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In order to gather some soundly based data for the survey, it was determined that a representative
sample of schools would be selected and asked to provide information. The survey instrument was
congtructed and sent to the teachers in the school responsible for securing relief staff. The teachers
involved were asked to provide information relating to the week beginning June 5th, so that a genera
snapshot of schoolsin the ACT for the particular time could be constructed.

The sample involved two colleges, four high schoals, five primary schools and two specid schools.
BothNorths de and Souths de school swere chosen, aswere school sof varying sizesand organi sationa

pattern.

Although some follow-up was needed, dmost dl schools responded to the survey.
High Schools:

Three high schools responded to the survey. In two schoolsaLevd 2 teacher was responsible for
securing relief gaff for the whole school, and in the other Leve 2 teachers were responsible for relief
g&ff in their area of responghbility. The demand for relief staff across these schoolsvaried sgnificantly
during the week. One school needed 38 FTE days, one needed 23 and the other 4. The responsible
teachers spent between 10 and 2 hours during the week contacting relief staff.

The schools involve were generally unsatisfied with the gppropriateness of teachers for the vacancies
involved. Only 50 to 70 percent of teacherswere trained the area concerned. Mathematics, Science,
Physica Education, SOSE, Technology, Drama, and Japanese werereported asareas of speciaisation
which are conagtently difficult to fill.

Two schools reported that during the week teachers were required to take classes in excess of the
norma teaching load in order for classesto be covered. In one case small classes were relocated to
the library if relief teachers were not available

All three school sreported that thelack of relief saff significantly affected teacher moraleand workload.
They reported increased time spent on student management and welfare, and teacher reluctance to
take sick leave when needed, and were particular concerned about the time responsible teachers have
to spend on the phone attempting to secure relief staff. One school reported that the lack of available
gaff made it very difficult for them to offer afull LOTE program, as they were till seeking a suitably
qudified teecher.

All schools reported that they had raised with the Department the difficulties they had experienced in
atempting to engage rdief staff; dl schools reported that the Department has not responded to their
concerns.

Primary Schools:
Five primary schools responded to the survey. All schoolsindicated that one person was responsible

for the organisation of relief for the whole school, ranging from deputy principd leve tolevd 1, andin
one case amember of the administrative staff.
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Agan the demand for relief staff in the sample week varied sgnificantly. One school needed 18
teachers, while others ranged from seven to one. Time spent during the week in engaging relief staff
ranged from three to one hours. In dl but one case, rdief teachers were adequately trained for the
required role, the problem being related to an absence in the LOTE area.

Schools reported that they had experienced difficulty in finding teechersfor the following areas: grades
five and sx, Japanese and Music.

Both schools reported that teachers had taken classes in excess of normal teaching loads during the
week to cover teacher absences, while another case the class was the split amongst remaining staff.
One schooal reported that LA classes are cancelled when teachers are absent

Mogt of the schools reported that unavailability of relief staff impacts serioudy on the workload and
morae of gaff. One indicated that teachers are reluctant to take sick leave as often colleagues have
to cover their classes.

Some reported that the issue of relief staff has been raised with the Department but none reported a
Departmenta response.

Colleges:

Two colleges responded to the survey. In both cases alevel 2 officer was responsible for securing
relief staff across the whole school. In the sample week one college required 21 relief staff and the
other 9; in both cases officers concerned had spent around 2 hours engaging relief saff.

The collegesindi cated that thereweredifficultiesin securing appropriately trained relief seff, particularly
in Industria Technology, Science, Music, Information Technology and Specid Educetion.

Neither college reported that teachers had been required to take classes in excess of their normal
teaching loads. One reported that for some classes teachers had marked roles and distributed set work
for classes other thantheir own. Both colleges reported that it had been necessary to cancel anumber
of classes during the week.

They reported that unavailability of relief saff doesimpact on teacher morale and workload, with staff
sometimes coming to work when they should be at home on sick leave.

Both reported that the difficultiesthey had in securing relief staff had been raised with the Department;
Departmentd staff had been sympathetic but unable to offer Sgnificant assstance.

Special Schools:
Two schools responded to the survey. In both cases aleve 2 officer was responsible for organising

relief saff for the whole school. One school required 10 teachers during the week and the other 4.
Both spent one hour in organising relief saff.
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Both reported that not al relief teachers were appropriately trained for the required role.

In one case a casud relief teacher cancelled a booking, and teachers were forced to supervise two
classes of the sametime.

One schoal in particular was very concerned about the difficulty of securing relief saff with appropriate
qudifications, saff was very concerned about negative impacts on them as well as on students.

Both schoolsis reported that the Department isaware of their concernsin relation to staffing but do not
report any significant response.

General Information:

Most schools which responded to the survey indicated that the week during whichthey reported was
not particularly representative of thekindsof problemsthey faced during the year in securing relief saff.
Most reported that regardless of the numbers of teacherson Departmental rdlief ligts, the actua number
of teachers available particularly in areas of speciaisation was very small. Many unproductive hours
were spent attempting to secure relief gaff. The problems caused for both students and teachers by
the lack of teachers with gppropriate training was a sgnificant as the problems caused when no relief
geff for dl are avalable.

General Conclusions:
Thefacts are:

1. Thereisagrowing number of areas of goecialisation for which adequate numbers of appropriately
traned relief teachers are not available. Included are LOTE, Science, Specia Education,
Mathematics, Industrid Technology and Physicad Education. This problem significantly affectsthe
morale and workload of teachers as well as the learning outcomes of students, and while
Departmentd officers acknowledge the problem, schools have not been provided with concrete
assistance.

2. Teachersrespongble for securing relief staff for their schools spend an inordinate amount of time
atempting to contact available staff. The Department could assist them by ensuring that relief
teacher ligts are regularly and efficiently updated so that they indicate teachers who are actudly
avaladle.

3. The Department should be required to develop a strategy designed to address these problemsin
consultation with the Branch.
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A.

Site of Recruitment and Employment

The following rdaes to the usud ste of recruitment (R) and employment (E) for each type of recruit
and gppliesto classroom teacher positions only, not promotions positions.

PRIMARY SCHOOLS SECONDARY SCHOOLS
Central Region/ Central Region/
ofice | disrict | % | office | districc | Moo

Casgal relief of up E R E R
to five days
Short term relief of 4
weeksto aterm, full E R E R
time
Relief of at Iegst E R E R
oneterm, full time
Relief of at Iegst E R E R
oneyear, full time
On-going or
permanent FT R/E R/E
position/vacancy
Other teaching staff
category — please
specify

In relation to permanent vacancies, in the following circumstances, this Situation varies:

If the department has no-one on their transfer or recruitment lists that matches the particular
requirements of a school, or no-one on the list has indicated that they will accept a particular
position in aspecified geographic area, the school may advertise the pogition in the Department's
Personnel Bulletin.  Applications for these positions are restricted to teachers permanently
employed by the Department.

If no suitable applicants apply for the positions advertised in the Personne Bulletin, the school
may placethe pogition in the Department of Education and Training'sadvertisement for permanent
employment in the Sydney Morning Herad.

Up to 300 classroom teacher postions are filled each year under the Permanent Employment
Program (PEP). These postions are advertised in the Personnel Bulletin. Teachers who are
qudified for the position, are not substantively employed by the Department and have approval
for permanent full-time teaching, are digible to gpply.

Inrelation to i-iii above, the sdlection of the successful candidate is done at the schoal leve, following
drictly regulated selection procedures, athough that person is then employed centrdly, by the
Department.
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B. Departmental Supply and Demand Projections

The following information comes from an affidavit in reply by Trish Kdly, Director of Personnd
Programs of the Department of Education and Training (DET). The affidavit was written in January
2000 during the sdlaries case in the Indudtrid Relaions Commission and was in reply to an affidavit
written for the Federation by Barbara Preston.

Workforce Projections

For its supply projections, the DET uses graduates from teacher education departments and its own
waiting list. Because of problems experienced with teacher enrolment data provided by the
Commonweslth Department of Education, Training and Y outh Affairs (DETYA), the DET has, since
1988, used data collected each year through a special survey of all universitiesin NSWwith teacher
education programs to gain information about projected primary and secondary graduate
commencement and completion data, and in the case of secondary programs data for individual
key learning areas (KLAS).

The information the Department obtains from the special survey of all NSW universities with
teacher education programs at the beginning of each year of each year shows:

1. Overall, the number of projected secondary teacher education program completions have
increased since 1996, with the greatest increases occurring in 1998. There has been a
slight decrease in 1999.

2.  While there has been this overall increase in projected secondary completions, the major
area of concern continues to be in the Technological and Applied Studies (TAS) KLA
which, despite a slight increase in 1999 over 1998, continues to have a low number of
projected completions. Another area of concern is the low number of projected
completions in mathematics and science.

3. Thenumber of projected completionsin primary teacher education programshasincreased
each year from 1996 to 1999.

4. Since 1996 there has been an increase each year in commencements in primary teacher
education programs. During the same period there has been an overall increase in
commencements in secondary teacher education programs.

The Department's data indicate that in the period 1999-2006 there will continue to be an overall
adequate supply of teachersin primary schools except for avery small number of positionsin some
geographic locations.

It dsoindicatesthat there is an adequate overall supply of secondary teachers except for teachers
of mathematics and science in some geographic locations, and some positions in particular
geographic locations.

For its demand projections, the DET considers student enrolments, patterns of study for secondary,
student/teacher ratios, separation rates and policy initiatives.

The DET's primary and secondary teacher projections are analysed and reported on in five
geographic locations, and in the case of secondary teachers also on the basis of KLAs. Thislevel
of analysis enables the Department to identify any specific geographic locations, and in the case
of secondary, specific KLAs of shortfall, and therefore devel op and implement targeted strategies
where necessary.

The DET takes into account changes in trends across and between the sectors.
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C. Case Studies

The Federation surveyed eighteen schools about problems associated with:

1) Recruitment of permanent teachers

2) Recruitment of long term casud teachers

3) Recruitment of short-term casud relief teachers. In relation to this aspect, schools kept adiary for
five days, recording any problems they experienced.

Copies of the survey sheets used are at Appendix 1.

1. Recruitment of Permanent Teachers

Case Study 1

Medium sized high school in Sydney's western suburbs. Of 50 teachers, 6 are in their firgt year of
teaching, and the gpproximate yearly turnover rate of teachersis 18%.

During the past 12 months this school has had to fill 12 permanent teacher vacancies. Three Head
Teacher positionstook between oneand two monthstofill, whiletwo classroom teacher positionstook
between two and three monthsto fill.

One position for an ESL teacher had to be advertised in the newspaper.

Case Study 2

Smdl high schoal in remote area. Of 22 teachers, four are in their first year of teaching, and the
approximeate yearly turnover rate of teachersis 18%.

During the past 12 months this school has had to fill four permanent teacher vacancies. One position
(Agriculture) took more than six monthsto fill.

Two of these positions (Maths and Science) had to be advertised in the newspaper.

Case Study 3

Medium sized high schoal in large regiond centre. Of 51 teachers, seven are in their first year of
teaching, and the approximate yearly turnover rate of teachersis 20%.

During the past 12 monthsthis school hashad tofill € even permanent teacher vacancies. Two of these
(Maths and English classroom teacher positions) took between 1 and 2 monthsto fill, but one position
(EngligvItaian) took between 4 and 5 monthsto fill.
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One pogition wasfilled via the DET's Permanent Employment Program, 2 (EnglidvItdian and Maths)
had to be advertised in the Personnd Bulletin, and then both of these had to be advertised in the

newspaper.
Case Study 4

Smdl rurd high school. Of 30 teachers, two are in their first year of teaching, and the approximate
yearly turnover rate of teachersis 10%.

During the past 12 monthsthis school has had to fill only two permanent teacher vacancies. Both were
classroom teacher positions and they were able to fill them in less than one month.

This particular school, while not experiencing difficulties with recruitment of permanent teechers, has
trouble finding relief teachers who are qualified in the required subject areas. They have also found that
they have used part of their casual pool to fill long-term vacancies (due to leave), resulting in them being
unable sometimes to obtain short-term relief teachers.

Case Study 5

Large high school in Sydney'swestern suburbs. Of 56 teachers, 3areintheir first year of teaching, and
the approximate yearly turnover rate of teachersis 10%.

This school has experienced some red difficulties during the past 12 months. They have had to fill 6
permanent teacher vacancies. None of these pogtions was filled in less than a month. One
(Maths/computers) classroom teacher position took between one and two monthstofill, one (English)
between two and three months, one (computing) between 5 and 6 months, while three took longer than
6 months.

Of thelast three, the Home Economics position has been vacant sncetheend of Term 1. The Careers
position has been vacant al year and remains vacant. The English position has been vacant snce the
end of Term 1. No replacements have yet been found for any of these positions. The school has been
unable to find acasud tofill the home economicsand careers positionsinthemeantime. They received
amohbilein art, who is currently covering the Home Economics position, while the Careers vacancy is
only filled 8 out of 10 days.

The school has been advertising in the DET's advertisement in the Herdd for a Home Economics
teacher but has been unsuccessful in filling the pogition.

Case Study 6

Smdll centrd school in remote area. Of 20 teachers, one is in their first year of teaching, and the
gpproximate yearly turnover rate of teachersis 10%.

During the past 12 months this school has had to fill 3 permanent teacher vacancies. Two werefilled
during the vacation period and one was filled in less than one month. The latter, a maths/computer
position, had to be advertised in the Personne Bulletin.
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Case Study 7

Large high school in Sydney metropalitan area. Of 70 teachers, oneisin their first year of teaching,
and the approximate yearly turnover rate of teachersis 8%.

During the past 12 months this school has had to fill five permanent teacher vacancies, dl of them
classroom teacher positions. One positions took between two and three months to fill.

One (Intellectud Disability Support Teacher) was advertised in the Personnel Bulletin and one (Socid
Science) had to be advertised in the newspaper.

Case Study 8

Smdl rurd high school on the coast. Of 24 teachers, four are in their first year of teaching, and the
gpproximate yearly turnover rate of teachersis 8%.

During the past 12 months this school has had to fill 2 permanent teacher vacancies. Both werefilled
in less than one month, viatrandfer/waiting lis.

Case Study 9

Small centrd school in rurd/remote area. Of 27 teachers, four are in their first year of teaching, and
the approximate yearly turnover rate of teachersis 8%.

During the past 12 months this school has had to fill sSix permanent teacher vacancies, one primary and
five secondary. All werefilled within amonth. Two had to be advertised in the Personnd Bulletin and
one had to be advertised in the newspaper.

Case Study 10

Small high school in remote area. Of 23 teachers, none are in their first year of teaching, and the
gpproximate yearly turnover rate of teachersis 13%.

During the past 12 months this school has had to fill 2 permanent teacher vacancies. One position
(Head Teacher) took between two and three months to fill, while one classroom teacher position
(Mahs/Computing) took more than 6 months to fill.

Case Study 11

Medium szed high schoal inrurd/remotearea. Of 50 teachers, threeareintheir first year of teaching,
and the approximate yearly turnover rate of teachersis 12%.

During the past 12 monthsthis school has had to fill 11 permanent teacher vacancies. Mot werefilled
within 1 month, but one took between two and three months to fill.
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All werefilled viatrandfers or recruitment from the DET's waiting lid.

