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Fixing the holes in the teacher pipeline: AN OVERVIEW OF TEaCHER SHORTaGES

The headlines don’t lie. School districts across the country are struggling to attract and keep good 
teachers, a situation that seems to be particularly acute in states such as California and Oklahoma. 
This is not a good time for schools to be facing a teacher shortage. States have raised K-12 standards 
to new heights with the expectation that all students will graduate ready for college and careers. 

At the same time, enrollments in public schools are growing more diverse and include higher proportions of 
English language learners and students with special needs. As local school leaders are painfully aware, the new 
standards will not be met if they cannot make sure all their students have the benefit of well-prepared teachers. 

School leaders are clearly feeling the urgency. At the National School Boards Association, which houses 
the Center for Public Education, the issue rose to the top of school boards’ concerns just in the last year. We 
developed this paper in order to address those concerns and, hopefully, provide some useful information for 
moving forward.

We begin by examining the scope of the problem. The first finding is hard to explain. While we know that many 
districts and even whole states have teaching vacancies they can’t fill, many in the research community have 
concluded that, nationally, there is no shortage (Cowan et al., 2015). Substantially fewer college students are 
enrolling in teacher preparation programs, but those who do appear to be completing at higher rates. More veteran 
teachers are leaving, but more new teachers are staying (NCES, 2014; Title II HEA, 2015). The net effect seems 
to be that the supply of teachers nationwide is not significantly different than it was five years ago.

Teacher shortage has schools in ‘crisis mode’ … 

— Seattle Times, December 21, 2015 

California teacher shortage could get worse … 

— San Jose Mercury News, January 21, 2016 

School districts of all sizes experiencing teacher shortages … 

— Peoria Journal Star, January 13, 2016

INTRODUCTION
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However, the overall numbers mask imbalances 
that are creating shortages on various fronts:

•	 By state: the nation is awarding more teacher 
licenses, but 20 states have seen decreases. 
Oklahoma, Washington, Minnesota, Virginia 
and New York have all seen certificates drop 
by one third to almost one half in the last four 
years (Title II HEA, 2015). Other states, such as 
South Dakota, struggle to find enough teachers 
to keep up with increases in student enrollments 
(South Dakota Department of Education, 2015). 

•	 By subject area: schools report vacancies in 
STEM fields more than others. They also have 
more difficulty hiring special education and 
bilingual teachers (Cowan, 2015). 

•	 By school level: there is actually a surfeit of new elementary teachers, but schools report having trouble 
filling positions in their middle and high schools (AACTE, 2013). 

•	 By student minority/poverty enrollments: by some accounts, it is easier for traditionally hard-to-staff 
schools to fill positions than it used to be. However, high-poverty and high-minority schools still have more 
trouble than others (NCES, Title II, 2015). 

•	 By staff race/ethnicity: the student population is increasingly diverse. In many states, public schools have a 
majority-minority student body. Yet four out of five teachers are white (AACTE, 2013). 

Researchers point to several reasons for these imbalances: 

•	 the impact of the recession on school budgets in different locations; 

•	 the inability of some districts to compete on teacher salaries; 

•	 the spillover from policies such as class size reduction and higher graduation requirements that increase demand;

•	 better opportunities for math and science majors outside of teaching; 

•	 a perceived lack of respect for teachers; and 

•	 the reluctance of millennials to consider teaching careers.

The question for states and districts that are experiencing shortages is how to tip the balance in their favor. 

In these pages, we will look at the national data on teacher supply and discuss the issues affecting it with a 
focus on the three main leverage points in the teacher pipeline: initial preparation, recruitment, and retention. 
We will examine best practices regarding each, including how districts have forged collaborations with 
universities to strengthen the local pipeline. And we highlight four states that have been impacted by shortages. 

We conclude this paper with questions school leaders should consider in order to fulfill their commitment to 
provide every child with a good teacher. ■
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SUPPLY

FEWER INDIVIDuALS ARE ENTERING TEACHER PROGRAMS
One thing is pretty clear, fewer students are entering teacher education programs. Enrollments in traditional and 

alternative programs declined by 30 percent between 2010 and 2014. Over that same time period, however, the 
number of completers fell by about half that amount, 17 percent, so that the total supply has not been hit as badly, 
at least not yet (NCES, Title II, 2015). We may see the number of completions fall more as the full impact of 
lower enrollments plays out in the next couple of years (NCES, Title II, 2015). 

