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Introduction to the Problem
Of all the pressing public policy issues that California faces,
perhaps no one issue has so captured the imagination and
concern of policymakers than our teacher shortage. In
thinking about unusual solutions to this pressing problem, I
have come up with three new ideas that combine some truly
"outside-the-box" thinking. Since the year 2000 is a Jubilee
year, I suggest that we offer teaching credentials to all those
who make a pilgrimage to Sacramento or to Rome or to
almost any city at all. A second solution would be to use
what I will call "involuntary recruitment." Once known as the
"draft," this program would simply take a certain percentage
of tourists who visit Disneyland or Universal Studios and,
instead of returning them at the end of a ride, shunt them
into an emergency teaching situation. This will give new
meaning to the term E coupon experience. And lastly, I would
suggest to policymakers in California that we simply pray for
a miracle.

Before I become somewhat serious, I do want to take a
moment to offer some definitions that we use in California
when we talk about teacher recruitment and the like.
California is truly a state of mind, and we do use language
differently. I am not referring to "Valley talk" here. When we
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speak of an internship program for teachers, we mean a
program that meets the same standards as a regular teacher
education program. Intern teachers have met our subject-
matter competence requirement, have passed the California
Basic Educational Skills Test (CBEST®), and have met our
fingerprint and character reference requirements but have
not yet completed a formal program of professional
preparation. Our emergency permit holders have earned
baccalaureate degrees in an academic area, have passed our
fingerprint and character fitness requirements, and have
passed the CBEST. It is important to note, and the federal
government is having a hard time with this concept, that
California has not issued a baccalaureate degree in education
since 1961. We keep trying to explain to Washington this
long-standing policy in which we require our candidates to
complete academic programs of study that are formally
aligned to the student content and performance standards
established by the California State Board of Education. Thus,
all candidates have undergraduate preparation in the subject
matter to be taught but not necessarily an academic major in
that subject. Since there is no common definition of what
constitutes an academic major, we have preferred to require
alignment with K–12 content requirements. While this works
against us in the national studies, where an academic major is
the screen for academic subject-matter competence, we
believe our approach is more focused on the needs of our
public schools.

Four Contextual Elements That
Affect Teacher Supply and Demand

I would now like to explore four contextual elements that
have an impact on teacher supply and demand issues in
California. While they affect teacher supply and demand in
almost every state, California—of course—has these issues in
"extra-extra-large size."
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School-Age Population
School enrollments are a function of several factors: state
population increase, percentage of age cohort retained in
school, demographic variables such as age of population, and
external issues such as immigration policies (California is
both a border state and a port of entry for Asian
immigration). California has experienced one of the greatest
population growth rates in the nation. Events such as World
War II, the Korean and Vietnam wars, the growth of the
movie industry and the aerospace and defense industries,
and the increase in retirement communities in fair-weather
states have all contributed to California's expanding
population. The state's population has reached 33 million
people and is currently in a bimodal distribution (that is,
California has a large elderly population that votes and a
large youth population that does not vote). One-third of all
U.S. immigrants live in California; more than 85 languages
are spoken in the California public schools. Our school
system is still growing faster than the national average—we
gain approximately 300–400 new students per day, which
translates into one new elementary school every other day.
We are also back to being an "in-migration" state—that is,
more people enter California than leave it. We also have
weathered all the fallout from defense "downsizing" and the
consequent closing of military base schools. Currently, there
is only one active military base in the Bay Area. Ten years
ago, there were nine major military establishments operating
in the Bay Area alone.

Availability of Postsecondary Education
Also as a result of our population growth, California
institutions of higher education are woefully unprepared for
"Tidal Wave II"—the second "boomer" group to hit college
age. California currently graduates annually over 96,000 high
school seniors who are academically eligible for either the
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University of California (9 campuses) or the California State
University system (22 campuses), and there is not sufficient
room in the two systems for them all. The state has not built a
new UC campus since Santa Cruz opened in the 1970s, and
the CSU was only able to open the Fort Ord campus because
the federal government covered the costs. Although some of
these students can be accommodated in the more than 140
community colleges in the state, the state is presently unable
to educate all the students academically eligible for college,
and there may not be any relief in the foreseeable future. The
anticipated new campus of the UC, planned for the San
Joaquin Valley, will only admit 5,000 undergraduate students
when it opens, and there is no certain money to fund it.
Moreover, existing campuses face opposition to growth in
many communities or are on small campuses with little
chance of significant growth. The UC is beginning to explore
year-round operation for its existing campuses, but there are
many obstacles to overcome, including philosophical inertia
and cultural biases against such practices, as well as some
significant operating cost issues to address. Finally, finding
the faculties to staff any new operations will not be easy, as
faculty salaries have not kept pace with cost-of-living
increases, and our institutions of postsecondary education
will continue to find it difficult to attract faculty who do not
already own a home in California.