This school has however experienced red problems obtaining casud rdief, and this has particularly
affected teachers ability to attend training and development activities. They have dso had difficulties
covering the classes of teachers on Long Service Leave, often usng 2/3 casuds on one class over a
week, thus disrupting the continuity of learning.

Case Study 12

Large high school on the Central Coast. Of 92 teachers, four arein their first year of teaching, and the
approximate yearly turnover rate of teachersis 10%.

During the past 12 months this school has had to fill 22 permanent teacher vacancies. All werefilled
within 1 month, except for four promotions positions, two of which took between threeand four months
to fill, while two took more than 6 months. The four promotions positions were advertised in the
Personnd Bulletin.

Case Study 13

Large high school in regiond centre. Of 78 teachers, 2 are in their first year of teaching, and the
approximate yearly turnover rate of teachersis 7%.

During the past 12 months this school has had to fill 10 permanent tescher vacancies. All postions
were filled on the date required, viatransfers or recruitment from the DET'swaliting ligt.

Case Study 14

Medium sized primary school in Sydney metropolitan area. Of 25 teachers, oneisin ther first year of
teaching, and the approximateyearly turnover rate of teachersis4%. Fourteen of theteachersare aged
over 45.

During the past 12 months this school has had to fill 2 permanent teacher vacancies. Both werefilled
quickly, but the school has had severe difficulties obtaining casua teachers for longer-term relief
pogtions. At times the school has made up to 100 calls without success and has contacted other
schools for their casud lists. The school has aso on occasion had to make up to 45 phone cdlsto fill
day-to-day casud relief postions.

Case Study 15

Smadl primary/infants school in rurd area. Of 11 teachers, 2 arein their first year of teaching, and the
teaching population isvery sable.

During the past 12 months this school has not had to fill any permanent teacher vacancies. The schoal
aso experiences few difficultiesin obtaining casud teachers, dthough times are more difficult if iliness
drikes the teaching Staff.
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Case Study 16

Smdl remote centra school with Distance Education Centre. Of 50 teachers, 2 arein their first year
of teaching, more than haf are under the age of 34 and the gpproximate yearly turnover rate of teachers
is 10%.

During the past 12 months this school has had to fill 6 permanent teacher vacancies al classroom
teacher pogtions. One (Maths/Science) took between one and two months to fill, while two (so
Maths/Science) took between two and three months to fill.

Two of these positions the school was unable to cover while awaiting a permanent appointment,
because there were no loca casud teachers. Teachers carried |oads above the norma level and the
school used internd in-lieus.

The school hasaso had difficulty filling casua supply or other long term casud positions (morethat four
weeks). They have had to advertise and to look interstate. One position was filled by a casud who
did not have the appropriate subject qualifications.

Case Study 17

Medium sized rurd high school. Of 54 teachers, 1isintheir first year of teaching, and the gpproximate
yearly turnover rate of teachersis 5%.

During the past 12 months this school has had to fill 2 permanent teacher vacancies.  All have been
filled dmog immediatdly.

This school, however, has had difficulties finding appropriately qudified casud teachers.

Case Study 18

Large high school in Sydney'swestern suburbs. Of 80 teachers, 9 areintherr first year of teaching, and
the gpproximate yearly turnover rate of teachersis 19%.

During the past 12 monthsthis school hashad tofill 10 permanent teacher vacancies. Seven classroom
teacher pogtions were filled within 1 month, but one (Languages) took between four and five months
tofill. During that time, asno gppropriately qudified casua teacher was available, the classwas taken
for two terms by a teacher of another subject who happened to speak the required language. One
(Agriculture) has been vacant for three months and remains unfilled. Thereis aso no suitable casud
replacement. Another (Industrid Arts) has been vacant for 7 months and remains unfilled.

This school has aso experienced enormous difficulties obtaining short term casud teachers.
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2. Recruitment of Long Term Casuals (more than four weeks)

While awaliting the gppointment of permanent teachers, most schoolsemployed casuds. However, for
some thiswas a problem.  Some schools were unable to find appropriately qudified casual teachers
(one schoal taking two weeks to find someone), and for some this meant that Year 12 classes were
taught by teachers not qudified in that particular subject.

Areas pecificaly mentioned included VET teachers, Computing, Agriculture, Art, Industrid Arts.

One rura school had to advertise nationdly for a Science teacher. In a number of schools primary
trained casuad swere used for secondary classes. One school, unableto find aPE and aScience casud,
approached the Department and mobiles were gppointed to cover leave. Some schools put classes
inthe quad withminima supervison. Inanother, the Principa took some extraclassesand some senior
classes wereleft unsupervised inthelibrary. In one school, teacherstook extraclasses. Other schools
found that the appointment of casual teachersfor thispurpose reduced their pool of day-to-day casuds.

In some schools, teachers postponed their leave because casuals could not be found. One school has
experienced enormous difficulty replacing an Agriculture teacher on long term sick leave.

Nine schools found it was necessary to ask teachers to postpone or reconsider professiond
development activities. Some schoolssaid that thiswasamagor problem. Oneschool inaremotearea
specificdly mentioned that teachers were not able to attend training for the new Higher School
Certificate, and the principa could not attend principals conferences'meetings. Another school put
classesin the quad so teachers could attend the new HSC training. At other schools, teachers cover
each other's classes so they can attend professona development.

One school cannot accessits 0.2 staffing supplement for welfare program devel opment because of the
shortage of casuds. This school isdso unable to relieve the computer co-ordinator to train teachers
because no qudified casud is available.

3. Recruitment of Day-to-Day Casual Relief

Schools responded to this aspect of the survey viaadiary over afive-day period. They were asked
whether this particular day wastypica. Most schoolsreplying that the day was atypical explained that
things are usudly more, rather than less, difficult.

Schools reported teacher absences requiring casud rdief of anything upto 15 on any oneday. These
absences were for avariety of reasons. They aso reported that up to 25 phone callsaday were made
in an attempt to fill these pogitions, and even then they were not dways successful.

There were varying responses when asked how many postions on any one-day they were unable to
fill. On some days the answer was none, but on others it was as many as ten. Unfilled positions
numbering more than four on any one day were not unusual.
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Strategies used to cover these classes included:
Minima supervison

Combined classes

Teachers/principa etc. taking extra classes
Students in quadrangle, minima supervision
Senior classes not covered

Senior classesindependent study in library

nuvmwu;mmoumwowm

One schoal (asmal remote high school) had three teachers away on four days and two on the other

day. The school was unable to obtain any casuas to fill any of these postions. They used a
combination of the Strategies mentioned above, but it is worth noting that on each of the five days,

teachers did extras. Theschool hasbeen unableto obtain any inbuilt relief. They used to have mobiles
who would be appointed for anything up to a year, but seem unable to access this now. The DET

advertised in the newspaper, but to no avall.

In another school in aregiond centre, on each of the five days students were sent to the quadrangle
where there was minima supervision by the Deputy Principa from hisoffice. This school was unable
to access any specia DET provisons.

In alarge western suburbs high school, an average of two classes each period arein the quad with no
direct supervision. Senior students were left unsupervised, some going to the library, others to the
quad. Junior classes are covered by available casudsfirgt, before senior classes. Wherever possible
longer-term absences are covered firdt, before day-to-day absences, thus minimising the disruption to
any one class. On one particularly bad day, Y ear 7 classes were combined for two periodsto watch
avideo. Five out of six of the Year 7 classes were without teachers. On one day (described as a
shocker), 13 teacherswere avay. The school was unableto fill ten of these positions, and four junior
classesand up to five senior classes per period were uncovered. This school was unableto accessany
gpecid DET provisons, dthough a Maths mobile was gppointed to fill onelong-term maths sick leave

position.

In one amdl rurd high school, the Deputy Principal took extra classes on three of the five days, on one
occason taking extras al day.

Inanother small remote central school, extras were taken by the principal and head teachers each day
and by classroom teachers on some days. This was necessary despite the fact that a mobile was
appointed to cover Industrial Arts for two terms, and approval had been granted for an over-
establishment mobile.

Another small remote centrd school, which reported teacher absences of between two and five per
day, was unable tofill any of the positions. Classeswere ether collgpsed, unsupervised or supervised
by the deputy as an extra. There were no specid DET provisionsto ass<.

A medium szed rurd high school was able to fill anumber of long term casua postions viathe
DET's newspaper advertisements.

Bothlarge high schoolsin Sydney's western suburbs had large numbers of teachers absent on any one
day and were unable to fill most of them. Neither school made many phone cdls, because neither had
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anyoneto ring. The schools hirethe few availaole casuds on aterm by term basis and thereis no-one
else available for the large number of day-to-day absences not covered by these few. One of these
schools resorted to placing 100 students in the playground supervised by one casua teacher, with the
support of ahead teacher. On one day, classes were postponed for ten minutes so that head teachers
could discuss suitable supervison arrangements.  This school reported that the Situation as described
wastypica in Term 3. Supervision of morethan one classin the playground by one casud teacher was
reported by a number of schools.

A primary school in the metropolitan area reported a teacher coming to school when she was quite
unwell because 20 phone cdls had failed to find a casud.

Only two of the 18 schools surveyed reported that they were ableto cover all absenceswith
casual teacherson each of the five days.

Schools reported a vast array of examples of hiring casud teachers who are not qudified in the area
required. In fact there are too many tolist here. In particular, the subject areas where school's cannot
find appropriatdy qualified casud teachers are Maths, Science, Industrid Arts and English.

There were a'so many examples quoted where primary/infants trained teachers are hired as casud
teachers by secondary schools.
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Asthe Queendand contribution to aresearch project undertaken by research officersfrom Austrdian
Education Union branches and affiliated bodies looking at teacher supply and demand in 2000, the
falowing activities were undertaken: reading of reports on teacher supply and demand (including
reports put together by the Australian Council of Deans of Education, MCEETYA and Education
Queendand), receipt of a briefing from Education Queendand staff about Departmenta projections,
viewsand actionsin regard to teacher supply and demand, and conducting of asurvey of principas of
over 30 Queendand schools about the saffing Situation at their schools.

Reportson Teacher Supply and Demand

A. Preston (ACDE)

Barbara Preston’s work on teacher supply and demand for the Australian Council of Deans of
Education (ACDE) is perhaps the most publicised (and therefore the best known) work of this nature
(ACDE, Teacher Supply and Demand to 2005: Projections and Context, 2000). Her projections
for Queendand are summarised in the tables below.

Primary Teacher Projections. Queendand 2000 — 2001
student enrolment increase: 7.3% (26,799)
teacher number increase: 9.4% (2,319)
Projected Shortages as a Per centage of Total Primary Teachers
2000 2001 2002 2003 2004 2005
8 2.8% 1.6% 1% 1.1% 1.8%
Projected Primary Supply as a Per centage of Projected Demand
2000 2001 2002 2003 2004 2005
81% 65% 79% 86% 84% 77%
Secondary Teacher Projections. Queendand 2000 — 2001
student enrolment increase: 7.8% (18,219)
teacher number increase: 9.9% (1,933)
Projected Shortages as a Per centage of Total Secondary Teachers
2000 2001 2002 2003 2004 2005
3% +.2%* 6% 1.8% 1.7% 29%
* = surplus
Projected Secondary Supply as a Per centage of Projected Demand
2000 2001 2002 2003 2004 2005
89% 103% 90% 76% 78% 66%
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It should be noted that Preston projects teacher shortages in most other states for some or dl of this
period and a shortage overal in Audtrdiain ether primary or secondary teaching numbersfor each of
the Sx years (4 out of 6 yearsin primary and 4 out of Sx yearsin secondary).

In relation to the “pool” of aready trained teachers not currently employed as teachers, Preston cites
gatementsfrominternationa teacher recruitersthat the Australian “ supply [of teachers] isnot asreadily
avalable asit wasseverd yearsago”’ and that many teachersbeing recruited now aredready employed
teachers who are applying to take leave from their current positions to undertake work overseas
(ACDE, p 8).

The activitiesof these overseasrecruitersdrawsattention to teacher shortagesin other English-spesking
countrieswhich are likely to have an effect on Audrdian teacher supply and demand intwo ways, via
the recruitment of Audrdian teachers by overseas countries and via the drying up of recruitment
opportunities abroad.

Preston (ACDE, p. 8) points out that in the context of on-going, serious teacher shortages in other
English-speaking countries and increasing leves of professond mobility in a globdised economy, it
should not be assumed that the pool of prospective Australian teachers will remain accessible to
Audrdian employing authorities. An aggressive, coordinated recruitment campaign by an overseas
country could have a Sgnificant impact.

B. MCEETYA

The Nationd Teacher Supply and Demand Working Party of the Minigterid Council on Education,
Employment, Training and Y outh Affairs (MCEETYA) produced a report on teacher supply and
demand in 1998 which made projections to 2002. The report takesamore “ conservative’ gpproach
inrelation to projections of demand and isless concerned that supply will be inadequate than Preston.
In this respect it resembles the reports produced for Education Queendand and it undoubtedly draws
on the work commissioned by Education Queendand in relation to its projections for this Sate.

In relation to the national scene, the MCEETY A report acknowledges that:

S there will be student enrolment growth in both primary and secondary years over the period
(Queendand contributing significantly to a greater demand for both primary and secondary
teachers);

S cut-backs in teacher education numbers during the 1990s are a concern;

S the age-profile of the current teacher workforceis aconcern (though it notes that Queendand
has the “youngest” teaching force on average) ;

S at present therearedifficultiesin recruiting teachersin some* specidisations’ including industrial
arts, LOTE, physicd education, and maths/science;

S additiona demand for teachers could result from increasesin the number of sudents attending
non-government schoals,
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S projected shortages of teachersin English-speaking overseas countries could result inrecruiting
campaigns that will exacerbate supply problemsin Audrdia

Ovedl, however, the report concludes that a * sufficient supply of teacher graduates is likely to be
maintained” for the following reasons.

S growth in primary student numbers while red will be dower than in previous years (and thus
presumably more managesble);

S a“largepool” of quaified teachers not presently employed asteacherswas created by policies
pursued by governments in the 1990s,

S as shortages are most acute in secondary subject “speciadisations’, the provison of post-
graduate education courses to persons with degrees in these areas could be provided on a
ghort time frame if necessary.

Thereare groundsfor questioning some of these assumptions. The Sze of the pool of qualified teachers
not presently teaching has been questioned by Preston and is considered further below in relation to
the Education Queendand/Pecific Anadytics Report. In relation to the short turn-around time to train
graduates, it should be noted that in Queendand the minimum period of study to attain a teaching
qudification for someone aready in possession of a BA or BSc has recently been doubled from one
to two years.

C. Education Queendand (Pacific Analytics)

Education Queend and commissionswork on teacher supply and demand for Queendand state schools
from a Canadian organisation known as Pacific Anaytics. The Pacific Anaytics forecasts do not take
into account the non-government sector. The latest Pecific Andytics report, entitled Teacher Supply
and Demand in Queendand: 1981 - 2009, was published in February 2000. This report concludes
that:

S the total number of teachersemployed in Queendand state schoolswill increaseby 3,725 (11.1
%) from 1999 to 2009;

S demand for new teachers will average 2,510 per year over this period;

S first time admitted teacherswill contribute roughly 60 per cent of these new teachers; the rest
being drawn from the “pool” of unemployed teachers and other sources (eg.
interstate/overseas recruitment).

