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American Association for Employment in Education Educator Supply and Demand in the United States 2002 Report Executive Summary Highlights This is the 26th annual study of educator supply and demand prepared by the American Association for Employment in Education as part of its mission to provide up-to-date, accurate information about the job market for educators. The report is prepared for:



✜ The demand for educators peaked in 2001 and softened in 2002.



✜ College and university deans making decisions about teacher education programs;



✜ For the seventh consecutive year, there are no fields reported in considerable surplus.



✜ Human resources administrators in school systems searching for qualified candidates and guidance counselors advising future college students; ✜ State departments of education and other education agency officials involved with policy decisions affecting the field; ✜ College and university students selecting majors, graduates seeking employment, and career services administrators advising education students; ✜ The media and general public to help them understand the issues in teacher supply and demand.



✜ The perceived need by school districts is as great or greater, but overall hiring is down due to deflation in the economy and changes in staffing practices (hiring out-of-field, alternative certification, or on-the-job certification). ✜ Ten out of ten special education teaching fields are in significant or some shortage. ✜ Two fields (dance and physical education) were the only fields in some surplus; all other fields were in balanced or shortage categories. ✜ The strongest factors cited as increasing the demand for educators are: • early retirement, • routine retirement, • student enrollment, and • class size. ✜ The strongest factors that contribute to the decrease in the supply of educators are: • school violence, • working conditions, and • salaries. ✜ State funding and state mandates have negatively affected both supply and demand this year. ✜ A majority of institutions continue to report “no change” in the numbers of minority students coming through their programs. ✜ The supply of candidates for any singular position is impacted by its geographic location and the willingness of the candidates to move to that location. ✜ The teacher shortage cannot be generalized, as regional differences and field-specific differences exist. The data in this report will be useful to: ✜ College and university deans making decisions about teacher education programs. • Consider the ramifications of supply and demand with respect to program modifications, enrollment targets, and adding or deleting programs. • Recruiting students of color needs to be a focus of every college or department of education, considering the continuing critical shortage of minority teachers.



Inside the Executive Summary Introduction and Review of Literature 2 Methodology of the AAEE Study 3 Supply and Demand by Region and Education Field 4 2002 National and Regional Results 5 Regional Data Trends and Observations 6-7 Relative Demand by Field 8 Conclusions and Recommendations 9 Recommendations for Further Study 9



• Prepare educators to work in settings with highly diverse populations. • Prepare educators to teach an increasing number of special needs students in regular classrooms. ✜ Human resource administrators in school systems searching for qualified candidates, and counselors advising future college students. • Understand the projections for employment of teachers will make it difficult to find the right teacher for every classroom, given the regional mismatch of positions and candidates. • Consider the data when developing recruitment strategies. • Share the data with school counselors who advise students considering career choices.



✜ Officials in state departments and other education agencies involved with policy decisions affecting the field.



• Understand the direct relationship between student learning and the quality of instruction/teaching.



• Be aware of the national increase in student enrollments and the ramifications for their states and agencies.



• Recognize that increasing enrollments in the public schools impact the hiring of teachers, class sizes, capacity of buildings, and cost of education.



• Evaluate additions to or deletions from teacher education programs with knowledge of supply and demand, as well as changing patterns of enrollment in public schools. • Be aware that state and national mandates have an impact on the supply and demand of educators. ✜ College and university students selecting majors, graduates seeking employment, and career services representatives advising education students. Implications for students selecting majors: • Compare interests to the job market indicators. • Consider selecting fields with relatively more demand. • Consider double certification, with at least one in a relatively high demand area. • Understand that the market for teachers is influenced by economic conditions. Implications for graduates seeking employment: • Understand the market in the region of the country where you are seeking employment. • Understand that the market for teachers is likely to continue as a good job market, despite economic concerns in 2003, due to retirements, attrition, and PK-12 student enrollments. Implications for career services representatives advising education students: • Assist students who are interested in education in the selection of majors, and educate them about fields of high demand and regional variations in demand. • Assist candidates in balancing market factors with regions of choice. • Advise local school administrators about supply and demand factors. ✜ The media and general public to help promote understanding of the issues in teacher supply and demand. • Understand that as the demand for educators stays strong, it is likely that persons will be hired who are uncertified or who are teaching out-of-field.
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• Be aware that there are increasing numbers of students enrolling with English as a second language, creating challenges for teaching and learning. Introduction and Review of Literature In the public eye and throughout the literature, the field of education has drawn much attention in recent years. Research and public interest topics come to the forefront in the education journals as well as the local and national media. With the President making education a focus of the national agenda, this trend shows no sign of declining (Public Agenda 2000). When considering educator supply and demand in the United States, it is important to note that the shortages are not in every region of the country or in every school district. Public Agenda 2000 reported that most school administrators are facing some level of teacher shortage, but only 15 percent say that the shortage is widespread. Teachers are especially needed in the areas of special education, mathematics, science, and technology. Moreover, minority teachers are truly the minority, and the urban districts are having the most difficulty placing teachers in classrooms (Blair, 1999; “The U.S. Department of Education estimates that within the first three years of teaching, more than 20 percent of teachers leave the profession. Estimates for urban school districts are even more startling . . .” Gursky, 2001). These shortages may be attributed to the increasing K–12 population, decline in working conditions, and shortages of supplies in various institutions throughout the country over the past few decades. It is also a result of school reform and improvement efforts (Brunetti, 2001; Hussar & Gerald, 1996; NCES, 1999; Wadsworth, 2001). Further, the teachers already in place who entered the profession 30 years ago are able to retire in masses (Blair, 1999). The U.S. Department of Education estimates that within the first three years of teaching, more than 20 percent of teachers leave the profession. Estimates for urban 2002 AAEE Research



