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Summary of Key Findings

Teachers were more likely in 2025 than similar working adults to report experiencing poor well-being on every indicator—a consistent
pattern since 2021.

Since 2021, female teachers have been consistently more likely to report experiencing frequent job-related stress and burnout than
male teachers and male or female similar working adults.

The share of teachers who intended to leave their jobs fell to 16 percent in 2025 from 22 percent in 2024. Consistent with 2023 and
2024, Black teachers were significantly more likely than White teachers to report intending to leave in 2025.

Teachers reported working a total of 49 hours per week, on average, in 2025. This was four hours less than in 2024 and 2023 and
less than they reported working during the coronavirus disease 2019 pandemic. But it is 10 hours more than the average number of
hours teachers were contracted to work.

Teachers reported an average base salary of approximately $73,000 in 2025, a roughly 4-percent increase from 2024. Similar
working adults reported average base salaries just over $103,000.

Nationally, Black teachers reported earning about $4,400 (6 percent) less than White teachers, on average, before controlling for
teacher characteristics. Female teachers reported earning about $7,000 (9 percent) less, on average, than male teachers.

Forty-six percent of teachers said that they were better off financially than their parents, compared with 61 percent of similar working
adults.
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Overview of the State of the American Teacher Survey

In this report, we present results from the State of the American Teacher (SoT) survey. We surveyed 1,419 K—12 public school
teachers across the country from late January to early March 2025. We weighted the responses to make them nationally
representative of public K—12 teachers in the United States. We oversampled Black teachers and Hispanic teachers to report
representative estimates for teachers in those groups.

This report provides new information about the well-being, intentions to leave, pay, and working conditions of K—12 teachers
nationally that is relevant to state legislators, school district leaders, and school principals.

Where relevant, we compare teachers’ responses with those of a nationally representative sample of 507 similar working adults
from RAND’s American Life Panel (ALP), whom we surveyed at the same time (Doan et al., 2025). We define similar
working adults as between the ages of 18 and 65, holding at least a bachelor’s degree, working at least 35 hours per week, and
not currently employed as a K—12 teacher in a public, private, or charter school (Allegretto, 2024).

Where possible, we present the survey responses of teachers and similar working adults over time.

We examined the responses for subgroups of teachers for whom we might expect to see variation in well-being, intentions to
leave, pay, or working conditions. We compared teachers across personal characteristics (e.g., gender, race and ethnicity, years
of teaching experience), school characteristics (e.g., grade level), and whether they teach in a state where collective bargaining
is required, allowed, or prohibited. In some cases, where research or theory suggests teacher or school characteristics could
play an explanatory role, we explore the robustness of subgroup differences to the inclusion of statistical controls for select
teacher or school characteristics.

In this report, we present weighted percentages. The sections that describe our data, methods, limitations, and survey findings
contain recycled text from prior SoT survey reports and our technical documentation (Doan, Steiner, and Pandey, 2024; Doan
et al., 2025). Additional details about our methods and technical information about the survey are included at the end of this
report.

Limitations

As with all survey research, the SoT data are self-reported responses and might be subject to reporting biases, such as recall
bias or social desirability bias. This may be especially true for some topics, such as individual well-being, intention to leave
their job, or pay.

In our 2025 ALP survey of similar working adults, we screened out respondents who said that they were currently employed as
K—12 teachers. However, we did not do this in 2022, 2023, or 2024; roughly 15 percent of ALP respondents in any of those
years had occupations categorized as an “Education, Training, or Library Occupation.” Although this category includes



postsecondary educators, library staff, museum employees, pre-kindergarten educators, and other occupational categories that
are not K—12 educators, it is likely that some portion of the ALP samples in 2022, 2023, and 2024 included K—12 educators,
thus minimizing observed differences between the SoT and ALP samples in those years.

We provide information from tests of statistical significance to identify differences that might be relevant to education
policymakers, researchers, and practitioners. These differences are affected by multiple factors, many of which are unmeasured
in our surveys. Therefore, our results should not be interpreted as evidence of causal relationships.

Although we present data from prior years of the SoT survey and the ALP companion survey to serve as comparison points for
the 2025 results, these data represent cross-sectional comparisons and are not linked longitudinally. In addition, these surveys
are not weighted to facilitate formal comparison across years or samples. Therefore, we were unable to perform tests of
statistical significance to compare responses across years or between teachers and similar working adults.

How to Read the Figures in This Report

In the figures in this report, we use asterisks (*) and bold text to indicate where teacher subgroup responses are statistically
significantly different (p < 0.05) from the reference group (indicated with ref.) before controlling for any teacher- or school-
level characteristics. In figures that present multiple years of data, significant differences are shown within the survey year.
There are three types of figures in this report: line charts, bar charts, and heat maps.

— Line charts display the percentage of teachers who reported a given survey response across different years of the SoT
survey.

— Bar charts display the percentage of teachers who reported a given survey response. At the end of each bar, we display the
95-percent confidence intervals as black lines for each estimate.

— Heat maps tabularly display the percentage of teachers who reported a given survey response, using color variations to
emphasize differences in percentages. Lighter-colored cells represent smaller percentages; progressively darker-colored
cells represent larger percentages. We order the rows from the most common to the least common survey response among
teachers overall. Each column shows the responses from a different teacher subgroup.

For select figures, we describe additional relevant subgroup estimates that are not depicted in the figure in the text.

Figures 1 through 7 display job-related stress, intentions to leave, weekly hours worked, and satisfaction with weekly hours
worked. Figures 8 through 12 show base pay, perceptions of base pay adequacy, and employer-provided benefits. Figure 13
presents perceptions of economic mobility.



Teachers Were Consistently More Likely Than Similar Working Adults to Experience Poor Well-Being

Figure 1. Well-Being of Teachers and Similar Working Adults
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NOTE: This figure shows the weighted percentage of teachers (blue) and similar working adults (green) coded as having or experiencing each of the indicators of
well-being based on their survey responses. How we measured each well-being indicator is described in the “How This Analysis Was Conducted” section at the
end of this report. The sample sizes for the 2025 data are as follows: teachers n = 1,392—-1,419; and similar working adults n = 507. The 2021-2024 sample sizes
ranged from 1,066 to 2,349 for teachers and from 216 to 228 for similar working adults.



Figure 1 shows K—12 public school teachers’ self-reported well-being compared with that of similar working adults in the United
States since January 2021, which was the first year we measured these indicators. In 2025, teachers were more likely than similar
working adults to experience poor well-being on every indicator, which is consistent with previous years.