Education Queendand believes that the Pacific Andytics projections indicate that they will be able to
meet demand for new teachers over the period to 2009. The report cites, however, several caveats or
“risksto the forecast” — assumptions that may not prove accurate. A key assumption is.
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The study team has assumed that an adequate supply of new teachers having the
necessary subject skillswill be available in the future, either from universities or from
the* Pool” of qualified teachers not presently teaching. (p. 90)

That isto say, no andyss has been undertaken by Pacific Andytics of the supply of teacher graduates
from universities or of whether the pool of exigting, unemployed teachersis growing or shrinking or of
what factors induce people to remain in the pool or move from it into teaching or into other aress of
employment. Inrel ation to graduate teacher supply, Education Queend and appearsto accept Preston’s
contention that the supply of teacher graduates on its own will not be able to meet demand; they stake
their ability to meet demand on the use of teachers from the pool and other sources such as overseas
recruitment. In relation to this pool, however, Pacific Anadytics notes.

It is ... not possible to determine what is really happening to the size and the age/sex
structure of the “ Pool” over the forecast period. (p. 57)

That there is some evidence that the size of the pool is shrinking is acknowledged in the Pecific
Anaytics report itself. As noted above, Preston aso cites evidence to this effect.

It is reasonable to assume that agood number of teacherswho form part of the pool of those available
to meet risng demand would currently be undertaking short to medium term relieving postions in
schools on a least an irregular basis. Reports from some school principals surveyed by the QTU (see
below) that they are having sgnificant — in some cases savere — difficultiesin finding teachersto do
short and/or medium term relief suggest that, in some areas a leadt, this part of the pool of teachers
available for work has evaporated.

Also of note isthe age profile of the pool of unemployed teachers . Data from the Board of Teacher
Regidration in Queendand indicate that gpproximately 70 per cent of registered teachers are age 35
and over and approximately 40 per cent are age 45 and over (BTR Annual Report, 1999). This
includes teachers employed in state and non-state schools and dl registered teachers in the pool of
unemployed teachers (gpproximately 40 per cent of registered teachers are currently not teaching in
schools). TheBTR figuresremind usthat it isnot just teachersin employment in schoolswho areageing
but those teachers in the pool of unemployed teachers on whom systems have traditiondly relied to
meet short-falsin the supply of teacher graduates. Asincreasing rates of age retirement become more
and more afactor in teacher turnover, it islikey that the “reserve’ pool of unemployed teachers will
become smaller for smilar reasons.

Another interesting feature of the ageing teacher workforce is indicated by data provided by QTAC.
Since 1996, QTAC has provided information on the number and proportion of mature age (i.e. over
25) entrantsinto tertiary education courses. Each year since 1996 the proportion of mature age students
in education courses has increased, congtituting 21.1 per cent of students in 1999. Anecdotal
information provided to the QTU isthat it is not unusud for these mature age teacher trainees to be
aged in thelr thirties, forties and even fifties.

Of further noteisthe lack of information on what factors would:

S lure people into teacher education courses or into other pre-vocationa courses, and
S lure people from the pool either into teaching or other forms of employment.
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Briefing from Education Queendand

Education Queendand informed the QTU that it takes issue with the conclusons drawn inthe ACDE
report on teecher supply and demand. It clamsthat there are two main problemswith the methodol ogy
employed by Preston in that report. Oneisthe pupil-teacher ratiosassumed by Prestonin her modelling
(which are drawn from the ABS). The Department prefers to use its own figures. Second, the
Depatment believesthat Preston’ s gpproach over-emphasi sesthe reliancethat Education Queendand
has on graduate teacher intake to meet demand. They believethat her gpproach paysinsufficient heed
to the avallability of a pool of unemployed teachers. The Department States that it has never rdied
exclusvely on graduate numbers to meet demand. A number of other methodologica criticisms were
made. (Barbara Preston provided the QTU with a detailed response to the Education Queendand
criticiams))

Education Queendand hasused avariety of Srategiesto increase the number of teachersin Queendand
schools (increasing the number of mal e teachers was identified as a concern). These strategies have
included:

S teaching scholarships in areas such as maths, science, information technology and English;

S scholarships for students fromrura and remote areaswho wish to be primary school teachers,
S scholarships for Indigenous students;

S publication and distribution of promotiona materids on teaching;

S Remote Area Teacher Education Program — this program provides ass stance for Indigenous
people (particularly in remote communities) to upgrade to full teecher qudifications;

S information sessons a Queendand universities, secondary careers markets;
S nationa and internationa advertisement;
S website development to provide information on career opportunities,

S use of teacher associates — these are people who have completed three years or the
equivaent of afour year teaching degreewho are employed in areas of high demand astescher
associates pending completion of their degree.

The QTU Survey

A survey of asample of Queendand school principas was carried out. The survey, based on a set of
open-ended response questions about staffing issues, was conducted by phone with the principals of
33 gate schoolsin Queendand in the months of August and September, 2000. There were 14 primary
schools, 15 secondary schools and 4 P-10 schools included in the survey and the schools were of
differing sizes in terms of enrolment. The schools were drawn from across the state and included
schools in metropolitan aress, provincid cities, smal towns and remote locdities. The purpose of the
survey was to dlow school principds to identify staffing issues of concern to them in thar particular
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schools and to check their responses againgt the information provided by Education Queendand and
in various reports about teacher supply and demand.

Whenasked if therewere any particularly “hard to Saff arees’ (e.g. year levels, subject areas, specidist
geff, classified pogtions) a their school, 27 of the 33 school principas answvered in the affirmative and
identified at least one such Saffing areain their school.  All but one high school principd, 10 of 14
primary school principas and 3 of 4 P-10 principas identified a “hard to staff aree’. Five of the
secondary principals stated that thiswas avery serious concern for them, while another three identified
it asadgnificant concern. Five primary principals identified these concerns as sgnificant.

Key hard to staff areas for the high schools and P-10 schools were Maths/Science (identified by 13
schools), Manud Arts (identified by 9 schools). Other areasidentified as hard to staff by at least two
secondary principaswere Home Economics, Senior English, Information Technology, LOTE, Specid
Education, Art, Agriculture, Hospitdity Studies and Commerce/Business.

Primary school principalsidentified early childhood education (4 responses), LOTE (4 responses) and
senior primary teachers (4 responses) as key hard to staff areas. Other areas identified by at least 2
primary principals were music and specia education.

Tenof 14 primary school principals, 3 of 4 P-10 principalsand 14 of 15 high school principalsreported
difficultiesin readily ng ether supply/relief or contract teachersto replace teachers on short and
medium term leave.

Three of 14 primary school principas stated thet they had teachers on staff who wereteaching outside
of thelr area of training. Thisis obvioudy amuch more common Stuation in secondary schoolswith 3
of 4 P-10 principas and 15 of 15 high school principas stating that there were teachers working
outsde of the area of their training. Six of these principds identified this as amgor problem for the
school and afurther three as a sgnificant problem.

Interestingly, in terms of concerns about the effects of the use of untrained staff on public perceptions
of the qudity of schools, Sx school principas sad they were usng daff not digible for teacher
regigtration (under an “authority to teach” from the BTR) to fill emergent teaching needs. Two others
sad they were consdering thisoption. Thismeansthat nearly aquarter of schoolssurveyed wereeither
dready usng or contemplating the use of unregistered teechers.

The school principaswere asked to identify “the main Saffing issues’ at their school. The mgor issues
identified were:

S the quality of some new or relieving teachers (15 responses)

shortages in specific teaching areas (13 responses)

obtaining relieving and contract staff (7 responses)

ageing of teaching staff leading to turnover (5 responses)

lack of gtability/high mobility of saff (4 reponses)

teachers being lured to private schools (4 responses)

difficultiesin filling promotiona positions (4 responses)

workload/stress issues (2 responses)

nDuvmw;momumwoumwom
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The survey reaults, while indicative rather than definitive, suggest that issues -such as shortagesin the
supply of teachersin particular subject areas are being felt across the spectrum of Queendand dtate
schools. The severity of the problems created by these supply short-falls varies, however, and appear
to be more keenly fdt at this point in time in secondary schools and in schoolsin rurd aress.

It was expected that schools in rurd and remote areas would report difficulties in readily accessng
teachers from the supply and contract teacher pool. The survey indicates, however, that this problem
is being experienced by schools in al geographica areasin the state. Besides providing an example
of agaffing probleminitsown right, thisresult may be causefor concernin that it is often assumed that
this pool of teacherswill be able to be accessed in the event that graduate teacher supply isinsufficient
to meet needs. The survey responses may indicate that this pool is not as deep asis often assumed.

Findly, of note and concern is the concern expressed by school principas about the quality of some
new or relieving teechers. This survey result provides a useful reminder that consderation of teacher
supply and demand issues must consder more that just numbers. Getting people in front of classesis
only part of the solution. Getting highly qualified, motivated and suitable peopleis even moreimportant.
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Teacher Supply and Demand Proj ect
Key findings

Below arethe key findings of the AEUs Teacher Supply and Demand Project. They arenot
all the findings of the study.

Supply and demand pr ojections

1. A projection of teacher supply to the year 2005 (based on 50% of teachersretiring at age 55 and
50% continuing until 65) and aresignation rate of 2.21% shows that the Department of Education
will need an additiona 1,170 teachers.

L earning areas difficult to staff

2. Leaning areas, which are consgtently difficult to staff across the state, are: maths, music (both
primary and pogt-primary), science and information technology. There is dso some difficulty in
finding teachers for Materids Design and Technology (MDT) and English.

3. Some high schools have found languages other than English (LOTE) so problematic to Saff thet the
desperate solution has been to abandon offering the subject area. Students wishing to study a
LOTE enrol with Tasmanian Open Learning Service (TOLS).

Relief and short term staffing difficulties
4. 72% of principa sacrossurban metropolitan, rural and isolated schoolshad encountered difficulties
in finding relief teachersthis year.

5. Thereisagrave shortage of temporary replacement teachersfor term vacancies caused by various
forms of leave (long serviceleave, maternity leave, leave without pay and leave to undertake acting
positions). Some principas say thisisamore critica issue than the relief teacher shortage.

6. Principas admitted to employing unquadified (11%) and partidly quaified (32%) teachers in
desperate attempts to combat staff shortages.

7. Principds have found significant problems with both the quantify and qudity of available teachers
for relief teaching and term vacancies.

Effects of staffing difficulties on schools

8. 46% of principas sated that teachers had been asked to cover classes in excess of their normal
teaching load this year. The frequency varies from afew times this year to once per week. To
accommodate this, teachers are, in some cases, being expected to teach over their award
ingructiona loads of 22 for primary and 20 for secondary.

9. 3% of principals stated that the principa and other senior saff took classes when relief was not
avaladle.

10. 50% of principas stated that staffing problems and teachersteaching outside of field had impacted
adversaly on teacher morae.
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11. 54% of principas Sated that staffing shortages had impacted negetively on student learning and
student behaviour.

Teaching outside of field

12. 175 teechers stated that they have been required to teach outside of their area of training and
expertise. Training and professond development has generdly been piecemed and inadequate.
Most of these teachers need concentrated re-training over an extended period in order to teach
confidently and competently in the unfamiliar area

13. 63% of respondents teaching outside of field said they continue to experience a number of
difficulties ranging from grestly increased workload, stress and loss of sdf confidence.
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Teacher Supply and Demand Proj ect

Recommendations

Systemic consider ations

1.

That State and Federd Governments develop dtrategies to increase the number places in the
education faculties of Univergties and develop policies to encourage the more able sudentsto fill
these places.

That a comprehensive plan to recruit new teachers to the State teaching service in Tasmania be
developed in order to take apreventative approach to teacher supply problems and make teaching
more attractive as a caresr.

That conditions of service, especidly those relating to pregnancy, birth, adoption, leaveto carefor
family members and part time employment be reviewed and upgraded to Australian best practice
levels

That career paths be devel oped to ensure that teachers receive recognition for demonstrated skills
and experience, and that sdlariesreflect the status and val ue of the professionto society asawhole.

I ncentives

5.

That speciad measures be provided for student teachersin areas of identified need and that ameans
of ensuring that they work for the Department of Education be implemented.

That incentives for teachersin remote and rural areas be continually reviewed and adjusted.

That incentives to remain in the workforce, be devel oped for teachers over 55 to ensure that their
expertise and experience is not logt from schools through early retirement.

That incentives be devel oped to enable ol der teacherswho haveretired to sdlary sacrifice any relief
and temporary service they may undertake, otherwise a substantia proportion of their temporary
service income will be taxed a the maximum rate.

That pathways be created to enable qualified teachers who have |eft teaching (some 40%) to be
able to return more eadly to the teaching profession.

10. That entry into the teaching professon be facilitated through recognition of prior learning, current

competence and course work for those workers wishing to change careers.

Rélief teaching
11. That when no relief can be found and teacherstake the classes of absent colleagues, this should be

regarded as teaching not supervision.

12. That moreinterna school relief teacher positions be created in school cluster groupsto provide an

adequate supply of relief teachers.
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13. That relief for teacher illness be returned to the Department as a centrd function because it isa
variable which schools cannot contral for.

Student and beginning teachers
14. That only student teachers in their fina year of the Bachelor of Education or the Bachelor of

Teaching be given a Limited Authority to Teach by the Teacher Regidiration Board.

15. That full time teachersin ther first year teach amaximum ingructiond load of .8 and that induction
and mentoring policies and Strategies be developed to professiondly support beginning teechers.

Teaching outside of field
16. That where teachers are required to teach outsde of their area of expertise they be given

comprehensive re-training/professonal development programs in order to be confident and
competent in the unfamiliar aress.
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Teacher Supply and Demand Proj ect

The am of the project was to collect useful information on staffing difficulties and to focus on locd
experiences — the nature of the difficulties, how they are responded to, and the effect on the work of
teachers and student learning. Shortages do not occur evenly some schoolsare generdly abletofill the
positions with the teachers they want, while other schools have chronic difficulties. It istheimpact on
these hard to staff schools that needs to be addressed. Much of the impact is not apparent at the
systemleve, andiscoped locally by: teachersteaching outside of their areaof expertise, teacherstaking
extra classes, teachers feding pressure not to take sick leave, student teachers or other unqualified
teachers being employed to do rdief, principas and others spending much vauable time trying to find
relief teachers.

The study isin four parts:
1. Statidicd data about teacher age digtributions, resgnation and retirement rates, numbers of
graduate students from the Education Faculty, University of Tasmania and student enrolment.

2. A survey of principas asking them anumber of questions about staffing difficulties,

3. A survey of teachers required to teach outside of their area of expertise; how it has impacted on
them and their training needs.

4. Casedudies of schools currently experiencing staffing difficulties.
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Section 1
Teaching staff projections

Teacher supply and demand projections

The exiging teaching service is srongly skewed towards the 40 to 54 age range. Figure 1 shows that
the 25 to 39 age group is gpproximately haf the size of the older cohort. The largest group 40 to 44
reflectsthe average of teachers, whichis42.5. Thedatain figure oneisbased on the AEU membership
database of teachers working in al schoals, colleges, support schools and non-school based rolesin
didrict offices and centrd office.

