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/5% of CA Districts Report Teacher Shortages in 2016-17

Teacher Shortages Are Getting Worse :
Major Shortage Areas:

Percent of Districts Reporting Percent of Districts with
Shortages Shortages Reporting Change
in Shortages

Special Education (88%)

Do not
know:

2%
L

Mathematics (58%)

HOISESSEe Science (57%)
No shortage: 23% Shortage: 75%

Elementary (37%)

Beter: 2% /1% Districts with most high-
O o o 4] need students (83%)

LPI analysis of CSBA Survey of Delegate Assembly Districts (2016).
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Teachers on emergency-style authorizations are three times as common in
high-minority schools and twice as common in high-poverty schools
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Source: California State Plan to Ensure Equitable Access to Excellent Educators (2016)
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With the Passage of Proposition 58
Bilingual Teacher Shortages are Likely
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CA now issues about
half as many bilingual
authorizations as it did
before Prop 227, and
only 30 programs
prepare bilingual
teachers
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Having gone through a teacher shortage in the mid-
90s, | worry that we’re going to be In that era again
where we are desperate for a warm body, and that
they’re not given the proper training and setup to be
successful. And who Is affected by that is kids; and
that’s a huge worry to me.

—California district superintendent
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Teacher demand increases and teacher supply stagnates

35,000

30,000

25,000 |
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NUMBER OF TEACHERS
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5,000

M Estimated Teacher Hires M New Credentials

Note: Note: The 2015-16 credential data represent preliminary credentials issued to new California-prepared teachers who
have met all initial credential requirements.

Source: Data on estimated teacher hires are from the California Department of Education. Data on new credentials are from
the California Commission on Teacher Credentialing.
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>10,000 teachers hired on substandard credentials

Substandard Credentials and Permits Doubled Between
2012-13 and 2015-16

12,000

10,000

8,000

X 3

&,000

4.000

AUTHORIZATIONS 1SSUED

2,000

2013-14

W Waivers
Special Education Limited Assignment Teaching Permits
MW General Education Limited Assignment Teaching Permits
Provisional and Short-Term Permits
B Intern Credentials

MNote: Mumber of substandard credentials and permits issued between July 1 of each year and June 30 of the following year.
Source: Data provided by the California Commission on Teacher Credentialing by request.
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How Are Districts Filling Vacant Teaching Positions?

Percent of districts with shortages that used the staffing solution to fill vacant positions

Hiring teachers with substandard credentials |GG 55%
- EZ
B 8%

Hiring substitutes

Assigning teachers outside of credential field

Leaving positions vacant

Increasing class sizes

Canceling courses
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California i1s Not Alone
Headlines: Fall, 2016

area schools chers, new
Teacher shortag® ke?pson pota'qrem hunt for tea
scrambling Washingt Oklahoma school districts look to fi[| 500
report says teacher vacancies

Teacher shortage at public schools
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RPS dealing with teacher shortage as first day of
school looms

Teacher, staff shortage looms as school begins
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CA Teacher preparation enrollments are down 73%
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Source: California Commission on Teacher Credentialing. Data available at http://www.ctc.ca.gov/reports/data/
titlell-prog-info.html.

10  ||I¥ LEARNING POLICY INSTITUTE



Preliminary credentials are down by nearly 30% and substandard
authorizations have nearly doubled

Trends in Special Education Teacher Supply
Preliminary and substandard authorizations issued, 2011-12 to 2015-16
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Source: California Commission on Teacher Credentialing.
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New, underprepared special education teachers outhumber
those who are fully prepared 2:1

} ’

2013-14 2014-15 2015-16

M Substandard Credentials and Permits M Preliminary Credentials

Source: California Commission on Teacher Credentialing.
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Math and Science: New, fully prepared teachers decline as
underprepared teachers increase
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The cost of underprepared teachers

I x Higher attrition

Replacement = up to $20K per teacher

Teachers with
no preparation T Lower student outcomes
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Reasons for Shortages

*Teacher layoffs during recession discouraged entrants
*\Worsening salaries and teaching conditions

*Greater competition from other professions (and states)

*Reduced investments In preparation _> greater debt load

Less training & less available mentoring j> greater turnover

*Punitive accountabllity and teacher bashing
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Types of Reasons Given by Teachers for Leaving the
Profession

Dissatisfaction RAeSelgie:loll[[\AJESSIES Administration Working conditions

Family/Personal
Reasons

Retirement

To Pursue Another Job

Financial Reason 18

!
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California’s $35 million investment
will improve teacher supply in 5+ years

California Center on Teaching Careers: $5 million to create the Center, which will recruit
new teacher candidates by providing information and resources online and through six
regional centers.

