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PREFACE

A teaching profession whose members are motivated
and highly qualified is of vital importance in ensuring
that young people are offered a sound education. The
new expectations and challenges currently confronting
teachers throughout Europe mean that they now are at
the very heart of the educational policy debate. The
work programme on the future objectives of education
and training system up to 2010, which was approved
by the Barcelona European Council on 15-16 March
2002, considers that teachers are ‘key actors in any
strategies targeted at stimulating the development of
society and the economy’.

In this context, the study by Eurydice on the teaching profession, which is being
published in the Key topics in education in Europe series as a set of four reports, is
an especially welcome development. With teachers in lower secondary education
as its focal point, the study analyses the extent to which their initial training pro-
vides them with the skills now recognised as essential if they are to perform their
duties successfully. It examines cases of teacher shortage or oversupply with which
European countries are confronted and the steps taken to rectify them. Finally, it
compares the conditions of service of teachers in terms of aspects such as job secu-
rity and salary prospects.

This second report is devoted to the supply and demand of teachers and to the
measures that have been taken in order to attract new recruits to the profession or
to alleviate the problem of teacher shortages. The findings of the report are invalu-
able at a time when the need to attract and retain sufficient numbers of qualified
teachers is a challenge shared by many policy makers in the field of education. This
is borne out by the fact that only four education systems, out of the 33 covered by
the study, are experiencing a situation approximating to balance between teacher
supply and demand. The report also highlights the difficulties encountered in
attempting this type of comparison because the definitions and the ways in which
statistics are collected differ widely from one country to the next. This provides con-
siderable scope for European cooperation. The analysis of campaigns and emer-
gency measures introduced in order to resolve teacher shortages raises the ques-
tion of their impact on the quality of education provision which results from this. This
is a therefore a fruitful area for exchanges of experience at European level.

This study, which is of considerable significance for European cooperation in the
field of education, was made possible as a result of the contribution of the National
Units in the Eurydice network as well as national experts. The comparative analy-
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sis was written by the Eurydice European Unit in close collaboration with all of the
national partners. This methodological approach is a further guarantee of the qual-
ity and reliability of the information contained here. All the contributors to the study
are acknowledged at the end of the publication. 

We trust that the present report will enrich the policy debate both at national and
Community level by providing greater insight into the way in which teacher supply
and demand is balanced at European level, the problems that are encountered and
the increasing efforts that are undertaken to safeguard, today and in the years to
come, a high quality education for all.

Viviane Reding

European Commissioner for Education and Culture
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GENERAL AND METHODOLOGICAL 
FRAMEWORK OF THE STUDY

INTRODUCTION

The importance of the role of the teacher as an agent of change, promoting
understanding and tolerance, has never been more obvious than today. It is likely

to become even more critical in the twenty-first century.

(Jacques Delors, 1996, p. 157) (1)

With the emergence of the knowledge society in the 21st century, the importance
of education has been reiterated in many reports and declarations and education
systems now face several challenges. Young people must be able to meet and adapt
to the demands of an economic and social context undergoing massive change.
While they need to have knowledge of specific essential subjects such as new infor-
mation and communication technology (ICT) and foreign languages, they also need
to be made aware of and become committed to the human values of tolerance and
sharing. Teachers play an essential part in this formative process, with the result that
society as a whole nurtures great expectations vis-à-vis the teaching profession.
Teachers make an important contribution by giving young people the tools to inte-
grate into a constantly changing world.

In order to gain greater insight into the issues at stake, and understand the situa-
tion and expectations with which the teaching profession will be confronted in
European countries in the years ahead, the Eurydice Network has launched an
extensive comparative study on the profession as it exists in Europe today. With a
view to defining the scope of this complex subject more effectively, the Units in the
Eurydice Network were asked to describe those aspects or main elements of the
profession that are the subject of ongoing debate or reform at national level. The
response of Units to this short survey in the summer of 2000 clearly demonstrated
that the teaching profession is at the heart of thinking and discussion about policy,
and this confirms that the study is entirely in line with current developments in
European countries. 

More specifically, two major issues seem to emerge from the concerns and discus-
sion of policy-makers in those countries. These issues are, first, changes in the skills
teachers are expected to possess and, secondly, the extent to which their profession
is an attractive one. Although these issues are not present to the same extent every-
where, they may be regarded as occupying an important position in thinking about
education in Europe. 

IX
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(1) Delors, J. et al. Learning: the treasure within. Report to Unesco of the International Commission on
Education for the Twenty-first Century. Paris: Unesco, 1996.
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Indeed, in the majority of countries today, it is no longer just expected that, in their
prime task of providing instruction, teachers should simply adapt to knowledge
gained from research into teaching methods and the psychology of learning. The
daily life of schools is conditioned by the technological development of information,
an increasingly multicultural social environment and the increasingly greater auton-
omy granted to local communities and schools. 

Generally speaking, therefore, the teaching profession seems affected by the need
to become more involved in tasks concerned with school management and admin-
istration, the use of ICT, the promotion of human rights and civic education and
encouraging pupils to acquire knowledge with a view to learning constantly
throughout their lives.

In this context, teachers face groups of students more varied than ever before.
Depending on the country concerned, they have to face up to two types of hetero-
geneity for which they may feel insufficiently prepared, namely provision for children
of (im)migrant origin and children with special educational needs. Furthermore, at
secondary level, the extension of compulsory education, and/or its (re)organisation
to provide general education and training for everyone, has occurred fairly recently
in some countries. In such cases, ‘mass’ education and an increasingly heterogeneous
school population are likely to have aggravated the difficulty faced by teachers in
handling the pupils entrusted to them. While these problems are not experienced to
the same extent everywhere, they reflect the need for teachers to acquire interpersonal
and communication skills in order to work with ethnic and linguistic minorities and
pupils with special needs, and handle conflicts that may arise in the classroom.

In many countries, policy-makers are deeply concerned about the likelihood of
teacher shortages or are already having to cope with them (in certain regions or
subjects, or at certain levels of education). They are thus having to seriously con-
sider means of attracting competent young people into the teaching profession. The
level of remuneration is often blamed for disaffection with a career in teaching.
Salaries are considered either too low or poor compared to those in other profes-
sions. Unattractive working conditions (lack of flexibility and independence, a
heavy workload, little pedagogical support, run-down premises, pupils in difficulty,
etc.) are also often invoked. Yet a further frequently identified contributory factor is
lack of support for young teachers as they enter and adapt to their profession for
the first time. This lack of preparation may thus in some countries lead them to
abandon it in the early years of their career. 

It is in relation to these major and closely associated challenges which European
education systems now seemingly have to meet if they are to provide quality edu-
cation for everyone, that Eurydice has selected the issue of the attractiveness, dis-
tinctive features and occupational content of the teaching profession, for
the purpose of conducting a thorough comparative analysis. 

Supply and demand



PRESENTATION AND AIMS OF THE STUDY

The aim of this study is to gain a better insight into the situation characterising the
profession in different countries, the way in which it is changing, and the way also
in which national policy-makers are attempting to meet the challenges that have
been identified. It sets out to analyse how future teachers are prepared for their pro-
fession and the skills they are expected to master, to examine the balance or imbal-
ance between supply and demand and, finally, to compare key aspects of teach-
ers’ working conditions. The study also seeks to clarify the interaction between these
three major issues and the impact they have on each other in the various European
countries, with a view to identifying broad patterns and trends while at the same
time situating them in their national contexts.

The study is part of the Key topics in education in Europe (2) publications series
whose analytical thrust is twofold:

• a thorough descriptive comparison of current situations in order to exam-
ine how the aspects considered relate to each other and are interdependent and
then, if possible, to identify major operational models;  

• a contextual and historical analysis of how circumstances are evolving,
in order to understand ongoing changes, debate or reforms and explain the rea-
sons or aims underlying them

These two aims are intended to meet the demand on the part of policy-makers for
reliable information on international trends that is descriptive and illustrative and
offers critical analysis.   

All aspects and parameters of the study are set out in Table 1 below. The approach
has been to select them with due regard for the way in which they are directly or
indirectly related to the question of the attractiveness and distinctive features of the
teaching profession.  

XI
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(2) The first volume published in 1999 is devoted to financial support for students in higher education.
The second, published in 2000, deals with the methods of awarding and managing the resources
earmarked for schools. The full references for both volumes are given below and both may also be
accessed on the Eurydice website.
• Eurydice; European Commission. Financial support for students in higher education in Europe.

Trends and debates. Key topics in education in Europe, vol. 1. Luxembourg: Office for Official
Publications of the European Communities, 1999. Available on the World Wide Web:
http://www.eurydice.org/Documents/KeyTopics/en/FrameSet.htm.

• Eurydice; European Commission. Financing and management of resources in compulsory educa-
tion. Trends in national policies. Key topics in education in Europe, vol. 2. Luxembourg: Office for
Official Publications of the European Communities, 2000. Available on the World Wide Web:
http://www.eurydice.org/Documents/KeyTopics2/en/FrameSet.htm.

http://www.eurydice.org/Documents/KeyTopics/en/FrameSet.htm
http://www.eurydice.org/Documents/KeyTopics2/en/FrameSet.htm.
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There is unanimous agreement that all teachers should be provided with the skills
needed to perform their tasks and thereby achieve the aims of quality education in
schools. Three main areas have been selected for the present study: the manage-
ment of school activity and administration; the use of ICT and teaching related to it;
and the teaching of heterogeneous groups of pupils. Policy-makers accordingly
have the task of ensuring, first, that new entrants to the teaching profession are
appropriately trained and, secondly, that practising teachers are able to access in-
service training that meets their needs. Among questions that arise are the follow-
ing: 

What is expected of the teaching profession (or should be expected of it) today and
to an even greater extent in the future? What are teachers themselves taught dur-
ing their initial training? What quality and skills criteria have to be satisfied for
teachers to be regarded as qualified for the occupation? What arrangements are
made to help young entrants to become fully-fledged members of their profession?

Supply and demand

TABLE 1: ASPECTS OF THE STUDY RELATED
TO THE ATTRACTIVENESS AND PROFILE OF THE PROFESSION 

 
 



From what facilities may in-service teachers benefit so as to acquire the new skills
expected of them? What training requirements are teachers expected to fulfil in the
course of their careers?

The balance between the supply of and demand for teachers – whether in the
short or long term – is unquestionably the focus of concern among those responsi-
ble at national level for the management of teaching staff resources. In the vast
majority of European countries, the age pyramid of their in-service teachers reflects
a trend that is disturbing, particularly in times of shortage. According to the data
available (3), a little over one-fifth of the teaching population, on average in Europe,
will be close to or have reached retirement age in the next ten years. Several coun-
tries are thus faced with the task of gradually - or sometimes more rapidly – replac-
ing a large proportion of their practising teachers. The shortage of qualified staff
and unattractiveness of the profession which are now confronting certain education
systems seem to be further indications that it is important to find solutions to the
problem as a matter of urgency. Special attention will therefore have to be paid to
the potential for recruiting new entrants into the profession and, by the same token,
ensuring that means are found to attract prospective teachers into initial training.

What measures have been introduced to attract young people into training and
recruitment for the profession? What are the incentives for ensuring that qualified
staff do not leave it? How do those responsible attempt to compensate for possible
existent shortages? What types of planning policy have been adopted in relation
to supply and demand?

These two main groups of questions are closely linked, in so far as the skills
acquired by the end of training and the tasks that have to be performed in the
course of working life are integral aspects of whatever makes a profession attrac-
tive and motivating. The existence or otherwise of special forms of support for
young entrants, as well as the way in which such support is organised, are clearly
related to the importance attached to the practical period of training. Selection pro-
cedures, where they exist, and the point at which they occur are also unquestion-
ably among the factors influencing the number of graduate teachers on the job
market. 

A third group of questions inevitably arises from the first two. It is clearly desirable
to consider conditions of service (duties in the course of employment and salaries)
necessary to ensure that the responsibilities required of the teaching profession are
properly fulfilled and that teaching is an attractive occupation. Job security, the
extent to which there are opportunities for finding more highly paid employment on
the job market, and the scope for regular salary increases, not to mention the qual-
ity of working life unquestionably have a bearing on its attractiveness.

XIII
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(3) Eurostat, UOE database.
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What types of support and supervision are available if in-service teachers run into
difficulty? How is their working time structured and calculated? What tasks are
entrusted to teachers and do they correspond to their qualifications and skills?
What arrangements govern salary increases? Is internal promotion possible, etc.?

All these foregoing questions are central to the present study. Besides the answers
to them that will be sought in the comparative analysis, special attention will also
be focused on the factors underlying measures relating to the teaching profession,
which have been introduced in the various countries in the last ten years. For this
purpose, it is important to analyse aspects of the precise situation in each country,
with due regard for economic, educational, political, social and demographic con-
siderations. This in turn means identifying the main aims of changes relating to the
situation of teachers (in terms of upgrading skills, recruitment, etc.) which may (or
may not) have been introduced.

STRUCTURE OF THE PUBLICATIONS 

A study of this complexity is a long-term undertaking. As emphasized in the section
on the methodological approach, information has been gathered in two main phas-
es in order to subdivide the work more effectively. Similarly, as in the case of a jig-
saw puzzle, each aspect of the comparative analysis has been considered sepa-
rately so as to gradually assemble a logical whole from the various subjects exam-
ined. In other words, it is not possible to do justice immediately to all findings of the
analysis. It should also be emphasized that, in addition to the relations between its
various aspects, each of the latter corresponds to a specific set of problems of sig-
nificance in itself. It would therefore be a pity if policy makers and other players in
education who are concerned with these basic issues did not have immediate
access to those subjects on which comparisons are already available, particularly
given that these specific problems are currently the focus of debate in many coun-
tries. Notwithstanding the undeniable dialectical relation between all such aspects,
therefore, the present study is being published in four separate reports, each deal-
ing with a specific issue. In each report, the problems encountered, as well as
national considerations related to these important issues, are discussed with refer-
ence to the available contextual elements.

• The first report is devoted to a comparative examination of initial training and
transitional measures designed to make it easier for new entrants to the teach-
ing profession to settle fully into working life. It is mainly devoted to educational
provision concerned with development of the specific skills referred to above.
Ways of entering the profession, the consecutive or concurrent training model,
and the relative importance of professional training as compared to general edu-
cation are discussed in relation to measures for completing the transition
between education/training and full professional activity. A historical summary
of the major changes which have affected the structure of initial training (in terms

Supply and demand



of its duration and level) in the last 25 years is provided, together with an analy-
sis of the reasons and aims underlying them. The part devoted to measures for
accomplishing the transition from initial training to professional life discusses the
existence (or otherwise) of a final on-the-job qualifying phase with remuneration
and/or support measures to help those embarking on a career in teaching to
become fully integrated into the profession. The structure and content of all such
measures are examined, as are ongoing debate and/or reforms concerned with
these matters.

• An in-depth analysis of the supply of and demand for teachers is the subject
of a second separate report. It includes demographic indicators for establishing
projections of the demand for teachers in the next ten years. Existing standard
methods of recruitment are compared to measures introduced where there is a
shortage of fully qualified staff for a particular post. The varied range of defini-
tions and methods for calculating oversupply and shortage are described and
discussed, together with the lack of readily comparable data. Finally, long-term
planning policies and the means mobilised for attracting people into training or
stimulating the recruitment of qualified staff are also reviewed.

• Analysis of teachers’ conditions of service is the subject of the third report. It
covers different aspects concerned with remuneration and material working con-
ditions, contracts of employment and the tasks expected of teachers in accor-
dance with those contracts.

• A final comprehensive overview then examines models that take account of all
considerations discussed in the various publications and places them in context.
Topics and issues arising from contextual analysis across the entire field of inves-
tigation will also be highlighted.

Finally, country tables enumerating all major reforms that have in one way or
another affected the teaching profession (training and conditions of service) in the
last 25 years will be placed on the Eurydice website. Each table gives the date and
content of these reforms, as well as the factors and objectives underlying them. The
national (demographic, social, political, and economic) context in which each
reform was enacted is also highlighted.

DEFINING THE SCOPE OF THE STUDY

In order to keep the study within appropriate limits, it analyses solely the situation
of teachers in full-time compulsory general secondary education. This educa-
tional level has been chosen because it is compulsory and situated at an important
transitional stage of the path through school. It is concerned with all young people
aged between 10/12 and 15/16. It generally incorporates ISCED level 2 (4) and,

XV
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(4) International Standard Classification of Education.
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depending on the country concerned, corresponds to lower secondary education
(lasting three or four years), or the final years of the single structure. 

In order to understand and situate the level involved, readers may refer to annexe 3
which sets out the general framework of the successive stages of schooling and
shows precisely where lower secondary education occurs within the educational
system of each country. 

In compulsory general secondary education in the majority of countries, teachers
are specialists or semi-specialists. The study does not consider the situation of teach-
ers who are trained to teach at other levels but may occupy a post at lower sec-
ondary level. 

It should also be pointed out that it is the general situation of teachers that is
examined. Only where the situation of teachers depends on the subject taught (for
example, in terms of the content of initial training, working conditions, responsibil-
ities or indicators relating to teacher shortage) does the analysis concern itself
specifically with teachers of mathematics and the mother tongue (5).

The study is solely concerned with the situation of teachers in the public sector, i.e.
those working in schools administered and controlled directly by the public author-
ities. Grant-aided private schools are considered only in the case of Belgium,
Ireland and the Netherlands, in which this sector is well developed.

The reference year of the study is 2000/01. Historical background information
on reforms (in the contextual analysis) is restricted to the last 25 years. The con-
textual analysis also takes ongoing policy discussions and definitely planned
reforms into account.

Finally the comparison covers the situation in the 30 European member countries
of the Eurydice Network.

Supply and demand

(5) There are three main justifications for this proposal.
1) Problems associated with the image of the profession and teacher shortage appear to be

somewhat severe in the field of mathematics in many countries. Graduates in this subject area
tend to prefer more highly paid professions in the private sector.

2) Both subjects are compulsory in all minimum curricula in compulsory education, in which they
occupy a dominant position (see European Commission; Eurydice; Eurostat. Key data on edu-
cation in Europe 99/2000. Luxembourg: Office for official publications of the European
Communities, 2000).

3) The way in which ICT is considered in training teachers of these two subjects may be very
different. The ICT skills of teachers may therefore vary widely.



METHODOLOGY AND WORKING PROCEDURES

A restricted working group comprising representatives from 16 of the National
Units (6) in the Eurydice Network was set up to prepare the present study. The group
was given the task of determining the subject matter of the study, defining its scope
and selecting relevant parameters for consideration. 

The information required was gathered in two major phases. The first phase was
concerned with aspects related to initial training, the transition into employment,
and supply and demand. The second was concerned with aspects of conditions of
service. Both phases corresponded to the whole of 2001.

Information needed for the descriptive analysis was gathered from all Units in the
Eurydice Network, using five questionnaires prepared by the Eurydice European
Unit (EEU) and then tested and amended by the working group. These question-
naires contain the precise definitions and instructions required for the logically con-
sistent gathering of readily comparable data. It will be possible to access them on
the Eurydice website in the section devoted to the data gathering mechanisms for
the study, as work progresses and the publications are completed.

National experts in the field were appointed by the members of the Socrates
Committee, in order to contribute to the historical and contextual framework. For
each phase, indications were prepared with a set of questions to guide the contri-
butions of the experts, who were also asked to include in their analysis all elements
they regarded as relevant or crucial to any explanation of the situation in their
country.

The majority of the statistical indicators have been prepared using the UOE data-
base provided by Eurostat.

Each report has been carefully checked by the National Units and national experts.
Close and constructive joint work and cooperation involving both the various part-
ners at national level and the EEU have done much to facilitate preparation of this
complex set of reports. All those involved in preparing the study are acknowledged
at the end of this publication.
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(6) Belgium (French and German-speaking Communities), Germany (Länder), Greece, Spain, Ireland,
Italy, Luxembourg, Sweden, United Kingdom (E/W/NI), Estonia, Latvia, Malta, Poland, Romania
and Slovenia.
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GLOSSARY

CODES AND ABBREVIATIONS

Country codes

Abbreviations relating to statistical indicators and other classifications

Glossary

EU European Union EFTA/EEA
countries

The three countries of the European
Free Trade Association which are
members of the European Economic
Area.

B Belgium IS Iceland

B fr Belgium – French Community LI Liechtenstein

B de Belgium – German-speaking Community NO Norway

B nl Belgium – Flemish Community

DK Denmark Candidate countries

D Germany BG Bulgaria

EL Greece CZ Czech Republic

E Spain EE Estonia

F France CY Cyprus

IRL Ireland LV Latvia

I Italy LT Lithuania

L Luxembourg HU Hungary

NL Netherlands MT Malta

A Austria PL Poland

P Portugal RO Romania

FIN Finland SI Slovenia

S Sweden SK Slovakia

UK United Kingdom

UK (E) England

UK (W) Wales

UK (NI) Northern Ireland

UK (SC) Scotland

(*) Estimate or liable to variation depending on the authority concerned

(:) Data not available

(–) Not applicable

EI Education International

Eurostat Statistical Office of the European Communities

ICT Information and communication technology

ISCED International Standard Classification for Education

Unesco United Nations Educational, Scientific and Cultural Organisation

UOE Unesco/OECD/Eurostat
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National abbreviations in their language of origin

ADEM Administration de l’emploi L

AGO Algemeen gemeenschapsonderwijs B nl

AHS Allgemeinbildende höhere Schule A

AMS Arbetsmarknadsstyrelsen S

ASEP
(Anotato Symvoulio Epilogis Prosopikou)

EL

CAPES Certificat d’aptitude au professorat de l’enseignement du second degré F

DfEE Department for Education and Employment UK (E)

DfES Department for Education and Skills UK (E)

DRE Direcções Regionais de Educação P

EGB Educación General Básica E

ESO Educación secundaria obligatoria E

FOREm Formation emploi de la région wallonne B fr

GRTP Graduate and Registered Teacher Programmes UK (E/W)

GTP Graduate Teacher Programme UK (E/W/NI)

HBO-MONITOR Hoger Beroepsonderwijs-monitor NL

HS Hauptschule A

IUFM Institut Universitaire de Formation des Maîtres F

KHÍ Kennaraháskóli Íslands IS

KIT Keeping in Touch UK (E/W)

KMK
Ständige Konferenz der Kultusminister der Länder in der Bundesrepublik

Deutschland
D

LEA Local Education Authority UK (E/W)

LOGSE Ley Orgánica de Ordenación General del Sistema Educativo E

NEOST National Employers Organisation for School Teachers UK (E/W)

ORBEm Office régional bruxellois de l’emploi B fr

QTS Qualified teacher status UK (E/W)

SÄL Särskild Lärarutbildning S

SBO Sectorbestuur voor de Onderwijsarbeidsmarkt NL

TTA Teacher Training Agency UK (E/W/NI)

VDAB Vlaamse dienst voor arbeidsbemiddeling en beroepsopleiding B nl

WO-MONITOR Wetenschappelijk Onderwijs-Monitor NL
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Glossary

The use of italics in the text

All terms whose use is limited to a country or a Community and which would not
normally be understood by a foreign reader appear in italics irrespective of the lan-
guage version of the study.

DEFINITIONS OF STATISTICAL TOOLS

Eurostat Demographic Database 

Eurostat collects the national demographic data from responses to an annual ques-
tionnaire sent to the national statistical institutes. The annual national population
estimates are based either on the most recent census or on data extracted from the
population register.

International Standard Classification of Education (ISCED 1997)

The international standard classification of education (ISCED) is an instrument suit-
able for compiling statistics on education internationally. It covers two cross-classi-
fication variables: levels and fields of education with the complementary dimen-
sions of general/vocational/pre-vocational orientation and educational/labour
market destination. The current version, ISCED 97 (1) distinguishes seven levels of
education.

The UOE data collection

The UOE (Unesco/OECD/Eurostat) data collection is an instrument through which
these three organisations jointly collect internationally comparable data on key
aspects of education systems on an annual basis using administrative sources. Data
are collected according to the ISCED 97 classification and cover enrolments, new
entrants, graduates, educational personnel and educational expenditure. The spe-
cific breakdowns include level of education, sex, age, type of curriculum (general,
vocational), mode (full-time/part-time), type of institution (public/private), field of
study and nationality. In addition, to meet the information needs of the European
Commission, Eurostat collects enrolment data by region and on foreign language
learning. The methodology and questionnaires used for the 2001 UOE collection
where the data included in the present publication come from, are available at the
public Eurostat Education, Training and Culture Statistics website (2). 

(1) http://www.uis.unesco.org/en/act/act_p/isced.html
(2) http://forum.europa.eu.int/Public/irc/dsis/edtcs/library?l=/public/unesco_collection/2001

http://www.uis.unesco.org/en/act/act_p/isced.html
http://forum.europa.eu.int/Public/irc/dsis/edtcs/library?l=/public/unesco_collection/2001
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TERMINOLOGY

Attributed teaching duties 

The teaching duties which are associated with a post open for recruitment or with
cover for a teacher on leave of absence are carried out by a person irrespective of
his or her qualifications and/or status.

Emergency recruitment

The employment of teaching staff who have not had the appropriate teacher train-
ing and/or lack the qualifications with which it is associated with respect to the
teaching duties that are to be carried out. 

Emergency measure

Any measure to ensure that teaching duties are carried out on a temporary basis
until a fully and appropriately qualified teacher is selected in accordance with stan-
dard recruitment or replacement procedures.

Fully and appropriately qualified teachers

Staff who have satisfactorily completed teacher training and are qualified to teach the
particular subject in which they are providing instruction at a given educational level.

Fully but inappropriately qualified teachers

Staff who have satisfactorily completed teacher training and are qualified to teach
one or more subjects or at a given educational level, but who are in fact teaching
subject(s) or at a level other than those for which they are qualified

Increase in workload

Additional tasks over and above the normal timetable of teachers, which relate to
the subject(s) in which they are qualified but without any corresponding change in
their contract of employment. Teachers may or may not receive compensation for
this additional work. 

Non-attributed teaching duties

Nobody is assigned to the teaching tasks associated with a post open for recruit-
ment or with cover for a teacher on leave of absence.

Non-qualified teachers  

Staff who provide teaching without having undertaken or satisfactorily completed
teacher training.  

Normal recruitment procedures

The employment of a teacher appropriately qualified for a post open for recruit-
ment or the replacement of a teacher on leave of absence, in accordance with stan-
dard procedures and/or regulations.
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Post open for recruitment

A newly created and/or otherwise undesignated (unfilled) teaching post for which
an appropriately qualified teacher is sought on a limited or permanent contract in
accordance with the usual recruitment  procedures. 

Reassignment

The temporary reorganization of teaching duties (without a change in the teacher’s
employment contract) to include subjects, schools or levels which are not part of the
teacher’s routine workload but for which the teacher is fully and appropriately qual-
ified. Teachers may or may not receive compensation for this alternative and/or
additional work. 

Redeployment (as an emergency measure)

A reorganisation of teaching duties which, without any change in the employment
contract of teachers, results in their being assigned to subjects or educational levels
for which they are not appropriately qualified. Teachers may or may not receive
compensation for this change in teaching duties. 

Reserve pool of teachers

Constitution at a higher (central or intermediate) administrative level of a group of
teachers who are appropriately qualified for various teaching responsibilities. They
are recruited by the administrative body concerned on a contractual basis in order
to take over from absent teachers in schools within a particular geographical area.

Teacher shortage

A situation in which the demand for teaching staff exceeds the number of appro-
priately qualified teachers who are both available and wish to occupy a post, with
the result that the teaching required is not carried out, or that emergency measures
have to be employed during a certain period.

Teacher surplus

A situation in which the demand for teaching staff  is less than the number of appro-
priately qualified teachers who are available, or who occupy a post in another pro-
fessional sector and wish to take up a teaching post for which they are appropri-
ately qualified.

Glossary
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OTHER TERMS

European Free Trade Association

The European Free Trade Association (EFTA) was founded in 1960 by Austria,
Denmark, Norway, Sweden, Switzerland and Great Britain under the Stockholm
Convention. It was subsequently joined by Finland, Iceland and Liechtenstein. EFTA
presently consists of only four member states: Iceland, Liechtenstein, Norway and
Switzerland. The other countries have left EFTA in order to join the European Union.
All of the EFTA countries, with the exception of Switzerland, form part of the
European Economic Area.

European Economic Area

The agreement on the European Economic Area (EEA) was signed in May 1992
and entered into force at the beginning of 1994. It applies to the 15 Member States
of the European Union and to three EFTA countries, but not to Switzerland. The pur-
pose of this agreement is to create a single market beyond the European Union
countries for the free movement of goods, persons, capital and services. 

Candidate countries

The present report covers those candidate countries already participating in the
Socrates programme as part of the pre-accession strategy. These countries are as
follows: Bulgaria, Cyprus, the Czech Republic, Estonia, Latvia, Lithuania, Hungary,
Malta, Poland, Romania, Slovenia and Slovakia. 

Turkey is also a candidate for accession to the Union and preparations are under-
way with a view to its full participation in the Socrates programme in 2004, most
notably through its prior integration into the Eurydice network. This integration has
not yet been accomplished, and it is for this reason that it has not been possible to
include data on this country in the present publication.
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INTRODUCTION

Teacher shortages make the news in Europe. The fact that there are not enough
appropriately qualified teachers able and willing to educate children in many
European countries is justifiably a matter for concern. Every year, and particularly
at the beginning of every school year, stories of teacher shortages – where, why,
and what is to be done – are covered by the media. But teacher shortages are not
a problem everywhere. In some countries a different problem exists: teachers are
unable to find jobs that suit their well-earned qualifications.

How are teacher shortages or surpluses defined? How do they occur and what
measures are put into place in order to prevent or to address them?

The report will show that there is no harmonised concept of teacher shortage and
surplus amongst the countries covered here. Different education systems do not
experience imbalances with regard to supply and demand in the same way
because the prerequisites – the conditions that govern teacher supply and demand
– are not identical in those systems. 

For the purposes of this report, teacher shortage is defined as a situation in which
the demand for teaching staff exceeds the number of appropriately qualified teach-
ers who are both available and wish to occupy a post with the result that the teach-
ing required is not carried out or can only be carried out by teachers without
appropriate qualifications. This means that both so-called ‘overt’ shortages (i.e.
when a teaching post remains unfilled for any period of time) and ‘hidden’ short-
ages (i.e. when teaching is undertaken either by non-qualified teachers or teachers
who are fully but not appropriately qualified) are to be considered in the context of
this report (1). 

With respect to teacher surplus, the definition adopted here describes a situation in
which the demand for teaching staff is less than the number of appropriately qual-
ified teachers who are available. This definition therefore includes persons who are
fully qualified and who are actively looking for a teaching appointment or are
obliged to accept part-time appointments, as well as persons who have qualified
as teachers but who have turned to other professional sectors due to the lack of
available openings. Already appointed teaching staff who are granted ‘leave of
absence’ or offered early retirement given the lack of posts to be filled constitute a
third group of ‘surplus’ teachers.

The relationship between those who demand teacher services and those who are
available and qualified to provide those services is complex. All aspects of this rela-

Introduction

(1) Please see the glossary for a list of terms used in this report.
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tionship must be taken into account in order to give a reasonably accurate repre-
sentation of changes in levels of teacher supply and demand which produce teacher
shortage or surplus.

Teacher shortage and surplus may also co-exist within the same education system.
There may, for example, be too many teachers who are qualified to teach a par-
ticular subject matter whereas not enough teachers are available to teach another
subject matter. Similarly, a particular geographic region may suffer from a more
general shortage of teachers which is not paralleled in another region.

Teacher demand is shaped by demographic trends

Teacher demand is determined by the need to maintain the necessary teacher
resources (replacing those who leave the teaching profession), subject to the need
to increase or decrease the numbers of teachers required for specific subject mat-
ters, different levels or types of education, or different geographic locations.

Chapter 1 of this study looks at demographic projections which directly influence
the demand for teachers. The first part of the chapter gives data on the distribution
of the different age groups represented among teachers, the number of teachers
expected to retire and anticipated enrolment trends for pupils at general lower sec-
ondary level in the next 10 years. The second part of the chapter goes on to
describe how different countries use these projections as a part of their forward
planning policies. Planning policies anticipate future demand for teachers and thus
attempt to preserve the balance between teacher supply and demand.