Figurel

AEU K-12 Teacher Membership - July 2000
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According to evidence given by Dr Martyn Forrest in the Parliamentary Estimates Committee of June
2000, the resignation rate for 1998-99 financia year was 2.21%, the retirement rate for the same year
was 1.14% and that the total attrition rate was 3.55%.

Thismeansthat each year gpproximately 111 teachers can be expected to resgn from teaching to teke
up another professon. Over five years the Sate teaching service will need additiond 555 teachers to
cope with resgnations alone.

Quedtions inthe Parliamentary Estimates Committee of May 2000 revealed that 250 students currently
graduate from the University of Tasmania s faculty of Education each year, but the take up rate to the
Government teaching service, one year after graduation, is approximately 100. Hence only 40% of
education graduate find places in government schools. The other 60% find placesin non-government
schools, other states and territories and other countries and other professions.
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Figure2

Age Distribution* of K-12 teachers in 2005
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*The abovefigure assumesthat only 50% of teachersretire at 55 and the remaining 50% stay until they
are 65.

This projection of teacher supply in 2005 shows that the Government teaching service will need over
1,100 teachers by 2005 if resignations remain at 2.21% per year and haf of the current 50-59 cohort
retires. At the rate of 100 new graduates entering the service each year for the next 5 years, there
could be a shortfall of 600 teachers.

Even in 2000 the number of graduates entering the Department of Education is 100 per year. Thisis
not sufficient to meet the current attrition rate of 3.55% or 175 teachers per year.

In 2001 the people known as the post war baby boomerswill start reaching retirement age. By 2010
al baby boomers will be over 50 years old. This will have a profound on mass professions such
teaching and nurang.

The government has finaly acknowledged that there is an impending shortfal. In the Parliamentary
Edtimates Committee of May 2000 the Minister for Education estimated that by 2004 there will be an
under supply of 27 teachers across dl sectorsin the Department of Education. Thiswould appear to
be a gross underestimation. The 2000 Australian Council of Deans Of Education (ACDE) Teacher
Supply and Demand to 2005 report projects, based on a net separation rate of 4.3% and 266
graduates entering teaching in Tasmania, that there will be a shortfall of 143 teachers (118 secondary
and 25 primary) in Tasmaniain 2005.

TasmanianDepartment of Education supply and demand statistical projectionswere compiledin 1997.
At thistime the Departmentd view wasthat the teacher separation rate would peak a 6% in 2002 and
2003, but there would be 181 graduates entering the state teaching service in 2003 and that there
would be a net temporary pool of 1,914 teachersin that year to draw upon. Thiswould result in a
surplus or deficit of zero. At thetime of writing the DoE 1997 projectionswere being updated and are
expected to be available later in 2000. The AEU has been advised that the projectionswill be based
on age digtribution, retirement and resignation rates and availability of new graduates. Therewill beno
breakdown by learning aress.
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Student population trends

There was areduction in student numbers from 1995 to 1996 which reflected in part the down turnin
Tasmania spopulation and dso atrend of middleclass parentstoincreasingly seek out non-government
education for their children. Numbers in government schools have sarted to climb again since 1997
asour enrolment sharere ative to non-government school s has continued toimprovesince 1997. Non-
government schools have experienced declining enrolments as government school enrolments have
increased.

Tablel
Enrolmentsin government and non-gover nment schools In Tasmania
Y ear Government Non-gover nment
School enrolments | school enrolments
1995 63,284 21,375
1996 62,776 21,406
1997 62,921 21,236
1998 62,978 21,138
1999 62,954 20,859

Data supplied by ABS Schools Australia 1995-99 Cat No 4221.0

Augtralian and world wide problem

The shortage crigs is not limited to Tasmania. Both New South Waes and Queendand regularly
advertise for secondary teachers nationally with incentives such as paid re-location and permanent
tenure. The Preston ACDE report makes it very clear that the shortage crisisis repeated in dl ates
and territories around Audtrdia

Table2
Australia, primary and secondary teacher supply and demand
projections

2000 2001 2002 2003 2004 2005
Aust Graduates 6230 7263 6761 6612 7723 8140
Primary(Demand)
Aust Graduates 4915 5799 6662 7949 8198 9077
Secondary(Demand)

Aust Graduates (Total Demand) 11145 13062 13423 14561 15921 17217

Augt Graduates Primary (Supply) 5635 6274 6741 7050 7165 7208

Aust Graduates Secondary 5166 5758 6079 6148 6382 6377
(Supply)

Aust Graduates (Total Supply) 10801 12032 12820 13198 13547 13585
Total Teacher Shortage -344  -1030 -603 -1363 -2374 -3632
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The abovetable based on Preston’ snationd datashowsthat by 2005 therewill be aprojected national
shortage of over 3,600 teachers. The scramble to recruit across statef/territory borders does not
address the provision of gppropriately qudified teachers, which ultimatdy determinesthe sustainability
of the profession in the longer term.

What we are seeing in Tasmania reflects a worldwide problem where 13 out of 15 European Union
states face a teacher shortage and the USA is in the grip of the biggest recruitment crisis for a
generation. New Zedand is marketing its vacancies throughout the English spesking world, and even
Canada which has some of the highest paid teachers on the planet, cannot dways fill its maths and

science pogitions.  In the United Kingdom the large scae importation of young, English-speaking

teachers from Audtralia, New Zedland, Canada and South Africais providing ashort-term solutionto
the teacher dtaffing criss. The teacher agency, TimePlan, has according to the time Educationa

Supplement been on recruiting trips abroad for staff with half adozen local authorities, and another 20
in the pipdine.

Thereisawider set of issues demondtrating that teaching asaprofession isnot considered asattractive
as other professions for young taented people making career choices. Education al over the world
isstruggling to compete, and whilethe Tasmanian government has made agtart with it' stheintroduction
of Teacher Regidration, it dill hasalong way to go if Tasmaniaisto competein theinternaiond race
to recruit.

The Audtrdlian Senate Employment, Education and Training References Committeereport A ClassAct
(1998) makesit clear that arange of measures are needed to redeem the teaching professon and re-
energise the teaching profession.

Any general measures dierected to making teaching a ore attractive career prospect will
improve the status of the teaching profession and the morale of teachers. Such measures will
have a direct impact, for example by improving salary and career structures, and an indirect
impact, for example by encouraging existing teachers to paint a more positive picture of a
teaching career to prospective candidates, rather than dissuading their brightest studentsfrom
consideringit, asit now often the case. Such general measuresshould also assist inreducing the
number of teachers leaving the profession. Current separation ratesreflect low morale within
the profession. (p. 176)
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Section 2
Principal’s Survey — Staffing Difficulties

Survey design and methodology

InJuly 2000 asurvey was sent to al school/college principa s asking them about staffing difficulties, the
organisation of relief teachers, management of dlasses when rdief is unavailable, the impact of saffing
problems on student learning and teecher morde, and for any generd comments affecting their schools
a that particular time.

The survey was accompanied by aletter explaining that the object of the project wasto collect useful
information on gaffing difficulties and to focus on loca experiences—the nature of the difficulties, how
they are responded to, and the effect on the work of teachers and student learning.

The covering letter aso stated that case studies of particular schools would be prepared

Responseswerereceived from 123 schools. Thereare 221 schoolsin Tasmaniain 2000, so responses
in fact came from 56% of al schoolsin the state. The response rate from didtrict high schools was by
far the highest a 74%, indicative of the saffing difficulties they face as the only school centrein rurd
and remote communities. However, the responses from 56% of primary schools and 58% of high
schools represent a good cross section of viewsin these sectors. The small number of responsesfrom
colleges and specia schools cannot be viewed as representative.

Table3
Response Rate by School Type
School Type Frequency %
Primary Schools 80 56%
Digrict High Schools 20 74%
High Schools 18 58%
Colleges 2 25%
Special Schools 3 23%
Total 123 56%
Table4
Response Rate by District
District % Responses | % Schools
Arthur 18 15
Barrington 4 12
Bowen 16 14
Derwent 16 15
Esk 31 28
Hartz 15 16
100 100
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There was a good spread of responses across al education digtrictsin the state except the Barrington
Didtrict, asmall rurd digtrict based around Devonport. On this basis the survey picked up both rura
and isolated schools and urban and suburban schools in Launceston and Hobart.

L earning areas which are consistently difficult to staff

Pogt primary schools

Sgnificantly 100% of the post-primary schoolsindicated that therewasat |east onelearning areawhere
they were experiencing congstent or long term problemsfinding staff. Not asingle principa said‘none
or it that this has not yet been a problem. Areas, which were most commonly cited as being
consgtently difficult to find gppropriately qualified staff for colleges, high schoolsand digtrict highswere:

» Maths56%

« Science49%

« Information Technology 23%

e Music 21%

* Maerids Design and Technology MDT 15%
« English 13%

Saffing of LOTE has been so problematic in some post-primary schools that it is no longer offered.
Students wishing to pursue LOTE as an option beyond primary school must enrol through the
Tasmanian Open Learning Service (TOLYS).

Other difficult to staff areas mentioned include:
LOTE, speech and drama, middle schooling, SOSE, home economics and physical education.

Some schools sated thet the Saffing varies from year to year and that al subject areas can be difficult
to fill a certain times.

Primary schools

Slightly less thanhdf of primary principasindicated they were experiencing congst problemslocating
appropriately quaified staff. Twenty six percent of principals said they had not faced problems yet.
The remaining 29% did not respond to this question.

 Difficulty in finding teechersfor certain areas 46%
« Nodifficulty at this gage in finding teachers 26%
» No response 29%

The most commonly cited area of difficulty was finding specidists who were qudified to teach their
subject aress.

»  Specidid teachers in primary schoals (includes art, flying start, LOTE, library, music, physica
education and speech and drama) 24% of al primary respondents.
e Musc14% of dl primary respondents.
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Other areascited include early childhood and particular year levels. Some schools stated thet dl areas
can be difficult to Saff.

Dealing with staffing difficulties

Eighty one percent of school principals stated they had brought staffing difficulties to the attention of
ther digrict office. Principasindicated that the district office regponse was helpful and supportive, but
that this cannot compensate for arestricted supply.

Seventy three of post primary principas (college, high and didtrict high) stated that they have teachers
teaching outsde of fieldintheir school. Each school with teachersteaching outsde of field had between
one and ten teechersin this Stuation.

Eight percent of primary principas stated they had teachers teaching outside of field.

Organisation of relief teachers

Seventy two percent of school principas stated they had encountered difficulties in finding relief
teachers this year. This problem is not restricted to rural and remote schools. Suburban and inner city
schools in Launceston and Hobart are now fedling the pressure of alack of relief teachers.

One respondent from a primay school close to the city in Hobart Sated:
« Aninner city school and not being able to get relief when required seems extraordinary!!
Having to cover for sick staff puts extra pressure on everyone.

A suburban primary school in Hobart spoke of 2000 asbeing thefirst year inwhich red difficultieshave
been encountered in finding capable relief teachers.

» 2000isprobablythefirst year therehhasbeenreal difficultyin getting suitablerelief teachers.
It is not just a matter of having ‘qualified’ teachers ‘qualified” does not mean necessarily
‘quality’

Eleven percent of dl principas indicated they had employed unquaified people to provide relief.

* We always attempt to engage qualified staff even through they may not prefer the grade
level allocated.

« Haveusedteacher assistantsto supervise occasionally. We have had a few bad experiences
with people who did not cope due to inexperience or lack of qualifications.

« | amvery concerned about the lack of teaching qualifications of somerelief ‘teachers'. | had
two people apply for a teaching position at my school citing their relief experience —
supervision — as teaching experience. Neither had any knowledge or understanding of
assessment and reporting procedures, curriculum development or behaviour management
techniques and would have required very extensive support in effect a Dip Ed or similar ‘on
the cheap’. | believe that his approach and perception that teaching is simply supervision,
cheapens our profession.
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The employment of student teachersfor relief teaching iswidespread with 32% of principasstating they
have used student teachers this year to provide relief.

* We sought permission to include an almost qualified teacher because she could respond
effectively at short notice. Sheisnot called before other avenues are exhausted.

All schodls on the West Coast — Mountain Heights, Strahan Primary, Zeehan Primary and Rosebery
Didtrict High School have dl been given supernumerary relief teacher alocations to help redress the
lack of available teachers on the west coast.

Schools were asked whether they had been given management factors to compensate for staffing
difficulties. Six schoolsgpart from those named inthe previous paragraph indicated they had been given
amanagement factor to compensate for being asmal, isolated or difficult to saff school, and whilethe
additiona resource could be used for providing rdlief it was not specificaly for this purpose.

Management of classeswhen relief isunavailable

Schools were asked how they managed to staff classes this year (up until July) when relief teachers
could be found.

Fifty-saeven (46%) principas said that teachers have been asked to cover classesin excess of normal
teaching load this year. Respondents were asked how frequently teachers were expected to teach
classesin excess of their timetabled load. Responses varied from afew timesthisyear to two or three
times per month to once per week. Thirty-one (25%) principals said that teachers have never been
asked to teach in excess of their load.

Forty-eight (39%) respondents stated that the principa and other senior staff took classes when relief
was not available. Six primary principas stated that specidist teachers such asflying start, library and
speech and drama are redeployed onto the class of an absent teacher when rdlief cannot be found.
One school stated that teacherswithout afull load are *topped up’, and another school stated that they
use teacher aides to assst more in class when relief cannot be found.

Twenty-seven (22%) schools said they had had to re-locate students temporarily to other classesthis
year when relief was not available. Sixty (49%) schools said they had never had to resort to this
practice.

In order to overcome relief difficulties, 27 (22%) schools said that teachers this year have had to
supervise two classes at the same time.

Sixty-four (52%) of principassaid they had never asked teachersto supervise two classes a the same
time.

Sixteen (13%) principas said that this year they had to cancdl classes and amagamate with other
classes. Seventy-three (59%) had never had to do this year.
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I mpact of staffing problems on teaching staff

In response to the question asking about the impact of staffing difficulties on teachers, 62 (50%)
principas stated that problems related to teachers teaching outside of field and lack of relief impact
adversdly on teacher morale and workload intheir school. Thirty three (27%) principa s stated that this
issue was either not applicable to their school or the impact was only minima. The remaining 23% of
principals did not answer this question.

Thirty five of the 62 principds spoke generdly about how staffing difficulties affected workload,
increased teacher stress and reduced non-indructiond planning time of teaching staff.

* |t meansteacherslosetheir 22 hour contact entitlement.

« Addsto stress, especially in a Category A [low socio-economic] school: tends to lower
morale and question departmental priorities.

» Itisalready adifficult place to work. Staff are generally flexible but staff shortages make
things harder and therefore potentially more stressful.

» Theassistant princpal who engagesrelief isconstantly under pressure—phonecallsandtime
spent are huge and a great impost.

» Heavy workload for subject teachers. Pressure from parents/students to change classes —
affects morale of principal.

* Vastly increased workload and stress.

* Workload is significantly increased — more time required to prepare materials and
background reading to develop confidence. Thismeanslesstime availablefor other classes
in preparing their work and marking etc. Increased stress.

Fifteen of the 62 principas who bdlieved saffing difficulties had impacted negetively, stated that as a
result of shortages of rdlief, teachers were coming to work when ill and were reluctant to engage in
professona development activities requiring relief.
Feeling of isolation and professional development often not attended because teachers are
aware of the difficulty of gaining “ good” relief.

