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Research Partnership:

The Next Genefation of GENERATl.N

Teachers

High School Students Reporting Interest in a Teaching Career

« Tech-savvy

- Racially and ethnically diverse

« More report mental health needs
- Half are from low-income families

< Arkansas
C6.1%
; Alabama

{53%
: Kentucky

What do they want in a career?
FA49%,
48t cortinn . A sense of purpose

6ﬁ%homa

« A collaborative, positive environment

4.4%
Tennessee
41%

Loulsiana « Advancement opportunities

1 1 1 1 1 1 l 1 l 1 3.7%
2013 2014 2015 2016 2017 2018 2019 2020 2021 2022

« Mentorship and support
» Flexibility

The ACT survey sample includes only students who enrolled in a 2- or 4-year institution.
Chart: SREB/Vanderbilt University » Source: ACT - Created with Datawrapper
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https://www.sreb.org/next-gen-teachers
https://cdn.vanderbilt.edu/vu-sub/wp-content/uploads/sites/280/2024/04/05142157/tera-workingpaper-GenZ-240404.pdf
https://www.sreb.org/next-gen-teachers

Interest in an education career among high school students
declined steadily since 2013.

Students who plan to major in education and express interest in
an education career are predominantly white and female and
have lower ACT scores.

Enroliment in high school introductory teaching courses is
iIncreasing.

Half of early career teachers formed aspirations to become
educators before college.

Future and current Gen Z teachers feel unsupported as they
prepare for and enter the teaching profession.

Participation in some non-traditional preparation pathways
increased, as did hire rates of alternatively prepared teachers.

Future and current Gen Z teachers feel unsupported as they
prepare for and enter the teaching profession.

TN EDUCATION
RESEARCH VANDERBILT
[ALLIANCE| - Peabody College




Research Partnership: Since the pandemic
Teacher Labor Markets

New Hires Under 30 Years of Age

@ Teacher vacancies rose

@ Teacher retention declined

@ Applicants decreased

Kentucky
54%

15% decrease from
peak

Tennessee
50%

2017 2018 2019 2020 2021 2022 2023

Chart: SREB/Vanderbilt University *+ Source: TDOE & KDE + Created with Datawrapper
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https://www.sreb.org/next-gen-teachers
https://cdn.vanderbilt.edu/vu-sub/wp-content/uploads/sites/280/2024/06/11112648/tera-workingpaper-tlm-240610.pdf
https://www.sreb.org/publication/teacher-labor-market-trends

The percentage of early-career teachers in Tennessee who
strongly agreed their preparation program prepared them to
teach declined.

SREB 4

Tennessee Early-Career Teachers who are Satisfied with their Overall Preparation to Teach

100%

Strongly
Agree

50

Agree

2017 2018 2019 2020 2021 2022

Chart: SREB/Vanderbilt University « Source: TN Educator Survey 2023 - Created with Datawrapper
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Early-career teachers in Tennessee are more satisfied with their
clinical preparation than their coursework.

Tennessee Early-Career Teachers' Satisfaction with Preparation Experiences

% Satisfied with Coursework % Satisfied with Clinicals
100% 100%

W
—~_
80 \ 80

2017 2020 2023 2017 2020 2023

Chart: SREB/Vanderbilt - Source: TN Educator Survey * Created with Datawrapper
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Tennessee Teachers' First-Year Supports
2017 2018 2019 2020 2021 2022 [72023

Fewer early career
teachers reported
having a mentor In
their first year, but
more reported having
coaching or
professional
development targeted
to their needs.

