
Recommendations To Address the

Teacher Shortage in North Carolina

ile the national debate rages over whether
there is a teacher shortage in public educa-

tion, the facts argue for a teacher supply problem in
North Carolina. Class-size reduction, growth in the
number of school-age children, and the federal law
that every classroom be staffed by a highly quali-
fied teacher will make the situation worse, creating
demand some estimate to be as high as 10,900 teach-
ers annually by 2010. This supply problem divides
into three major challenges-production of newly
qualified teachers, recruitment and placement of
qualified teachers in hard-to-staff subject areas and
geographic areas with high teacher turnover, and re-
tention of teachers already in the classroom.

Production of New Teachers

e Center finds strong evidence of a teacher
supply problem, as witnessed by growth in the

number of lateral entry candidates who are moving
into the classroom, increased reliance on recruiting
teachers from out of state, efforts to lure retired
teachers back into the classroom, and the number of
teachers placed through emergency permits.

The North Carolina Department of Public
Instruction hired 8,780 new teachers in 2002-2003.
Of those, 2,112 were lateral entry teachers-those
with professional experience in another field who
move directly into teaching. That's up from 833
lateral entry teachers in 1995-96. Additionally,
2,634 were experienced teachers teaching for the
first time in North Carolina, and 527 had emergency
permits. A total of 3,507 were beginning teachers-
40 percent of the total. But with North Carolina's
public and private traditional teacher education pro-
grams producing about 3,100 prospective teachers
annually, the available pool of newly minted teach-
ers is being sucked dry in a state thirsty for new hires.

There is good reason to add more teachers to
this pool. As the N.C. Department of Pubic Instruc-
tion indicates in its tracking of teacher retention
data, newly licensed teachers taking their first class-
room teaching position are the ones most likely to
keep teaching after their first year, and the retention
advantage lasts for years. With four years or more
invested in preparing for the classroom, these teach-
ers are more reluctant to leave it than a lateral entry
or emergency certificate teacher rushed into the
classroom to meet a spot shortage-perhaps with

too little preparation and support. Local superinten-
dents and human resource officers report that home-
grown teachers also are more likely to stay on the
job long-term than those recruited from out of state.

Currently, the 15 public universities in North
Carolina that have teacher education programs (all
but the N.C. School of the Arts) produce 2,310
teachers a year, while 32 of the 37 private colleges
and universities produce 817 teachers each year for
the public schools of North Carolina. This means
that dealing with the problem of the shortage of
teachers in North Carolina will require coordinated
action by the 16-campus University of North Caro-
lina, the 58-campus Community College System,
the 37 private colleges and universities in North
Carolina, the N.C. Department of Public Instruction,
and the State Board of Education. Thus, the N.C.
Center for Public Policy Research believes the ideal
group to have overall responsibility to address this
problem is the Education Cabinet. Created under
N.C. General Statute 116C-1 in 1993, the Education
Cabinet consists of the Governor, the President of
the UNC System, the State Superintendent of Pub-
lic Instruction, the Chairman of the State Board of
Education, the President of the N.C. Community
College System, and the President of the N.C. In-
dependent Colleges and Universities. In his role as
Chairman of the Education Cabinet, the Governor
could ask the Cabinet to make North Carolina's
teacher shortage the Cabinet's #1 priority.

The Cabinet should build on the exemplary
work by the UNC Board of Governors' Task Force
on Meeting Teacher Supply and Demand and this
Task Force's March 2004 report. The UNC Board
of Governors plans to adopt specific enrollment tar-
gets for each of the 15 campuses that have a teacher
education program. UNC President Molly Broad
also says it is important to focus on shortages in
certain subject-matter fields such as math and sci-
ence and on shortages in the geographic areas in
North Carolina with the greatest need.

Thus, based on our research, (1) the N.C. Cen-
ter for Public Policy Research recommends that
the Governor ask the Education Cabinet to make
the teacher shortage in North Carolina the
Cabinet 's #1 priority for the next five years. The
Center further recommends adoption of the fol-
lowing specific goals for producing more teach-
ers for the state ' s public school classrooms:
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(a) That the Cabinet  adopt a goal and a plan
for producing at least 10 ,900 teachers  a year (the
current estimate of the number of teachers
needed to hire each  year  for the next 10  years) by
2010 ,  with interim targets of producing 3,500
new teachers  by 2006 ;  7,000 new  teachers by
2008;  and 11,000 new teachers  by 2010.