« Teachersworry about taking sick leave. They feel guilty attending professional devel opment
which ties up relief teachers who then aren’t available for sick relief. Senior staff become
distracted and can’t attend to behaviour management etc. when on class.

» Thelack of, or difficulty in getting relief staff can often mean that staff may come to work
when they are ill rather than have their teaching program disrupted.

Eleven of the 62 principas expressed concern about teachers who are teaching outsde of their area
of expertise.
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« Thepreviousspecialist resigned after onetermciting stress. She had to teach music, PE and
library at Strahan and music and library at Zeehan. She was not trained in music, PE or
library.

» Teachersteaching outside of their field are a cause of stress which we try to monitor and
support internally.

» Teachersteaching out of arealack the background and confidence to meet the needs of their
studentsand satisfy their own expectations. Teaching becomesa very difficult and stressful
experience.

« Teaching out of area adds disproportionately to a teacher |oad — creates anxiety — students
unsettled —affects the whole organisation.

Impact of staffing problemson student learning

Sixty Sx (54%) principas sated that staffing shortages had impacted negatively on student learning and
gudent behaviour. Their view of this impact ranged from students experiencing moderate to
congderable disruption of the learning program. Twenty five principals (20%) stated that it was not
goplicable to their schoal, not an issue or that the impact was minima. The remaining 32 (26%)
principals did not respond to the question.

The sixty Sx principas who described the impact of saffing problems on student learning, spoke of

learning programs becoming digointed, assessment and monitoring fragmented and students whose

behaviour was dready of concern, ‘acting up’ because disruption to the routine was difficult for them

to accommodate. Overdl principas emphasised that students lose out when rdief gaff and

appropriately qudified short and long term staff gppointments cannot be found.

* When classes are combined it is highly difficult to have a valuable educational sessionie.
grades 2 and 6 together. The scope and potential is too diverse.

» Degspite best efforts an untrained teacher/teacher out of area cannot provide a quality
educational program when they use all their effort to stay one step ahead of the students
intheir classes.

» Sudents needs are not met. They do not enjoy their work and motivation and
achievement levels decrease.

» Behavioural problems can occur if students perceive a teacher is uncertain of subject
matter or particular teaching methodologies.

* When a teacher cannot be found with suitable expertise the quality of student learning is
affected negatively.

« Student behaviour in particular becomesworse. At the moment we have a first year
teacher qualified in early childhood teaching who isteaching a grade 8 SOSE class. This
isabig ask.
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« Studentsdo not get a fair deal. They should be taught by expertsin their field who can
draw on their knowledge and not teach a narrow focus.

» Apool of quality relief available in the Huon would enhance student learning
dramatically. The future looks grimfor relief staff in term 11 —longer term than usual.

Further comments and reactionsto staffing difficulties
Respondentswere asked if they had any additional commentsto make about saffing difficulties. Eighty
(65%0) principas responded with further views about teacher supply and demand.

Shortage of temporary replacement teachers

Fifteen (12%) principa sexpressed consderable concern about difficulty filling term vacancies of longer
than three weeks but shorter than 12 months. Some stressed that finding suitably qudified staff for
vacancies of one or two terms when permanent teachers are onvariousforms of leave—long service,
maternity, workers compensation, leave to take acting promotion positions or leave without pay — can
prove to be even more difficult than finding relief teachers.

« At the end of term |1 2000 | was looking for a maths/science teacher. At the same time,
Huonville, Rosetta, Oatlands and Claremont College were all looking for the same person.
Why would one choose to drive to Bothwell? Unfortunately ‘we ain’t seen nothing yet!’
where are the future teachers in these hard to get areas for the future when the baby
boomersretire? You don’'t have to be a rocket scientist to see the looming disaster.

* Our biggest issue is finding suitable staff for long-term relief eg. long service leave and
maternity leave.

*  Principals now seem to do most if not all recruiting of replacement teachers. Up to date
data bases at District Offices not happening. Greatest frustration is the timing of acting
appointments particularly in promoted positions. The problemfor schoolstryingto replace
staff who are successful in an acting position can cause significant problems and potential
disruption for students and parents.

« Ifaclassteacher left tomorrow | know a suitable replacement would be impossible to find
at this stage of the year.

Shortage of relief teachers

Fifteen principas (12%) said that the relief teacher shortage has become gpparent not only in rura
communitiesbut also in urban metropolitan aress. When the pool of availablerdief teachersdiminishes
both teacher qudity and teacher qudifications become an issue. Shortages had led to the employment
of considerably |ess cgpable and competent teachers. Unqualified people are gpplying for and in some
cases undertaking relief teacher work.

These comments come from principas of primary schoolsin Hobart.
« Weareexperiencing a teacher shortage! This morning 20 July we rang 42 people seeking
relief.
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« Isthelack of relief teachersthe real beginning of the looming staff shortages? The most
effective ones are generally in temporary positions replacing teachers on leave etc. Their
effectiveness on relief work brings them to the notice of principals looking for people to
replace staff onleave. This has pushed the real impact of teacher shortages‘ down theline
and we are left with fewer relief teachers and al so often less effective people or those with
less generalised or sought after skills.

» 2000isprobablythefirst year there hasbeenreal difficulty in getting suitablerelief teachers.

Need for a strategic approach to teacher supply
Twenty three principals expressed a range of concerns about teacher supply demand. These
respondents fet that if the teacher supply issue is not addressed by long term planning it will worsen.

« If the Department does not take a pro-active approach to recruiting teachersinall areasand
particularly in maths/science/information technology then there is a the very real possibly
that over the next 2/3 years a majority of classes in these subjects will be taught by
‘unqualified’ teachers.

« Thereisno long term strategy to
i retrain teachersin new areas,

ii. recruit teachers;
iii. identify future needs/trends.

* | believethisisjust the start of the difficulties we are going to face in the next few years due
to the teacher shortage. The impact on schoolsis going to be significant.

Proposed solutionsto teacher supply

Eleven (9%) principas suggested arange of short and long term solutions to teacher supply problems.

These ranged from:

« Therentroduction of studentshipswith a bonding period,;

» Theallocation of permanent supernumerary relief staff to cluster groups of schools similar
to model used on the west coast;

* Incentivesto attract relief teachers to schools more than 65 kilometres from city centres.

» Returning school based relief for teacher illness to the centre as a central function because
illnessis not a variable that can be equated with a formula.

Other issues

Seven principals expressed concerns about the pressures and workload incurred in small schools.
Greater proportions of teachers teach outsde of their field. Class teachers take on additional
respongbilities congtantly in varying roles and principals spend more time taking classes of absent
teachers.

The remaining ten principals who commented in this section stated that their schools had not been
sgnificantly affected a this stage, but were aware of difficulties experienced by other schools.
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Section 3
Teachers Survey — Teaching Outside of Field

Literaturereview

In 1999 a survey of science teaching in high and district high schools was undertaken by the then
Principa Education Officer (Science). The survey found that 37% of high school and 21% of digtrict
high school teachers lacked satisfactory academic or professond qualificationsin science. A tescher
was deemed to be academicdly qualified to teach secondary science if they had a degree in science,
a degree in education with at least two years of academic study in science, or an equivaent tertiary
qudification. A teacher was deemed to be professondly qualified to teach secondary science if they
had completed at least one year of tertiary studies focussed on the teaching of science.

A 1996 survey of Tasmanian teachers of English in high schools and digtrict high schools asked
teacherstoidentify their first and second areaof teaching specidisation. “ Zero” specidisationwasgiven
when English was not identified as either a first or second specidisation. The survey results
demongtrated that 22% of teachers of English had no training in the learning area.

It is of sgnificant concern that so many teachers are teaching science and English with no tertiary
pecidisationinthesubject areas. Effective stience and English teaching requires speciaist knowledge
and kill. Without a sound understanding of the theories and pedagogies of these learning areas, non-
pecidig teachers will find it very difficult to take onthe ideas and requirements of current curriculum
documents.

Survey design and methodology

In July 2000 a survey was sent to al AEU representatives in school and colleges who were asked to
pass the questionnaire onto teachers in their school/college who are teaching outside of ther field of
expertise. The survey specificaly asked teacherswhether they wererequired to teach outside of their
area. Definite, though ungtated pressureis sometimes gpplied, rather than aforma directive, to coerce
teachers to take on an unfamiliar teaching field. As one respondent expressed it:

. No formal training in LOTE teaching. | have not been formally ‘instructed’ to take
French class but peer and administrative pressure to ‘help out’ or ‘do a favour’ can
actually be more powerful and difficult to refusethan adirective. In mylong experience,
teachers usually have this type of pressure applied when being ‘asked’ to teach in an
unfamiliar area.

The survey was not directed towards teachers who have voluntarily or actively sought teaching in
another fidd different from their area of pre-service training in order to enrich their professond lives
or enhance their career prospects.

The survey was accompanied by aletter explaining that the object of the project wasto collect useful
information on staffing difficulties and to focus on loca experiences—the nature of the difficulties, how
they are responded to, and the effect on the work of teachers and student learning.
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Sector which out of field teachers are
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Figure3
Survey results

One hundred and seventy fiveteachersfrom 75 schoolsacrossall education digtrictsin Tasmaniastated
that they were teaching outside of their field of expertise.  Figure 1 on page 10 shows that out of field

teachers who responded to the survey are predominantly working in high schools.

The mgority of out of field teachers are in the largest age group 40 to 50, which reflectsthe average

of teachers.

Figure 4

Teachers teaching outside of field by
age group
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Employment status of teachers
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Nearly one quarter (22%) of teachers working out of field do not have permanent status. This
proportion is higher than the total proportion of temporary teachers in the teaching service, which
Miniger Wriedt described in the Parliamentary Estimates Committee of May 2000 as 14.5%.
Temporary teachers are likely to agree to teach any areaiin order to retain employment.

Areasrequired toteach in
Areas which respondents have been required to teach in and the number of respondents citing them
include:

« Maths3l

» Science 16

» Information Technology 16
« English 16

« Primary Education15

» Ealy Childhood Education14
« SOSE 14

»  Specid education, incluson support 13
* Physcd Education and Hedth10

« LOTE9
e Muscb6
* Hying Sat5
« MDT5

» Other areasinclude: agriculture, art, business sudies, child studies, driver education, dectronics,
food technology, home economics, library, sex education, speech and drama, swvimming, work
studiesand VET subjects.

Areastrained and/or experienced to teach in
*  Primary education 25
» Early childhood education 24
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« Artl7

« English + other subject area 17

» Materids Design and Technology 16
» Physicd Education and Hedlth 16

« Home Economics 15

» SOSE + other subject area 8
» Maths + other subject area 8

« LOTE7Y
» Science + other subject area 5
e Musc4

e Budnessdudies4

» Other areas mentioned include English as a second language, counsdlling, history, geography,
psychology, sociology, Speech and dramaand library.

Comparisons of the areas of expertise versus the area in which the teachers are teaching show some
trendsand patternsemerging. Clearly thereisinsufficient numbersof quaified teachersin certainat risk
subj ect areas such asmaths, science and information technol ogy, to meet the demand for tuitioninthese
subjects. Consequently teacherswho do not have the pre-service background theory and knowledge
have been asked to teach unfamiliar subjects.

Inthe area of specid education and students with disabilities, teachers have for some time been asked
to provide learning programs to students without any background knowledge, understanding or
professiona development in relation to the specific disability or educationd outcomes that might be
reasonably be expected from such a student. Prior to the incluson of students with disabilities in
schools, special education was once regarded as an area of expertise where it was considered
goppropriate to hold a graduate diplomain specid education.

Hying Start in primary schools has suffered in recent years from the withdrawa of leadership at the
centre and lack of on-going training for new teachers coming into this area.

In the post-primary area teachers of art, home economics, physica education English and materias
design and technology were most frequently asked to teach outside of their area of training. Home
economics and MDT were once compulsory gender based subjects; the former exclusively taken by
girsandthelatter exclusively taken by boys. To someextent, changesin society and culture of sudents
have led them away from these subjectstowards non-gendered areas of study. Both girlsand boysare
choosing dternative subjects.

Teacherswho did their pre-service education in art tended to only have this one teaching areabecause
of the nature of their university course —adegree in visud art plus adiplomaof education. Art isonly
one subject in the artslearning areadong with drama, music and media studies. Home economics and
MDT have to an extent aso been single specidities.

Inother aressit isless clear why teachers should be required to teach in areas different from their area
of preference. In early childhood, primary education, English and SOSE it seemsthat there could be
better matching of teachers with learning areas and school needs.
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outside of field of expertise
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The above figure shows that 42% of teachers working in out of fidd have .4 or less of their teaching
load in the unfamiliar area. Given that the survey did not ask whether the respondents were full time
or part time, this may in some cases be their whole ingructiond load. Fifty eight percent of teachers
who are required to teach outside of area are teaching more than .5 in the area which they were not
trained to teach in. Almost one quarter of respondents (22%) were teaching full timein an areawhich
they do not have the expertise to teach in.

Support provided to teach out of field

Teachers were asked what support they had been givenin order to be ableto teach the unfamiliar area
more effectively.

35 (20%) teachers said they had received no support and assi stance whatsoever.

61 (35%) teachers had received collegia support. Thissupport varied in level and quality. Teaching
colleagues were frequently over worked and have minima time to assst. In some schools formal
arrangementsinvolving timeoff class, visitsto other classes, team teaching and ass sancewith resources
were implemented.

» Close working relationship with teaching partner, time off class and regular progress
meetings.

« Very supportive — given time off work to work with another teacher in the area out of
school. Saff within the school very supportive.

» Colleagues helping out of the goodness of their hearts! Colleagues are NOT paid to help |
thisrespect and are, in fact, often quite burdened. Giving up their own time to help.

* Initially little. Have now a mentor. He helps with work to be done (when he has time). |
have had two lessons off to look at other science classesin action.
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A further 66 (38%) teachers stated that they had received some professona development. This has
varied from a hadf day to more on-going support. Some indicated that they undertook the three day
Educationd programs Branch course “Teaching in aNew Learning Ared’ at the beginning of the year.
Some teachers on the north-west coast expressed concern that the course was cancelled in that area.

However, the retraining, professiond learning and extratime needed to plan and cometo gripswith the
new subject matter has rarely been available.

e During thelast 18 months | have had extensive PD (INISSS Program).

« SomePD. Completed four modulesin computing.

» Half day of PD out of class, rest in own time at home. Copies of software provided etc.

« | havebeeninvolved withalot of PD inthe VET area and have gained support by attending
these. Note the funding of these programs allows for this PD.

* Professional development seminar run by professional |earning services — ongoing support
from Letitia House — however, recognition of need for extratimeto plan etc., isnot obvious
at the school level.

Effect of on morale and workload of working in an unfamiliar area
Teachers were asked about the effect of teaching outside of area on their morale and workload.

Sixty-one (35%) dtated they had enjoyed the chalenge and extended their skills athough they
recognised that their workload had increased significantly.

Extended my skills. Happy to be where | am, but it would be niceto have ayear inthearea
at which I'mtrained.

» It hasincreased my confidence in my abilities and made me a more adaptable teacher. My
workload is high.

o | enjoyit. | like the challenge and I’'m happy to broaden my skills. Organisation and
resour ces has made a big impact on workload (increase).

« I'm comfortable with the out of field teaching and would like to continue working in the
early childhood area.

