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THE PROBLEM:  
TEACHER SHORTAGES
This is a pivotal moment in American education. With 
the onset of the COVID-19 pandemic, teachers had to 
rapidly adapt their professional practice to accommodate 
remote learning, and as students returned to in-person 
instruction in 2021, teachers contended with new 
challenges: demanding health and safety protocols, 
student learning loss, social-emotional setbacks, grief 
and trauma for both teachers and students. Baltimore 
City Public Schools teachers have long been called upon 
to support extraordinary levels of student need, and 
COVID-19 intensified those demands.

Heightened challenges are leading many teachers to feel 
that teaching is no longer a sustainable or rewarding 
profession. As of February 2022, a survey conducted 
by the National Education Association reported that a 
staggering 55 percent of educators were considering 
leaving the profession, with disproportionately high 
numbers of Black and Latino teachers looking to exit.1  
At the same time districts are struggling to retain 
teachers, teacher preparation programs have seen 
declining enrollment, with 28 percent fewer students 
completing teacher preparation programs from 2010 to 
2018, heralding worse teacher shortages in the future.2 

Urban districts like Baltimore City could experience 
the most acute teacher shortfalls in the coming years. 
Baltimore City Public Schools reported that there were 225 
teacher vacancies in the district as of August 18, 2022, 
less than two weeks before schools opened.3 Baltimore 
City’s staffing challenges may be exacerbated as The 
Blueprint for Maryland’s Future Act provides historic 
funding levels for Baltimore City Schools and creates 
opportunities to hire additional teachers. City Schools is 
already taking steps to address both short- and longer-term 
shortages, by continuing to offer conditional teaching 
certificates, pushing its hiring timeline earlier than other 
Maryland districts, working to secure long-term substitutes, 
and, as a retention measure, carving time out of the school 
year calendar for teachers to take care of themselves.4

1  Walker, Tim. Survey: Alarming Number of Educators May Soon Leave the Profession | NEA. 1 Feb. 2022, https://www.nea.org/advocating-for-change/new-from-nea/survey-
alarming-number-educators-may-soon-leave-profession.

2  Partelow, Lisette. “What To Make of Declining Enrollment in Teacher Preparation Programs.” Center for American Progress, 3 Dec. 2019, https://www.americanprogress.org/
article/make-declining-enrollment-teacher-preparation-programs/.

3  School Readiness Update presentation to the Baltimore City Public Schools Board of Commissioners, August 23, 2022, https://go.boarddocs.com/mabe/bcpss/Board.nsf/files/
CHJM3V5954DF/$file/20220822%20-%20School%20Readiness%20Board%20Presentation%20-%20final%20(002).pdf.

4  Lewis, Nordea. “Baltimore City Schools Working Hard to Overcome Teacher Shortage before Fall.” WMAR, 25 July 2022, https://www.wmar2news.com/news/local-news/
baltimore-city-schools-working-hard-to-overcome-teacher-shortage-before-fall.

5  Baltimore City Public Schools website, https://www.baltimorecityschools.org/district-overview 

6  Gershenson, et. al., The Long-Run Impacts of Same-Race Teachers, IZA Institute of Labor Economics, March 2017 & Blazar, David, and Francisco Lagos, Professional Staff 
Diversity and Student Outcomes: Extending our Understanding of Race/Ethnicity-Matching Effects in Education, (EdWorkingPaper: 21-500), 2021.

7  “Maryland’s Teacher Workforce: Supply, Demand, and Diversity,” Maryland State Department of Education presentation to the Maryland State Board of Education, July 26, 2022.

8  “2019 Staff Profile Report,” Baltimore City Public Schools presentation to the Baltimore City Public Schools Board of Commissioners Operations Committee, October 15, 2019.