Formal teacher mentor Coach or PD targeted to Mew teacher group Tuition support
needs

Survey Question: Which of the following did you have in the first year of teaching?
Chart: SREB/Vanderbilt University - Source: TN Educator Survey - Created with Datawrapper
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Research Partnership: F??]:nning Teacher
nsights

New Teacher Pathways e —
and Retention

Non-traditional pathways boost
Teachers Retained Across Pathways in Tennessee SUDDW not a|ways retention
Career changers bring value,
need better classroom prep

 Traditional-BA
F 7%
Traditional-MA+ stin o

T Gaps in preparation,
*“Non-Traditional-IHE certification and hiring support

60% .
Does Teacher Retention Vary by

Missing e hinders new teacher success
: Many new teachers feel

Non-Traditional-Other

unready, unsupported
Work-life imbalance starts early
i i . - [\J‘_on—Traditional—TFA & fUE|S burnDUt
’ ! v Lack of early career support &
The gaph Shows the poporton o teschers whomaled nfeachig i o tate avoraged actosscoorts o teachers whobegan, | == strong relationships drives
e i o attrition

High-need schools & subjects
face biggest new teacher
retention issues
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https://tnedresearch.org/wp-content/uploads/2025/05/tera-working-paper-sreb-qual-250430.pdf

Why Focus on New or Early Career Teachers?

Teacher Turnover

Hover and click on parts of the chart below to see state values.

Nearly 50% of teachers et
leave their position
within the first five years

18.8%
15.6%
200/ I ft th f t 12.7% 12.8%
o leave arter ine 1Irs
TN E'%g%ﬂ{%ﬁ VANDERBILT Data not reported by all states for all years. VA and WV do not publicly report turnover rates.
S I ’\ I / [ALLIANCE| \/ Peabody College




More newly hired teachers enter the profession via non-
traditional routes.

Newly Hired Teachers by Preparation Pathway

[l Traditional-BA [ Traditional-MA+ [l Non-traditional-IHE [ Non-traditional-other || Non-traditional-TFA | Out-of-state/Missing

Tennessee
2017 WIEA 5%  10% 57%

2018 ASA 5%  14% 55%

2019 EA 5%  17% 45%
pAVIV 26% 6% 20% 45%
2021 WAEA 5% 21% 4% 42%
2022 WAEA 8%  19% 47%

2023 BFEA 59%

Kentucky
VIV 62% 1% 8%

2018 KeREA 6% 21% 10%

2019 KEREA 4% 23% 9%

pAVIV 58% 4% 27% 11%
2021 A 32% 10%
2022 EEEA 37% 11%

Figures represent the proportion of newly hired teachers from each preparation pathway each year, from 2017-2023 in Tennessee and 2017-2022
in Kentucky. The size of incoming cohorts varies.

Chart: SREB/Vanderbilt University + Source: TDOE & KDE - Created with Datawrapper
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Non-traditional completers are more likely to be male compared
to traditionally prepared new teachers.

SRE

Newly Hired Teachers by Gender Across Pathways

Traditional-BA Traditional-MA+ Non-traditional-IHE Non-traditional Non-traditional-TFA OUt'Of'. .
other state/Missing
Tennessee
Male . 17% 22% 22%
Kentucky
e [l -

Tennessee data spans 2017-2023. Kentucky data spans 2017-2022. Data show the average proportion across all years of data.
Chart: SREB/Vanderbilt + Source: TDOE & KDE + Created with Datawrapper
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Non-traditional program completers are more likely to be from different racial or
ethnic backgrounds, compared to newly hired teachers from traditional
pathways. White teachers still make up a majority across all pathways.

Newly Hired Teachers by Race Across Pathways

Tennessee Kentucky

White Black Hispanic  Asian Other Hispanic  Other
Traditional-BA I 5% 3% 1% I 18% ‘ 3% 1%
Traditional-MA+ I 5% 3% 1% I 19% ‘ 3% 1%
Non-traditional-IHE I 15% 4% 1% I 10% | 5% 1%
Non-traditional-other I 15% 2% 1% I 13% 0% I 7%
Non-traditional-TFA I 22% I 9% 4% I 12% 0% | 5%
Out-of-state/Missing I 17% ‘ 4% 1% I 16% | 4% 1%

Data show the average proportion from 2077 to 2023.
Chart: SREB/Vanderbilt « Source: TDOE & KDE + Created with Datawrapper
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Newly Hired Teachers by Age Across Pathways