One hundred and e even (63%) teachers stated that they have experienced and continue to experience
anumber of difficulties, ranging from massvely increased workload, stress, loss of self-confidence and

fedings of inadequacy.
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* Verysdtressful. Hugeincrease in preparation time. Consequently all marking is done at
home and some preparation. Lack of solid subject background means an inability to
talk/discuss issues to any great depth in class.

» Feel snowed under. Out of area planning and assessment takes disproportionate amount
of time. Lesstime for planning in area (ie. French). Feel frustrated. Also as part-time
teacher | amsuing a LOT of my time off to plan and assess.

» Increased lack of self-confidence with relation to subject areas; eg. Maths Science, also
behaviour management. Increased workload in order to add to, change and update
skills.

 Have had to visit a doctor for stress. Also a counsdllor for the same reason. Home life
has also been affected.

Effect on student learning
Ninety eight (56%) teachers fet there was no sgnificantly detrimental effect to student learning.
Although some of these teachers expressed reservations about their lack of depth of subject
knowledge, they felt through their preparation and enthusiasm, the effect on student learning had,
hopefully, been minima. Some teachers had received strong support in their school and expressed a
desreto Say inthe new field.
| believe that students can benefit from contact from a variety of people with a variety of
backgrounds and perspectives. The question is — does the person have the depth of
background to teach this subject, the relevant strategies for the delivery and the support of
PD?

» Students have not been affected unduly. Top achievers may not be fully extended.

» | suppose they may not have had the best quality English instruction. Hopefully, they have
not suffered too much. | have tried hard to give quality instruction.

» Theearly childhood area issomething | want to continuewith. 1’ mgetting plenty of support
and professional development so the effect on student learning is positive.

Seventy teachers (40%) felt that students were not receiving the level of expertisethey have aright to
recaeive. These teachers were not confident they had the breadth and depth of knowledge to teach
certain topics thoroughly. Student learning had been adversely affected.

» | fedl students haven't learnt as good as computer skills as they would have with a trained
teacher. | am currently teaching Publisher and have no idea how to.

» Theteaching (despitemy best efforts) isnot to the same standard as a teacher trained inthe
area.

« Different student learning styles are not being met. Students’ knowledge of topics studied
is superficial —no real in-depth analysis takes place beyond what materials have been
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prepared for that particular lesson. Most learning/lessons involve the use of handouts
because | need something to work from!

o | feel the students don't benefit at all. Their timeiswasted and so is mine.

Unmet training and professional development needs
Teacherswere asked whether they had any unmet training or professiona devel opment needsand how
their needs could be best met.

Only 14 (8%) of respondents fdlt that they had no further training or professona development needs
intheir out of field learning area. The overwhelmingly major of respondents (77%) felt they had never
been given the time, retraining and professiond learning to understand the unfamiliar areaand be able
to assmilate the learning into meaningful classsoom programs. Teechers have cdled for more
concentrated training and professiona development courses of longer duration than one day and the
provison of reief to attend during school time.

Much moretime on IT computers. There are simply not enough hoursin a day to become
proficient when there is so much elseto do.

» Teachersare expected to take on out of area classeswith only a minimumor warning. Very
little information, apart from the curriculum and some suggested topics of study are given
to them. A few hoursretraining with an experienced teacher would help.

* Recognition of increased pressure and workload when teaching out of area and sharing
classes with other teachers. Reduced contact time to allow adequate planning.

» If the Department would like a more flexible teaching staff they have to be prepared to pay
for it, eg. team teaching situations, professional development and ‘student-teacher’
observation time, etc. all parties must be happy with the situation!

« Relevant and real retraining — not some airy fairy touchy feely day session to get our
grievances off your chest.

» If I amto continue in this area | need teaching skills for LOTE plus a course in language
content..

Other teachersexpressed adesireto beretained in the areaswherethey are qudified and experienced.

Clearly, no serious attempt is made within the system to retrain teachers who are required to teach
outsde of their field. Teachers who have been asked to teachin an unfamiliar areaneed an intensive,
dedicated course of sudy. For example, the Western Austrdian Department of Education recently
retrained 25 teachers to enable them to teach maths a amilar area of shortage to Tasmania. Each
teacher was given a ten week training course prior to any expectation that they teach maths in the
classroom.

Teacher Supply and Demand Survey - Tasmania 51



Section 4
Case studies of teaching staff difficulties

Case Study 1

High School A

The school is located in atown of declining population, drawing part of their intake from a housing
commission area. Overal the school has ardatively high economic needsindex in an areawhichhas
proportiondity the highest unemployment in Tasmania. A number of the school’ s parents have socid,
emotiond and financia problems.

On one Monday in August 2000 three staff wereoff Sck. It wasimpossibleto find any relief teachers
from the rdlief teacher agency, so exising staff had to teach additiona classes during that week. The
principa and the two assistant principas take whatever classes of absent sick teachersthey can, then
any daff member who is under the avard maximum load picks up asupervison. Every effort ismade
not to breach the award, nevertheless, every staff member does an average of one supervison of 50
minutes per week.

This year the Stuation with regard to shortages of staff hasreached crisspoint. Thetemporary teacher
register isout of date. In filling term vacanciesit is down to ‘teachers of last resort’ ie. those who are
enrolled for their Bachelor of Education degree externdly but have failed their practice teaching
sessons.

If ateacher leaves in mid-year it can prove impossble to find a qudified teacher to replace them. A
recent advertisement in dl the Tasmanian newspapers was totdly ineffectud in finding a qudified
teacher in English and drama from mid-year until the end of the year. A person with an English and
drama background but no teaching qudifications has been employed at the present moment. Other
teacherswho are asssting and supporting this person are having their workl oad added to considerably
and being placed under enormous stress.

Recently the school was again forced to make the difficult decison to drop LOTE from the school
curriculum following the resignation of the school’s LOTE teecher. This s the second time in three
yearsthat the LOTE program has been abandoned because of acriticaly short LOTE resourcein this
area. A greet ded of Federd Government money has been spent implementing LOTE in the associated
primary schools but unfortunately when these students reach high school the program cannot sustained.

Case study 2
High school B
The schoal islocated in asmal country town with ahigh incidence of unemployment and rurd poverty.

Mid term vacancies until the end of the year are very difficult to fill. The Situation has becometighter.
Thereis areduction in the numbers of teachers available compared with previousyears. A teacher of
maths/science resgned mid year because of afamily issue. The temporary teacher register was out of
date. By the middle of the year teachers have been chosen by the private sector or have left Tasmania
for the mainland or overseas. The remaining teachers on the register are those who have experienced
difficulties with the quality of their teaching in other schools and could not be considered without
bringing disrepute to the school. After an advertisement was placed in dl daily newspapersaqualified
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technology (not maths/science) teacher was found. At the end of second term another maths/science
teacher isgoing on long service leave. The schoal is hoping to employ ateacher in thar forth or fifth
year of pre-service study. If thisis not possible the school will be in dire circumstances.

Thereisasmdl group of relief teachersinthe area. There are some days, particularly in second term
when illness rates are high in the school community are o high thet it is impossible to engage a relief
teacher for theday. Studentswho are enrolled externdly inthe Bachelor of Educationinther third and
forth year are used for relief teaching. Finding relief teachers can be very time consuming. It is
necessary to start phoning a 7.00 am.

With regard to generd Saffing;, maths, science and music postions are difficult to fill. LOTE is
impossble. The school has not offered LOTE in grade 7 and 8 from 2000. Students wishing to study
aLOTE inyears 9 and 10 must enrol with the Tasmanian Opening Learning Service (TOLYS).

Casestudy 3
High School C
This high school islocated in aremote rurd area.

All staffing vacancies present problems when they occur throughout the year. The school principa
believes that as much as possible needs to be done to fill dl known vacancies arisng throughout the
year from variousformsof leave eg. long service and maternity leave beforethe start of the school yeer.

Recently the replacement teacher for a staff member on leave presented with amedid certificate and
disappeared. If ateacher isnot fromtheloca pool of emergency relief teachersthen they arelikely to
vacate the area soon after arrivd. Teachers who come from urban areas tend to be those with
problems and a range of emotiond ‘baggage’. The principa suggests that there needs to be better
advance planing for term vacancies. Known vacancies arisng during the year can be advertised a the
end of thepreviousyear. A number of young pre-service graduates are prepared to wait for job offers,
but when nothing arises go to he mainland.

The school does not have a qudified information technology (IT) teacher. An IT graduate who had
received a scholarship from the state government was gppointed at the beginning of the year. The
scholarship holder went to the mainland and found employment not long after the school year started,
leaving the schoal inthelurch. Thereisno system of bonding scholarship holdersto teaching in the Sate
government service so the graduate did not have of serve a particular length of time with the state
teaching service. Subsequently, an MDT teacher on Staff agreed to take respongbility for IT at the
school.

Two teachers are working towards completion of their pre-service education. A teacher in histhird
year, externd, of the Bachelor of Education pre-service degree teaches music in the school and one
of the rdlief teachers who commenced work withthe school thisyeer isin hisfirst year of the Bachelor
of Education degree.
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Case study 4
District High School A
The school islocated in town in aremote isolated part of the Sate.

Short term vacancies are extremely difficulty to fill. One teacher who is pregnant will leave at the end
of second term. Next year one of the assstant principalsis going on long serviceleave. Both of these
vacancies will creste problems. The school will have to advertise. Possbly there will not be anyone
interested. Thebest hope of filling the non-promoted position iswith apre-serviceteacher in their forth
or fifth year or with ateacher from Victoria

The school has an overquota teacher centraly supplied for relief purposes only, which isessentia due
to the remoteness of thetown. However, prior to amagamation of the primary school and high school
into one digtrict high school catering for kindergarten to year 12, two over quota rdlief teachers (one
for the high school and one for the primary school) were avallable. This reduction has led to greater
difficultieswith relief provison this year. The school can only use ardlief teacher for ablock of time
and accommodate them in thair vigtor' sflat. Daly relief from out of town isimpossible asthe distance
is too far and the cost of petrol is too much to justify one day’s work. There are two people in the
town with degreesbut no teaching qudificationswho are dso employed by the school to providerdief.

Shortagesare compounded inthisisolated areabecause of alack of attractiveness. Invariably, teechers
are socialy isolated and subjected to higher costs of living. These cogsare only partidly offset by an
isolaion dlowance. Staffing schools in these areas would be made more attractive by incentives for
trandferring to this school. The AEU is currently working with the Department of Education to
implement an incentives packages from 2001 onwards.

Teacher accommodation has been run down year by year and has reached the point where some
dlocation is substandard and other houses are bardly fit for habitation. The budget alocation for
mai ntenance was devolved to schools from central funding someyearsago. Thisisinadequate for the
maintenance, let done for upgrading of accommodetion. In order to ensure quality teacher housingin
the town, a mgor and immediate injection of funding is necessary, coupled with an increase in the
annua dlocation for maintenance.

Case study 5
District High School B
A didtrict high school inarurd location

The school principa sees the teacher supply issue as having become worse very quickly. At the end
of last year he spent daystrying to find teaching staff. During the 2000 year, finding staff for three short
term vacancies which arose through leave without pay, a promotion and maternity leave has been even
more problematic and frustrating. The school began casting around at the end of first term and working
with the Didtrict Office to replace ateacher in the middle school areawho was due to go on maternity
leave on 14 August. They were hoping to attract a university student from the forth year of the
Bachdlor of Education degree, but no-one was forthcoming. In the end, additiona funding was
provided through the Digtrict Office to employ teacher assstants to take the classes of the teacher on
leave.
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Because of the staffing difficulties, saff at the school work hard to keep up morde. Senior staff pick
up additiond classes when reief teachers cannot be found. However with the principd fearsthat with
the deteriorating staffing Stuation goodwill is becoming threatened and will eventudly run out.

Case study 6

Finding staff in tough times (one school’ s experience)

Finding suitably qudified staff to fill vacancies, which arise mid year, can be both time consuming,
frugtrating and sometimes fruitless. Every available must be canvassed.

Contact Digtrict Office. Digtrict Office hasaregister of temporary teachers, but thisisout of date.
Contact the Relief Teacher Agency.

Some teachers who are not on the temporary teachers register (arrived in Tasmania after the
register closed) have left their names with Didtrict Office and may gtill be available for work.
Check other schools in the area for names of teachers who have approached the school looking
for work and have |eft their curriculum vitae with the principd.

AsK part-time gaff in the school and nearby schoolsif they would like anincreasein their workload
eg .6 to full time,

AsK aff if they know of any teachers seeking employment.

Advertisein dl Tasmanian daily newspapers. This requires Departmenta permission which isnot
easy to obtain and can be very expensive.
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SUMMARY OF FINDINGS

1 The AEU (Vic) conducted a teacher supply and demand survey of Victorian government
schools in November 2000. 518 responses were received - 31.8% of al schools.

2. The findings reved that teacher supply is a serious problem in certain parts of the ate and in
certain curriculum areas and a growing concern for most schools.

3. Evidence of a growing teacher shortage is most apparent in alack of Casud Relief Teachers
(CRTs), alack of applicantsfor postions, aconcern about the qudity of CRTsand applicants
and shortages in specific curriculum aress.

4, Around 50% of dl schools indicated thet they were having difficulties finding CRTs. The
problem is Sgnificantly greater in country areas, risng to 62.3% of schoolsin Gippdand and
67.4% in Goulburn North East. Primary schools and specia schools report grester difficulties
than secondary collegesin finding CRTs.

5. The use of teacher supply agencies varies considerably across the state. While 82.6% of
Western Metropolitan Region schools reported using agencies, this fell to 49.4% in Eagtern
Metropolitan Region and to very low levelsin mogt of the country Regions (3.6% in Loddon
Campaspe Madlee). The degree of satisfaction with the agencies performance varied, with
some schools dissatisfied with the avallability and quality of agency-supplied CRTs.

6. 88.6% of secondary colleges reported that they had specific hard to staff areas within the
curriculum. They identified Technology (Wood/Meta etc), LOTE, Science, Maths and
Information Technology as the mogt difficult to saff curriculum areas. Primary schools
nominated LOTE. How hard to staff the areas were related to geographic area.

7. 57.9% of secondary schools reported that they had teachers teaching outside of their area of
curriculum expertise. Thisroseto 77.1% in rura and remote secondaries.

8. 41.7% of al schools reported that the lack of Casual Relief Teachers had affected school
programs and/or teacher leave and professiona development. Thisfigureroseto over 50% for
Western Metropolitan, Goulburn North East and Gippdand Regions. The impact aso varied
according to the type of school, ranging from 27.5% in secondary schools, 45% in primary
schoals, 57.4% in rurd and remote primaries and 70% in specia schools.

9. The impact of the lack of CRTs was far-reaching on those schools most affected by the
shortage. Itincluded thereorgani sation of timetabl es, disruption of specidist programs, doubling
up and splitting of classes, inability of teachers to take leave and professond development,
more extra classes for teachers, an increase in the teaching time of principals and a negative
impact on teachers hedth.
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Background

The teacher supply and demand report from the Australian Deans of Education (Preston, 2000),
covering the years 2000 to 2005, paints a deteriorating supply picture for Victoria

On Pregton's figures graduates from the universities will be ableto fill 92.3% of the expected demand
for primary teachersin Victorian government and non-government schools in 2001 (ie 100 teachers
short) and 67.8% in 2005 (560 short). Secondary graduates from teacher education courseswill meet
87.5% of demand in 2001 (200 short) and 59.5% in 2005 (1000 short).