In spring 2025, the shares of teachers who reported experiencing frequent job-related stress, difficulty coping with job-related
stress, and symptoms of depression were similar to the shares who reported the same in spring 2024 and spring 2023; differences were
3 percentage points or fewer. The share of teachers who reported feelings of burnout dropped to 53 percent in 2025 from 60 percent in
2024. The relative stability of teachers’ reports of their well-being since 2023 suggests that teacher well-being may have stabilized
since the coronavirus disease 2019 (COVID-19) pandemic. These findings are consistent with other recent surveys of teachers, such as
those by Education Week and Gallup, that suggest that teacher morale may have improved slightly and that most teachers are satisfied
with their workplace (Banerji, 2025; Marken and Hrynowski, 2025). However, other research suggests that the overall well-being of
the profession is at its lowest point in 50 years (Kraft and Lyon, 2024).



Female Teachers Were Consistently More Likely to Report Frequent Job-Related Stress and Burnout
Than Male Teachers

Figure 2. Well-Being of Teachers and Similar Working Adults by Gender
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NOTE: This figure shows the weighted percentage of male teachers (dark blue), female teachers (light blue), male similar working adults (dark green), and female
similar working adults (light green) coded as having or experiencing each of the indicators of well-being based on their survey responses. How we measured each
well-being indicator is described in the “How This Analysis Was Conducted” section at the end of this report. The sample sizes for the 2025 data are as follows:
male teachers n = 310-314; female teachers n = 1,062—1,084; male similar working adults n = 247; and female similar working adults n = 259. The sample sizes
for 2021-2024 ranged from 237 to 507 for male teachers, from 763 to 1,839 for female teachers, from 101 to 105 for male similar working adults, and from 113 to
127 for female similar working adults. An asterisk (*) indicates that percentages for female teachers significantly differed at the p < 0.05 level from the reference
group (male teachers) labeled (ref.) within the respective survey year. Statistical significance for similar working adults is not displayed.



Figure 2 shows male and female teachers’ self-reported well-being compared with that of male and female similar working adults
since January 2021. Female teachers have been consistently more likely to report experiencing frequent job-related stress than male
teachers and male or female similar working adults. In 2025, 68 percent of female teachers experienced frequent job-related stress
compared with 46 percent of male teachers, a difference of 22 percentage points. This is a break from the similar trajectories of job-
related stress reported by female and male teachers between 2021 and 2024. However, not all of the differences between female and
male teachers in each year remained statistically significant after controlling for teacher and school characteristics, such as grade level
and subject taught.

Female teachers have also been consistently more likely to report feelings of burnout than male teachers and male or female
similar working adults. The 11- to 14-percentage point differences between male and female teachers reporting burnout have been
consistently statistically significant since the 20222023 school year, before controlling for teacher and school characteristics. After
controlling for grade level and subject taught, the 2025 difference in burnout between male and female teachers did not remain
statistically significant, although it has been statistically significant in previous years.

Among similar working adults, more females than males consistently reported experiencing frequent job-related stress, difficulty
coping with job-related stress, and burnout, but the differences were generally smaller than for teachers. For example, in 2025, the
difference between male and female similar working adults who reported frequent job-related stress was only 5 percentage points,
one-quarter of the difference between male and female teachers.



Fewer Black Teachers Reported Frequent Job-Related Stress Than White Teachers, a Pattern Since
2022

Figure 3. Teacher Well-Being by Race/Ethnicity
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NOTE: This figure shows the weighted percentage of teachers who reported having or experiencing each of the four indicators of well-being by race and ethnicity.
How we measured each well-being indicator is described in the “How This Analysis Was Conducted” section at the end of this report. The sample sizes for the
2025 data are as follows: White teachers n = 416—421; Black or African American teachers n = 390—403; and Hispanic/Latino teachers n =375-377. The sample
sizes for 2022—2024 ranged from 395 to 887 for White teachers, from 396 to 551 for Black or African American teachers, and from 441 to 538 for Hispanic/Latino
teachers. An asterisk (*) indicates that percentages for that subgroup significantly differed at the p < 0.05 level from the reference group labeled (ref.) within the
respective survey year.



Figure 3 shows teachers’ self-reported well-being by race and ethnicity. In 2025, fewer Black teachers reported experiencing
frequent job-related stress than White teachers, a pattern we have observed since 2022 (Doan, Steiner, and Pandey, 2024). This
difference was not statistically significant in 2025, but it was statistically significant in 2024, even after controlling for grade level and
subject. In 2025, Black teachers and Hispanic teachers were more likely than White teachers to report symptoms of depression, and
Hispanic teachers were more likely to report difficulty coping with job-related stress than White teachers.

Fewer Teachers Intended to Leave Their Jobs by the End of the 2024-2025 School Year Than in Prior
Years

Figure 4. Teachers’ Intentions to Leave Their Current Teaching Job Over Time, by Race/Ethnicity and Gender

Teacher Race/Ethnicity Teacher Gender
Year All teachers White Black or African Hispanio/Latino Male Eemale
(ref.) American . (ref.)
2022-2023 school year 23 22 35% 24 17 25%
2023-2024 school year 22 20 35* 28* 20 23
2024-2025 school year 16 14 28* 23* 15 15

NOTE: This figure shows the weighted percentage of teachers indicating that they were “somewhat likely” or “very likely” to leave their current teaching jobs by the
end of the 2024-2025 school year by race and ethnicity and gender. Teachers were asked the following question: “What is the likelihood that you will leave your
job at your school by the end of the current school year (2022—2023/2023—-2024/2024—-2025)?” The sample sizes were as follows: all teachers n = 1,383-1,479;
White teachers n = 395-415; Black or African American teachers n = 386—411; Hispanic/Latino teachers n = 373—443; male teachers n = 303-332; and female

teachers n = 1,054—-1,095. An asterisk (*) indicates that percentages for that subgroup significantly differed at the p < 0.05 level from the reference group labeled
(ref.) within the respective survey year.

Figure 4 shows that the share of teachers who intended to leave their jobs by the end of the 2024-2025 school year fell 6
percentage points—from 22 percent to 16 percent—between 2024 and 2025. This decline in intent to leave is broadly consistent with
research using administrative data, which found declining estimates of teacher turnover in North Carolina and Arkansas in the years

since the COVID-19 pandemic (Bastian and Fuller, 2024; Camp, Zamarro, and McGee, 2024). This reporting is also consistent with
estimates provided in a fall 2024 nationally representative survey of public school districts (Diliberti and Schwartz, 2025).



The shares of teachers who intended to leave their jobs decreased across teacher race and ethnicity and gender. For female
teachers, the share who intended to leave shrank 8 percentage points between 2024 and 2025, such that similar shares of female and
male teachers intended to leave in 2025. The similarity between female and male teachers’ intent to leave in 2025 is somewhat
surprising given the higher reported rates of job-related stress and burnout and low job satisfaction among female teachers (see Figure
3) (Redding and Nguyen 2024).

Intentions to leave are an imperfect predictor of behavior, but teachers who state an intention to leave are more likely to resign
than those who do not state such an intention (Grant and Brantlinger, 2023; Nguyen et al., 2024). The difference could be explained by
a delay in leaving (Nguyen et al., 2024). Or intent to leave may signal job dissatisfaction rather than a plan to resign (Steiner et al.,
2022). Thus, policymakers should use caution when interpreting these results solely as predictors of teacher attrition.