Teacher Preparation Standards
While there have been some public efforts to increase the
number of students and adults interested in teaching, we
must also accept the reality that popular culture has not been
helpful in presenting teaching as a glamorous and enticing
career. Almost all of the media stories about teaching seem to
contain contradictory notions—teachers are the problem;
teachers are the answer. It truly becomes bizarre when we
begin to speak about the appropriate preparation for
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teachers. The typical response from teachers about the value
of their pedagogical courses is that they learned everything
they know about teaching from their own personal
experience. Oddly, they do not seem to recognize that if you
claim you do not need any professional knowledge, it is
unlikely anyone will call you a professional. We know from
our experience that almost half of the emergency permit
teachers do not return for a second year, and we have strong,
compelling evidence that teachers must know how to
manage classes, plan lessons, anticipate student learning
problems, and know their material. Yet we continue to have
public leaders claim that pedagogical knowledge is silly and
soft. This definitely is an area where we need to define what
constitutes high-quality teacher preparation and discuss
how we can use standards to ensure quality. We must better
close the gap between the particular and the universal,
the practical, day-to-day application and the standards
themselves.

Accountability and Attractiveness
The rise of accountability demands—or what I have called
our periodic policy panic over the perceived pathetic
performance of our public schools (my Spiro T. Agnew
memorial alliterative phrase)—has generated a curious
backlash in that as the level of accountability has dropped
down to the classroom level, and without the concomitant
capacity building, teachers are beginning to feel as though
they are being set up for failure and public chastisement. Our
society increasingly wishes to have a zero-risk world in
which the schools must not make any mistakes, where all
possible educational needs are met fully and without regard
to cost, and where some schools are permitted to operate
under their own rules—i.e., operate without rules that apply
to the traditional public school. We ought not to be surprised
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if very bright people take a look at the increasing sanctions
and decreasing rewards being built in to our public school
system and opt out of this particular challenge.

California's Response to This Challenge
In general, if an alternative means of addressing teacher
supply showed any potential, we have tried it. Following are
summaries of some of the incentives, strategies, and
programs California has already begun to employ in order to
attract, educate, and retain high-caliber teachers.

1. California has contracted with Recruiting New
Teachers, Incorporated, to operate a toll-free
telephone number where individuals interested in
teaching can obtain basic information and be directed
to the nearest teacher education program. Through
legislative initiatives, we now have a Web site that
posts job openings from around the state and permits
individuals to post résumés and automatically
receive notice of job openings from districts that
match the applicant's interest profile. This has been
enormously successful and has expanded the size of
the applicant and position pools at no cost to either
the candidates or the participating districts.

2. California pioneered alternative certification through
post-BA internship programs, starting back in 1955.
Those programs have been highly sensitive to the
size of the job market, and they have grown in
number and size in recent years and continue to
provide significant numbers of new teachers to our
classrooms. Moreover, they produce teachers who
stay in the profession at a higher rate than
traditionally prepared teachers. The state has
recognized the value and importance of internship
model programs and has funded support for such
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programs for several years now. The current budget
allocates $11 million for internship programs, which
will result in 7,800 intern teachers in our classrooms
this year. This program will involve 36 colleges and
universities and 412 of the 1,000 school districts in
the state. California now offers internship programs
in all areas of the state that report teacher shortages.

3. In 1982 California permitted school districts to create
teacher education programs of their own. This was in
recognition of the particular needs of a few large,
urban school districts (such as LAUSD, the Los
Angeles Unified School District) where the number
of new teachers needed simply swamped the local
teacher education programs and where the
challenges of teaching in such a district tended to
deflect candidates to other districts. The district
internship programs are still few in number, but they
have shown that they can meet the same standards as
university-based programs. LAUSD will prepare
almost 2,000 intern teachers this coming year in a
combination of programs offered solely by the
district and programs conducted in partnership with
area universities. We anticipate that most districts
will not stay in the business of teacher education
once the supply catches up to local demand.