Quantifying the extent of teacher shortage and surplus

In Chapter 2, an attempt is made to quantify the extent of teacher shortages or
oversupply in the different countries by drawing on the available statistical indica-
tors at national level. It is not possible – at this stage – to establish international
comparisons. This is not only because the definitions in use at national level to
describe teacher shortages are not the same, but also because the statistical meth-
ods used to measure shortage differ widely. The same is true when considering the
extent of teacher oversupply: the calculation methods and the level of education
covered by the data are not comparable. The statistical picture is thus very incom-
plete. The only reliable indicator of shortage or oversupply are supplied by nation-
al statistics showing trends in this area over the past ten years for those few coun-
tries able to provide sufficient data. These case studies show the percentage of posts
open for recruitment to which no teacher is appointed or which are allocated to
non-qualified or not appropriately qualified teachers, the number of graduates,
and the percentage of teachers who quit teaching or opt for early retirement. With
regard to teacher over-supply, the growth in the numbers of teachers claiming
unemployment benefit is also shown. 
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Matching teacher supply with demand: recruiting and replacing teachers

There are two types of situations in which difficulty may be encountered in filling a
teaching post. The first of these is that in which a teaching post becomes free (for
example, due to retirement) or a new post is created. In this case, a teacher must
be recruited and a teaching contract offered or an appointment made. Chapter 3
looks at how teachers are recruited to the profession (the established recruitment
procedures in the different European countries). The second situation is that in
which a teacher who is assigned to a teaching post (i.e., who holds a contract or
has been appointed to that post) takes leave of absence. In this situation, it is nec-
essary to find a teacher who holds appropriate qualifications to replace the absent
teacher. Chapter 4 looks at the standard replacement practices in each of the coun-
tries surveyed.

The way in which teacher recruitment operates has implications both with regard
to the demand for teachers and for teacher supply. Education systems that have a
centrally-managed system of recruitment use this recruitment system as a tool to
adjust teacher supply and demand. This is done by determining the number of
teachers that are to be offered appointments (for instance, the number of success-
ful candidates in the competitive examination) as a function of a fixed and central-
ly decided number of teaching posts that are to be made available over a given
period. In education systems where staffing responsibilities are devolved to schools
and an open recruitment system applies, the degree of choice that an individual
teacher has over where and how he or she applies for and remains in a particular
teaching post implies greater fluctuations in the level of teacher supply. 

Addressing teacher shortages: short-term solutions and longer-term meas-
ures to boost teacher supply 

Chapter 5 looks at what happens when teacher demand is greater than supply. If
fully qualified teachers cannot be found for a particular teaching post, then who
may teach the subject in question and under what conditions? Teacher shortfalls are
bridged either through a reliance on existing teaching staff or by the recruitment of
new staff in ways which fall outside the usual established procedures. The chapter
discusses a number of emergency measures which may be deployed in such cases:
these range from the use of retired teachers to the use of trainee teachers or per-
sons who do not have teacher training. Relying on staff to teach subjects outside of
their specialisation or to work overtime beyond the prescribed limits is another form
of emergency measure, as is asking a teacher to cover for a teaching post which
has not been filled in addition to his or her existing teaching duties. The analysis
shows that the majority of European countries have these types of emergency meas-
ures at their disposal in order to overcome recruitment problems.

Chapter 6, the final chapter of this report, looks at how teacher supply is increased
or adjusted by means of recruitment campaigns and other initiatives. Changes in

Introduction
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the level of teacher supply can be determined by changes in numbers entering ini-
tial teacher training, but also by changes in the numbers actually opting to enter the
profession itself as well as in terms of how many of that number remain in the pro-
fession or choose to leave after a given number of years of service. Moreover, an
experienced teacher may leave the profession and return to teaching at a later
date. Recruitment campaigns and other special initiatives to encourage people
either to take up or to return to teaching address the specific characteristics of one
or more of these groups. The factors governing whether a graduate from teacher
training will decide to enter the teaching profession and remain in the profession
may not be the same as those factors influencing the decision of an experienced
teacher to return to the profession after a period of absence or, conversely, to opt
to remain outside the profession permanently.

* * *

Teacher supply and teacher demand are dependent on many variables which are
presented differently in different education systems. This report attempts to show
why and to what extent these differences create the conditions for teacher shortage
or surplus which have been experienced by so many European countries to vary-
ing degrees. Achieving equilibrium of supply and demand is not easy. A better
understanding of the factors that influence levels of teacher supply and demand is,
however, a first step along this path.



CHAPTER 1
DEMOGRAPHIC TRENDS AND FORWARD PLANNING
POLICIES

INTRODUCTION

As demographic trends undoubtedly exert a strong influence on teacher supply and
demand, observation of them may provide some insight into the likely demand for
teachers in the future. The indicators below concern the representation of different
age-groups among teachers working in secondary education, the median age of
teachers in lower secondary education, the proportions of teachers in the age-
groups closest to retirement age and, finally, trends in pupil enrolments, also at
lower secondary level, forecast for the next 10 years. It is thus possible to examine
the extent to which European countries may encounter problems of teacher supply
or demand as teachers retire in greater numbers and pupil enrolments rise or fall. 

Measures adopted by countries to prevent a possible shortfall or surplus in the num-
ber of teachers should also be considered. As a result of effective planning, coun-
tries may be fully prepared to cope with a massive exodus of teachers into retire-
ment. General forward planning strategies will be described in the second part of
the present chapter. 

1. DEMOGRAPHIC TRENDS

1.1. Age of teachers

Ageing in the teaching profession has become a predominant issue in many
European countries and been the subject of a variety of publications on education-
al matters since the 1990s. A 1990 OECD study referred to the profession as ‘grey-
ing’. The ‘implicit note of alarm’ this adjective provokes may be linked to the impor-
tance of youthfulness in our world, as the study explains, since the negative impli-
cations of an ageing profession are not always clear and may differ from one coun-
try to the next (1). The ‘thematic dossier’ of Key Data 95 on teachers, published by
the European Commission, states that ‘The teaching profession in the European
Union is characterised by a continuing trend towards increasing age’ (2).

Chapter 1 – Demographic trends and forward planning policies
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(1) OECD. The Teacher Today. Tasks, Conditions, Policies. Paris: OECD, 1990, p. 24. 
(2) European Commission. Key Data on Education in the European Union 1995. Luxembourg: Office

for Official Publications of the European Communities, 1996, p. 104.
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The UNESCO World Report on Education 1998 states that the age pyramid of
teachers represents a heavy burden on the educational budgets of developed coun-
tries, as the salaries of teachers rise in step with their advancing years of service (3).
In a special May 2001 dossier, Education International also highlights the problem
of teacher shortage and the phenomenon of ageing teaching staff (4). The OECD
indicators for 2001 return to the same problem, emphasising that the age of teach-
ers must be considered in conjunction with trends in pupil enrolments when fore-
casting the likelihood of teacher shortages (5).

In fact, policy-makers fear that the growing need to replace teachers within a rela-
tively short period may be the consequence of an imbalance in the age distribution
of teachers (and assume that a large proportion of teaching staff in Europe are
soon likely to retire).

Besides leading to problems of supply and demand, this imbalance may also raise
issues concerned with teaching itself. Just as fairly even proportions of women and
men in the teaching profession may appear desirable, so too reasonably balanced
representation of the different age-groups among teachers may be both educa-
tionally and psychologically advantageous for pupils and teaching staff alike.

As illustrated in Figure 1.1, which relates to the whole of secondary education,
teachers aged between 40 and 49 are over-represented in eight countries
(Belgium, Luxembourg, the Netherlands, Austria, the United Kingdom, Bulgaria,
Romania and Slovakia), whereas in nine other countries, it is those aged over 50
who are over-represented (Germany, France, all the Nordic countries, the Czech
Republic and Latvia). In Germany and Italy, the percentages of teachers aged
between 30 and 39 are lower than in the other countries. 

(3) UNESCO. World education report, 1998. Teachers and teaching in a changing world. World
education reports. Paris: UNESCO, 1998, p. 43.

(4) Education International (EI). Education International. No 1, May 2001. Brussels: EI., 2001, p. 8.
(5) OECD. Education at a glance. OECD Indicators. Education and Skills. Paris: OECD, 2001, p. 211.



FIGURE 1.1: PERCENTAGE BREAKDOWN OF TEACHERS BY AGE-GROUP
IN SECONDARY EDUCATION (ISCED 2 AND 3), PUBLIC AND PRIVATE SECTORS, 1999/2000

Source: Eurostat, UOE.

Additional notes

Belgium: Excludes the German-speaking Community. Teachers in the Flemish Community working in
education for ‘social advancement’ are included. 
Belgium, Spain, Ireland, Netherlands, United Kingdom, Iceland, Norway and Hungary: Data
include ISCED 4 teachers.
Denmark: National data. Teachers in private schools are not included.
Germany: Some teachers cannot be allocated by level.
Luxembourg: Refers to public sector only. A teacher can teach in the two levels of education (ISCED
2 and 3) as well as in general and vocational programmes.
Austria: 1998/99 data. School management staff with and without teaching responsibilities are
partly included. 
Finland: The distribution of educational staff in ISCED 1 and 2 is estimated; teachers in ISCED 3 voca-
tional programmes include teachers in ISCED 4, 5A and 5B vocational and technical programmes.
United Kingdom: ISCED 3 teachers refer to general programmes only.
Iceland: ISCED 2 teachers are included with ISCED 1 teachers; secondary education refers to ISCED
3 teachers and some ISCED 4 teachers only.
Norway and Romania: Data include ISCED 1 teachers.
Czech Republic: Part-time teachers are included in the data for full-time teachers.

Explanatory note

Only teachers in post are taken into account (allowing for exceptions): staff allocated to duties other
than teaching (inspectors, non-teaching heads, teachers on secondment, etc.) and teachers-to-be
doing teaching practice in schools are excluded.
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Given the differences in age structure between countries, it is of interest to provide
more precise and representative information about the age of teachers in lower sec-
ondary education, in terms of the median age. In accordance with general age dis-
tribution, the median age of teachers is especially high in Germany and Italy. Only
in Portugal and Malta is it under 40. 

FIGURE 1.2: MEDIAN AGE OF TEACHERS IN LOWER SECONDARY EDUCATION (ISCED 2),
PUBLIC AND PRIVATE SECTORS, 1999/2000

Source: Eurydice

Additional notes

Belgium, Ireland, Luxembourg and Netherlands: The data includes teachers at ISCED levels 3
and 4.
Denmark, Cyprus and Hungary: Breakdown of the data by age is not available. 
Luxembourg: Public-sector education only.
Austria: 1998/99 data. Breakdown of the data by age is based partly on estimates. Some
management staff, with or without teaching duties, are included.
Finland: The distribution of teaching staff at ISCED level 2 is an estimate.
Iceland, Norway and Romania: Data on teachers at ISCED level 2 includes teachers at ISCED
level 1.

Explanatory note

The median age divides the population into two equal parts: the first in which teachers are younger
than the median age and the second, in which they are older than it. Interpolation is used to esti-
mate the median when data is gathered by age-group. When the age-group in which the median
age is situated has been identified (for example, 40-44 years), it is assumed that teachers are dis-
tributed evenly across the different ages in that group (i.e. that there as many teachers aged 40 as
there are aged 41, 42, 43 and 44). It is considered that the relation between [median age (x) - the
age at which the age-group begins (y = 40 in the example)] and [the scale of the age-group (z = 5
in the example)] is equal to the relation between [half the total teaching population (a = the number
of teachers/2) - the total number of teachers younger than the lower age limit of the age-group (b
= the number of teachers aged less than 40) ] and [the total number who belong to the age-group
(c = the number of teachers aged between 40 and 44)]. All that has to be done then is to establish
the equation with the median age unknown and all other elements known. If (x-y)/z = (a-b)/c, then
x = ((a-b)/cz)+y. Teachers whose age is unknown are not taken into account in this calculation.
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1.2. Teacher retirement

In an analysis of factors affecting shortage, ageing of the teaching population must
at least be related to variables such as the age of entry into or departure from the
profession.

Indeed, the length of a career in teaching varies from one country to the next,
depending on the duration of higher education and the age of retirement. Besides
the official determinants (notional duration of studies and official retirement age)
which vary somewhat among European countries, the extent to which such factors
are flexible within a particular country also has to be taken into account.
Depending on the country concerned, opportunities for studying for a longer peri-
od before entering the teaching profession, for taking early retirement or, con-
versely, for postponing retirement vary substantially. Consequently, the notional
career profile has to be set against the statistical data that reflect the situation as it
really is.

Figure 1.3 shows statistical data on the proportions of teachers in age-groups close
to retirement age alongside information on the official retirement age (6). Overall,
the great majority of teachers leave the profession before official retirement age
and take advantage of possibilities for early retirement. Countries in which teach-
ers pursue their career beyond official retirement age are relatively few, namely
Iceland, the Czech Republic, Latvia, Malta, Romania, Slovenia and Slovakia.

The data highlights three main situations. The first is characteristic of countries in
which the percentages of teachers in the age-groups close to official retirement age
are relatively stable, as in the case of the Czech Republic and Slovakia. To these
two countries may be added Norway, Malta and Romania, in which the variations
observed amount to relatively small percentages, meaning that the lower age-
groups are well represented. In this group of countries, the outflow of teachers into
retirement can thus be expected to remain stable for many more years to come.

The second situation is one in which the percentages of teachers in the various age-
groups decrease, the closer one gets to retirement age. This applies to Austria,
Portugal, Iceland, Bulgaria, Latvia and Slovenia. In these countries, therefore, the
ageing of the teaching population is not a problem in the medium term. 

In the third group of countries, it is in the age-groups close to retirement age that
the percentages of teachers are at their highest. Depending on the countries con-
cerned, they peak in the 45-50 age-group (Germany, Luxembourg and the United

Chapter 1 – Demographic trends and forward planning policies
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(6) For more detailed information on official retirement age, see Chapter G of Key Data on Education
in Europe, 2002. European Commission; Eurydice; Eurostat. Luxembourg: Office for Official
Publications of the European Communities, 2002.
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Kingdom) or the 50-55 age-group (France, Italy and, to a lesser extent, Finland
and Sweden). These peak values reflect the massive recruitment of the 1970s which
sought to cope with an increase in the population of young people in the second-
ary education age-range, which in turn was the outcome of demographic trends
and, in certain cases, the extension of compulsory education.

As far as teacher shortages are concerned, these peak values are all the more dis-
turbing for occurring close to retirement age and for their especially high level. In
the United Kingdom, for example, there is a particularly high peak in the 45-50
age-group. This is a country in which the official retirement age is 65 with the pos-
sibility of retiring at 60 (minimum retirement age) or retiring early from the age of
55 onwards. All other things being equal, therefore, one may forecast that in ten
years time most teachers within the peak inside the 45-50 age-group will have
retired. As there are fewer teachers in the younger age-groups, a worsening of the
current shortage is to be feared (see subsequent chapters). A similar trend is appar-
ent in Luxembourg which is also experiencing shortage.

Finland is in a situation in which the peak within the 50-55 age-group is quite sub-
stantial and close to retirement age (65 with the possibility for teachers who were
recruited before 1993 to retire from 60 onwards). In ten years’ time, the teachers
corresponding to this maximum level will have nearly all retired. The position in
Sweden, in which the age of retirement is 65, is almost identical and also charac-
terised by high rates of early retirement from the age of 60 onwards. This country
is experiencing shortage (see subsequent chapters). Similarly, France peaks at a
high level in the same (50-55) age-group, with the additional restriction that the
minimum age of retirement is 60. Here too, in 10 years’ time, the teachers con-
cerned will have almost all retired.



FIGURE 1.3: PERCENTAGES OF TEACHERS IN AGE-GROUPS CLOSE TO RETIREMENT AGE
IN LOWER SECONDARY EDUCATION (ISCED 2), PUBLIC AND PRIVATE SECTORS,1999/2000

Sources: Statistical data: Eurostat, UOE (1999/2000); 

Additional notes

Belgium, Spain and Czech Republic: The data is initially presented in age-groups covering a peri-
od of 10 years. The percentages in the diagram are estimates obtained by dividing these age-
groups in two.
Luxembourg and Czech Republic: The data relates solely to public-sector education.
Austria: 1998/99 data. Some management staff, with or without teaching duties, are included.
Finland: The distribution of teaching staff at ISCED level 2 is an estimate.
Iceland, Norway and Romania: The data includes ISCED level 1.
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Finally, out of all the countries considered, Germany is the one in which the peak
value is the highest and then followed by a sharp drop in teacher numbers in the
(younger) age-groups that follow: the proportion of teachers falls from 27.2 % in
the 45-50 age-group to 11 % in the 40-45 age-group behind them. As retirement
age is set at 65 and most teachers appear to remain in the profession until the age
of 60, possible problems of shortage (all other things being equal) might well begin
in ten years’ time and become acute in 15 years. Italy is in a more disturbing situ-
ation still with most of its teachers in the 50-55 age-group and with possibilities for
early retirement. The recent reforms that have gradually abolished such opportuni-
ties will in the short term undoubtedly help to ensure that teachers in this age-group
remain in the profession. Yet they offer no solution to the shortfalls in recruitment
now observable in the age-groups below them. 

The Netherlands has a very high proportion of teachers across the entire age-range
from 45 to 55, corresponding to a significant shortfall among younger teachers. Yet
this country is already experiencing a big shortage of staff for secondary educa-
tion.

Considered in their own right, these factors do not justify any firm forecast regard-
ing problems of shortage in the years ahead. Shortfalls noted in younger age-
groups must also be considered in conjunction with projections for pupil enrol-
ments. 

1.3. Trends in pupil enrolment

The most important demographic indicator for consideration in this context is trends
in numbers of young pupils who will be enrolled at ISCED level 2 in the next ten
years. As lower secondary education is compulsory, it is possible to identify within
the population the specific age-group that will be enrolled at this level of education
in five and ten years and, on this basis, forecast the number of pupils concerned.

A rise in the number of pupils in lower secondary education is expected in some
countries only. According to forecasts, it is likely to be especially high in Denmark,
Luxembourg, the Netherlands and, above all, Sweden by 2005 whereas in a few
other countries, the increase will be significantly less in the period up to 2005 and
give way to a decrease by 2010. 

In five European Union countries (Germany, Greece, Spain, France, Ireland) and
even more so in the EU candidate countries, pupil numbers will decrease in the
period, first, up to 2005 and then up to 2010. In the 1990s, the candidate coun-
tries experienced a declining birth rate as a result of political and economic
changes. This means that the already big decrease in pupil numbers forecast for
2005 will be even more pronounced by 2010, especially in Bulgaria, Estonia and
Latvia.



The indicator showing projected trends in the numbers of young people attending
school at ISCED level 2 enables likely changes in the demand for teachers to be esti-
mated. Assuming the current teacher/pupil ratio remains stable, variations in the
number of pupils will to a large extent determine the number of teachers required.

FIGURE 1.4: PROJECTED TRENDS IN THE NUMBER OF YOUNG PEOPLE OF
LOWER SECONDARY SCHOOL AGE (ISCED 2) FROM 2000 TO 2010 

Source: Eurostat.
Additional notes

Spain, Ireland, Luxembourg, Netherlands, Cyprus and Lithuania: The data relates to pupils of
lower and upper secondary school age (ISCED 2 and 3).
Iceland and Norway: The data relates to pupils whose age normally corresponds to any point in
the single school structure (ISCED 1 and 2).

Explanatory note

The trend indicator is derived from demographic projections. It corresponds to the ratio of the num-
ber of young people who will be of lower secondary school age in 2005 and 2010, respectively, to
the number of those who reached this age-range in the year 2000. The age-groups for which the
ratio is calculated vary from one country to the next and are based in each case on the notional
ages, determined in 1999/2000, at which lower secondary education begins and is completed. The
table below shows the notional ages on entry and completion, as well as the number of years cor-
responding to ISCED 2 in each country. The age of completion refers to the notional age at the start
of the final school year of lower secondary education

In the case of the United Kingdom, the ages on entry and completion (11 and 13 respectively) are
those of England, Wales and Northern Ireland.
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When all these demographic factors are taken into account along with retirement
probabilities, the risk of a shortage of teachers is highest in countries in which they
are about to retire in large numbers and in which pupil enrolments are set to rise.
This conclusion is borne out by the data in Figures 1.3 and 1.4.

In the majority of countries, the demographic projections are grounds for believing
that there will be a drop in the demand for teachers for ISCED level 2. In this case,
the current shortage observed in some of the countries considered would be no
more than a very temporary development (in instances in which it is general and
not a trend affecting certain school subjects or geographical areas). An oversupply
of teachers might even be expected in countries in which demand is tending to fall
(with a fall in pupil enrolments) and in which supply is not affected by the retire-
ment of teachers in large numbers. This situation applies mainly to the candidate
countries. However, it should be noted that, in these countries, the possibility of find-
ing a more highly paid job in sectors other than teaching may lead to teachers from
all age-groups leaving the profession and, as a result, to a reduced supply. This
would explain the reforms to put back the official retirement age which have
occurred in all countries (7). 

In a few countries, the combined effect of the increase in the number of pupils and
the ageing of the teaching population will be considerable in the years ahead. This
is the case in Luxembourg, the Netherlands and, to a lesser extent, in Belgium and
Sweden. The situation is particularly disturbing in that all these countries are
already experiencing shortages (see subsequent chapters). 

Finally, in a large number of countries, it is possible that the ageing and retirement
of substantial proportions of teachers will be counterbalanced by a fall in pupil
enrolments. France, Ireland and, in the longer term but to a lesser extent, Italy and
the United Kingdom may be in this situation. It is clear that attempts to deal with
any shortage at the present time in the first two countries will be provisional rather
than long-term.

Of course, the foregoing observations relate to broad trends only, without taking
into account the development of potential shortages or surpluses in certain subjects
and geographical areas.

For policy-makers, the examination of demographic projections and likely future
scenarios gives rise to debate on how to take the developments concerned into con-
sideration and plan strategies to counter future shortages or surpluses. Countries

(7) For more detailed information on official retirement age, see Chapter G of Key Data on Education
in Europe 2002. European Commission, Eurydice, Eurostat. Luxembourg: Office for Official
Publications of the European Communities, 2002.



which may encounter shortages might already start to recruit new teachers in suf-
ficient numbers now (see a description of initiatives for attracting qualified people
into the teaching profession in Chapter 6). Countries facing possible surpluses
might in the future experience either massive teacher unemployment (and all its
concomitant costs) or transform the problem into an opportunity to raise the quali-
ty of education by planning to decrease class size norms, for example, and there-
by alleviate teacher surpluses. 

The following section examines whether and how countries prepare themselves and
respond to their expected future teacher supply and demand. 

2. FORWARD PLANNING POLICIES

The problem of teacher supply and demand raises the question of whether there are
planning policies which may help decision-makers to take measures so that they are
ready to meet anticipated future requirements.

The general aim of a forward planning policy is to preserve a balance between the
supply of and demand for teachers. Its objective is to develop strategies to prevent
teacher shortages or oversupply, or to readjust measures already taken in midstream.

Forward planning is based on the observation of trends and identification of the
most likely scenarios in teacher supply and demand reflected in demographic pro-
jections such as birth rates and migration, as well as developments in the number
of trainee teachers and within the teaching profession (retirements, transfers to non-
teaching posts, etc).

Forward planning of teaching staff requirements may be on a long-, medium-
and/or short-term basis. This planning policy is developed either at national or
regional level depending on the relative centralisation/decentralisation of the edu-
cation system concerned.

Different players may be involved in devising such a policy (including advisers who
may work independently of the policy-making body). 

Forward planning as defined here should be distinguished from the management,
on an annual basis, of the demand for teachers at local level. Local (municipal)
measures providing for the annually required recruitment and replacement of
teachers cannot be regarded as forward planning policy measures. Neither can
measures introduced at central level on the basis of data gathered annually to
determine immediate needs in terms of teaching posts and other resources (current
and capital expenditure) be linked to the number of pupils enrolled. 

Regular annual gathering of data at local level may nevertheless contribute to the
observation of developments and the establishment of a regional/national policy.

Chapter 1 – Demographic trends and forward planning policies
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Independent monitoring of trends on the labour market, which is not initially relat-
ed to official government plans, may provide decision-makers with insight into
changes in teacher supply and demand, but cannot be regarded as official forward
planning. These practices are described in Section 2.7.

FIGURE 1.5: EXISTENCE OF A FORWARD PLANNING POLICY AND MONITORING OF
TRENDS IN TEACHER SUPPLY AND DEMAND IN GENERAL LOWER SECONDARY

EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Netherlands: Planning is limited to estimating required numbers of teachers, without any detailed
planning policy of how to meet these targets.
Liechtenstein: Liechtenstein cooperates closely with Switzerland in the areas of teacher training and
employment. Switzerland has a forward planning policy under which trends in teacher supply and
demand are monitored. As these trends are noted at an early stage, Liechtenstein relies on the find-
ings for its own purposes and supports and contributes to this activity.
Czech Republic and Slovakia: Preparations are under way for the introduction of a planning policy.

2.1. Responsibility and organisation

In all 17 countries which report the existence of a forward planning policy, respon-
sibility for undertaking, or at least coordinating, forward planning policies lies with
the national or regional ministries/departments of education.

The planning policy of the ministries is often based on the work of committees or
commissions set up for this purpose, as in the Flemish Community of Belgium,
Spain, Ireland, Portugal, Finland, Luxembourg, Lithuania and Slovenia. In Sweden,

LI
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Official forward planning policy

Labour market monitoring

Official forward planning policy + monitoring

No forward planning

Data not available



the National Agency of Education has the task of forecasting teacher supply and
demand. In Germany, special educational planning departments exist in the Länder
ministries of education.

Overall responsibility for planning lies normally with the highest educational
authority, but several local players may also be involved. In France, planning poli-
cy is developed in close collaboration with local education authorities. This is also
the case in the United Kingdom (Scotland), where the Scottish Executive Education
Department engages in extensive consultation with the General Teaching Council (a
professional council for teachers), the Scottish Higher Education Funding Council
and different interest groups. 

In the United Kingdom (England), the Department for Education and Skills works in
close cooperation with the Teacher Training Agency (which develops policies on
training and recruitment), the General Teaching Council and other bodies. The
opinion of the social partners is taken into account in Ireland, Portugal and
Sweden. Trade unions are consulted in the Flemish Community of Belgium, Spain,
Portugal, Iceland and Estonia. The labour exchange contributes information for the
establishment of a policy in Lithuania.

In the Flemish Community of Belgium, Luxembourg, Iceland, Estonia, Lithuania and
Slovenia, experts act as consultants in the establishment of a policy. In general,
national or regional statistical offices/departments supply the basic information for
projections.

2.2. Statutory framework and historical aspects

Only in France and Luxembourg is forward planning the focus of specific legisla-
tion. In the other countries, there is no particular statutory framework for this kind
of activity.

With the exception of Finland (where forward planning dates from 1860) and
Estonia (from 1920), forward planning in the majority of the countries is quite
recent. This is understandable in the case of the candidate countries, where there
were major political changes and with them also educational changes, during the
1990s. It was during this period that Latvia, Lithuania and Slovenia started to base
their planning on fresh political premises. Norway started to develop a planning
policy in 1998. The Flemish Community of Belgium and Iceland have done so as
recently as 2000 in response to a current teacher shortage.

The planning departments of the Länder in Germany were already established in
the 1960s (with the exception of those in the east German Länder which joined the
Federal Republic in 1990).

Chapter 1 – Demographic trends and forward planning policies

13



Supply and demand

14

Sweden also started the practice of forward planning in the 1960s, while Spain did
so as part of an educational reform in 1970 prior to its return to democracy from
1975 onwards. In the United Kingdom, the Department for Education and Skills
(DfES) and its predecessor departments have for many years carried out projections
of teacher supply and demand which, since the late 1970s, have been used main-
ly to set targets for initial teacher training. Systematic planning got under way in
Denmark, France, Luxembourg and the United Kingdom (Scotland) in the 1980s.

FIGURE 1.6: INTRODUCTION OF PLANNING POLICIES FOR TEACHER SUPPLY AND DEMAND
IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A)

Source: Eurydice.
Additional notes

Belgium (B fr, B de), Greece, Italy, Netherlands, Austria, Liechtenstein, Hungary, Malta, Poland
and Romania: No forward planning for teacher supply and demand.
Ireland, Bulgaria and Cyprus: Data not available. 
Czech Republic and Slovakia: Preparations are under way for the introduction of a planning policy.

It is hard to examine the possible effects of such planning on teacher supply and
demand in countries in which the implementation of policies for forward planning
is a fairly recent occurrence. The possible identification of a clear relation between
teacher shortage, or balanced supply and demand, and the existence of forward
planning policies is only feasible in the case of those countries which established
policies of this kind before 1980, and other factors would of course have to be
taken into account. 

2.3. Aims and measures of forward planning 

The general aim of preserving a balance between teacher supply and demand is
generally common to all countries which report the existence of forward planning
policies. Different policy goals are formulated and different measures introduced to
counter forecast imbalances, depending on whether the particular country is expe-
riencing an oversupply or a shortage of teachers. 

Measures to boost recruitment in cases of risk of shortage are discussed in Chapter 6.

A frequently adopted measure when oversupply is forecast is to limit the number of
student entrants to initial training, as in Luxembourg, Finland, Norway and
Lithuania. As this is not legally possible in Germany, the only measure taken to
counter teacher oversupply in many subjects is to limit the number of teaching posts
via the statutory budget. 

Before 1980 After 1980

D, E, P, FIN, S, UK (E/W/NI), EE B nl, DK, F, L, UK (SC), IS, NO, LV, LT, SI



Furthermore, Spain limits the appointment of career civil service teachers, while try-
ing to steer teachers in service towards new fields and offering incentives to encour-
age early retirement.

2.4. Parameters considered and the basis for projections

As shown in Figure 1.7, in the majority of the countries that develop a policy, the
forward planning is based on statistical projections, and a variety of parameters
are taken into account. 

Those most frequently considered relate to general demographic developments and
changes in the numbers of pupils per educational level, as well as in the numbers of
teachers per level and/or subject (including the number of teachers close to retirement
age, and the rate of early retirement and/or of teachers leaving the profession). 

Several countries take all parameters referred to above into account.

In addition, the introduction of educational reforms, such as an extension of com-
pulsory schooling, the introduction of new compulsory subjects in the school cur-
riculum, or any other change with a possible impact on the demand for teachers,
is an important parameter in the forward planning of many countries and, in par-
ticular, Spain, Iceland and Slovenia.

Rates of unemployment and migration are also regarded as relevant parameters,
though less frequently.

FIGURE 1.7: PARAMETERS CONSIDERED IN PLANNING POLICY FOR TEACHER SUPPLY
AND DEMAND IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

1-6: Order of importance Source: Eurydice.
Additional notes
Trends in numbers of teachers per educational level and subject may include the following parame-
ters: numbers of teachers close to the age of retirement, rate of early retirement and /or rate of
teachers leaving the profession.
Belgium (B nl) and Denmark: New enrolments in teacher training are also taken into account. 
Estonia: Russian and Estonian are the current languages of instruction but, by 2007, all pupils at the
end of compulsory education will be expected to speak and write Estonian fluently. This is already
resulting in a higher demand for Estonian-speaking teachers.
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B nl DK D E F IRL L P FIN S E/W/
NI SC IS NO EE LV LT SI

Trends in numbers of
teachers per educational
level and /or per subject

X X X 5 X X X X 1 X X 1 X X X X X 1 X 2 X 2 X 4

Trends in numbers of
pupils per educational
level

X X X 2 X X X X 2 X X 2 X X X X X 2 X 1 X 1 X 3

Introduction of educational
reforms X X X 1 X X 3 X X 3 X X X X X 3 X 3 X3 X 2

General demography
trends (birth rates, etc) X X X X 3 X X X 4 X X 4 X X X X X 4 X 1 X 4 X 1

Rates of unemployment X X X 6 X X 5 X X 5

Migration X X X 4 X X

Other X X X
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2.5. Planning policy timescales

Although forecasts cover a longer period, a short-term planning policy for little
more than the next five years is characteristic of Germany in which the number of
posts is determined by the statutory budget for a period of one or two years only.
This is also the case in the United Kingdom (Scotland). 

Although forecasts in Norway cover several years, planning measures are related
to the number of places available on teacher training programmes, which is
reviewed annually in the budget. 

In Lithuania, the timescale of projections is three years and, in Latvia, four. The for-
ward planning policy initiated by the Flemish Community of Belgium in the year
2000 also has a four-year timescale. 

Medium-term forward planning normally corresponds to a range of 5 to 10 years
ahead. This applies to educational planning in France and Estonia (five years),
Portugal and Sweden (five to ten years).

Long-term planning looking 10 or more years ahead exists in Denmark and
Iceland. 

Mixed projection systems also exist. In the United Kingdom, the timescale covered
for general forecasts is 10-15 years. However, firm targets are set for one year
ahead, with indicative targets for the following two.

In Spain, the timescale depends on the field to which forward planning policy
relates. As regards the supply of civil servant posts, projections correspond to just
one year, whereas they cover 3-5 years where teaching staff with interim status are
concerned. The impact of educational reforms is considered for the next 10-12
years ahead. In the case of Spain also, readjustments are made in accordance with
an assessment of the outcomes and impact of the (educational) measures imple-
mented. 

In Finland, the time span of projections may depend on the subject concerned. The
timescale in Slovenia is 5-10 years and, in the case of some projections, as much
as 20 years. 

Annual readjustments are made in the Flemish Community of Belgium,
Luxembourg, Sweden, the United Kingdom, Estonia, Latvia, Lithuania and Slovenia.

