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Research Partnership: 
The Next Generation of 
Teachers

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.

• Enrollment in high school introductory teaching courses is 
increasing.

• 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.



Research Partnership: 
Teacher Labor Markets

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. 



Early-career teachers in Tennessee are more satisfied with their 
clinical preparation than their coursework. 



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



Research Partnership: 
New Teacher Pathways 
and Retention 

https://tnedresearch.org/wp-content/uploads/2025/05/tera-working-paper-sreb-qual-250430.pdf


Why Focus on New or Early Career Teachers?

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

20% leave after the first 
year



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



Non-traditional completers are more likely to be male compared 
to traditionally prepared new teachers.



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.



Most newly hired 
teachers are 
older than 25, 
aside from 
traditional-BA 
and Teach For 
America routes.



Non-traditional 
routes produce a 
greater proportion 
of teachers with 
middle and 
secondary 
endorsements.



Over half of 
traditional-BA 
completers initially 
work in elementary 
schools.



Non-traditionally 
prepared teachers 
work in schools with 
greater proportions 
of students from 
different racial and 
ethnic backgrounds.



Teachers who 
enter through 
non-traditional 
programs serve 
greater 
proportions of 
students who  
are economically 
disadvantaged.



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



Sources: SREB & Vanderbilt University, 2025

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


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

Beginning teachers who received 
support from their preparation 
programs expressed fewer challenges 
transitioning into the classroom. 

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



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.

“I 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 I 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 I struggled, 
especially since I 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.”



SUPPORTING
PREK-12
EDUCATORS
(particularly novice educators)



SREB Teacher Induction Framework



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

Five-Year Novice Teacher Replacement vs. Growth Cost
U.S., 2024

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

$12,750 savings 
per novice teacher

Example
Maryland could save up to 
$238 million every 5 years



Teaching supports can improve student learning.

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

8th grade level in math
7th grade level in reading

12th grade level

$120,551 increase in lifetime earnings per graduate 
 when taught by 10% more fully prepared teachers — increasing the tax 
revenue base for communities and states



NEW TEACHER 
SUPPORT POLICES



Policy Recommendations 

Teacher Induction
Invest in induction support 
Allocate resources for:

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

 Layered & tiered support for novices

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



Policy Recommendations 

Teacher Induction
Require state-supported comprehensive 
teacher induction
 Two+ years of support for novice teachers

 Clear policies for implementation

 Support and guidance for leaders, mentor and novice teachers



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 

 Enable innovative, strategic staffing



Policy Recommendations 

Teacher Induction
Evaluate induction efforts for impact and 
return on investment
 Assessment for impact and return on investment

 Continuous improvement of district support systems

 Resource allocation for evaluations are needed



• 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.

TAKEAWAYS



SREB.org/TeacherData 

Teacher Workforce Data SREB STATES
2019-2023



SREB.org/TeacherCompensation 

Teacher Compensation Data SREB STATES
2013-2023

TAKE HOME PAY
Average Annual Net Salary in Region, 2023

$30,490

$50,233

$39,806
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For More Information:
 SREB.org/post/educator-

workforce-research
 SREB.org/induction
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