Keep in mind, not everyone who completes a teacher prep program goes on to teach. One analyst estimates that 
between one quarter and one half of completers don’t teach the year after graduating (DeMonte, 2016). While 
some of them will eventually enter the classroom, an unknown proportion never will. 

Year
Total Number 
 of Enrollees*

Total Number  
of Completers

2014 (AY 2012-2013) 499,800 192,459



CENTER FOR PUBLIC EDUCATION

4



5

Fixing the holes in the teacher pipeline: AN OVERVIEW OF TEaCHER SHORTaGES

PuPIL/TEACHER RATIOS CREEPING uPWARD
Policies to lower pupil/teacher ratios increase demand for more teachers, and indeed, the growth in the teaching 

force between 1988 and 2008 coincided with the reduction of the public school pupil/teacher ratio from 17.3 to its 
low point at 15.3 in 2008. Within two years of the recession, however, the ratio increased to 16 where it remains 
and should therefore lessen demand (NCES, 2014). 

Note that pupil/teacher ratios differ from class size. The ratio is a straight division calculation between the 
number of pupils and the number of teachers available. As such, it will be a lower number than class size which 
represents the number of students teachers serve in a classroom. In 2011-12, average class size was 21.6 for 
elementary schools and 24.2 in high schools (NCES, 2012). 

DRAMATIC DECLINE IN TEACHER VACANCIES
An increase in teacher vacancies would be another indicator of a shortage of teachers. However, the opposite 

appears to be happening. Based on data from the federal Schools and Staffing Survey, the proportion of schools 
having at least one teaching vacancy has been declining since 2000, from 83 percent in 2000 to 68 percent in 
2012. In addition, schools reporting difficulty staffing at least one subject area were half what they were twelve 
years earlier, from 36 to the present 15 percent. (Malkus, Mulvaney Hoyer & Sparks, 2015). 

The decline in teacher vacancies was evident across the board and in virtually every category, including 
traditionally hard-to-fill positions in math and special education. However, some schools have more vacancies 
than others. High schools, for example, had many more openings than elementary schools. As stated earlier, 
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universities produce more elementary teachers than secondary. At the same time, more high-school students are 
staying in school and are taking more courses to graduate, especially in high-level math and science, both of 
which increase demand (Ingersoll et al, 2014). 
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Not all schools share equally in the ability to fill positions. Staffing gaps persist between high- and low-minority 
schools as well as high- and low-poverty schools. 
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LACK Of MINORITy TEACHERS
Public school enrollments are increasingly diverse. Students of color comprise nearly half of the student 

population now and are projected to be the majority within the next few years. Yet the demographic composition 
of the teaching force has changed little. Unlike many of the children they teach, about four in five public school 
teachers are white. Many advocates argue that it’s important for students of every race and ethnicity to have role 
models among their teachers. Research seems to bear this out. Anna Egalite and her team, for example, have 
documented achievement gains for students with same-race teachers (Egalite et al, 2015).

The nation is beginning to make some progress, however. Minorities are joining the teaching profession at an increasing 
rate, and the gap is narrowing. Between 1988 and 2008, the number of white teachers increased by 41 percent while the 
number of minority teachers increased by 96 percent. As a result, the overall number of minority teachers in the workforce 
increased from 12.4 percent to the current 16.5 percent (Ingersoll, 2014). Even so, the number of minority students enrolled 
in public schools is growing faster. Further, minority teachers are more likely to leave the profession than white teachers, 
which keeps a consistent, significant diversity gap in nearly every state. (Boser, 2014)
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ENOuGH TEACHERS, BuT NOT EVERy SCHOOL GETS ITS SHARE
At the national level it appears the current supply of teachers is enough to meet demand. The enrollment drop 

off in teacher preparation programs is being offset by higher rates of completion and lower attrition rates among 
new teachers. In addition, the number of schools reporting vacancies has dropped significantly. Yet this is likely 
small consolation to the many states and districts struggling to staff their schools. 
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As we’ve shown, enrollments in teacher preparation programs have dropped off dramatically in the 
last five years (Title II, 2015). Of those who do enroll, most enter traditional college or university-
based programs, but alternate paths into teaching are a growing part of the pipeline, too (NCES, 
2011-2012). Nationally, approximately 85 percent of aspiring teachers come through traditional 

education programs. The remaining participate in state-approved alternate routes, such as Teach for America or 
TNTP Teaching Fellows. 

