 2008; Scott et al., 2007). 
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Britton (2014), who also recommended that sick leave banks be eliminated, stated that if 
banks are maintained, they should be limited to catastrophic illness or injury of 
employees only (not family members) and unavailable to those who have already used 
excessive sick leave. 
 

• Include attendance as part of teachers’ annual evaluations. Several researchers 
have suggested that school districts include attendance as a factor in teachers’ 
performance evaluations (Britton, 2014; National Council on Teacher Quality, 2014; 
Hanover Research, 2012; Portland Public Schools, 2012; Pitkoff, 2003). The National 
Council on Teacher Quality (2014) reported that 10 of the 40 districts examined in its 
study included teacher attendance as a measure in their district’s teacher evaluation 
framework. In those 10 districts, the requirement was most frequently incorporated as 
part of a broader evaluation measure describing the professional competency of the 
teacher. 
 

• Do not hire substitute teachers to replace absent classroom teachers. Some 
researchers have reported that teacher absenteeism is reduced when schools do not 
hire substitute teachers, but instead distribute absent teachers’ students among the 
remaining teachers in the school (National Council on Teacher Quality, 2014; Wert, 
2013; Owen, 2010; DeNardo, 2007; Bruno, 2002). According to Kronholz (2013), “It . . . 
means that one teacher is imposing on another, which creates some accountability, or at 
least discomfort for the teacher calling in repeated excuses.” 

Summary 
 
This Information Capsule addressed the issue of teacher absenteeism in U.S. public schools. 
Nationwide, teachers are absent an average of 11 days per school year. Statistics also show 
that 27% of teachers are absent for more than 10 days during the school year. Teacher 
absenteeism tends to be higher in elementary schools, schools with larger student enrollments, 
and traditional (as opposed to private or charter) schools. Teachers with higher absence rates 
are more likely to be experienced teachers with tenure, female teachers, and teachers who 
commute long distances to work. 
 
High rates of teacher absenteeism have negative consequences for the entire school 
community. Studies have found that when teachers are frequently absent, students have lower 
levels of academic achievement, especially in mathematics. Teacher absences lead to lower 
quality classroom instruction, higher rates of student absenteeism, and high costs for districts 
that are required to pay the salary of both the absent teacher and the substitute teacher. 
 
School districts have implemented a variety of strategies to increase teacher attendance. One of 
the most popular strategies is the implementation of financial incentive plans. Some studies 
have found that rates of teacher absence decrease when incentive programs are implemented. 
Other researchers, however, have concluded that teacher attendance rates do not differ 
significantly between school districts with and without incentive programs. More research in this 
area is clearly needed. 
 
In addition to financial incentive plans, school districts have developed other strategies to 
increase teacher attendance, such as establishing a positive school climate, requiring teachers 
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to report absences directly to the school principal, hiring supportive principals, reducing job 
stress, discontinuing professional development during the school day, and establishing teacher 
wellness programs. 
 
Researchers have been unable to identify one particular practice that has the strongest 
influence on teacher attendance, but in general, it appears that teachers take fewer days off 
when they work at schools that implement policies that encourage good attendance. 
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