[l Traditional-BA [ Traditional-MA+ [ Non-traditional-IHE [ Non-traditional-other | Non-traditional-TFA | Out-of-

state/Missing
Most newly hired e
teaCherS are Under25 R4 18%
older than 25, 5034 R 61% 46% %
aside from s RN 21%
trad|t|0na|'BA 45 or older 14% 19% 29%
Kentucky

and -I-.eaCh For Under25 [EE¥A 15%
America routes. 251034  PIE 24% 53% 39%

35to 44 14% 22% 18%

450or older RRYAA 23%

Data show the average proportion from 2017 to 2023.
Chart: SREB/Vanderbilt University + Source: TDOE & KDE « Created with Datawrapper
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Newly Hired Teachers by Endorsement Area Across Pathways

[l Traditional-BA [l Traditional-MA+ [l Non-traditional-lHE [ Non-traditional-other | Non-traditional-
TFA Out-of-state/Missing

Non-traditional Tennessee

Early Childhood/Elementary Endorsement [E5xA 37% 23% 39%
routes produce a | |
t t Middle/Secondary Subject Endorsement 29%  34% 33%
greater proporton Kentucky
Of te adC h ers wi t h Elementary Endorsement 48% 36% 26%
middle and Middle/Secondary Subject Endorsement KRN § D2 40%
Secon d d ry Data show the average proportion from 2017 to 2023. Tennessee endorsements and certifications are captured
from professional certification files. Middle subject endorsements include language arts, mathematics, science,
en d orsemen tS . and social studies for grades 6-8. Secondary subject endorsements include English, mathematics, sciences and

social studies for grades 6-12. Health, arts, special education, ESL, languages, CTE endorsements not included.
Kentucky newly hired teachers may hold more than subject endorsement type, resulting in totals over 100%.
Kentucky endorsements and certifications are captured from credential descriptions and cannot be separated by
grade level. English, mathematics, science, social studies, foreign language and special education are included;
health and CTE endorsements not included.

Chart: SREB/Vanderbilt » Source: TDOE + Created with Datawrapper
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Newly Hired Teachers by School Tier Across Pathways

" " Non- Non- Non-
Traditional- ~ Traditional il traditionak  traditional-  OVtoF
BA MA+ state/Missing
IHE other TFA
Over half of
L Tennessee
traditional-BA Grades K5 W | TR

completers initially  cradeses B P
work In elementary Grades 9-12 J s B 22

SChOOlS Grades mixed/other I 13% I 1% I 10%
Kentucky

Primary (Pk-5) - B 12% 34%
Secondary (6-12) - 88% 66%

Data show the average proportion from 2017 to 2023. School level in Kentucky is assigned based on the highest
grades offered (primary) or lowest grade offered (secondary) in a school.

Chart: SREB/Vanderbilt University * Source: TDOE & KDE * Created with Datawrapper

l 20% - 37% 33% 21%
- 39% - 21% 24%

3% 12% 9%
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Race and Ethnicity of Students Taught by Newly Hired Teachers Across Pathways

White Black Hispanic  Students of
Tennessee students students students other races

N On_trad 1ti on a| |y Traditional-BA 63% 20%
h Traditional-MA+ 59% 23%
prepared teaC ers Non-traditional-IHE
Work IN SChOOlS W|th Non-traditional-other
. Non-traditional-TFA
greater proportions vissing orep dote WD
Of StUdentS frOm Kentucky
different racial and =~ ™t EEA
] Traditional-MA+ 73%
ethnic baCkgrOU NAS.  Nontraditionatve B

Non-traditional-other JGEIEA

51% 30%
43% 31%

9% 64%

Non-traditional-TFA 87%

Out-of-state 72%

Data show the average proportion from 2017 to 2023.
Chart: SREB/Vanderbilt University « Source: TDOE & KDE -+ Created with Datawrapper
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Newly Hired Teachers by Pathway and Student Socioeconomic Status