THE STUDY: RETAINING  
BALTIMORE’S TEACHERS
It is vitally important that Baltimore City retain 
its teaching workforce, particularly its Black and 
experienced teachers. Nearly three-quarters (74.3%) of 
City Schools students are Black,5 and there are long-
term positive effects for students of color who have 
teachers of the same race.6 While Black educators 
make up only 18.8% of Maryland’s teacher workforce,7 
45% of Baltimore City’s teachers are Black educators.8 
However, the teacher workforce is still not reflective of 
the student population, and long-standing barriers to 
the recruitment and retention of Black educators remain. 
Given the challenges around the supply of new teachers 
in Maryland, a loss of Black and experienced teachers 
would have a grave impact on Baltimore’s children. Yet 
beyond anecdotal reports, little is known about what 
pushes Baltimore teachers to leave the classroom or 
inspires them to continue serving city students.

This study, the first part of which was a survey of Baltimore 
City teachers at the end of the 2021-2022 school year, 
aims to fill that gap. From June 3 through July 12, 427 
City Schools teachers from 132 schools across the district 
completed the Fund for Educational Excellence’s (the 
Fund’s) survey. The survey asked teachers to share what 
motivates them to stay, what drives them to leave, and what 
would make them more satisfied in their teaching jobs. 

Because push-out factors disproportionately affect 
Black teachers and other teachers of color nationally, 
this study disaggregates teacher satisfaction data by 
race and experience. 

This brief reflects a preliminary set of findings from the 
Fund’s survey data. More comprehensive interviews with 
a representative sample of City Schools teachers are 
ongoing and will culminate in a full-length report. As 
students and teachers begin the 2022-2023 school year, 
it is our hope that City Schools will use this provisional 
data to make changes.

https://www.nea.org/advocating-for-change/new-from-nea/survey-alarming-number-educators-may-soon-leave-profession
https://www.nea.org/advocating-for-change/new-from-nea/survey-alarming-number-educators-may-soon-leave-profession
https://www.nea.org/advocating-for-change/new-from-nea/survey-alarming-number-educators-may-soon-leave-profession
https://www.americanprogress.org/article/make-declining-enrollment-teacher-preparation-programs/
https://www.americanprogress.org/article/make-declining-enrollment-teacher-preparation-programs/
https://www.americanprogress.org/article/make-declining-enrollment-teacher-preparation-programs/
https://go.boarddocs.com/mabe/bcpss/Board.nsf/files/CHJM3V5954DF/$file/20220822 - School Readiness Board Presentation - final (002).pdf
https://go.boarddocs.com/mabe/bcpss/Board.nsf/files/CHJM3V5954DF/$file/20220822 - School Readiness Board Presentation - final (002).pdf
https://www.wmar2news.com/news/local-news/baltimore-city-schools-working-hard-to-overcome-teacher-shortage-before-fall
https://www.wmar2news.com/news/local-news/baltimore-city-schools-working-hard-to-overcome-teacher-shortage-before-fall
https://www.wmar2news.com/news/local-news/baltimore-city-schools-working-hard-to-overcome-teacher-shortage-before-fall
https://www.baltimorecityschools.org/district-overview
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WHO WE HEARD FROM 

Race  City Schools 
Teachers9

Survey  
Sample

White 48% 60%

African-American/ Black 45% 26%

Hispanic 3% 3%

Asian/Pacific Islander 8% 4%

Multiracial - 4%

Other 2% 2%

Grade band City Schools 
Teachers

Survey  
Sample

Early childhood  - 14%

Elementary 54% 45%

Middle grades 20% 25%

High school 26% 36%

Years of experience City Schools 
Teachers

Survey  
Sample

0-2 17% 7%

2-5 17% 15%

5-15 35% 34%

15-25 24% 30%

25+ 6% 11%

9   “2019 Staff Profile Report,” Baltimore City Public Schools presentation to the Baltimore City Public Schools Board of Commissioners Operations Committee, October 15, 2019.
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CITY SCHOOLS TEACHER SURVEY: WHAT WE HEARD
Overall, 51% of City Schools teachers were net satisfied (satisfied or somewhat satisfied) with their teaching jobs, with 
37% net dissatisfied and 12% providing no response. Notably, the net satisfaction of African-American/Black teachers 
largely mirrors that of the overall sample. Newer teachers—those with five or fewer years’ experience—are markedly less 
satisfied than their more veteran peers. High school and early childhood teachers are more satisfied with their jobs than 
elementary and middle grades teachers.