2.6. Dissemination of information on planning policy

In most countries, information about planning policy is circulated via official bul-
letins issued by the body concerned and over the Internet. Newspapers are the next
most frequently used means of publicising official information on policy. In Spain,



Luxembourg and Norway, the information is provided in special reports addressed
to government officials.

Head teachers, in particular, are informed about projections in the Flemish
Community of Belgium, Denmark, Germany, Spain, France, Luxembourg, Portugal,
Latvia and Slovenia, where they are expected to inform the local/national author-
ities about their specific teacher requirements.

Only in a few countries do teachers, trainee teachers, secondary school leavers
qualified for entry to tertiary education and career counsellors form a specific tar-
get group for this kind of information. The countries concerned include the Flemish
Community of Belgium, Germany, Spain and Lithuania, which inform all these
groups about developments and government plans. Slovenia additionally commu-
nicates the information to teacher training institutions and trade unions. The United
Kingdom (Scotland) informs all interest groups, which also contribute to devising
the policy in question.

FIGURE 1.8: DISSEMINATION OF AND ACCESS TO INFORMATION ON PLANNING POLICY
FOR TEACHER SUPPLY AND DEMAND IN GENERAL LOWER SECONDARY EDUCATION

(ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

France: The number of posts for which there is an annual competitive examination in each subject
is published in the Bulletin Officiel de l’Education Nationale of the French Republic, which is circu-
lated to all schools.
Ireland: Data not available.
Luxembourg: A general report determining current and future needs is used by the Minister of
Education.
Sweden: Information on planning policy is publicly available, but not sent specifically to any of the
above target groups.
Norway: A report is presented to parliament in the form of official planning documents for the annu-
al budget.
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Medium

Official bulletin of the decision-making
body

Newspaper The Internet

B nl, D, E, F, P, FIN, UK, IS, SI B nl, D, FIN, UK, IS, LV, LT, SI B nl, DK, D, E, F, P, FIN, UK, IS, LV, LT, SI

Target group/recipient

Head teachers Teachers Trainee
teachers

Secondary school leavers
qualified for entry to tertiary
education

Career
counsellors

Anybody who might be
interested

B nl, DK, D, E, F,
L, P, LV, SI

B nl, DK,D, B nl, D, E, LT B nl, D, E, LT B nl, 
SI

B nl, DK, D, E, FIN, UK,
IS, LV, LTE

D, E, LV, LT
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2.7. Monitoring of labour market trends

The Netherlands and Hungary report the existence of certain kinds of labour mar-
ket monitoring. Sweden, which has an official planning policy, also includes the
teaching profession in general labour market surveys.

In the Netherlands, schools are free to establish their teaching staff requirements,
which are not centrally registered. However, the expected demand for and supply
of teachers are both forecast annually for periods of 5 and 10 years ahead.
Forecasts of demand are made in the light of the number of pupils, while those for
supply focus on expected flows of staff into the teaching profession from other sec-
tors and on the anticipated outflow of those wishing to leave it. Surveys on the edu-
cation labour market, such as the Arbeidsmarktbarometer Voortgezet Onderwijs (a
labour market barometer for secondary education), provide information about the
number of vacancies and how they are filled. This barometer also provides data on
potential teacher shortages and where they may be expected. In addition, the HBO-
and the WO-Monitor supply information on the labour market position of recent
graduates. Based on annual surveys, they examine issues concerned with
(un)employment, retraining, mobility, recruitment, and similar matters. Finally, the
Sectorbestuur voor de Onderwijsarbeidsmarkt (SBO, or Sectoral Management for
the Education Labour Market) was set up to improve familiarity with developments
in that market. Through the yearbooks it has published since 1999, the SBO has
sought to make the market more transparent. 

Although several planning models have been drawn up by independent expert
bodies in Hungary, their forecasts do not provide input into policy-making as a
matter of course. In 1995, the Ministries of Labour and of Culture and Education
both jointly set up a Board for long-range development of human resources. The
two ministries supported a research project on the period from 1995 to 2010 under
the Future Workforce Trends Projections Programme of the World Bank. The aim of
the project has been to forecast the structure of supply and demand in the work-
force by sex, age, profession and qualification, in order to create the basis for a
general employment strategy in which the education market is included. 

The purpose of the Swedish Arbetskraftsbarometern, a questionnaire distributed
annually to a sample of employers, is to review labour market possibilities for dif-
ferent kinds of employment, including teaching. Employers are asked whether they
have been searching for employees with a particular qualification, and whether the
number of people applying corresponds to a shortage, an oversupply or balanced
supply and demand. They are additionally asked to estimate their requirements for
the coming three years, and the results for the previous ten years are also pub-
lished. A report entitled Where the Jobs Are, which is issued by the Swedish
National Labour Market Administration (AMS), is based on the views of regional
and local labour market administrations.



In Austria, there is no national planning policy. However, at Land (provincial) level,
different bodies monitor developments in supply and demand. Demand is estab-
lished at this level on the basis of statistics and with due regard for policies in the
field of teacher education, and the information is passed on to the initial training
institutions. At national level, the ministry informs all school leavers about the
prospective job situation, so that they are aware of their career opportunities.

2.8. Ongoing reforms for the introduction of a planning policy 

Among the countries which do not yet have a planning policy, the Czech Republic
and Slovakia are at present the only countries intending to place forward planning
on an official footing.

The Ministry of Education, Youth and Sport White Paper on the National
Programme of Education Development from 2001 in the Czech Republic proposes
to design a system for the management of human resources which is expected to
contain a planning policy. In Slovakia, the need to deal with demographic trends
and forward planning at national level is clearly stated in a project called Milenium
approved by the National Parliament, which should provide a basis for education-
al reform.

Chapter 1 – Demographic trends and forward planning policies
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CHAPTER 2
SHORTAGES AND OVERSUPPLY:
SOME STATISTICAL ISSUES

INTRODUCTION

What is meant by a shortage or an oversupply of teachers? A general definition of
both concepts is given in the general introduction to the present report. The aim of
this chapter is to see whether the quantification of shortages and oversupply as
practised in the different countries provides a sufficiently sound basis for interna-
tional comparison. 

Any education system is constantly striving to balance its requirements in terms of
teaching staff and the number of suitably qualified teachers available (or, in other
words, to achieve a balance between demand and supply). The simplest way of
dealing with the problem involves ensuring that the number of qualified teachers
always exceeds the estimated demand, so that there are enough of them in reserve
to cope with any change in circumstances. Yet several factors run counter to the
logic of such an approach. Two may be cited immediately. First, policies for restrict-
ing public expenditure, in particular on education, have led many countries to scale
down their number of reserve teachers by taking action to limit either the number
of students admitted to teacher training or the posts to which teachers may be
appointed. Secondly, any situation in which teachers are in oversupply inevitably
implies an increase in the number of those engaged in a fruitless search for work
in teaching that corresponds to their qualifications. The prospect of this kind of
unemployment may in turn discourage young people from taking up study or train-
ing opportunities that lead on to teaching. The imbalance between demand and
supply is thus permanent. 

The implications of shortage vary depending on whether the lack of staff raises
problems either:

– in terms of replacing teachers who are temporarily absent for whatever reason
(sickness, training, etc.), or

– in appointing teachers to posts open for recruitment.

The lack of teaching staff is also more or less critical depending on whether it results
in the recruitment of teachers or substitute staff who are non-qualified or fully but
inappropriately qualified or, indeed, in a situation in which there is no one to
assume responsibility for pupils, with the result that they are not taught.

Oversupply, or surplus, corresponds to a situation in which the demand for teach-
ing staff is less than the number of appropriately qualified teachers who are avail-
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able and wish to take up a teaching post for which they are appropriately quali-
fied. Its scale varies depending on whether one is concerned with: 

– already appointed teaching staff who are granted ‘leave of absence’ or offered
early retirement given the lack of posts to be filled;

– qualified staff who are looking for teaching posts or obliged to accept part-time
appointments;

– qualified staff who have been keen to enter the teaching profession but have
turned to other professional sectors given the lack of available openings.

The different countries with which this study is concerned sometimes report short-
ages, sometimes oversupply and sometimes a balance between supply and
demand. The interest in quantifying such situations is to determine whether they
have the same statistical significance. Nationally available statistical data was thus
gathered from the Eurydice National Units in an attempt to quantify the shortage
and/or oversupply and analyse how they have developed in the last ten years. 

As far as data gathering is concerned, it will be noted that, besides differences in
the definition of shortage, the procedures used in the various countries to measure
shortage (which are described in an initial section of this chapter) differ from one
country to the next. With regard to oversupply, differences may also be noted both
in methods of calculation and in the levels of education that are covered by the data
(and set out in the second section of the chapter).  

Differences in national definitions of shortage and oversupply make it impossible
to undertake any direct comparison of the data gathered. An analysis of trends
(using time series) in a few countries possessing statistical data is all that can
be carried out. This analysis, which involves precisely assessing the situation and
providing some statistical indicators that may shed further light on it, is offered in
the third section of this chapter. On the basis of the data available for a few coun-
tries, the analysis reveals the limits to current statistics in this area. It will also be
seen that the absence of data on oversupply in a context dominated by shortages
does not necessarily mean that surplus is non-existent, since shortage and surplus
may occur simultaneously. The coexistence of both is readily attributable to varia-
tions of a geographical nature or to differences associated with the subject areas
that are taught.

1. PROCEDURES USED FOR QUANTIFYING SHORTAGES,
AND THE AVAILABILITY OF STATISTICS

The four countries which have supplied statistical data on teacher shortages and
possess enough data to establish time series (ten years) are the Netherlands,
Sweden, the United Kingdom (England and Wales) and Iceland. The Flemish



Community of Belgium has statistical data for two years (1998/99 and
1999/2000). Lithuania possesses data for four school years (1996/97 to
1999/2000) and Hungary for three (1997/98 to 1999/2000). 

FIGURE 2.1: PROCEDURES FOR QUANTIFYING SHORTAGES:
THE COVERAGE AND LIMITS OF STATISTICAL DATA, 2000/01

Source: Eurydice.

Chapter 2 – Shortages and oversupply: some statistical issues

23

Procedures Coverage and limits

B nl At the end of September, the number of teachers required and the
number available (as job seekers) are compared. The former figure is
calculated with reference to the difference between the number of
temporary teachers and the maximum number of teachers required to
cover for replacements. Replacement covers the absence of teachers
(whether on permanent appointment or not) for a period of at least 10
days but less than a school year.

Lower secondary education; data
available for two years only.

NL Shortage is quantified at the start of the school year with reference to
surveys covering a limited number of schools, which reveal the
percentage of the total number of teaching hours yet to be filled
(teaching duties are not attributed).

Another indicator is the percentage of posts filled by teachers who are
non qualified or fully but inappropriately qualified.

The whole of secondary education, with
a breakdown for only the last four
years.

S

a

The statistics show the relation between the number of posts occupied
by teachers who are not fully qualified and the total number of
teachers. Teachers who are on leave for at least six months are not
included. Neither are those who have been employed for less than 
month.

Teachers (number of actual persons)
working mainly in the grundskola, who
are trained for years 4-9 (teachers in
artistic subjects are excluded).

In 1991/92, a change in definitions
occurred, so that the data before that
year are not fully comparable.

UK
(E/W)

Statistics relate to the number of ‘vacant’ posts, meaning full-time
permanent posts for at least a term which have been advertised but
not filled. The teacher vacancy rate is the number of vacancies
expressed as a percentage of the number of qualified teachers in post.

Data relates to the whole of secondary
education and included the sixth form
colleges up to 1993.

IS ‘Vacant’ posts are defined as those occupied by teachers who are not
qualified. The statistics show the relation between this number of posts
(designated to non-qualified teachers) and the total number of posts.

and

LT The statistics show the relationship between the number of posts
announced as vacant at the start of the school year (i.e. 1 October)
and the number of new teachers recruited at that date.

for

HU The number of positions left vacant refers to the number of positions
not filled by the date at which data is gathered for a given school year
(normally 10 October).

This data provides no information about any attempts, whether
successful or otherwise, to fill vacancies in any form after the
gathering of data at the start of the school year.

Compulsory education (primary 
lower secondary education).

Primary, lower secondary and upper
secondary education: data available 
only four years.

Statistics available by category of
teacher qualified to teach at different
levels of education; data available for
three years only.
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As shown in Figure 2.1, the countries which provide data enabling shortage to be
quantified make use of different procedures. In the Netherlands, the United
Kingdom (England and Wales), Lithuania and Hungary, the information relates to
the proportion of posts identified as ‘vacant’, with the definition of the unfilled post
varying from one country to the next. In the Netherlands, the unit is the number of
hours yet to be accounted for (i.e. which remain non-attributed) at the start of the
school year. Further data is available to determine the proportion of staff employed
in secondary schools who are fully but inappropriately qualified. In the United
Kingdom (England and Wales), the unit is the number of permanent full-time posts
unoccupied for a specified period, which schools have advertised but not filled. In
Lithuania and Hungary, the unit is the number of posts still vacant at the start of the
year (early October). These posts may be entrusted to non-qualified teachers or
allocated to qualified teachers during the year (after the date at which the infor-
mation is gathered). The denominator used in the different countries may also vary.
It may be the number of qualified teachers who occupy a post (as in the United
Kingdom (England and Wales)) or the number of newly recruited teachers (as in
Lithuania).

Contrary to the situation in all the above-mentioned countries, the two Nordic coun-
tries include non-qualified staff in their statistics. In Sweden, the calculation unit is
the number of non-qualified teachers with respect to the total number of teachers.
There is no data relating specifically to the number of posts for which teaching
duties remain non-attributed. In Iceland, the unit is the number of posts allocated to
non-qualified staff, compared to the total number of posts. In both countries, ‘non-
qualified staff’ refers to teachers who do not possess the formal qualification
required. This may mean, for example, persons who have not completed their ini-
tial training, or who have only general education in one or several subjects and no
teacher training as such.

In the Flemish Community of Belgium, the statistics relate to the lack of substitute
staff.

FIGURE 2.2: INDICATORS OF SHORTAGE USED
IN THE VARIOUS COUNTRIES, 2000/01

Source: Eurydice.

B nl NL S UK (E/W) IS LT HU

filled by non-qualified staff � � �Proportion of
posts open to
recruitment to which no teacher has been appointed � � � �

Proportion of absent teachers not replaced �



2. PROCEDURES USED TO QUANTIFY TEACHER SURPLUSES,
AND THE AVAILABILITY OF STATISTICS

The data used to quantify teacher surpluses is generally taken from unemployment
statistics. Given the above definition of surplus, it should be pointed out that this
source of information is not entirely satisfactory, since it does not take account of
qualified teachers who are not registered as job-seekers because they are tem-
porarily occupied in other professional sectors. Conversely, qualified teachers reg-
istered as job-seekers but not willing to take up a career in teaching are inappro-
priately included in the oversupply figures. Besides these considerations, problems
linked to the comparability of data should also be borne in mind: there are differ-
ences depending on whether the unit of measurement is the number of teachers
without a job or the number receiving unemployment benefit.

FIGURE 2.3: PROCEDURES FOR QUANTIFYING SURPLUSES,
AND STATISTICAL COVERAGE, 2000/01 
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Basis for calculation Coverage

B nl Number of teachers officially registered as job-seekers Lower secondary education

D Number of teachers officially registered as job-seekers who are
applying for unemployment benefit. The calculation of surpluses is
based among other things on the number of unemployed teachers
with due regard for their qualifications for work in a particular type of
school.

P r ima r y  s c hoo l s ,  Hauptschulen,
Realschulen, special schools, Gymnasium.
Information gathered related to the
calendar year and not the school year.

NL Number of teachers receiving redundancy benefit divided by the
number of full-time equivalent workers in lower secondary education
multiplied by the percentage of teaching staff

Secondary education

FIN Number of teachers officially registered as job-seekers at the
employment office. It should be noted that not all unemployed
teachers are registered at this office but that most of them are.

All levels of education. Information
gathered related to the calendar year and
not the school year.

MT Number of qualified teachers without a job compared to the total
number of (employed and unemployed) qualified teachers. The data
corresponds to the percentage of teachers officially registered as
unemployed, whether or not they receive unemployment benefit.

All levels of education

Source: Eurydice.



Supply and demand

26

The coverage of the data for quantifying oversupply varies considerably. In coun-
tries with enough information to draw up time series, this data covers lower sec-
ondary education in the Flemish Community of Belgium, primary and secondary
education in Germany and the whole of secondary education in the Netherlands.
Data for the whole of education also exists in Finland and Malta. Because varia-
tions in the percentages of officially unemployed teachers at different levels of edu-
cation may be considerable, these last two countries will not be included in the
analysis in the following section. 

Data supplied by the Flemish Community of Belgium and Germany is in absolute
values, providing an indication of changes in the number of teachers who are seek-
ing employment. Data from the Netherlands is in the form of percentages offering
not only an insight into these changes but also a comparison between the number
of teachers in search of a job and the number of those occupying a post. 

3. ANALYSES OF NATIONAL STATISTICAL DATA

3.1. Statistics on shortage

3.1.1. Assessing the shortage

Figure 2.4 reveals that the shortage is becoming more acute in two of the countries
considered, namely the Netherlands and Sweden. In Iceland in recent years, the
level of shortage has remained much the same. It should be remembered that, even
though these three countries make use of an indicator which takes account of teach-
ers who are not qualified or fully but inappropriately qualified, the methods they
use to quantify their shortages are not the same. In the United Kingdom (England
and Wales), the vacancy rate is relatively low. However, it should be emphasised
that the information relates to full-time permanent posts (or appointments for a peri-
od of at least a term) which have been advertised but not filled. It does not neces-
sarily reflect the difficulties faced by schools in recruiting good quality applicants in
shortage subjects and in particular geographical areas.



FIGURE 2.4: QUANTIFYING TEACHER SHORTAGES IN FOUR EU AND EFTA/EEA COUNTRIES,
1990/91 TO 1999/2000

Sources: Eurydice, national data.

Netherlands: Vrieling en Van Rooijen (1998); Van Bergen en Van der Ploeg (2000); Van Bergen et
al. (2001). 
Sweden: Statistic Sweden. 
United Kingdom (E/W): DfEE annual 618G survey and National Assembly for Wales stats3 survey.
Iceland: The Need for Teachers in Compulsory Schools to the year 2010. Report from a committee.
February 1999. Statistics Iceland.

A few other countries possess less comprehensive data which is inadequate
for establishing time series but which provides an indication of the current situation.
For example, the data for the Flemish Community of Belgium points to a severe
shortage in the last two years. The number of available teachers satisfied 71 % of
requirements in 1998/99 (1 863 teachers were available compared to the 2 638
needed to provide cover for replacements) and 75 % in 1999/2000 (1 680 teach-
ers available compared to 2 234 needed). In Lithuania, the relation between the
number of vacant posts and the number of newly recruited teachers reveals that
between 1996/97 and 1998/99, the demand for teaching staff was not met (in
1998/99). The relation between supply and demand balanced out in 1999/2000.
In Hungary, the statistics reveal a shortage with around 2 % of vacant posts unfilled
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at the start of the year. The lack of information for other years means that it is
impossible to prepare a diagram showing trends over the last decade for these
three countries.

3.1.2. Factors explaining shortage

Several factors may give rise to a shortage of teachers. Thus the general strength
of the graduate labour market is a determinant. It is always easier to attract young
graduates into teaching when opportunities in other sectors are few and graduate
unemployment is high, than when the market is buoyant. Other factors are easier
to quantify than the situation on the graduate labour market, such as trends in grad-
uate numbers and proportional increases in the number of teachers leaving their
profession or taking early retirement. 

Statistical data relating to these factors is available in some of the countries con-
cerned and helps to clarify the situation.

Graduation trends

The number of graduates from initial teacher training is an important factor in con-
sidering teacher shortage as, depending on whether it rises or falls, it may con-
tribute to an increase or lessening of any shortage. However, there is no direct rela-
tion since graduates who are qualified to teach may well turn to professional sec-
tors other than teaching when they complete their studies.

Trends in graduate numbers from initial teacher training in the four examples for
which data is available point to a slight decrease in the Netherlands and the United
Kingdom (England and Wales). The shortage of qualified teachers in these coun-
tries may be partially attributable to the fall. However, the situation is very unset-
tled. It should be emphasised that in the United Kingdom (England and Wales),
recently published data on the number of applicants for initial teacher training
shows that it rose almost 10 % in 2001 compared to 2000. This trend may be the
result of recently implemented measures to attract young people into teaching (see
Chapter 6 for further details). In the Netherlands, on the other hand, the occurrence
of shortages, an ageing teaching population (discussed in Chapter 1) and a
decrease in the number of graduates, have been accompanied also by a fall in the
number of new entrants to initial teacher training.

By contrast, in Sweden the number of graduates has risen markedly in recent years.
The shortage of teachers in this country is not therefore due to any loss of interest
among young people in studies leading to teaching, which is more likely to apply
to other countries. However, it should be noted that in Sweden, the number of
places in higher education is limited. The number of graduates thus depends on the
number of places available. Interest in studies leading to teaching can only be
approached through the number of applicants for teacher training. While the num-



ber of places in teacher training increased strongly in the 1990s, the number of
applicants rose even more sharply (1).

FIGURE 2.5: TRENDS IN THE NUMBER OF GRADUATES FROM INITIAL TEACHER TRAINING
WHO ARE QUALIFIED TO TEACH IN LOWER SECONDARY EDUCATION, IN FOUR EU

AND EFTA/EEA COUNTRIES, 1990/1991 TO 1999/2000.

Sources: Eurydice, national data.

Netherlands: Centraal Bureau voor de Statistiek, 2000. 
Sweden: Statistic Sweden. 
United Kingdom (E/W): Database of Teacher Records. 
Iceland: The Need for Teachers in Compulsory Schools to the year 2010.

Explanatory note

The index for trends in the number of graduates from the initial training of teachers qualified to work
in lower secondary education is obtained by dividing the graduate totals for each of the years cov-
ered, by those for the reference year (1992/93 in the case of the Netherlands, Sweden and Iceland,
and 1994/95 for England and Wales in the United Kingdom). The data includes those qualified to
teach at least in lower secondary education. In some countries, they may also be qualified to teach
at other levels.
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(1) For matters related to access and selection, see The teaching profession in Europe: Profile, trends
and concerns. Report I: Initial training and transition to working life. General lower secondary edu-
cation. Key topics in education in Europe, volume 3. Brussels: Eurydice, 2002.
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Changes in the percentage of teachers deciding to leave the profession or take
early retirement

Loss of interest among teachers in their profession and their moving into other pro-
fessional sectors, or deciding to opt for early retirement, are also factors which may
explain teacher shortages. 

FIGURE 2.6: CHANGES IN THE PROPORTIONS OF TEACHERS WHO LEAVE THEIR
PROFESSION OR OPT FOR EARLY RETIREMENT IN TWO COUNTRIES OF THE EUROPEAN

UNION, 1990/91 TO 1999/2000

Sources: Eurydice, national data.

Sweden: Statistic Sweden. 
United Kingdom (E/W): DfEE annual 618G survey and National Assembly for Wales stats3 survey.

Additional note

Sweden: The number of teachers reported as opting for early retirement and the number of teach-
ers who leave the profession (for other jobs) are measured in the same way, the only difference
being the age of the teachers concerned. Teachers who are aged 58 or younger are said to ‘leave
the profession’, whereas those aged between 59 and 63 who leave are said to ‘opt for early retire-
ment’. Data for the ‘teachers who leave the profession’ column includes those who have become
school heads.

Statistical data are only available for Sweden and for the United Kingdom (England
and Wales). They reveal that the proportion of teachers deciding to take early
retirement rose markedly in Sweden between 1994/95 and 1996/97. The teacher
shortage which occurred just after this period is probably partially attributable to
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their departure. By contrast, the United Kingdom (England and Wales) recorded a
fall in the percentage of teachers opting for early retirement in 1998/99, following
changes to the pension scheme as of 31 August 1997. However, there appear to
be only slight changes in the number of teachers leaving the profession.

3.2. Statistics on oversupply

3.2.1. Assessing the surplus

The statistical data available for the three countries concerned points to a decrease
in the surplus in the Flemish Community of Belgium and the Netherlands, which is
consistent with the above-mentioned shortages in both countries. By contrast, in
Germany, the data reveals a relatively marked increase in the oversupply in the sec-
ond half of the 1990s. There are two reasons for this: first, the statistics since 1996
have included not just the teacher surplus in the west German Länder but also
teachers receiving unemployment benefit in the east German Länder; and, second-
ly, fewer graduate teachers were actually employed between 1996 and 1998.

FIGURE 2.7: QUANTIFYING THE TEACHER SURPLUS IN THREE COUNTRIES
OF THE EUROPEAN UNION, 1990/91 TO 1999/2000 

Sources: Eurydice, national data.
Belgium (B nl): VDAB.
Germany: Einstellung von Lehrkräften 2001 - Statistische Veröffentlichung der Kultusminister-
konferenz, N° 158, March 2002.
Netherlands: Mensink en Van Kessel (1998); Ministerie van OCenW (1999); SBO (2000),
Tabellenboek. 1999/2000: Ministerie van OCenW, Arbeidsmarkteffectenrapportage onderwijs 2000.

Explanatory note

The index of trends in the number of teachers receiving unemployment benefit is obtained by divid-
ing each of the numbers shown for the successive years covered, by the number for the reference
year (1993/94 in the case of the Flemish Community of Belgium and 1991 for Germany).
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3.2.2. Factor in surplus – graduation trends

The reasons for an oversupply of teachers may vary depending on how they are
recruited and selected, as the case of Germany demonstrates. In this country, the
number of graduate teachers each year has varied over the last decade. Following
a period of low graduation rates at the start of the 1990s, the last three years have
witnessed a surge in the number of graduates (partly as a result of the absence of
a numerus clausus in higher education). This has directly fuelled the surplus. In the
German system, teachers are recruited by the Länder and the number of places they
make available for recruitment purposes has a decisive impact on the balance that
is achieved between demand and supply. The increase in the number of teachers
seeking employment between 1996 and 1998 suggests that restrictions in financial
resources have prevented the broadening of recruitment opportunities. Meanwhile
the number of new staff qualified to teach at least at lower secondary level has
increased considerably since 1999, while the number of new teachers entering per-
manent employment each year is twice as high as during the period from 1990 to
1998. At the same time, the number of university entrants for a teacher training
course has also increased considerably since 2000 as a result of recruitment cam-
paigns conducted by the Länder

The number of graduates in the Flemish Community of Belgium has risen slowly in
recent years. This growth appears to be a positive factor given the shortage of qual-
ified teachers. As education is for the most part provided by government-depend-
ent private entities, most teachers may be directly recruited by schools. There is no
system under which the level of recruitment is limited by the public authorities as in
the case of Germany.

In the Netherlands, those teachers at present receiving unemployment benefit are
the residual by-product of an oversupply of teachers at the end of the 1980s and
beginning of the 1990s and cannot therefore be regarded as representing a cur-
rent surplus. 



FIGURE 2.8: TRENDS IN NUMBERS OF GRADUATES FROM INITIAL TEACHER TRAINING WHO
ARE QUALIFIED TO TEACH IN LOWER SECONDARY EDUCATION, IN THREE

EUROPEAN UNION COUNTRIES, 1990/91 TO 1999/2000 

Sources: Eurydice, national data.

Belgium (B nl): Yearbook of annual statistics of the Department of Education - figures for enrolment
in hogescholen (non-university higher education institutions). 
Germany: Einstellung von Lehrkräften 2001 - Statistische Veröffentlichung der Kultusministerkonferenz,
N° 158, March 2002.

Additional notes

Germany: The number of graduate teachers each year corresponds not to the school year but to the
calendar year (1992/93 = 1992). This number includes those who are qualified to teach in lower
secondary education but also those qualified to teach general education subjects at upper second-
ary level, or to work in the Gymnasium.

Explanatory note

The index of trends in the number of graduates from the initial training of teachers qualified to work
in lower secondary education, is obtained by dividing the graduate totals for each of the successive
years covered, by the total for the reference year (1995/96 for the Flemish Community of Belgium,
1992 for Germany and 1992/93 for the Netherlands). The data includes persons qualified to teach
at least in lower secondary education. In some countries, they may also be qualified to teach at other
levels.
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CHAPTER 3
RECRUITMENT TO THE TEACHING PROFESSION

INTRODUCTION

After completing all pre-qualification requirements, including initial teacher train-
ing and, where appropriate, the ‘on-the-job’ qualifying phase (1), candidate teach-
ers are ready to enter the profession on a fully-fledged basis. In order to do this,
however, they must apply for employment as a teacher following the established
recruitment channels and, in addition, demonstrate compliance with the eligibility
requirements.

Entry into the teaching profession for fully qualified teachers is managed at differ-
ent administrative levels and in accordance with different procedures. The expres-
sion ‘normal recruitment procedures’ refers to the employment of a teacher appro-
priately qualified for a post open for recruitment in accordance with standard pro-
cedures and/or regulations.

A minority of countries in Europe operate centralised teacher selection mechanisms
which both allows them a high degree of control over the number of teachers
appointed to the profession, and also commits them to a system of lifetime tenure
for those teachers. Most countries in Europe have a much more decentralised sys-
tem of recruitment, known as open recruitment, where the process of matching
teachers seeking employment with available teaching posts takes place on a school-
by-school basis. The notion of life-time tenure is much less widespread in this sys-
tem. This allows for a more flexible response to fluctuations in teacher demand on
the part of education authorities and also gives teachers more autonomy in making
career choices. The way in which teachers are normally recruited to the profession
therefore has implications for the way in which teacher supply and demand is
matched. Both centralised and decentralised systems play a role in contributing to
equilibrium or imbalance in the teacher market. 

This chapter will therefore discuss what is meant by ‘centralised’ and ‘decentralised’
before going on to examine in more detail how the three different models of
recruitment are organised. Another facet of the selection process relates to the con-
ditions that must be satisfied by prospective teachers throughout Europe in order to
be considered eligible for a teaching post. These conditions of eligibility are
described in a third section, while the final part of the chapter looks at the types of
contracts offered to teachers on recruitment.
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(1) See: The teaching profession in Europe: Profile, trends and concerns. Chapter 5 of Report I: Initial
training and transition to working life. General lower secondary education. Key topics in education
in Europe, volume 3. Brussels: Eurydice, 2002.
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1. LEVEL OF AUTHORITY RESPONSIBLE FOR RECRUITMENT

One of the most important dimensions to teacher recruitment in Europe is the
degree to which recruitment is centralised. An analysis of the degree of centralisa-
tion of the recruitment process implies an understanding of the way in which deci-
sion-making levels for education are organised. This varies considerably between
the different countries and a brief description is therefore warranted. In all coun-
tries, the lowest level of authority is the school itself. This authority may reside with
the school head, or with the school management board or governing body or coun-
cil (composed of representatives of interested parties).

The situation with regard to the top level of authority, as well as all the intermedi-
ate levels, is somewhat more complex. In most countries, the authority acting at the
top level will be the central government (ministry of education). The exceptions are
Belgium (the top levels of authority are the ministries of the three linguistic commu-
nities), Germany (ministries of the 16 Länder), Spain (governments of the
Autonomous Communities, subject to the legal framework established by the State
regulating access to the civil servant teaching corps) and the United Kingdom (the
respective ministries for England, Wales, Northern Ireland and Scotland). In
Austria, the governments of the nine Bundesländer and the Federal Ministry of
Education, Science and Culture are responsible for different school types
(Hauptschule and allgemeinbildende höhere Schule respectively).

Intermediate decision-making levels may consist either of local government or of
locally-based administrative divisions or branches responsible to the higher author-
ity. Ministerial administrative divisions are found in most countries that function in
accordance with a very centralised system, such as in France, where responsibility
for recruitment is shared between the top-level authority (the minister decides on the
number of teaching posts offered for competition as well as which candidates are
to be nominated) and the intermediate authority (the recteur de l’académie is
responsible for assigning nominated candidates to teaching posts). 

In Slovakia, district and regional offices carry out state administration at first and
second level respectively. In other countries, such as the United Kingdom (Scotland)
and the Nordic countries, local authorities or municipal councils play an important
role in educational matters. In the United Kingdom (England, Wales and Northern
Ireland) responsibility for recruitment of teachers lies mainly at school level with
some involvement of local authorities.



FIGURE 3.1: THE LEVEL OF AUTHORITY WITH RESPONSIBILITY FOR RECRUITMENT
OF TEACHERS AT GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Belgium (B fr, B de): The authorities responsible for recruitment differ according to the administra-
tive body which runs the school: top-level education authorities for public-sector schools, intermedi-
ate level authorities for schools administered by the provinces and municipalities (in the French
Community only) and schools or groups of schools for government-dependent private sector schools.
Belgium (B nl): Recruitment to the public sector is the responsibility of AGO, an autonomous public
body; the authorities responsible for recruitment to the provinces and municipalities as well as to the
government-dependent private sector are equivalent to those in the French Community.
Denmark and Liechtenstein: Data not available.
Germany: Open recruitment is an alternative recognised method of recruitment. Individual posts
open for recruitment are usually advertised when there are no candidates suitable to fill a particu-
lar teaching post on the candidate list. Responsibility for open recruitment lies with the Staatliches
Schulamt (intermediate level education authority).
Greece: The candidate list system is being phased out between 1998 and 2003.
Austria: The Landesschulbehörde (school board for the Land) is responsible for the recruitment of
Hauptschullehrer (general secondary school teachers) whereas the Federal Ministry of Education,
Science and Culture is responsible for recruitment of teachers working in allgemeinbildende höhere
Schulen (academic secondary schools).