Integrated Teacher Preparation Program Grant: $10 million for grants to institutions of
higher education to develop or expand 4-year integrated teacher preparation programs.

California Classified School Employee Teacher Credentialing Program: $20 million for

grants to school districts, county offices of education, and charter schools to recruit classified
staff to become certified teachers.
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Summary

18

Teacher demand is outpacing stagnant teacher supply
e 75% of districts & 83% of districts serving high-need students report shortages

Substandard credentials and permits continue to grow, with the greatest growth in
emergency-style PIPs, STSPs, and Waivers.
« Special education substandard authorizations outhnumber preliminary credentials 2:1
* Prepared math and science teachers decline as underprepared teachers increase
 Emergency credentials are twice as common in high-poverty schools and three times more
common in high-minority schools

Enrollment in teacher preparation is down 73% since 2001-02
» Decline coincides with elimination of education subsidies, coupled with layoffs
« Little increase in candidates, despite large increase in demand, and none in shortage fields

High-retention entry pathways are needed to address these immediate shortfalls without
compromising on teacher quality
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What Supports High-Retention Entry Pathways?

Service Scholarships / Forgivable Loans with 3-5

year service commitment:

Indiana
Kansas
Massachusetts
Nevada
North Carolina
Virginia

Woodrow Wilson Scholarship

Up to $7500 / year // $30,000
Up to $5500 / year // $22,000
Up to $7500 / year // $30,000
Up to $6000 / year // $24,000
Up to $6500 / year // $26,000

Up to $10,000 / year // $40,000

$30,000 // one year

(Graduate Level Preparation)
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Abstract

Recruiting and retairing tlented
indivicduals into the teaching
workfoece, especially in schools
in underserved wrban and rusal
commumities, is challenging
when college graduates face more
lucrative professional alternatives
and often carry significant student
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How Effective Are Loan Forgiveness
and Service Scholarships for
Recruiting Teachers?

By Anne Podolsky and Tara Kini

Introduction

Teacher shortages pose a recurring problem in American education.
Teacher =alaries lag behind those of other occupations that require a
college degres. and young people often accrue significant debt to pepars
for the profession. Recruitment and retention challenges are typically
greatest in underserved urban and rural communities, aswell asin
subjects like math, science, and special education in which people can
eam significantly higher starting salaries in private sector jobs. Ben

debt. Two peomi sing
to attracting and keeping teachers.

in the professgion are to offer loan.
forgiveness or service seholarships o
peospective teachers—similar to what
the medical profession has ussd to
attract peactitioners into underserved
commumities. Existing ressarch on
tescher and physician loan forgivensss
and service scholarship programs
sugpests that, when the francial
benefit meaningfully affsets the cost
af pofessional preparation, thes
programs can successhully recruit and
retain high-quality professonals ing
el ared comemunities where they are
most needed.

External Reviewers

‘This brief benefited from the insights
and expertise of thres external
reviewers: Li Feng, Associate
Professor of Econcenics at Tecas
State University-San Mascos; Rachel
Lotan, Emeritus Professor at Stanfoed
Grachuste School of Ecucation; and
Barnett Berry, fousder and CEQ of
the Center for Teaching Quality. We
thank them for the care and attention
they gave the brief. Any remaining

after adjusting for the shorter work year, beginning teachers nationally
eam about 20% less than individuals with college degrees who enter
other fields, a gap that widens to 30% by mid-career.” Compounding this
challenge, more than two-thirds of those entering the education field
borrow money to pay for their higher education, resulting in an average
debt of $20,000 for those with a bachelor's degree and $50,000 for
those with a master's degree.” College loans represent a significant debt
burden for many prospective teachers and a potential disincentive to
enter the profession.®

As in other professions, such as medicine, a promising approach to

attracting and keeping teachers in the profession invohes offering
subsidies for pre paration—loan forgh or service scholarships—tied

to require ments for service in high-need fields or locations. If recipients
do not complete their service commitment, they must repay a portion of
the scholarship or loan, sometimes with interest and penalties.

The federal government and the states have long offered such incentives
to medical professionals to fill needed positions and have periodically
done so for teachers as well* In both medicine and teaching, research
suggests that these programs have been successful when the subsidies
are large enough to substantially offset training costs. More affordable
than across-the-board salary increases, loan forgiveness and scholarship
programs offer a targeted. shortterm approach to increasing ®achers’
overall compensation package at the time that it matters most to
individuals’ camer decisions.”