Economically Traditional-  Traditional- Nor:j—u I ngi-” | Nor:j—_. . Outof
disadvantaged students BA MA+ ITI-rIaE ftional- chI: rtional %r:aA tional- state/Missing
er
Teachers who
Tennessee
enter through Less than 15% ED

non-traditional 1% 10 40% ED

Programs SEerve  Morethan40%ED Wl 0% | ss%

9 reater Kentucky
proportions of Less than 40% ED

students who 40%  90% ED Lo s s

are economically """ kR BN P 36%

d |Sadva ntag ed . Data show the average proportion from 2017 to 2023. In 2017, both Tennessee and Kentucky used a measure of Free and
Reduced Price Lunch (FRPL) as a proxy for economic disadvantage (ED). Both states adopted new measures in 2018. TFA
teachers predominantly work in schools serving high proportions of economically disadvantaged students. This is reflective
of the program’s target of placing teachers in high-needs schools.

Chart: SREB/Vanderbilt University « Source: TDOE & KDE * Created with Datawrapper
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Some preparation
pathways are
significantly
associated with
teacher retention
even when
controlling for
Individual and school
characteristics.

TN EDUCATION
RESEARCH VANDERBILT
ALLIANCE ~ Peabody College

Effects of Experience by Preparation Pathway on Teacher Retention, Tennessee

0.80
0.70 New teacher
survival rate over
time
0.60
0.50
Traditional-BA
0.40 e S ) 0.38
e, Traditional-MA+
S Sl 037
“=s..  Non-traditional-IHE
0.30 0.33
“*+.. Missing prep data
0.32
Non-traditional-other
0.20 e 028
"“*-. Non-traditional-TFA
0.17
0.10

1 2 3 4

Cox proportion hazard model’s outcome of interest is a binary measure of retention (1=retained). Failure is
measured when retention is 0. The observed time interval is experience. Model covariates include preparation
pathway individual characteristics (sex, race, age, logged salary), and school characteristics (student race, %
special education, % economic disadvantaged, % immigrant or English learner, student sex, school locale, logged
enrollment, school level). Standard errors are clustered at the school level. Graph plots the survival function
(retention) holding covariates constant at the mean. See TERA working paper Appendix Table 1 for full list of
covariates.

Chart: SREB/Vanderbilt University - Source: TDOE - Created with Datawrapper



Some preparation
pathways are
significantly
associated with
teacher retention
even when
controlling for
Individual and school
characteristics.

TN EDUCATION
RESEARCH VANDERBILT
ALLIANCE ~ Peabody College

Effects of Experience by Preparation Pathway on Teacher Retention, Kentucky

0.80
0.70 N?W teacher
survival rate over
time
0.50
0.40 Traditional-MA+
0.39
N e, Traditional-BA
0.30 e N T 0.32
Non-traditional-IHE
0.20 ““*e... ~Z-.._ Non-traditional-TFA
e 0.20
** Qut-of-state
010 0.19
Non-traditional-other
1 2 3 4 016

Cox proportion hazard model’s outcome of interest is a binary measure of retention (1=retained). Failure is
measured when retention is 0. The observed time interval is experience. Model covariates include preparation
pathway individual characteristics (sex, race, age, logged salary), and school characteristics (student race, %
special education, % economic disadvantaged, % immigrant or English learner, student sex, school locale, logged
enrollment, school level). Standard errors are clustered at the school level. Graph plots the survival function
(retention) holding covariates constant at the mean. See TERA working paper Appendix Table 1 for full list of
covariates.

Chart: SREB/Vanderbilt University « Source: KDE - Created with Datawrapper



The risk for novice teacher turnover
increases with certain conditions.

Teaching in - Low performing schools
High poverty schools
Secondary schools

RISK

g\j Lower starting salary

/@ Younger starting age

B3 Less effective instructional abilities

SREB

Sources:


https://www.sreb.org/publication/new-teacher-pathways

Beginning teachers feel better equipped to deal with
challenges related to entering and remaining in the
profession when fully supported by their preparation
program.

Not all preparation programs provide
the same types of supports and
resources that beginning teachers
need.

Beginning teachers who received
I support from their preparation

O
ﬂ/ programs expressed fewer challenges
9914 transitioning into the classroom.