 Satisfied Somewhat 
Satisfied

Somewhat 
Dissatisfied Dissatisfied Did not 

respond

All 22% 29% 20% 17% 12%

African-American/Black 22% 32% 25% 15% 6%

0-5 years exp. 18% 29% 24% 22% 8%

5-15 years 16% 29% 21% 14% 20%

15+ years 29% 28% 19% 17% 7%

Early childhood 33% 21% 21% 15% 8%

Elementary 21% 25% 21% 18% 14%

Middle grades 16% 22% 30% 25% 6%

High School 23% 35% 20% 12% 10%

Special education 16% 31% 20% 21% 10%

ESOL 24% 21% 15% 21% 18%

Overall, teachers are unhappy with their workload. The largest share (34%) report that it’s “not great,” 29% call their 
workload “all right,” 19% say “it’s terrible,” and only 5% feel “great” about it. A substantial majority of teachers plan 
to continue teaching in City Schools in the 2022-2023 school year.

Teachers Planning to Return to  
City Schools for SY22-23

Teachers Planning to Return to  
City Schools for SY23-24

Yes: 74%

Did not  
respond: 12%

Unsure: 7%

No: 7%

Yes: 71%

Unsure: 24%

Did not  
respond: 2%

No: 3%

Of the teachers planning to see this school year through, there is much greater uncertainty 
about returning to the classroom for the 2023-2024 school year.
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City Schools teachers shared extensively in the spaces provided for open-ended responses. The Fund’s 
team coded—or systematically categorized excerpts from—all open-ended responses to better understand 
what is behind teacher satisfaction or dissatisfaction. Based on what teachers wrote, the biggest drivers of 
satisfaction that are motivating teachers to stay with City Schools are as follows: 

Many teachers talked about their love for 
their STUDENTS as their primary reason to 
stay. Building relationships with students 
and seeing their growth can make 
teachers feel positive about their teaching 
job. Some teachers also feel an obligation 
to see students reach their full potential, 
and they want to inspire them to be 
successful. They care a great deal about 
their students’ lives and the role they 
play as educators in providing them with 
opportunities. Some teachers mention 
that their obligation is not just academic 
and that they want their students to know 
that people care about them. 

“The excitement of the kids returning 
to school was the biggest factor in my 
satisfaction. I teach ninth grade and 
they were all overjoyed.”

“Building relationships and creating 
positive learning experiences for my 
students and community was greatly 
rewarding and provided motivation.”

“I love my students! The pay is 
good. I enjoy working with my 
colleagues.”

COMPENSATION is another factor 
that motivates teachers to stay 
with City Schools. The salary 
they can earn under the Career 
Pathways for Teachers model 
and the benefits package are 
major factors in overall teacher 
satisfaction. Several teachers say 
that they would not be able to find 
a teaching job that pays as well 
in any of the neighboring school 
districts; a move would mean 
having to leave the classroom 
for an administrative position. 
African-American/Black teachers 
were more likely to say that City 
Schools teacher compensation 
needs to be better aligned to 
workload. Compensation is not 
a retention motivator for City 
Schools teachers with five or fewer 
years’ experience.

SCHOOL LEADERS - typically 
the principal and assistant 
principal(s) - also play a large 
role in keeping teachers with 
City Schools. Many teachers 
talked about how important 
the school administration 
is to their job satisfaction. 
They describe school 
administrators who support 
them, are transparent, and 
communicate well as the 
ones who make them want to 
stay. School administrators 
who are respectful and 
supportive make teachers 
feel valued. 