Black teachers remain significantly more likely than White teachers to report intending to leave their jobs in 2025, a result that is
consistent with the 2024 and 2023 SoT survey findings. In 2025, Hispanic teachers were significantly more likely to say that they
intended to leave their jobs than White teachers, which is also consistent with the 2024 results. The high rates of intent to leave among
Black teachers may be more related to low pay or to low job satisfaction than to poor well-being (Redding and Nguyen, 2024; Steiner,
Woo, and Doan, 2023; Steiner, Woo, and Doan, 2024). The high rates of intent to leave among Hispanic teachers are unsurprising
given their relatively poor well-being (see Figure 3) and low job satisfaction relative to White teachers (Redding and Nguyen, 2024).



Managing Student Behavior Was a Top Source of Job-Related Stress for One-Half of Teachers

Figure 5. Teachers’ Top-Ranked Sources of Job-Related Stress by Race/Ethnicity and Years of Experience

Teacher Race/Ethnicity

Teacher Experience

Source of Stress Allteachers ‘?:2':;3 Bla:rn:;iﬁ:'i‘can Hispanic/Latino 0-5 years 6-10 years 11-20 years 21;;;;0'5
(ref.)
n =1,395 n =416 n =392 n=375 n=84 n =294 n =524 n =444

Managing student behavior 52 53 40* 45% 62 53 51 49
My salary is too low 39 39 43 38 35 45 38 36
Administrative work outside of teaching (e.g., paperwork, teacher evaluation) 29 29 30 31 35 22 29 33
Supporting my students' mental health and well-being 29 29 21* 23* 23 31 2T 30

| spend too many hours working outside of my contract hours 27 26 28 30 41 21 25 30
Preparing students for state standardized tests 24 24 29 24 25 28 19 25
The intrusion of political issues and opinions in teaching 22 22 21 21 14 20 23 25
Feeling like the goals and expectations of the school are unattainable 19 19 20 19 22 20 17 20
Lacking support from school administrators 17 17 18 18 9 16 22 12
Taking on extra work because of staff shortages 13 13 14 12 3* 12 16 12
Limited voice in decision-making at my school 12 12 10 14 8 15 10 12

My job security 3 3 5 3 o* 5 4 al
Working in an environment in which | feel physically unsafe 4 1* 3

NOTE: This figure shows the weighted percentage of teachers in response to the question “What are the top three sources of stress in your job right now?” shown
for all teachers and teachers disaggregated by race and ethnicity and experience. Teachers were instructed to rank up to three sources of stress; the figure
shows the weighted percentage of teachers’ selections of each source as among their top three. An asterisk (*) indicates that percentages for that subgroup
significantly differ at the p < 0.05 level from the reference group (ref.).
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Figure 5 shows the factors that teachers ranked as being among their top three sources of job-related stress in 2025.! Managing
student behavior was a top source of stress for one-half of teachers. The next most commonly ranked source of stress was low salary at
39 percent. Twenty-four to 29 percent of teachers ranked preparing students for state standardized tests, spending too many hours
working outside contract hours, supporting students’ mental health and well-being, and performing administrative work outside
teaching as among their top three sources of stress. Less than 5 percent of teachers ranked working in an environment in which they
reported feeling physically unsafe or job security as a top-three source of job-related stress.

There were few statistically significant differences in top-ranked sources of job-related stress by teacher race and ethnicity. Fewer
Black teachers and fewer Hispanic teachers ranked managing student behavior and supporting students’ mental health and well-being
as a top-three source of job-related stress than did White teachers. For both of these sources of stress, the differences between Black
and White teachers remained statistically significant after we controlled for years of experience, grade level, school poverty, and the
racial and ethnic composition of the student body. More Black teachers (43 percent) ranked low salary as a top source of job-related
stress than White teachers (39 percent), but, unlike our findings in 2023 and 2024, the difference was not statistically significant.

In 2025, 62 percent of teachers with zero to five years of experience ranked managing student behavior as a top source of stress,
compared with about 50 percent of teachers with more experience. Forty-one percent of teachers with zero to five years of experience
ranked spending too many hours working outside their contract hours as a top source of stress, compared with 21 to 30 percent of
teachers with more experience. Despite the large magnitude, these differences were not statistically significant, possibly because of the
small sample of teachers with zero to five years of experience.

' We asked about a slightly different list of potential job-related stressors in 2025 than we did in 2023 and 2024, which limits our ability to examine any changes
in which stressors teachers ranked among their top three.
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Teachers Reported Working Fewer Hours Per Week in 2024-2025 Than in Prior Years, but Still Worked
Ten Hours More per Week, on Average, Than Their Contracted Hours

Figure 6. Hours Worked per Week for Teachers and Similar Working Adults, by Race/Ethnicity, Gender, Years of Experience, and State

Similar working adults (n =507)
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NOTE: This figure shows the weighted percentage of teachers who reported that they worked 0—40, 41-50, 51-60, and more than 60 total hours per week.
Teachers were asked the following question: “Including hours spent during the school day, before and after school, and on the weekends, how many total hours do
you spend on ALL teaching and other school-related activities during a typical FULL WEEK at THIS school this school year (2024-2025)?” Similar working adults
were asked the following question: “How many total hours have you worked at your job (or company, if you are self-employed) in a typical full week since
September 20247 Include any hours you work that are unpaid or for which you receive overtime pay.” Respondents entered whole-number responses, which were
then grouped into the categories shown in the figure. Similar working adults in the 0—40 hour group all worked 35 or more hours, consistent with our sampling
criteria. An asterisk (*) indicates that percentages for that subgroup significantly differ at the p < 0.05 level from the reference group (ref.).
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Figure 6 shows the distribution of total hours worked per week reported by teachers and similar working adults in 2025. On
average, teachers reported working a total of 49 hours per week in 2025. This is four hours less per week than the 53 hours per week
teachers reported in 2024 and 2023 and less than they reported working during the COVID-19 pandemic (Doan, Steiner, and Pandey,
2024; Steiner, Woo, and Doan, 2023; Taie and Goldring, 2020).? Despite this improvement, teachers reported working ten hours more
per week, on average—or roughly two hours per day in a five-day work week—than their reported average of 39 weekly contracted
hours.

Although average weekly hours worked did not differ by teacher race and ethnicity, Black teachers and Hispanic teachers were
more likely than White teachers to report working 0—40 hours and more likely to report working more than 60 hours per week.
Teachers in bargaining-prohibited states were significantly more likely to report working 51 to 60 hours per week than teachers in
bargaining-required states. In results not shown, teachers reported working slightly fewer hours for extra pay per week in 2025 than in
2024, which suggests that the bulk of the reduction in weekly hours worked comes from a reduction in hours worked for no extra pay.
In 2025, teachers reported working four hours per week for extra pay, on average, compared with 4.6 hours in 2024.