The drop in enrollment is the result of many factors. ACT surveys show that over the past four years, high 
school students’ interest in a teaching career has fallen by 16 percent (Darling-Hammond, et al, 2016). Many 
experts believe the bad economy may be to blame resulting in budget cuts and staff reductions that make teaching 
less secure than before. Students may also feel more pressure to choose careers where they can earn higher 
salaries and pay off high student loans (Sawchuk, 2014). Still others point to test-based accountability and high-
stakes teacher evaluations that have made the profession less attractive (Goldhaber & Walch, 2014).

A DECREASE IN QuANTITy, AN INCREASE IN QuALITy
While enrollments are down, students who do enter teacher preparation programs have higher credentials than 

their peers in the past. The GPA of students admitted in the fall of 2011 to teacher preparation programs was 
significantly higher than the entrance requirements at both the bachelors and masters levels (AACTE, 2013). 
Further, graduates entering the teaching profession in 2008-09 had slightly higher average SAT scores than 
their peers entering other professions (Goldhaber & Walch, 2014). This was most apparent with new teachers 
in high-stakes classrooms, that is, grade 4-8 reading and math where the pressure for students to achieve high 
standardized test scores is significant (Goldhaber & Walch, 2014).

Another hopeful note is that more qualified STEM majors are preparing to teach. According to a federal 
longitudinal study, high-scoring STEM majors in the 2008 cohort were more likely to become teachers than 
cohorts from 1993 or 2000. Also, the overall number of STEM teachers coming from the bottom fifth in their 
class sharply declined from 13 percent in 1993 to 2 percent in 2008 (NCES, 2015). 

Teacher 
Preparation 
WHO IS PREPARING fOR TEACHING
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BEST PRACTICES
Even though enrollments in teacher preparation are falling, it is encouraging that teacher candidates are 

entering programs with higher academic credentials, which may be one factor in higher completion rates. Experts 
recommend that universities address shortages in the following ways:

•	 Better alignment between teacher production and workforce needs. Teacher preparation programs 
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Training to be a teacher doesn’t guarantee the new graduate will enter the profession. The gap between 
the university and the classroom is what Jenny DeMonte of the American Institutes for Research calls 
the “teacher pipeline’s leakiest section.” Data is hard to come by, but she estimates that between a 
quarter and a half of graduates of teacher preparation programs don’t teach (DeMonte, 2016). Some 

of these graduates are merely taking some time off before heading into the teaching workforce. Even so, an 
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•	 Establish effective peer cohort teams. Charlotte-Mecklenburg in North Carolina improved low-performing 
schools in its district by staffing them with well-selected teams of effective principals and teachers. The 
combination of prestige and the chance to work collaboratively proved to be incentives to attract talented 
individuals into previously hard-to-staff schools (Berry et al, 2007). 

Other ways districts attract new teachers are to offer signing bonuses, salary adjustments for shortage areas such 
as STEM, or housing assistance (particularly in urban communities or other locations with high costs of living). 

Note that some of these practices are more proven than others. Studies show mixed results on the effectiveness of 
offering financial incentives to teachers, for example. On average, teachers choose to teach in a school with a more 
preferable location and good working conditions rather than a district that offers financial incentives. Further, even 
when the incentives attracted teachers into the district, it had no effect on their retention if they received little support 
once there. Improved working conditions and administrative quality and support is more important than salaries to 
teachers choosing where to work (CPE, 2008). 