T N EDUCATIO
. RESEARCH VANDERBILT
\" Peabody College




The expectation that
teachers sacrifice
personal time for their
work often begins in
preparation programs
and continues into their
early careers, making
the job less
sustainable long term.

EDUCAT|ON /
RESEARCH VANDERBILT
A LLIANCE Peabody College

“l often think that too much is
expected of and handed to
teachers. We think, ‘We can do
it, we’re teachers, we’re miracle
workers.’ But | think we need
acknowledgment that we’re
humans. We have our families.
We have other priorities.”

“It's overwhelming... The third
year gets easier, but those first
two years are so hard. I'm a
super organized, hyper-efficient
human and | struggled,
especially since | have a family.
It’s just hard. It's really hard.”




Traditional route teachers say student teaching was more
helpful than their coursework, although most beginning teachers
say their preparation programs did not adequately prepare them

for the realities of the job.

“I've had different jobs and this is
the most difficult job to walk into
and be able to complete. You're

supposed to walk in day one and
know exactly what you’re doing —
no other job is like that.”

TN EEEEEEEEE /
RESEARCH VANDERBILT
ALLIANCE Peabody College




SUPPORTING
PREK-12
EDUCATORS

(particularly novice educators)

SREB




SREB Teacher Induction Framework

Tiered Support System for Educators
( Comprehensive approach that fosters professional

growth for novice teachers, mentors and school leaders

28

Leadership for Teacher High-Quality Mentoring Professional Learning
Success & Retention Targeted yet flexible for Positive Teacher &
School and district mentoring that attends to Student Outcomes

instructional leadership the unique needs of Sustained, strategic
that nurtures, grows and novice teachers. development and coaching of
empowers feachers. novice and mentor teachers.

SREB




Induction can save schools, districts and states
millions of dollars.

Five-Year Novice Teacher Replacement vs. Growth Cost

U.S., 2024

Replacement:
Average cost per
teacher in medium-
size district

Growth:

Average cost per
teacher for residency
and induction

SREB

$82,250
total

$16,450

per year

' $5{J DDU FESIdBI'IG}' b /.

/) {mcludas $35 000 salar]r}

$19,500 for 3 years nf induction

$69,500
total

(at $6,500 per year) -

YLD savings

.. per novice teacher

Example

Maryland could save up to

$238 millionEEIWEREES

Sources: SREB analysis, based on data from Kirksey, J., 2025; Learning Policy Institute, 2024; National Center for Teacher Residencies, 2024; New Teacher Center, 2024



Teaching supports can improve student learning.

Average compounded learning per K-12 graduate:

. th .
Consistently taught by 78 months in math 8" grade level in math
underprepared teachers 65 months in reading 7th gra de level in rea ding

Consistently taught by 110+ months in math
prepared, supported _ _ 12" grade level
teachers 110+ months in reading

b f1 20,991 increase in lifetime earnings per graduate

hen taught by 10% more fully prepared teachers — increasing the tax
re¥enue base for communities and states

SREB

Sources: SREB analysis, based on data from Kirksey, J., 2025




Invest in Educators Series

NEW TEACHER
SUPPORT POLICES

Teacher Induction Policies

top takent and i

¢ We invest in students by investing in teachers.?®

— Era Jonneon, Ph)
auor of 15 books 1o guide suesirs

Why kvt in Sirong Teacher Induction? 2
Inducson Policy in tha 1S 4
Funding and Impast 10
Fiecammendations 15
Fiefrences 1
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Policy Recommendations

Teacher Induction

Invest in induction support

Allocate resources for:

d Support for school leaders, mentor teachers and teacher leaders,
growing novice teachers

d Layered & tiered support for novices

d Smaller, rural and low-income districts need additional support

SREB



Policy Recommendations

Teacher Induction

Require state-supported comprehensive
teacher induction

d Two+ years of support for novice teachers

 Clear policies for implementation

d Support and guidance for leaders, mentor and novice teachers

SREB



Policy Recommendations

Teacher Induction

Align induction policy with licensure and
compensation policies

Create a career continuum structure

 Licensure levels for differentiated roles - teacher apprentice,
resident, novice teacher, advanced teacher and mentor teacher

