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Recruit, Support, Retain: 
Creating Conditions for New CTE Teacher Success 



01.

02.

03.

Examine how administrator leadership influences recruitment, 
onboarding, mentorship, and retention systems 

Reflect on how intentional leadership practices create 
conditions where CTE teachers feel supported, 
connected, and more likely to remain in the profession 

Identify practical strategies to build coordinated 
systems of  support for new CTE teachers 

Session Participants Will

04.

Understand the unique realities and challenges facing new CTE 
teachers transitioning from industry into education 



The Return of  Career Education
By the late 2010s, cracks were clear on the College of  All model:

● Aging workforce in most trades - need to increase the workforce 

● Many good-paying jobs did not require a four-year degree

● College completion rates lagged behind enrollment

● Employers reported skills gaps

● Students disengaged when learning felt disconnected from real life

● Career pathways were uneven or inaccessible

This revealed a critical flaw:  College access increased, 

but career readiness did not always follow.



Skilled Trades Shortages Threaten $1 Trillion Annual Losses, 

Study Reveals 

-
JLL recommends a workforce strategy 
called “Build-Grow-Retain.” 

Build: create talent pipelines through 
partnerships with schools and training 
programs
Grow: provide ongoing technical 
training for evolving systems and 
technologies
Retain: improve career pathways and 
workplace culture to keep skilled 
workers long-term

5/8/26

https://www.pennlive.com/advanceindustry/2026/05/skilled-trades-shortages-threaten-1-trillion-annual-losses-study-reveals.html
https://www.pennlive.com/advanceindustry/2026/05/skilled-trades-shortages-threaten-1-trillion-annual-losses-study-reveals.html


2025 California School Dashboard

https://www.caschooldashboard.org/reports/ca/2025#graduation-rate-card


Master Plan, 2025    SB 638

1. Create a Statewide Workforce Collaborative to align education, 
training, and hiring needs while tracking labor market trends 
and improving workforce strategies.

2. Strengthen Regional Partnerships through paid internships, 
streamlined funding, and employer engagement to connect 
classrooms with careers.

3. Launch a Career Passport, a digital tool with verified records 
and skills competencies to support skills-based hiring.

4. Expand Career Pathways for high school and college students, 
helping all learners explore clear routes to rewarding careers.

5. Enhance Workforce Training for youth and adults by 
increasing access to education, job training, and stable career 
opportunities.

The goal is to create a more  integrated and accessible system for 
Californians to navigate education and career opportunities 
effectively.

Master Plan for Career Education 

https://www.gov.ca.gov/wp-content/uploads/2025/04/2025-CA-Master-Plan-for-Career-Education.pdf
https://calmatters.digitaldemocracy.org/bills/ca_202520260sb638


From Education to Employment
1. CTE as a Economic Mobility Engine

● CTE is a “gateway to high-demand careers” and real-world skills
● Supports long-term economic mobility through education aligned to  employment 

pathways

2. Alignment to Labor Market is Critical

● Strong CTE programs are built around local workforce needs
● Programs that align to labor demand see better outcomes and relevance

3. Students Need Flexible, Real-World Pathways

● Effective programs offer:
○ Work-based learning
○ Employer connections

4. Partnerships Drive Success

● CTE effectiveness depends on strong collaboration with educators, employers,  

and industry sectors 
 
Driving Economic Mobility Through Career and Technical Education, WestEd - February, 2025

https://www.wested.org/blog/driving-economic-mobility-through-career-technical-education-estacion-hyslop/
https://www.wested.org/blog/driving-economic-mobility-through-career-technical-education-estacion-hyslop/


      
Turn and Talk 

What are some differences between 
traditional teacher preparation and 

teacher preparation for those 
transitioning into teaching from 

industry? 





PRELIMINARY CTE 

CREDENTIAL ISSUED 



Learning Policy Institute Teacher Shortages by Subjects Across States 
Fact Sheet, July 2025

https://learningpolicyinstitute.org/product/teacher-shortages-subjects-across-states-factsheet
https://learningpolicyinstitute.org/product/teacher-shortages-subjects-across-states-factsheet


Industry Experts as CTE Teachers
Multiple/Single Subjects Designated Subjects (CTE)

Age 22-24 years old Mid-to-Late 30s

Undergraduate 4-6 years Industry experience

Credential Ed Prep Program and 
Teacher Induction 

Issued based on Industry 
Experience - No Ed Prep 
Coursework Prior to Teaching

Co - Teaching 14-16 weeks None

Mentor During preparation program 
and Teacher Induction 

During Credentialing,
No Teacher Induction 

View of  “Work” Academic Industrial, Real World

CTE Credentialing is an Alternative Pathway 



Why Is Recruiting CTE Teachers So Difficult?