Explanatory note

Where there is shared responsibility amongst different levels of authority for recruitment to the same
type of school, only the highest level of authority is shown here.

It should also be noted that in Belgium, Ireland and the Netherlands, the govern-
ment-dependent private sector (that is, schools run by private entities with support
from public funding) is included in this analysis alongside public-sector education.
In the different linguistic communities of Belgium, the relevant administrative bod-
ies (pouvoir organisateur, Schulträger, inrichtende macht or schoolbestuur) that run
schools in the government-dependent private sector are local-level private law enti-
ties. In the public sector, they are public law entities classified at intermediate level
(for schools run by the provinces and the municipalities), or at top level (for schools
run by the Communities). In the Netherlands, considerable responsibility is
devolved to schools in all cases as in Ireland, where government-dependent private
education is run by boards of management at school level.
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The level of responsibility for recruitment in the different countries can therefore be
categorised in terms of the degree of centralisation as well as in terms of the type
of procedure adopted. Three main types of recruitment procedure can be distin-
guished: recruitment through competitive examinations, recruitment through candi-
date lists, and open recruitment. Figure 3.1 shows that the first two types are rela-
tively centralised. Open recruitment, on the other hand, is decentralised. These pro-
cedures are described in detail in the following section.

2. TYPES OF RECRUITMENT METHODS

Figure 3.2 shows which type of recruitment method represents the established
recruitment channel in the countries covered by this study.

FIGURE 3.2: PRINCIPAL TYPES OF TEACHER RECRUITMENT METHODS IN GENERAL LOWER
SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Belgium (B fr, B de): This shows the situation for schools administered by the French and German-
speaking Communities. In the German-speaking Community, recruitment by lists of candidates is
also the method of recruitment for the government-dependent private sector. In the French
Community, recruitment for schools administered by the provinces and municipalities and for the
government-dependent private sector is by open recruitment.
Belgium (B nl) Open recruitment applies to all schools.
Germany: Open recruitment is an alternative recognised method of recruitment. Recourse to adver-
tisement of individual posts open for recruitment is usually taken when there are no candidates suit-
able to fill a particular teaching post on the candidate list.
Greece: The candidate list system is being phased out between 1998 and 2003.
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2.1. Competitive examination

The term ‘competitive examination’ is used to designate public, centrally organised
competitions that are held in order to select candidates for the teaching profession.
The countries organising competitive examinations for entry into the profession can
be characterised according to when this selection takes place. As illustrated in
Figure 3.3, most countries organise the examination following completion of initial
teacher training; some countries, however, organise it before completion of teacher
training or, more specifically, before entry into the final ‘on-the-job’ qualifying
phase (2).

FIGURE 3.3: COMPETITIVE EXAMINATION ORGANISED BEFORE OR AFTER COMPLETION
OF INITIAL TEACHER TRAINING IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A),

2000/01.

Source: Eurydice.

In France, candidates must complete the second year of study at an IUFM in order
to obtain fully qualified teacher status. Admission to this second year is regulated
via a concours (CAPES or agrégation). On completion of the second part of study,
a selection panel proposes to the head of the relevant educational authority (recteur
de l’académie) which candidates should be offered a tenured teaching post (titu-
larisation) with civil service status. In some instances, the selection panel may also
suggest the extension of the ‘on-the-job’ qualifying period (at a IUFM) by one year
at the end of which the candidate is either offered a permanent post or very occa-
sionally rejected. In Luxembourg, selection is also by competition at the point of
entry into the période probatoire. A final examination is organised at the end of
this period. This is not a competitive examination in the sense used here but rather
a final assessment on completion of teacher training. Although candidates are con-
sidered fully qualified once this exam has been passed, there is subsequently a
final, optional phase during which they undertake research and submit a thesis
(thus increasing the teacher’s salary prospects). 
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(2) For more details, see the diagrams included in the first report in this series, illustrating the various
stages in each country through which teachers move on from initial training and enter the profes-
sion. The final ‘on-the-job’ qualifying phase is discussed in The teaching profession in Europe:
Profile, trends and concerns. Chapter 5 of Report I: Initial training and transition to working life.
General lower secondary education. Key topics in education in Europe, volume 3. Brussels:
Eurydice, 2002.
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Six countries organise a competitive examination following the award of the initial
teacher training diploma: Greece, Spain, Italy, Portugal, Malta and Romania. In
these countries, candidates wishing to be admitted to the competitive examination
must, in addition to meeting general eligibility criteria (see below), possess full
teaching qualifications. In Portugal, however, it is possible for candidates possess-
ing what is called habilitaçào própria (that is, candidates with a tertiary level qual-
ification in their subject but no teacher training) to sit the examination. Successful
candidates with habilitaçào própria are required to complete teacher training with-
in two years of becoming civil servants.

Greece is currently in a transitional phase regarding the manner in which teachers
are appointed to the profession. The lists of teachers to be appointed on the basis of
the epetirida (official national list) were closed on 31 December 1997. For 1998-
2002, a percentage of appointments was made from the lists of available teachers,
according to the order in which they were entered on these lists, and the remaining
appointments were made from among those who successfully participated in a com-
petitive examination announced and held by the Anotato Symvoulio Epilogis
Prosopikou (ASEP), according to the order in which they are entered on the pass lists,
which remain valid for two years. From 2003, teachers will be appointed exclusively
from lists which will be drawn up on the basis of a competitive examination for the
selection of teachers. From that year onwards, the certificate of Pedagogic and
Teaching Competence will be required as an additional qualification for appointment.

Selection to the civil service for teachers in Portugal (the first round of the concur-
so) is organised at national level by means of two competitive examinations simul-
taneously – the competition for the quadros de escola (selection for a fixed teach-
ing post in a single school) and the quadros de zona pedagógica (selection for
teaching duties in all schools forming part of an administrative division). Any
remaining teaching vacancies are filled by the second round of the concurso. This
second round is not an entry competition for the civil service (and thus not a com-
petitive examination in the sense used here) but instead attributes teaching contracts
on an annual basis (see Chapter 4). 

With respect to how candidates are graded on the outcome of the competition, the
results obtained during initial training are taken into consideration when awarding
candidates a final grade in Italy and in Portugal. In Malta, centrally-organised
interviews are organised in order to assess candidates for teaching posts. The
Public Service Commission sets weightings for a number of criteria expressed in
percentage terms (namely, qualifications (30 %), related professional knowledge
(20 %), relevant experience (20 %), cultural interests (15 %) and personal qualities
(15 %) and a candidate must obtain at least 50 % in order to be considered for a
teaching post (separate lists are drawn up for each subject)). In Greece, successful
candidates must have obtained a total final average of 60 % in the competition. If



this average is obtained, then candidates are ranked on the basis of additional cri-
teria, including the grade obtained in the university degree and any postgraduate
qualifications and/or previous teaching experience.

In Spain the competition is divided into two phases. The first phase (called the fase
de oposición) evaluates knowledge of the curriculum as well as teaching skills. The
second phase, fase de concurso, takes account of candidates’ academic merits
(results obtained during initial training, other qualifications, etc.) and prior experi-
ence. The weighting of the marks to obtain the overall result is two thirds for the
fase de oposición and one third for the fase de concurso. 

In Portugal, candidates must also have acquired a number of years of profession-
al experience before sitting the civil service competition (the first round of the con-
curso): four years are required for selection to the quadros de zona pedagógica
and two years for selection to the quadros de escola.

In Romania, new teacher training graduates first enter into a probation period of
two years after which they are required to pass an examination known as the defin-
itivat (organised by the university at which they studied). Success in this examina-
tion allows teachers to compete for a permanent teaching post within a specific
school, giving them lifetime tenure. For this final step, the competition is organised
by the County School Inspectorate. A teacher may take the definitivat three times
during a period of maximum five years. If a teacher fails to pass the examination
during this five-year period, he or she may no longer compete for a permanent
teaching post. 

Not all countries guarantee successful candidates a teaching post. This will depend
on the availability of posts open for recruitment (Italy, Greece and Portugal). In
France, on the other hand, all teachers who pass the concours and successfully
complete the ‘on-the job’ qualifying phase are guaranteed a teaching post.
Teaching posts are also guaranteed to successful candidates in Luxembourg. In
Romania, teachers who have passed the definitivat and have passed the competi-
tion organised by the County School Inspectorate are entitled to a permanent teach-
ing post and the Ministry (represented by the County School Inspectorate) is obliged
to find full-time jobs for these teachers.

Responsibility for matching candidates to teaching posts open for recruitment lies
with the organiser of the competition, sometimes in conjunction with other bodies,
either at the top level or at local or regional level. The situation in France has been
described above. In Malta, responsibility is divided between the Department of
Further Studies and Adult Education for organisation and the Department of
Operations for allocation of posts. In Romania, the County School Inspectorate
organises the competition and is responsible for allocating teaching positions in
accordance with strict regulations issued by the Ministry. 

Chapter 3 – Recruitment to the teaching profession

41



Supply and demand

42

2.2. Candidate list

This is a system whereby applications for employment as a teacher are made
through submitting candidates’ names and qualifications to a top level or interme-
diate level authority. Four countries – Belgium (for the French Community and the
German-speaking Communities only and, in the case of the French Community,
only for schools administered by the Community), Germany, Austria and Cyprus –
use such a system in order to fill their teaching posts open for recruitment. A fifth
country, Greece, is in the process of phasing out a candidate list system in favour
of a competitive examination (see above).

Responsibility for maintaining candidate lists is located with the top-level education
authority in Germany, where the list covers all the teaching posts in a specific
Land, and the ministry of education in each Land (or sometimes an office directly
controlled by the ministry) is responsible for drawing up the list. In Austria,
the Landesschulbehörde (school board for the Land) is responsible for drawing up
the list for both school types, the Hauptschule and allgemeinbildende höhere
Schule. 

Teachers in schools administered by the French and German-speaking
Communities of Belgium are recruited from a list which classifies all the candidates
with at least 240 days of service. The classification is made according to the num-
ber of applications made in previous years, the year in which the teaching diplo-
ma was obtained and the date of birth. Candidates receive a so-called ‘temporary’
status (which may in practice involve recruitment to a teaching post for a duration
of several consecutive school years). In the French Community, candidates may –
subject to certain conditions – apply for ‘priority temporary’ status (temporaire pri-
oritaire) in particular once they have worked for the two preceding years in the
same school or within the same sector. The minister has discretionary power to
award both priority temporary status and to appoint a teacher to permanent sta-
tus. In the German-speaking Community, due to its small size, teachers in the gov-
ernment-dependent private sector are also recruited by means of a centralised list
held by their administrative body (there is only one Schulträger for lower second-
ary schools in the government-dependent private sector). 

Candidates may also register for a so-called vervangingspool (a reserve pool of
teachers) in the Flemish Community of Belgium. This reserve pool is maintained by
the VDAB (the Flemish employment office, which is an independent public body). 

In Cyprus, separate lists are drawn up for each curriculum area by the Education
Service Commission (a high-level constitutional body appointed by the President of
the Republic for a six-year term). In Greece the Ministry of National Education and
Religious Affairs has been responsible for drawing up the list. 



Candidates are ranked on the list on the basis of a number of criteria. The simplest
of these is the date of application: this is taken into consideration in all of the coun-
tries except Germany and is the only basis for ranking used in Greece.

In Austria, candidate lists are the responsibility of each of the nine Länder and there
is no legislative basis at federal level ordaining the selection criteria to be followed.
These criteria will therefore vary in each Land. In general terms, a system of points
is followed: candidate teachers for Hauptschule (general secondary schools) can
accumulate bonus points for an excellent assessment on completion of initial teacher
training, or for having studied a third subject, gaining further qualifications such as
for special needs education, completing military or community service, as well as for
the candidate’s family circumstances (including child care). However, points are
deducted for not reporting immediately the eligibility to teach or not being available
for a certain period of time. In the unlikely case of refusing an allocated teaching
post, the candidate teacher will not be employed unless a teaching post open for
recruitment has been offered to all the other candidates on the list. For allgemein-
bildende höhere Schule the point system does not exist. There, employment depends
on time spent on the waiting list and on further qualifications. For an excellent
assessment during the one-year traineeship in teaching practice, a bonus equivalent
to 12 months on the waiting list will be awarded. Besides the year of graduation,
Cyprus operates ranking criteria based on academic qualifications beyond the
Bachelor’s degree, service in the National Guard and the candidate’s personal or
family situation. The Germans operate a system based solely on the results of the
teacher training examinations (that is, the First and the Second State Examination).

The process of identifying teaching posts open for recruitment is the responsibility
of the Staatliches Schulamt in Germany, the Landesschulrat in Austria (on the basis
of annual reports prepared by the school inspectorate) and the ministry for the
French Community of Belgium (for schools administered by the Community). In the
German-speaking Community of Belgium, the list is the responsibility of the ministry
for schools administered by the Community and of the administrative body for sec-
ondary schools in the government-dependent private sector.

2.3. Open recruitment

The term ‘open recruitment’ refers to the method of recruitment where responsibili-
ty for publicising posts open for recruitment, requesting applications and selecting
candidates is decentralised. Recruitment is usually the responsibility of the school,
sometimes in conjunction with the local authority. The process of matching those
teachers seeking employment with available teaching posts takes place on a school-
by-school basis. This method therefore allows teachers to choose the teaching posts
for which they wish to apply; schools also play a direct role in the selection process
and the choice of teacher for their school.
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The majority of countries operate an open recruitment system: almost all of the EU
candidate countries as well as the Nordic countries, Ireland, the Netherlands, the
United Kingdom and Liechtenstein have adopted this method of recruitment. In the
French Community of Belgium, both the schools administered by the provinces and
municipalities and schools in the government-dependent private sector also recruit
teachers by open recruitment. All teachers are recruited in this way in the Flemish
Community of Belgium.

The extent to which open recruitment is regulated varies considerably. In some
countries, no specific regulations exist and general employment legislation applies.
This is the case in a number of candidate countries as well as in the Netherlands
and Sweden. In other countries, detailed procedures are laid down. 

Figure 3.4 illustrates the countries in which recruitment of teachers by means of
advertisement is subject to specific regulations and/or formal consultation mecha-
nisms. It also shows the countries in which the employer has complete autonomy
with regard to recruitment (subject to general employment legislation).

FIGURE 3.4: SPECIFIC REGULATIONS AS A BASIS FOR OPEN RECRUITMENT OF TEACHERS IN
GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional note

Lithuania: Open recruitment of teachers has been subject to specific regulations since the school
year 2001/02.

In some countries, the term ‘open competition’ is used to designate recruitment by
advertisement which is strictly controlled. Norway, Bulgaria, Estonia and Hungary
organise recruitment in this way. 

In Hungary, this type of recruitment is limited to public employee status, whether for
a temporary contract or a contract of indefinite duration. Elsewhere, where clearly
defined regulations setting out the conditions for open recruitment exist, these may
derive from primary legislation or regulations issued by the ministry (this is the case
in the United Kingdom, for example) or from formal agreement between the par-
ties concerned (this is the case in Ireland, where agreement exists between school
management, the teacher unions and the Department of Education and Science
with regard to the procedures to be followed). 

Countries in which open recruitment is subject to
specific  regulations

Countries in which no specific regulations are
applicable

B fr, B nl, IRL, FIN, UK, IS, LI, NO, BG, EE, HU, LV, SI NL, S, CZ, LT, PL, SK



In the French and Flemish Communities of Belgium, responsibility for recruitment lies
with the appropriate administrative body (either the provinces and municipalities or
the school group for schools in the government-dependent private sector). Candidates
submit their applications directly to the administrative body of their choice.
Recruitment procedures will therefore vary but are always subject to regulations laid
down by legislation. In the French Community of Belgium, teachers are initially hired
on a temporary basis, and priority temporary status is acquired in schools adminis-
tered by the provinces and municipalities once the teacher has at least 360 days of
service. In the government-dependent private sector of the French Community, prior-
ity temporary status is acquired from 240 days of service (over a period of two years
with the same administrative body) or 480 days of service (over three years, includ-
ing with a different administrative body in the government-dependent private sector).
Recruitment to schools administered by the Flemish Community (AGO) has been
recently reformed: instead of a centralised list, candidates may apply directly to one
of the 29 scholengroepen (school groups) of their choice. Here, teachers are also ini-
tially employed on a temporary basis. They acquire priority temporary status once
they have 720 days of service of which 600 days are actually performed within three
years. All types of contracts may be taken into account.

In cases where open recruitment is regulated, such regulations deal either with how
responsibility for recruitment is shared and who is to be consulted, or with the way
in which the recruitment process itself is to be organised, or they address both of
these aspects.

For example, in Norway and in Sweden, responsibility for teacher recruitment is
delegated to the local authorities who are obliged to consult with local teacher
organisations. In Slovenia, the school head must obtain the approval of the Ministry
of Education before advertising a post open for recruitment. The Ministry keeps a
record of redundant teaching staff who must first be offered the job should they
meet the qualification requirements. In Estonia, the procedure for organising the
open competition is required to be approved by the school board of trustees on the
proposal of the head. 

The process of open recruitment is made up of two stages (advertisement, followed
by selection of candidates). Either one of these stages can have different levels of
regulation. In some countries (Finland, Norway and Hungary) there are rules con-
cerning where the advertisement is to be placed. In Norway and Hungary, posts
open for recruitment must appear in an official publication (either of the local
authority or of the ministry, although there is usually also scope for publication else-
where). In Finland, the advertisement must appear on the official notice board of
the municipality and in other media as considered appropriate. In other countries,
the decision as to how to advertise the posts open for recruitment is left to the entire
discretion of the school head or the school board (Sweden, Latvia, Lithuania, and
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Poland). In the United Kingdom (England and Wales), subject to certain conditions,
the decision on where to advertise teaching posts is generally at the discretion of
the governing body or school head, although details of the post will normally also
be sent to the local education authority. 

In some countries, lists of vacancies are held at a central or intermediate level: this
is the case, for example, in the Flemish Community of Belgium, where there is a
centralised call every year of vacancies for all scholengroepen for schools admin-
istered by the Community (AGO). Elsewhere, lists of candidates are kept for the
information of employers: in Slovakia, for example, the District Council or the
Regional Council (for the 8-year Gymnázium) holds such a list on behalf of school
heads looking for teachers.

The interviewing process and subsequent selection of candidates may be subject to
detailed rules concerning which candidates are to be interviewed and who is eligi-
ble to be appointed to the teaching post. In the United Kingdom (England and
Wales), for example, the governing body must interview such candidates as they
see fit and, subject to certain exceptions, may only appoint a person who meets the
staff qualifications (in terms of qualifications, registration, health and physical
capacity and fitness on educational or other grounds). 

In other countries, no explicit rules exist and teachers are recruited in any manner
considered appropriate, including on the basis of personal contacts.

In Germany, a teaching post may be advertised as an exceptional measure when
there are no candidates suitable for a particular teaching post on the list. The
Staatliches Schulamt (schools’ office) is responsible for placing advertisements and for
interviewing. Candidates recruited in this way remain entitled to civil servant status.

3. ELIGIBILITY CRITERIA

Irrespective of how they are recruited, teachers are usually required to satisfy one
or more eligibility criteria before they take up a teaching post. 

Almost all of the European Union Member States explicitly require that teachers hold
EU citizenship. The Netherlands, the United Kingdom and Sweden are exceptions in
this respect: they do not impose any nationality restrictions at all. In the United
Kingdom, in England, the Education (Teachers) Qualifications and Health Standards
1999 (as amended) and their equivalent in Wales and Northern Ireland state that
overseas-trained teachers may be appointed as a temporary teacher in a school or
a number of schools for up to four years without Qualified Teacher Status (QTS). 

The EU candidate countries have a somewhat different situation. In Malta, the
teaching profession is reserved for nationals of that country (this condition applies
to all posts in the civil service), while in Poland, appointment-based permanent con-



tracts can be concluded with Polish nationals and EU citizens only (Polish nationals
are given priority, while non-EU citizens can be employed but only on fixed-term
contracts, without the possibility of appointment). In Slovenia, visiting teachers from
abroad giving selected courses for a limited period of time must only meet the qual-
ification requirements of their home country. The other candidate countries do not
apply any nationality restrictions. 

With regard to proficiency in the language or languages of instruction, a number
of countries do not explicitly make this a condition for eligibility. This is the case in
Greece, France, the Netherlands, and the United Kingdom (England, Wales and
Northern Ireland). In Norway, teachers who are not nationals of the European
Economic Area are required to demonstrate knowledge of the Norwegian lan-
guage, as well as of the Norwegian education system, Norwegian literature, etc.
Elsewhere, teachers who are not nationals of the country in question or who do not
hold an initial teacher training qualification from its education system are also
required to provide evidence of language proficiency, usually by means of a lan-
guage exam. Teachers who have obtained their education in a language other than
Estonian are required to demonstrate intermediate knowledge of the Estonian lan-
guage. In Belgium, teachers qualified in the French or Flemish Community must
prove sufficient knowledge of Flemish or French respectively, should they wish to
teach in the other Community. In Spain, a language test must be taken as a pre-
requisite to the fase de oposición (the first part of the competitive examination
described above) in certain circumstances: Spanish nationals who wish to teach in
an Autonomous Community with a co-official language (Baleares, Cataluña,
Galicia, Navarra, País Vasco and Comunidad Valencia) must prove proficiency to
teach in that language. Non-Spanish nationals must prove proficiency in Spanish
as well as (where appropriate) the second co-official language. In Luxembourg,
teachers are required to have a good working knowledge of the three state lan-
guages (German, French and Letzeburgesch).

Evidence of personal integrity is the most common requirement made of teachers
seeking employment. All countries require teachers to demonstrate that they do not
have a criminal record or to produce a certificate of good conduct. In some coun-
tries time limits operate with respect to this rule: in the Czech Republic the certificate
must not be older than three months, in Hungary 60 days. In other countries, rules
detailing types of crimes barring employment as a teacher apply (for example, in
Sweden). The United Kingdom (England, Wales and Northern Ireland) also has reg-
ulations restricting the employment of certain persons as teachers on grounds of mis-
conduct, etc. In Spain, the candidate teacher cannot have been dismissed from pub-
lic service on disciplinary grounds or have been declared unfit for public service.

Many countries also require that teachers undergo a medical check-up or produce
a medical certificate before taking up a teaching post. 
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Most of the countries organising a competitive examination for entry to the teach-
ing profession require that teachers demonstrate their knowledge of the national sit-
uation as part of that examination. Other countries also require teachers to show
their knowledge of the regulations applicable to the education system (Sweden,
Slovenia). In Sweden, however, any shortfalls in teachers’ knowledge may be
bridged by special in-service training after employment. 

Greece is the only country to impose an age restriction on teachers. Recruitment by
epetirida is open to teachers aged between 21 and 40 years, whereas recruitment
by the National Competitive Exam is open to teachers aged between 21 and 35
years of age. The age limit can be extended to 50 years under certain circum-
stance, but never beyond that age.

4. TYPES OF CONTRACT

The way in which teachers are recruited is often linked to their subsequent employ-
ment status. In some countries teachers are part of the civil service. The rules gov-
erning recruitment to the civil service are therefore applicable to teachers. In other
countries, general employment legislation applies to teachers. Figure 3.5 shows the
correlation between the type of recruitment method and the subsequent contractu-
al status of teachers.

FIGURE 3.5: TYPE OF EMPLOYMENT STATUS (CIVIL SERVICE OR CONTRACT) ACCORDING
TO TYPE OF RECRUITMENT PROCEDURE IN GENERAL LOWER SECONDARY EDUCATION

(ISCED 2A), 2000/01

Additional notes

Belgium: Candidate lists apply to schools administered by the three Communities and - in the
German-speaking Community only - the government-dependent private sector; open recruitment
with civil servant status or assimilated status applies to schools organised by the provinces and
municipalities and the government-dependent private sector in the French and Flemish Communities.
Lithuania: It is within the school head’s discretion to decide whether a teacher is appointed to the
teaching position immediately or following a fixed term period.
Poland: In Poland after a minimum of four years’ teaching, and fulfilment of other criteria deter-
mined by a special evaluation committee, it is possible to achieve a special type of permanent con-
tract called ‘appointment-based contract’.

Civil servant status

Type of recruitment
method

Immediate appointment
to civil service after

recruitment

Following a fixed term
period based on
contractual status

Contractual
status

Competitive examination EL, E, F, L, P, MT 

Candidate list B (schools organised by the
three Communities), D, A, CY

B de (government-depen-
dent private sector)

Open recruitment FIN, IS, LT, SI B fr and B nl (schools
organised by the provinces and
municipalities and the govern-
ment-dependent private sector),
D, LI, BG, HU, LT

DK, IRL, NL, S, UK, NO,
CZ, EE, LV, PL, SK

I, RO

Source: Eurydice.



In some countries, appointment to the civil service implies that teachers’ conditions
of employment are guaranteed under public law provisions and that their appoint-
ment to a teaching post is secure until retirement. All countries organising a com-
petitive examination appoint successful candidates to the civil service with the
exception of Italy and Romania. This is also true of countries operating a candidate
list system. In Belgium, where teaching status is regulated differently according to
the administrative body, teachers in the government-dependent private sector are
not civil servants but are afforded equivalent guarantees.

In Austria, Hauptschule teachers are employed as provincial civil servants
(Landeslehrer), while teachers at the allgemeinbildende höhere Schule are
employed as federal civil servants (Bundeslehrer).

In some countries where teachers are appointed as civil servants, the use of private
law contracts as an alternative employment basis for teachers is becoming increas-
ingly common. In Austria for example, new entrants start their career as
Vertragsbedienstete (that is, with a service contract of limited or unlimited duration).
In recent years it has become increasingly difficult to get civil servant status as a
result of budgetary restrictions.

Teachers recruited through open recruitment may also achieve civil servant status.
This is the case in a number of countries (Belgium, Germany, Finland, Iceland,
Hungary, and Slovenia). In the case of Hungary, civil service appointments are not
offered to all teachers but are usually achieved on the basis of seniority: teachers
with at least five years experience or holding a certificate of professional exami-
nation may be employed on the basis of a permanent public employee contract.
Teachers with less than five years’ experience are employed on the basis of a tem-
porary contract, typically for one school year. Although Lithuanian teachers were
civil servants in the 2000/01 school year, the Law on Civil Service (as amended)
provides that from July 2002 teachers no longer have civil servant status.

In Poland, temporary employment contracts are offered to trainee teachers, con-
tract teachers and substitute teachers. The senior categories of teachers (appointed
teachers and chartered teachers) are offered appointment-based contracts. Such
contracts can only be offered after a minimum of four years’ teaching experience
and depend on satisfactory fulfilment of a number of evaluation criteria. A com-
mittee is established for each evaluation phase providing entitlement to a salary
increase and promotion in terms of status.

Many countries with open recruitment systems offer teaching contracts based on
general employment legislation. In these countries, both permanent and fixed-term
contracts are available, although most teachers are normally employed on a per-
manent basis. In the Netherlands, a collective agreement between the employers’
federation and the teaching unions is adopted at national level for secondary edu-
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cation (the CAO). This sets down the models for teaching contracts that can be used
by school boards of governors. The letter of appointment must include the date on
which the appointment commences, the post and maximum pay scale, whether the
appointment is temporary or permanent, the number of hours to be worked, the
place of work and the salary. In Sweden, employment conditions for teachers are
also determined by means of a collective agreement.

In the Czech Republic, written application must be requested from the so-called
‘protected groups’ (including graduates and employees listed in collective agree-
ments) before a temporary employment contract can be offered.



CHAPTER 4
REPLACEMENT OF TEACHERS ON LEAVE OF ABSENCE

INTRODUCTION

All schools encounter circumstances whereby teachers need to be replaced on a
temporary basis. This chapter describes what happens when teacher go on ‘leave
of absence’, that is, those periods during which teachers, although not carrying out
their normal teaching duties, continue to occupy the teaching post to which they
have been recruited. 

Many different scenarios are encompassed by this general heading. The teacher’s
absence can vary in length, from very short periods (due, for example, to sick
leave), to periods of a school year or even longer, in the case of a teacher taking
maternity leave, or a sabbatical or other form of extended absence. Participation
in professional development activities will also mean that cover is required for the
absent teacher. By the same token, leave of absence can be unpredictable (as in the
case of sick leave) or it can be known in advance, allowing plans for replacement
arrangements to be made prior to the teacher’s departure. For this reason, differ-
ent education systems use a mix of solutions in order to deal with the need to find
replacement teachers, and these solutions can also be used in combination. The
purpose of this chapter is to describe the different types of solutions that are
applied. 

The way in which teachers are recruited and assigned to teaching posts also has
some bearing on the way in which replacement mechanisms are organised (recruit-
ment to the teaching profession is described in Chapter 3). This is because several
highly centralised systems also use centralised methods of ensuring that teachers
are replaced. Other systems are less regulated in this respect and place greater
reliance on initiatives at local or school level. 

This chapter describes how solutions to replacing teachers on leave of absence are
prioritised differently by the education systems concerned. It then goes on to discuss
each of these solutions in detail, looking firstly at how teachers may be employed
on a short-term basis for replacement purposes, or employed longer-term in a spe-
cial reserve pool, before going on to consider the circumstances in which teachers
who are already employed may see their workload increased in order to replace
their absent colleagues. Finally, the different ways in which teachers may be
replaced is related to the level at which decisions are taken, showing that a con-
siderable measure of flexibility is available in many countries in this respect. Only
fully and appropriately qualified teachers are taken into account in this discussion
of replacement practices. Other solutions to short-term shortages are described in
Chapter 5 (emergency measures in times of teacher shortage).
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1. MODELS OF REPLACEMENT PRACTICES

Most schools have a range of solutions available to them when they are faced with
the need to provide cover for absent teachers. The main distinction to be drawn is
between relying on existing resources and bringing in new staff on a temporary
basis. In this respect, educational systems follow different patterns when establish-
ing which solution should be given priority. 

In a first group of countries, the use of existing resources has priority over employ-
ing a substitute teacher. This is the more common model and is to be found in
Germany, Greece, Austria, Estonia, Hungary, Malta, Poland, Romania, Slovakia
and Slovenia. It also applies to Belgium, Spain, Italy, Portugal, Liechtenstein and
Lithuania with regard to short-term absences.

Only in the United Kingdom (Scotland) and Cyprus is employing a substitute
teacher given priority over the use of existing staff. 

In a third group of countries, the decision-making power lies with the educational
provider (most commonly the municipality) which is normally delegated to the
school head, or in some cases the head of the education department or the educa-
tion committee within the municipality. In practice, this means that the school head
decides what priorities to set when seeking to replace an absent teacher. This group
comprises most Nordic countries (Denmark, Finland, Sweden and Iceland) as well
as the Netherlands, the Czech Republic and Latvia.

In some countries the duration of the absence predetermines which type of replace-
ment will be organised. Countries organising a competitive examination at central
level in order to regulate entry into the teaching profession share the same
approach in the way in which they organise teacher replacements. In these coun-
tries, a distinction is made between short and longer replacements. In general
terms, for longer-term replacements, the authority responsible for organising the
entry competition draws up a list of names based on the results of the examination.
Candidates who are not successful in obtaining a tenured teaching post in the civil
service are nonetheless eligible for positions as substitute teachers according to
where they are classed on this list.



FIGURE 4.1: MAIN MODELS OF TEACHER REPLACEMENT PRACTICES IN GENERAL LOWER
SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Belgium: In the event that it is known in advance that the teacher’s absence will be of at least 10
working days, then a substitute teacher may be hired from the first day of absence.
United Kingdom (E/W): The school head is responsible for deploying and managing teaching staff.
Regulations concerning teachers’ pay and conditions state that ‘no teacher may be required to pro-
vide such cover after the teacher who is absent or otherwise not available has been so for three or
more consecutive working days; or where the fact that the teacher would be absent or otherwise not
available for a period exceeding three consecutive working days was known to the maintaining
authority for two or more working days before the absence commenced’. An exception may be
made if all reasonable means of providing cover have been exhausted without success.
United Kingdom (NI): The employer should seek to employ a substitute teacher after the first or sec-
ond day on which the teacher is absent, depending on the size of the school.