Similar working adults reported working an average of 44 hours per week. The average hours worked per week reported by similar
working adults was consistent across respondent race and ethnicity, gender, and type of employer? and has been consistent since we
first asked the question in 2023.

% The National Teacher and Principal Survey (NTPS), which is a nationally representative survey of K—12 public school teachers conducted by the federal
government, asked teachers to report their weekly hours worked during the 2015-2016 school year. The SoT survey used the same question as the NTPS.

3 We asked ALP respondents to report whether their employer was (1) a government or public-sector organization, (2) a private-sector or for-profit company, (3)
a nonprofit organization, or (4) other. Other was defined as self-employed, working in the family business, gig or contract work, or other employment not
previously described.
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Female Teachers and Black Teachers Were Less Likely Than Their Counterparts to Be Satisfied with
Their Total Hours Worked Each Week, Despite Working the Same Average Number of Hours

Figure 7. Teachers’ Satisfaction with Hours Worked

Allteachers

White (ref.)
Race/Ethnicity Black or AfricanAmerican

Hispanic/Latino

I 2024
Male (ref.) B 2025
Gender
Female
Elementary (ref.)
Grade Level Middle

High

NOTE: This figure shows the weighted percentage of teachers who indicated that they were satisfied with their total working hours. Teachers were asked the
following question: “This school year (2023-2024/2024-2025), how satisfied are you with the total hours you work per week?” The response options were
“completely unsatisfied,” “somewhat unsatisfied,” “somewhat satisfied,” and “completely satisfied.” In this figure, we define satisfied as a response of somewhat
satisfied or completely satisfied. The 2025 sample sizes were as follows: all teachers n = 1,390; White teachers n = 416; Black or African American teachers n =
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389; Hispanic/Latino teachers n = 374; male teachers n = 310; female teachers n = 1,060; elementary teachers n = 655; middle school teachers n = 287; and high
school teachers n = 414. The 2024 sample sizes were as follows: all teachers n = 1,479; White teachers n = 399; Black or African American teachers n = 411;
Hispanic/Latino teachers n = 441; male teachers n = 332; female teachers n = 1,095; elementary teachers n = 712; middle school teachers n = 263; and high
school teachers n = 469. An asterisk (*) indicates that percentages for that subgroup significantly differ at the p < 0.05 level from the reference group (ref.) within
the respective survey year.

Figure 7 shows the percentage of teachers who were satisfied with their total weekly working hours disaggregated by race and
ethnicity, gender, and school grade level in 2024 and 2025. Slightly more teachers reported satisfaction with their total weekly
working hours in 2025 than in 2024. It is possible that this small difference is related to teachers reporting fewer weekly work hours in
2025 (49) than in 2024 (53). It is also possible that other factors, such as pay or working conditions, could be contributing factors.

In 2025, Black teachers and Hispanic teachers were significantly less likely to be satisfied with the total hours that they worked
compared with White teachers. It is possible that systematic differences in teaching experience or residence in a state that requires,
allows, or prohibits bargaining could explain some of these differences between White teachers and Black and Hispanic teachers.
However, Black teachers and Hispanic teachers were still less likely than White teachers to be satisfied with their hours worked, even
after controlling for experience and state bargaining. This result is surprising given that Black teachers and Hispanic teachers reported
working similar total hours per week, on average, as White teachers. One possible explanation is that Black teachers and Hispanic
teachers were both more likely to work less than 40 hours per week and more than 60 hours per week than White teachers (Figure 6).
It is also possible that other factors, such as pay or working conditions, could be contributing to this difference.

In 2025, female teachers were significantly less likely to be satisfied with the number of hours that they worked than male
teachers. This finding is surprising because male and female teachers both reported working 49 hours per week, on average, and there
were no significant differences in the distribution of weekly hours worked shown in Figure 6. These results suggest that other factors,
such as pay, working conditions, or responsibilities outside school, could be contributing to this difference.
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Black Teachers and Female Teachers Reported Earning Less Than White Teachers or Male Teachers,
on Average, Before Controlling for Teacher Characteristics

Figure 8. Reported Average Base Salaries of Teachers and Similar Working Adults by Race/Ethnicity, Gender, and Highest Degree
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NOTE: This figure shows the average reported base salaries (in U.S. dollars) among teachers and similar working adults. Teachers were asked the following
question: “During the current school year (2024—-2025), what is your base teaching salary for the entire school year? Your base salary is your salary before adding
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any additional compensation for extracurricular or additional activities, merit pay, bonuses, or pay supplements from your state or school system.” Similar working
adults were asked the following question: “What is your current annual base salary? Your base salary is your salary before adding any additional compensation for
overtime, additional activities, merit pay, or bonuses.” Teachers who provided current salaries below $20,000 or above $250,000 were omitted from this analysis.
The teacher sample sizes are as follows: all n = 1,382; White n = 415; Black or African American n = 388; Hispanic/Latino n = 370; male n = 313; female n = 1,049;
bachelor’'s degree or below n = 409; and master’s degree or higher n = 973. The similar working adult sample sizes are as follows: all n = 500; White n = 348;
Black or African American n = 38; Hispanic/Latino n = 61; male n = 242; female n = 257; bachelor’s degree n = 262; and master’s degree or higher n = 238. Similar
working adults included in the “bachelor’s or below” category all have a bachelor’s degree, consistent with our sampling criteria. Only 0.6 percent of teachers said
that they held less than a bachelor’'s degree. An asterisk (*) indicates that percentages for that teacher subgroup significantly differ at the p < 0.05 level from the
reference group (ref.).

Figure 8 shows that teachers reported an average base salary of approximately $73,000 in 2025. This is a roughly 4-percent
increase from the average base salaries reported in the 2024 SoT survey and a roughly 9-percent increase from 2023 (Doan, Steiner,
and Pandey, 2024; Steiner, Woo, and Doan, 2023).* Teacher salaries, on average, still trail behind those earned by similar working
adults, who reported average base salaries slightly more than $103,000, a gap similarly sized to the “teacher pay penalty” reported by
Allegretto (2024).

Black teachers continued to report significantly lower base salaries than their White and Hispanic peers, before controlling for
teacher characteristics, a pattern we have observed in the SoT survey since 2023. And female teachers, on average, reported
significantly lower base salaries than their male peers also before controlling for teacher characteristics. Average base salaries reported
by female teachers were about $7,000 lower—or roughly 9 percent—than those reported by male teachers, a difference consistent with
teachers’ reports in 2024 (Doan, Steiner, and Pandey, 2024).

Prior research using teacher-reported pay has documented that Black teachers and female teachers tend to earn less than their
counterparts, on average. However, the size of these gaps can differ over time, by school context, by how pay is measured, and by
other factors (e.g., teaching experience, subject or grade taught, state of residence, or contract provisions) (Fox, Gmeiner, and Price,
2019; Grissom and Keiser, 2011; Quintero, Hansen, and Zerbino, 2023).