● Industry salaries exceed education pay

● High California cost of  living

● Shortages in specialized industries

● Limited pedagogical preparation

● Burnout and attrition

● Rural district challenges

● Increasing demand for CTE programs

“Limited housing, lower pay 
scales, and fewer local 
industries to serve as pipelines 
for talent make it even harder 
to recruit and retain qualified 
teachers.” 

Career Technical Education in California at a crossroads 

Create Partnerships with HR Offering Flexible Support and Technical 
Assistance Throughout the Application Process.

https://edcal.acsa.org/career-technical-education-in-california-at-a-crossroads?utm


RECRUITMENT
Are our hiring practices designed for traditional teachers and industry 
professionals transitioning into education? 

● Administrators need to partner with HR to create a common 

understanding and differentiated experience to secure candidates

● Invite HR partners to CTE Events showcase programs and help 

them understand the power of  CTE

● Help create understanding CTE Candidates may need 

support and technical assistance throughout the 

application process



Recruitment through Marketing and Outreach

Move beyond an Edjoin Post 
○ Proactive Messaging Prior to Need
○ Professional Organizations 
○ Labor Unions
○ Workforce Development Partners
○ Community College Partners
○ Local Industry Partners (Part-Time?)
○ Social Media 



Hiring for Adaptability, Mindset, and Industry Experience 

Candidate 1 - Marcus Johnson 
● 18 years of  experience in advanced manufacturing and welding technology
● Currently supervises a team of  35 technicians and apprentices
● Regularly conducts professional development workshops for adult learners
● Interested in preparing students for careers in skilled trades

Candidate 2 - Elena Ramirez
● 12 years of  experience as a certified welder and metal fabrication specialist
● Owns a small custom welding and fabrication business
● Provides private one-on-one welding instruction for youth apprentices and adult learners
● Mentors students preparing for industry certification exams

Candidate 3 - Daniel Lee 
● 4 years of  experience in welding and metal fabrication
● Worked in a local fabrication shop assisting with commercial and residential projects
● Serves as a Little League coach and local 4-H youth leader
● Limited experience with advanced industry certifications



Interviewing CTE Teachers  
Review and update CTE Candidates Interview Questions:
 
- Ask scenario-based questions which reveal: 

● problem-solving skills
● student-centered thinking
● professionalism
● communication skills

- Ask Candidates to Give Examples and Share Stories
- Focus on transferable skills
- Look for growth mindset
- Assess relationship-building
- Evaluate student-centered thinking
- Consider authentic demonstrations
- Create welcoming interview environments

5 Important Things to Look for 
When You’re Hiring CTE Teachers

https://www.schoolinks.com/resource/5-important-things-to-look-for-when-youre-hiring-cte-teachers
https://www.schoolinks.com/resource/5-important-things-to-look-for-when-youre-hiring-cte-teachers


      
Turn and Talk 

When we hire a CTE teacher, what 
responsibilities are we really asking 

them to manage? 



CTE Teachers Are Often Expected To Be…
● Teachers

● Industry experts

● Mentors

● CTSO advisors

● Work-based learning coordinators

● Recruiters

● Safety managers

● Community partners

● Curriculum developers

● Career counselors

● Credential candidates

● Event coordinators

● Grant managers

● Advisory committee leaders

Juggling these responsibilities while learning to teach.



New CTE Teacher Challenges 

• Transferring Industry 

Experience into Lesson Plans

• Classroom Management

• Lack of  Pedagogical Knowledge

• Working with Special 

Populations

• Work-Life Balance

• Finding Support

• Burnout

• Handling Administrator 

Expectations

• Communicating with Parents

• Developing Relationships with 

Other Educators

The Ultimate Teacher Retention Guide 

 10 Common Problems New CTE Teachers Experience in 2024 and How to Avoid Them

https://drive.google.com/file/d/1k5I4WkwK80uPLZcSzyWwBhI4lsAgW6uI/view?usp=sharing
https://www.icevonline.com/blog/common-problems-teachers-experience


Creating Conditions That Retain CTE Teachers 
Recruitment is Only the Beginning… Creating Conditions for 
Retention is the Real Work 

● Nearly 50% of  new teachers leave within five years

● CTE programs face higher staffing shortages than academic areas
Research consistently shows that nearly half  of  new 
teachers leave the profession within their first five years, 
and Career Technical Education teachers experience 
particularly high attrition rates due to alternative 
certification pathways, industry competition, and limited 
support systems. 