Residency Programs Offer Another High-Retention Entry Pathway
(> 50 nationwide; at least 10 in CA)

Recruit
Districts + and Select Clinical
Universities Residents Experience:
Prepare and Apprentice 4 Induction

Retain days a week Support
Effective Recruit, Hired to /
Teachers to Select and year Teach in
Meet Train High-need
District Mentor Masters- Schools
Needs Teachers level
Coursework
Residents Selected Service Commitment :
for Shortage Fields of 3-5 Years High Levels of

o = ° Effectiveness
+ High Rates
Residency Funds of Retention
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Teacher Residencies in California
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Residency in Secondary Education
at California State University Chico

Sacramento
o

San Francisco Teacher Residency F’ciscu
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Central Coast Partnership for Teaching
Excellence at California State University
Monterey Bay and Cal Poly San Luis Obispo
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Reno i s
‘o

Humbaldt-Taiyabe
National Forest

Fresno Teacher Residency

FF¥D Aspire Teacher Residency

" National Park.  Las Vegas

i

CALIFORNIA

\{

Kern Rural Teacher Residency

San Luis
Uhig.p-u

Los Angeles Urban Teacher Residency

Alliance Teacher Residency Program

L

UCLA IMPACT Urban Teacher Residency

STEM Teachers in Advanced Residency at

California State University Dominguez Hills

San giegn _Mexicali
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UNITED EDUCATORS
OF SAN FRANCISCO

UNIVERSITY OF
SAN FRANCISCO

San Francisco Teacher Residency Stems Shortages and
Increase Diversity, Retention, and Effectiveness

Comparison of 5-Year Teacher 2/3 are teachers of color

Retention Rates: San Francisco
100%

53%
38%
20%
SFUSD (all SFYSD (o TFA (in
SFUSD) new hires) hires vyith no SFUSD) . ] .
_ _ AT 100% of principals say residents are
Source: SFUSD Human Resources Department; expenence)

San Francisco Teacher Residency

more effective than others they hire
Teachers trained for math, science,
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Recommendations

1. Offer service scholarships or loan forgiveness that cover the cost of tuition and living
expenses to teacher candidates who prepare and commit to teach in high-need fields and

locations.

2. Boost the supply of teachers entering shortage fields and locations through high-
retention teacher preparation programs completed in one year at the postbaccalaureate
level, such as teacher residency models. These teachers can immediately fill vacancies with

the training to have successful and lasting careers.

3. Eliminate barriers to re-entry for retired teachers in shortage fields, or postpone their

exit.
* |In the short term, the state could remove caps on earnings that would allow districts to hire

retirees to return to schools as teachers and mentors. If teachers pay into retirement while

working, this can be revenue-neutral.
» Another potentially revenue-neutral option is the Deferred Retirement Option Program (DROP)

used in many states for public employees, including teachers.
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What would it take to close the gap?
4,440

5000

4500

4000

3500

Humanities 383

High-Retention Entry
Pathways with 4 year
service commitment via
Service Scholarships and
Matching Grants for

g 3000 2,621 Residencies:
s
5 750 s Up to $20,000 per
5 Humanities 202 . " .
g . - Candidate in High-Need
= Fields x 2,300 candidates =

1500 $46 million

oo - 2,266

500

0 -
2014-15 2015-16
M Special education  ® Math & Science  ® Multiple subjects Humanities MW Arts ™ Other
Source: California Commission on Teacher Credentialing
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Full reports available at:
learningpolicyinstitute.org
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California Teacher Shortages:
A Persistent Problem

NOVEMBER 2016

By Anne Podolsky and Leib Suicher

outcomes, especially for those who
rely most on schools for their success.
“Yet a survey of over 200 California
school districts reveals that three
wout of four districts report having a
shortage of qualified teachers and
that this shortage has gotten worse
in the past two years. Districts repart
having te hire untrained teachers
and substitutes, assign teachers

out of field, cancel courses, and
increase class sizes. They also report
afforts to respond to shortages with
a variety of policies to strengthen
teacher preparation partnerships and
compensation, improve hiring and
management, and enhance working
conditions. To better address
shortages, particularly in high-need
fields and schools, the state and
districts will need to develop a variaty
of evidence-based strategies targeted
to communities” different needs.

Introduction

In the fall of 2016, a survey of 211 school districts in the California
School Boards Association's Delegate Assembly®—a sample that
generally reflacts the demographics of California’s districts—revealed
that they am experiencing alarming rates of teacher shortages.”
Approximately T5% of districts report having a shortage of qualified
teachers for the 2016- 17 school year. Over BO% of these districts
say that shortages have gotten worse since the 2013- 14 school year
(see Figure 1).

Figure 1
Teacher Shortages Are Getting Worse
Percent of Districts Reporting Percent of Districts with
Shortages Shortages Reporting Change
in Shortages
Do
know ;
%
[
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