school districts are even more startling, where it is predicted that 50 percent of teachers will leave the classroom early in their careers (Boser, 2000; Gursky, 2001; Wadsworth, 2001). The National Commission on Teaching has confirmed through extensive research that the most important determinants of student achievement are the expertise and qualifications of the teachers (Darling-Hammond, 1997). According to the U.S. Department of Education, an estimated 6.5 percent of new teachers hired in public schools hold emergency credentials. In urban areas, that number increases to 10 percent. It rises even further, to 14 percent, in districts where the student popu“Currently in the United States, approximately one in every four secondary teachers does not have any type of certification in his or her primary teaching field. This figure is larger for those teaching mathematics and science courses . . .” lation is 50 percent or more minority (Pullen, 1998). To complicate the situation even further, many states are providing a loophole to avoid certification by using out-of-field teachers. Currently in the United States, approximately one in every four secondary teachers does not have any type of certification in his or her primary teaching field. This figure is larger for those teaching mathematics and science courses, where 30 percent of science teachers and 40 percent of mathematics teachers are not fully qualified (Bradley, 1999; Darling-Hammond, 1997). The Third International Math and Science Study (TIMSS) pointed to the fact that the United States needs more teachers for mathematics and science (National Education Goals Panel, 1997). In a report produced by the Southern Regional Education Board, it was stated that only 54 percent of college graduates trained in mathematics were actually teaching in 1996 (Gursky, 2001). Longitudinal shortages in mathematics and science education present a conundrum for teacher education programs and school districts. The need for mathematics and science teachers has been stressed for more than three decades. Teacher education programs are either not able to recruit enough future mathematics and science teachers or they are not able to identify those future teachers who will remain teaching rather than graduating and pursuing other related fields that are more lucrative (Pullen, 1998; Galluzo, 1999).



All areas of special education teachers are needed. An ever-growing population of inclusion students has exacerbated the longtime shortage of special education teachers. As the projected need for special education teachers suggests, every teacher education program must increase its graduates by more than half of what it had been producing during the 1990s (Lorandeau, 1998). Special education fields including physical, mental, hearing, visual and multiple impairments, and behavioral disorders have consistently been areas of great need (AAEE 1998, 1999, 2000). It would seem that more teacher education programs would be preparing special education teachers at greater rates; however, the data suggest otherwise. Behavior disorders, learning disabilities, and mental impairment programs were only offered by approximately half of the teacher education programs responding to the American Association for Employment in Education (AAEE) annual surveys from 1994 to 1998 (AAEE, 1999, p.13). To compensate for shortages, 28,000 new special education teachers will be needed annually during the coming decade (Sack, 1999). To make matters worse, 24 percent of the total K-12 teaching population will be retiring or able to retire by 2005 (Hussar & Gerald, 1996). The American Association for Employment in Education (1998, 1999, 2000) identified that routine and early retirements have been the most important factors in positively influencing future teacher employment. During the decade from 1986 to 1996, the median age of teachers has risen from 41 years to 44 years (NCES, 1999). Bandeira de Mell and Broughman (1996) reported that 24 percent of elementary and 26 percent of secondary teachers will be 55 years or older within this decade, indicating that approximately the same number of elementary and secondary level teachers can



“. . . retirement projections should be noted with caution, as teacher retirement does not depend entirely on age. . . . many retirement decisions are made or changed on the basis of general economic conditions, including inflation rates [and] general working conditions.” be expected to retire between 2005 and 2010. Thus, if student enrollments were held constant, more than 24 percent of the teachers at each teaching level would need to be replaced within the next 10 years.



Still, such retirement projections should be noted with caution, as teacher retirement does not depend entirely on age. In some cases, states or districts encourage older, more highly paid teachers to leave the profession through early retirement incentives. Further, many retirement decisions are made or changed on the basis of general economic conditions including inflation rates, general working conditions, and administrative personnel changes (NEA, 1997; Weston, 1997). “Too often, teaching is [described as] a dead-end job with low status, uncompetitive salaries, and poor working conditions” (Boles, 2000, p.59). Leading reasons teachers have cited for leaving the profession include a lack of control over how their school was run, feeling isolated, and ineffective administrative support (Weld, 1997). Some teachers leaving the profession to begin a different career cited a frustration with their colleagues as the reason; however other teachers have alluded to this as a



“The results of the 2000 AFT salary survey reported the average beginning teacher salary as $26,639. When compared with the average starting salary for college graduates, $37,194, it seems reasonable that raising salaries would assist in confronting the teacher shortage.”