Although we do not have the data to fully explore the sources of these reported differences in base pay, and we cannot rule out
discriminatory treatment, we did explore some potential explanatory factors. In our data, the reported gap in base pay between Black
and White teachers remained statistically significant after accounting for differences in total years of teaching experience, highest
degree earned, teacher gender, and cost of living. However, these differences were no longer significant at conventional levels after

4 Teachers reported an average base salary of about $67,000 in 2023 and about $70,000 in 2024. The SoT survey reports for average base salary and average
increases in base salary in 2023, 2024, and 2025 are consistent with data reported by the National Education Association (National Education Association, 2023;
Walker, 2024; Walker, 2025).
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accounting for state bargaining status. This result is consistent with our 2024 findings and suggests that residence in a state that
requires or prohibits collective bargaining is related to differences in reported pay by teacher race or ethnicity (National Center for
Education Statistics, undated; Steiner, Woo, and Doan, 2024).’

The reported gap between male and female teachers could be explained by the fact that secondary teachers and teachers of high-
demand subjects, such as science and math, earn higher salaries and tend to be disproportionately male. However, the differences in
reported pay we observed between male and female teachers held after controlling for subject taught and grade level. A more
complete exploration of these differences is an area for future research.

As we would expect, teachers with a master’s degree or higher reported significantly higher average base pay than teachers with a
bachelor’s degree or below. However, the gap between teachers and similar working adults with at least a master’s degree was
larger—roughly $43,800—than the gap between teachers and similar working adults with a bachelor’s degree—roughly $25,600.

In results not shown, teachers with 21 or more years of teaching experience reported the highest average base salaries, and teachers
with zero to five years of teaching experience reported the lowest average base salaries. High school teachers reported higher average
base salaries than middle or elementary school teachers. Teachers in states that required collective bargaining reported significantly
higher base salaries than teachers in states that prohibited or allowed collective bargaining, a pattern we have observed since 2023
(Steiner, Woo, and Doan, 2023; Steiner, Woo, and Doan, 2024). Teachers in states where bargaining is required reported earning
roughly $81,200 on average, which is $20,900 more in base pay—about 27 percent—than teachers in states where bargaining is
prohibited; those teachers reported earning around $60,300 on average. Teachers in states where bargaining is allowed but not
required reported earning $63,900 in base pay, on average. These differences by bargaining status held after controlling for cost of
living and are consistent with data reported by the National Education Association (Walker, 2025).

As we might expect, teachers’ reported base salaries differed significantly by whether they lived in a low, average, or high cost of
living area. Teachers working in low cost of living areas reported average base salaries of about $59,600, on average; teachers in
average cost of living areas reported base salaries of $74,600, on average; and teachers in high cost of living areas reported base
salaries of $100,800, on average. All differences were statistically significant.

> Black teachers disproportionately reside in states that prohibit collective bargaining. Black teachers make up only 6 percent of the national K—12 public school
teacher workforce but make up 15 percent to 20 percent of that workforce in many of the states that prohibit collective bargaining, such as Georgia, Mississippi,
North Carolina, and South Carolina (National Center for Education Statistics, undated). When we controlled for cost of living only, the differences in reported
base pay by teacher race and ethnicity remained statistically significant. However, when we controlled only for state bargaining status, the differences in the
amount of base pay reported by teachers of different races and ethnicities were no longer significant.
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Black Teachers Were Less Likely to Say That Their Base Pay Was Adequate Than White Teachers

Figure 9. Teachers’ Perceived Adequacy of Base Pay
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NOTE: This figure shows the weighted percentage of teachers who indicated that their base pay was somewhat or completely adequate. Teachers were asked the
following question: “This school year (2022-2023/2023-2024/2024-2025), how adequate do you consider your base teaching salary to be given your role and
work responsibilities? Your base salary is your salary before adding any additional compensation for extracurricular or additional activities, merit pay, bonuses, or
pay supplements from your state or school system.” The sample sizes were as follows: all teachers n = 1,414—1,479; White teachers n = 395-421; Black or African
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American teachers n = 396—411; Hispanic/Latino teachers n = 377—443; male teachers n = 303-332; female teachers n = 1,067—1,095; elementary teachers n =
664—712; middle school teachers n = 263-295; and high school teachers n = 421-469. An asterisk (*) indicates that percentages for that subgroup significantly
differ at the p < 0.05 level from the reference group (ref.) within the respective survey year.

Figure 9 shows the percentage of teachers who said that their base pay was somewhat or completely adequate disaggregated by
race and ethnicity, gender, and school grade level in 2023, 2024, and 2025. Similar shares of teachers reported that their base pay was
adequate in 2023, 2024, and 2025.

Black teachers were consistently less likely to say that their base pay was adequate than White teachers; the roughly 10
percentage-point differences were statistically significant in each year. These findings are unsurprising given that Black teachers have
consistently reported lower average base pay than their White counterparts since 2023.

Teachers’ satisfaction with their pay is related to factors other than pay, such as hours worked, benefits, and working conditions
(Edwards et al., 2023; Steiner, Woo, and Doan 2023; Steiner, Woo, and Doan 2024). Although we are unable to investigate the
reasons for changes in teachers’ reported satisfaction with base pay over time, it is possible that factors other than pay increases, such
as reduced hours worked, could affect teachers’ perceptions of their pay.
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Teachers in States Where Collective Bargaining Is Prohibited Were the Least Likely to Report Receiving

a Pay Increase

Figure 10. Average Reported Pay Increase Between 2023-2024 and 2024—-2025 by Race/Ethnicity, Gender, and State Bargaining Status
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NOTE: This figure displays the percentage of teachers who received each pay increase amount. Pay increases were calculated as the difference between
responses to the following questions: “During the current school year (2024-2025), what is your base teaching salary for the entire school year? Your base salary
is your salary before adding any additional compensation for extracurricular or additional activities, merit pay, bonuses, or pay supplements from your state or
school system” and “During the /ast school year (2023-2024), what was your base teaching salary for the entire school year? Your base salary is your salary
before adding any additional compensation for extracurricular or additional activities, merit pay, bonuses, or pay supplements from your state or school system.”
Teachers were asked both items on the same survey. An asterisk (*) indicates that percentages for that subgroup significantly differ at the p < 0.05 level from the
reference group (ref.). Totals might not sum to 100 because of rounding.
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Figure 10 shows the average reported pay increases between the 2023—-2024 and 2024-2025 school years by teacher race and
ethnicity, gender, and state bargaining status. Thirty-three percent of teachers reported that they did not receive a pay increase between
2024 and 2025; this group includes teachers who reported a pay decrease. Similar shares of teachers reported receiving pay increases
of between $1 and $1,000, between $1,001 and $2,000, between $2,001 and $4,000, and more than $4,000.

