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Data Snapshot: New Jersey Lead Teacher Turnover Intentions in Center-Based Providers

Research from the provides a descriptive portrait of lead teachers’ turnover
intentions among those in center-based providers in New Jersey (NJ). These findings come from a statewide survey of lead teachers.!
As shown in Figure 1, roughly 1 out of 4 teachers reported recently looking for a job, that they would leave their role within the next
year, or were likely to leave the field within 5 years. Nearly half of teachers reported at least one of these potential indicators of
turnover intention, and 11% of teachers reported all three indicators.
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Descriptive analyses suggested variability in turnover intentions along select characteristics of teachers and their centers (Figure 2):
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Moreover, related findings from our research in NJ indicate teaching staff shortages could impact centers’ ability to enroll children.?

Additionally, our data showed some signal of experiences related to turnover intentions:

7. Teachers who reported not having experiences of financial stress on a regular basis were less likely to have looked for a job (16%
vs. 33% who experienced stress), and more likely to stay in their role over the next year (81% vs. 65%).

8. One out of 4 teachers received public assistance,! and these individuals were more likely to report looking for a job (31%) or
intentions to leave their role (29%), relative to those not receiving assistance (24% & 23%, respectively). E

9. Asshown in Figure 3, teachers who reported agreement that they experienced a positive working climate
were much less likely to report turnover intentions, relative to those who disagreed.
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10. Teachers who reported that they spend too much time on paperwork were also more likely report turnover intentions.

Figure 3. Variation in lead teacher turnover intentions by
agreement/disagreement on indicators of a positive working climate
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Teachers need financial stability and a supportive workplace to effectively deliver high-quality learning experiences
for young children. Recent national research finds that teachers are experiencing increased economic hardship and instability that
highlight significant need for increased pay and availability of workplace benefits.> Additionally, burnout and challenges stemming
from center working climate and staffing issues undermine teachers’ ability to stay in the profession.

To stabilize NJ's early childhood education workforce, it is important to strengthen supports for lead
teachers, and to improve compensation and working conditions. There are several next steps to consider:

, this research highlights the utility and continued need to collect data and monitor teachers’ turnover intentions and workplace
experiences. NJ could learn from promising examples of efforts to increase workforce compensation from other states that
could improve teachers’ financial well-being. For instance, the Great Start Compensation program in Minnesota® involved the state
passing legislation to develop a wage scale that establishes a target level of pay based on teachers’ credentials. This effort also included
payments issued to programs to fund increases in teacher compensation, which was signed into law as a permanent, noncompetitive
program for eligible providers in 2023. These wage supplements have been made available through State Funds, the Child Care and
Development Fund, and the Preschool Development Grant Birth Through Five program. And leaders and policymakers in the
child care field should refer to guidance on improving working conditions from the Model Work Standards framework.” Recommended
practices include (1) efforts to ensure sufficient staffing, (2) paid time to plan classroom activities, complete professional
responsibilities, and engage in reflection with colleges, and (3) opportunities for teachers to provide input on decisions that impact
their program, classroom, and teaching practices. Several states have used the framework to shape components of their quality rating
and improvement system (Minnesota), technical assistance (Indiana), and strategic planning (Washington and Wisconsin).
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