Thesefigureshowever, are an underestimate of the situation. Whilethey incorporate the extra433 early
years teachers employed in primary schools this year, they do not include the additiona 213 teachers
for sudentswith specia learning needsor the 250 welfare coordinatorsemployed in secondary colleges
in2000. They dso leave out the 2001 staffing commitments - 350 additiond primary teachersand 300
plus additiona secondary teachers.

A second source of information about the supply and demand situation in Victorian government schools
comesfrom the Teacher Supply and Demand Reference Group established in 2000 by the Department
of Education Employment and Training (DEET). The Reference Group ismade up of DEET personnd
and representatives from the AEU, principa groups and the Deans of Education. Recently the Cathalic
Education Office and the Victorian Independent Education Union have been added.

The setting up of this Reference Group isone of thefirst Sgnsof the changein attitude to teacher supply
which has been brought about by the change in Government in Victoria. Under Kennett, the Victorian
Government's public pogtion wasthat no matter what was happening e sewherein Audrdia, therewere
no exigting or anticipated teacher shortagesin Victoria. Evidence suggeststhat the previous Government
was concerned about the linking of its employment policies (eg the preference for fixed term contract
teachers) to supply difficulties and any strengthening of the bargaining position of the AEU.

The Reference Group hasbeen provided with DEET informeation about teacher supply and demand and
proposed strategies to address the anticipated shortfalls in specific subject areas and hard-to-staff
geographic locations. The mgor source of information about supply has come from apaper andysing
enrolmentsin Victorian Pre-Service Teacher Education Courses(Liley, 2000, unpub.). Over the period
of the 1990s Victoria suffered a Sgnificant reduction in the numbers of students enrolled in teacher
education courses. In 1991 therewere 5126 first year enrolments. By 1995 (the lowest point) this had
falen to 2921 and climbed back to 3842 by 2000. The mgor drop in enrolments took place in the
secondary courses which fell from 2869 in 1991 to 1216 in 1995 and climbed back to 1735 in 2000.
One pogitive offset in terms of supply has been the movement from undergraduate to (the shorter)
postgraduate courses. In 1991 26.9% of first year enrolments were in postgraduate courses. By 2000
this had risen to 45.8%. In secondary courses the figure rose from 45.1% in 1991 to 70.1%in 2000.

Crucid to any consderation of secondary school teacher supply isthe number of sudents enrolled in
each of the subject teaching methods in secondary pre-service courses. While some areas appear
"hedthy” in terms of anticipated demand, others are clearly in trouble. In a DEET-contracted survey
of anticipated shortages of teachersin government secondary schools, princi pasidentified thefollowing
subjects as areas where they anticipated shortages: Maths (158 principals), Science (111), Info. Tech.
(96), Indonesian (80), Technology Studies (68), Physics (59), Japanese (53), Classroom Music (46),
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Physicd Education (43), Wood Technology (34), Accounting (31), Chemistry (28), Drama (25),
French (25), Metd Technology (25), English (22), German (19), Itdian (19). In the following table
these anticipated shortages are placed dongside the numbers of students in the relevant secondary
method in dl Victorian university coursesin the Y ear 2000.

Number of Government Secondary School Principals Anticipating Shortages in Particular
Subject Areasand Numbersof Final Year Studentsin the Associated Teaching Methods

Subject No of Principals Sec. Teach. Methods
. Enrolments (Final
Year- 2000)
Maths 158 167
Science 111 303
Info. Tech. 96 67
Indonesian 80 19
Technology Studies 68 1
Physics 59 41
Japanese 53 29
Classroom Music 46 120
Physcd Education 43 269
Wood Technology 34 0
Accounting 31 1
Chemigry 28 85
Drama 25 80
French 25 14

Metd Technology 25 0
English 22 393
German 19 12
Itdian 19 6

(Source: D Muller and Associates unpub. and Liley)

The teaching method figures do not equate to numbers of potential graduates available to the
government school system. They represent enrolmentsin the different teaching methods, with each find
year student enrolled in two methods. Non-government schools are estimated to gain 35-38% of
graduating secondary teachers (as compared to around 30% in primary). In addition, up to 20% of the
total number of graduates may not be available to commence teaching in 2001.
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AEU SURVEY
Introduction

In November 2000 the AEU (Vic) carried out a teacher supply and demand survey of Victorian
Government schools asking principas to respond to the following questions:

1 Are there any particular hard to taff areas (e.g. year levels, subject areas, specidist g&ff), in
your school ?

2. To your knowledge, do you have any teachersteaching classesoutside of their area of teacher-
training and expertise?

3. a) Areyou able to access CRTs readily?
b) Doyou use CRT agencies?

C) Has lack of accessto CRTs affected programs or affected teachers access to
professond development or leave?

4, How would you sum up the main staffing issues a your school? How serious a problem are
these issues? Are there any issues/problems looming in the future?

518 responseswerereceved, representing 31.8% of al government schoolsin Victoria Theresponses
were fairly evenly divided amongs the four metropolitan and five country school regions:

Metropolitan Regions.  Overdl (31.1%), Western (33.1%), Northern (33.5%), Eastern (33.6%),
Southern (25.4%)

Country Regions. Overdl (32.5%), Barwon South West (35.7%), Central Highlands
Wimmera (31.3%), Loddon Campaspe Mallee (35.1%), Goulburn
North East (26.6%), Gippdand (34.0%)

Statewide Results
The results for the state as awhole for the first three questions were:

Quegion1l:  Arethere any particular hard to Staff areas (e.g. year levels, subject aress,
pecidigt saff) in your school ?

YES 59.4% NO  40.6%
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Quedtion2:  To your knowledge, do you have any teachers teaching classes outside of their
area of teacher-training and expertise?

YES 28.4% NO 71.6%
Question 3 a): Areyou able to access CRTs readlily?
YES 50.1% NO  49.9%
b): Doyouuse CRT agencies?
YES 41.4% NO  58.6%

c): Haslack of accessto CRTs affected programs or affected teachers access to
professona development or leave?

YES 41.7% NO 58.3%

Metro and Country Differences

Sonificant differences emerge in two questions when the responses are broken up into the DEET
metropolitanand country Regions. While44.4% of metro schoolssay that they havedifficulty ng
CRTs, thisrisesto 55.3% in country Regions. An even gregter difference between metro and country
Regions arises in relation to the use of CRT agencies. While 60.9% of metro schools use these
agencies, this falls to 20.8% in the country. The differences between metro and country Regions are
relatively minor (3-4%) in relation to the use of teachersteaching outside of their areas of expertisesand
the impact of CRT availability on programs, PD and leave.

Quegion1l:  Arethere any particular hard to staff areas (e.g. year levels, subject aress,
Specidist gaff,) in your school?

Metro YES 59.5% NO  40.5%

Country YES 59.1% NO  40.9%

Quegtion2:  To your knowledge, do you have any teachers teaching classes outside of their
area of teacher-training and expertise?

Metro YES 26.7% NO 73.3%

Country YES 30.0% NO  70.0%
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Question 3 @):
Metro

Country

b):
Metro

Country

C):

Metro

Country

Areyou able to access CRTs readily?

YES 55.6% NO

YES 44.7% NO

Doyou use CRT agencies?

YES 60.9% NO

YES 20.8% NO

44.4%

55.3%

39.1%

79.2%

Has lack of accessto CRTs affected programs or affected teachers access to
professona development or leave?

YES 39.8% NO

YES 43.3% NO

Regional Analysis

60.2%

56.7%

The andlysis of differences between metro and country is enhanced when the responses are further

Question 1.

Are there any particular hard to staff areas in your school?

Percentage
5 8 8 8 8 8 3 8
]

o

Region

OYes

Figure 1

broken up into the nine
DEET Regions. Among the
metro Regions, for example,
moreWestern and Northern
schools have hard-to-staff
areas within the curriculum
as compared to Eastern and
Southern schools. Among
the country Regions, fewer
schools in Barwon South
West indicate that they have
hard-to-staff areas than
dather any of the other
country or the metro
Regions. The other four
country Regions ae dl
above the statewide
average.
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Question 2.

To your knowledge, do you have any teachers teaching classes
outside of their area of teacher-training and expertise?

For quedion 2, dgnificantly more
schools in Western and Northern
Metro Regions (28-29%) have

teachers teaching outside of ther

areas of expertise than those in the
Eastern Region (23%). There are
v aso some mgjor variations between
@No schools in the different country
Regions. In  Centrd Highlands
Wimmera 42.9 % of dl schoolshave
teachersteaching outsde of their area
of expertise. Loddon Campaspe
Mallee has 36.2%. At the other end
Goulburn North East has only

Figure 2

Thereislittle variation between metro
Regions in terms of their ability to
access CRTs - the range is 56.5% in
Southern  compared to 53.7% in
Northern. Over hdf of dl schoolsin
metro Regions report being able to
access CRTsreadily. In the country
only Barwon South West (60.4%)
and Centrd Highlands Wimmera
(52.4%) have over 50% of their
schools reporting ready access.
Loddon Campaspe Madlee has
40.7%, Gippdand 37.7% and
Goulburn North East just 32.6%.

21.3%.

Question 3a.
Are you able to access CRTs readily?

®
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Region

Question 3b.
Do you use CRT Agencies?

Percentage

gYey
@ No

Figure 3

Thereare contrastswithinthemetro Regions, and
stark contrasts between metro and country
Regions, in terms of their use of CRT agencies.
WesternMetro (82.6%) standsout asthe Region
which has the grestest use of agenciesto access
CRTs. The other metro Regions range between
49.4% (Eastern) and 61.2%. Inthe country only
Barwon South West schools have any significant
use of the CRT agencies. The other country
Regions range from 22.6% in Gippdand to 3.6%
in Loddon Campaspe Mallee.
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Question 3c.
Has lack of access to CRTs affected programs or affected teachers
access to professional development or leave?

O Yes
No

Percentage
Py
o

Figure 5

Type of School

The differences which emerge in
Quedtion 3c are across the metro
and country Regions. Western
Metro, Goulburn North East and
Gippdand dl have a least 50% of
their schools reporting that lack of
accessto CRTsaffected programs
or afected teachers access to
professionda development or leave.
At the other end of the scae
Eastern Metro Regionhad 29.6%,
Central Highlands Wimmera
31.7% and Barwon South West
34.0%.

A second andyssof theresponses, intermsof thetype of school, reved s differences between primary,
secondary, primary/secondary and specia schools. Thisandysisa soincludestwo groupingsof schools

which can be classfied as

"gnd| rurd and remote’. The Question L.

Are there any particular had to staff areas in your school?

fird group is a sub-set of

secondary and primary/ 10

secondary; the second a sub- % __

st of primary schools. &

In response to the firs

O Yes

Percentage

guestion, 88.6% of all

to gaff curriculum aress at
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@ No
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thair school. This contrasts to .
75% of specid schools and & é‘&

60
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0
secondary schools indicated o
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Figure 6
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To your knowledge, do you have any teachers teaching classes
outside of their area of teacher-training and expertise?

57.9% of secondary
Question 2. schools report that they
have teachers teaching
classes outsde of ther
areas o f

100
9 expertisetraning.  This
° 38 ] compares to 77.1% of
& 60 —— rural and remote
§ ig No secondaries and 90% of
g 30 primary/secondary
il schools (from a smdll
0 ; ; S : : tota number and mainly
. ‘ rurd P-12s).
4 Q@ f Q«K}& eﬁg& f @6&&
)£$<§‘
Type of School * Sub-set of Sec & Prim/Sec
# Sub-set of Primary
Figure 7
Special schools (80%) and Ouestion 3a

rurd and remote primary
schools (65.1%) report the
most  difficulties in finding
Casual Relief Teachers. This
contrasts to 50.3% of
primaries and 42.5% of
secondaries.

Areyou able to access CRT's readily?

90
80
70

o 60
{@)]
£ 50 B M B VYes

S 401 BNo
& 301

%&@@X@f’éﬁe@ &

&
@{gﬁé& gzg’éo
N
£
* Sub-set of Sec &
T f School
ype of Schoo Prim/Sec
Figure 8
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Question 3b.

Do you use CRT agencies?
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Primary schools appear
to have a dgnificantly
higher usage of CRT

agencies than
secondary schools.
48.2% of primaries

report that they use
these agencies as
compared to 28.2% of
secondaries. While the
use of agencies by rura
and remote schoals is
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Hard to Staff Curriculum and Program Areas

As part of Question 1, schools were asked to identify any areas they were finding hard to gaff. The
subject areas nominated by secondary schools were generaly smilar to those identified by DEET in
the contracted research quoted earlier in thisreport. There are some differencesin the order of priority
but these may be due to the tabulating methodologies used. The most common area of shortage
nominated in the responses was Technology with Wood as the most commonly identified component
withinthisfield of study. Second was LOTE with Japanese and Indonesian as the mgor components.
In third place was Science with Physics the most common area of shortage within thefield. Mathsand
I'T were the other mgor shortage areasidentified. The following table lists the ten most common aress
of shortage identified by schoals.

Hard to Staff Curriculum Areas Nominated by Secondary Schools

Subject Number of Schools

1 Technology 58
2. LOTE 49
3. Science 37
4. Maths 27
5. Information Technology 26
6. Musc 10
7. Physca Education 8
8. Home Economics 7
9=. Drama 6
9=. English 6

Many secondary schools made commentsin their responsesto emphasisewhat " difficult to staff" meant
to them.

"We have not had atrained teecher for four yearsin LOTE" (smdl rurd school)

"Replacing aMaths-Science teacher on leave has been achalenge for over two years. Almost the only
gpplicants have been from overseas with no training or experience". (western suburbs school)

"We spent $3,500 in advertising, employment agency fees and travel plus six monthsin time to get a
musc teecher." (amdl rurd schoal)

"As aremote school any position is difficult to fill from principd to CRT. We have only 4 secondary
trained CRTsin the area. Next year we have aone year contract for Home Economics and aoneterm
contract for Maths/Science - no takers. There were no applicants for a recently advertised principal
position”. (remote school)
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While the generdist nature of the primary curriculum meant that Question One was seen as more
relevant to secondary colleges, 139 primary schools made some sort of written comment about hard
to staff program/curriculum aress. The most commonly cited areas of shortagein primary schoolswere
LOTE (58 responses) and Music (37 responses). Other curriculum areaswere PE (13), Art (10), I T(7)
and Reading Recovery (7). Apart from these specific curriculum areas, 34 schools nominated
CRTg/short term vacancies as their mgjor staffing problem and 15 identified suitable teachers for
Grades 5 and 6. In addition, a Sgnificant number of specid schools reported difficulties in obtaining
teachers with specid education qudifications.

Teachers Teaching Outside of Curriculum Area

While aclear mgority of secondary colleges indicated that they had teachers teaching outside of their
aress of expertise, most of them commented that this issue was less one of immediate concern than a
deve oping problemwhich they expected to get worsein thefuture. Themain curriculum aressidentified
were Technology, Information Technology, Science and Maths. Other areas mentioned include PE,
Sport (PASE), Dramaand LOTE. For some schoals, particularly thoseinrura and remoteareaswhere
over three quarters reported having teachers teaching outside of their area, the problem is aready
Cresting concern.

