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We understand that:
•   There is a teacher shortage. Students in more than 110,000 classrooms have an 

under- or unqualified teacher.1 The problem disproportionately affects students of 
color. The ratio of uncertified teachers leading classrooms in high v. low minority 
schools is 3.7 to 1.2

•   We are losing teachers prior to retirement at an alarming rate. Roughly 14% of 
teachers leave teaching or the profession each year. Less than 1/3 of them leave for 
retirement.3,4 

•   The quantity of teachers entering the workforce is down. Enrollment in teacher 
preparation programs has decreased 50% since the 1970s.5

•   Teacher retention is an expensive problem. Recruiting and replacing teachers 
costs urban districts roughly $20,000 per teacher and rural districts almost $10,000 
per teacher. 

We have seen that:
•  Teacher retention is one of the most challenging issues facing school districts.
•   External factors such as federal and state funding, changes in cost of living, and 

local employment opportunities have a dramatic impact on teacher retention and 
that we can design internal innovations within these external constraints. 

•   As other industries have capacity shortages, they will recruit educators away from 
schools and into other markets.

•   Currently teacher retention, recruitment, and training work is happening in isolation 
and not successfully addressing the complex challenge of teacher retention.

We believe that:
•   While specific strategies have improved some focused aspects of teacher 

retention, there has not been a significant improvement in overall teacher retention- 
it is a challenge that requires our best thinkers and thinking.

•   We must learn from other industries’ approaches because we are competing with 
them for top talent.

•   Teacher retention could be addressed more effectively if we took an approach 
that eliminated silos and considered the teachers’ experience across recruitment, 
retention, and training, from their initial interaction to their retirement.

 1 U.S. schools struggle to hire and retain teachers, Economic Policy Institute 
 2 Understanding Teacher Shortages Interactive Map, Learning Policy Institute
 3 Teacher Turnover: Why It Matters and What We Can Do About It, Learning Policy Institute
 4 Understanding Teacher Shortages Interactive Map, 2016, Learning Policy Institute
 5 Colleges of Education: A National Portrait, AACTE
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https://www.epi.org/publication/u-s-schools-struggle-to-hire-and-retain-teachers-the-second-report-in-the-perfect-storm-in-the-teacher-labor-market-series/
https://learningpolicyinstitute.org/product/understanding-teacher-shortages-interactive
https://learningpolicyinstitute.org/sites/default/files/product-files/Teacher_Turnover_REPORT.pdf
https://learningpolicyinstitute.org/product/understanding-teacher-shortages-interactive-2016
https://secure.aacte.org/apps/rl/res_get.php?fid=4178&ref=rl
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Instead of thinking of recruitment, retention, and training as separate challenges we need 
to design solutions that improve a teacher’s comprehensive experience. This will help to:
•  increase collaboration across departments by breaking down silos;
•   deepen empathy for teachers and their journeys across the system, from initial 

engagement through departure;
•  create clear and compelling messaging to inspire, recruit, and retain teachers; and
•   design actionable solutions that address the complex challenge of teacher retention.

The Education Elements team can offer support as a trusted advisor and project 
manager.
•   We are expert facilitators who engage diverse groups and bring in processes and 

protocols that drive collaboration, alignment, and action.
•   We customize our approach based on your unique needs, taking time to learn your 

context. We never bring in a one-size-fits-all solution.
•   We get results. We are one of the few education consulting companies that publishes 

an annual impact report showing how visions and plans translate into results at the 
district, school, and community level.

Education Elements has published many resources to help shape the national 
conversation around teacher recruitment, retention, and training. Below are a few 
examples:
•   Dynamic Recruitment | Evolving How We Meet the Recruiting and Retention Needs at 

the Nation’s 4th Largest School District
•   Energized by Purpose | We Must Reboot Our Schools, San Francisco Chronicle
•   Teacher Agency | Recruit and Retain the Best Teachers by Tapping into Teacher Agency
•   Career Pathways | How to Elevate Teachers in the Age of Computers
•   Clear Communication | How Clear Communication and Defined Career Pathways Can 

Boost Teacher Retention
•   Consistent Celebrations | 40 Ways to Celebrate Teachers and Impact Teacher 

Retention

We believe these are the eight  
design elements to consider at a  
systems-level when working to  
improve teacher retention:

•   Dynamic Recruitment
•   Energized by Purpose
•   Teacher Agency
•   Targeted Incentives
•   Curated Communities
•   Career Pathways
•   Clear Communication
•   Consistent Celebrations
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DYNAMIC 
RECRUITMENT
We attract and select  
teachers based on an 
inspiring challenge and  
clear competencies

CURATED 
COMMUNITIES
We support teachers to 
connect and collaborate 
in diverse, purposeful 
communities

ENERGIZED  
BY PURPOSE
We have a clear,  
compelling purpose that 
inspires teachers to  
join us and to stay

TEACHER
AGENCY
We build  
systems that  
empower teachers  
to be decision makers  
and innovators

CLEAR 
COMMUNICATION
We communicate  
with teachers  
regarding goals,  
decisions, rationale,  
and supports

TARGETED  
INCENTIVES
We reward teachers for 
growing in and achieving 
specific competencies  
and outcomes

CONSISTENT 
CELEBRATIONS
We celebrate learnings 
and successes  
regularly across our  
community

CAREER 
PATHWAYS
We provide our teachers  
with clear pathways for 
learning, leadership,  
and promotion
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https://orgchange.newschoolrules.com/new-school-rules-blog/evolving-how-we-meet-the-recruiting-and-retention-needs-at-the-nations-fourth-largest-district
https://orgchange.newschoolrules.com/new-school-rules-blog/evolving-how-we-meet-the-recruiting-and-retention-needs-at-the-nations-fourth-largest-district
https://www.sfchronicle.com/opinion/openforum/article/Why-we-must-reboot-our-schools-11127962.php
https://www.edelements.com/blog/recruit-and-retain-the-best-teachers-by-tapping-into-teacher-agency
https://www.edelements.com/blog/how-to-elevate-teachers-in-the-age-of-computers
https://www.edelements.com/blog/how-clear-communication-and-defined-career-pathways-can-boost-teacher-retention
https://www.edelements.com/blog/how-clear-communication-and-defined-career-pathways-can-boost-teacher-retention
https://www.edelements.com/blog/40-ways-to-celebrate-teachers-and-impact-teacher-retention
https://www.edelements.com/blog/40-ways-to-celebrate-teachers-and-impact-teacher-retention
https://www.edelements.com/hubfs/Teacher%20retention%20/8ElementsofTeacherRetention-%20final%20pdf%20072F24.pdf
https://www.edelements.com/hubfs/Teacher%20retention%20/8ElementsofTeacherRetention-%20final%20pdf%20072F24.pdf

