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EU Teachers and Trainers Agenda 

EFEE Position Paper 

Education employers welcome the European Commission’s initiative to develop an 

EU Teachers and Trainers Agenda. Across Europe, education systems are facing 

increasingly complex challenges related to the recruitment, development and 

retention of teachers and trainers. These challenges cannot be addressed 

through isolated measures. They require a coherent, lifecycle-based approach that 

considers the full professional journey: from attracting new entrants and 

supporting early-career professionals, to sustaining motivation, enabling career 

progression, improving working conditions, and recognising the specific realities 

of vocational education and training (VET). 

 

The attractiveness of the teaching profession 

From the perspective of education employers, the attractiveness of teaching and 

training professions depends on the quality of the professional ecosystem in which 

teachers and trainers work. While pay and job security remain important, they are 

only part of a broader picture. Attractive professions also require supportive 

leadership, professional and organisational autonomy, manageable 

workloads, meaningful professional development, recognition of 

expertise, career opportunities, wellbeing support, and strong social 

dialogue.  

Schools, higher education institutions (HEIs) and VET providers also need 

sufficient organisational capacity to attract, develop and retain high-quality staff. 

This requires strategic human resource management, strong leadership, and the 

flexibility to develop context-sensitive workforce strategies that respond to local 

labour market conditions and learner needs. Investment in teachers and trainers 

should therefore go hand in hand with investment in the institutions that employ 

and support them. 

Attractiveness is equally shaped by the societal recognition of teachers and 

trainers. In many countries, declining interest in the profession is influenced not 

only by pay and working conditions but also by perceptions of professional 

status, public trust and recognition from policymakers. At the same time, 

experiences across Europe demonstrate that teaching can remain a highly 

attractive profession where strong professional autonomy, high-quality teacher 

education, supportive working environments and societal trust are in place. The 

diversity of national experiences illustrates that there is no single model for 

improving attractiveness. Instead, the EU Teachers and Trainers Agenda should 

promote mutual learning between Member States while supporting a holistic 
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understanding of attractiveness that links working conditions, organisational 

capacity, educational quality and long-term workforce sustainability. 

 

Recruitment and entry into the profession 

A first priority is therefore to strengthen the talent pipeline into teaching and 

training. Many education systems are experiencing shortages, while the profile of 

the teacher workforce is ageing and insufficiently diverse. Education employers 

believe that recruitment strategies should combine high professional standards 

with greater flexibility in pathways into the profession. Traditional initial 

teacher education remains essential, but it should be complemented by high-

quality alternative routes for career changers, professionals from other sectors, 

and candidates from underrepresented backgrounds. This is particularly important 

in shortage subjects, such as STEM, disadvantaged areas and VET, where 

competition with industry can make recruitment especially difficult. 

However, flexibility must never come at the expense of quality. New entrants, 

including those entering through alternative pathways, require strong 

pedagogical preparation, structured induction and sustained professional 

support. Recruitment alone will not solve teacher shortages if early-career 

teachers leave the profession shortly after entering it. The first years of teaching 

should therefore be treated as a strategic retention phase. Education employers 

support structured induction systems, mentoring, coaching, professional 

learning communities, and where feasible, adapted workloads for beginning 

teachers. Expanding alternative pathways into teaching should be accompanied 

by sufficient investment in mentoring capacity within schools, higher education 

and VET institutions. Recruiting more career changers and lateral entrants can 

only contribute to addressing shortages if experienced teachers and trainers have 

the time and resources to provide effective supervision, induction and coaching 

throughout the transition into the profession.  

Initial teacher education and induction programmes should also better prepare 

future teachers and trainers for the realities of increasingly diverse learning 

environments. Many beginning teachers encounter complex challenges related 

to neurodiversity, mental health, migration, socio-economic inequalities, family 

circumstances and wider societal issues that become visible in schools. At the 

same time, teachers and trainers are increasingly expected to foster transversal 

competences such as citizenship skills, critical thinking and social-

emotional skills. Stronger preparation for these realities, combined with 

professional support throughout the early career phase, can facilitate successful 

transitions into working life and strengthen long-term retention. 

 

Career pathways and professional development 

The EU Teachers and Trainers Agenda should also promote more attractive and 

sustainable career pathways. In many education systems, teaching careers 
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remain too flat, offering limited opportunities for progression unless teachers 

move into management or leave classroom practice. Education employers support 

more diverse career structures that recognise pedagogical expertise, 

mentoring, curriculum development, inclusion, digital innovation, 

cooperation with external partners and contributions to institutional 

improvement.  

Career development should not be understood solely as vertical progression. 