Districts can start to recruit new teachers to the profession on their own by developing teachers from within 
their own communities. High schools can offer clubs and volunteer opportunities for students who are aspiring 
teachers to learn about the field of education and begin to work with students. If possible, the district can also 
offer incentives for those students to come back to their hometowns to teach after earning their degrees and 
teaching credentials (Bland et al, 2014). ■

Best Practices to Recruit New Teachers

•	 Work closely with local colleges to recruit new teachers 

•	 Offer a competitive salary, especially for STEM teachers

•	 Develop programs within districts for aspiring teachers in high schools to learn about education, join 
clubs, and offer them incentives to come back to their hometowns to teach

Best Practices to Recruit New Teachers to Hard-to-Staff Schools

•	 Offer tuition reimbursement and loan forgiveness programs

•	 Provide a signing bonus or housing assistance, especially in high-cost urban districts

•	 Differentiate salaries for hard-to-fill positions

•	 Support new teachers with a strong mentoring program or, if possible, a paid residency 

•	H ire highly trained and effective principals
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Addressing shortages depends as much on keeping existing teachers inside our schools as it does 
producing new teachers. Retaining existing teachers has other benefits, too. These experienced 
veterans contribute to a stable school environment and higher student achievement. Retention can 
also save considerable costs related to replacement. 

The good news is that beginning teachers are staying in the profession at higher rates than previously thought 
(NCES, 2015). The bad news -- more veteran teachers are leaving the nation’s public schools. Altogether, we lose 
about a half million teachers every year at a cost estimated at $1 to $2.2 billion (Haynes, 2014). 

Many of these leavers are teachers of color, who already represent a shortage area. Despite being a growing 
share of beginning teachers over the last two decades, the turnover rates of minority teachers are regularly higher 
than those of their white colleagues: 18 percent higher than that of white teachers in 2004-05, and 24 percent 
higher in 2008-09 (Ingersoll, 2011). 

WHy TEACHERS LEAVE
According to Richard Ingersoll, most teachers leave the profession because of “inadequate administrative 

support, isolated working conditions, poor student discipline, low salaries, and a lack of collective teacher 
influence over schoolwide decisions” (Haynes, 2014). The departure of minority teachers is probably due to the 
fact that they are more likely to teach in urban and hard-to-staff schools, which are regularly the schools with 
the highest turnover rate (Ingersoll, 2011). And indeed, minority teachers cite job dissatisfaction more often than 
white teachers as their reason for leaving. 

A 2012 survey by Metlife shows that overall teacher job satisfaction has decreased 23 percentage points since 
2008 and half of teachers report feeling very stressed multiple times a week, compared to only 36 percent of 
teachers in 1985. These numbers coincide with budget decreases among schools and the rise of the standardized 
testing movement. Teachers further report higher stress levels due to the numbers of low-income and below-grade 
level students (Metlife, 2012). First year salaries also have a significant impact on teacher retention. Nearly all 
new teachers (97 percent) earning a salary of $40,000 or more came back to teach a second year compared with 
87 percent whose first-year salaries were $40,000 or less (Gray & Taie, 2015). 

Teacher 
Retention
THE COST Of TuRNOVER
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Interestingly, minority teachers are more likely to move to a different urban school or leave the profession than 
white teachers who generally move away from urban schools. However, teachers overall tend to move to schools 
where students have higher achievement, a smaller fraction of students are African American, and less students 
are from low-income families (NCES, 2014). 

Keep in mind that attrition is not always a bad thing. Researchers at the National Center for Analysis of 
Longitudinal Data in Education Research found that effective teachers are more likely to stay in their jobs than their 
less effective colleagues (Cowan, 2015). Indeed among beginning teachers who left the profession, one in five left 
involuntarily either because they were counseled out or their contracts were not renewed (Gray & Taie, 2015). 

LEADERSHIP IS KEy
Leadership at the school level is an essential ingredient in teacher retention. Effective principals set a tone in 

the building that encourages professional collaboration and continuous improvement. They are able to recruit and 
develop effective teachers, and when all else fails, remove ineffective individuals from the classroom. 

However, a 2012 report from the New Teacher Project (TNTP) finds that, on average, school leaders simply do 
not have the authority or strategies to create such an environment. Three-quarters of highly effective teachers who 
left a school reported that they would have stayed if their main reason for leaving had been addressed. Two-thirds 
of the top-performing teachers reported that no one encouraged them to stay at the school for another year. 