reason for entering and remaining in the profession of teaching (Brunetti, 2001; Stanford, 2001). Those who are staying in education cite passion for the subject material, autonomy of the profession, collegiality, and holidays as reasons they were attracted to the career of teaching. In general, it appears that teachers enter the classroom expecting to have a positive impact on students’ lives (Brunetti, 2001; Shann, 1998; Stanford, 2001). It has been argued that recruiting efforts would benefit most by increasing teachers’ salaries. Sandra Feldman, president of the American Federation of Teachers (AFT), asserts, “Low salaries are preventing quality people from both entering and staying in the profession.” (Gursky, 2001, p.17) There is quantitative support for such arguments as well. The results of the 2000 AFT salary survey reported the average beginning teacher salary as $26,639. When compared with the average starting salary for college graduates, $37,194, it seems reasonable that raising salaries would assist in confront2002 AAEE Research



ing the teacher shortage. As Randi Weingarten states, “Making sure that we have a well-qualified teacher in every classroom requires that we make the job attractive by paying competitive salaries” (Gursky, 2001, p. 18.) Other financial incentives could also assist in retaining and recruiting teachers. Signing bonuses could be used to recruit new teachers into classrooms. Some states, such as Massachusetts, have already put into place such actions. Other options include subsidized housing, tax credits, and low-interest mortgages. Extending beyond financial means, improving working conditions and improving the image of teaching would most likely assist in retaining teachers and in turn attract new talent. To do this, professional development programs and teacher collaboration need to be supported (DarlingHammond, 1997). The AFT offers other possible support including national job banks via the Internet to inform candidates of open positions and increased interactions with talented high school and college students (Gursky, 2001). It is imperative for both educational researchers and college/university teacher education programs to engage in research and then share their findings and recommendations with the educational community at large. Other problems associated with education become minuscule in the presence of a teacher shortage and the inability to attract the best and brightest to the teaching profession. Methodology of the AAEE Study For the 26th annual AAEE study of the supply and demand for educators, surveys were sent to 1,267 colleges and universities that prepare educators representing the vast majority of teacher preparation institutions in the country. Two major questions analyzed in this report are: ✜ What was the relative demand for educators in 64 teaching, administrative and support fields for the hiring year 20012002? Respondents were given the opportunity to rank each field from considerable surplus (1.00) to considerable shortage (5.00). ✜ What are the factors regarding educator supply and demand on a regional or national basis: retirements, funding, government mandates, and demographic shifts in the population? Respondents were given the opportunity to rank each of 33 factors on a scale of 1.00 (significant negative influence) to 5.00 (significant positive influence).
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Table 1 Teacher Supply and Demand by Field and Region Region codes: Demand codes:



1 - Northwest, 2 - West, 3 - Rocky Mountain, 4 - Great Plains/Midwest, 5 - South Central, 6 - Southeast, 7 - Great Lakes, 8 - Middle Atlantic, 9 - Northeast, 10 - Alaska and 11 – Hawaii. 5.00 - 4.21 = Considerable Shortage; 4.20 - 3.41 = Some Shortage; 3.40 - 2.61 = Balanced; 2.60 - 1.81 = Some Surplus; 1.80 - 1.00 = Considerable Surplus



Field



Region 6 7



9



10



11



National 2002 2001



Change



8



3.67 2.92 4.05 3.04 3.52 2.80



3.25 2.55 3.71 2.67 3.25 2.00



— 2.79 4.25 3.00 4.25 2.75



— — — — — —



— — — — — —



3.34 2.88 4.10 3.07 3.65 2.54



3.69 2.99 4.29 3.28 3.98 2.82



-0.35 -0.11 -0.19 -0.21 -0.33 -0.28



2.43



3.00



3.00



—



—



—



2.94



2.95



-0.01



3.38 3.33 3.36 3.53 4.03



3.30 3.26 3.34 3.51 3.71



2.63 2.61 2.58 2.81 3.18



2.57 2.46 2.63 2.79 3.00



2.90 2.54 2.47 2.57 2.91



— — 2.00 2.00 3.00



4.00 3.00 4.00 4.00 5.00



2.95 2.85 2.88 3.03 3.35



3.26 3.22 3.21 3.35 NA



-0.31 -0.37 -0.33 -0.32 NA



3.25 3.89 2.44 3.78 3.28



3.15 4.39 2.68 3.10 3.00



3.33 4.31 2.63 3.14 3.00



2.98 3.59 2.59 3.65 2.93



2.73 3.64 2.38 3.80 3.00



2.85 4.00 3.13 4.00 2.00



3.00 — — — —



3.00 — — — —



3.10 3.91 2.63 3.42 2.97



3.28 4.24 2.67 3.51 3.07



-0.18 -0.33 -0.04 -0.09 -0.10



3.67 3.11 3.00 3.33 4.25



3.42 3.47 3.37 3.20 3.91



3.00 3.25 3.20 3.60 4.04



3.33 3.44 3.37 3.29 4.07



3.67 3.54 3.35 3.86 3.97



3.10 3.15 2.96 3.00 4.09



3.00 3.38 3.40 3.33 3.82



— — — — —



— — — — —



3.32 3.31 3.22 3.44 3.96



3.31 3.36 3.27 3.54 4.17



0.01 -0.05 -0.05 -0.10 -0.21



1



2



3



4



5



Agriculture Art/Visual Education Bilingual Education Business Education Computer Science Education Dance Education



— 2.62 3.63 3.20 4.00 2.25



3.50 2.67 4.21 2.90 3.00 2.25



4.50 3.38 4.86 3.13 3.50 2.50



3.50 3.10 3.92 3.39 3.96 2.80



2.67 2.86 4.38 2.85 3.63 2.50



3.25 2.82 4.09 3.07 3.62 2.33



Driver Education/Traffic Safety Elementary Education Pre-K Kindergarten Primary Intermediate Middle



4.00



4.00



—



3.25



2.75



2.82 2.50 2.53 2.75 3.20



3.36 3.33 3.46 3.43 3.76



3.44 2.86 3.42 2.71 3.54 2.690 3.45 2.69 3.40 3.12



English/Language Arts English as a Second Lang. (ESL) Health Education Home Economics/Consumer Sci. Journalism Education