“My principal is a good man. 
He wants what is best for 
our students and prioritizes 
them, but he also makes 
teachers feel heard and 
supported. If it was not for 
him, this year would have 
been absolutely horrible.”

https://www.baltimorecityschools.org/career-pathways
https://www.baltimorecityschools.org/career-pathways
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There also remain deterrents that threaten to drive teachers away if not addressed with urgency. An 
immense sense of stress and burnout are evident in the many concerns and challenges teachers shared 
in their responses. The following showed up with the most density: 

An ever-growing 
ADMINISTRATIVE WORKLOAD 
is a major source of 
dissatisfaction for City 
Schools teachers. Teachers 
feel overwhelmed with the 
amount of documentation 
and additional “paperwork” 
outside of their typical 
lesson planning and 
classroom responsibilities. 
There is a sense that the 
central office is continually 
adding administrative 
responsibilities without 
removing any existing 
demands or allocating 
additional time to complete 
the new tasks. Student 
Learning Plans are often 
cited as an example of 
this, with many teachers 
mentioning that they are 
far too time-consuming, 
duplicative for those 
students with individual 
education plans (IEPs), and 
not well suited to the needs 
of high school students.

“Workload, the extra things 
that are asked of us 
outside of just teaching 
our content takes up 
time. There is only so 
much time in a day and 
instruction is suffering 
because of the extras.”

“Too many things on my 
plate at any given time to 
do any of them well.”

“Dissatisfaction was due to 
administration’s lack of support 
or presence….a few in 
administration were incredibly 
unprofessional towards the 
teaching staff and would scream 
and berate them in front of 
students and other staff for no just 
cause; no one should be treated 
that way. That was the norm.”

“There has been a lack of clear 
leadership and direction on 
certain individual school issues, 
student behavior has escalated 
significantly and there hasn’t  
felt like a cohesive plan to  
address that.”

In the same way that supportive 
school leaders are critical to retaining 
teachers, a lack of leadership and 
support from SCHOOL LEADERS is 
a major factor teachers cite when 
considering whether to stay or leave 
City Schools. Some teachers say that 
poor communication and unrealistic 
expectations are major concerns. 
Others express frustration with not 
being included in decision-making 
that affects their school and their 
work. Teachers with five or more 
years’ experience, are looking for 
more leadership opportunities in 
their schools and in the district. They 
want their expertise to be recognized 
through consultation in school-level 
decision-making and district-level 
policymaking. Several Black educators 
cite bullying and abuse from school 
administrators as negative impacts.

STUDENT BEHAVIOR pushed teachers to 
the brink during the 2021-22 school 
year, and it continues to weigh heavily 
as they enter the 2022-23 school year. 
They see a notable difference in students’ 
ability to socialize, interact, and resolve 
conflict among themselves after so 
much time spent in often isolated 
virtual learning settings. Disruptive, and 
sometimes violent, behaviors are more 
prominent than in pre-pandemic years, 
and frustrations mount as many teachers 
see students’ poor behavior go seemingly 
unaddressed. Many Black teachers feel 
that, without meaningful consequences 
for poor behavior, students do not have 
a sense of accountability to adhere to 
school rules and norms. A palpable 
discontent with the inefficacy of school 
administrators and district leadership 
in the face of heightened student 
behavioral issues is widespread among 
all teachers.

“The students had a really hard time 
adjusting to being in the classroom. 
They were very mean to each other 
and caused a lot of disruptions. It 
was one of the hardest years I have 
ever had. The students had trouble…
[with] class instructions and the few 
that were disruptive made it very 
difficult for the students that wanted 
to learn.  Students lacked motivation 
to struggle through difficult tasks  
and were quick to give up.”

“North Avenue could better support 
teachers by learn[ing] the difference 
between restorative practice and 
permissive practice.”



One of the most important strategies for Baltimore City Public Schools to weather the impending 
teacher shortage is to do everything possible to retain its existing workforce. We share this 
preliminary set of findings from the Fund’s survey data in an effort to give City Schools information 
about what needs to be addressed in teachers’ work lives during this school year. 

We look forward to hearing from more teachers as we continue interviewing City Schools 
educators for a full-length report to be released mid-2023. If you are a City Schools teacher 
interested in being interviewed for this project, please email teacherstudy@ffee.org. or call or  
text 443-826-9010. 

mailto:teacherstudy%40ffee.org?subject=



