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By way of introduction, I am going to discuss briefly how we
determine teacher supply and demand in the Chicago public
schools. Concerning the shortage in the teaching profession, I
think everyone has heard that 2.2 million teachers will be
needed nationally by the year 2008. I plan to examine the
realities of this anticipated shortage on the Chicago public
school system, which will be affected differently from the
national or even state levels. I will explain the model we use
and how the information we obtain affects our strategy.

Some Definitions and Examples
When I talk about a shortage or a critical-need area, I am
really referring to vacancies that we are experiencing
difficulty in filling. As for the methodology, I worked
one summer with a student intern who was an applied
mathematician and we developed our model, so it has a
mathematician's sanction on it. We define a teacher-shortage
area as one with a consistently high rate of vacancies in a
particular program in comparison to the average rate of
vacancies in all programs. In Chicago public schools, we are
divided into programs. For example, in high schools, there
are the English program and the math program; in elemen-
tary schools, there are the counseling program and language
programs. So when we talk about programs in Chicago, we
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look for a consistently high rate of vacancies in a particular
program in comparison to the average rate of vacancies of all
the programs.

How do we determine the average rate of vacancies in all
programs? This turned out to be something of a grueling
experience because our vacancy data is collected for the
benefit of our budget office, not for the benefit of our human
resources office. We have about 25 pages of program
numbers that identify each and every single program that's
offered in the school system, and we really had to dig to
determine vacancy numbers and rates for every one of them.

We also have to consider whether the vacancy rate we come
up with is typical or reflective of a "bump year." In 1995, for
example, all of a sudden vacancies went sky high. Why?
Well, we offered an early retirement program that year. So
we need to use some data from previous years as a reference
and factor out those sorts of anomalies. By way of example,
the average rate of vacancies for all Chicago public high
schools in 1997–1998 was 7.01 percent. Given, then, that the
average rate of vacancies was about 7 percent in all high
school programs, what was the vacancy rate in a particular
program, for example, special education? To calculate the
vacancy rate as a percentage, we took the number of
vacancies in special education and divided that by the total
number of positions in special education. What we came up
with was a very small number. That told us that for special
education in high school, there was no real need for teacher
supply because the demand was very low.

As we calculated vacancy rates for other programs, we
determined that it would be useful to look at vacancy rates
not only in terms of percentage, but also as a comparison to
the average overall vacancy rate of 7 percent. Therefore, if the
vacancy rate for a specific program was 7 percent, the ratio of
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that program's vacancy rate to the average overall vacancy
rate would be 1.0. If the ratio was below that—for example,
in high school English we found that the rate of vacancies
compared to overall vacancies was 0.43—we knew that we
did not need to focus in on that area. But when we looked at
math, that ratio was 1.8, and when we calculated the rate for
bilingual counseling, it was over 7.0, meaning these are both
programs where the vacancy rate far exceeds the overall
vacancy rate. So we knew that those were areas that we really
need to examine.

Questions and Answers
So what are the implications? All businesses have vacancy
rates, always; it is just a way of life. What you want to do is
manage that as much as possible. What did we learn? We
learned that we need to structure a targeted recruiting plan.
We need to find bilingual counselors. We really do not need
English teachers. The percentage in that area was extremely
low, much lower than the average.

We also decided that we need to examine salary differentials
for different disciplines. It has been a common practice in the
private sector all along. The student intern whom I
mentioned earlier walked out the door making $80,000 with
no experience because he had a master's degree in applied
mathematics. In contrast, my stepdaughter, an English major,
is not having an easy time finding a job.

The other critical thing we learned is that we need to retool
existing teachers, perhaps a novel concept. For example, in
this last recruiting season, we had a total of 12 English high
school vacancies. We had 26,000 teachers and 12 English
vacancies. Of the résumés we received, about 350 of them
were from English teachers. Fabulous teachers, but we have
only 12 vacancies. On the other hand, we have 35 library
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positions that are going unfilled because we cannot find
librarians. So what we would like to do is look at those
English teachers and retool them to be librarians. The fields
are related; librarians have to help students write papers, do
the research, etc.

We wanted to provide—and we now do provide—an
alternative certification program. It is called the Teachers for
Chicago Program, and basically it follows along the same
model as some of the traditional Turner Certification Pro-
grams. Candidates attend summer school, teach in the
summer, are assigned a classroom in the fall, and continue
their education in the evening. The same is true for the Gate
Program, which is conducted in cooperation with North-
western University. Another key approach that we are
getting ready to implement is a Grow Our Own program at
the high school level; we are going to establish high schools
that have teacher preparation programs.

The other critical, critical component when we calculate our
supply and demand data and can predict where our shortage
areas will be is to let that information be known to the
schools of education. Too many times I have gone on
recruiting trips and my schools of education have told me,
"Well, we really don't have any math and science teachers."
We need to communicate to students in teacher preparation
programs that math and science are areas in high demand
and that we do not need history teachers or English teachers.
Those candidates are going to have a hard time finding a job,
so perhaps they should think of some related subject areas,
such as reading specialist or library media specialist.
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In Closing
This summary was a very brief synopsis of how we look at
supply and demand in the Chicago public schools. There are
a number of factors that affected our approach. One of the
interesting aspects of our approach is that, in conjunction
with our Teachers for Chicago Program and the Gate
Program, we work closely with the teachers' union on some
of these alternative certification programs. It is admittedly
not a marriage made in heaven, but we stay married. Why?
For the sake of the children.
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