BEST PRACTICES IN TEACHER RETENTION
The TNTP report lists eight low cost retention strategies that schools can begin to implement immediately. They 

find that highly effective teachers who experience two or more of these strategies plan to remain in their schools 
twice as long as those who did not: 
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•	 Provide regular, positive feedback to teachers

•	 Help teachers identify areas of development

•	 Give informal critical feedback about 
performance

•	
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After providing a national view of whether we are in the midst of a teacher shortage problem, 
we now examine the issue at the state level where different policies, teacher prep programs and 
demographic shifts, among other factors, create the unique challenges that each of these four states 
face in recruiting and retaining teachers.

A View From  
the States

CALIFORNIA

POST-RECESSION FALL OuT

From the diet and exercise industry to the high tech boom, California lives up to its reputation as a harbinger state. 

Is it any wonder then that California, a state where trends frequently begin, should not only suffer one of the 
most acute cases of teacher shortages in the nation but embody everything that could go possibly wrong within the 
basic market principles of supply and demand? 

To start, the demand is high. While California was not the first state to adopt policies limiting the size of 
classrooms--- a major driver of demand--- its version is arguably the largest class size reduction program ever 
undertaken. Enacted in 1996, the law provided every district extra per-pupil funding if they kept K-3 classrooms 
to 20 students or less. Funded by revenue from the dot-com boom, the program was modeled after the Tennessee 
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make them eligible for an additional $712 per pupil. Districts are almost universally eager to jump at the chance 
of bringing back a popular program, even if research has been inconclusive on its effectiveness. 

Buoyed by additional state funding, districts are embarking on a hiring craze, and are coming up empty. A 
report released in January by the Learning Policy Institute, found nearly 4,000 open teaching positions still listed 
on EdJoin, the statewide educator job portal, two months into the 2015-2016 school year. 

Analysts from a broad spectrum of backgrounds and think tanks are predicting a sizeable gap between the 
number of teachers California produces and the number it needs to bring class sizes back down to pre-Recession 
levels. According to California’s Legislative Analyst’s Office, the desire for smaller class sizes has created the 
need for an additional 11,300 teachers. The Learning Policy Institute’s estimate is more dire: to return to pre-
Recession ratios of 19.8 students per teacher, California districts would need to hire some 60,000 teachers, a 
good 20 percent of its current teaching force.

Unfortunately, the latest annual report from the California Commission on Teacher Credentialing shows the 
number of initial teaching credentials issued declining for the 10th consecutive year and the overall number of 
candidates enrolled in teacher preparation programs declining for the 12th consecutive year. 

During what seems like cyclical patterns of teacher supply and demand mismatch, California has relied on alternative 
paths to get individuals into the teaching profession. And it seems like districts are returning to those strategies. 

The number of provisional and short-term permits issued in 2014-15 grew three-fold to 2,400 from about 850 
just two years earlier. The California Teacher Corps, a non-profit launched in 2009 to address teacher shortages 
in the state, is perhaps one of the biggest drivers of the alternative certification route having committed itself to 
placing 100,000 highly qualified teachers in the classroom by 2020. 

At the local level, districts are getting equally creative at recruiting teachers, with some offering signing 
bonuses, housing incentives and even carpooling. Most notably, school systems are looking elsewhere for 
faculty, with 24 percent of all preliminary credentials issued in 2014-15 for individuals who came from out-of-
state credentialing programs. 

For a state as large and complex as California, tackling the teacher shortage problem will require a multi-
faceted approach that includes all parties, from prospective student to state lawmaker, and addresses each phase 
of the teacher pipeline, from teacher preparation to retention. Anything less, will only exacerbate the resource 
inequities that exist between the affluent and poor communities. 

INDIANA

A MICROCOSM Of THE NATIONAL PICTuRE

Perhaps no other state embodies the nuances of the teacher shortage debate better than Indiana. The data 
is inconclusive, hiring difficulties aren’t experienced uniformly, and stakeholders have differing views of the 
underlying causes and how to address them. 

Indiana is a seeming newcomer to the growing list of states reporting problems filling teacher vacancies. First 
there was a high volume of recent news accounts chronicling districts’ challenges in finding enough applicants 
which was then followed by a flurry of task forces commissioned to study the issue.

Naturally, each came to its own conclusion. 