"In asmal schoal this becomes an unfortunate necessity. 7 out of 20 teachers are working outside of
their area of expertise (usudly one or two classes).” (school on regiond city outskirts.)

"A sgnificant issue. More and more we are being forced to place saff into classes which they have not
been technically trained for." (small rura school)

One city school which saw this issue as a "huge problem” commented that their dilemma was the
curriculumimbalance of their saff. "' So many SOSE teachers. Too few teachersin areas of Maths, PE,
Information Technology, LOTE".

The mgor concern for primary schoolswas, on one hand the large number of teachersteaching LOTE
without any forma qudifications or with limited PD/training, and on the other the use of LOTE
gpecididgs (“"ingructors') without teacher training.

CRTs- Accessibility

Thereiswidespread agreement among schools that CRTs are becoming harder to get. A spectrum of
need exigts ranging from those schools which complain about adeclinein qudity of the available CRT
pool to those where program/timetable changes and leave and PD redtrictions are now a matter of
course. Normd difficultiesturn into acrisisfor schools experiencing chronic CRT shortageswhen they
receive late notification of ateacher'sillness (ie when they receive acal onthemorning of the absence),
during winter in Terms 2 and 3 and when there is didtrict or regiond PD.

"This year we have had about 6 days where | have not been able to cover saff" (inner city primary
schoal)
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"Generdly we are able to access CRTseveniif it involves 40 plus phonecalls' (remote primary school)

"Can dill get CRTs but cdlibre is area question. There are o many whom we employ once only."
(western suburbs secondary college)

"Itisvery difficult (Amost impossble) to access CRTswhen absenceisphonedininthemorning” (outer
suburban primary school)

Schools which haveapool of regular CRTs seem the most satisfied with the supply and qudity of relief
teachers. Some school s express concern that their pool isbeginning to dry up. Othersindicatethat they
areincreasingly using retirees (the 54/11s).

Teacher Supply Agencies

Teacher supply agencies appear to be amixed blessng. Asthe squeeze on bility of CRTs has
increased, more schools gppear to be trying out the agencies as another possible source of supply.
Some schools seem stisfied with the leve of supply from agencies, while others report that agencies
have been unable to provide rdief teachers when they needed them. The indications are that the
agencies are finding it difficult to keep CRTs on their books.

"About one day in ten, we are unable to find any CRTsthrough agencies.” (city fringes primary school)

"At the end of Term 3 one agency was 20 teachers short and the other one had noone”. (inner city
primary school)

| have requested a CRT from an agency on a number of occasions and they have only been able to
provide one on one occasion, so obvioudy they are feding the pinch aswel”. (inner eastern suburban
primary school)

"Serious CRT problem developing. Agenciesincreasingly unhdpful and unrdiable” (inner city primary
school)

A common complaint about the supply agencies concerns the quality of the teachers they provide.

"Many times teachers from agencies have not been satisfactory - only use in absolute emergencies.”
(outer western suburban primary school)

"CRT agencies often give schools teachers unable to ded with difficult kids. The good ones go by
request first". (regiond centre primary school)

Faced with supply difficultiesand the variability of agency teachers, one outer suburban primary school
reported that they are part of a consortium of 18 schools which have set up their own agency.
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Impact of Lack of CRTson Schoolsand Teachers

Inasgnificant proportion of schools, the lack of CRTs has had a serious impact on school programs
and the working lives of teachers. Respondents indicate that alack of CRTs has had the following
effects

timetables have had to be reorganised,

programs have been disrupted and modified,

specialist programs have been abandoned,

subject classes are taken by CRTswith no expertise/qudificationsin the area

classes have been doubled up or solit,

teacher leave has not been granted,

teachers have been unable to undertake professona devel opment

there has been an increase in extra classes taken by teachers

time release has been forgone

principas have had to teach/increase their teaching load

teacherswho areill have felt obliged to turn up for work when there are no replacements.

Impact on Programs

"Our art, music and LOTE programs have been cancelled on severa occasionsthisyear dueto inability
to get CRTS'. (rurd primary school)

"Specidigt classesare abandoned so specidistscantakegrades'. (smal regiond centreprimary school)

"Have to double up or split classes, even cance specidist programs if unable to get a CRT". (outer
suburban primary school)

Impact on PD

"Saff select PD or attend PD giving consideration to the demandsit places on the CRT budget”. (outer
suburban primary school)

"Some staff have not been ableto attend PD dueto CRT shortage. Some staff have become upset due
to additional extras that need to be taken". (regiona centre secondary college)

"Admin is proposing no PD in Term 4, in part because CRTs are a hit of work to get”. (suburban
primary school)

"Teachers are reluctant to attend PD as programs will suffer and extra pressure will be placed on
teachers left a school” (inner suburban primary school)

Impact on LSL
"We have pleaded and begged CRTsto fill 6 weeksfor LSL for teachers' (outer suburban primary
schoal)
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"Unable to grant dl 3 long service leave gpplications last term due to uncertainty of filling postions'.
(western suburbs primary school)

"Enormous problemsin providing releasefor long serviceleave eg how do you giveaMaths 12 teacher
leave? We manage but geewhiz it's hard” (rural secondary school)

Impact on Teacher Health

"During third term we had full saffing for 3 weeks. The rest of the time we doubled up taking up to an
extra 12-15 children. By the end of third term my staff were exhausted and spent the holidays sick™.

(city fringes primary school)

"Teachersare not taking Sck leave unlessthey are"near death”. Thisisaso becausethefunding comes
out of the school budget. Teachersfed guilt about taking Sck leave" (city fringes primary school)

Impact on Principals

"We just manage - currently al principa class teach 15 periods per week". (city fringes secondary
college)

"If there is a difficulty, the principa has to take the grade - difficult as| aready teach 3 daysaweek".
(remote primary school)

"Asaprincipd in asmal school | can't get Sick, take leave, atend day meetings etc” (smdl rura
primary school)

The Main Staffing I ssues
Inthefina survey question, respondentswere asked to summarisethe main teacher supply issuesfacing

their schools. Thefollowing tables set out the most common issuesidentified by primary and secondary
schools.
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List of Main Teacher Supply |ssues | dentified by Primary Schools

| ssue

Number of Schools

10.

Lack of CRTs

Qudity of CRTsand applicants for positions
Lack of gpplicants for postions

Specidist shortages

Supply Stuation is deteriorating
Retirement/Ageing

Remoteness

Funding (CRT Budget €tc)

Workload

Lack of young teachers

72

41

32

32

25

25

22

19

12

11

List of Main Teacher Supply Issues I dentified by Secondary Schools

| ssue

Number of Schools

7.

Specidist/subject shortages
Quadlity of CRTs and gpplicants
Retirement/Ageing

Lack of gpplicants

Generd Shortage

Funding (CRT budget etc)

Remote/Rural

35

18

16

15

12
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7. Teacher leave - 8

0. Lack of CRTs - 7
9. Indugtrid Agreement - 7

Schools used the last question in the survey to reiterate their concerns about the existing supply of
teachersand thelr anxiety that thissituation would deterioratein the neer future. Thefollowing comments
illustrate the staffing dilemma of rurd and remote schools where the teacher shortage is of immediate
and ongoing concern. As one principa observed however, wha garts in the extremities eventudly
reachesthe centre. Thefina two commentsare an indicator that for anumber of schoolsin "the centre”
the future is here aready.

"The problems are very serious causing this school to spend large amounts of money advertisng
throughout Audtrdiato attract staff - increasingly with little success™ (rurd secondary college)

"In summary | can foresee a desperate Situation ahead in regard to the lack of CRTs and the low
numbers of gpplications for promotion positions a thistime" (remote primary school)

"Staffing has at times been amgor problem. In certain areas it has been dmost impossble to identify
suitable competent staff. A lot of money has been spent on advertisng (including in New Zedand).”
(rura secondary college)

"Inability to use aloca selection process due to remoteness. Too far to come. Very serious problem.
Community could lose confidence in the school a senior levels™ (remote secondary college)

"It could cdlose my school.” (remote primary school)

"Getting very serious. A few years ago 15 applicantsfor position. Last year 2 and both took positions
e sawhere. Readvertised in January but got noone for an English position. Re-advertised and got two.
Samein neighbouring schools™ (remote secondary college)

"Last year only one gpplication for afull-time primary position. We had to chase up the person to get
them to apply in the firgt place” (rurd primary school)

"Number of applicants for vacancies has decreased markedly; qudity low. Postions vacant after the
dart of the year very difficult - we havein the end gone to a consultancy agency; very expendve." (city
fringes secondary college)

"Teacher shortageisextremeieadmost imposs bleto find good quaity saff that cantakeover inaclass;
most CRTs only want CRT work. The Stuation is getting worse by the month.” (inner city primary
school)

Teacher Supply and Demand Survey - Victoria 74



TEACHER SUPPLY AND DEMAND SURVEY -
SSTUWA

NOVEMBER 2000

Val Lawson

Teacher Supply and Demand Survey - Western Australia

75



In November 2000, schools in WA were requested to respond to two surveyson teacher supply and
demand. Thefirst survey concerned relief teachers and the datawas collected over aperiod of aweek,
the second survey concentrated more on data collected over the year.

The surveys were completed by 87 Primary schools, 8 Digtrict High Schools and 13 Senior High
Schools and 1 Remote School. The primary schoolsincluded large and smal metropolitan schoolsand
large and smal country schools. TheDistrict High schoolsa so included awide spread of pre-primary
to year 10 students. The Senior High schools aso included metropolitan and country schoals.

The number of teachers absent requiring the employment of acasud reief teacher in the Primary school
sample was 406, Digtrict high school sample was 40, Senior high school sample was 374 and the
Remote school had 2.

The number of phone calls made in order to get acasud relief teacher was 1240 for primary, 85 for
digrict high, 448 for senior high and 14 for the Remote.

The telephoning resulted in 63 of the 87 primary schools being able to get a casud rdief with 24
positions being unable to befilled. 3 of the 8 didrict high'swere able to get a casua teacher but had
15 positions which were unable to befilled. Six of the 13 senior high schools were able to get acasud
rdief with 68 positions unable to be filled. The remote was unable to find any teachers for the 2

positions.

The strategies used to cover classes (primary)

. Support programs abandoned

. classes split or combined

. Principal /Deputies took classes

. change DOTT dlocations (take at dternative times)
. gpecidist programs cancelled

. pad internd relief

. unpaid internd relief

. sent four year olds home (on one occasion)

. Ed assgtant into higher duties

Many metro primary schools complained about the high cost of rdlief teacher agencies, whilst many
country primary schools said they never take sick leave or any type of leave because there is no one
to take their place.

DHSresponses:

. Lossof DOTT paid interna relief

. Interndl relief

. classes collapsed/solit

. Admin. took classes

. Interna relief during teechers DOTT

. withdrawing support programs
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SHSresponses

. internd relief paid and unpad

. redo rostered duties

. Deputies took classes

. classes collapsed

. duty covered by Deputy

Remote responses

. collgpsed classes support teacher took one class

. AIEO’ stook another
. Duty done by Principd

Casual teacherswho wer e qualified to teach the subjects/classes

Schools were asked if they were ableto employ casud teachersall of whom were quaified/accredited
to teach the subjects/classes they would have to teach on the day. The responses are as follows:

Primary Schools.

16 were not accredited to take classes. These ranged from being generd primary and having to teach
gpeciadist subjects suchasLOTE, Information Technology, Y ear 1-7 teacher being asked to take Pre-
primary. Thisincluded relief teachers employed through an agency.

District High Schools

4 reported that the teachers were trained to teach English but had to teach Maths, primary Art being
asked to teach secondary Physical Education and Science, Mathsteacherstaking Science, and Society
and Environment

Senior High Schools
12/13 reported that teachers were teaching out of their subject aress, this included relief teachers
employed through an agency.

Remote School
Primary trained teacher had to take Secondary class.

Survey 2 permanent teacher recruitment and long term temporaries

This survey asked schools how many permanent teacher vacancies they had to fill in the last twelve
months, how long these vacancies remained unfilled for, what methods were used to fill the vacancies
e.g. saffing branch, advertisement in School Matters, if schoolswere unableto cover the vacancy and
how they dedt with it, if inthelast 12 months any teacher was unableto take leave because of thelack
of avallabletemporary teachersand if thelack of casud reief affected the ability of permanent teachers
to attend professond development activities.

With relation to the 87 Primary school s they reported that there were 43 positions which were vacant
for less than one month, 16 positions which were vacant for more than one month but less than six
months, and 20 positions which were vacant for more than sx months. Whilst waiting for a permanent
teacher to fill these pogitions schools employ casud or temporary staff or useinternd rdlief. A primary
school located about four kilometers from amajor country town reports that their vacancies arefilled
by temporary staff “irrespective as to whether they bresthe or not”. There also appearsto be atrend
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to employ find year students before they have graduated from Universty. This practice, from the
sample, seemsto only occur in the country.

Many schools in country aress report that staff are reluctant to take sick leave because there are
difficulties in getting relief teachers and the burden they place on their colleagues. Professiond
development needs aso fdl into this category. Even though the school has funding there just is not any
oneto do the required relief. Even alarge primary school in the metro area reported thet they foresee
that 2001 will be a problem for them accessing professona development as on many occasions they
have had to phone 50-75+ casual teachers before they can locate awilling person.

According to the sample, avery smadl number of teachers from the primary sector, both country and
metro are being refused long service leave as there is no one available to take their place.

Digtrict High Schools in the sample had 4 vacancies unfilled for less than one month, one vacancy for
over one month but less than six and 1 vacancy for over Sx months. They aso reported that they had
employed fina year students before they had graduated from University. Again these were in the
country aress. These schools aso employ casuds or useinternd relief until along term temporary or
permanent teacher is appointed. Again the issue of being able to access professiona development is
acontinuing problem.

Senior High Schooals in the sample had 53 vacancies unfilled for less than one month, 19 vacancies
unfilled for more than one month but less than sx months and 2 unfilled for more than sx months. In
one Senior High School inalarge country town the HOD of Hedlth and Physica Educationwasonlong
serviceleave and was not replaced for fiveweeks. The position waseventudly filled by agraduate. The
femae Health Physical Education teacher was on leave without pay for Semester 2 and not replaced
until Term 4 by an intern. A male Sports Physical Education teacher was on sick leave for al of
Semester 2. Hewas not replaced until Term 4 by an intern. It wasreported by some schoolsthat long
service leave was being refused because there was no one available to take their place.

The Remote schooal in the sample had no positionstofill, but they have had to cancel both in-school and
out-of-school professiona development due to rdlief not being available.

Conclusion

Looking at the results from the 2 surveysit is clear that there is a current teacher shortage being felt
manly in the country areas but dso starting to have an effect in the metropolitan area. The country
problem needs to be addressed urgently. More country incentives should be looked at. Alsoit may be
that former qudified teachersin country towns be offered short courses to update their skillsin order
to re-enter the profession.

It is dso inappropriate that schools have to spend money on outside agencies in order to get casua
relief teachers to keep schools open.

The Education Department should immediately establish aregister of qualified teacherswho havetaught
ingovernment school sor who aregraduateswith education qualifications. School scould beencouraged
to submit names of people for this register. The register should be available to al schools through the
Internet.
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