Learning Policy Institute, 2025

Investigating New ]CTE Teachers’ Teachers’ Training and  Support and How It Influences Teacher Efficacy, 
2020

Career and Technical Education is a Hidden Weak Spot In Many High Schools’ Teacher Workforces

https://learningpolicyinstitute.org/product/overview-teacher-shortages-2025-factsheet
https://open.clemson.edu/cgi/viewcontent.cgi?article=3686&context=all_dissertations&utm
https://open.clemson.edu/cgi/viewcontent.cgi?article=3686&context=all_dissertations&utm
https://www.brookings.edu/articles/career-and-technical-education-is-a-hidden-weak-spot-in-many-high-schools-teacher-workforces/


 Resource Coordination & Meaningful Support

● Leverage site and district resources to create coordinated systems of  
support for new CTE teachers

● Align administrators, instructional coaches, mentors, counselors, and 
district teams around CTE credential pathways and identified teacher 
needs

● Help teachers access support without creating additional overwhelm or 
competing initiatives

● Prioritize clear communication, streamlined expectations, and 
“just-in-time” support

● Use existing structures - PLCs, coaching cycles, and “in house” induction 
to provide meaningful, connected support systems

Effective support is not about adding more, 

it is about aligning the right supports



Administrator’s Alignment with Mentors
Collaboration 

●  Keep mentors informed about school initiatives, instructional priorities, and site 
expectations.

Communication

● Conduct regular mentor check-ins: with mentors individually and collectively
● Use mentor conversations to identify trends among new CTE  teachers engagement 

challenges, lesson design confidence, classroom management needs.
● Let mentorship data inform professional learning and instructional leadership 

decisions

Coordination

● Protect time for mentoring conversations and reflection.
● Provide opportunities for: “just-in-time” feedback, coaching, and collaborative 

problem-solving.
● Small actions matter: release time, coverage support, structured collaboration time.

Strong mentorship systems communicate that teacher growth is a schoolwide priority. 

Strengthening retention through strategic 
mentorship: The administrator’s role 

https://edcal.acsa.org/strengthening-retention-through-strategic-mentorship-the-administrator
https://edcal.acsa.org/strengthening-retention-through-strategic-mentorship-the-administrator


Understand the Credential Journey Your Teachers Are 
Navigating 

Work with the onsite mentor to stay informed and be able to respond to needs.

● Ensure they are enrolled in a program. Many programs issue a preliminary CTE 
credential and candidates do not enroll until they secure a position. 

● Program Components
● Mentorship Structures in the Program 
● If  they come to you with a Clear CTE Credential ask about their experiences. 

PSA 25-04

Teachers who have not been 
teaching in a CTE classroom or 
are otherwise unable to meet the 
teaching experience requirement 
may take Advanced Teacher 
Preparation to meet this 
requirement. CTE 104 is a 
seven-week, online course that 
satisfies all teaching experience 
requirements and 
documentation. 
Current Program Sponsor 

https://docs.ctc.ca.gov/Document/Download/30807




Editable Teacher Onboarding Tools 

Onboarding Google Document Onboarding Slide Deck

Teacher Retention - 
Reflections and Resources

Open Preview

Systemic Onboarding with Clear Expectations 

https://docs.google.com/document/d/1_8ooOw_epgKWCD_TntssBccGRQjP1MGFocws2GB_zNg/edit?usp=sharing
https://docs.google.com/document/d/1_8ooOw_epgKWCD_TntssBccGRQjP1MGFocws2GB_zNg/edit?usp=sharing
https://docs.google.com/presentation/d/1RZZ5mqbZD15zfPVCc84lVLW14yJ6rwX938mE2ceGwR8/edit?slide=id.g31c6ab4de23_0_6#slide=id.g31c6ab4de23_0_6
https://docs.google.com/presentation/d/1RZZ5mqbZD15zfPVCc84lVLW14yJ6rwX938mE2ceGwR8/edit?slide=id.g31c6ab4de23_0_6#slide=id.g31c6ab4de23_0_6
https://docs.google.com/presentation/d/1Iyk47JMmCzTMP5TQlDdsUNrvrQgEJCwWtCWvbp30uhQ/edit?usp=sharing
https://docs.google.com/presentation/d/1Iyk47JMmCzTMP5TQlDdsUNrvrQgEJCwWtCWvbp30uhQ/edit?usp=sharing
https://docs.google.com/presentation/d/1Iyk47JMmCzTMP5TQlDdsUNrvrQgEJCwWtCWvbp30uhQ/edit?usp=sharing


Creating Wrap Around Support 

New CTE teachers are more successful when support is shared across 
mentors, administrators, instructional coaches, pathway teams, special 
education staff, counselors, and industry partners. 