(b) That the Cabinet and N.C. General As-
sembly adopt a plan and specific targets for
meeting the shortage of teachers in certain sub-
ject-matter fields, beginning with the current
shortages in high school math ,  high school sci-
ence, middle school math ,  middle school science,
special education ,  middle school language arts,
and foreign languages, especially Spanish.

(c) That the Cabinet  adopt a plan and spe-
cific targets to give  priority  to meeting the
teacher shortages in the counties with the great-
est needs , perhaps experimenting with state bonuses
to teach in the counties with greatest needs.

(d) That ,  after consultation and agreement
on the plan and targets adopted by the Education
Cabinet ,  the General  Assembly should  appropri-
ate the funds necessary  to carry  out the Cabinet's
plan, with additional incentive funds to be appro-
priated to the university system ,  community col-
lege system ,  private colleges and universities, or
public schools  if  they  meet the agreed -upon tar-
gets on the agreed -upon schedule.

(e) That the  General  Assembly's Joint Leg-
islative Education  Oversight  Committee be as-
signed to oversee this process, with the Education
Cabinet to provide annual reports  by March 1
each  year ,  beginning in 2005.

This recommendation would provide enough
new teachers for class-size reduction efforts, pro-
jected enrollment growth, and the demand for highly
qualified teachers in every classroom, as required by
the federal No Child Left Behind Act. There are
many avenues to reach the goal of 11,000 additional
prospective teachers-targeted enrollment growth
at the 15 University of North Carolina system cam-
puses with teacher education programs, expansion
of cooperative efforts with the N.C. Community
Colleges, and distance learning initiatives that allow
would-be teachers to learn closer to home.

Retention of Existing Teachers

A side from producing  more teachers, North
Carolina must find a way to retain teachers.

Teacher turnover for the state's 117 school districts
averaged 12.44 percent in 2002-2003-at the na-
tional average of 12.4 percent, but that percentage

masked a major problem in some school districts.
A total of 32 school districts, or 27 percent, had
average turnover above 15 percent annually over a
five-year period. Of those, five school systems-
Edgecombe, Franklin, Hoke, and Warren counties
and the Weldon City Schools-had average turn-
over in excess of 20 percent. North Carolina must
do more to address chronic turnover in these diffi-
cult-to-staff school systems.

(2) The State Board of Education should re-
quire Teacher Retention Improvement Plans for
all local school systems where turnover exceeds
15 percent, to take effect for the 2005-2006
school year . These plans should include mentoring
programs for new teachers, continuing education,
and strengthened school-level leadership and sup-
port-frequently cited by teachers as a key reason
for staying on the job. School systems with teacher
improvement plans should be required to show in-
cremental improvement toward the state average of
12.44 percent, which should decrease as North
Carolina addresses retention issues statewide.

Local teacher salary supplements range from $0
to $5,755 in North Carolina's 117 school districts.
Eight systems pay no supplement at all. (3) The
Center recommends that the State Board of Edu-
cation seek funds for low-wealth counties with no
or low local teacher salary supplements and
teacher turnover in excess of 15 percent. School
systems with Teacher Retention Improvement
Plans would be the systems that qualify for these
funds. Finances  must be part of the equation. Poor
school districts have trouble retaining teachers be-
cause they can't afford significant local supplements
to boost teacher pay like more affluent school dis-
tricts. This recommendation also will help the state
meet its obligation under the  Leandro  decision on
school finance.

All of these recommendations are means to an
end-a labor pool filled with well-qualified teach-
ers thoroughly prepared for the demands of today's
classroom, and retention and placement efforts
strong enough that teachers stay on the job.

UNC President Molly Broad summarizes the
importance of addressing the shortage of teachers by
saying, "If you believe, as I do, that education is the
defining domestic policy of our state and our nation,
we simply cannot afford to fail in our efforts to
ensure that every North Carolina child has access to
an effective and caring school with highly qualified
teachers.... In short, it is both a social and eco-
nomic imperative."  -Mike McLaughlin
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