3.00 3.27 2.62 3.00 2.75



3.38 3.61 2.77 2.90 2.50



3.27 4.33 3.43 4.00 3.00



Languages Classics French German Japanese Spanish



2.75 2.73 2.75 3.14 3.71



3.33 2.83 3.06 3.33 3.55



Mathematics Education Music Education Instrumental Vocal General Physical Education Reading



3.88



4.22



4.54



4.34



4.55



4.35



4.12



4.18



4.55



4.00



—



4.28



4.55



-0.27



3.00 2.67 3.00 2.54 3.33



3.40 3.00 3.00 2.68 3.50



4.00 4.00 4.00 2.45 3.43



3.85 3.81 3.76 2.48 3.34



3.07 3.11 3.08 2.57 3.59



3.05 3.03 2.91 2.69 3.43



3.15 3.07 3.17 2.42 3.26



3.07 3.17 3.25 2.42 3.43



3.00 3.00 3.15 2.90 3.06



— — — — —



— — — — —



3.29 3.23 3.23 2.55 3.37



3.61 3.59 3.48 2.72 3.51



-0.32 -0.36 -0.25 -0.17 -0.14



Science Education Biology Chemistry Earth/Physical Physics General Social Studies Education



3.86 4.07 3.83 4.14 3.71 2.93



3.85 4.28 4.21 4.16 4.05 2.71



4.00 4.00 3.90 3.80 4.00 2.85



4.00 4.30 4.00 4.33 3.80 2.69



3.97 4.18 3.93 4.24 4.04 2.97



3.90 4.09 3.91 4.23 3.75 2.68



3.83 4.17 3.80 4.18 3.61 2.30



3.73 4.14 4.02 4.33 3.71 2.39



4.13 4.65 4.11 4.67 4.22 3.17



— — — — 4.00 3.00



5.00 5.00 5.00 5.00 5.00 5.00



3.89 4.20 3.96 4.26 3.81 2.63



4.10 4.42 4.14 4.43 4.04 2.75



-0.21 -0.22 -0.18 -0.17 -0.23 -0.12



Special Educaton Multicategorical Emotional/Behavioral Disorders Hearing Impaired Learning Disability Mental Retardation Visually Impaired Mild/Moderate Disabilities Severe/Profound Disabilities Early Childhood Special Ed. Dual Certificate (Gen./Spec.)



4.17 4.00 3.60 4.33 4.20 4.00 3.67 4.33 3.57 4.14



4.00 4.30 4.43 4.33 4.67 4.33 4.25 4.70 3.89 3.89



4.40 4.60 4.50 4.25 4.67 4.33 4.83 4.67 4.29 3.80



4.28 4.68 4.54 4.34 4.44 4.45 4.41 4.53 3.97 3.96



4.14 4.30 4.00 3.78 4.00 4.00 4.21 4.00 3.64 3.50



4.40 4.48 4.38 4.49 4.25 4.67 4.30 4.54 3.93 4.17



3.96 4.26 4.00 3.85 4.11 3.80 4.11 4.21 3.61 3.85



3.98 3.88 3.50 3.82 3.43 3.50 3.60 3.56 3.65 3.86



4.55 4.78 4.67 4.60 4.86 4.50 4.40 4.63 3.92 4.00



— — — — — — — — — —



5.00 — — — — — 5.00 — — 5.00



4.20 4.42 4.17 4.21 4.26 4.19 4.23 4.35 3.82 3.92



4.53 4.66 4.41 4.47 4.49 4.48 4.44 4.59 4.35 4.37



-0.33 -0.24 -0.24 -0.26 -0.23 -0.29 -0.21 -0.24 -0.53 -0.45



Speech Education Technology Education Theatre/Drama Education



3.14 3.83 2.83



3.20 4.14 2.80



3.00 4.00 3.29



3.21 3.96 2.97



3.06 4.12 2.95



3.13 3.94 2.56



3.23 3.88 2.91



3.67 4.31 2.50



2.50 4.00 2.67



— — —



— — —



3.19 4.02 2.87



3.45 4.11 2.99



-0.26 -0.09 -0.12



4



2002 AAEE Research



Field



1



2



3



4



5



6



7



8



9



10



11



2002



2001



Change



Administration Principal Elementary Middle School High School Business Manager Curriculum Director Human Resources Director Superintendent



3.44 3.63 3.56 3.33 3.25 3.00 2.33



3.55 3.60 3.65 3.00 3.00 3.00 3.56



3.63 3.63 3.50 3.00 3.67 3.67 4.00



3.74 3.74 3.94 3.30 3.06 3.25 4.25



3.31 3.33 3.38 3.50 3.18 3.00 3.22



3.52 3.62 3.62 3.50 3.12 3.25 3.19



3.66 3.77 3.85 3.50 3.27 3.36 3.83



3.53 3.50 3.63 3.50 3.15 3.00 3.78



4.18 4.40 4.36 3.00 3.25 3.00 4.00



— — — — — — —



— — — — — — —



3.59 3.65 3.72 3.38 3.18 3.23 3.67



3.74 3.84 3.90 3.36 3.44 3.08 3.84



-0.15 -0.19 -0.18 0.02 -0.26 0.15 -0.17



Additional Services Audiologist Counselor Gifted/Talented Education Library Science/Media Tech. Occupational Therapist