4. California experienced a rapid increase in the
number of emergency permit teachers employed,
in response to class-size-reduction programs and
rapid school-age population growth. Some 30,000
emergency permits were issued last year alone. The
state has made a significant commitment to support
these underprepared teachers and to assist them in
getting into credentialing programs. The programs
to assist these teachers are currently funded at
$11.8 million and will support over 5,800 pre-interns
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this year, with even more next year. These programs
are not teacher education programs in disguise; they
are support programs for people who are teaching on
emergency permits. As such, the programs are both
intended to provide basic support in management,
lesson planning, and other basic pedagogical
preparation and expected to provide assistance with
CBEST®, MSAT, Single Subject Assessments for
Teaching® (SSAT™), and Praxis® subject-matter
examinations so that these emergency permit
teachers can enter a credentialing program as soon as
possible. These support programs are still in
development and are different from our Beginning
Teacher Support and Assessment (BTSA) program,
which works with fully prepared teachers who are in
the first two years of their career. Some of the
individuals expected to be served by the emergency
licensure support programs have been receiving
services through BTSA, but as the pre-intern
programs develop, we expect those individuals to be
moved over to them.

5. The particular problem of attracting mathematics
and similar majors to teaching has resulted in a
small, focused program designed to increase the
number of qualified math teachers in the state. Part
of the program is intended to assist currently
credentialed teachers to obtain additional authoriza-
tions as mathematics teachers. This program is
funded at $12.5 million.

6. Our Beginning Teacher Support and Assessment
program, designed to reduce the postcredential
attrition of teachers, now totals over $80 million and
will provide two years of high-quality support and
assessment to over 23,000 teachers in more than 130
BTSA programs offered by school districts, consortia
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of districts, and consortia of counties in the state.
Currently, over 90 percent of the districts that hire
beginning teachers offer a BTSA program. One intent
of BTSA is to address supply and demand issues by
increasing the percentage of teachers who teach
beyond five years, thus reducing the number of new
teachers needed each year. BTSA retention rates in
1998–1999 stood at 94 percent across the state, with
only four percent of the teachers not rehired and two
percent of the teachers choosing to leave the
profession. The state has also allocated $500,000 for
an independent evaluation of BTSA to ensure that its
successes are institutionalized across the state and to
investigate the impact of this program on student
learning.

7. Since the hardest-to-staff schools have been those in
inner-city and rural agricultural areas, the state has
given increased attention to providing classroom
aides in these types of schools with the support they
need to obtain their baccalaureate degree and
professional preparation as teachers. The current
budget allocates $11.5 million to this program. Last
year this program was funded at $1.5 million and
provided support for more than 300 candidates.
With increased funding it is expected that this
Paraprofessional Teacher Education program will
grow to support over 3,000 classroom aides. The
downside of this program is that it takes four to
seven years to prepare a teacher under this system:
candidates are mostly minority women with families
who must continue to work while going to school.
On the plus side, our current retention rate in the
small program is 100 percent. Our candidates'
commitment to teaching is excellent, and they have
the requisite cultural understanding to be successful
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with students in these two settings. They also tend to
stay in the schools or districts where they were aides
and thus create an anchoring of these traditionally
hard-to-staff schools.

8. California has implemented a program to raise the
median annual teacher salary to $32,000, but the
funds for this program are currently limited to $50
million, which, of course, will not address the entire
problem. The state has also allocated $2.2 million for
state-supported summer session programs in teacher
education at CSU campuses. The CSU has also
developed a new statewide program designed to
address the unevenness of geographical coverage of
postsecondary education by creating a program
similar to the British Open University. CalStateTeach
will provide high-quality printed materials and
independent study packets to up to 5,000 candidates
around the state through five regional instructional
centers. While some use of the Internet is envisioned,
the program will actually depend more on printed
materials. Candidates will be supervised during their
fieldwork by university supervisors.

9. The Assumption Program of Loans for Education
(APLE) program has been expanded by 1,000 loan
awards. Beginning next year, 100 of these awards
will be targeted to rural areas of the state. The state's
CAL-T grant program covers the cost of tuition and
fees for students to obtain certification. In 1998–1999,
there was $10 million in funding to cover 3,000 one-
year grants.

10. The UC has received a $500,000 planning grant to
create a Governor's Teachers Scholars Program,
which will be a 15-month credential/M.A. program
targeted at hard-to-staff urban schools.
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11. In a related program, we are working with a
statewide panel to identify states that have program
standards that equal or exceed California's so that we
can more easily attract to California schools high-
quality teachers who have been prepared elsewhere.
This effort will not be relied upon as a major element
in meeting our supply needs, but we anticipate it
might increase our pool of teachers by as much as
20 percent.

In sum, the total investment by the State of California,
including the general state subsidy to the UC and CSU
systems, in addressing the problem of our dramatic need for
fully qualified teachers went from $278.2 million in 1998–
1999 to $437.5 million in 1999–2000. Ironically, even such an
increase in support for this multipronged approach may well
prove insufficient to provide a fully qualified teacher for
every child in California next year.

Next Steps for California
Probably the first step we need to take is to let these new
efforts become established and bear fruit. Fortunately, we
have some funds set aside for evaluation of these reform
efforts, and that data should allow us to generate a cost-
benefit analysis of these reforms. A potential problem is that
we have a term-limit state legislature, which means that our
elected officials are often more interested in short-term
payoffs than long-term ones since good publicity is needed
now to support their campaigns for the next level of office.

If the California economy continues to flourish (and the
majority of the state's revenues now come from personal
income tax), there will be funds available to make inroads
into some of our long-standing problems. If, however, our
economy slackens even modestly, the competition for funds
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will be intense. The state and county systems have a long list
of overdue infrastructure projects that may trump any one of
the programs I have just mentioned.

If we do not increase the number of college graduates
available for even initial consideration of teaching, if our
current teachers accelerate their rate of retirement, and if the
economy continues to be robust, the supply of potential
teachers is not likely to increase. On the other hand, teaching
will continue to attract people from other careers; early
retirees from the military; and, ironically, in the absence of
any systematic policy of child care in the U.S., a certain
number of parents who want to have a work schedule that
coincides with school hours. What is not clear is whether the
combination of those who would teach under almost any
circumstances plus those drawn to teaching after trying other
occupational pursuits will be sufficiently numerous to
provide all the teachers we will need over the next 20 years.
The rising discontent with public schools, the increased
accountability mechanisms that appear more punitive than
supportive, and the more readily available options for some
publicly supported schools to operate outside the web of
regulations to which other public schools are held have
conspired to work against teacher recruitment and retention
efforts.

The fact remains that states may need to consider alternative
means of attracting teachers. In California, assistance with
housing needs through low-cost loans or access to below-
market rate rents for those who teach and efforts to create
joint-venture programs for housing teachers on public
property, in addition to access to college education,
opportunities for supplemental pension support, or reduced
tax burdens for teachers, may prove to be successful
inducements to teaching. Some of these incentives would be
particularly applicable to districts in wealthy areas where
housing costs have far outstripped teachers' ability to
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purchase or rent residences. Keep in mind that the
government has made similar provisions for veterans, and
the benefits have outweighed the costs.

What else can we do to prevent a teacher shortage? One area
ripe for research is the question of why so many candidates
leave the teacher pool after being admitted to or completing
teacher education programs. Martin Haberman has argued
for years that our selection criteria in teacher education are
all wrong, and that this misalignment creates the difficulties
that have persisted for years in staffing urban schools. It is
indeed troubling that such a sizeable number of the teachers
we prepare in California never teach. Given the size of the
state subsidy, generally, and the cost of recent inducements
to enter teacher education programs, losing 25 percent of
those prepared teachers becomes extremely expensive.

In addition, we need to look into ways to make the teaching
occupation more comfortable and accessible. There may need
to be provisions for job sharing, part-time teaching, and
increased opportunities for teachers to spend some time
away from the classroom. Study leaves or other means of
refreshing teacher knowledge do exist but are now more the
exception than the rule. Making use of the services of library
media specialists, counselors, and other related instructional
personnel might also augment efficient use of teacher time.
Teachers in the U.S. spend virtually all of their time in close
contact with students but very little time with other teachers.
It may well be that more time spent in professional develop-
ment and less time spent teaching will actually produce more
efficacious teachers.

In other industries, when there is a shortage of labor, the laws
of economics suggest that wages need to be increased or the
available labor pool needs to be expanded. Other industries
may also work on productivity gains through the introduc-
tion of technology or other labor-saving devices. Schools
seem to lie outside all of these remedies. Teacher salaries
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appear to be unaffected by issues of supply and demand. The
track record of technology gains is rather poor:  the educa-
tional landscape is littered with abandoned technologies that
never seemed to pay off. Most of the touted revolutions in
education have dissipated with time, leaving little or no trace
of their existence. So historically, when we have had a
shortage of teachers, we have lowered the standards and
invited in underprepared and unprepared persons.

Conclusion
In closing, it seems to me that a great deal of the challenge of
staffing our public schools can be accomplished with mostly
affordable and low-tech solutions. What does appear
important is to make systematic changes that look at the
whole supply-demand dilemma with an ecological model.
California has attempted to do that with its multipronged
approach. Initial involvement, support for baccalaureate
degree work, support for alternative models of preparation,
attention to retention and growth for working teachers, and
attention to the career development of teachers are all
important pieces to an interrelated program that ensures that
we have sufficient numbers of talented and motivated
individuals available to serve in our public schools. I fear that
history will judge us harshly if we do not make the changes
needed to ensure that every child in California has access to a
fully qualified and well-prepared classroom teacher. We
must not fail.
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