Hispanic teachers were more likely than White teachers to say that they did not receive a pay increase, a statistically significant
difference. Otherwise, there were no statistically significant differences in reported pay increases by teacher race and ethnicity. There
were also no significant differences in reported pay increases by teacher gender.

Teachers in states where bargaining is prohibited were the least likely to receive a pay increase. Fifty-two percent of teachers in
bargaining-prohibited states said that they did not receive a pay increase, compared with 26 percent of teachers in bargaining-required
states. Teachers in bargaining-required states were more likely to report receiving larger pay increases than teachers in bargaining-
allowed or bargaining-prohibited states.
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More Teachers Than Similar Working Adults Said That Their Employers Provided Paid Sick Leave and
Paid Health Insurance Premiums; Fewer Teachers Said That Their Employers Provided Paid
Parental Leave

Figure 11. Availability and Perceptions of Employer-Provided Benefits for Teachers and Similar Working Adults
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NOTE: This figure displays teachers’ and similar working adults’ responses to questions about employer-provided benefits. Teachers and similar working adults
were asked the following question: Which of the following benefits does your employer currently offer?” Teachers who indicated that their employers offer a given
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benefit were asked the following questions: “Have you ever used any of these benefits?” and “How inadequate or adequate are each of the benefits offered by
your employer this school year (2024—2025)?” The left panel in the figure displays the percentage of teachers and similar working adults who responded that their
employer currently offers the benefit listed. The right panel in the figure displays the percentage of teachers who responded that they used each of the listed
benefits their employers offer and who said that each of the listed benefits their employers offer is somewhat or completely adequate. Percentages of teachers
who reported that they used the benefit and percentages of teachers who said that the benefit was somewhat or completely adequate were calculated as a
percentage of the teachers who responded that their employer offers the benefit. The “offered” (left) sample sizes are as follows: teachers n = 1,411; and similar
working adults n = 507. The “used” and “adequacy” (right) sample sizes range from 22 (housing assistance) to 1,207 (paid sick leave).

Figure 11 shows the availability, use, and perceptions of an array of employer-provided benefits among teachers and similar
working adults. The left panel of Figure 11 shows the percentages of teachers and similar working adults who reported that their
employers offer an array of benefits. The right panel shows teachers’ reports of whether they had ever used each listed benefit
provided by their employer, and, among those who said that their employers offer the benefit, whether they perceived that benefit to
be adequate. Some estimates of teachers’ perceptions of their benefits are imprecise because of the small number of teachers who said
that their employers offer the benefit (e.g., housing assistance). We did not ask similar working adults to report whether they had ever
used employer-provided benefits or whether they perceived those benefits to be adequate.

More teachers than similar working adults said that their employers provide paid sick leave and pay some or all of their health
insurance premiums; the differences ranged from 14 percentage points (for paid sick leave) to 6 percentage points (for paying health
insurance premiums). However, these differences disappear when we look at the reports of similar working adults in government or
public-sector jobs. Eighty-four percent and 91 percent of similar working adults in government or public-sector jobs, respectively, said
that their employers pay some or all of their health insurance and provide paid sick leave. Otherwise, more similar working adults than
teachers said that their employers offer paid personal time off, contribute to retirement or pension plans, and offer paid parental leave,
tuition reimbursement, child care assistance, and housing assistance. The largest difference between teachers and similar working
adults was for paid parental leave.® Only 27 percent of teachers said that their employers provide paid parental leave, compared with
50 percent of similar working adults.

6 In the American Teacher Panel (ATP) and ALP surveys, we defined paid parental leave as follows: “Paid parental leave is when your employer pays for part or
all of your salary while you are on parental leave caring for the birth, adoption, or placement of a child. Paid parental leave is separate from other paid leave such
as paid sick days, paid personal time off, or other paid time off that you might use to care for the birth, adoption, or placement of a child and does not include
unpaid Family and Medical Leave of Absence (FMLA) leave.”
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Teachers’ reports of the benefits their employers offer are broadly consistent with an analysis of state policy and teacher contracts
by the National Council on Teacher Quality (NCTQ) (Gerber, 2023). In 2025, NCTQ reported that 43 percent of the large districts in
their teacher contract database provide paid parental leave for the birth or adoption of a child (Bowser, 2025).

As we would expect, large shares of teachers—71 percent to 96 percent—said that they used commonly provided benefits, such as
paid sick leave and paid personal time off. Most of the teachers who said that their employers offer each listed benefit also said that
the benefit was adequate. Fewer teachers—31 percent to 51 percent—reported using less commonly provided benefits, such as paid
parental leave, tuition reimbursement, or child care assistance. Large shares of the teachers who said that their employers provide
these less-common benefits—65 percent to 77 percent—said that those benefits were adequate.

Teachers who indicated that their employers provide child care assistance were asked to describe that benefit to the best of their
knowledge in an open response, even if they did not use it. The most common response, provided by about one-half of the teachers
who responded, was that their employers provide a dependent spending account or flexible spending account for dependent care. The
second-most common response, provided by about one-third of the teachers who responded, was that their employers provide child
care, either on-site at the school or off-site at a partner location. The remaining teachers said that their employers offer reduced-price
child care, a subsidy for child care, or reimbursement for child care costs.
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On Average, Teachers Reported 11 Days of Paid Sick Leave and Four Days of Paid Personal Leave;
Similar Working Adults Reported 16 Days of Paid Sick Leave and 22 Days of Paid Personal Leave

Figure 12. Days of Paid Sick Leave and Paid Personal Time Off for Teachers and Similar Working Adults With Access to Each Benefit
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NOTE: This figure shows teacher and similar working adult responses to questions about the number of days of paid sick leave and paid personal time off
provided by their employers. Teachers were asked the following questions: “You indicated that your employer offers paid sick leave/paid personal time off. How
many days of paid sick leave/paid personal time off were provided to you this school year (2024-2025), and how many days have you used so far? Your best
estimate is fine. Do not count days that rolled over from last school year (2023—-2024) in the amount provided.” Similar working adults were asked the following
questions: “How many days of paid sick leave/paid personal time off were provided to you in 2024, and how many days have you used since September 1, 20247
Your best estimate is fine. Do not count days that rolled over from 2023 in the amount provided.” We do not report days used in this figure. These questions were
only asked to respondents who indicated that the relevant type of paid leave was offered by their employer. An asterisk (*) indicates that percentages for that
subgroup significantly differ at the p < 0.05 level from the reference group (ref.).

Figure 12 shows the days of paid sick time off and paid personal time off reported by teachers and similar working adults who said
their employers offered this benefit in 2025.7 On average, teachers reported that their employers provide 11 days of paid sick time off,

7 In the survey, we provided respondents with the following definition of paid personal time off: “Paid personal time off is paid time off that can be used on days

of your choice. It does not include paid holidays on which school/employer is closed, such as Thanksgiving/ or during the summer when school is not in session.”
Similar working adults did not see the text “or during summer when school is not in session.”
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and similar working adults reported that their employers provide 16 days of paid sick time off. Teachers’ reports are consistent with
NCTQ’s 2023 analysis of state policy and teacher contracts, which found that most states require that public employees (including
teachers) receive at least ten days of paid sick leave, although district policies can vary (Gerber, 2023).