2.67 3.20 2.33 3.25 3.00



4.50 3.25 3.25 3.00 3.00



4.00 3.67 4.00 3.50 4.00



4.14 3.70 3.42 3.93 3.50



3.50 3.42 3.46 3.25 3.50



3.44 3.16 3.50 3.59 3.00



3.92 3.52 3.25 3.71 3.38



3.75 3.13 2.83 3.83 2.90



4.00 3.21 3.00 2.00 5.00



— — — — —



— — — — —



3.84 3.36 3.33 3.60 3.36



3.91 3.65 3.42 3.88 3.30



-0.07 -0.29 -0.09 -0.28 0.06



3.00 3.33 3.40 3.00 3.67



3.50 3.55 3.50 2.78 4.27



4.33 3.67 4.17 3.25 4.50



3.78 3.59 3.69 3.53 3.87



3.67 3.33 3.13 3.40 3.50



3.20 3.18 3.37 3.26 3.69



3.64 3.33 3.71 3.54 4.05



3.00 3.36 3.55 2.62 3.89



4.00 3.71 3.00 3.33 4.00



— — — — —



— — — — —



3.48 3.44 3.52 3.26 3.91



3.36 3.71 3.73 3.48 4.02



0.12 -0.27 -0.21 -0.22 -0.11



3.20



3.50



3.66



3.50



3.54



3.57



3.36



3.36



3.39



3.00



4.53



3.45



3.68



-0.23



17



30



14



76



43



101



101



82



32



1



1



498*



467*



Physical Therapist School Nurse School Psychologist School Social Worker Speech Pathologist COMPOSITE Number of Participants



* Questionnaires returned without indication of region computed in the national averages only. Total of regional participants does not equal national total.



Depending upon AAEE membership status, surveys were mailed to either the career services director or to the dean/ director of the education program. A postcard and additional surveys were sent subsequently to increase the number of responses. The final data were run with responses from 513 colleges and universities. A complete list of respondents will be available in the full research report. In three instances, correlation studies have been conducted by surveying school district human resources directors in three regions of the country (Southeast, Middle Atlantic, and Midwest). These studies have had high correlations with the studies conducted with colleges and universities, resulting in excellent reliability of the data. 2002 National and Regional Results This study examined the perceptions of career service representatives responding to the 2002 AAEE survey. Data analyses yielded information about educator supply and demand across 64 education fields. Respondents were asked to rate the job market for each field on a 5-point scale with “1” representing considerable surplus of candidates, “5” representing a considerable shortage of candidates, and “3” indicating a balanced job market. After the data were compiled and analyzed, the national average score for each teaching field was used to create categories as defined below. (See Table 1 for national and regional data for each field.)



Considerable Shortage Fields identified as having a considerable shortage of candidates are those fields in which there is an average demand score of 4.21 or greater on a 5-point scale. This year seven fields were in this category. Mathematics and physics teachers continue to be in considerable demand. The number of candidates graduating with these certifications/licenses is limited, and the opportunities for those who do are available in settings more lucrative than education. In general, fields in this category are either specialized or designed to meet students’ special needs. Teacher preparation “. . . fields in this category are either specialized or designed to meet students’ special needs. Teacher preparation programs tend to have smaller enrollments and job opportunities tend to be plentiful both within and outside of PK-12 education . . .”



programs tend to have smaller enrollments and job opportunities tend to be plentiful both within and outside of PK-12 education, which, in turn narrows the candidate pool. A considerable shortage exists for fully certified special education teachers, due to identification of an increasing number of students as having special needs, the demand from parents, and the desire of the 2002 AAEE Research



schools to meet those learning needs. This year considerable shortages were identified in the following special education areas: emotional/behavior disorder, learning disability, mental retardation, mild/moderate disabilities, and severe/profound disabilities. The continually changing certifications/ licensures for teaching students with special needs exacerbate the shortages and challenge the teacher training institution’s ability to redesign and implement certification/ licensure programs to meet those needs. Some Shortage Fields identified as having some shortage of candidates are those fields in which there is an average demand score of 3.41 to 4.20 on a 5-point scale. This year 26 of the 64 fields fell in this category. Fields in this category include Spanish, Japanese, bilingual education, English as a second language and several areas of science—biology, chemistry, earth/physical science and general science. Also included this year are several areas of special education—multi-categorical, hearing impaired, visually impaired, early childhood special education, and dual certification (general + special education). Special services provided to students such as physical therapy, speech pathology, school psychology, audiology, and school nursing are also classified as having some shortage of candidates. – continues on page 8
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Regional H Data Trends and



Region 1 Data Trends ✜ The special education fields of learning disability and severe/profound disability are reported as in considerable shortage. ✜ Twenty-three fields are reported as in some shortage; thirty-two fields are reported as balanced. ✜ Physical education, kindergarten, primary, gifted/talented, dance, agriculture, and superintendent are reported as in some surplus.



Reg Data



✜ All fields of special education except early physics, chemistry, and superintendent are ✜ Thirty fields are reported as in some shorta ✜ Areas reported in some surplus include ph



Observations and Comments



Observations



✜ State funding shortages caused conservative hiring for 2002-2003 in Washington, Idaho, and Oregon. ✜ 9/11 affected the supply of teachers. Many are looking at teaching due to the poor economy and a desire for stability.



✜ Respondents from Minnesota, Nebraska, I teacher hiring due to cuts in state funding. ✜ Failure of local tax referenda has led to tea ✜ North Dakota teachers are among the low higher education institutions that produce ✜ Among undergraduates, low starting salari as a career.



Region 2 Data Trends ✜ Seven special education fields, mathematics, earth/physical science, chemistry, bilingual education, and speech pathologist are reported as in considerable shortage. ✜ Some surplus is reported for journalism and dance education.