Teachers and trainers should also be able to develop horizontally by specialising, 

supporting colleagues, contributing to school improvement, engaging with 

research or policy, or strengthening cooperation with industry and local 

communities. Leadership, in this context, should not be viewed exclusively as a 

management function. Teachers and trainers increasingly demonstrate 

pedagogical and educational leadership through innovation, mentoring, 

learner support, and curriculum development. Such contributions should be 

recognised and rewarded within career structures. Continuous professional 

development (CPD) is central to sustaining attractive careers and resilient 

education systems. Teachers and trainers need sufficient time, resources and 

access to high-quality learning opportunities throughout their careers. 

Professional learning should be relevant, practice-oriented and closely connected 

to the needs of learners, schools, HEIs, VET providers and education systems. 

Practice-based partnerships between teacher education providers and 

schools, HEIs or VET institutions can strengthen the transition from initial 

education into professional practice through joint curriculum development, school-

based teacher education, mentoring and collaborative professional learning. Such 

partnerships can also support the development of sustainable professional 

learning communities that foster peer learning, innovation and continuous 

improvement, thereby contributing to teacher retention, staff wellbeing and 

educational quality. Priority areas for professional development include inclusion, 

multilingual and multicultural classrooms, student wellbeing, classroom 

management, sustainability, digitalisation and artificial intelligence. Teachers and 

trainers also need opportunities to continuously update their skills in emerging 

fields such as cybersecurity and the green transition. Flexible learning 

opportunities, including microcredentials, can support the continuous 

upskilling and reskilling while helping education systems respond to evolving 

labour market and skills needs. For education employers, professional 

development should contribute both to individual career progression, 

organisational improvement, institutional resilience and educational quality. 

 

Digitalisation and artificial intelligence 

Digitalisation and artificial intelligence present significant opportunities to enhance 

learning, teaching, research and educational management. The EU Teachers and 

Trainers Agenda should therefore support the development of AI literacy among 
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teachers, trainers and educational leaders through accessible, high-quality 

professional development. 

Digital technologies should help reduce administrative burdens, improve 

educational management and support innovative pedagogical practice. At 

the same time, their implementation must remain responsible, ethical and 

centred on educational objectives. Education employers caution against overly 

restrictive approaches that inhibit innovation and the inappropriate use of 

technologies that increase surveillance, algorithmic decision-making or 

unnecessary administrative burdens. Technology should strengthen professional 

judgement, autonomy and educational quality rather than undermine them. At the 

same time, the responsible use of educational data and learning analytics can 

support evidence-informed teaching, institutional improvement and learner 

success. 

 

Educational leadership 

Educational leadership is a key enabler of attractive teaching professions 

and high-quality education. School leaders and institutional leaders shape 

working environments, foster collaborative cultures, lead strategic human 

resource management, support professional learning, and guide organisational 

change. Strong leadership also enables schools, HEIs and VET providers to develop 

context-sensitive workforce strategies that respond to local recruitment and 

retention challenges while creating environments in which teachers and trainers 

can thrive. Yet leadership itself is often insufficiently supported as a professional 

pathway. The EU Teachers and Trainers Agenda should therefore promote 

leadership development, peer learning for school leaders, middle-

leadership opportunities and stronger recognition of the role of 

leadership in staff wellbeing, innovation and workforce sustainability. 

Strong leadership requires appropriate preparation, CPD and adequate 

organisational support throughout leaders' careers. 

 

Working conditions and professional autonomy 

Working conditions remain a central element of attractiveness and retention. 

Education employers recognise that workload, administrative work, stress and 

difficulties in maintaining work-life balance undermine both staff wellbeing and 

educational quality. Addressing these challenges requires realistic workload 

policies, better use of digital tools, simplification of unnecessary 

administrative processes, and stronger institutional support for staff 

wellbeing. Workload is increasingly influenced not only by administrative 

demands but also by the expanding societal role of education institutions, 

including learner wellbeing, inclusive education, career guidance and cooperation 

with families, communities and employers. Policies addressing workload should 

therefore recognise the full breadth of teachers' and trainers' professional 
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responsibilities. Technology should support professional practice rather than 

increase surveillance, workload or insecurity.  

Education employers also recognise that frequent policy changes and successive 

reform cycles can create uncertainty, increase workload and reduce organisational 

capacity for implementation. Sustainable improvement requires not only 

innovation but also policy stability, adequate implementation support and 

sufficient time for education institutions and professionals to adapt to new 

requirements. 

