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1. Recognize that we know what to do: The world’s top performing school systems have highly effective 

systems of teacher recruitment, preparation, and retention. (Singapore has a 3 percent annual teacher 
attrition rate.)  Education leaders of these nations report their strategies were developed by drawing on 
evidence-based programs from U.S. educators and researchers..1  
 

2. Remember financial incentives are necessary, but insufficient. A RAND survey (conducted before the 
pandemic) found that over 4 in 10 U.S. teachers who recently voluntarily resigned did so because of 
stresses and disappointments with their work, more than double those who reported that their salaries 
were insufficient.2 Studies show recruiting and retaining teachers for high need schools requires a mix of 
incentives (no one size fits all), better compensation, and a teacher team-based approach to school 
leadership and turnaround.3      
 

3. Focus on the working conditions that matter for retention and performance: When teachers have time 
to learn with colleagues and opportunities to lead and work with administrators who embrace and know 
who to utilize them as leaders, they are more likely to stay and their schools improve.4 Teachers who 
work in schools with more professional working conditions are more likely to grow in teaching 
effectiveness as measured by student achievement, and remain in the profession.5 
 

4. Get serious about preparation. Researchers have found that teacher education programs with extended 
clinical training produce more effective teachers who are less likely to leave.6  These programs cost more, 
but states could pay for them with the savings accrued from lowering the high cost of turnover. Teacher 
candidates who are hired into the same school type as their student teaching (or internship) placement 
are more likely to remain in teaching.7 
 

5. Address the mismatch of supply and demand. Over the last decade, teacher education enrollments have 
dropped precipitously, and shortages are rampant.8 One reason is that the average teacher education 
student graduates with $20,000 to $50,000 of college debt.9 Because of pressures to increase 
enrollments, university-based preparation programs often produce teachers in fields not needed.10 State 
policies may be encouraging duplication among universities, undermining cost-efficiencies and 
effectiveness.11  

 
A note on pandemic-induced schooling: Research on the teacher experience. 

● Teachers are stressed, working 25 percent more hours (on average), and are far more concerned about 
their students’ social-emotional and mental health learning loss than just academic drop-offs caused by 
the disruptions in schooling. 

● Teachers report they have received vast majority of support from their teaching colleagues;  and have not 
found their school systems, universities, and state education agencies helpful. 

● The vast majority of teachers report discovering innovations in teaching, curriculum, parent engagement 
and more — yet their administrators have underutilized their expertise. 12  
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Big Takeaway: Addressing teaching quality and shortages in the future 
requires developing an educator development system. It also means going 
beyond the “1 teacher per 1 classroom with 30 students” strategy. 
Investments in teaching will pay dividends in student learning gains and 
lowering the high cost of replacing teachers (at $20,000 each). It also means 
collecting more comprehensive data on teacher and school leader 
development to inform evidence-based policies and practices that improve 
student outcomes. 
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