 Differentiated pay and educator support scaffolding

1 Enable innovative, strategic staffing

SREB



Policy Recommendations

Teacher Induction

Evaluate induction efforts for impact and
return on investment

d Assessment for impact and return on investment
d Continuous improvement of district support systems

J Resource allocation for evaluations are needed

SREB



Both traditional and alternative pathways to certification are needed to
diversify and fill the teacher pipeline BUT

Preparation quality matters — there are disparities in support that teachers
receive across both traditional and non-traditional pathways

Positive relationships, collegial support, mastery and professional working
conditions are crucial drivers of teacher retention

Consistent, high-quality support structures are needed for all incoming
teachers throughout teacher prep and the early years of teaching... or they will
leave!

To reverse the negative workforce trends, teaching must be an
attractive, accessible and supported career.

SREB



SREB STATES

2019-2023

Teacher Workforce Data

Data by State
Like previous years, there was a higher distribution of Teacher Preparation Program Completions

inexperienced, out-of-field and uncertified teachers at chngebemeen201213 2012 2016 2077 201 aos w020 202
schools with higher concentrations of poverty in the state and 202122 b v e R 2
SREB region during the 2022-23 school year. AL S [ | 2o |z [ 2 [ e | e | am
AR \ 2349 1,908 1739 1748 1,787 1,865 1,842

High-Poverty High-Poverty High-Poverty DE 746 459 437 336 425 647 529

Low-Poverty Title | Low-Poverty Tie | Low-Poverty Title |
Non-Title | 21.6% Non-Title | 13.9% Non-Title | 9.5% [ B I I A
1 5-2% o, 8-5% 51 % ol 3971 3807 4,054 431 4583 4678
A Y A

2,073 2407 2,189 2731 2,235 2702

]nexperienced OUT Of Fiel 2,365 2106 2,050 1,759 1,789 1,590

-o0f- |

6.4% difference 5.4% differel 2,382 2092 1,904 1,902 1,929 1827
1,687 1,583 1,653 1,639 2374 2,850

4308 4722 4023 4228 4987 4830

1,398 1314 1,239 1,178 1,147 1,002

2,207 2106 2168 2,089 2,382 2103

2,904 2803 2705 2,409 2,803 2680
S R E B (] O rg /Tea C 22574 21,598 20,06% 19,968 20,633 16,673
\_\_/, 280 3372 3,208 3167 2995 2,786 3174

\H 1,182 895 994 794 775 754 589

-593
SREB \\_/\‘ 69,892 62,710 58,199 54,950 54,143 57,682 54,199
-15,693




% SREB STATES

2013-2023

Teacher Compensation Data
TAKE HOME PAY

Average Annual Net Salary in Region, 2023

SREB




Fall 2025 Webinar Series

From Surviving to Thriving:
Transforming Support for New Teachers

Rigorous Teacher
Induction Can Help
End Teacher
Shortages

Sept. 11 at 1 p.m.

How Principals and
Mentors Should
Support Novice
Teachers

Sept. 25 at 1 p.m.

All times are in the Eastern zone.

How District Leaders
Can Create Successful
Induction Programs
for Novice Teachers

!

" ‘
2751
>y N

f
|
- "

Sept. 18 at 1 p.m.

How Educator
Preparation Leaders ort ¢
Can Support K-12 Retain More

Teacher Induction Novice Teachers

Oct. 2 at 1 p.m. Oct.9at 1 p.m.



Southern
Regional
Education
Board

SREB.org

For More Information:

= SREB.org/post/educator-
workforce-research

= SREB.org/induction
= SREB.org/teacherworkforce

_ " ' Pathways &
B = Preparation for
all Educators

| .
Licensure,
Advancement &

Contact:

Megan.Boren @SREB.org

Liée I Strategic Staffing

Certification

P ———

Professional
Support for
Educators at All
Levels

Compensation,
Incentives & .
Working Conditions

Compensation
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