Assessing the Professional Development Needs of 
Traditionally and Alternatively Certified Career and 
Technical  Education Teachers in Virginia, 2025

https://drive.google.com/file/d/1G265Pls9BXJycJO73WxM22Q6yBE4x8Kk/view?usp=sharing
https://drive.google.com/file/d/1G265Pls9BXJycJO73WxM22Q6yBE4x8Kk/view?usp=sharing
https://drive.google.com/file/d/1G265Pls9BXJycJO73WxM22Q6yBE4x8Kk/view?usp=sharing


Intentionally Build Cross-Department Collaboration 
PLCs help teachers share instructional strategies, 
solve problems collaboratively, shared leadership, 
improve student outcomes, and feel professionally 
supported

Create Cross Department PLCs

● academic departments
● counselors
● special education teams
● industry partners
● work-based learning coordinators

This strengthens interdisciplinary learning, student 
support systems, and enhances teacher’s  belonging.

Best Practices in Career & Technical Education: 
Recruitment and Retention of CTE Teachers, 2025

https://pacteresources.com/2025/06/best-practices-in-career-technical-education-recruitment-and-retention-of-cte-teachers/
https://pacteresources.com/2025/06/best-practices-in-career-technical-education-recruitment-and-retention-of-cte-teachers/


Career Readiness Is a Schoolwide Responsibility 

Draft Career Ready Standards 

https://docs.google.com/document/d/1rHbmG45bO3aAjzLVBCeXw-Ww8gVgsn-s/edit?usp=sharing&ouid=113172522303188473510&rtpof=true&sd=true


What Intentional Support Could Look Like 

● Weekly mentor check-ins (Brief) 

● Admin walkthroughs focused on support not evaluation,

● Pathway PLC inclusion

● Onboarding Calendar,

● Credential Tracking Spreadsheet,

● Release Time for observations -Mentor and Candidate 

Pairs observe instruction together



1. Students have lower academic achievement gains;

2. Students and teachers have lower trust in social relationships;

3. Teachers’ professional learning communities are disrupted; 

4. Impacts of improvement efforts are lower and slower;

5. Costs to the district is substantial (~$25,000/teacher).

Schools with high turnover are often also serving students with the highest 
need (interactive state map).

Adapted From:  Teacher Support and Retention in California 

The Real Cost of  Teacher Turnover  (All Credential Types)

Turnover is not just a staffing issue - it is a fiscal, cultural, and 
student achievement issue. 

https://journals.sagepub.com/doi/full/10.1177/2332858420905812
https://sites.edb.utexas.edu/wp-content/uploads/sites/170/2024/10/USCRossierUniversityofTexas_Report1_FINAL2-1.pdf
https://learningpolicyinstitute.org/product/teacher-turnover-report
https://sites.edb.utexas.edu/wp-content/uploads/sites/170/2024/10/USCRossierUniversityofTexas_Report1_FINAL2-1.pdf
https://learningpolicyinstitute.org/product/2024-whats-cost-teacher-turnover
https://learningpolicyinstitute.org/product/state-of-teacher-workforce-interactive


Immediate Leadership Actions (After School Ends)

In the Next 30 Days: 

● Review onboarding systems
● Meet with HR regarding CTE hiring pathways
● Identify mentor alignment gaps
● Build cross-department collaboration opportunities
● Evaluate new CTE teacher support systems
● Review credential timelines/supports



What Happens When We Get This Right? 
● Improved teacher retention

● Sustainable CTE programs

● Increased collaboration and school culture across campus

● Stronger pathways create more opportunities for our students

● Create connected and meaningful learning opportunities  for students

● Increased workforce readiness

● Equity and Access for all Learners

● Economic Mobility Opportunities 



      
Closing Call to Action

What is one change you can make 
immediately to better recruit, support, 

or retain CTE teachers?  



New CTE teachers do not succeed by accident.
They succeed when administrators intentionally create 

systems for success 

Recruit - Hire with vision and support in mind.

Support - Provide mentoring, coaching, and connection.

Retain - Build systems where CTE teachers feel valued, 

connected, & supported. 