Washington



Observations and Comments ✜ California faces a dual challenge. The poor economy means less money for school districts, teacher layoffs, and less hiring. At the same time, the state legislature is dramatically changing teacher preparation and certification. ✜ The dot.com meltdown has brought math/science professionals to teaching. Stock market declines have caused many teachers to defer intended retirements, thus reducing opportunities for new teacher candidates.



Montana



1



Oregon



North Dakota



Min



South Dakota



Idaho



4



Wyoming



3



Nevada



2



Nebraska



Utah



California



Colorado Kansas



Region 3 Data Trends Arizona



✜ All special education fields except dual certification, as well as bilingual education, mathematics, agriculture, speech pathologist, English as a second language, physical therapist, and Spanish are reported as in considerable shortage. ✜ Thirty-two fields are reported as in some shortage. ✜ Dance and physical education are reported as in some surplus.



Oklahoma New Mexico



5 Texas



Observations and Comments ✜ The cost of living and low salaries for teachers in Montana has encouraged new graduates and experienced teachers to seek jobs outside the state.



Region 5 Data Trends ✜ The special education fields of emotional/behavioral disorders and mild/moderate disabilities are reported as in considerable shortage, as are mathematics, bilingual education, and physics. ✜ Twenty-six fields are reported as in some shortage. ✜ Physical education and dance are reported as in some surplus. Observations and Comments ✜ The problem in Texas is not a significant teacher shortage; the problem is retention. More than a quarter million educators are not using their certificates. ✜ Aggressive recruiting efforts by districts in urban areas and alternative certification programs have had good success in Texas. This creates problems for states such as Arkansas that do not fund teacher salaries at competitive levels.
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Highlights d Observations



Region 9 Data Trends ✜ All special education fields except dual certification and early childhood, as well as physics, chemistry, mathematics, general science, computer science, bilingual education, and occupational therapist are reported as in considerable shortage. ✜ Administrative shortages were identified for superintendents and principals at all levels. ✜ Kindergarten, primary, intermediate, speech education, journalism, and library science/ media technology are reported as in some surplus.



gion 4 Trends



childhood and dual certification, mathematics, e reported as in considerable shortage. age. hysical education and health education.



Observations and Comments



s and Comments



✜ Teachers in Maine continue to postpone their retirements. ✜ Candidates in Massachusetts are having difficulty passing the test for education licensure. ✜ The downturn in the Massachusetts economy has created a tight job market for early childhood and elementary candidates.



Iowa, and Kansas report negative impacts on



acher layoffs in many districts. west paid in the country. Yet the state has eight teachers. ies are a strong deterrent to pursuing teaching



Region 8 Data Trends ✜ Only the fields of physics and technology education are reported as in considerable shortage. Thirty fields are reported as in some shortage. ✜ Pre-kindergarten, art/visual, theatre/drama, kindergarten, physical education, social studies, health education, and dance are reported as in “some surplus.”



Maine



Vermont



nnesota Wisconsin



8



Michigan



7



Iowa Illinois



New York



Pennsylvania Ohio



Indiana



Observations and Comments New Hampshire Massachusetts Rhode Island Connecticut



New Jersey



✜ Respondents from New York and New Jersey report negative impacts of state funding. ✜ New Pennsylvania certification standards will have an impact in the next two years. ✜ Salaries are excellent for teachers in Pennsylvania.



Delaware Maryland Dist. of Columbia



West Virginia



Missouri
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Region 7 Data Trends



Virginia Kentucky



Tennessee



6



North Carolina South Carolina



Arkansas Mississippi Alabama



Louisiana



Georgia



Florida



✜ Only the special education fields of emotional/behavioral disorders and severe/profound disability are reported as in considerable shortage. ✜ Thirty-six fields are reported as in some shortage. ✜ Health education, primary, physical education, and social studies are reported as in “some surplus.” Observations and Comments ✜ Respondents from Illinois, Indiana, Michigan, Ohio, and Wisconsin reported the negative impacts of state funding. ✜ Entry-level teachers are reluctant to relocate far from home due to financial obligations and relocation costs. ✜ New licensure standards in Ohio have contributed to a surplus of early childhood teachers and a shortage of middle school teachers. Region 6 Data Trends



✜ All special education fields except dual certification and early childhood, as well as mathematics, physics, and English as a second language are reported as in considerable shortage. ✜ Theater/drama, driver education, and dance education are reported as in some surplus. Observations and Comments ✜ Georgia’s four-week alternative certification program put more than 700 teachers in classrooms last fall. ✜ A number of our students were hired without completing student teaching due to demand in their specialties (ESL and LD in particular). ✜ High-stakes testing of students negatively impacts the number of teacher candidates, but positively impacts the number of positions available as teachers transfer out of tested grade levels. ✜ Our region continues to lose student enrollment due to poor economic conditions. Graduates must either leave the area or spend several years on the substitute list waiting for full-time openings. 2002 AAEE Research
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Table 2 Relative Demand by Field Fields with Considerable Shortage (5.00 - 4.21) Emotional/Behavior Disorders Severe/Profound Disabilities Mathematics Education Physics Mental Retardation Mild/Moderate Disabilities Learning Disability Fields with Some Shortage (4.20 - 3.41) Chemistry Multicategorical Visually Impaired Hearing Impaired Bilingual Education Technology Education Languages – Spanish Earth/Physical Dual Certificate (Gen./Spec.) English as a Second Language Speech Pathologist Biology Audiologist Early Childhood Special Education General Science High School Principal Superintendent Computer Science Education Middle School Principal Library Science/Media Technology Elementary Principal School Psychologist Physical Therapist School Nurse Languages – Japanese Home Economics/Consumer Science