In a report released last October, Ball State University’s Center for Business and Economic Research declared 
that data did not support the finding that there was an undersupply of teachers in the state. Rather the authors 
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contend that falling completion rates at state teacher preparation programs -- a 37 percent drop from 2004 to 2014 
-- was actually a market correction from the glut of teaching degrees conferred in previous eras. 

Complicating matters, college enrollment data does not include alternative preparation programs like Teach for 
America or account for relatively new changes to the way data on teacher preparation programs are collected and 
reported by the state and federal departments of education.

Some reports, for instance, counted the number of licenses issued rather the number of people certified which 
ignores the fact that teachers can and often do earn certifications in multiple subjects. Also noteworthy: state 
education departments issue licenses to other educators besides classroom teachers, yet this distinction hasn’t 
always been made in reports. 
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interim study committee with Delaney, told Indiana Public Media. “But I think there are some things that we 
probably can tweak with.” Indeed, the state recently took some initial steps by passing legislation that among 
other things will make it easier to license teachers from out of state, and offer differential pay in order to attract 
teachers for Advanced Placement courses.

NORTH CAROLINA

FuNDING CuTS HuRTING SuPPLy
North Carolina teacher turnover is currently at a five-year high. “Since 2010, the number of teachers leaving 

because they are ‘dissatisfied with teaching’ or to make a career change has nearly doubled, and the number 
of those leaving to teach in other states has more than tripled,” according to the Public School Forum of North 
Carolina, a nonpartisan think tank in Raleigh.

The statewide turnover rate last year was 14.8 percent, a 33 percent increase in five years. The severity of the 
shortage is best seen in 18 central districts that began the 2015-16 school year with over 400 teaching vacancies, 
almost half of which were in the generally easy-to-staff areas of elementary school, in addition to math, and 
science. 

Funding is at the root of much of the shortage crisis. North Carolina is 43rd in the nation in per-pupil spending 
and teacher salaries are among the lowest. A recent increase in a first-year teacher salary has brought it up to 
$35,000 a year. A 20-year veteran teacher will only make $46,500. New policies have also stagnated teacher 
salaries so that pay increases only occur every five years, and cost of living adjustments haven’t been made 
since 2008. Pay increases for master’s degrees have been eliminated and there are talks to end tenure as well. 
An increasing number of North Carolina teachers are moving across the border into South Carolina or Virginia 
where teacher salaries are significantly higher and there is more stability. The state’s legislature has approved tax 
cuts among the populace to the chagrin of many in the education field who see this as a sign that no additional 
funding is coming their way. 

Currently, 25 percent of North Carolina’s teaching force has less than five years of experience. Despite the 
proven impact of new teacher induction programs on teacher retention, funding for North Carolina’s mentoring 
program has been cut which increases the likelihood for high turnover rates. 

On top of high teacher attrition, North Carolina is churning out a low supply of new teachers. Enrollment for 
in-state teacher preparation programs is continually dropping. Making matters worse, state lawmakers recently 
eliminated funding for the North Carolina Teaching Fellows Program which had enticed high school students 
into the profession by offering competitive scholarships to college. The high demand is forcing districts to look 
out-of-state for teachers. But the state’s salary and funding policies aren’t making it easy. 
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Closing  
the loop
SCHOOL-COLLEGE COLLABORATION

Teacher shortages are ultimately local. Some states have them while others don’t. Even in those lucky 
states with plenty of teachers, individual districts can have trouble filling positions. State and federal 
policy can help support a better supply and distribution. But the exact staffing needs will vary as much 
as communities do from each other. One district may be scrambling to find bilingual teachers for its 

growing ELL population, for example, whereas the community next door has an older elementary school staff 
who are retiring in greater numbers each year. 

Which all argues for local planning and action in order to fill immediate gaps as well as to guarantee a steady 
supply of teachers in the future who have the combination of skills the community needs. School districts cannot 
do this work alone. Fortunately, there is an excellent chance that school leaders have a natural partner in a nearby 
college of education. 

It’s not at all unusual for school districts to hire a large share of its teachers from one or two universities. 
According to Sharon Robinson, president of the American Association of Colleges of Teacher Education, most 
teachers, in fact, teach within 30 miles of where they grew up or went to college. Collaboration between the 
school district and its supplier college of education only makes sense. 