Very few teachers said that they received more than 15 days of paid sick leave for the 20242025 school year. In contrast, 21
percent of similar working adults said they received more than 15 days of paid sick leave. Teachers in states where bargaining is
required reported receiving more paid sick leave, on average, than teachers in bargaining-allowed or bargaining-prohibited states.
Teachers in bargaining-prohibited states were significantly more likely to say that they received one to five days of paid sick leave and
significantly less likely to say that they received 11 to 15 days of paid sick leave than were teachers in bargaining-required states.

Teachers reported four days of paid personal time off, on average, during the 2024-2025 school year, and similar working adults
said that their employers provide 22 days, on average. Nearly all teachers (96 percent) reported receiving one to ten days of paid time
off, and a large share of similar working adults (68 percent) reported receiving more than ten days of paid time off. Teachers’ reports
of yearly paid time off allocations in the SoT survey are consistent with NCTQ’s analysis, although district policies vary (Gerber,
2023).

One possible reason for the large difference between teachers and similar working adults in reported paid personal time off could
be the school calendar, which provides teachers with substantial (if unpaid) time off during school breaks and over the summer.
However, we did not have the data to adjust teachers’ and similar working adults’ responses for the number of months worked during
a calendar year.
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More Similar Working Adults Than Teachers Said That They Were Better Off Financially Than Their

Parents

Figure 13. Teachers’ and Similar Working Adults’ Perceptions of Their Financial Situation Relative to Their Parents
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high school. Would you say you (and your family) are better, the same, or worse off financially than they were?” Teachers and similar working adults who

responded “much better off” or “somewhat better off” were combined into a single category and are shown in the figure as “better off.” Teacher and similar working
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adult responses are disaggregated by race and ethnicity, gender, and highest degree. Similar working adults included in the “bachelor’s or below” category all
have a bachelor’s degree, consistent with our sampling criteria. Only 0.6 percent of teachers said that they held less than a bachelor’'s degree. The teacher sample
sizes are as follows: all n = 1,378; White n = 413; Black or African American n = 384; Hispanic/Latino n = 372; male n = 308; female n = 1,050; bachelor’s degree
or below n = 406; and master’s degree or higher n = 972. The similar working adult sample sizes are as follows: all n = 507; White n = 353; Black or African
American n = 38; Hispanic/Latino n = 61; male n = 247; female n = 259; bachelor's degree n = 266; and master’s degree or higher n = 241. An asterisk (*)
indicates that percentages for that teacher subgroup significantly differ at the p < 0.05 level from the reference group (ref.).

Figure 13 shows the perceptions of teachers and similar working adults when they were in high school of their parents or primary
guardians’ financial situation relative to their own, a comparison that is often used to gauge perceptions of economic mobility. More
similar working adults said that they were better off financially than their parents than did teachers—a 15-percentage point difference.
More similar working adults said that they were better off financially than their parents than teachers in nearly every subgroup we
examined. The exception was that slightly more Hispanic teachers said that they were better off financially than their parents than did
Hispanic similar working adults.

Black teachers and Hispanic teachers were significantly more likely than White teachers to say that they were better off financially
than their parents. These differences remained significant after controlling for the parents’ highest degree. Female teachers were more
likely than male teachers to say that they were about the same financially as their parents than male teachers, a difference that held
after controlling for parental education. More male teachers than female teachers said that they were better off financially than their
parents, but this difference was not statistically significant.

How This Analysis Was Conducted

The data for this report were drawn from two surveys: the 2025 SoT survey fielded to RAND’s ATP and the 2025 SoT companion
survey of similar working adults in the United States fielded to RAND’s ALP. The SoT survey has been administered yearly to K—12
teachers in January via the ATP since 2021. The survey was developed by RAND to generate nationally representative data on
teachers’ perspectives on their well-being and working conditions. The 2025 SoT survey and ALP companion survey were completed
by 1,419 and 507 respondents, respectively, across the months of January, February, and March 2025.

Each SoT survey respondent was assigned a weight to ensure that estimates reflect the national population of teachers.
Characteristics that factor into this process include descriptors at the individual level (e.g., gender, professional experience) and school
level (e.g., school size, level, locale, socioeconomic status). The 2025 SoT survey purposefully oversampled Black teachers and
Hispanic teachers to allow for representative estimates of survey responses from these groups.
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The ALP companion survey was administered to a nationally representative sample of similar working adults in 2025. Similarly,
each ALP respondent was assigned a weight to ensure that estimates reflect the national population of working adults. We define
similar working adults as between the ages of 18 and 65, who have at least a bachelor’s degree and reported working at least 35 hours
per week (Allegretto, 2024). We also screened out individuals who were currently working as K—12 teachers in a public, private, or
charter school. When we report data from similar working adults from 2022, 2023, and 2024, we focus on a subset of ALP
respondents who met the age, highest degree, and weekly hours worked criteria. We did not have the data to determine whether ALP
respondents in these years were currently employed as a K—12 teacher. In 2022, a total of 216 (of 487) ALP respondents met these
criteria; in 2023, a total of 228 (of 526) met these criteria; and in 2024, a total 219 (of 501) met these criteria. More information about
SoT survey and ALP survey sampling, weighting, and item sources is available in our technical report (Doan et al., 2025).

This report highlights several survey items fielded in the 2025 SoT survey and, when relevant, analogous measures fielded in the
2021, 2022, 2023, and 2024 SoT surveys. The 2025 SoT survey examined teachers’ reports of well-being, compensation and hours
worked, employer-provided benefits, and teacher intentions to leave their current teaching job. The four measures of teacher well-
being used in this report and previously fielded in the 2021, 2022, 2023, and 2024 SoT surveys are constructed as follows:

o Frequent job-related stress refers to the percentage of respondents who indicated “often” or “always” to the following
question: “Since the beginning of the 2023-2024 school year, how often has your work been stressful?”’

o Difficulty coping with job-related stress refers to the percentage of respondents who, on a 1 to 5 scale ranging from 1 = not
well at all to 5 = very well, indicated responses of “1” or “2” to the following question: “How well are you coping with the
stress of your job right now?”

o Symptoms of depression refers to the percentage of respondents with Patient Health Questionnaire-2 (PHQ-2) scores of 3 or
above. PHQ-2 scores are determined by asking respondents to use a scale of 0 = not at all, 1 = several days, 2 = more than half
the days, and 3 = nearly every day to report their frequency of the following events: (1) “little interest or pleasure in doing
things” and (2) “feeling down, depressed, or hopeless.” We calculate a PHQ-2 score for each respondent by summing their
values across both items, resulting in a minimum score of 0 (i.e., a respondent selecting “not at all” for both items) to a
maximum score of 6 (i.e., a respondent selecting “nearly every day” for both items).