Thus, in Spain, the competent authority of each Autonomous Community maintains
a list of funcionarios docentes interinos according to specialisation. The selection
of interim teachers is carried out by taking into account the merits of candidates
who have been unsuccessful in obtaining a tenured teaching post in order to draw
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Maximum use of existing staff

B 10 working days

D depends on Länder
= up to 6 months

E 1 week

I 10 working days

P 10 working days

UK (EW) 3 working days

UK (NI) up to 2 working days

LI 1 year

SK 1 month

Use of existing resources has priority over employing a substitute teacher

School head has discretion in determining how to organise replacement

Employing a substitute teacher has priority over the use of existing staff

Data not available
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up reserve recruitment lists for each subject matter. The allocation process takes
place annually at the beginning of the school year: candidates with the best results
will therefore be assigned an interim position for the whole year; as new substi-
tute positions occur in the course of the year, other candidates will be called upon
according to their position on the reserve list. A very similar system operates in
Italy: classification lists are also compiled for the use of school heads when seek-
ing to replace teachers on leave of absence. School heads must rigorously follow
these classification lists when selecting substitute teachers. In Portugal, contracts
for temporary replacements are allocated through the regional concurso, which is
the responsibility of the Direcções Regionais de Educação (the intermediate
authority). In Greece, substitute teachers are recruited from several groups, with
priority given to teachers from the so-called ‘16 months’ list (a list of teachers with
at least 16 months of temporary service prior to June 1998), as well as to teach-
ers from the list of the competitive examination. It is also possible, when no teach-
ers from these list are available, to call upon teachers with or without previous
experience who are not on these lists, or who have not sat the competitive exam-
ination.

Two different patterns are therefore apparent: countries with centralised mecha-
nisms for appointing teachers tend to observe a clearly defined cut-off point
between distributing additional duties to teaching staff in order to cover for
absences (see below) and the requirement to bring in a substitute teacher. This peri-
od is generally between one and two weeks, depending on the country. Thus, in
Spain, substitute teachers are brought in for the replacement of teachers who are
absent for more than a week. In Italy and in Portugal, this period is ten working
days. 

In other countries, the decision as to when to bring in a substitute teacher is left to
the school head, although the extent to which existing staff can be used for replace-
ment purposes may be subject to regulations, as described in the third section of
this chapter (reliance on existing teaching staff for replacement purposes).

2. EMPLOYING NEW TEACHERS FOR REPLACEMENT PURPOSES

This section will look at how substitute teachers are employed, as well as the type
of conditions experienced by teachers employed on short-term contracts for the pur-
poses of replacement. In many countries, beginning teachers tend to get replace-
ment contracts for limited periods. New teachers are therefore faced with a high
level of insecurity and possibly periods of unemployment. The terms of service and
salaries offered on temporary contracts are also relatively disadvantageous, mak-
ing the teaching profession less attractive in the early years. Some countries there-
fore face difficulties in filling replacement positions. As a result, the use of short-



term contracts for teachers have been the subject of review and sometimes reform
in a number of countries. Reserve pools, where substitute teachers are employed
and paid on a permanent basis with equivalent rights to teachers working in per-
manent posts, have been introduced in a very few countries.

2.1. Fixed-term contracts

In countries where responsibility for recruiting teachers for posts open for recruit-
ment is relatively decentralised (open recruitment), it is rare that the responsibility
for recruiting substitute teachers does not lie with the authority responsible for
recruiting teachers in general. The exceptions to this are Finland and Norway. In
these countries, the school head is normally responsible for recruiting teachers for
fixed-term replacement contracts of less than a year, although the education
provider decides who is responsible and what the time limit is (the provider is gen-
erally responsible for recruiting teachers on a more permanent basis). 

With the exception of teachers working from a reserve pool, substitute teachers are
offered a fixed-term contract corresponding to the period during which they are
required to replace the absent teacher.

Contracts offered to substitute teachers may be regulated in a number of ways:
there may be a minimum period of time under which a substitute teacher cannot be
employed; there may also be a maximum period for which a substitute contract can
be offered. Figure 4.2 shows the duration and rules governing the term of the con-
tract where these are subject to regulation. These rules are sometimes identical to
rules relating to the use of fixed-term contracts as a whole (this is often the case in
countries with an open recruitment system). Other education systems, however,
operate special rules for substitute teaching appointments (this is typical of countries
which regulate entry to the teaching profession at a central level and offer life-time
appointments to teachers with a permanent teaching post). In Spain, interim teach-
ers have the same duties as civil servant teachers and almost the same rights,
depending to some extent on the duration of their appointment. If a teacher works
for more than five and a half months, then the only significant difference relates to
its temporary nature.

In France, in cases where the number of titulaires (teachers with tenure) who have
been appointed as replacement teachers is not sufficient to meet the demand for
cover (see the discussion of reserve pools in the next section), the recteur has the
power to recruit teachers on a contractual basis. These contracts are offered for the
duration of the school year according to the needs of the académie.
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FIGURE 4.2: FIXED-TERM CONTRACTS FOR SUBSTITUTE TEACHERS
IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.

No
regulations Regulations

Duration Renewable
B fr Maximum until the end of the school year Renewable from 1 September
B de Maximum until the end of the school year Renewable from 1 September
B nl Maximum until the end of the school year Renewable from 1 September
DK Renewable per hour or per month: after 3

months contractual terms equivalent to
permanent teachers

D Maximum 12 months Renewable 3 times after which permanent
contract offered

EL Maximum until the end of the school year
E Minimum 1 week

Maximum 1 school year
F Maximum 1 school year Renewable every school year
IRL (:)
I Maximum until the end of the school year Renewable every school year
L Maximum 1 school year Renewable every school year
NL Maximum 1 school year Without restrictions
A (AHS and
HS)

Usually 1 school year Renewable until 7-year maximum is reached
after which permanent contract is offered

P Minimum 1 month
Maximum until the end of the school year

FIN �

S �

UK (E/W/NI) �

UK (SC) Maximum 12 months
IS Maximum 12 months
LI Maximum until the end of the school year

(but cannot be a full year)
NO Maximum until the end of the school year.
BG �

CZ �

EE Maximum period no longer than 5 years
CY Maximum until the end of the school year Renewable from 1 September
LV �

LT Maximum period no longer than 5 years
HU Maximum period no longer than 5 years After 5 years indefinite contract must be offered
MT Maximum 12 months
PL �

RO Maximum until the end of the school year Renewable every school year
SI Maximum 12 months
SK Maximum 12 months



Some countries do not impose any limitations other than those required by gener-
al employment legislation when employing substitute teachers, namely, Finland,
Sweden, the United Kingdom (England and Wales) and Poland. The more typical
situation, however, is that a contract for a substitute teacher will be offered until the
end of the school year at the most, often with scope for renewal at the beginning
of the following school year if necessary. This is the case in Belgium, Italy, Austria,
Liechtenstein, Norway, Romania and Slovenia. In Germany, a one-year contract
may be renewed three times, following which the teacher must be offered a per-
manent contract. In the United Kingdom (Scotland), Iceland, Malta, Slovenia and
Slovakia, contracts offered to substitute teachers may be for a maximum of 12
months. Estonia, Hungary and Lithuania provide for a much longer period: the
maximum period during which anyone can be employed with a fixed-term contract
is five years. In Hungary a permanent contract must be offered after this time. The
situation in Denmark is somewhat different. Here, a substitute teacher employed on
a monthly contract with a fixed schedule of classes for a duration of more than three
months (e.g. substituting a teacher on maternity leave), will after the first three
months be employed on the same terms as a teacher on a permanent contract. 

In Greece, Spain and Portugal, vacancies are allocated at the beginning of every
school year to interim teachers, who may thus be called upon to occupy a different
post each year (this is always the case in Spain). 

Some countries also employ teachers on an hourly basis. This is the case in
Denmark for example. Similarly, in Greece, substitute teachers may be hourly wage
teachers or temporary replacement teachers.

A number of countries have recently reformed the offer of short-term contracts with-
in the teaching profession. In the Czech Republic, for example, the labour regula-
tions adopted within the Ministry of Education forbid the repetition of fixed-term
contracts with fully qualified teachers except in very limited circumstances (includ-
ing those in which teachers whose absence continues into the next school year are
substituted). In the United Kingdom (Scotland), the recent review of the teaching
profession included the recommendation that the use of temporary contracts for
fully qualified teachers should be strictly limited to circumstances in which a period
of absence is being covered, or in which, for specific reasons, the position being
filled is not likely to be maintained.

With regard to the choice of teacher for the replacement post, in almost all coun-
tries (with the exception of those with a centralised recruiting mechanism), the
recruiting authority is free to choose amongst all available fully and appropriately
qualified candidates following the usual recruitment rules, including rules of prior-
ity where these are applicable (Chapter 5 looks at what steps are taken in the event
that a fully and appropriately qualified teacher is not available). 
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A relatively common practice is that lists of substitute teachers are held by the
local educational authority. The requirement to maintain such lists is not regulated
at central level, and practices may therefore vary between local authorities
within the same educational system. This appears to be particularly characteristic
of the Nordic countries (with the exception of Iceland) and the United
Kingdom.

In Sweden, some municipalities operate lists although there are no regulations in
this area and no general budgetary provision for such lists. A similar situation
exists in Denmark. Most municipalities in Finland also maintain lists, on which
teachers without permanent employment may register for the purpose of short
substitutions.

In the United Kingdom (Scotland), each Education Authority keeps a supply list of
teachers they can call on to cover vacancies. The teachers are paid when they work
(in accordance with the same terms and conditions applicable to all teachers) and
not paid when they do not work (nor are they entitled to holiday pay or pension
rights). 

In the United Kingdom (England, Wales and Northern Ireland), many education
authorities used to maintain registers or ‘pools’ of teachers. As a result of changing
policies and economic circumstances this is no longer common practice, and there
has instead been a rapid growth in privately-run employment agencies (known as
supply agencies) which provide teachers on a temporary basis. However, problems
associated with the use of such agencies (in relation to the cost as well as the qual-
ity of staff) mean that a number of authorities are considering reintroducing their
supply pools, either alone or in cooperation with designated private agencies.
Teachers can register with the agency and the authority acts as a ‘one-stop shop’
for schools seeking to engage supply teachers.

Privately-run supply agencies only exist in the Netherlands and the United Kingdom
(England, Wales and Northern Ireland). In several other countries, the school head
has the option of turning to the employment agency run by the public sector (the
register of unemployed persons) when seeking a substitute teacher, as in Hungary
and the Czech Republic for example. In Slovenia, the school head must obtain the
consent of the minister before advertising a position for a substitute teacher. If a
redundant teacher from the ministry’s records fits the position, the school can
employ this person without advertising the vacancy. 

In Luxembourg, candidates for replacement positions (known as chargés d’éduca-
tion) are required to apply to the Ministry of Education, Vocational Training and
Sport (MENFPS) in order to show that they comply with all the eligibility criteria (see
Chapter 3). They are then registered on a list according to subject.



2.2. Reserve pools

Reserve pools in the sense used in this report are those in which substitute teachers
are recruited on a contractual basis by the education authority (at central or inter-
mediate level) to provide teaching services to schools within that authority. These
teachers are paid the same salary and enjoy similar employment conditions (work-
ing hours, holidays, pension rights, etc.) to those enjoyed by full-time teachers. The
use of reserve pools of teachers following this definition is not very widespread in
Europe. 

The French system of replacement is a good example of a system which operates
in this way. In France, a certain number of titulaires are appointed by the recteur
in each académie as replacement teachers. They are appointed under the same
terms as their colleagues (with the same statutory workload), but their teaching
duties consist of covering for those who are on leave of absence. Each académie is
organised in a number of so-called replacement zones in which these teachers are
active. In practice, this means that replacement teachers are appointed to a given
school at the beginning of the school year, but expected to work within a geo-
graphic zone fixed by the Recteur. They may also work in an adjoining zone as
long as they consent to do so, provided that the school at which they are asked to
work is reasonably close to their ‘home’ school. If the number of hours of substitute
teaching they are required to carry out falls short of the statutory workload,
replacement teachers are expected to carry out additional teaching duties or, fail-
ing this, activities of an educational nature in the school to which they have been
appointed. 

Reserve pools were also introduced in the Flemish Community of Belgium in
September 2000 and even more recently (in the 2001/02 school year) by one edu-
cation authority in the United Kingdom (Scotland), in order to improve the provi-
sion of replacement teaching by offering greater job security and better employ-
ment conditions to the teachers concerned. The administrative work involved in
finding cover is also seen as being reduced within this new system. The vervang-
ingspool (reserve pool) in the Flemish Community of Belgium was introduced with
the aim of giving new teachers better job security and thus making the start of a
teaching career more appealing. Teachers in the vervangingspool receive a fixed-
term contract for one school year. When on stand-by, pool teachers can be asked
to perform other teaching activities or participate in in-service training, but cannot
be asked to undertake tasks normally performed by educational auxiliary staff,
support staff or any other assignment which does not meet the terms of the employ-
ment agreement. Schools can opt to join this system and thus call upon reserve pool
teachers when necessary. In the Netherlands and the United Kingdom (England and
Wales), some reserve pools also exist at local level, as an initiative of school boards
or municipalities (in the Netherlands) or LEAs (in England and Wales).
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3. RELIANCE ON EXISTING TEACHING STAFF FOR REPLACEMENT
PURPOSES

Reliance on existing teaching staff in order to cover for absent colleagues can take
several forms. The one most frequently encountered involves teachers taking on an
additional workload, for example by undertaking extra teaching hours or spend-
ing a greater proportion of working time in the classroom. This may include situa-
tions in which they are assigned on a temporary basis to teach subjects or work at
levels or schools at which they do not normally teach. In all cases, however, teach-
ers should be fully and appropriately qualified to teach the relevant subject at the
relevant level. Another possibility (much less widespread) is that they may work with
more pupils in larger classes. 

3.1. Increase in workload

With regard to increasing a teacher’s contact hours in the classroom in order to
cover for absent colleagues, three models may be identified. In the first, the
teacher’s terms of appointment do not state working time solely in terms of teach-
ing time but, instead, in terms of required availability for duties including replace-
ment duties. In the second model, teachers receive overtime pay for each hour that
they teach outside their normal timetable. The third model represents a combina-
tion of both.

In the first model, the amount of time by which the duties of teachers may be
increased without compensation is stipulated from the outset. In Belgium, for exam-
ple, the teaching time of those whose weekly workload is 22 or 23 periods for the
school year, may be increased to a maximum of 24 periods, in order to replace a
colleague absent for no longer than 10 working days. Any teaching duties beyond
this are undertaken on a voluntary and unremunerated basis. In Malta, the school
head can assign a maximum of 2 lessons per teacher provided that the full teach-
ing load does not exceed 26 lessons per week. 

Countries with a centralised system regulating entry to the profession also follow
this model. In Spain, teachers’ timetables will include a fixed number of hours over
and above their classroom hours which are routinely earmarked for replacement
and other duties (the number of hours of guardias differs in each Autonomous
Community). A similar system exists in Italy, where the number of hours for which
teachers are required to be available for replacement purposes depends on the
subject. 

In Germany, teachers are required to teach not more than four additional lessons
over a period of one week, while in Slovakia, three hours a month are allocated to
teaching extra lessons. In the United Kingdom (England, Wales and Northern
Ireland), teachers are required to be available for ‘directed’ duties, including teach-



ing or other duties as allocated by the headteacher, for a maximum of 1 265 hours
annually. Teachers in the United Kingdom (Scotland) are also required to be avail-
able for additional teaching duties (subject to a maximum weekly workload of
35 hours). 

In the second model, teachers working extra hours (i.e. beyond the hours stipulat-
ed in their contract) will receive overtime pay. Hence, the number of hours by which
teachers can increase their teaching load tends to be more open-ended. However,
only the Netherlands and Finland impose no limit to the number of overtime hours
a teacher can work (this is at the discretion of the school head). In France, titulaires
can, on an exceptional basis and only if they agree to do so, work overtime for the
purpose of replacing absent colleagues. In Latvia, teachers are paid at a different
rate depending on how long they are required to carry out replacement duties.
Replacement work of less than two months is paid on an hourly basis. After this
time, remuneration for such additional workload is calculated as part of their usual
salary. In other countries, regulations stipulate the amount of time a teacher can
have duties increased with pay, which is sometimes expressed as a proportion of
the total weekly teaching load. In Lithuania, for example, overtime must not exceed
the maximum weekly load of 34 lessons, which may be increased to 38 with the
approval of the municipality. Likewise, in Luxembourg, teachers should in principle
not be required to work more than 40 % of overtime hours per week. 

Other countries stipulate a maximum number of hours, calculated either on an
annual basis (Sweden, Estonia, Hungary, Slovakia) or on a weekly basis (Greece,
Portugal, Liechtenstein, Poland, Slovenia) or sometimes both (as in the Czech
Republic, with a maximum of 150 hours a year and 8 hours a week). Overtime  is
obligatory for teachers in Poland (for a number of hours not exceeding one quar-
ter of the weekly teaching load) and in Norway, where extra teaching duties can
be imposed for up to a month, after which consent must be obtained. 

The third model represents a combination of both preceding models. In some coun-
tries, it is possible to impose a fixed number of unpaid additional hours and to
allow for additional hours with overtime pay thereafter. This is the case in Germany,
where a maximum of 24 periods a month and 226 periods a year are compen-
sated in addition to the hours described above. In Austria, Hauptschule teachers
are expected to work 10 hours a year as part of their annual workload, whereas
teachers in algemeinbildenden höheren Schulen have to teach one hour per week
unpaid if replacement is necessary (for a maximum period of two weeks if the same
lesson is concerned). Teachers working more than the fixed number of hours receive
overtime pay. In each of the three Belgian Communities, teachers are expected
replace absent colleagues for a period of less than 10 working days without addi-
tional pay. In the German-speaking Community of Belgium, teachers can agree to
take on up to seven additional hours of overtime a week, although these hours are
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paid at a very low rate. It should be noted, however, that since September 2001,
as a result of the growing difficulty experienced in finding replacement teachers,
this seven-hour limit is no longer applicable and the rate is more attractive if it can
be proved that there is no replacement available on the employment market. In the
Flemish Community, teachers are also paid if they continue to stand in for an absent
colleague beyond the 10-day period (if a vervangingspool teacher is not avail-
able).

The educational authorities in the Flemish Community of Belgium have also been
attempting to change the regulation that fixes a teacher’s weekly workload at
between 22 and 24 lessons. Since a teacher’s salary is based on 22 lessons taught,
the authorities have offered financial compensation for any period worked above
this threshold in return for teachers accepting more than 24 lessons in case of need.
So far the teachers’ unions have opposed this move.

From 1 September 2003, in Estonia, work assigned to teachers by the school head
which exceeds the established workload standard will be considered working over-
time, and they will not be allowed to hold two teaching contracts simultaneously.
The teacher may not work more than 42 hours a week on a four-month accounting
period, including overtime, while teaching may not exceed 30 hours a week.

Figure 4.3 illustrates the three models described above. A more detailed examina-
tion of teachers’ overall workload is contained in the third report of this study on
conditions of service in the teaching profession.



FIGURE 4.3: ADDITIONAL WORKLOAD
IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01 

Source: Eurydice.
Additional notes

Belgium (B de): Since 2001, the limit of seven hours has been lifted and overtime is paid at a high-
er rate in cases where shortage is duly noted.
France: Teachers do not normally experience any increase in their workload.
Portugal: Teachers may work up to 5 hours a week with overtime pay, or more by special agree-
ment with the Director General of the relevant DRE.
Sweden: Maximum annual overtime can be increased to 350 hours by special agreement.
United Kingdom (E/W/NI): 1 265 hours represents ‘directed time’ for duties specified by the head-
teacher, including teaching duties. 
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Maximum fixed workload and/or maximum number of teaching hours
by which workload can be increased

Per week Per month Per year Per week Per month Per year
B fr IS (:)
B de + 7 h LI + 3 h

B nl NO (:)
DK (:)
D + 4 periods + 24 periods + 226 periods BG + 5 periods + 180 periods
EL + 10 h CZ + 8 h + 150 h
E + 4 – 7 h EE + 200 h
F (-) (-) (-) CY (:)
IRL (:) LV (:)
I + 10 h LT 34 periods
L + 8.4 h HU + 200 h
NL no regulations MT 26 periods
A (AHS) + 1 h PL + 9 h
A (HS) + 10 h RO + 18 h
P + 5 h SI + 5 periods
FIN no regulations SK + 3 h          + 150 h
S + 200 h
UK (E/W/NI) 1265 h
UK (SC) 35 h

24 periods

24 periods

LI

L

B de

CY

MT

Maximum fixed workload
(no overtime pay)

Extra hours 
(with overtime pay)

Maximum fixed workload
(no overtime pay) 
+ overtime pay possible

Data not available
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Additional notes (continued)

Estonia: Maximum annual overtime can be increased to 280 hours by group agreement.
Lithuania: Maximum weekly workload can be increased to 38 hours by special agreement.
Poland: Maximum additional teaching hours up to one half of the weekly teaching load (usually 9
hours) with the consent of the teacher concerned. 

Explanatory note

Where the figure given indicates the maximum number of hours by which workload can be
increased, this is shown by a ‘+’. Otherwise, the figure given indicates the maximum fixed work-
load.

In contrast to the level of detail specifying the numbers of hours by which teachers’
workloads can be increased, the maximum period during which teachers can see
their teaching duties increased tends to be subject to much less specification and left
to the discretion of the school head. This means, therefore, that there is not usually
an obligation to bring in a substitute teacher after a fixed time period. The coun-
tries where a maximum time period is imposed on increasing teachers’ duties are
Germany (where the duration of the maximum period depends on the Länder and
varies between one week and six months), Spain (1 week), the French and
German-speaking Communities of Belgium, Italy and Portugal (a maximum of 10
working days), Slovakia (one month), and Liechtenstein and Romania (a maximum
period of one year). In the Flemish Community of Belgium, there is no obligation to
find a substitute teacher although there is an obligation to compensate for the
replacement duty after 10 working days.

In the United Kingdom (England and Wales), teachers are not normally expected
to cover for absent colleagues for longer than three days. These restrictions are,
however, lifted if all reasonable means of providing cover have been exhausted
without success. A recent agreement provides that teachers providing extended
cover in this way will be entitled to compensatory time off. In Northern Ireland, a
substitute teacher should be sought on the second day the teacher is absent, or from
the first day if the teacher’s absence is planned and agreed in advance.

When calling on existing staff to cover for absent colleagues, part-time teachers
may play an important role. In Belgium and in the Netherlands, for example,
schools first seek to increase the load of part-time teachers before resorting to other
measures. In the Netherlands, a further initiative has been to encourage teachers
who have worked overtime to exchange the resulting entitlement to time off for
more pay.

3.2. Reassignment of teachers

The reassignment of teachers to subjects, schools or levels which do not form part
of their routine workload is another way of drawing on existing resources rather
than employing new teachers for replacement purposes. This practice should be



distinguished from the one described above (increase in teaching duties) to the
extent that teachers will be required to adjust their work in some way, either by
teaching a subject which they do not customarily teach, or by teaching in another
school, or by teaching at a different educational level. Thus, although there is not
necessarily an increase in teaching duties, there is a realignment of those duties. In
all cases, however, teachers must be qualified to teach the subject in question and
at the level required. Where this is not the case, the redeployment of teachers to
teach subjects, or teach at levels for which they are not appropriately qualified is
considered to be an emergency measure and is described in Chapter 5 of this
report.

A detailed description of the number of subjects that teachers are qualified to teach,
as well as the levels at which they may teach, is contained in Chapter 4 of report I
of this study (1). In all the countries where teachers are trained in more than one
subject, they may be reassigned to teach the additional subjects for which they have
been trained. Reassignment in this way is, however, subject to the teacher’s consent
in Malta.

The situation is also relatively straightforward with regard to educational levels. As
shown in Report I on initial teacher training, only Belgium and Austria (in the case
of teachers at Hauptschule) train teachers for general lower secondary education
alone. In all other countries, those qualified to teach at lower secondary level are
also qualified to teach at either primary or upper secondary level – and in some
cases both. The reform introduced by the LOGSE (Basic Law on the General
Structure and Organisation of the Education System) in Spain granted teachers of
general basic education (EGB) the right, during the first ten transitional years from
the old to the new system, to teach in the first cycle of secondary education (ESO).
In Malta, reassignment to a different school is by request of the teacher concerned
(and not the employer).

Most educational systems make provision for teachers to be reassigned to different
schools. The exceptions in this respect are Portugal, the United Kingdom (England,
Wales and Northern Ireland), Liechtenstein and the Czech Republic. In the United
Kingdom (England, Wales and Northern Ireland), teachers are employed to teach
at a particular school where the headteacher is responsible for the allocation of
teaching duties. They may therefore be assigned to teach at a different education-
al level only where this is within the same school. In Hungary, this type of reas-
signment is possible only where the school maintainer is the same. 
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3.3. Increase in class sizes

Increasing class sizes is the third way of using teaching staff in order to cover for
absent colleagues. Only in two countries however (Germany and Hungary) is this
considered to be a normal procedure. In Germany, it may be a solution for as long
as half a school year, depending on the practice followed by the different
Schulämter. The more common situation is that this practice is banned by the edu-
cational authorities, as in Portugal, the United Kingdom (Scotland), Norway,
Estonia, Malta, Poland and SIovenia. In other countries, increasing class sizes is not
subject to regulation but will only be a last-ditch emergency measure for as short a
time as possible if other solutions are not found.

4. LEVEL OF DECISION-MAKING

Chapter 3 provides a description of what is meant by ‘central’ and ‘intermediate’
levels of decision-making. Figure 4.4 shows the level at which decisions are made
with regard to how teachers are to be replaced – whether by the use of existing teach-
ing staff or by employing a replacement teacher. It shows that countries with highly
centralised human resources mechanisms for teachers maintain this level of centrali-
sation with regard to the organisation of replacement teachers. In other countries, on
the other hand, many aspects of managing replacements are decentralised to the level
of the school. This is particularly the case with regard to decisions relating to employ-
ing a substitute teacher; somewhat less autonomy is apparent with regard to the num-
ber of additional hours teachers may work. Decisions on how to provide cover are
thus often taken at school level, reflecting the need to maintain a strong measure of
flexibility when making arrangements to replace teachers on leave of absence.

A similar situation is apparent with respect to the reassignment of teachers.
Although this is often the subject of regulations at central level (Figure 4.4 shows
that a majority of education systems make provision for regulations on reassign-
ment at this level), in practice responsibility for the way in which reassignment is
managed is usually a matter for the school head. In almost all countries, therefore,
the school head or the council at school level is responsible for assigning teachers
to different subjects, or to teach at a different level. The exceptions to this are
Luxembourg, Liechtenstein (with respect to long-term replacements) and Malta (for
changes to a different educational level). In Slovenia, the school head must obtain
the consent of the ministry of education.

Responsibility for reassignment between schools lies at a level higher than that of
the school in Germany, Austria, the United Kingdom (Scotland) and Norway, where
this task is taken on by the Schulamt (the schools’ office), the Landesschulbehörde,
the Education Authority and the municipality respectively. Before bringing in new
staff in Greece (a task which is undertaken at central level), efforts are made at pre-



fectorial level to identify teachers who are under-employed in other school units in
the area or the local authority and therefore available to replace an absent teacher. 

FIGURE 4.4: LEVEL OF DECISION-MAKING ASSOCIATED WITH TEACHER
REPLACEMENT PRACTICES IN GENERAL LOWER SECONDARY EDUCATION

(ISCED 2A), 2000/01

Source: Eurydice.

Additional notes

Belgium (B fr): Decisions are taken at provincial or municipal level for schools administered at these
levels respectively and at school level for the government-dependent private sector.
Germany, United Kingdom (SC) and Norway: The local authority is responsible for reassignment
between schools.
Greece: With regard to reassignment, the school head is responsible for managing up to 5 hours of
additional classroom workload, while the local authority is responsible for reassignment of over
5 hours (6 to 10 hours).
Austria: The Landesschulbehörde (regional level) has responsibility both for employing substitute
teachers and for reassignment.
Slovenia: With regard to reassignment, the school head must obtain the consent of the Ministry of
Education.
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Employing a substitute teacher Additional workload Reassignment
When to employ
substitute teacher

Choice of substitute
teacher

Maximum number
of hours Maximum duration Regulations Management

B fr (public) � � � � � �

B de � � � ❍ ❍

B nl ❍ ❍ ❍ ❍ ❍

DK ❍ ❍ ❍ ❍

D � � � � ❍ ❍

EL ❍ � � � � �

E � � � � � �

F � �

IRL (:)
I � � � � � ❍

L � � � � � �

NL ❍ ❍ ❍ ❍ � ❍

A � � ❍ ❍

P � � � � � ❍

FIN ❍ ❍ ❍ ❍ ❍

S ❍ ❍ � ❍ ❍ ❍

UK (E/W/NI) ❍ ❍ � ❍

UK (SC) ❍ � � � � ❍

IS ❍ ❍ ❍ ❍ ❍ ❍

LI � � � � � �

NO ❍ ❍ ❍ ❍ ❍ ❍

BG ❍ ❍ ❍ ❍ � ❍

CZ ❍ ❍ � ❍ � ❍

EE ❍ ❍ � ❍ ❍ ❍

CY � � � � � �

LV ❍ ❍ ❍ ❍ ❍ ❍

LT ❍ ❍ � ❍ ❍

HU ❍ ❍ � � ❍

MT � � � �

PL ❍ ❍ � ❍ � ❍

RO � � � � � �

SI ❍ ❍ � ❍ � ❍

SK ❍ ❍ ❍ � ❍ ❍

� Centralised � Local authority ❍ School level

��





CHAPTER 5
EMERGENCY MEASURES IN TIMES
OF TEACHER SHORTAGE

INTRODUCTION

Teacher shortages manifest themselves in two distinct ways, namely the failure to fill
posts open to recruitment with adequately trained teachers and/or the impossibili-
ty of finding suitable cover for teachers on leave of absence. The lack of fully and
appropriately qualified teaching staff does not generally mean that pupils are not
taught the subject in question, or that their classes are cancelled. Having exhaust-
ed the standard procedures for the replacement of absent teachers (see Chapter 4)
and for the recruitment of new personnel (see Chapter 3), education authorities or
schools have at their disposal a range of emergency measures. These will, by def-
inition, not reduce teacher shortages but simply provide temporary solutions until
appropriately qualified staff can be found. They convert an overt teacher shortage
into a hidden one. In cases where even emergency measures fail, schools may be
obliged to cancel certain lessons.

These measures fall into three main categories, which can themselves be subdivid-
ed as follows:

1. The use of existing resources (involving additional teaching duties, increased
class sizes or reassignment): 

• beyond the prescribed limits;

• to fill vacant posts rather than to cover for absent teachers.

2. Redeployment of personnel who are not fully and appropriately qualified for the
post in question.

3. Emergency recruitment of new staff. Candidates may:

• be fully qualified teachers of retirement age;

• be fully qualified teachers who are not qualified in the subject or for the edu-
cational level concerned;

• not have completed teacher training.
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As the analysis shows, most countries have at their disposal a wide range of emer-
gency measures to help overcome possible recruitment problems. Greece is the
country with the strictest regulations on emergency measures. In addition to stipu-
lating that only staff qualified to teach the subject in question are allowed to give
lessons, the regulations in Greece make it compulsory for teachers to retire upon
reaching the official retirement age. The cancellation of lessons is not even consid-
ered an option. 

Another four countries (Spain, Italy, the United Kingdom (Scotland) and Hungary)
also stipulate that only staff qualified to teach the subject in question should do so,
but are less stringent as far as other measures are concerned. Two of them, Spain
and Hungary, officially ban the cancellation of lessons. The only solution left open
is the employment of teachers beyond the official retirement age. The remaining
countries have at their disposal a far wider range of emergency measures. Among
them, only Slovenia and Slovakia do not make the cancellation of lessons an
option.

1. USE OF EXISTING RESOURCES

The vast majority of countries have declared the use of existing resources to be a
standard procedure in covering for teachers on leave of absence. Many countries
regulate the reassignment of teachers, or an increase in their teaching duties or
class sizes (for further details on the standard procedure for covering for teachers
on leave of absence, see Chapter 4). In some instances, however, application of the
standard procedure should be regarded as an emergency measure. This is the case
where it is used to fill posts open for recruitment or extended beyond the prescribed
limits

1.1. Use of existing resources beyond the prescribed limits

The management of existing resources is generally left to the school head. He or
she may or may not be bound by central or local regulations. However, there is a
general lack of information about the circumstances under which these regulations
may be sidestepped.