4.42 4.35 4.28 4.26 4.26 4.23 4.21 4.20 4.20 4.19 4.17 4.10 4.02 3.96 3.96 3.92 3.91 3.91 3.89 3.84 3.82 3.81 3.72 3.67 3.65 3.65 3.60 3.59 3.52 3.48 3.44 3.44 3.42



Fields with Balanced Supply and Demand (3.40 - 2.61) Business Manager 3.38 Reading 3.37 Counselor 3.36 Occupational Therapist 3.36 Elementary – Middle 3.35 Agriculture 3.34 Gifted/Talented Education 3.33 Languages – Classics 3.32 Languages – French 3.31 Music – Instrumental 3.29 School Social Worker 3.26 Music – Vocal 3.23 Music – General 3.23 Human Resources Director 3.23 Languages – German 3.22 Speech Education 3.19 Curriculum Director 3.18 English/Language Arts 3.10 Business Education 3.07 Elementary – Intermediate 3.03 Journalism Education 2.97 Elementary – Pre-Kindergarten 2.95 Driver Education/Traffic Safety 2.94 Art/Visual Education 2.88 Elementary – Primary 2.88 Theatre/Drama 2.87 Elementary – Kindergarten 2.85 Health Education 2.63 Social Studies Education 2.63 Fields with Some Surplus (2.60 - 1.81) Physical Education 2.55 Dance Education 2.54 Fields with Considerable Surplus (1.80 - 1.00) None



From data supplied by survey respondents. In some instances, the averages are based upon limited input and total reliability is not assured.



Several administrative areas are included in this category. Superintendents and principals at all levels are identified as being in some shortage. The appeal of administrative positions is lessening due to ever-increasing demands of these positions, such as testing,



trators to retire and return immediately to the same position, thereby drawing both a pension and their full salary. Additionally some states have passed legislation that makes it easier to hire non-traditional candidates (i.e., from business, industry, or the military) as superintendents and principals.



“The appeal of administrative positions is less-



Balanced Supply and Demand Fields identified as having balanced supply and demand of candidates are those fields in which there is an average demand score of 2.61 to 3.40 on a 5-point scale. For candidates and employers this represents a reasonably optimistic situation. Candidates have a reasonable expectation of obtaining a desirable position, and employers can be reasonably confident that they will be able to find qualified candidates. Areas in the “balanced” category include fields such as all ranges of elementary education, English/language arts, and social studies. These are fields that require large numbers of candidates. A number of areas



ening due to ever-increasing demands of these positions, such as testing, state and federal accountability, and the decreasing differential in pay from that of an experienced teacher.”



state and federal accountability, and the decreasing differential in pay from that of an experienced teacher. At the same time, the administrative population is aging and reaching retirement eligibility. In response to this need, some districts, where permitted by state law to do so, are allowing adminis-
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that have fewer candidates, such as foreign languages, including French, German, and classical languages also have fewer teachers employed in these fields, resulting in a balance. Similarly, business education, all types of music education, speech, and theater/ drama are balanced due to the low supply being able to meet the demand nationally. Several areas that serve the needs of a special portion of the population are in the balanced category. These include occupational therapist, social worker, and teacher of the gifted. Counselor supply and demand is also balanced. In the administrative fields, human resources administrators and business managers fall within the balanced category nationally. Some Surplus Fields identified as having some surplus of candidates are those fields in which there is an average demand score of 1.81 to 2.60 on the 5-point scale. Last year, for the first



time, this category was empty. This year, there are two fields. This category has historically included fields where many institutions offered training programs and large numbers of candidates were enrolled such as social studies, elementary education and physical education. This year physical education and dance education (which traditionally has a very small number of candidates and also a small demand) fall within this category. Considerable Surplus Fields identified as having considerable surplus of candidates are fields in which there is an average demand score of 1.00 to 1.80 on the 5-point scale. This is the seventh consecutive year that no fields have fallen within this category. Changes from the Previous Year Using a difference of .10 or greater in the national composite score as an indication of



“Using a difference of .10 or greater in the national score as an indication of change from the previous year, there are 52 fields exhibiting such a change. Fifty or those fields indicate a de-



education) moved from considerable shortage to some shortage. Fields that moved from some shortage to balanced supply and demand included agriculture, the three areas of music—instrumental, vocal, and general—and reading. Additionally speech education, curriculum director, counselor, gifted/talented, physical therapist and social work were reported in the balanced category this year. Only the fields of dance education and physical education moved from the balanced supply and demand category to some surplus. The composite ranking for 2002 was 3.45. The 2001 composite was 3.68. Both fall within the “some shortage” category. Conclusions and Recommendations This year was different from previous years of research. Looking at the past three years, 2002 was lower in demand than the previous two years. However, the negative change for 2002 does not necessarily signal a long-term trend. All the factors that originally led to the predictions for increased needs for educators continue to exist: class size, student enrollment growth, and educator retirements, to name a few. Initial optimism reflected in the 2001 report has been tempered by the unex-