e Burnout refers to the percentage of teachers who “somewhat agree” or “strongly agree” to at least two of the following four
statements: (1) “The stress and disappointments involved in [my job] aren’t really worth it,” (2) “I don’t seem to have as much
enthusiasm now as I did when I began [my job],” (3) “I look forward to [my job] in the future,” and (4) “I am glad I selected
[my job] as a career.” Items 3 and 4 were reverse-coded to match the directionality of items 1 and 2.
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In Figure 8, we present the averages of teachers’ current reported base salaries. The survey questions about base pay asked
teachers or similar working adults to round to the nearest $1,000. Exact question wording and the source, if applicable, are available in
our technical report (Doan et al., 2025). We applied a standard set of criteria to correct obvious errors in reported dollar amounts. For
teachers’ reported salaries, we set to missing any reports that were below $20,000 and above $250,000. We selected these lower and
upper bounds based on 2023 data from the National Education Association describing state minimum and maximum teacher salaries
(Walker, 2024). We did not systematically correct working adults’ reports of their base salaries because we had no detailed
information about their occupation that would allow us to identify reasonable upper or lower bounds. We compared teachers’ and
working adults’ reports of their base salaries and total salaries and set a respondent’s total salary equal to their base salary if the
reported base salary exceeded the reported total salary. We also conducted selected manual corrections to respondents’ reports of pay.
For instance, when it appeared that respondents systematically entered reports in thousands of dollars (e.g., they wrote $100 to mean
$100,000), we corrected these amounts. We estimated the amount of pay increase received by teachers by subtracting the base salary
teachers reported they received in the 2022-2023 school year from the base salaries teachers reported they received in the 2023-2024
school year. Teachers reported both amounts on the 2025 SoT survey.

In Figure 11, we report days of paid sick leave and paid personal time off available to teachers and similar working adults whose
employers offer each type of paid time off. We set responses of more than 260 days (the equivalent of 5 days off per week for 52
weeks) to missing. Less than 0.05 percent of teachers and similar working adults reported more than 260 days of paid sick leave or
paid personal time off. The survey questions about each type of paid time off instructed respondents not to include days that rolled
over from previous years. Exact question wording is available in our technical report (Doan et al., 2025).

In this report, we compare teacher responses across subgroups defined by various teacher and school characteristics, testing for
whether average responses for certain subgroups differed from a specified reference subgroup. We do not report exhaustively on all
subgroup estimates on all survey items because the purpose of this report is to provide readers with figures and tables highlighting a
selection of substantively important findings on the topic of teacher well-being. The categories of teacher and school characteristics
that we examine in this report are as follows, with reference categories within those characteristics bolded:

teacher race or ethnicity: White, Black, Hispanic/Latino

teacher gender: male, female

teacher experience: 0-5 years, 610 years, 11-20 years, 21 or more years

teacher highest degree earned: bachelor’s degree, master’s degree or higher

school percentage enrollment of students eligible for free or reduced-price lunch: below 50 percent, at 50 percent or above
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school student racial composition: majority students of color, majority White students

school locale: urban, suburban, town or rural

school grade band: elementary (grades K-5), middle (grades 6-8), high (grades 9-12)

state bargaining status: bargaining required, bargaining allowed, bargaining prohibited

We relied on information provided by the National Education Association to construct our categories of state-level collective
bargaining. The National Education Association provided information indicating the states where collective bargaining is required if
teachers choose to vote for union representation (Alaska, California, Connecticut, Delaware, Florida, Hawaii, Idaho, Illinois, Indiana,
Iowa, Kansas, Maine, Maryland, Massachusetts, Michigan, Minnesota, Missouri, Montana, Nebraska, Nevada, New Hampshire, New
Jersey, New Mexico, New York, North Dakota, Ohio, Oklahoma, Oregon, Pennsylvania, Rhode Island, South Dakota, Vermont,
Washington, D.C., Washington, and Wisconsin), states where collective bargaining is allowed but not required (Alabama, Arizona,
Colorado, Kentucky, Louisiana, Utah, Virginia, West Virginia, and Wyoming), and states where bargaining is prohibited (Arkansas,
Georgia, Mississippi, North Carolina, South Carolina, and Texas). We grouped Tennessee, where collaborative conferencing is
permitted, with states where bargaining is allowed but not required.

We used the Comparable Wage Index for Teachers (CWIFT), a measure of average wage levels for a given area developed by the
Education Demographic and Geographic Estimates program within the National Center for Education Statistics, to account for cost of
living in our analyses. CWIFT values are generated using American Community Survey data to estimate average wage levels for
college-educated workers who are not educators that account for worker demographics (e.g., gender, race, educational attainment) and
job characteristics (e.g., hours worked, industry) (Cornman et al., 2019).

All estimates presented in this report are sample-wide or subgroup-specific estimates that are unadjusted for statistical controls.
Because the intent of this report is to provide exploratory, descriptive information rather than to test specific hypotheses, we did not
make statistical adjustments for multiple comparisons. Readers should not interpret subgroup differences that are statistically
significant as evidence of an effect of any specific teacher or school characteristic, because there is substantial evidence that many
teacher and school characteristics of interest are correlated with one another (Hansen and Quintero, 2018). Rather, our results are
intended to highlight differences in reported experiences across subgroups of teachers and encourage additional research on the
sources and causes of these differences.

We conducted qualitative coding of one survey item that asked teachers who indicated that their employer provides child care
assistance to describe that assistance benefit to the best of their knowledge, whether they used it or not, in an open-response text box.
Seventy-nine teachers provided a written response; ten responses were not interpretable (e.g., “No,” “Yes,” “I don’t know”). We

32



reviewed the 69 remaining responses and categorized them into common themes. We did not apply survey weights to these open-
ended survey responses. These qualitatively coded responses are intended to illustrate the perspectives of a subset of responding
teachers and cannot be interpreted as nationally representative.
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About This Report

In this report, we present results from the State of the American Teacher survey and the companion American Life Panel survey
administered to K—12 public school teachers and similar working adults across the country from January to March 2025. The
American Educator Panels (AEP) are nationally representative samples of teachers, school leaders, and district leaders across the
country. The panels are a proud member of the American Association for Public Opinion Research’s Transparency Initiative.

The AEP Data Note series is intended to provide brief analyses of educator survey results of immediate interest to policymakers,
practitioners, and researchers. If you would like to know more about the dataset, survey recruitment, administration, and sample
weighting, see State of the American Teacher Survey: 2025 Technical Documentation and Survey Results (RR-A1108-17, available at
www.rand.org/t/RRA1108-17). If you are interested in using AEP data for your own surveys or analysis or in reading other AEP-
related publications, visit www.rand.org/aep or contact aep@rand.org.
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