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Preface 

 
 As the Director of the Institute for Public Administration at the University of Delaware, I 

am pleased to provide this report, Delaware Teacher and Administrator Supply and Demand 

Survey Analysis. Funded by the Delaware Department of Education (DOE), this report is the 

seventh in a series of analyses of teacher and, more lately, administrator demand and supply in 

Delaware. It reports the analysis of a survey of all 19 school district personnel directors and 

responses from several charter school personnel directors as a well as an analysis of data from 

the Delaware payroll system. 

 This report charts the trends of teacher and administrator hiring, difficult-to-fill positions, 

late hiring, perceptions of the quality of new teachers, and other factors important to the success 

of the state’s public schools.  As the significance of the role of teachers and administrative 

leaders becomes more apparent in Delaware, the importance of this series of studies increases.  

The Institute for Public Administration, part of UD’s College of Education & Public Policy, 

addresses the policy, planning, and management needs of its partners through the integration of 

applied research, professional development, and the education of tomorrow’s leaders. This study 

is an important part of this effort, as public education accounts for one-third of the state budget 

and is of great significance to the state economy and public. 

Jerome R. Lewis, Ph.D. 

Director, Institute for Public Administration 
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Executive Summary 
 
The 19 school districts in the state of Delaware reported hiring a total of 1,056 teachers 

for the 2008-09 school year. Personnel directors from each district were asked to complete an 

online survey asking for information on the number of new teacher hires, when personnel 

directors were notified of vacancies, when teachers were offered contracts, which teaching and 

non-teaching positions were difficult to fill, and the recruitment tools used. In addition to the 19 

school districts in Delaware, this year’s survey was also distributed to the 18 charter schools in 

the state. All 19 school districts and 11 charter schools responded to the survey. To supplement 

the personnel director survey, payroll-record data on teacher characteristics and mobility were 

provided by the Delaware Department of Education (DOE).  

In 2008-09, late hiring of teachers was more prevalent than it had been during the past 

two years. This year, 61 percent of the teachers hired were hired in August or later. Last year, 

50.8 percent were hired late, compared to 44.8 percent two years ago. Thus, there has been a 

substantial increase of late teacher hiring over the past three years, edging toward the level of 69 

percent in 2004-2005. Of the new hires, 376 were on temporary contracts this year. This is an 

increase from 290 last year (2007-08) and 309 two years ago. A further sign of late hiring for the 

2008-09 school year was the precipitous drop in early letters of intent to hire—from 219 to 70, 

one-third of last year’s number.  

As in previous years, retirements accounted for only about one-quarter (28.1%) of 

reasons for teacher vacancies; the remaining three-quarters of the vacancies reported were due to 

many reasons, including taking a position in another Delaware school district or one outside the 

state, relocating with family, and a few because of dismissal, position elimination or “reduction 

in force” (RIF), or illness or death. Last year one-third of the vacancies were reported as being 

due to retirement. 
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In comparison to last year, there was a decrease in the percentage of districts reporting a 

major difficulty in filling teacher positions in all subject areas but one—high school science. 

This year, the most difficult positions to fill were high school math, high school science, and 

foreign languages. According to district respondents, this year the main reason for teacher 

shortages was a lack of number of teacher candidates in particular areas. Responses indicate a 

slightly more positive view of teacher preparation this year than last. Last year three personnel 

directors (15.8%) reported teachers were better prepared, 14 (73.7%) reported teachers were as 

prepared, and two (10.5%) felt teachers were less prepared than in previous years. This year five 

personnel directors (26.3%) reported that teachers were better prepared than in prior years, 13 

(68.4%) reported that teachers were as prepared as they had been in prior years, and no one 

reported teachers were less prepared than previously. (One did not respond, since the district did 

not hire any teachers.)  

District personnel directors reported that 49 Alternative Routes to Certification (ARTC) 

teachers were hired this year, almost an identical number to last year and eight more than two 

years ago. 

The recruitment tool with greatest use among school districts were district websites, with 

14 of 19 districts (73.7%) utilizing this tool.  This year, however, districts reported a decrease in 

the usage of many recruitment tools that had been popular in previous years. The second most 

widely used recruitment tool was UD Project Search (68.4%); last year 84.2 percent of districts 

utilized this tool, and 89.5 percent of districts used it two years ago. One recruitment tool—

participating in recruitment trips and fairs to neighboring states—went from being reported by 

almost half (47.4%) the districts as being greatly used to a single district reporting it so this year.  