Very few countries have indicated that it is possible to use existing resources
beyond the prescribed limits in exceptional circumstances. In the Flemish
Community of Belgium, reliance on already employed staff to cover for teachers
who are absent for more than ten days is possible if no one suitable is available in
the pool of replacement teachers. In Finland, some municipalities permit class sizes
to be temporarily increased beyond the prescribed limits. In the United Kingdom
(England and Wales), head teachers are responsible for deploying and managing
teaching staff. Regulations concerning teachers’ pay and conditions set out the con-



ditions applicable to the provision of cover by existing members of staff. However,
in schools with vacancies or difficulties in recruiting supply staff, teachers may be
requested to provide additional cover beyond that defined in the regulations. A
recent national agreement, between the teachers organisations and the National
Employers Organisation for School Teachers (NEOST) in the United Kingdom
(England and Wales), enables teachers who provide such cover to be offered com-
pensatory time off by, for example, reducing the teaching timetable when supply
teachers are available. Malta and Poland, in exceptional circumstances, tolerate
teachers working beyond the prescribed time limits. The United Kingdom
(Scotland), on the other hand, clearly states that it does not permit the use of exist-
ing resources beyond the defined limits.

1.2. Use of existing resources to fill vacant posts 

The assignment of teaching duties to staff is generally left to school heads who may
sometimes resort to this as an emergency measure when they experience difficulty
in recruiting fully and appropriately qualified teachers to posts open for recruit-
ment. Educational systems in which teachers are trained to teach more than one
subject or at more than one educational level are at an advantage when it comes
to filling vacant posts in certain shortage areas. They are in a position to move
resources from surplus areas into shortage areas at relatively short notice. This type
of emergency measure occurs in two distinct forms:

• the use of teaching staff already working at the school,
• the use of teaching staff employed in a reserve pool.

Since the management of staff is generally left to the school head, little is known
about the extent to which the standard procedure for reassigning staff is also used
to fill posts open for recruitment. In the French and German-speaking Communities
of Belgium, in case of vacant posts or an absence of more than 10 days, the stan-
dard replacement procedure for absent teachers runs its course until a teacher has
been found on the job market. During this period, the overtime of teachers asked
to take extra lessons is not compensated. But if this search is unsuccessful (written
proof of the attempt to recruit is required), the situation of teachers asked to take
the extra lessons may become official and they would be paid for taking them.
School heads have every interest in starting to search for new staff in good time.
Only then are they able to keep to a minimum the extra workload for which exist-
ing staff are offered no compensation. In the United Kingdom (England, Wales and
Northern Ireland), posts open for recruitment would not normally be filled by exist-
ing staff. However, where posts are difficult to fill, a headteacher may reassign the
responsibilities of existing staff on a temporary basis until a suitable new teacher
can be appointed. In the Czech Republic, it is also possible to ask staff without the
necessary teaching qualifications to increase their teaching timetable.
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Among countries that operate reserve pools as defined by this study (see Chapter 4),
only the Flemish Community of Belgium and France do not use teachers employed
in these pools to temporarily fill posts open for recruitment. The other pools oper-
ate at regional or municipal level, which explains why there is little information
available on whether teachers in them might occasionally be assigned to posts open
for recruitment. In the United Kingdom (Scotland), the one educational authority
operating a reserve pool also assigns teachers to posts open for recruitment.

2. REDEPLOYMENT OF PERSONNEL WHO ARE NOT FULLY
AND APPROPRIATELY QUALIFIED

Every effort is made to ensure that lessons are taken by teachers who are qualified
in the subject or for the educational level concerned. This has led Greece, Spain,
Italy, the United Kingdom (Scotland) and Hungary to prevent anyone from teach-
ing who is not fully and appropriately qualified to teach the subject in question. In
times of shortage, however, schools sometimes have no alternative but to redeploy
their staff to teach subjects in which they are not qualified.  In the interests of pupils
and staff, some of them subject this practice to certain regulations. Several other
countries limit the practice to the teaching of related subjects. In Luxembourg, this
type of redeployment is forbidden in the case of main subjects such as mathemat-
ics and the sciences, while Finland permits it only in exceptional circumstances. The
Czech Republic does not allow the redeployment of foreign language teachers
trained to teach only one language. In Poland, the practice is restricted to western
foreign languages (mostly English and German), which is the only subject area suf-
fering from a lack of qualified teachers. In some Länder in Germany – but for a lim-
ited period only – and in Estonia, teachers may teach a subject other than the one
in which they have specialised provided they undergo training in it. Malta allows
the redeployment of teachers on condition that they have at least an upper sec-
ondary qualification in the shortage subject they are going to teach. In Slovenia,
only experienced teachers are allowed to teach a subject other than their own and
it has to be in a closely related field. 

The assignment of teachers to duties at educational levels other than the one for
which they were trained is another form of emergency redeployment. As shown in
Report I on initial teacher training (1), only Belgium and Austria (in the case of
Hauptschule teachers) train teachers for general lower secondary education alone.
In all other countries, those qualified to teach at lower secondary level are also

(1) For further details, see The teaching profession in Europe: Profile, trends and concerns. Report I:
Initial training and transition to working life. General lower secondary education. Key topics in edu-
cation in Europe, volume 3. Brussels: Eurydice, 2002.



qualified to teach at either primary or upper secondary level – and in some cases
both. This explains the widespread absence of special regulations on the subject of
redeployment of teachers at educational levels for which they are not qualified. In
times of teacher shortage, it used to be general practice in the French and German-
speaking Communities of Belgium to call upon upper secondary school teachers to
give lessons at lower secondary level. Recently, however, the number of teachers
looking for work has decreased significantly, and this option is becoming less wide-
spread. In the United Kingdom (England, Wales and Northern Ireland), although
teachers qualify to teach a particular age range, there is no statutory requirement
that prevents them from teaching other age groups if this is necessary. In the Czech
Republic, primary and upper secondary school teachers who are only qualified to
teach at those levels may, in times of shortage, also work at lower secondary level.
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FIGURE 5.1: REDEPLOYMENT OF STAFF WHO ARE NOT FULLY AND APPROPRIATELY
QUALIFIED, IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.

Additional notes

Germany: In the Gymnasium, teachers are qualified to work at lower and upper secondary levels.
France: ‘Emergency measures’ as defined in this study may occasionally be adopted by some
académies. Reliance on them is permitted but in no way formally recognised.
Ireland, Cyprus, Latvia and Slovakia: Information not available.
Austria: No emergency measure has been introduced because of the surplus that has existed for
over a decade.
Sweden: Teachers at general lower secondary level are semi-specialists and, as such, trained to
teach a group of subjects.
United Kingdom (E/W/NI): Teachers normally qualify to teach a particular age range and specific
subject. There are, however, no statutory requirements which prevent them from teaching other age
groups or subjects. In Northern Ireland, when making appointments, relevant bodies should ensure
that the teacher is suitably trained for the required phase and subject.
United Kingdom (SC): All secondary school teachers qualify to teach at both lower and upper sec-
ondary levels. In addition, learning support teachers may teach in either primary or lower second-
ary education, where they assist children with learning difficulties.
Iceland: Most teachers working at ISCED level 2A are de facto generalists and, as such, qualified
to teach all subjects in compulsory education.
Norway: Some teachers at lower secondary level are trained as generalists.
Bulgaria: Only teachers from an educational level higher than lower secondary are eligible.
Czech Republic: Foreign language teachers who have only trained to teach one language cannot
be redeployed to teach other subjects.
Latvia: Teachers are trained to teach in the nine years of the single structrure. 
Poland: The practice of teachers working in fields other than their area of specialisation is restrict-
ed to the teaching of western foreign languages. It applies solely to those who have received appro-
priate teacher training and who hold a higher education qualification, as well as an internationally
recognised certificate testifying to their knowledge of the language concerned. 

Redeployment of staff qualified to teach subjects

other than the one in demand at other levels, but not
in lower secondary education

Not subject to special restrictions

B de, B nl, DK, F, FIN, S, UK (E/W/NI), IS, NO,
BG, LT

B de, DK, S, UK (E/W/NI), CZ, EE

Subject to the following special restrictions

Not permitted by educational
authorities

 EL, E, I, UK (SC), HU EL, E, I, HU

Related subjects only L, NL, RO, LV, SI

Not for main subjects L

Minimum qualification in the subject
concerned

MT

Mandatory training in the subject
concerned D (certain Länder), EE

Experienced teachers only SI

For limited period only B fr, P (1 month), RO (1 year) B fr, LI (2 years)

Related to foreign languages CZ, PL BG



3. EMERGENCY RECRUITMENT OF NEW STAFF

The great majority of countries regulate the issue of emergency recruitment as part
of their general legislation on employment or education. Some of them only implic-
itly regulate on emergency recruitment by specifying the qualifications that anybody
wishing to be considered for a teaching post must possess. This is the case in
Greece, Spain, Italy, the United Kingdom (Scotland) and Hungary. Only three coun-
tries deal with the issue in the form of non-binding recommendations. In Germany,
the KMK (Standing Conference of Ministers of Education) has issued non-binding
recommendations with regard to emergency recruitment. Recommendations on
salaries are addressed to the Bund, and those on other matters to the Länder.
France, in 1993, replaced its binding regulations (in an April 1962 decree) by a
protocol that allows supplementary staff (maîtres auxiliaires) to be regarded as
members of the regular teaching staff. At the same time, the protocol strongly dis-
courages recruitment of new supply staff. The Netherlands deals with the subject of
emergency recruitment by means of a policy paper on the basis of which many
emergency measures are taken.

FIGURE 5.2: REGULATIONS/RECOMMENDATIONS GOVERNING THE USE OF EMERGENCY
RECRUITMENT IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional note

United Kingdom (E/W/NI): The conditions under which unqualified teachers may be employed in
schools are defined in the appropriate Regulations for England, Wales and Northern Ireland.
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Binding regulations as part of general legislation on employment or education
B, DK, EL, E, I, IRL, A, P, S, UK (E/W/NI), UK (SC), LI, NO, BG, CZ, EE, CY, HU, LV, LT, PL, SK

Specific binding regulations
L 1980 Law on the Planning of Teacher Demand and 1999 Regulation of the Grand Duchy

FIN Municipal regulations

IS Regulation No. 751/1998 of the Ministry of Education, Science and Culture

MT Regulations issued by the Management and Personnel Office within the Office of the Prime Minister

RO Act No. 128/1997 on Teaching Staff Statutes

SI Ministerial Order on Traineeship and Teaching Certification Examination in Public Service

Recommendations
D Recommendations issued in 2001 by the Standing Conference of Ministers of Education, which have to be

implemented by legislative or administrative measures in each Länder

F 1993 Protocol on the reduction of auxiliary staff

NL The policy paper maatwerk voor morgen
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As far as the emergency recruitment of new staff is concerned, every effort is made
to recruit candidates who match the required qualifications as closely as possible.
The present study distinguishes between four possible categories of person eligible
for emergency recruitment, as shown in Figure 5.3. The majority of countries do not
define the type of candidate to be given priority. Some countries, namely Germany,
Luxembourg, Portugal, United Kingdom (England, Wales and Northern Ireland),
Iceland, Norway, Estonia and Malta, favour candidates with teaching qualifica-
tions, while the Flemish Community of Belgium and Slovenia give preference to
teacher candidates training in the subject in question. Romania recruits candidates
who have started teacher training rather than those without any teacher training.

FIGURE 5.3: ELIGIBLE CATEGORIES IN EMERGENCY RECRUITMENT FOR TEACHING
IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Countries in which stated categories

Are eligible are ineligible Data not available

Source: Eurydice.
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FIGURE 5.3D: OTHERS
WHO HAVE HAD NO TEACHER TRAINING



Additional notes (figure 5.3)

Austria: No emergency measure has been introduced because of the surplus that has existed for
over a decade.
Sweden: Teachers at general lower secondary level are semi-specialists and, as such, trained to
teach a group of subjects.
United Kingdom (E/W/NI): Teachers normally qualify to teach a particular age range and specific
subject. There are, however, no statutory requirements which prevent them from teaching other age
groups or subjects. In Northern Ireland, when making appointments, relevant bodies should ensure
that the teacher is suitably trained for the required phase and subject. 
Iceland: Most teachers working at ISCED level 2A are de facto generalists and, as such, qualified
to teach all subjects in compulsory education.
Norway: Some teachers at lower secondary level are trained as generalists.
Estonia: Teachers who are inappropriately qualified for teaching a particular subject, or at the level
concerned, may be recruited for just one year.
Latvia: With effect from 2004, all teachers who have been recruited must possess a higher educa-
tion qualification.   
Poland: The practice of teachers working in fields other than their area of specialisation is restrict-
ed to the teaching of  foreign languages. It applies solely to those who have received appropriate
teacher training and who hold a higher education qualification, as well as an internationally recog-
nised certificate testifying to their knowledge of the language concerned.

Explanatory note

For the purpose of this study, the recruitment of appropriately qualified retired teachers over the offi-
cial retirement age is considered an emergency measure.

Greece, Spain, Italy, the United Kingdom (Scotland) and Hungary are all countries
that do not allow anyone to teach who is not fully and appropriately qualified.
Greece also insists that teachers stop teaching once they have reached official
retirement age. Spain, Italy and Hungary allow teachers to continue work for a few
more years until they are aged no more than 70. The United Kingdom (Scotland)
sets an official, but not a maximum retirement age which allows teachers to con-
tinue exercising their profession as long as they wish and are able to, but only on
a fixed-term contract basis after the age of 65. 

In England, flexibility enjoyed by schools to appoint staff who are not fully quali-
fied has to be seen in the light of regulations which stipulate that ‘there shall be
employed a staff of teachers suitable and sufficient in numbers for the purpose of
securing the provision of education appropriate to the ages, abilities, aptitudes and
needs of the pupils’. 

In order to obtain qualified teacher status in France, candidates must complete the
second year of study at an IUFM. Admission to this second year is regulated via a
concours, a competitive examination for the CAPES or the agrégation. On com-
pletion of the second part of study, a board of examiners makes recommendations
to the head of the relevant education authority (recteur de l’académie) as to which
candidates should be offered teaching posts as titulaires with civil servant status
(see also Chapter 3). It follows that the great majority of fully qualified teachers are
automatically appointed for life, thereby depriving the system of the necessary flex-
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ibility to adapt to fluctuations in teacher supply and demand. Controlling the num-
ber of places offered in individual concours has thus become the only way of influ-
encing the recruitment of qualified teachers. However, since the concours is held at
the halfway point in teacher training, candidates failing it are unable to secure
qualified teacher status. The French authorities have therefore introduced a certain
measure of flexibility into the system by permitting (but not formalising) the
employment of those who are not titulaires (called vacataires/maîtres auxiliaires)
because they have not attempted, or they have failed, a concours. These staff can
receive fixed-term contracts from any académie with a shortage of teachers in cer-
tain subjects. Since (by definition) they cannot be fully qualified teachers, their
employment is to be regarded as an emergency solution in the context of this study. 

Many countries even provide for reliance on teachers who are over the official
retirement age. This allows them to tap into a pool of fully qualified and highly
experienced teachers. The downside is the relatively high cost in pension and salary
payments, a problem that all countries address in one way or another. In this con-
text it is worth remembering that some countries, and in particular the candidate
countries, do not impose a maximum age at which teachers must definitely retire (2).
Teachers may go on teaching at will, as long as the prescribed regulations for their
pension and other forms of financial compensation are respected. It is therefore
debatable whether the recruitment or employment of teachers during the period
between the official and maximum retirement age, which in most cases is subject to
a range of conditions, should be considered an emergency measure. Strictly speak-
ing, the term ‘emergency measure’ should only be applied to the employment of
retired teachers over the maximum retirement age. In those countries in which the
official retirement age coincides with the maximum retirement age (Germany,
Greece, Ireland, Luxembourg, the Netherlands, Finland, Sweden and Romania),
any employment of retired teachers is by definition an emergency measure. For the
purposes of this study, the employment of teachers over official retirement age is in
all cases to be regarded as an emergency measure. Since 2001, in the German-
speaking Community of Belgium, the general rule is that only a retired teacher who
has not yet reached the age of 65 (the maximum retirement age) may be recalled.
The Flemish Community employs officially retired teachers under the same condi-
tions as any temporary staff with ‘sufficient’ qualifications. Financial regulations in
the Czech Republic discourage teachers from taking early retirement and encour-
age them to postpone retirement or to return to teaching after retirement. The
employment of retired teachers to fill vacant posts is a commonly adopted measure

(2) For further details, see Chapter G of Key Data on Education in Europe 2002. European
Commission; Eurydice; Eurostat. Luxembourg: Office for Official Publications of the European
Communities, 2002. 



in Estonia. In addition, since there is no mandatory retirement age and the pension
is relatively low, many teachers are keen to go on teaching as long as possible. In
the United Kingdom (England and Wales), recent changes to the pension rules
mean that retired teachers can return to work for several months full time, or almost
indefinitely part time, without affecting their pension entitlements. They can register
for the TTA Retired Teachers Programme, specifying where, when and what they
want to teach. The information is held on a centralised database and forwarded to
appropriate local education authorities in response to notification of specific vacan-
cies. In Hungary no teacher beyond the age of 70 is allowed to teach. In Romania,
teachers who have reached retirement age can only teach for a further three years.
Malta allowed the recruitment of retired teachers until the 2000/01 school year, but
abolished the practice in March 2002. Prior to that date, they were employed on
a part-time basis and their salary could not exceed the national minimum wage.

In times of teacher shortage, the great majority of countries are prepared to recruit
candidates even if they have not completed their initial teacher training or special-
isation in their subject. In the concern to protect the teaching profession and safe-
guard educational standards, most countries attach certain conditions to this form
of recruitment. On the one hand, the latter relate to the academic qualifications
requested from potential candidates and, on the other, to their special terms of
employment. Restrictions refer mainly to the length of contract, salary level and fur-
ther training. Only a handful of countries refrain from subjecting emergency recruit-
ment to any special terms and entrust responsibility for such action to schools them-
selves. 

The Flemish Community of Belgium distinguishes between two types of candidate
for emergency recruitment: those whose qualifications are considered to be ‘suffi-
cient’ and those who possess ‘other’ proof of competence. In general, fully trained
teachers with an area of specialisation other than the one requested will be con-
sidered as having ‘sufficient’ qualifications. They enjoy the same employment con-
ditions as their colleagues who have specialised in the subject concerned.
Employing these candidates is not considered an emergency measure by the
Flemish Community. The relevant authority can assign qualified teachers to teach
any subject for which there is a shortage. Subject specialists with no teacher train-
ing or candidates still undergoing teacher training are regarded as having ‘other’
proof of competence. This does not entitle them to the same privileges as their coun-
terparts with ‘sufficient’ qualifications. They can only be employed on a fixed-term
basis, receive lower salaries and are obliged to embark on or continue teacher
training. Like its Flemish counterpart, the French Community of Belgium also admits
two categories of candidate, but considers both of them to have ‘sufficient’ qualifi-
cations. What distinguishes these categories from each other is the amount of
teacher training or relevant experience (volet pédagogique or expérience utile)
even if neither concerns the subject in question. 
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Portugal distinguishes between three types of candidates for emergency recruit-
ment. Those with habilitaçào professional (professional qualifications) are fully
qualified teachers trained to teach the subject concerned. However, they have not
passed the competitive exam held regularly to recruit new teachers. This type of
candidate is the first choice for any emergency recruitment. Higher education grad-
uates in the subject in demand but with no teacher training possess the habilitaçào
própria (appropriate qualification) to teach. They are given priority over the third
group of possible recruits who have only a habilitaçào suficiente (sufficient quali-
fication). This last type of candidate has no teacher training but has either obtained
a degree or is still studying to obtain one in a subject other than the one required. 

As regards the employment of candidates without appropriate teaching qualifica-
tions, the vast majority of countries require a minimum level of educational qualifi-
cations. A handful of them insist that staff without the necessary qualifications
should continue training during their temporary employment. In France, supply
teachers (maîtres auxiliaires) have to be trained according to strictly defined crite-
ria (since 1991 they have been expected to hold a degree testifying to three years
of study in higher education) which are very similar to those applicable to regular
teaching staff. As in the case of conditions governing the redeployment of teachers
for work on subjects in which they are not qualified, Malta also insists that candi-
dates for emergency recruitment have an upper secondary qualification which
includes training in the subject concerned. In Slovenia, newly graduated teachers
may be exempted from their final ‘on-the-job’ qualifying phase (3) and start teach-
ing under the guidance of an experienced teacher. They are, however, obliged to
pass their State Teaching Examination within six months of starting to teach. New
recruits employed to teach a subject outside their area of specialisation must at least
be qualified to teach a subject to which the former is related.

(3) For further information, see The teaching profession in Europe: Profile, trends and concerns.
Chapter 5 of Report I: Initial training and transition to working life. General lower secondary edu-
cation. Key topics in education in Europe, volume 3. Brussels: Eurydice, 2002.



FIGURE 5.4: MINIMUM QUALIFICATIONS FOR EMERGENCY RECRUITMENT IN GENERAL
LOWER SECONDARY EDUCATION (ISCED 2A), OF THOSE WHO ARE NOT FULLY QUALIFIED,

2000/01

Additional notes

Germany: The final examination for the higher education diploma may be recognised as the First
State Exam.
Greece, Spain, Italy, United Kingdom (SC) and Hungary: Not applicable.
France: ‘Emergency measures’ as defined in this study may occasionally be adopted by some
académies. Reliance on them is permitted but in no way formally recognised.
Ireland, Norway, Cyprus, Latvia and Lithuania: Information not available.
Austria: No emergency measure has been introduced because of the surplus that has existed for
over a decade. 
Poland: Candidates are obliged to undergo teacher training during the first year of employment. 
Slovenia: During teacher shortages, newly trained teachers may be exempt from their traineeship.
Candidates must, however, obtain a State Teaching Certificate within six months of starting to teach.

The most common restriction applicable to emergency recruitment is that it must be
limited in time. The majority of countries stipulate that employment under these cir-
cumstances cannot be permanent. The standard length of contract seems to be one
year but may be less in some countries. People with inappropriate teaching quali-
fications must also often make do with salaries lower than those of their fully qual-
ified colleagues. Some countries regulate the recruitment of candidates to teach in
subjects other than their own, on a case-by-case basis. In Germany, these candi-
dates are vetted individually by the education ministry of the Land or one of its
appropriate subordinate authorities. If recruited, they must undergo training. Every
time a school in Iceland wishes to recruit someone without full teaching qualifica-
tions, the Ministry of Education must authorise the appointment. Similarly, in the
Netherlands, only the education inspectorate can authorise the recruitment of
teachers to teach a subject in which they are not fully qualified. This formal
approval remains valid for no longer than a year and has to be renewed. In
Romania, the county school inspectorates must authorise the recruitment of  inap-
propriately qualified staff. In rural areas, this applies to most foreign language
teachers. The inspectorates also organise training courses which the recruits have
to attend on a regular basis but which do not lead to qualified teacher status. Since
September 1999, all new recruits without appropriate teacher training in Estonia
have had to attend 160 hours of training. 
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Minimum level of education Candidates who have not
completed teacher training

Candidates without any teacher
training

No minimum level prescribed DK, S, FIN, IS DK, S, FIN, IS

Upper secondary school leaving certificate MT CZ, MT, RO

Post-secondary diploma EE

Higher education graduate B, D, F, NL, P, EE, LV B, L, P, BG, EE

Full initial teacher training but without any
practical training L, P, NL, LI, PL, LV, SI

Professional experience or otherwise certified
knowledge in the subject concerned B fr, P, LV B, P, UK (E/W/NI)

Source: Eurydice.



Supply and demand

82

FIGURE 5.5: SPECIAL TERMS OF EMPLOYMENT FOR EMERGENCY RECRUITMENT
TO GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Germany: The final examination for the higher education diploma may be recognised as the First
State Exam.
France: It is extremely rare for qualified teachers to teach a subject in which they have not spe-
cialised.
Sweden: Teachers at general lower secondary level are semi-specialists and, as such, trained to
teach a group of subjects.
United Kingdom (E/W/NI): Teachers normally qualify to teach a particular age range and specific
subject. There are, however, no statutory requirements which prevent them from teaching other age
groups or subjects. In Northern Ireland, when making appointments, relevant bodies should ensure
that the teacher is suitably trained for the required phase and subject. 
Iceland: Most teachers working at ISCED level 2A are de facto generalists and, as such, qualified
to teach all subjects in compulsory education.
Norway: Some teachers at lower secondary level are trained as generalists.
Czech Republic: Two-year contracts at a reduced salary rate. 
Malta: Only after they have worked full-time for one calendar year, are these candidates also paid
during school holidays. 
Poland: Qualified teachers must have trained in the subject concerned or a related subject. Other
candidates are obliged to undergo teacher training during the first year of employment. 
Slovenia: During teacher shortages, newly trained teachers may be exempt from their traineeship.
Candidates must, however, obtain a State Teaching Certificate within six months of starting to teach.
Slovakia: Following an amendment to the law on schools, it is possible, with effect from 2002/03,
to extend the contracts of retired teachers beyond the period of one school year. Previously, a new
contract had to be established each year. 

Explanatory note

For the purpose of this study, the recruitment of appropriately qualified retired teachers over the offi-
cial retirement age is considered an emergency measure.

Fully qualified teachers Other candidates

of retirement age not qualified in the
subject or for the
educational level

concerned

who have not
completed teacher

training

with no teacher
training

No special conditions attached

DK, E, NL, LI, BG, EE,
LT, HU, PL, RO, SI, SK

DK, F, S,
UK (E/W/NI), IS,
NO, LI, BG, CZ, LT,
RO

LT F, BG, LT

Special employment conditions

Fixed-term contract
only

B de, B nl, L, UK CZ,
LV, MT, SK

B fr, EE, P, MT, SI B, DK, F, P, S,
UK (E/W), IS, NO, LI,
CZ, EE, LV, MT, RO, SI,
SK

B, DK,  F, L, P, S,
UK (E/W/NI), IS,
NO, CZ, EE, MT, RO,
SI

Lower salary B nl, NO, MT B fr, MT, B, FIN, UK (E/W/NI),
IS, CZ, MT

B, FIN, UK (E/W/NI),
IS, CZ, MT

Continuation of
teacher, or subject-
oriented training

D B, D, EE, PL, RO, SI B, D, PL, RO

Other B nl, UK (E/W/NI) D, NL,PL, SI IS, NL, RO IS



In the United Kingdom (England, Wales and Northern Ireland), those who have
completed a programme of professional training for teachers in countries outside
the United Kingdom may be employed as temporary teachers, on condition that
their training is formally recognised by the competent authority in the country of ori-
gin. A recent amendment to the regulations in England increased the period for
which such overseas trained teachers may be employed as temporary teachers
from two to four years. The restriction which prevented them from remaining
employed in any one school for longer than four months has also been lifted.

4. CANCELLATION OF LESSONS

Although not an emergency solution in the strict sense of this study, the cancellation
of lessons is discussed in the context of the present chapter. All countries agree that
the decision to cancel lessons is a last-ditch measure which should only be taken if
both replacement procedures and emergency solutions have failed. Cancellation
can mean that pupils are left to study by themselves, with or without supervision, or
that they are sent home. Spain, Slovakia and Slovenia are the only countries that
do not allow the cancellation of lessons. Estonia stipulates that pupils have a right
to be taught all the lessons included in the curriculum. Nevertheless, if no teacher
is available, pupils may be given independent work assignments to do in the library
or at home. 

Although all countries stipulate that cancelled lessons must be kept to a minimum,
only Germany specifies the precise period for which lessons may be cancelled
before other measures are introduced. This period, during which pupils are still
supervised, is one week. Other countries like Finland, Sweden, the United Kingdom
(England and Wales), Liechtenstein and the Czech Republic do not regulate the
cancellation of lessons. In the United Kingdom (England and Wales), if a suitable
teacher is not available, pupils may be supervised or taught by another teacher. The
agreement between the teacher unions and NEOST recognizes that, where it is not
possible to reallocate duties, alter the timetable or recruit supply teachers, changes
to the length of the pupil day may be inevitable. Thus, as a last resort, pupils could
be sent home.
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FIGURE 5.6: CANCELLATION OF LESSONS IN GENERAL LOWER SECONDARY EDUCATION
(ISCED 2A), 2000/01

Source: Eurydice.
● Applicable

❍ Concerns last lesson(s) of the day only ● Concerns first lesson of the day only

Additional notes

Hungary: Although all forms of cancellation exist in practice, this is not provided for in legislative
regulations and the annual number of compulsory lessons has to be maintained. 
Slovenia: If no substitute teacher can be found for the day in question, the lesson must be resched-
uled to a later point in time. During the period in which the lesson should originally have taken place,
pupils have to stay at school unless it is the last lesson of the day.
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B fr � � � ❍  IS � �
�

depending
on the school

B de � � � ❍ LI � �

B nl � � NO � �      �❍

DK

�
only for

pupils from
7th to 10th

grade

� �
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EL (:) (:) (:)

E (–) BG � �
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In the remaining countries, centrally issued regulations admit the possibility of can-
celling lessons. As a general rule, schools must provide supervision for the pupils
concerned. The alternative to sending pupils home is often linked to certain condi-
tions. Some countries permit this only when the lesson is at the beginning or end of
the school day, while others request parental consent. In a few, only pupils above a
certain age may be sent home early. If in the French and German-speaking
Communities of Belgium, redeployment and recruitment of teachers cannot resolve
the problems caused by shortages, pupils are supervised by so-called surveillants-
éducateurs (educational and supervisory staff) who may teach the class in line with
instructions given by the absent teacher or simply supervise the work of pupils.
Increasingly, it also happens that pupils are sent home when they no longer have any
lessons on a particular day. Luxembourg has created a pool of assistants to school
heads. Many of them are registered as unemployed with the Labour Administration
Office (ADEM), and may be called upon to supervise classes when lessons have to
be cancelled. In a somewhat unusual situation in Bulgaria and Hungary, pupils have
to stay at school but are left unsupervised while, in Lithuania, this may sometimes
occur even though efforts are always made to find a supervisor.
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CHAPTER 6
MEASURES TO BOOST RECRUITMENT OF APPROPRIATELY
QUALIFIED TEACHING STAFF

INTRODUCTION

The present chapter takes a close look at all measures either planned or already
under way for combating identified teacher shortages and averting future staffing
problems in the teaching profession. It does not consider measures aimed at
improving teacher training (1) or teachers’ conditions of service (2). In contrast to
Chapter 5, it deals with measures aimed at reducing or preventing teacher short-
ages and not simply at keeping them under control. All the measures concerned are
targeted at already suitably qualified teachers and/or potential recruits to teacher
training. Although many of the initiatives described here are also likely to have a
positive impact on the retention of teachers, this aspect is not analysed in the pres-
ent chapter. Arrangements intended to retain teachers will be dealt with in detail in
Report III on their conditions of service. For the purposes of this report, measures
aimed at attracting new blood into the teaching profession have been classified into
two main categories, namely recruitment campaigns and other special initiatives.
Despite its great diversity, all such activity aims to achieve the following:

• attract new recruits into teacher training, 
• persuade higher education graduates and other specialists to take up teacher

training,
• encourage re-entry into the profession.

Most recruitment campaigns carry general messages highlighting the attractiveness of
the teaching profession by emphasising its status, job satisfaction and career prospects.
They are designed to appeal to people with a variety of skills – preferably in subjects for
which teachers are in short supply – who may be considering the possibility of entering
the profession. For this reason, recruitment campaigns led by the media are predomi-
nantly targeted at secondary school leavers and students in higher education. By con-
trast, most other special initiatives seem to be primarily directed at those who have
already firmly made up their minds that they wish to teach. However, people in this cat-
egory often require a further incentive to specialise in a particular subject or move to a
different geographical location. Certain incentives are targeted at subject specialists
working in other professional sectors, or at those who have left the teaching profession.
Action of this kind may be determinant in persuading them to return to it. 
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(1) See The teaching profession in Europe: Profile, trends and concerns. Report I: Initial training and
transition to working life. General lower secondary education. Key topics in education in Europe,
volume 3. Brussels: Eurydice, 2002.

(2) See Report III on the conditions of service of teachers. Brussels: Eurydice, 2003.
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FIGURE 6.1: SUBJECTS IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A) WHICH
ARE THE FOCUS OF RECRUITMENT CAMPAIGNS AND OTHER SPECIAL INITIATIVES, 2000/01

Source: Eurydice.
Additional notes

Sweden: The current shortage is concentrated in mathematics and science. When many teachers
reach retirement age in the near future, shortages are expected to extend to all subjects. 
United Kingdom (E/W): A wide range of initiatives is in place to attract new recruits to the profes-
sion. These include the introduction of more flexible training programmes and a range of financial
benefits. A high profile publicity campaign supports the drive to increase recruitment. Advice and
guidance are available from the local education authorities (LEAs). Some LEAs in England employ
recruitment strategy managers funded by the Teacher Training Agency (TTA).
Estonia: One recruitment campaign is directed at those able to teach Estonian as a second language
in Russian-speaking schools, while another tries to attract teachers to rural areas and the islands.
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Explanatory note (Figure 6.1)

Besides taking action to target all subjects, some countries may focus on specific subjects, in which
case they are included under both the column for the subject(s) concerned and the ‘All subjects’ col-
umn.