Professional autonomy and trust are equally essential. Accountability remains 

important, but it should not reduce teachers' and trainers' work to narrow 

performance indicators or excessive reporting obligations. Education systems 

should promote collaborative leadership in which quality assurance is balanced 

with professional trust, shared responsibility and school-level 

improvement. Teachers and trainers are more likely to remain motivated and 

committed when their expertise is recognised and when they can contribute 

meaningfully to decisions affecting their professional practice.  

 

Social dialogue 

Social dialogue is fundamental to developing effective and sustainable education 

policies. Education employers believe that reforms are most successful when they 

are designed and implemented in partnership with representative 

organisations of employers and workers. Social dialogue should therefore 

encompass not only pay and working conditions but also wider professional issues 

such as career development, workload, digitalisation, professional 

standards, inclusion, leadership and workforce planning. While fully 

respecting national competences in education, employment relations and 

collective bargaining, the European Union can add value by strengthening the 

capacity of social partners, facilitating peer learning and evidence exchange, 

and encouraging their meaningful involvement in the design, implementation and 

evaluation of teacher and trainer policies. Social partners should also play an 

active role in shaping the digital and AI transition in education, ensuring that 

technological innovation supports educational quality while safeguarding 

professional autonomy, ethical standards and staff wellbeing. 

 

Vocational education and training (VET) 

VET requires dedicated attention within the EU Teachers and Trainers Agenda. VET 

teachers and trainers operate at the intersection of education and the labour 

market and therefore require both strong pedagogical expertise and up-to-date 

occupational knowledge. The Agenda should therefore recognise the diversity 

of VET professionals, including teachers of general subjects, vocational theory  

teachers, practical instructors, workplace trainers and hybrid professionals 
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working between education and industry. Policy solutions developed for general 

education should be adapted to the specific realities of VET. 

Education employers support stronger pathways for experienced industry 

professionals to enter VET teaching, provided that these pathways combine 

flexibility with high-quality pedagogical preparation. Flexible qualification routes 

can make an important contribution to addressing shortages, but they must be 

accompanied by structured induction, mentoring and ongoing professional support 

to ensure successful transition into teaching. Workplace trainers also need greater 

recognition, guidance and access to professional development. Hybrid models, in 

which professionals combine work in industry with teaching or training 

responsibilities, can help address shortages while maintaining close links between 

education and labour market needs. Stronger partnerships between VET 

providers, companies, chambers, public authorities and social partners 

are essential. Existing European cooperation structures, including Centres of 

Vocational Excellence, can further strengthen innovation, peer learning and the 

professional development of teachers and trainers. Such initiatives support the 

exchange of effective practices and reinforce cooperation between education 

providers and labour market actors across Europe. 

 

Implementation and European cooperation 

Finally, the EU Teachers and Trainers Agenda should support Member States in 

strengthening strategic workforce planning. Teacher and trainer shortages 

are not solely recruitment challenges; they also reflect wider issues of retention, 

governance, demographic change and long-term planning. Better data, 

forecasting and labour market intelligence are needed to anticipate shortages by 

subject, region, sector and qualification profile. Effective workforce planning also 

benefits from regional partnerships bringing together schools, HEIs, VET 

providers, teacher education institutions, public authorities and, where 

appropriate, employers and businesses. Such partnerships can strengthen 

recruitment, matching, induction and professional development while 

responding more effectively to local labour market needs.  

The Agenda should also acknowledge the growing impact of demographic 

change across Europe. While some regions face declining learner populations and 

school closures, others experience rapid growth linked to urbanisation and 

migration. Innovative organisational approaches, including remote and hybrid 

teaching where appropriate, can help maintain equitable access to education while 

supporting the effective deployment of teaching capacity. The European Union can 

add value by supporting comparative evidence, regular monitoring, peer 

learning, job-shadowing opportunities and the systematic exchange of 

effective practices on recruitment, induction, leadership, professional 

development and workforce planning. Such cooperation enables Member 

States to adapt successful approaches to their own national and regional contexts 

while fully respecting national competences. 
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Conclusion 

Education employers see the EU Teachers and Trainers Agenda as an opportunity 

to establish a coherent European framework for attractive, high-quality and 

sustainable teaching and training careers. This initiative should promote 

investment not only in teachers and trainers themselves, but also in the 

leadership, organisational capacity and professional ecosystems that 

enable them to succeed. 

By supporting Member States through evidence-informed policymaking, peer 

learning, social dialogue and practical cooperation, the European Union can 

help create education systems in which teachers and trainers are well prepared, 

well supported, trusted, recognised and able to grow throughout their careers. 

Education employers stand ready to contribute constructively to this process and 

to work with the European Commission, Member States and social partners to 

ensure that the Agenda delivers lasting improvements for education systems, 

institutions and the professionals who work within them. 

 

 


