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Abstract  This study seeks to investigate the teacher shortage from the school perspective. It was guided by the 

assumption that activities occurring on the micro level, i.e., strategies implemented by school principals in order to 

cope with the shortage, mask the situation. Following this assumption the study aimed to reveal these strategies and 

their impact on teaching and learning in schools. The research methodology included surveys of school principals 

and regional inspectors and examination over two years of job advertisements appearing on teacher union internet 

sites. Findings reveal an ongoing search for teachers throughout the school year and a balance between supply and 

demand toward the beginning of the school year. The most common strategies used by principals to cope with the 

demand are increasing teaching loads of existing teachers, hiring under-qualified and uncertified teachers, and 

employing temporary teachers for long periods of time. These findings redirect the problem of a quantitative teacher 

shortage toward the problem of a hidden shortage that relates to the quality of the teaching force. 
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1. Introduction 

A shortage of teachers is common in many western 

countries, among them the UK, Australia, and the US. A 

number of international reports including those of the 

OECD [1,2], the Eurydice Network[3], and reports based 

on the US National Center of Educational Statistics [4] 

indicate difficulties in staffing teaching positions. These 

difficulties do not stem only from increased enrollment 

and retirement of teachers but also from a high turnover of 

teachers who move from one school to another or leave 

the occupation altogether. This latter phenomenon 

suggests the image of a 'revolving door', where a large 

number of teachers are in transition – into, between, or out 

of schools [4,5]. This large turnover causes not only 

staffing problems but consequently also threatens the 

quality of teachers and the pupils' performances.  

1.1. Defining Teacher Shortage 

According to labor supply and demand theory [6], 

demand is defined as the number of available job positions 

offered for certain compensation. Supply is defined as the 

number of qualified individuals both able and willing to 

offer their services in a particular line of work, depending 

on compensation. Compensation includes wages, bonuses, 

future earning possibilities and other types of rewards that 

can be encompassed under the heading of 'working 

conditions' and incentives, including status in society. 

Teacher shortage in the labor market occurs, therefore, 

when demand exceeds supply and is the result of an 

increase in demand, a decrease in supply or both occurring 

simultaneously [7]. However, the operational definition of 

teacher shortages is not consistent. Some define it 

according to an observable quantitative measure, i.e., the 

number of unfilled teaching positions. Since it is hard to 

rely on this measure as usually most positions are filled at 

the beginning of the school year and no class is left 

without a teacher, another measure is a 'hidden shortage', 

i.e. the number of under-qualified teachers hired to fill the 

empty positions [[1], p.22]. These include both 

unqualified teachers as well as teachers who were trained 

to teach other school subjects or class levels (out-of-field). 

1.2. Factors Effecting Teacher Shortage 

Identifying the factors that affect a teacher shortage 

depends on adopting one of two viewpoints: one that 

perceives this problem as stemming from factors operating 

on the macro system level, i.e. nation, district; and the 

other that attributes it to factors operating on the micro 

level, i.e., the school.  

Macro factors that affect the demand for teachers 

include, for example, natural student population growth, 

increased immigration, changes in educational policy and 

labor agreements. Macro factors which effect supply of 

teachers include, for example, status and prestige of the 

profession, merit-based incentives, shortened certification 

programs and the number of new graduates entering the 

profession or switching from other occupations.  

Micro factors that operate on the organizational level 

are those that affect certain neighborhoods or certain 
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schools, i.e., a decrease in students due to the greying of 

the population in a specific neighborhood, a decrease in 

the prestige of a certain school, teacher burnout due to 

acute discipline problems in a given school, lack of 

support from the principal, and problems in class 

management, lack of teacher autonomy, absence of 

professional development activities, and scarce benefits 

given in a certain school [8,9]. Although these factors do 

not affect the overall national balance between supply and 

demand, from the school perspective, these are factors 

responsible for the imbalance.  

While national predictions tend to rely on macro factors, 

some researchers consider micro factors to be the most 

important ones and claim that a teacher shortage comes 

into play mostly on the school level rather than on the 

national level where the ratio of supply and demand 

remains stable over the years [4,5,10]. These researchers 

recommend to focus on the institutions themselves and 'to 

put the organization back' into the analysis [11].  

1.3. Ways of Coping with Teacher Shortage 

Coping with a shortage of teachers depends, to a large 

extent, on the way the shortage is perceived. Viewing 

shortage as stemming from factors operating on the macro 

level leads to systemic actions aimed at increasing supply 

such as national policies to attract talented candidates into 

the profession, offering alternative routes toward 

certification, recruiting overseas teachers, offering 

monetary incentives, improving working conditions and 

raising the image and status of teaching. All these are 

intended to attract and retain teachers in the profession.  

Viewing the shortage as stemming from micro level 

factors leads school principals to act within the boundaries 

of their own organization in order to recruit and retrain 

effective teachers. These are, usually, ad hoc solutions to 

school needs [5], among them using substitute teachers, 

increasing teaching loads, hiring teachers without required 

qualifications and certification, employing teachers in 

partial positions, enlarging the number of students per 

class and actuating non-official cancellation of school 

subjects [12]. These strategies, which help principals solve 

the immediate quantitative shortage of teachers, create, at 

the same time, a hidden shortage and affect the quality of 

the recruited teaching workforce [13]. 

Viewing problems of shortage from an integrated 

perspective was suggested by King Rice et al. [8]who 

provide a policy making framework that operates on three 

levels: the state, the district and the school level. This 

framework deals with four common problems on each 

level: the supply of qualified teachers, recruitment of 

teachers to districts and schools where they are most 

needed, distributing teachers in an efficient and equitable 

way, and retaining teachers in schools. For each of these 

problems, they identified five broad and sometimes 

overlapping policy solutions: (1) offering economic 

incentives, (2) easing avenues into the profession, (3) 

improving hiring strategies, (4) providing opportunities 

for professional development, (5) improving working 

conditions. These policy strategies may be expressed 

differently on the three levels mentioned above (state, 

district and state) via different mechanisms. For instance, 

on the state level, hiring mechanisms may include 

lowering the entry admission standards, while on the 

school level, it could be utilizing more flexible standards 

of admission.  

1.4. Is There a Shortage of Teachers in Israel? 

Evidence regarding the shortage of teachers in Israel is 

not conclusive and depends on the indicator used. One of 

these indicators is the greying of the teaching force which 

can be predicted according to the percent of teachers aged 

50 or above [1]. Data from reports by the Central Bureau 

of Statistics (CBS) in the past decade reveal the greying 

phenomena in many school subjects and on all school 

levels, especially in the Jewish sector [14,15,16]. 
Two other indicators of the teacher shortage are teacher 

attrition, i.e., the number of new teachers leaving the 

profession, and the lack of motivation among young adults 

to enter the teaching profession. Attrition was detected in 

a high proportion of teachers found to be leaving the 

profession after five years (about half of the beginning 

teachers), and an increase in the percentage of teachers 

who permanently leave the profession each year (about 

6%) [17]. At the same time, since the teaching profession 

is perceived as having low status and offering low salaries 

and benefits [18], there is a decrease in the number of 

students studying to become teachers in teacher colleges. 

Their proportion, out of the total number of graduate 

students, decreased from 21% in 1995-96 to 18% in 1999-

2000 [19] and in 2009-2010 it was only 14% [20].  

These indicators and others, such as student population 

growth and teacher retirement, were used by the CBS to 

develop a model for projecting the shortage of teachers in 

the system. According to this model, it was predicted that 

in the year 2013 there will be a shortage of about 10,000 

teachers [21]. 

These projections were rejected by the officials in the 

Ministry of Education, who claimed that there is a 

shortage only in three school subjects: English, sciences 

and mathematics, and that the difficulty in finding 

teachers occurs only in peripheral areas. They indicated 

that there was a teacher surplus in certain school subjects 

and some geographical areas based on difficulties in 

staffing new graduates, many of whom were graduates of 

shortened alternative certification programs. They also 

based their claims on the fact that at the beginning of 

every school year, no teaching positions are left vacant.  

The mismatch between formal predictions regarding the 

teacher shortage and the Ministry's claims was the trigger 

for the present study. We assume that this contradiction is 

due to activities occurring on the micro level initiated by 

school principals in order to cope with the acute problems 

of teacher shortage they face every year. In light of these 

assumptions, the present study aims to learn about the 

issue of teacher shortage from the perspective of schools 

and districts. Four research questions were asked:  

1. What are the reasons for the demand for teachers on 

the school level according to principals and regional 

inspectors?  

2. How does teacher supply and demand change 

throughout the year (a) in general and (b) in specific 

school subjects? 

3. What are the strategies used by principals to cope 

with the teacher shortage according to principals and 

regional inspectors? 
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4. What is the effect of the shortage of teachers on 

teaching and learning in schools according to principals?  

2. Materials and Methods  

The research entailed three components: a survey of 

school principals, a survey of regional inspectors, and an 

analysis of job advertisements appearing on teacher union 

internet sites. Following is a description of each of these 

components including the research instrument used, 

research population and data collection procedures. 

2.1. School Principal Survey 

Data was collected through a non-anonymous online 

questionnaire sent to a representative sample of schools. 

The sampling framework included all official schools in 

the Israeli system (Hebrew- and Arabic-speaking) and 

excluded ultra-orthodox and special education schools. 

The sampling framework included a total of 2,783 schools. 

Sampling design followed the rules of a sequential 

random sampling procedure. Explicit strata took into 

consideration the three inspectorate bodies (Jewish-secular, 

Jewish-religious and Arab); the level of schooling 

(elementary, secondary) and the geographic regions of the 

school (seven regions). Implicit stratification was performed 

according to school size. The expected maximal sampling 

error was 3%. The sample included 551 schools. 

A total of 72 principles responded to the questionnaire 

(13% response rate). Despite this low response rate, the 

schools whose principles responded adequately 

represented the distribution of schools within the total 

population. Following is the distribution of the schools 

according to inspectorate body and level of education: 34 

Jewish-secular schools (47%, 22 elementary, 12 

secondary), 18 Jewish-religious schools (25%, 11 

elementary, 7 secondary), 20 Arab schools (28%, 12 

elementary, 8 secondary). 

A survey questionnaire administered in May-June 2011 

was field tested at an early pilot stage. The final version of 

the questionnaire contained three parts:  

1. Questions that provided background information on 

the schools (e.g. number of students and teachers). 

2. Likert-type questions on a five-point scale asking 

principals to rate the reasons underlying the need to recruit 

new teaches; the extent to which they implement different 

strategies in order to cope with the teacher shortage (e.g. 

increase the number of students per class, increase the 

workloads of teachers, hire under-qualified personnel, 

employ temporary or substitute teachers for long periods 

of time). 

3. An open question asking principals to describe the 

effect of the teacher shortage on their school. 

2.2. Regional Inspector Survey 

This survey was based on a questionnaire administered 

to all inspectors in the seven geographic regions. A total 

of 73 inspectors, serving in different roles, responded, 

representing all seven regions. The questionnaire 

contained two parts: 

1. Background information on the inspectors (e.g. 

gender, experience in teaching, year of experience as an 

inspector, role, geographic region) 

2. Likert-type questions on a five-point scale asking the 

inspectors to rate the reasons for recruiting new teachers 

in their region and the extent to which they perceive 

school principals as implementing a set of strategies in 

order to cope with the teacher shortage.  

2.3. An Analysis of Advertisements on 

Teachers’ Union Internet Sites 

Examination of job advertisements that appear regularly 

on the teachers‟ union internet sites was another source of 

information for analyzing teacher supply and demand 

throughout the year on different school levels and 

regarding different school subjects. These ads included 

both want ads placed by schools and job search ads by 

individuals seeking a teaching position. 

The examination was carried out over a period of 24 

months (February 2010-January 2013). This enabled us to 

identify recurring patterns of supply and demand during 

certain months. The sites were analyzed once every month 

on a fixed date since ads are automatically removed after 

30 days unless they were placed again, a sign that the 

position was not yet filled or that the person was still 

seeking a teaching position. The ads were classified and 

counted by school level and school subject. 

3. Results 

Findings of the study will be presented according to the 

four research questions.  

3.1. Reasons for the Demand for Teachers on 

the School Level According to Principals and 

Regional Inspectors  

Table 1 presents percentages of principals and regional 

inspectors reporting on the „most frequent‟ and „very 

frequent‟ reasons for the need to hire teachers in schools 

and χ
2
 for significance in their measures.  

Table 1. Frequent and Very Frequent Reasons for the Need to Hire 

Teachers in Schools According to School Principals and Inspectors 

Reasons Principals Inspectors χ2(p) 

Demographic growth 39% 59% 5.34* 

Teachers‟ temporary leaves 29%  69% 24.1*** 

Teachers leaving the profession 12%  26% 3.35* 

Policy changes (teacher load, 

class size, etc.) 
12%  24% 3.04* 

Introduction of new curricula 12%  10% 0.15 

*p<.05 *** p<.001 

The two main reasons for the high demand for teachers 

are the increase in the number of students in schools due 

to natural demographic growth and temporary leaves of 

teachers due to pregnancy, giving birth, illness, sabbaticals 

and unpaid leave. The proportion of regional inspectors 

pointing to these reasons is significantly higher than that 

of school principals.  

About a quarter of the regional inspectors consider two 

other reasons for the demand for teachers – teachers 

leaving the profession (26%) and changes in educational 

policies (24%), which include, for example, adding hours 

to certain school subjects. Only 12% of the school 

principals consider these to be major reasons. The 
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introduction of new curricula is not considered by either 

group as a major reason for hiring new teachers. 

This pattern of findings is similar in elementary and 

secondary schools and in the secular, religious and Arab 

sectors.  

3.2. Teacher Supply and Demand 

Throughout the Year in General and in 

Specific School Subjects 

Findings related to this question were obtained by 

analyzing the want ads and job-seekers ads posted on 

teachers‟ union internet sites. It was found that these 

advertisements mainly relate to Hebrew speaking schools; 

a finding which was corroborated by data obtained in the 

survey of principals, according to which principals in 

Arab schools do not use these internet sites for recruiting 

teachers. On these measures, there were no differences 

between elementary and secondary schools.  

3.2.1. Supply and Demand in General throughout the 
Year 

The following figures show the number of teachers 

needed or seeking teaching positions in elementary 

schools (Figure 1) and in secondary schools (Figure 2).  
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Figure 1. Number of teachers needed in schools and number of teachers seeking work in elementary schools per month 
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Figure 2. Number of teachers needed in schools and number of teachers seeking work in secondary schools per month 

Figure 1 and Figure 2 indicate that on both school 

levels, there is a continual search for teachers throughout 

the year. The number of teachers needed per month on the 

elementary level ranges from 150 to 610, while the 

number of job seekers each month ranges from 80 to 250. 

The number of teachers needed per month on the 

secondary level ranges from 80 to 400, while the number 

of job seekers each month ranges from 100 to 350. Peaks 

of supply and demand on both levels occur in the summer 

months (June-August).  

Since a shortage is defined as a gap between supply and 

demand, we have chosen to graphically present these gaps, 

which were computed by subtracting the number of 

teachers needed from the number of job seekers. Figure 3 

presents these gaps throughout the two years on the 

elementary and secondary levels.  

The zero line represents a balanced state between 

supply and demand. Values below the zero line indicate a 

shortage of teachers while values above zero indicate a 

surplus of teachers.  
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Figure 3. Gaps between teachers needed and job seekers per month 
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As can be seen in Figure 3, in most months, demand 

exceeds supply on both school levels. In some of the 

summer months and especially toward the beginning of 

the school year, there is a balance between supply and 

demand. At times the supply is higher than demand, as 

can be seen in elementary schools at the beginning of the 

2012 school year. This surplus results from more teachers 

seeking teaching positions not because of a decrease in the 

demand for teachers.  

3.2.2. Supply and Demand in Different School Subjects 
throughout the Year 

There are fourteen school subjects taught on the 

elementary level including general teaching, which refers 

to teachers who teach a number of school subjects and 

also serve as homeroom teachers. On the secondary level, 

there are seventeen school subjects. For each of these 

subjects, we calculated the gaps between supply and 

demand per month. Here too, values below zero indicate a 

shortage in teachers while values above zero indicate a 

surplus. The analysis revealed huge variability in the 

different school subjects with a shortage found in some 

school subjects, a surplus in a few, and balance in all the 

others.  

On the elementary level, there are six subject areas 

where the demand for teachers exceeds the supply in most 

months. In descending order according to the two-year 

average gap, these are: general teaching (-55.83), English 

(-10.5), music (-6.21), sciences (-6.0) and to some extent 

in Hebrew language and literature (4.42) and mathematics 

(-4.25). These gaps are somewhat balanced during the 

summer months and toward the beginning of the school 

year. In two subject areas, the supply exceeds demand: 

special education (45.71) and Bible and Jewish studies 

(19.42). In the other six subjects, the average gap evens 

out: Computers (3.67), history (2.54), arts (1.08), 

geography (1.0), Arabic (-0.29) and physical education (-

0.75).  

On the secondary level, there are five school subjects 

with teacher shortages, three of them similar to the 

elementary level: Hebrew language (-16.17), English (-

5.50), sciences/biology (-13.96), mathematics (-7.50) and 

to a certain extent Arabic as a second language (-4.13). 

The magnitude of the gaps is more notable on the 

secondary level than on the elementary level. A subject 

area with a surplus of teachers, similar to the elementary 

level, is Bible and Jewish studies (14.42).  

In the other eleven subjects, there is a balance between 

supply and demand: special education (3.29), civics (3.25), 

history (2.88), art (2.71), physical education (1.46), music 

(0.58), chemistry (-0.38), Hebrew literature (-0.88), 

computers and computer science (-2.00), physics (-2.67), 

and geography (-3.38). The leveling of the gaps occurs 

mostly during the summer months and on the eve of the 

new school year. 

Below is a graphic display of the gaps in three chosen 

subjects on the elementary and secondary levels: English 

(Figure 4a), Bible and Jewish studies (Figure 4b), and 

special education (Figure 4c). While on both school levels, 

a shortage is evident in English and a surplus of teachers 

is evident in Bible and Jewish studies, a different pattern 

emerges in special education, with a surplus on one level 

and a shortage in the other. The raw data is presented in 

Table 2.  

Table 2. Gaps between Supply and Demand in Three School Subjects on the Elementary and Secondary Levels 

 English Special Education Bible & Jewish Studies 

 Elementary Secondary Elementary Secondary Elementary Secondary 

Range 'want' 10-60 10-50 3-33 5-22 0-5 5-25 

Range 'seek' 10-50 2-30 23-226 1-47 2-70 5-60 

Feb -11 -5 12 -6 5 2 

Mar -21 -18 30 -4 5 -2 

Apr -8 -17 23 1 8 4 

May -12 3 23 -2 18 26 

Jun 1 -1 48 3 38 40 

Jul -22 -35 70 -9 36 33 

Aug -3 -19 98 13 56 46 

Sep 2011 -9 -1 40 12 15 18 

Oct -2 -10 5 4 6 9 

Nov -13 -29 9 -12 9 14 

Dec -12 -24 15 3 1 1 

Jan -9 -21 4 -4 1 -12 

Feb -20 -10 26 0 6 3 

Mar -28 -18 20 0 2 -2 

Apr -9 -26 52 1 9 8 

May -16 -7 78 14 23 19 

Jun -14 -18 74 9 33 26 

Jul -25 -28 106 9 39 34 

Aug 10 -10 200 36 67 32 

Sep 2012 -4 -18 66 22 34 10 

Oct -13 -18 47 0 10 5 

Nov -11 -23 2 -1 24 8 

Dec 2 -5 31 -7 9  

Jan -3 -14 18 -3 12 15 

Mean Gap -10.5 -15.50 45.71 3.29 19.42 14.42 
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Figure 4a. Gaps between teachers needed and job seekers per month in 

English 
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Figure 4b. Gaps between teachers needed and job seekers per month in 

Bible and Jewish studies 

 

Figure 4c. Gaps between teachers needed and job seekers per month in 

special education 

3.3. Strategies Used by School Principals in 

order to Cope with the Teacher Shortage 

According to Principals and Regional 

Inspectors  

Ten possible strategies used by school principals for 

coping with the teacher shortage appeared in principals 

and inspectors' survey questionnaires. These were merged 

into five categories according to a factor analysis 

procedure using principal axis factoring with an 

orthogonal rotation. Table 3 presents these categories in 

descending order according to the percentage in which 

they are frequently and very frequently used by principals 

as reported by principals and inspectors.  

The most common strategy used frequently by 

principals to cope with teaching shortages is increasing the 

teaching loads of existing teachers. 41% of the principals 

and 71.5% of the inspectors reported on the usage of this 

strategy frequently and very frequently. The following two 

categories used frequently and very frequently according 

to principals and inspectors are hiring under-qualified 

teachers (49% and 25% respectively) and employing 

substitute, temporary teachers for long periods of time 

(45% and 24%).  

Table 3. Percentage of principals who ‘frequently’ and ‘very 

frequently’ use different strategies to cope with the teacher shortage 

according to principals and inspectors  

 Principals Inspectors χ2(p) 
Increasing teaching loads of 

existing teachers 
41%  71% 11.50** 

Hiring under-qualified teachers 25%  49% 7.01** 
Employing substitutes, temporary 
teachers for long periods of time 

24%  45% 6.52** 

Structural reorganization in 

school 
14%  21% 1.42 

Offering incentives and bonuses 2%  20% 4.15* 

*p<.05 ***   p<.001 

Internal reorganization of the school (enlarging classes, 

shrinking the curricula, cancelling subjects) is a much less 

common strategy reportedly used frequently (21% and 

14%). Using tempting personal contracts and offering 

financial benefits to attract teachers is reported as used 

frequently only in a few cases according to the principals 

(2%), and to a larger extent according to the inspectors 

(20%).  

3.4. The Effect of Teacher Shortage on 

Teaching and Learning in Schools According 

to Principals 

Six categories were delineated from the responses of 40 

principals to the open question which asked them to 

describe the effect of the teacher shortage on various 

aspects of learning and teaching in their schools. Table 4 

presents these categories. 

Table 4. Percentage of Principals Indicating the Following Six 

Categories as Having Effects on their School 

Effects of shortage N % Details 

Lower teaching 

quality 
32 80%  

Teachers' lack of disciplinary 

knowledge, disturbing the sequence 
of learning 

Lower 

achievements 
24 60%  

Low attainment, decease in the 

percentage of students passing the 
national exams 

Burden on 
managerial aspects 

in schools 

15 38%  

Administrative burden, high 

turnover, causing inconvenience, 
draining time and energy, effecting 

school climate, causing chaos and 

turmoil 

Discipline 

problems 
10 25%  

Lack of communication between 
teachers and students, severe 

discipline problems, difficulties in 

classroom management 

Failure to meet 

standards 
6 15%  

Failure to meet the standards and 

requirements of the Ministry of 

Education, lagging behind 
timetables, not meeting expectations 

Parental 

dissatisfaction 
5 13% 

Parents complain, harming 

relationships with parents 

As can be seen in Table 4, the most significant effects 

of the teacher shortage according to principals relate to the 

quality of teaching (80%), student outcomes (60%), and 

ongoing effective management of the school (38%). 

4. Discussion and Conclusions 

The aim of this study was to examine the controversial 

matter of teacher supply and demand in Israel using data 

obtained on the school and district levels. This state of 

ambiguity is not unique to the Israeli setting, as noted by 

other researchers: „Despite the long-standing prominence 

of this issue as a national policy concern, empirical 
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research on the adequacy of the quantity of the supply of 

teachers has been surprisingly limited – in data methods 

and measured‟ [[5], p. 565].  

While most studies conducted in this area are based on 

data obtained from macro level sources, the purpose of 

this study was to focus on the micro level, i.e., activities 

taking place within the schools in order to cope with the 

teacher shortage. Support for this course of action was 

drawn from organizational theory, which claims that there 

is a need to focus on the organizational level, and from 

previous research that highlighted the importance of 

examining teacher shortage and coping with it from the 

perspective of the schools themselves [22,23]. Another 

attempt at analysis implemented in this study was to 

collect data from job advertisements in order to gain some 

quantitative information regarding the magnitude of the 

teacher shortage. To the best of our knowledge, this 

methodology has never been used before for such 

purposes. The use of these two methodologies –surveys 

and analysis of internet ads – also caused the limitations of 

this study as elaborated below.  

4.1. Reasons for Teacher Demand 

Two main reasons for the need for teachers were 

identified by school principals and inspectors. The first is 

demographic growth in the school population. This aspect 

is considered a major one, if not the most important factor 

that affects the need for teachers [1,24]. Although it is 

seemingly a fairly easy factor to consider when predicting 

shortage, it itself is effected by many other sensitive 

factors and every slight change in them might bias the 

predictions [24]. These include changes in student 

enrollment, immigration to the country, internal 

emigration, teachers moving within the system from one 

school level to another, from one supervisory segment to 

another, from one school subject area to another, and 

changes related to student characteristics such as special 

education students, etc.  

A second reason mentioned by many of the principals 

and even more so by the inspectors as having an 

immediate effect on the need for teaches is temporary 

leaves of teachers. Reasons for this short-term leave are 

varied and include maternity leave, sick leave, and 

sabbatical leave. All these require hiring teachers for a 

sometimes unknown period of time that can occur during 

the school year and might be prolonged beyond what was 

originally expected. The difference between the lower 

estimations of principals in this respect versus those of 

inspectors, which were much higher, can be attributed to 

the fact that inspectors have a broader outlook on the 

situation based on information gathered from the many 

schools in their districts.  

The picture which emerges from the internet ads of a 

constant shortage during the school year strengthens the 

'temporary leave' as a significant factor affecting the need 

for teachers. It is evident that recruiting teachers is a 

problem that preoccupies school principals throughout the 

year and not only toward the beginning of the school year. 

We found support for this finding in a report by the State 

Comptroller [25] that claimed that even when more 

accurate predictions can be made regarding temporary 

leave, the Ministry of Education does not handle this 

properly. For example, six weeks after all requests for a 

sabbatical were transmitted, the Ministry had processed 

only 85% of these requests.  

4.2. The Dynamics of Supply and Demand of 

Teachers – In General and Per School 

Subjects  

An answer to this question was obtained by analyzing 

job advertisements which included both 'wanted' ads 

advertised by schools offering teaching positions, and 'job 

search' ads of individuals seeking teaching positions. The 

picture that emerged shows an ongoing search for teachers 

throughout the school year with usually fewer job seekers 

than needed to fill the empty positions in most months. 

Thus, during the entire year, principals face difficulties in 

filling empty teaching positions. Toward the summer 

months, the supply and demand are more balanced and 

there is even a certain surplus in teachers seeking teaching 

positions. This allows school principals to be more 

selective in choosing appropriate teachers for the jobs. 

This pattern was found to be similar in the two years that 

were examined. Although there was a greater supply of 

teachers in elementary schools in 2013 versus 2012, it is 

still hard to detect trends from this specific finding. This 

finding may point to activities initiated by the Ministry of 

Education aimed at enlarging the supply of teachers, such 

as the opening of alternative routes of certification.  

The recurring finding – that there is a surplus of 

teachers on the eve of the new school year – raises the 

question of whether these are the qualified teachers that 

principals are looking for. There is no definite answer to 

this question based on the internet ads, since some of the 

job seekers describe their qualifications in great detail 

while others don‟t. Yet, in numerous ads, applicants 

clearly state that they do not hold a teaching certificate nor 

have any prior experience in teaching. It can thus be 

concluded that the profile of job seekers is varied and also 

includes candidates with no certification or proper 

qualifications. Entry of such candidates is an immediate 

threat to the quality of the Israeli teaching force. It should 

also be pointed out that the finding that there is a massive 

demand for teachers in October-November, only a short 

while after the school year has begun, is particularly 

worrisome. This could be the result of new teachers 

abandoning their classes due to maladjustment and 

difficulties in adaptation to the profession. This particular 

finding should be examined in future studies.  

When examining the gap between supply and demand 

in the different school subjects, it is clear that in some 

subject areas, there is a severe shortage, while in others, a 

surplus is found. The school subjects in which shortage is 

evident on all school levels are English, math and sciences. 

This finding is in line with the data provided by the 

Ministry of Education [26]. During the years 2009-2012, 

as a result of this acknowledged shortage, the Ministry of 

Education initiated several ad-hoc alternative programs to 

train university graduates in these three fields [27]. 

According to the State Comptroller [25], in 2010 only a 

third of the math teachers on the secular Jewish secondary 

level had the necessary qualifications to teach. A chronic 

shortage in math and science teachers is also evident in 

other western countries, including the US, and forces 

schools to lower recruiting standards for teachers in these 

subject areas [28]. As to English, it is difficult to compare 
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the demand for teachers in English-speaking countries 

versus countries where English is taught as a foreign 

language such as Israel [29].  

On the secondary level, there is also variance within the 

different scientific disciplines, with a shortage found in 

science technology and biology but not in physics and 

chemistry. According to the CBS [30], more students are 

studying biology than physics or chemistry; data which 

could partially explain the shortage in biology. In other 

words, the shortage is due to the fact that more students 

choose to study biology. These findings do not correspond 

to the situation in the US where a severe shortage appears 

in physics compared to chemistry and biology [31].  

Despite the claim by the Ministry of Education that a 

teacher shortage exists only in English, math and sciences, 

analysis of internet ads reveals a severe shortage on the 

elementary school level in general classroom teachers and 

on the secondary level in Hebrew language teachers. 

General classroom teachers on the elementary level 

usually teach a varied array of school subjects such as 

Hebrew language, Bible, math and science. Those in favor 

of this model raise the concern that if taught by many 

teachers, youngsters at this age would not be able to 

develop a close relationship with their teachers [32]. 

However, changes in teacher preparation models in Israel 

during the 90s suggested elimination of the general 

classroom teacher role. This new policy was based on the 

assumption that general teachers are less qualified to 

transmit knowledge in the various disciplines [33]. As a 

result, since 2009, every teacher is required to hold an 

academic degree in a specific discipline or at least a 

disciplinary specialization that will ensure the quality of 

his or her teaching [33]. However, in many schools there 

are still numerous teachers who were trained according to 

the previous model and the findings of this study suggest 

that school principals themselves are reluctant to adopt the 

new model and prefer the previous one. A research team 

that looked into this matter compared the situation in 

Israel to that existing in other countries supported the 

model of integrated teaching by homeroom teachers, 

especially in the lower elementary grades [32]. In addition, 

a report by the State Comptroller (2013) identified a non-

systematic approach by the Ministry of Education toward 

the school subjects that can be taught by a general teacher.  

On the secondary school level, the main shortage exists 

in mother tongue Hebrew language teachers. This finding 

is not surprising light of the decrease of 50% in the 

number of university students graduating in this area in 

2009-2010 as compared to 2004-05. In addition, the 

number of students studying Hebrew language at the 

teachers colleges (data from 2009-2010) is the lowest 

amongst all subjects [30]. To exemplify the magnitude of 

the difference, the number of students studying to become 

literature teachers was three times greater than those 

studying Hebrew language [30]. Taking into consideration 

that Hebrew language is an obligatory school subject 

taken by more than 90% of the secondary students [34], it 

is no wonder that this is the subject where the shortage is 

most acute.  

Other school subjects in which the need for teachers is 

evident, although to a lesser extent, are music on the 

elementary school level and Arabic language on the 

secondary level. The shortage in music teachers may be 

explained by the number of students studying music at 

academic colleges of education which was the lowest in 

2009-2010, compared to all other arts studies. As for 

Arabic language, given the social and political climate in 

Israel, it is no wonder that Arabic teaching is not a 

prioritized teaching career [35].  

The analysis of internet ads also revealed some school 

subjects where supply exceeds demand. This situation 

particularly characterizes special education on the 

elementary school level and Bible and Jewish studies on 

both school levels. Regarding special education, an 

explanation for this situation relates to the large number of 

applicants studying special education at teacher colleges 

of education [20]. This is a completely different situation 

from that found in the US, where there is a severe shortage 

of teachers in this area [36], and could be the result of 

viewing the special education specialization as a 

springboard toward studying various types of therapy 

[37].The surplus in Bible and Jewish studies teachers can 

be attributed to the fact that this subject is ranked third in 

the number of students studying it at the teacher colleges 

[20]. 

In general, our findings indicate a higher demand for 

teachers on the elementary level than on the secondary 

level. Apart from the fact that there are more elementary 

schools than secondary schools in Israel, there could be 

other reasons, such as the composition of the workforce on 

the elementary level which includes more women and 

younger teachers, two factors that were found to increase 

the tendency for temporary leaves and a more significant 

drop-out of teachers [38].  

4.3. Strategies Carried Out by School 

Principals in Response to the Need for 

Teachers and their Effect on the Quality of 

Teaching 

Strategies carried out by school principals to cope with 

the need for teachers affect both quantitative and 

qualitative aspects of the teacher shortage. Our findings 

show that the most common strategies implemented are 

increasing the teaching loads of existing teachers, 

employing under-qualified teachers or, alternately, 

employing temporary teachers for long periods of time. 

These three strategies have a negative impact on the 

quality of teaching and learning in schools. Increasing 

teaching loads causes teacher burnout, employing under-

qualified teachers directly effects teaching as these 

teachers do not hold a teaching certificate at all or hold a 

teaching certificate for subjects others than the ones they 

teach. Hiring teachers to teach other school subjects or 

other school levels than the ones they were certified for 

(out-of-field) is common in other counties and is 

constantly increasing [4,39]. These data mask the real 

shortage of teachers [40], affect the teachers themselves 

[41], lower the pupils‟ chance to receive quality education 

[42] and lessen the ability to operate the curriculum as 

mandated by state decisions [40]. The third strategy of 

employing temporary teachers for long periods of time 

causes high turnover rates which lead to an extra burden 

on schools. These temporary personnel are usually less 

committed to the system and are also not under 

inspectorate scrutiny as regular teachers are.  

All these strategies represent a compromise made by 

principals who themselves describe the negative effects of 
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employing under-qualified teachers, among them lowering 

the quality of teaching, lessening student achievement, 

interfering with the management of schools, causing 

discipline problems, not meeting school goals and causing 

parents‟ complaints. These effects were also detected in 

the literature [1]. It should be noted that research on 

affective schools has found a correlation between school 

affectivity and the quality of the teachers teaching in it and 

pointed to the fact that school principals „can control the 

quality of the teaching force at their school by hiring high-

quality teachers; by strategically retaining good teachers… 

and by assigning them to classes for which they are best 

suited‟ [[43], p. 5]. 

It can thus be concluded that even though there isn't 

necessarily a quantitative shortage at the beginning of the 

school year according to the ads, many of the teachers 

who occupy these teaching positions are those that school 

principals had to accept as a compromise, as Ingersol and 

Perda state, „in reality… schools often simply cannot, and 

do not, leave teaching positions unstaffed, regardless of 

the quantity and quality of supply‟ [[5], p 565]. It is likely 

that school principals can choose among candidates only 

in the case of school subjects where there appears to be a 

surplus of teachers looking for jobs. These findings 

redirect the problem of the quantitative teacher shortage 

toward the problem of a hidden shortage and the quality of 

the teaching force. 

Findings of this study show that the supply and demand 

issue which is vital to planning and forecasting teacher 

preparation remains to a large extent unsolved. The job 

market operates under the rules of supply and demand and 

when supply is low, school principals recruit candidates 

with inadequate qualifications. Thus, quantitative 

predictions do not reflect the qualitative shortage. In order 

to overcome this vulnerable area, there is a need for a 

detailed database that provides information regarding the 

extent to which teaching positions are filled with adequate 

candidates. This database does not yet exist. 

4.4. Limitations of the Study 

A number of limitations should be pointed out. First, 

the fairly low response rate of school principals, which 

does not allow us to examine differences within subsectors 

including geographic regions. Although the regional 

inspectors' survey validated the principals' responses to 

some extent, we should still be cautious about the data 

obtained. A second limitation relates to the utilization of 

internet ads as a source of information, as we do not know 

for sure the extent of the use of this platform by school 

principals and job-seekers. In addition, we should keep in 

mind that while schools advertise only once on the 

internet, job-seekers may advertise more than once in 

varied formats, a situation which leads to an 

overestimation of the number of candidates.  
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