Most of the measures identified here are designed to attract teachers of all subjects
and for any geographical location. Nevertheless, some countries feel the need to
focus their measures on specific regions such as conurbations or rural areas. Others
concentrate their efforts on the recruitment of certain subject specialists. Among the
subjects specifically targeted, particular attention is devoted to the problem of for-
eign languages, mainly because of the significant shortage of teachers of western
European languages in the former socialist countries. Germany, the United
Kingdom (England and Wales) and Slovenia in particular try to gear their meas-
ures to the subjects in greatest demand.
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1. RECRUITMENT CAMPAIGNS VIA THE MEDIA

Recruitment campaigns in the media fall into two categories. The first is associated
with a continuous effort to attract fresh blood into the teaching profession.
Campaigns of this kind are launched at regular intervals or involve the repetition of
those which have already proved their worth. In the Netherlands, for example, the
campaign to attract prospective teachers into the tailor-made ‘side-entrance’ scheme
has been so successful that follow-up campaigns are under consideration. The sec-
ond type of campaign corresponds to a one-off initiative intended to help overcome
an imminent or already present recruitment problem. Campaigns in this category
can be considered ad hoc measures, limited in time, for the purpose of reducing the
risk of an imbalance in the supply of and demand for qualified teachers.

In many countries, recruitment campaigns go hand in hand with campaigns to
boost the image of the teaching profession. They present teaching as a high status,
demanding and challenging profession to an audience not necessarily convinced
that a career in teaching is rewarding. This applies especially to the Netherlands,
in which around 50 % of trained secondary school teachers decline to enter the
profession. As a result, the country launched a 3-year campaign in 1999 to
enhance the image of secondary school teaching and step up recruitment at this
level. The campaign has especially emphasised the variety in a typical working day
at school, as well as the relative independence of teachers. The 2001 campaign in
France, hit a similar vein with the message: professeur, et si l’avenir c’était vous?
(‘And what if you, as a teacher, were the future?’). The message contained in the
United Kingdom (England and Wales) campaign stresses the range of skills need-
ed by teachers and the variety in a school day. The slogan of the most recent
recruitment drive launched in October 2000 in the United Kingdom (England and
Wales) is ‘Those who can, teach’, in an effort to encourage all those interested in
teaching to contact the Teacher Training Agency (TTA), a non-departmental public
body established under the 1994 Education Act. Similar messages of appreciation
and encouragement are central to campaigns in the French Community of Belgium,
Denmark, Spain and the United Kingdom (Scotland). 

Although currently not suffering any teacher deficit, Spain is concerned that the
favourable economic climate may lead to shortages in the long run. The primary
objective of campaigns in Spain is to raise the image of teachers in order to keep
the influx into the profession in line with demand. The message is that teaching is
an important task that helps educate independent responsible citizens. The latest of
these campaigns ran in Catalonia during the 2000/01 school year and its slogan
of El maestro, la maestra, el profesor, la profesora. Tu apoyo, a tu lado (The
teacher, your helper by your side) was directed at teachers at all educational lev-
els. An evaluation of those campaigns revealed a positive effect on parental atti-
tudes towards teachers and a rise in teacher self-esteem.



FIGURE 6.2: THE USE OF RECRUITMENT CAMPAIGNS TO BOOST RECRUITMENT IN GENERAL
LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Belgium (B de): The shortage is mainly a reflection of isolated cases where schools have difficulty in
finding a replacement for absent teachers.
Spain: There is currently a small surplus of teachers. The favourable economic climate, however,
might cause shortages in the long term. 
Sweden: The current shortage is concentrated in mathematics and science. When many teachers
reach retirement age in the near future, shortages are expected to extend to all subjects. 
United Kingdom (SC): The future need for teachers stems from a recent agreement on teachers’ terms
and conditions that foresees a reduction of class contact time. Other contributing factors are changes
to the probationary period for new teachers and concern about the age profile of Scottish teachers. 
Poland: Shortages are limited to two western foreign languages, English and German.

Explanatory note

The above classification into countries with identified, forecast or no teacher shortages is based on
information derived from the descriptive questionnaires. A shortage and surplus of teachers may
occur in a particular country at the same time, given that the situation will vary depending on the
school subjects and/or geographical areas concerned. 

Data available suggests that a large proportion of countries with an identified or
forecast shortage of qualified teachers are trying to overcome the problem by
means of (among other things) recruitment campaigns in the media. For different
reasons, however, some of them do not see campaigns as the appropriate vehicle
for fighting a shortage. In particular, the candidate countries reject media cam-
paigns as a means of attracting new teachers. In the Czech Republic, 30-40 % of
teacher training graduates choose alternative employment. Despite an acute
teacher shortage, the country has reported no recruitment campaigns or any other
special initiatives to redress the situation. Because of a teacher deficit mainly attrib-
utable to low salaries and cost cutting in the education sector, the country has not
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yet identified the appropriate strategy for attracting teacher candidates. Instead, it
continues to depend on emergency solutions such as the employment of temporary
and underqualified staff. Poland is trying to meet a current demand for specialist
teachers of western languages by helping teachers of other subjects (including
Russian) and primary school teachers to retrain. On submission of the relevant
advanced language diploma, all teachers not trained in philology and all those
who have a higher education qualification may be authorised to teach western lan-
guages, provided they undertake appropriate teacher training. 

In all countries except Denmark, Spain, Sweden, the United Kingdom (England and
Wales) and Estonia, the organisation of recruitment campaigns is the sole respon-
sibility of the ministry of education. In Belgium and Germany, responsibility for such
campaigns lies with the education ministries of the Communities and the ministries
of education of the Länder respectively. In Denmark, campaigns are organised by
the teacher training institutions in order to fill their study places. Recently, the teach-
ers’ union also felt that such a campaign was necessary. In Spain, the Autonomous
Communities bear the main responsibility but are sometimes assisted by city coun-
cils or teachers’ trade unions. In Sweden, the National Agency for Higher
Education, as well as individual universities and university colleges, are launching
campaigns to attract people into teacher training. In the United Kingdom (England
and Wales), one of the main priorities of the TTA is to increase the numbers and
quality of entrants to the teaching profession. It is responsible for a wide range of
initiatives to promote recruitment. 



FIGURE 6.3: TARGET GROUPS IN CAMPAIGNS TO BOOST RECRUITMENT OF APPROPRIATELY
QUALIFIED TEACHERS FOR GENERAL LOWER SECONDARY EDUCATION (ISCED 2A),

2000/01

● Identified teacher shortage ❍ Forecast teacher shortage

Source: Eurydice.
Additional notes

Germany: In the majority of Länder.
Spain: There is currently a small surplus of teachers. The favourable economic climate, however,
might cause shortages in the long-term. 
Sweden: The current shortage is concentrated in mathematics and science. When many teachers
reach retirement age in the near future, shortages are expected to extend to all subjects. 
United Kingdom (SC): The future need for teachers stems from a recent agreement on teachers’ terms
and conditions that foresees a reduction of class contact time. Other contributing factors are changes
to the probationary period for new teachers and concern about the age profile of Scottish teachers. 
Poland: Shortages are limited to two western foreign languages, English and German.

As shown in Figure 6.3, recruitment campaigns are mainly targeted at secondary
school leavers, students in higher education or recent graduates. This trend is attrib-
utable to the point in time at which those who might become teachers decide on
their careers. In countries with a ‘concurrent’ teacher training system, any decision
to go into teaching is generally taken at the end of secondary school. In countries
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with a ‘consecutive’ model, students tend to take this decision later, towards the end
of their degree course. Selective messages broadcast on popular TV and radio
channels and shown as trailers to films are aimed at the target group concerned.
Posters, brochures and information leaflets are distributed or made available at
strategic locations, while appropriate press outlets carry advertisements. An
increasing number of countries are also using the Internet to reach prospective
teachers, and a significant number have developed special websites on which they
advertise and inform people about recruitment possibilities. 

In addition, some countries use campaigns to diversify the intake of candidates so
as to better represent all groups in society. The Netherlands is planning to target
ethnic minority groups more intensively in its future recruitment campaigns. In the
United Kingdom (England and Wales), targets for the TTA include increasing the
proportion of disabled entrants and entrants from ethnic minority groups. The
United Kingdom (Scotland) has also reported action to increase recruitment from
among ethnic minorities.

Although considered useful in influencing a student’s choice of career, recruitment
campaigns are less widely regarded as a means of attracting into teaching people
who may be considering a career change or of bringing back teachers who have
left the profession. Only the Flemish Community of Belgium, the Netherlands, the
United Kingdom (England and Wales) and Latvia have specifically targeted these
groups in their recruitment campaigns.

2. OTHER SPECIAL INITIATIVES

In contrast to recruitment campaigns and campaigns to boost the general image of
the teaching profession, other special initiatives seem to be for the benefit of a more
‘mature’ target group whose members require additional incentives if they are to
teach certain subjects or work in a specific geographical location. In many
instances, those concerned also need financial support, especially if they plan to
give up paid employment in order to retrain. This almost certainly explains why no
country directs any initiatives (other than recruitment campaigns) at secondary
school leavers, as their careers are not at a sufficiently advanced stage for them to
respond meaningfully. In some instances, these other actions for the benefit of like-
ly candidates are publicised in media campaigns, as in the case of the ‘side-
entrance’ scheme in the Netherlands, as well as the Keeping in Touch Programme
(KIT) and the Graduate and Registered Teacher Programmes (GRTP) programmes
in the United Kingdom (England and Wales).



FIGURE 6.4: USE OF OTHER SPECIAL INITIATIVES TO BOOST RECRUITMENT IN GENERAL
LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.

Additional notes

Spain: There is a small surplus of teachers. The favourable economic climate, however, might cause
shortages in the long-term. 
Sweden: The current shortage is concentrated in mathematics and science. When many teachers
reach retirement age in the near future, shortages are expected to extend to all subjects. At the end
of 2006, the Särskild lärarutbildning (SÄL) programme will be the subject of an evaluation. The deci-
sion whether to continue the programme will be based on the results of this evaluation.
Poland: Shortages are limited to two western foreign languages, English and German.

Explanatory note

The above classification into countries with identified, forecast or no teacher shortages is based on
information derived from the descriptive questionnaires. A shortage and surplus of teachers may
occur in a particular country at the same time, given that the situation will vary depending on the
school subjects and/or geographical areas concerned.

Apart from Finland, the United Kingdom (Northern Ireland) and Malta, only coun-
tries with identified or predicted shortages of qualified teachers have reported spe-
cial initiatives to attract more people into teaching. However, it does not follow that
all countries suffering shortages feel the need to introduce such initiatives and the
German-speaking Community of Belgium, Luxembourg, Norway and the Czech
Republic have so far not done so. 
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FIGURE 6.5: SPECIAL INCENTIVES TO BOOST RECRUITMENT TO THE TEACHING
PROFESSION IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.

Additional notes

Romania: Financial incentives are offered to all categories of teacher, but are limited to rural areas.
Malta: Each year, the government selects the subjects or areas of study for which financial incentives
(in the form of a monthly grant) are awarded to those who undertake teacher training (the consec-
utive model only).
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As illustrated in Figure 6.5, most measures relate to training opportunities for peo-
ple lacking appropriate teaching qualifications. Some authorities try to attract more
students into teacher training by offering shorter and more flexible study pro-
grammes. Others offer retraining and refresher courses for people making a career
change or returning to teaching. Many have also developed financial incentives to
enhance further the attractiveness of certain training possibilities. This applies in
particular to the Netherlands which, with its very significant teacher shortage, is
concentrating its efforts on improving training opportunities. In 2000, it introduced
zij-instroom (a ‘side-entrance’ scheme) which offers higher education graduates
employed in different professional sectors an opportunity to enter the teaching pro-
fession. On the basis of individual assessment, candidates are offered a tailor-
made programme leading to a formal teaching qualification within no more than
two years. Another feature new to the Dutch system is the ‘dual’ learning and teach-
ing programme which transfers a major part of teacher training to schools. Many
teachers were made redundant in the Netherlands during the early 1990s, as the
result of a drop in pupil numbers and a wave of school mergers. Until now, these
teachers have received a monthly indemnity (wachtgeld) dependent on the number
of years in teaching and have been registered as unemployed. Changes in the
social security regime oblige these teachers to look for ‘appropriate’ jobs. In an
effort to help them reintegrate into the profession, these unemployed teachers
receive advance notice of any upcoming vacancies. So far the system has proved
successful and many teachers have returned to teaching. 

Sweden has established the so-called SÄL project that offers full teacher training in
only three years. It was introduced as a pilot project in 1999 and will be available
throughout the whole of Sweden between 2002 and 2006. Students teach part time
in a school and are paid for the lesson time involved. They receive supervision and
guidance in the course of this activity. The remainder of the time is given over to
training in a teacher training institute. This training route is particularly suitable for
teachers of the mother tongue and sign language, as well as for those who teach
children with special educational needs. The project is designed to attract 4000
new teachers. In addition, Sweden plans to give people with sufficient subject qual-
ifications and an interest in teaching the opportunity to follow training in general
education which would allow them to obtain a teaching certificate.

The United Kingdom (England, Wales and Northern Ireland) probably has the most
comprehensive system of incentives from both a financial and training perspective.
In England and Wales, a range of routes into teaching are available, including full-
time, part-time and employment-based programmes. The Keeping in Touch (KIT)
Programme was launched by the TTA in 1999 as an information and guidance
service for qualified teachers taking a break from teaching. It aims to equip quali-
fied teachers with the knowledge, skills and confidence needed for return to the pro-
fession.  Some initial teacher training providers also offer flexible training pro-

Chapter 6 – Measures to boost recruitment of appropriately qualified teaching staff

97



Supply and demand

98

grammes designed to meet individual needs and circumstances which take into
account the previous experiences of trainees. The Graduate and Registered Teacher
Programmes (GRTP) are employment-based routes to Qualified Teacher Status
(QTS). The Graduate Teacher Programme (GTP), for example, was initiated in
1998 and is aimed at graduates aged 24 and over. It enables schools to employ
teachers who are not yet qualified and to support them through an individual train-
ing programme leading to QTS (3). Schools training teachers through the pro-
gramme receive grant payments to help cover salaries and training costs. The gov-
ernment’s ‘Fast Track’ Programme aims to attract more high quality graduates into
teaching by providing opportunities to develop rapidly into senior positions. A
range of financial incentives may also be available to prospective teachers. These
include training bursaries, support for tuition fees, and ‘golden hellos’ (cash bonus-
es) in subjects for which there is a shortage of teachers. Particular incentives are
available for those considering returning to teaching after a break from the profes-
sion, including support for training and childcare costs, and ‘welcome back’ bonus-
es. Finally, the Teacher Advocate Scheme, launched in 1998, aims to create a
cohort of serving teachers prepared to act as positive advocates for the profession.
Advocates may attend careers events, provide support via the TTA ‘Teacher
Information Line’ or be the subject of case studies for public relations use in the
media. 

In the former socialist countries, the vast majority of measures focus on the training
and retraining of those willing to teach western foreign languages. Hungary and
Slovenia have introduced shortened study programmes to accelerate the training of
language teachers. The Czech Republic, which had also introduced shorter train-
ing programmes for language teachers, decided to abandon this route as the qual-
ifications to which it led proved inadequate. In Romania, teachers who have
returned to the profession are subject to an evaluation. In case this appraisal
reveals any weaknesses, they are asked to attend a refresher course. 

(3) See also The teaching profession in Europe: Profile, trends and concerns. Chapter 2 of Report I:
Initial training and transition to working life. General lower secondary education. Key topics in edu-
cation in Europe, volume 3. Brussels: Eurydice, 2002.



The numerous measures intended to boost recruitment to the teaching profession
are kept under constant review and countries are continuing to develop new strate-
gies. As outlined in Chapter 1, about half the countries under consideration have
established a special forward planning unit to forecast fluctuations in teacher sup-
ply and demand. Some countries have used the results of this research to take or
plan action designed to avoid possible shortfalls or oversupplies. Figures 6.6 and
6.7 represent an attempt to indicate future trends in the provision of incentives by
contrasting current measures with proposed ones. It is worth remembering that, like
measures already introduced, policies under discussion may concern existing as
well as forecast teacher shortages.

FIGURE 6.6: SPECIAL INITIATIVES TO ENHANCE THE ATTRACTIVENESS OF TRAINING FOR
PROSPECTIVE TEACHERS IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A),

2000/01

Source: Eurydice.

Additional notes

Belgium (B fr): As of the academic year 2001/02, those registered as unemployed and willing to
train as lower secondary teachers for mathematics, sciences, ITC and foreign languages can con-
tinue to draw unemployment benefit for the duration of their studies.
Denmark: An intensive training programme known as meritlaeruddannelsen is being provided with
effect from September 2002. It will be open to those who have qualifications in the field of educa-
tion, or professional experience.
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FIGURE 6.6 (continued): SPECIAL INITIATIVES TO ENHANCE THE ATTRACTIVENESS
OF TRAINING FOR PROSPECTIVE TEACHERS IN GENERAL LOWER SECONDARY EDUCATION

(ISCED 2A), 2000/01

Source: Eurydice.
Additional notes

Estonia: Students can receive grants in exchange for a commitment to take up a post in areas with
teacher shortages, like rural areas and the islands. Teachers who are not fully qualified are offered
the opportunity to obtain teaching qualifications in shortage subjects (Estonian as a second lan-
guage, English, special needs).
Malta: With effect from October 2002, specialisation in mathematics as a single subject will be
offered to attract more prospective teachers to this particular field.

As might be expected from the number of teacher training initiatives already in
existence, very few countries have proposed experimenting with yet further meas-
ures. In Germany, however, it is proposed to encourage retraining of those who
provide instruction in subjects for which there are too many teachers so that they
can teach subjects for which there is a shortage. There are also plans to attract sub-
ject specialists without teaching qualifications and reduce the Vorbereitungsdienst
for people with appropriate professional experience. The most radical suggestion
however was voiced by the expert council of North Rhine-Westphalia in 2001. Its
proposal is to incorporate teacher training into the recently introduced Bachelor’s
and Master’s degree programmes. Specialist subject studies would be followed by
a postgraduate course in teacher training (rather than the Vorbereitungsdienst) pro-
viding candidates with the necessary pedagogical qualifications and skills. The
main reasoning of the expert council is that, by delaying the decision to go into
teaching, it would be easier for potential candidates to assess real demand in their
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specialist subject. The council believes it is not possible to produce an accurate
long-term forecast of teacher supply and demand. 

Austria is considering making changes to the way the final year in the universities
for art and music is organised. It is hoped that an upgrading of these studies will
alleviate a current shortage of music teachers in the allgemeinbildenden höheren
Schulen (academic secondary schools). In 2001/02, Sweden introduced a new
integrated system of teacher training that replaces eight of the current 11 possible
teaching degrees. The new degree comprises studies in three areas of education:
general educational issues, subject-specific courses in the subject the students intend
to teach and courses in an area of specialisation. In order to raise the qualification
level of teachers, more funding will also be available for postgraduate and research
studies. The reform also aims to recruit a teaching corps that as far as possible
reflects the composition of the Swedish population as a whole.

Some countries use incentives to attract teachers to geographical locations experi-
encing difficulty in recruiting suitable candidates. Financial allowances are paid to
teachers in some cities including Brussels (for schools of the Flemish Community),
London and some neighbouring counties, and Riga. Denmark and Iceland, on the
other hand, experience difficulty in attracting teachers to municipalities far from the
capital, some of which have therefore started to offer relocation or housing bonus-
es to potential takers. Spain also uses financial incentives to attract teachers to cer-
tain regions, such as the islands or the Valle de Arán where a regional language
is spoken. Certain municipalities in the Czech Republic offer housing to teachers
willing to work in one of their schools. Romania is another country that experiences
difficulty in attracting teachers to rural and isolated areas. Depending on the char-
acteristics of the latter, the authorities offer a bonus corresponding to 5-80 % of the
salary. The government reviews annually the list of areas as well as the associated
percentage increase in salary. Local authorities in Estonia may offer extra pay to
attract potential candidates to teach shortage subjects. 
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FIGURE 6.7: INITIATIVES OTHER THAN SPECIAL TRAINING ARRANGEMENTS AVAILABLE TO
PROSPECTIVE TEACHERS IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A),

2000/01 

Source: Eurydice.

Additional notes

Latvia: The campaign for salary increases began in 2000 and salaries have been gradually raised
since then.
Poland: The amendment to the Charter of 18 February 2000 introduced the new system for the pro-
motion and remuneration of teachers. It has recently been implemented.
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In contrast to training-related measures, other forms of initiative are likely to
increase in the years ahead. Improving employment conditions and, in particular,
the salary structure is a top priority in many countries. The Danish ministry of edu-
cation submitted to parliament a memorandum in May 2001 listing various sug-
gestions for finding a better balance between teacher supply and demand. They
include additional support for teachers at the beginning of their career (4), for
example through greater provision for teamwork, mentor schemes and a reduced
teaching timetable. Another concern is the retention of older teachers. Suggestions
include bonus schemes and, in particular, less contact hours. A further idea is to
increase teachers’ working time by one hour across the board. The extra hours
might be used to cover the predicted shortfall in new recruits. Finally, one of the
biggest changes would be to allow persons other than graduates from teacher
training colleges to teach in the folkeskole. A change to the Act on the folkeskole
would be required in order to admit either people without teacher training but suf-
ficient subject-specific competence, or educators into the teaching profession.
Subject specialists would be required to supplement their education with pedagog-
ical training, while educators would need to acquire the necessary subject knowl-
edge. Encouraging teacher mobility is also a major concern in several countries
and, in particular, those in which teacher shortages in some subjects and geo-
graphical areas are paralleled by oversupply in others. Germany again features
prominently among the countries planning reform, with talk of an amendment to the
Public Service Law, measures to further reduce barriers to inter-Länder mobility, and
an increase in Länder autonomy in relation to special bonuses for candidate teach-
ers. In addition to a certain measure of autonomy regarding the award of recruit-
ment and retention allowances, the United Kingdom (England and Wales) is also
allowing schools some flexibility concerning teachers’ pay. Hungary is currently
preparing a teaching career model (to be submitted to the government and parlia-
ment) that redesigns the status and career paths of teachers. The plan is to make
the teaching profession more attractive by giving teachers more responsibility and
by substantially increasing their salaries. 
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(4) For further details, see also The teaching profession in Europe: Profile, trends and concerns.
Chapter 6 of Report I: Initial training and transition to working life. General lower secondary edu-
cation. Key topics in education in Europe, volume 3. Brussels: Eurydice, 2002.





SUMMARY AND CONCLUSIONS

States of shortage and surplus

All education systems are faced with the need to balance their requirements in
terms of teaching staff and the number of appropriately qualified teachers avail-
able. On the basis of contextual information summarised in Annex 2 of this report,
Figure A has been established, showing in broad terms whether a country has
achieved balance in terms of matching teacher supply and demand, or whether it
experiencing teacher shortage or surplus, or both. For more detail on the type of
shortage or surplus, the factors underlying them as well as associated policy meas-
ures, see Annex 2.

FIGURE A: COUNTRIES WITH BALANCE, TEACHER SHORTAGE, TEACHER SURPLUS OR BOTH
SURPLUS AND SHORTAGE IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A),

2000/01

Source: Eurydice.
Additional note

Bulgaria: Data not available.

As demonstrated in Chapter 2, it is not possible to quantify teacher shortage or sur-
plus consistently for all countries on the basis of available statistical data. Only the
Netherlands, Sweden, the United Kingdom (England and Wales) and Iceland pro-
vide data which allow for levels of shortage to be quantified over the period
1990/91 to 2000/01. A few other countries have provided data which covers two
or three years only.

The difficulty of giving an accurate assessment of shortage or surplus is related to
the way in which information relating to recruitment and replacement requirements
is collected (the level at which this is managed as well as whether there is a require-
ment to report these needs for statistical or monitoring purposes) and also the way
in which shortage or surplus is defined in each country. Chapter 2 shows that sta-
tistical definitions enabling shortage to be quantified differ significantly: in one
group of countries, information is collected on posts reported as ‘vacant’. The most
common way of doing this is to collect information at the beginning of the school
year; one country establishes the number of vacancies over a specified period (one
school term). By contrast, in a second group of countries, the data does not relate
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to the proportion of posts for which teaching duties remain non-attributed, but
rather the proportion of non-qualified teachers relative to fully and appropriately
qualified teachers. Thus, the analysis shows that similar terminology is employed to
describe dissimilar situations, so that direct comparison of statistical data is not pos-
sible.

The significance of differing national definitions with respect to who is ‘qualified’
for a given teaching post has implications when assessing the scale of teacher
shortages bearing in mind our definition of shortage as a situation in which the
demand for teaching staff exceeds the number of appropriately qualified teachers
who are both available and wish to occupy a post. Chapter 4 of Report I (1) of this
study draws a distinction between teachers trained for just one or two subjects, who
are referred to as ‘specialists’, and those qualified to teach several subjects, who
are referred to ‘semi-specialists’ or ‘generalists’, depending on the number of sub-
jects concerned. The level or levels of education at which these teachers may work
are also discussed. In a few countries, teachers may be authorised (by the school
head) to teach all subjects on offer. If this analysis of teachers’ level of specialisa-
tion is therefore set against the degree of decentralisation of staffing policy, it
becomes clear that in countries where the responsibility for teaching appointments
and deployment of staff rests with the school head it is difficult to obtain generalised
assessments of states of shortage or surplus.

Demographic projections: an ageing profession but fewer pupils to be taught in
most countries

The phenomenon of ageing teaching staff is an issue for concern in Europe: it rep-
resents a challenge in terms of satisfactorily ‘bringing in new blood’ to replace this
older generation of teachers (particularly in those countries where rates of retire-
ment will be very high over a short time span, for example in Germany, France,
Finland and Sweden). The positive side of this is, however, that this implies that
many interesting teaching posts will become open for recruitment, offering better
perspectives for younger (including beginning) teachers. Chapter 6 discusses the
range of recruitment campaigns and special initiatives designed to increase and
diversify teacher supply. 

(1) The teaching profession in Europe: Profile, trends and concerns. Report I: Initial training and tran-
sition to working life. General lower secondary education. Key topics in education in Europe, vol-
ume 3. Brussels: Eurydice, 2002.



Chapter 1 discusses the imbalance in the age distribution of teachers in many
European countries. The median age of teachers is high and this is often accom-
panied by a dip in the proportion of teachers in particular age groups. This reflects
past trends in recruitment, particularly in some countries with a centralised recruit-
ment system. Massive recruitment in the 1970s was prompted by the need to
accommodate large increases in pupil numbers, due to demographic trends and,
in some cases, to changes in compulsory schooling. Thus, teachers aged between
40 and 49 are over-represented in eight countries, while in another nine countries
the situation is even more marked with teachers 50 and older over-represented.
Only Portugal and Malta show a median age of under 40 for teachers.

The timing and scale of anticipated replacement demand for teachers depends,
however, to some extent on when teachers retire and whether they take early retire-
ment (and, of course, whether they choose to leave teaching for other professional
activities at an earlier stage in their career) or, conversely, whether they choose to
stay in the profession beyond the official retirement age (assuming that either of
these is an option). Chapter 1 gives statistical information relative to the official
retirement age for teachers in each country (as well as the proportions of teachers
nearing retirement); Chapter 5 takes this discussion further by discussing the scope
for teachers to continue working beyond the official retirement age. A significant
policy response to teacher shortage has in fact been to offer incentives to older
teachers to stay in the profession.

The ageing and retirement of substantial proportions of teachers are counterbal-
anced in many countries by a fall in pupil enrolments. Germany, France, Ireland
and (in the longer term and to a lesser extent) Italy and the United Kingdom may
be in this situation. Measures to deal with any shortage at the present time in the
first three countries will be therefore be targeted to the short rather than the long
term. A distinctive feature of the candidate country educational systems is that they
are all, without exception, facing a drop in pupil numbers at lower secondary level
over the next ten years. In Western Europe, the only countries showing an antici-
pated rise of pupil enrolments at this level of education during this time are
Denmark, Luxembourg, the Netherlands and Sweden. In the latter two countries, a
shortage of teachers is already clearly apparent, while in Denmark and
Luxembourg it is beginning to be experienced.

The combination of demographic projections with regard to pupil numbers and antic-
ipated replacement demand for teachers must be qualified by an analysis of related
trends in educational reforms (for example, changes in pupil/teacher ratios, changes
in teachers’ workload or changes in curricula). The summary reform tables (2), pro-
duced for each country as part of this study, provide information in this respect.
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(2) Reforms of the teaching profession since 1975 (country tables) available at: 
http://www.eurydice.org/Documents/KT3tables/en/FrameSet.html
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Forward planning policies: an insufficient tool to prevent shortage?

Planning policies are designed primarily on the basis of parameters related to
demand (for example, trends in the number of pupils and the anticipated rate of
retirement in the teaching profession), Supply side planning tends to relate to trends
in the number of teacher training candidates (Report I (3) of this study shows that
the only countries where access to teacher training is not restricted are Belgium,
Germany, the Netherlands and Austria). It would appear that projections relating
to completion rates (that is, completion of teacher training) or drop-out rates (that
is, the decision not to go on to teach once having completed teacher training, or
the decision to leave the profession prematurely) are less frequently included as a
basis for planning policies. These projections are, however, a significant factor in
determining future levels of teacher supply. It seems that in a number of countries,
a significant proportion of graduates do not go on to teach (instead preferring to
go into the private sector). Similarly, a high rate of attrition in the early years of
teaching careers is also evident in several countries. In the broadest sense, there-
fore, planning policies should also be about controlling the supply of teachers as
well as predicting demand, failing which the desired objective – balance between
teacher demand and supply – will not be achieved. 

Predicting anticipated levels of teacher supply is a difficult task however, as the
underlying causes are complex and frequently subject to change: these causes are
tied to the relative attractiveness of conditions of service of the teaching profession
compared to other sectors. In a context, however, of reduced job security (4), a sta-
ble level of teacher supply cannot be taken for granted. Policy measures are nec-
essary to ensure that sufficient numbers of candidates are motivated not only to
enter teacher training but also to take up jobs as teachers and to stay in the pro-
fession. Chapter 6 gives a description of these types of measures.

(3) The teaching profession in Europe: Profile, trends and concerns. Report I: Initial training and tran-
sition to working life. General lower secondary education. Key topics in education in Europe, vol-
ume 3. Brussels: Eurydice, 2002.

(4) Job security will be examined in detail in Report III of this study on conditions of service in the teach-
ing profession. Chapter 3 of this report shows that in several countries, beginning teachers are
expected to undergo a period of temporary employment before they may expect a permanent
appointment to the civil service; the contextual analyses show that this trend is becoming more pro-
nounced in, for example, Austria and that poor job security is an issue for beginning teachers in
other education systems.



Chapter 1 shows that only about half of the countries surveyed have a forward
planning policy. The absence of a planning policy is often accompanied by a
dearth of statistical data. It is therefore difficult to establish a correlation between
the existence of a planning policy and the existence of teacher shortage or over-
supply (i.e., the effectiveness of such policies). Of the countries where the existence
of teacher shortages is clearly established on the basis of statistical data, five of
these also implement official forward planning policies. Systematic forward plan-
ning based on teacher supply and demand models has in fact been carried out in
Sweden since the 1960s and in the United Kingdom (England and Wales) since the
late 1970s. In Lithuania, on the other hand, planning has been underway since the
1990s while the Flemish Community and Iceland have only adopted forward plan-
ning policies very recently as a direct response to teacher shortages. It is therefore
too early to evaluate the effectiveness of forward planning in these latter two coun-
tries. The Netherlands does not have a formal planning policy as such, but uses
comprehensive and targeted monitoring instruments to provide data on the teach-
ing profession for information purposes. The persistence of teacher shortages in
spite of forward planning in Sweden and in the United Kingdom (England and
Wales), however, raises the question of how shortages may be prevented more
effectively. 

If the length of time that forward planning has been established in a country and
whether or not that country is experiencing teacher shortage or surplus are corre-
lated, it becomes apparent that no clear conclusion can be drawn with regard to
the efficacy of medium or long-term planning policies in preventing imbalances in
supply and demand. Figure B illustrates this.

FIGURE B: WHETHER FORWARD PLANNING POLICY ESTABLISHED BEFORE OR AFTER 1980
AND WHETHER OR NOT COUNTRY EXPERIENCING SHORTAGE AND/OR SURPLUS

Source: Eurydice.

Additional note

Ireland, Bulgaria, Cyprus and Latvia: Data not available.
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From this information, it can be conjectured that well-established forward planning
policies (i.e., those established before 1980) are reasonably successful in prevent-
ing teacher surplus, but not teacher shortage, and (possibly) that relatively recent
planning policies reflect a situation wherein the imbalance between supply and
demand is extensive, inasmuch as several countries with more recent forward plan-
ning policies show both shortage and surplus (the information relating to shortage
or surplus is derived from the national contextual analyses: see Annex 2). Spain,
Finland and the United Kingdom (Northern Ireland and Scotland) are the only
countries showing a balance.

The way in which teachers are recruited to the profession plays an important role

Education authorities work with medium and long-term forecasts not only to man-
age teacher supply but also to control public expenditure in education. In educa-
tion systems where teaching posts are attributed for life, budgetary constraints tend
to mean that a surplus of teachers is to be avoided: these teachers will continue to
enjoy tenure irrespective of whether or not they are actually required to teach.
Teacher surpluses are thus a heavy burden for education authorities in this type of
system. The risk is especially high in systems where teachers are selected by com-
petitive examination and are given an immediate guarantee of a post for life. In
these systems, it is important to plan the number of teaching posts made available
with each competition in order to ensure that the appointments that are made are
congruent with long-term projections. In other words, planning policies are
designed to avoid the possibility of future teacher surpluses in systems where pass-
ing the competitive examination guarantees teachers an immediate lifetime
appointment in the civil service.

This type of system gives rise to the need to juggle short-term needs with the longer-
term implications of appointing newly recruited teachers to a lifetime post. Some
form of alternative employment status is therefore necessary to meet short-term
needs. Chapter 4 shows that education systems with a selection by competitive
examination make provision for short-term teacher requirements in a very similar
manner. The appointment system is organised around tenured appointments, with
fixed-term contracts (generally of not more than one school year) offered to candi-
dates who have not yet succeeded in achieving tenure.

Of course, local budgetary policies may also determine employment policies in
educational systems where responsibility has been decentralised. In such systems,
however, lifetime tenure is not an issue, although the level of job security for teach-
ers on permanent employment contracts may also be significant (5).

(5) An analysis of teachers’ job security will be included in Report III: Conditions of service. General
lower secondary education. The teaching profession in Europe: Profile, trends and concerns. Key
topics in education in Europe, volume3. Brussels: Eurydice, 2003.



The contextual analyses show that education systems reporting a generalised
teacher surplus (that is, not concentrated on a subject or cluster of subjects or on
particular geographic regions) tend to be either in those countries where recruit-
ment is organised through a competitive examination but without any guarantee
that successful candidates will be given a teaching post, or where teachers are
selected by means of a candidate list system. The second case can probably be
attributed to the fact that the numbers of graduates leaving teacher training are not
adjusted to the numbers of teaching posts open for recruitment nor to the numbers
of teachers already on the lists and awaiting a permanent teaching position. Thus,
teachers may be required to spend a considerable period of time on the candidate
list before obtaining a post. The situation in Greece illustrates that the way in which
teachers are selected is perceived as triggering teacher surplus, to the detriment of
the quality of education. Here, over a five-year period, a dual system of appoint-
ment has been in existence: the old system of appointment by lists is being phased
out to be replaced by a competitive examination. The new system of appointing
teachers offers access to the profession to many new graduates who had previous-
ly been excluded due to the system of waiting lists. The old system had led to a wait-
ing time for appointment of up to 20 years for some subjects, and to a popular per-
ception that this system of appointing teachers was one of the causes for the bad
quality of educational services provided (hence the reform). 

Teacher shortages tend to be found more often in countries with a decentralised sys-
tem of recruiting into the teaching profession (open recruitment). Again, this has to
be placed in the context of the degree of job security to which teachers may aspire.
Although a number of countries with an open recruitment system give civil servant
status to their teachers, the terms of employment offered to teachers in this type of
system are more often equivalent to those prevalent on the general employment
market and some countries are experiencing a trend towards greater employment
instability. It is clear that teachers who have a high degree of job security together
with satisfactory conditions of service (relative both to other public sector occupa-
tions and to the private sector) will tend to remain in the profession until they reach
retirement age. Where this is not the case, there is of course a higher risk that per-
sons with teaching qualifications will choose alternative professional occupations. 

The conditions of service habitually experienced by beginning teachers are thus
important in determining whether or not they remain in the profession. This issue is
also examined in Report I (6) of this study, in terms of the types of measures that are
available in order to allow beginning teachers make a successful – and lasting –
entry into the profession.
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(6) The teaching profession in Europe: Profile, trends and concerns. Initial training and transition to
working life. General lower secondary education. Key topics in education in Europe, volume 3.
Brussels: Eurydice, 2002.
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Figure C shows the relationship between the type of recruitment system (competitive
examination, candidate list or open recruitment (7)) relative to whether or not short-
age or surplus is experienced in that system.

FIGURE C: TYPE OF RECRUITMENT SYSTEM AND WHETHER SHORTAGE AND/OR SURPLUS
EXPERIENCED IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

Source: Eurydice.
Additional note

Bulgaria: Data not available.

Shortages may be more for substitute teachers than for posts open for recruit-
ment

In several education systems, teacher shortages are largely confined to a shortage
of substitute teachers. The contextual analyses show that in many countries, it is
beginning teachers who tend to take up these substitute jobs. Beginning teachers
are also often required to start their careers in part-time teaching posts. In the
Netherlands (where the extent of teacher shortages is shown in Chapter 2),
although beginning teachers now have a relatively high hourly wage compared to
equally qualified employees in other sectors, they cannot expect to get a full-time
appointment but instead are hired on a temporary basis for part-time and/or
replacement functions. Similarly, in Ireland, while over 80 % of those who gradu-
ate from a teacher training course get a teaching job immediately, less than 10 %
of these are permanent positions. Other countries where this is shown to be a prob-
lem are Belgium and (to a much lesser and more localised extent) Finland.

Centralised recruitment system

candidate list competitive
examination

Decentralised recruitment system (open
recruitment)

Balance E FIN, UK (NI, SC)

Shortage B fr (schools administered
by the Community), B de

L B fr, B nl, DK, NL, S, UK (E/W), IS, NO,
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Surplus EL (phased out by 2003),
A, CY

EL (introduced in
1998), I, P

LI

Both surplus and shortage D F, MT, RO IRL, LT, HU, SI

(7) An explanation of the different recruitment systems is found in Chapter 3.



‘Hidden’ shortages: the use of emergency measures

Most education systems are making use of the emergency measures that are at their
disposal where fully and appropriately qualified teachers are not available. This
implies that teacher shortages are present to some extent in these countries. This
recourse to non – or not appropriately – qualified teachers is analysed in detail in
Chapter 5 of the report. Very few countries adopt an unequivocal position with
regard to prohibiting the use of staff who do not possess the requisite qualifications.
The teaching profession is thus somewhat exceptional compared to other designat-
ed professions in this respect and the question of the quality of provision must of
course arise. What are the implications of this widespread use of under-qualified
teachers- not only with regard to pupil performance, but also with regard to the
morale of teachers and the status of the profession itself?

Chapter 5 shows that most countries regulate emergency recruitment as part of their
general regulation on employment or education and that – with a view to protect-
ing education standards – this type of recruitment is generally subject to a series of
conditions relating both to academic qualifications and to the terms of employment
(length of contract, salary level, further training). Similarly, the circumstances in
which teachers may be asked to teach outside their area of specialisation tend to
be restricted to teaching specific (shortage) subjects, or subjects related to the
teacher’s area of specialisation. This form of emergency measure may also be pro-
hibited for some (main) subjects. Thus, the analysis shows that while only a few
countries do not allow anyone to teach who is not fully and appropriately qualified,
there are also very few countries in Europe which impose no restrictions whatsoev-
er on emergency measures. 

The use of campaigns and special initiatives to boost recruitment

Chapter 6 shows that recruitment campaigns for the teaching profession are regu-
larly organised by the education authorities in many countries, in order to attract
more recruits to the profession and to boost the popular image of the profession.
However, in some European Union candidate countries, where the priority has been
to cut costs in the public sector, the preference is to continue to rely on temporary
and under-qualified staff to bridge shortages. 

In contrast to campaigns, special initiatives are much more targeted and provide a
good illustration of the specific types of shortages experienced in different coun-
tries. However, not all countries with reported shortages had adopted these types
of measures in 2000/01 (this is the case in Belgium, Luxembourg and the Czech
Republic). Most measures relate to training opportunities for people lacking appro-
priate qualifications, either by introducing shorter and/or more flexible courses or
by offering refresher or retraining programmes: in the former socialist countries, the
vast majority of measures focus on the training and retraining of those willing to
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teach foreign languages. In general terms, the analysis shows that the special ini-
tiatives that have been adopted tend to be concentrated in countries with clearly
established shortage quantified through comprehensive statistical data. The
Netherlands is an example of this, as well as Sweden and the United Kingdom
(England and Wales).

The measures described in Chapter 6 have all, almost without exception, been
introduced within the last 3 years. The question of the effectiveness of these meas-
ures in terms not only of the quantity but also of the quality of the teachers (both
newly qualified teachers and returners) that they attract as well as, for example, the
impact of employment-based programmes on teachers already in service, is an
interesting one. What are the arrangements for evaluating these types of measures?

The analysis of recruitment campaigns and special initiatives to boost recruitment
also shows that the latter are often concentrated on particular areas where an acute
shortage is manifest. This type of shortage is often related to conditions of service.
The assumption is therefore that changes in this area will have a positive impact on
teacher supply. 

Labour market conditions: a factor explaining teacher shortage?

Labour market conditions help to shape patterns of teacher supply. A relation can
be established between a buoyant employment market for graduates and a disin-
clination to enter the teaching profession. In the former socialist countries, this can
be seen quite clearly: rapidly developing sectors of the economy tend to draw newly
qualified graduates with communication, foreign language and IT skills away from
the teaching profession into more lucrative jobs. This relation cannot however,
always be demonstrated conclusively: the situation can arise where difficult labour
market conditions (a high rate of unemployment) are to be found side-by-side with
chronic teacher shortages. This can be imputed to particularly unfavourable rates
of pay: in Romania, for instance, the average teacher’s salary is between 80-90 %
of the national average salary. In this country, where there is a high rate of unem-
ployment, qualified teachers tend to work in better paid sectors, with the result that
the number of non-qualified teachers has increased from 10 to 20 % in the last
7 years (to 2001). 

In general terms, subjects for which there are a shortage of teachers throughout
Europe are those subjects for which there is high demand in other professional sec-
tors and where salary structures and working conditions are preferable to the
teaching profession. Throughout Europe, these subjects tend to be languages, math-
ematics, ICT and science subjects. Conversely, subjects for which there are too
many teachers are those for which there is dwindling demand within the school sys-
tem. Other patterns are also apparent and point up the specificity of teacher short-
ages in many European countries. In this respect, a main distinction can be made



between West and East Europe. As a result of the transition from socialism, changes
to the curriculum in former socialist countries have led to surpluses, most notably of
Russian language teachers. These surpluses are associated with shortages of teach-
ers qualified to teach other foreign languages (most notably English). 

Concluding points

The lack of statistical information (see Chapter 2) reinforces the inward-looking
nature of the discourse on teacher shortages and over-supply which to date has
remained fragmented along national lines. The statistical indicators which have
been developed for use in different education systems highlight the difficulties in
attempting any comparison at European level: the terminology in use (for example,
the meaning of ‘vacant teaching post’) reflects very different national realities. It
would therefore be appropriate to develop a set of harmonised indicators drawing
on common definitions. Such indicators could also serve as an important tool in
order to measure the effect of measures introduced to increase the attractiveness of
the teaching profession. Without this common terminology, debate at European
level with regard to teacher supply and demand will continue to be imbued with the
cultural assumptions inherent to each education system. 

Finally, it is very apparent that the conditions of service experienced by teachers –
their salaries, workload, job security as well as the types of support available to
teachers – play a crucial role in determining whether or not an educational system
experiences teacher shortages. This general theme of the attractiveness of the teach-
ing profession will be continued in report III of this study, specifically with a view to
analysing the conditions of service of teachers in Europe today.
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Initiators Time frame Objective Teachers required Target audience Media used Content/Message
conveyed

B fr Ministry of
Secondary and
Special Education

May 2001 Attract new recruits to the
teaching profession

Teachers for lower
secondary education

Letter from the
education minister to
secondary school
leavers; information
sent to students in
higher education and
to the educational
community, via the
press and over
the Internet

Personalised letters, the
printed press, TV, radio
and the Internet

Teaching as a profession
based on knowledge, culture
and communication;
possibility of combining work
and family; comparison of
teacher salaries with average
salary paid by the private
sector

B de (–) (–) (–) (–) (–) (–) (–)

B nl Ministry of
Education

Since 2000, annually for
3-4 months during the
summer

Raise the status and
attractiveness of the
teaching profession

Secondary school
teachers for all
subjects

Graduates, school
leavers, people who
have left teaching

Specialist and general
press, posters, mass
media, the Internet

(–)

DK Danish Union of
Teachers

Spring 2001 Attract students into
teacher training and
persuade these
graduates to take up the
profession

Teachers of all
subjects

Secondary school
leavers and anyone
else eligible for higher
education studies

The Internet, leaflets Teacher training programmes
are an interesting type of s
tudy that offers job
opportunities in education but
also elsewhere. Working as a
teacher at a folkeskole is
personally challenging

D Individual Länder
ave launched
campaigns

On an ad hoc basis in 2000 Increase the
attractiveness of the
teaching profession

Teachers of all
subjects, but in
particular maths,
physics, biology and
modern languages

Secondary school
leavers (Abiturienten),
students and the
educational community

The Internet and printed
press

EL (–) (–) (–) (–) (–) (–) (–)

E Educational
administrative
authorities in the
Autonomous
Communities

Most recently by Catalonia
in 2000/01

Raise status and
attractiveness of the
teaching profession;
increase the number and
quality of prospective
teachers

Teachers of all
subjects

The whole of society
and especially the
educational community

TV, radio, the printed
press, posters

El maestro, la maestra, el
profesor, la profesora. Tu
apoyo, a tu lado (‘the
teacher, your helper by your
side’)

A
N

N
EXES

ANNEXE 1
CAMPAIGNS TO BOOST RECRUITMENT OF APPROPRIATELY QUALIFIED TEACHERS IN GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01



Supply and dem
and

118

Initiators Time frame Objective Teachers required Target audience Media used Content/Message
conveyed

F Minister of
Education

In May/June and
September 2001

Attract new teachers,
increase number of
candidates for future
concours, replacement
of teachers who will be
retiring within 10 years

Secondary school
leavers, students, the
broader educational
community

TV commercials on
channels popular with
young people, the
Internet, brochures, Info-
telephone, posters

Salon de l’Éducation (an
education fair/exhibition)
in November 2001

Professeur, et si l’avenir
c’était vous? (‘And what
if you, as a teacher,
were the future?’)

IRL (:) (:) (:) (:) (:) (:) (:)

I (–) (–) (–) (–) (–) (–) (–)

L Ministry of
Education

Sporadic; last one in
2000/01

Attract young people
into teacher training;
promote the teaching
profession

All subjects, but in
particular mathematics
and modern
languages (English,
French and German)

Pupils in last year of
secondary school and
students in higher
education abroad

Student fairs, careers
advice; distribution of
information brochures

(–)

NL Ministry of
Education, Culture
and Science

Enhance image of and
boost recruitment to the
teaching profession
(50 % of trained
secondary school
teachers do not actually
go into teaching)

All subjects In future, people of non-
Dutch origin will be
targeted more
intensively

Press, posters at schools,
TV, the Internet

All campaigns stress the
variety in a teacher’s
typical working day
(image boosting)

Campaign to attract
prospective teachers to
‘side-entrance’

Campaign for ‘side-
entrance’ was
successful and will be
repeated

A (–) (–) (–) (–) (–) (–) (–)

P (–) (–) (–) (–) (–) (–) (–)

FIN (–) (–) (–) (–) (–) (–) (–)

S National Agency for
Higher Education;
individual
universities and
university colleges

Several campaigns in the
past

All subjects, but
especially
mathematics and
science. The target for
the number
of students in
mathematics and
science is 33 % of all
students

Secondary school
leavers, higher
education students,
anyone eligible for
higher education
studies, people looking
for a career change

Press and the Internet

ANNEXE 1 (continued)
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Initiators Time frame Objective Teachers
required Target audience Media used Content/Message

conveyed
UK
(E/W)

Teacher Training
Agency (TTA)

Latest campaign launched
in October 2000

Increase quality and
numbers of people
entering the teaching
profession

All subjects but
especially shortage
subjects including
mathematics,
science, modern
foreign languages,
technology and
English (Welsh in
Wales)

School leavers,
graduates, trainee
teachers, ethnic
minorities, overseas
teachers, those
changing career or
returning to teaching

Press, posters, the
Internet, cinema, TV,
radio

‘Those who can,
teach’

UK (SC) Scottish Executive
Education Department

Campaign launched in
October 2000

Attract talented and
dedicated people who will
guide and inspire children
in Scotland

All subjects School leavers,
graduates, trainee
teachers, ethnic
minorities, overseas
teachers, those
changing career  or
returning to teaching

Mass media, the Internet ‘Teaching in Scotland
– it’s the making of
us’

IS (–) (–) (–) (–) (–) (–) (–)

LI (–) (–) (–) (–) (–) (–) (–)

NO Ministry of Education,
Research and
Church Affairs;
teacher associations
and national school
association

Launched in April 2001,
the campaign ran until the
spring of 2002

Increase recruitment
among men in particular

Upper secondary
school graduates,
especially men

Mass media (TV, radio) ‘Someone is waiting
for you to become a
teacher’
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Initiators Time frame Objective Teachers required Target audience Media used Content/Message
conveyed

BG (–) (–) (–) (–) (–) (–) (–)

CZ (–) (–) (–) (–) (–) (–) (–)

EE Ministry of
Education

National Teaching
Programme (NGO)
School and higher
education
institutions;
municipalities

For two months at the
beginning of the 2000/01
school year

Recruit qualified
teachers
Increase the proportion
of young specialist
teachers in Russian-
speaking schools

All subjects

Semi-specialist teachers
Teachers of Estonian as
the second language for
Russian-speaking
schools

Teachers qualified to
teach Estonian as a
second language

Students, trainee
teachers, teachers in the
final qualifying phase,
new entrants to the
teaching profession

Press (teacher
periodicals), mass
media, open days

(–)

CY (:) (:) (:) (:) (:) (:) (:)

LV Ministry of
Education and
Science

Each year Attract students,
particularly men, into
the teaching profession

All subjects Students in the final year
of secondary education

Municipal education
councils, national and
regional media

(:)

LT Ministry of
Education and
Science

Each year since 1991 Attract recruits into
teacher training, as well
as requalification and 2-
3-year retraining
programmes

Foreign languages,
ICT, specialised
teacher training,
teachers for rural
areas

Former  teachers of
Russian, non-qualified
teachers; teachers
interested in additional
qualifications

Press, radio, the
Internet, ministry
information bulletin

(–)

HU (–) (–) (–) (–) (–) (–) (–)

MT (–) (–) (–) (–) (–) (–) (–)

PL (–) (–) (–) (–) (–) (–) (–)

RO (–) (–) (–) (–) (–) (–) (–)

SI Ministry of
Education, Science
and Sport

Each year between April
and November

Attract recruits into
teacher training

All subjects but
especially
mathematics, physics,
IT, the mother tongue,
foreign languages, art
and music

Upper secondary school
leavers; students in
teacher training
programmes

Press, the Internet

SK (–) (–) (–) (–) (–) (–) (–)

ANNEXE 1 (continued)
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Type of
teacher surplus

Type of
teacher shortage Explanatory factors

Policy measures (adopted or
under discussion) with regard
to teacher supply and demand

B fr Shortage is beginning to become
apparent, especially for substitute
teachers in mathematics, science
and modern languages

Adverse employment conditions for
substitute teachers and enhanced
opportunities for teacher training
graduates in these subjects in the private sector

Information campaign

Parliamentary debates

B de Moderate shortage of qualified teachers –
especially for short-term substitute
positions – in German, history,
mathematics, sciences

Large proportion of qualified teachers
employed elsewhere. High rate of early
retirement.

Decree of 25 June 2001 on special
measures concerning the tasks that
teachers can undertake and the
adaption of their financial status

B nl Especially in mathematics, physics and
French

High rate of retirements will increase
teacher demand: insufficient number of
new teachers (competitive job market)

Decree containing urgent actions
concerning the teaching profession,
8 July 2000 (including establishment
of reserve pool of teachers from
September 2000)

DK Moderate teacher shortage beginning to
be felt

Concurrent growth in the number of
children and an ageing teacher body

The Meritlæreruddannelsen ‘merit-teacher
education’: accelerated
eacher training programme available
from the second half of 2002

D West German Länder: to 2005 there will
be a demand for all teachers and
particularly mathematics and science-
related subjects; East German Länder:
modern languages

West German Länder: age pyramid of
teaching profession

East German Länder: changes to
curriculum

Working committee of
Kultusministerkonferenz drafted resolution
concerning measures to
cope with teacher shortage (2001)

EL General High unemployment rate leads to high demand
for teaching jobs; favourable employment
conditions make the
profession attractive

Change in recruitment system from
candidate list to competitive
examination (progressively
implemented between 1998 and
2003)

E
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Type of
teacher surplus

Type of
teacher shortage Explanatory factors

Policy measures (adopted or
under discussion) with regard
to teacher supply and demand

F Indirect signs of surplus
apparent at certain periods,
in certain subjects and
areas

Occasional shortages in some subjects Surplus: rapid decrease in demand for
certain subjects (e.g., modern languages
such as German)

Shortage: teachers taking retirement

Flexible form of employment allowing for
temporary replacements, making up
shortfalls, etc.

Information campaign

Planning of teaching posts through
the concours

IRL Shortage of part-time and substitute
teachers

Terms of service and salaries offered to
these teachers are poor

I General Demographic trends (decreasing birth
rates); also, high unemployment rates
lead to high demand for teaching jobs

L Particularly German, French, English
and mathematics

NL Surplus for history,
geography

Particularly economics, science subjects Shortage: increase in number of pupils, ageing
teaching force, high illness rate,
strong competition for highly qualified
labour

Maatwerk voor morgen, ministerie
van OC&W, 1999 and Maatwerk 2,
ministerie van OC&W, 2000 and
2001, an integrated policy approach
to make the education employment
market more demand driven and
allow for a more open and diverse
system for the supply of teachers

A Unemployment rates vary
according to region and
subject matter

Predicted shortages (unevenly
distributed depending on the subjects)

Surplus: demographic trends (declining
birth rates). Despite high unemployment
rates in some subjects, the teaching
profession is still very attractive to young
people

Shortage: top-heavy age pyramid of
teaching profession

Early retirement policies for civil
servants to reduce teacher
unemployment; ongoing campaigns
not to take up teaching
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Type of
teacher surplus

Type of
teacher shortage Explanatory factors

Policy measures (adopted or
under discussion) with regard
to teacher supply and demand

P There is a surplus of
secondary level teachers in
most subjects

FIN Difficulty in finding qualified teachers for
short-term substitute positions

Some predicted shortage in English,
mathematics, Finnish and Swedish
mother tongue instruction, computer
studies, music, visual arts

Anticipated high rate of retirement OPEPRO project final report
published in 2000 (increased annual
intake quotas for teacher training)

S The current shortage is concentrated in
mathematics and science. In the near
future, when many teachers reach
retirement age, shortages are expected
to extend to all subjects

Competitive job market

Proportion of teachers are not fully qualified

A certain proportion of qualified teachers
employed outside teaching after
graduation

UK
(E/W/NI)

Shortages in specific subjects including
design and technology, information
technology, mathematics, modern
foreign languages, music, religious
education and science. Also difficulties
in recruiting teachers in high cost areas,
for example London and the South East
of England

Competitive job market

Study conducted in 1999 on behalf of
School Teachers' Review Body cites
disincentives for potential recruits to the
teaching profession including poor career
development opportunities, poor
status/image in the community, poor pay
(both initial salary levels and future
earnings), disruptive pupils, too high
administrative workload, cost of tuition
fees, relative attractiveness of different
sectors

1998 Green Paper, Teachers:
Meeting the Challenge of Change
and 2001 Green Paper, Schools:
Building on Success, with wide-
ranging measures to improve and
support the teaching profession,
including new and more flexible
routes into training and financial
incentives for trainees

UK (SC)
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Type of
teacher surplus

Type of
teacher shortage Explanatory factors

Policy measures (adopted or
under discussion) with regard
to teacher supply and demand

IS Shortages of professionally qualified
teachers: at national level, unqualified
teachers employed in vacant posts
represent 16% of total compulsory
school teaching staff

Social status of teaching profession has
been poor compared to other professions
and qualified teachers have moved to
better paid jobs

Peer review group established in
1998 by Ministry of Culture and
Education to estimate teaching
needs to 2010

LI From 1999, the officially
announced teacher demand
by municipalities was less
than the numbers of newly
employed teachers

Demographic trends (decreasing birth
rate and decrease of proportion of
teachers at retirement age)

NO Predicted surplus of
teachers after c. 2005

Shortage of formally qualified teachers
is expected to last until the middle of the
decade

Surplus: demographic trends

Shortage : retirement rates (top heavy
age pyramid)

BG (:)
CZ A substantial proportion of teacher

training graduates do not go on to teach
but use their skills in other sectors

Teachers' salaries not comparable with
similarly qualified specialists in the private
sector

White Paper published February
2001: The National Programme of
Education Development in the Czech
Republic (improve salary levels for
teachers)

EE Teachers of Estonian as the second
language for Russian-speaking schools;
specialist teachers

Poor pay; not very high social status in
community; newly graduated teachers do
not apply for teacher positions; some
regions are not attractive for
living/working
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Type of
teacher surplus

Type of
teacher shortage Explanatory factors

Policy measures (adopted or
under discussion) with regard
to teacher supply and demand

CY Teacher surplus at secondary
school level

Teaching enjoys high status and job
security with set of fringe and retirement
benefits

LV Only about half of all graduates assume
teaching posts in schools; in the job
market the professional training
teachers receive is well regarded

Low salary level, decrease of professional
status and morale and growing number of
serving teachers close to retirement

LT In 1999, the officially
announced teacher demand
by municipalities was less
than the number of newly
employed teachers

Shortages in foreign languages, ICT,
civic and political science

Surplus: demographic factors (decreasing
birth rate and decrease of proportion of
teachers at retirement age)

Working group set up in 1997 by
Ministry of Education and Science,
the labour exchange and higher
education institutions in order to
discuss future developments in
teacher supply and demand

HU Job opportunities are only
available to one third of
graduates due to
oversupply of labour force
among teachers. Excess
labour force in subjects of
Hungarian language and
literature and mathematics

Shortages in foreign languages and ICT

Relative shortage of young and male
teachers

Surplus: changes in curriculum

Shortage: newly graduated teachers with
communication, foreign language and ICT
skills find better paid jobs in private sector

MT Surplus of teachers of
Maltese

Shortages in ICT, science subjects,
mathematics

Shortage: private sector offers better
salaries

PL Shortages in English and German Private sector offers better salaries
RO Teacher surplus in big cities Shortages in foreign languages and ICT

In 1998/99 non-qualified teachers
represented 22 % of the total number of
teachers

Surplus: decrease in number of pupils

Shortage: low levels of salaries and
under-financing of education

Bonuses offered for relocation in
rural areas and retraining for other
subjects

SI Surplus (resolved through
substitute employment and
employment in after-school
classes)

Shortages in foreign languages,
mathematics and music

SK Significant majority of graduates do not
enter the teaching profession

Low levels of salaries (continue to
decrease relative to average salaries)
and under-financing of education
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ANNEXE 3 
LEVEL OF EDUCATION COVERED BY THE STUDY:

FULL-TIME GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

LEVEL OF FULL-TIME COMPULSORY EDUCATION (1)
Except for B, F, NL, A, UK (E/W/NI)

POST-COMPULSORY

SINGLE STRUCTURE
First years Final years or stage

PRIMARY EDUCATION LOWER SECONDARY UPPER SECONDARY

B fr ENSEIGNEMENT PRIMAIRE SECONDAIRE DE TRANSITION GÉNÉRAL

first 2 years last 4 years

B de PRIMARUNTERRICHT ALLGEMEINBILDENDER ÜBERGANGSUNTERRICHT

first 2 years last 4 years

B nl LAGER ONDERWIJS ALGEMEEN SECUNDAIR ONDERWIJS

first 2 years last 4 years

DK FOLKESKOLE HF
first 6 years last 3 years GYMNASIUM

HHX
HTX

D GRUNDSCHULE GYMNASIUM
GESAMTSCHULE

REALSCHULE
SCHULARTEN MIT MEHREREN

BILDUNGSGÄNGEN
HAUPTSCHULE

GYMNASIALE OBERSTUFE
BERUFLICHES GYMNASIUM

FACHGYMNASIUM
GESAMTSCHULE

EL DIMOTIKO SCHOLEIO GYMNASIO ENIAIO LYKEIO

E EDUCACIÓN PRIMARIA EDUCACIÓN SECUNDARIA
OBLIGATORIA

BACHILLERATO

F ÉCOLE ÉLÉMENTAIRE COLLÈGE LYCÉE GÉNÉRAL ET TECHNOLOGIQUE

IRL PRIMARY SCHOOL SECONDARY/VOCATIONAL/COMPREHENSIVE SCHOOL
COMMUNITY SCHOOL AND COLLEGE

first 3 years last 2/3 years

I SCUOLA PRIMARIA SCUOLA MEDIA SCUOLA SECONDARIA SUPERIORE

L ENSEIGNEMENT PRIMAIRE LYCÉE GÉNÉRAL

first 3 years last 4 years

NL BASISONDERWIJS VWO
first 3 years last 3 years

HAVO
first 3 years last 2 years

VMBO
first 2 years

A VOLKSSCHULE HAUPTSCHULE AHS (OBERSTUFE)
OBERSTUFENREALGYMNASIUM

ALLGEMEINBILDENDE HÖHERE SCHULE

first 4 years last 4 years

P ENSINO BÁSICO CURSOS GERAIS

(1st and 2nd stages) (3rd stage)

FIN PERUSOPETUS – GRUNDLÄGGANDE UTBILDNING LUKIO

first 6 years last 3 years GYMNASIUM

S GRUNDSKOLA GYMNASIESKOLA

first 6 years last 3 years

UK
(E/W/NI)

PRIMARY SCHOOL SECONDARY SCHOOL

first 3 years last 4 years

UK (SC) PRIMARY SCHOOL SECONDARY SCHOOL

first 4 years last 2 years

(1) Full-time compulsory education does not necessarily come to an end in all countries on completion
of lower secondary education and may continue for one or more years. This is the case in B, F, NL,
A (1 year), UK (E/W/NI) (2 years).
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ANNEXE 3 (continued)
LEVEL OF EDUCATION COVERED BY THE STUDY:

FULL-TIME GENERAL LOWER SECONDARY EDUCATION (ISCED 2A), 2000/01

LEVEL OF FULL-TIME COMPULSORY EDUCATION (2)
Except for BG, HU and SK

POST-COMPULSORY

SINGLE STRUCTURE
First years Final years or stage

PRIMARY EDUCATION LOWER SECONDARY UPPER SECONDARY

IS GRUNNSKÓLI MENNTASKÓLI
first 7 years last 3 years FJÖLBRAUTASKÓLI

LI PRIMARSCHULE OBERSCHULE
REALSCHULE

GYMNASIUMUNTERSTUFE

GYMNASIUMOBERSTUFE

NO GRUNNSKOLE VIDEREGÅENDE SKOLE
(1st and 2nd stages) (3rd stage)

BG NATCHALNO UTCHILISHTE PROGIMNAZIALNO UTCHILISHTE
GIMNAZIA

PROFILIRANA GIMNAZIA

CZ ZÁKLADNI ŠKOLA
last 4 years

GYMNÁZIUM
first 5 years first 4 years last 4 years

EE PÕHIKOOL GÜMNAASIUM
first 6 years last 3 years

CY DIMOTIKO SCHOLEIO GYMNASIO LYKEIO

LV PAMATIZGLĪTĪBA VIDĒJĀ IZGLĪTĪBA
first 4 years last 5 years

LT
PRADINĖ MOKYKLA

PAGRINDINĖ MOKYKLA
GIMNAZIJA

first 2 years

VIDURINĖ MOKYKLA
GIMNAZIJA

last 2 years

HU ALTALÁNOS ISKOLA
last 4 years

GIMNÁZIUM
first 4 years first 4 years last 4 years

MT PRIMARY SCHOOL JUNIOR LYCEUM
SECONDARYSCHOOL
BOYS’ GIRLS’ SCHOOL

JUNIOR COLLEGE
HIGHER SECONDARYSCHOOL

PL SZKOŁA PODSTAWOWA GIMNAZJUM
LICEUM OGÓLNOKSZTAŁCĄCE

LICEUM PROFILOWANE

RO ŞCOALĂ PRIMARĂ GIMNAZIU LICEU

SI OSNOVNA ŠOLA (8 YEARS)
first 4 years last 4 years GIMNAZIJA

OSNOVNA ŠOLA (9 YEARS)
first 6 years last 3 years

SK ZÁKLADNÁ ŠKOLA
last 5 years

GYMNÁZIUM
first 4 years first 4 years last 4 years

(2) Full-time compulsory education does not necessarily come to an end in all countries on completion
of lower secondary education and may continue for one or more years. This is the case in BG
(1 year), HU (4 years) and SK (1 year, Gymnázium 2 years).
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