crease [in demand] from the previous year.” “The demand for educators peaked in 2001 and change from the previous year, there are 52 fields exhibiting such a change. Fifty of those fields indicate a decrease from the previous year. Special education-early childhood declined .53 and moved from the considerable shortage to some shortage category. Special education-dual certification reported a decrease of .45. Human resources and physical therapy were the only fields indicating increased demand at the .10 level. Eleven fields reported decreases in excess of .30. These include computer science, all four elementary categories, English as a second language, instrumental and vocal music, and special education-multicategorical. The reduction in reported shortages moved 21 fields from one category to the next lower demand category. The fields of bilingual education, English as a second language, and chemistry moved from considerable shortage to some shortage. Additionally the special education fields of multi-categorical, hearing impaired, visually impaired, early childhood special education, and dual certification (general and special



softened in 2002. The perceived need is as great or greater, but overall hiring is down due to the soft economy and changes in staffing practices (hiring out-of-field, on-the-job certification, or alternative certification).” pected economic downturn that affected all aspects of society and ultimately affected education through state and local budget reductions. The 2003 research will need to focus on the trends seen in 2001-2003 in order to determine the future directions for educator supply and demand. Research does not show that there is a dramatic increase in the supply of educators. Some institutions are still capping enrollments in teacher education programs due to university budgets and program priorities. There are a few new sources for the supply side: alternative certification, rehiring retirees, people leaving business positions in favor of positions with more perceived stability, volatility of the economy,
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and layoffs with perhaps previously-certified teachers coming back to teaching. The demand for educators peaked in 2001 and softened in 2002. The perceived need is as great or greater, but overall hiring is down due to the soft economy and changes in staffing practices (hiring out-offield, on-the-job certification, or alternative certification). Recommendations for Further Study Licensure Issues Standards are vital for creating a professional education workforce; however, standards are being designed state-by-state, creating a variety of issues surrounding both the quantity and quality of educators. Educators relocating from one state to another may find difficulties in transferring their licenses or certificates. With states developing higher and higher standards for educa“There continues to be a paradox of designing higher standards for professionally prepared educators and yet creating loopholes for out-offield placements or temporary licensure for those without any teacher training.” tors, are they creating excessive barriers for individuals who want to enter the field? There continues to be a paradox of designing higher standards for professionally prepared educators and yet creating loopholes for out-of-field placements or temporary licensure for those without any teacher training. When it comes to the reality of staffing the public schools, are new licensure standards appropriate and realistic? The more that standards become restrictive or highly specialized, the more difficult it becomes for educators to complete their preparation programs within a reasonable period of time and enter the job market. Often, standards do not take into account the reality of how schools are organized and staffed, perhaps, in some cases, limiting the flexibility of placing educators in particular grade levels or teaching areas. Federal Issues “No Child Left Behind” legislation and implementation will have a tremendous impact on supply and demand. School districts must report to parents whether teachers are highly qualified, qualified, etc.; however, the states can make their own guidelines, and these will vary from state to
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state. Teachers moving across state lines may have different levels of “qualification” that they meet or don’t meet. Quality Versus Quantity Issues As mentioned with licensure issues, there are implications for examining the quantity needs of schools without compromising quality. Alternative pathways to teaching can supply the quantity of teachers needed, but we must be certain that alternatively trained educators are held to the same expectations of performance and accountability. Recruitment of Diverse Educators AAEE research shows that a majority of institutions do not expect an increase in the numbers of minority educators coming through their teacher preparation programs. Yet, we know that the retirements of minority educators will outpace the preparation of
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new minority educators to take their places. Minority recruitment programs have existed for decades and yet do not seem to be showing positive outcomes in the numbers of new teachers. How can we effect real changes in these patterns? Further research must examine different pathways that would enhance the recruitment of minority educators: community college recruitment, “grow your own” programs with teacher aides and other school employees, high school programs to encourage minority students to enter the profession of education, scholarships, loan forgiveness programs, and grants to support minority enrollment. Retention Supply and demand research also requires looking at how long an educator remains in the field and why educators leave. All the programs for recruitment are for naught if we do not focus on retention of educators
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as well. Who leaves the profession? If they leave, did they come from traditional programs or alternative? Are they leaving because of salary, working conditions, environment, lack of professional preparation, change of commitment, or lack of administrative support? Are they leaving due to the pressures of outside influences (state mandates, accountability issues, etc.)? Future research on supply and demand must focus on not only generating highly qualified educators, but also on ways to sustain them and support them in satisfying careers as classroom teachers, administrators, counselors, and other education professionals.
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American Association for Employment in Education The American Association for Employment in Education serves school personnel administrators and college and university career services officers. The association’s primary purposes are: ❖ To disseminate information on candidates, the educational marketplace, and the job search process. ❖ To promote ethical standards and practices in the employment process. ❖ To provide opportunities for training, networking, and the exchange of information about current practices, research, and innovations. ❖ To promote dialogue and cooperation among institutions which prepare educators and institutions which provide employment opportunities. Publications for Professionals ❖ National Directory for Employment in Education ❖ The Recruiter’s Guide: Job Fairs for Educators ❖ Recruiting the Best ❖ Quarterly Newsletter: “Connections” Networking and Educational Programs ❖ National Conference ❖ State and Regional Affiliate Organizations Computerized Resources ❖ Educators’ E-Fair (Virtual Job Fair) ❖ Project Connect Promotional Opportunities ❖ Display Notices ❖ Mailing Labels



For more information about AAEE’s programs and services, contact the National Office: American Association for Employment in Education 3040 Riverside Drive Suite 125 Columbus, OH 43221 614-485-1111 or Visit AAEE on the Web www.aaee.org



American Association for Employment in Education 3040 Riverside Drive Suite 125 Columbus, Ohio 43221 614-485-1111 www.aaee@org address e-mail to: [email protected]
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