Benefits of such a partnership include:

•	 Strategic planning. Districts can apprise universities of positions that are the most challenging for them to 
fill, for example, high school math teachers or teachers of color. Together the district and COE can develop 
strategies for recruiting talented candidates to prepare for teaching in these areas of need. 

•	 Data sharing for continuous improvement. Districts can provide feedback to the COE about the 
effectiveness of its teacher graduates. In return, universities can give districts data on their high school 
graduates who attend their campuses. Remediation and completion rates, in particular, provide valuable 
information about how well the district is preparing students to undertake college-level work.

•	 A setting for clinical practice. Teacher educators and researchers agree on the importance of supervised 
classroom experiences in the development of effective teachers. Districts can provide the setting for student 
teaching, and at the same, acquaint potential future candidates with the culture of the school community. 
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Questions 
for school 
boards

As we have shown, teacher shortages occur for many reasons. How a district addresses a shortage 
depends on understanding why it exists, in what areas, and which groups of students are most affected 
by it. Be aware that actual shortages could be hidden in overall data. For example, your district may 
report having enough teachers certified in a particular subject area. But that doesn’t necessarily mean 

all of the classes they teach are in their main field. 

Consider that in 2012, only 57 percent of high school biology teachers reported teaching all of their classes in 
their main subject; 12 percent said that less than half of their classes were related to biology (NCES, 2015). We 
also know that high-poverty high schools are more likely to have classes taught by out-of-field teachers than low-
poverty schools (Education Trust, 2010). 

School boards have a responsibility to make sure students have access to effective teachers in every class who have 
the relevant skills for their assignment. This means paying attention to quality as well as quantity. We recommend 
school boards keep the following questions in mind as they consider the staffing needs in their district:

Do we have enough teachers? How many vacancies do we have? What is the applicant-to-vacancy ratio? Are 
there particular subjects or specialized areas, such as math or bilingual education, that are harder to staff than 
others? Are there schools in our district that are harder to staff than others? What are the characteristics of hard-to-
staff schools? Does the demographic makeup of our staff reflect that of our students?

Are our teachers qualified? Are all teachers licensed in the area of their assignment? Have they come from 
traditional university programs? Alternate routes? Do we have evidence of the quality of the programs that 
produce our teacher candidates? Do we have teachers with emergency credentials? How many? Where do they 
teach and to which groups of students? Do all students have access to qualified teachers?

Are we able to recruit qualified teachers? How do our salaries compare to neighboring districts? to other 
comparable districts? Can we provide incentives in shortage areas, for example, differential pay, signing bonuses, 
student loan forgiveness? Do we provide mentoring for new teachers? How effective are our induction programs?
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Appendix C: Average salaries of public school teachers, 2012-13

state salary

Alabama 47,949

Alaska 65,468

Arizona 45,264

Arkansas 46,631

California 69,435

Colorado 49,844

Connecticut 69,397

District of Columbia 70,906

Delaware 59,679

Florida 46,598

Georgia 52,880

Hawaii 54,300

Idaho 44,669

Illinois 59,113

Indiana 50,077

Iowa 50,946

Kansas 47,464

Kentucky 50,203

Louisiana 51,381

Maine 48,430

Maryland 64,248

Massachusetts 71,620

Michigan 61,560

Minnesota 56,268

Mississippi 41,814

Missouri 47,517

Montana 48,855

Nebraska 48,842

Nevada 55,957

New Hampshire 55,599

New Jersey 67,447

New Mexico 45,453

New York 75,279

North Carolina 45,737

North Dakota 47,344

Ohio 56,307

Oklahoma 44,373

Oregon 57,600

Pennsylvania 62,994

Rhode Island 63,474

South Carolina 48,375

South Dakota 39,018

Tennessee 47,563

Texas 48,819

Utah 45,543

Vermont 53,735

Virginia 48,988

Washington 52,234

West Virginia 45,453

Wisconsin 53,797

Wyoming 56,775

United States 56,065

Source: National Education Association, Rankings of the States, 2014 
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state at least 10 weeks less than 10 weeks
required, no length 

specificied
optional/no 
requirement

Alabama x

Alaska x

Arizona x

Arkansas x

California x

Colorado x

Connecticut x �




