
Due to rising enrollments, growing retirements, a focus on smaller 
class sizes, and high rates of attrition for beginning teachers, the 
United States will need to hire two million teachers over the next 
decade. The situation is even more dire in the Southeast, with 
Georgia and North Carolina each needing to hire 10,000-
13,000 new teachers per year. 
 
To address the growing teacher shortage, states are experiment-
ing with several different strategies to recruit and retain more 
teachers, particularly in high-need geographical and subject ar-
eas. Although no state has connected pre-collegiate recruiting, 
scholarship and loan forgiveness, and mid-career preparation 
programs in ways that yield big dividends, the Southeast Center 
has surfaced a number of valuable lessons and promising prac-
tices, many of which are right here in our own region. 
 
“Grow-your own” approaches have merit. Early outreach ef-
forts are expanding in many states. South Carolina’s Teacher Ca-
det Program, which attracts bright high school students into teach-
ing, is one of the best of its kind. After 15 years, about 2000 of 
its graduates currently teach in the state’s public schools. Eighteen 
states are now replicating the program in some way. 
 
College scholarships and forgivable loans have also been suc-
cessful in expanding the pool of potential teachers. The North 
Carolina Teaching Fellows Program awards college scholarships 
to high achieving high school students in exchange for teaching 
service in North Carolina. To date, over 2000 graduates are 
teaching in the state, with an 82 percent retention rate after the 
4-year teaching requirement is met. 
 
Programs that train paraprofessionals who already live and work 
in hard-to-staff school communities to be teachers have shown 
stunning results and are beginning to take root in districts across 
the nation. The paraprofessional program at Armstrong State 
University in Savannah, Georgia, has produced 65 credentialed 
teachers in hard-to-staff districts since 1993-94, with a striking 
94 percent retention rate. 
 
Supporting comprehensive programs like these will be more im-
portant in the future, given the new teaching quality mandates of 
the 2002 reauthorization of the Elementary and Secondary Edu-
cation Act (ESEA) that requires teachers and paraprofessionals to 
meet higher standards. 
 
While signing bonuses send a signal that teachers are valued, 
they may not be sufficient. Paying teachers more sends a mes-
sage that the teaching profession is essential to our society. De-
spite salary increases of late, the nation’s average teacher salary 
is only $135 more than the average 25 years ago, when one ac-
counts for inflation and cost of living. States and districts have 
turned more and more to signing bonuses to fill shortage areas, 
but these programs have had significant difficulties in recruiting 

and retaining candidates, despite the considerable monetary re-
wards. 
 
A Massachusetts short-cut alternative certification program offers 
mid-career switchers a well-publicized $20,000 signing bonus. 
However, the program has become less selective in terms of the 
academic qualifications of the participants, has not met its diver-
sity targets, and continues to have high turnover rates. Further-
more, last year, 31 percent who chose to teach in high-need dis-
tricts quit or moved to suburban districts, where students may be 
easier to teach. 
 
South Carolina attempted to recruit “teacher specialists” to work 
in the state’s weakest schools last year. Despite an $18,000 sal-
ary bonus for these teachers, the state attracted only 20 percent 
of the teachers they needed to fill these positions. Interviews with 
officials revealed that some teachers who applied were not 
qualified (each specialist must have seven years’ experience and 
a masters degree);1 others would not move to the hard-to-staff 
positions because of location, lack of administrative support, or 
inadequate pre-service preparation and on-the-job support for 
the difficult teaching tasks at hand. 
 
Effective recruitment requires hiring teachers with adequate 
preparation. A Southern Regional Education Board (SREB) report 
concluded that new teachers leave not just because of low sala-
ries, but also inadequate preparation.2 A recent study in Texas 
suggested many teachers moved from one to school to another 
not for higher salaries, but for less challenging work environments 
in schools with higher test scores and smaller percentages of poor 
students.3 Teachers, including those who enter as mid-career 
switchers, are twice as likely to stay if they had a student teach-
ing internship. Mid-career programs like Georgia’s Teacher Alter-
native Preparation Program are an important strategy because 
they draw large numbers of applicants. However, once the pro-
spective teachers are recruited, they must be prepared. Prepar-
ing all teachers to teach all students is critical in recruiting and 
retaining teachers.  
 
Supporting new teachers is important. There is powerful evi-
dence that effective induction programs, which cost between 
$5,000 and $8,000 per new teacher, produce better teachers 
who stay longer. These programs offer content-specific mentors 
who are in classrooms on a weekly basis. The best programs, like 
those in California and Connecticut, also allow for new teachers 
to come together in cohorts to learn more about content-specific 
teaching strategies geared to student standards. While 28 states 
have some sort of induction program for new teachers, there is 
wide disparity across states in the percentage of new teachers 
participating, specifications of the programs, and funding. Only 
10 states offer state dollars to support induction programs. Dis-
tricts are often given broad latitude in setting qualifications and 
release time of mentors. 

Recruitment Lessons for the Southeast 
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Improving working conditions may help reduce turnover. A 
recent SREB report estimates that nearly half of new teachers in 
the Board's 16-state area leave teaching in the state where they 
started, or get out of teaching entirely, within five years.4 Indeed, 
surveys of departing teachers point not just to poor salaries but 
also to poor working conditions (including lack of administrative 
support) as having the most significant impact on their decision to 
leave teaching.5 A recent study in Texas showed that teacher at-
trition costs school systems at least $8,000 for each recruit who 
leaves in the first few years of teaching – totaling more than 
$200 million per year across the state.6 If current teacher turn-
over, estimated at 30% in the first three years of teaching, were 
reduced, policy makers would not face such an acute teacher 
shortage. 
 
Better data is needed to inform good decisions. Policymakers 
are enacting new recruitment strategies, but too little information 
is available to know which ones are making the most difference. 
Over the last three years, 12 states passed laws allowing retired 
teachers to return to teaching without losing their pensions. Missis-
sippi’s recent Critical Teacher Shortage Act has led to a number 
of innovative strategies, including housing incentives, relocation 
expenses, scholarships, and “free” graduate education to those 
who will teach in hard-to-staff schools. Louisiana is offering newly 
certified teachers an annual stipend of $3,000 for the first four 
consecutive years if they agree to teach mathematics, biology, 
chemistry, physics, or special education. However, there is little 
systematic and easily reported information on who has been re-
cruited, whether they stay, and whether they are effective. 
 
Our role. The Southeast Center for Teaching Quality is learning 
more about what works and will continue reporting on successful 
strategies that can help policy makers recruit and retain a com-
petent, caring, and qualified teacher for every student. 
                                                            Click here for footnotes. 
 
 
More resources on recruitment strategies: 

Southeast Center report on Recruitment and Retention Strate-
gies in a Regional and National Context 

Table of contact information for southeastern Recruitment 
Centers 
A strategy brief series on teacher mobility developed and 
co-published by State Higher Education Executive Officers 
(SHEEO), the National Conference of State Legislatures 
(NCSL), and the National Governors Association (NGA), re-
views current state policies and initiatives in three areas: 
• Teacher Recruitment 
• License Reciprocity 
• Pension Portability 

Reduce your losses: Help new teachers become veteran teachers 
looks at SREB states’ efforts to retain beginning teachers. 

Teacher turnover, teacher shortages, and the organization of 
schools, by Richard M. Ingersoll for CTP, provides data and a 
new framework for looking at the teacher shortage problem. 

Teaching Quality Across the Nation 
 

Two articles from The Christian Science Monitor: 
• In California and elsewhere, teachers learn best practices from 

interactive, web-based videos. Read Teachers train in new class-
room: Cyberspace at www.csmonitor.com/2002/0103/p2s1-ussc.
htm. 

• Role modeling is a key educational feature in an unusual partner-
ship between a private university and a K-5 public school. Read 
Elementary School U at www.csmonitor.com/2002/0108/p11s1-
lecs.html. 

A recent study, Why public schools lose teachers, suggests that pay 
raises alone may not be enough of an incentive to attract teachers 
to hard-to-staff, low-performing schools. Read an Education Week 
summary of the study at www.edweek.org/ew/newstory.cfm?
slug=16pay.h21. 

On January 8, 2002, President Bush signed into law the No Child 
Left Behind Act of 2001, the most sweeping reform of the Elemen-
tary and Secondary Education Act (ESEA) since ESEA was enacted in 
1965. Find out what it means for your state at www.ed.gov/
offices/OESE/esea/. 

Education Week's sixth annual report card on public education 
evaluates the 50 states in four categories: (1) improving teacher 
quality, (2) standards and accountability, (3) adequacy of resources 
and (4) equity of resources. "Quality Counts 2002" is available 
online at www.edweek.org/sreports/qc02/. 

 
The Southeast Center at Work 

The Center brought together NBCTs, interested stakeholders from the Na-
tional Board of Professional Teaching Standards, and others from across the 
region for a recent planning meeting in St. Petersburg, FL. The purpose of 
the meeting was to collaborate in the planning and development of a larger 
proposal of the Center’s efforts to enhance the profession by emphasizing 
teacher leadership as a vital component to educational reform. The Center 
looks forward to working with NBCTs and other teacher leaders in many of 
its policy development projects in 2002. 
As part of its Teaching Quality Indicators Project (TQI), the Center is en-
gaged in an on-going project to work with a Technical Task Force (TTF), 
comprised of 20 key K-12 and higher education agency professionals, to 
help assemble a common set of data for the region focused on the produc-
tion of teachers and teacher turnover in low and high performing schools. A 
report of Phase One efforts will be produced in February 2002, and prepa-
rations for Phase Two will begin at the March 2002 meeting of the TTF in 
Chapel Hill. The TQI Project is a collaborative effort of SECTQ, the Columbia 
Group, SERVE, and the Appalachian Educational Laboratory. 

Through the Southeast Regional Title II Collaborative, the Center continues to 
network and bring together SE Title II Directors and their staffs. In February, 
the Center will update an earlier report on the region’s teaching quality 
efforts. The new report, Teaching Quality in the Southeast: Meeting the Chal-
lenges, will be disseminated at the regional meeting of the Collaborative, 
which will be held in Atlanta on Thursday, February 7, 2002. 
The Center is working with Widmeyer Communications to create a marketing 
plan for recruitment and retention of quality teachers in Kentucky. The Cen-
ter’s efforts have helped provide a sound educational research base for a 
set of communications recommendations, as well as a scan of current exem-
plary recruitment and retention practices from around the country. 

For more information about the work of the Center, contact John Denning, Associate 
Director, at jdenning@teachingquality.org 
 

Upcoming Dates & Meetings: 
February 7 – Meeting of the Center’s Title II Regional Collaborative; Atlanta 
February 7-8 – Meeting of the Center’s Advisory Board; Atlanta 
February 20-21 – Joint Meeting of the Governing Boards of Education in NC; 
Winston Salem 
February 25-26 – 54th Annual Meeting of American Association of Colleges for 
Teacher Education; New York 
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