Despite 11 districts having early-notification-incentive programs, this year witnessed 

later notification of teacher vacancies than last year. Last year districts received notification in 
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August resulting in 121 vacancies, while this year August notification resulted in 205 vacancies. 

While the instances of teachers reneging on acceptances of job offers decreased this year (21 this 

year and 36 last year), the number of districts reporting contractual hindrances that delayed 

teacher hiring increased from 52.6 percent to 63.2 percent. Nine of these 12 districts reported 

having attempted to address contract issues during their latest negotiations.  

Many districts have reported changes in their teacher recruitment and hiring policies and 

experiences over past year due to the impact of the economy. Sixteen of the 19 districts (84.2%) 

have curtailed out-of-state teacher-recruitment efforts. Fifteen of the 19 districts (78.9%) report 

that their teacher applicant pool is expanding and that experienced teachers are delaying their 

notification of retirement. More than half of all districts reported having given no or limited local 

salary increases and that they are hiring teachers later in the year because of September 30 count 

concerns. More than one-third of the districts (36.8%) RIF’d teachers this past year. However, 

few districts (26.3%) have curtailed offering contracts at UD Project Search.  

For a third year, the survey included questions regarding administrator demand and 

supply to gauge Delaware’s ability to fill administrative positions. The data indicate that much 

activity in the state is focused on school-administrator recruitment, retention, and preparation. 

Districts had five times more qualified applicants than vacancies and did not report major 

problems in filling 57 administrator positions. However, only four administrators were newly 

hired from out of state. Half of the reasons for administrator vacancies were reported as being 

due to retirement. As in the previous several years, almost three-quarters of the districts reported 

major difficulty in hiring speech pathologists. 

Given the financial turmoil in the past year, it was expected that districts would face 

challenges that could well change their recruitment-and-retention circumstances and actions. 

Indeed, the analysis of the survey results above indicate many changes in teacher and 
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administrator recruitment and retention this year, including indicators of late hiring (more 

teachers hired in August or later), more temporary contracts (often for those hired after the first 

day of school), and fewer early letters of intent (especially early in the hiring process). Districts 

also reported fewer hiring difficulties, and there was a small increase in their positive view of 

new teacher preparation. Districts also noted later notification of teacher vacancies and less 

contract jumping by new teacher hires. And districts clearly changed their level and type of 

activity in recruitment strategies; for example, only one district reported much use of attending 

recruitment events out of state this year. 

The 11 charter school representatives who responded presented a relatively positive 

picture of their hiring for the 2008-2009 school year. They were positive about the preparation of 

the new teachers they hired, had few unfilled positions, and report less impacts of the difficult 

economy than their school-district counterparts. However, charters still faced problems. They 

hired teachers late, had to deal with new teachers breaking their commitments late in the hiring 

process, and judged finding qualified speech pathologists as problematic. Unlike school districts, 

charters are likely to create their own teacher vacancies by dismissing teachers, view low salaries 

as their major recruitment obstacle, and use traditional print-recruitment means rather than rely 

as much on the Web or out-of-state recruitment trips. In the end, through, they agree with their 

school-district peers on how to upgrade teacher recruitment and retention. 

This year’s survey included a new question based upon Governor Jack Markell’s 

inaugural speech. In his 2009 inaugural speech, Governor Markell stated, “We will retain, 

recruit, and train the best teachers in America….” Districts were presented with a list of actions 

and were asked to indicate how helpful toward Governor Markell’s goal for Delaware they think 

each action would be. Fifteen of the 19 school districts (78.9%) feel that expanding teacher-

education programs at Delaware universities in critical needs areas would be very helpful toward 
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accomplishing this goal. Eleven of 19 districts (57.9%) believe that refocusing school leadership 

on instructional quality and high-quality teaching and learning conditions would be very helpful 

towards accomplishing this goal. Ten of the 19 districts (52.6%) feel that improving the teacher-

licensing system by giving school districts more flexibility to decide what classes teachers need 

to take to earn and renew their licenses would be very helpful.  

Analysis of the DOE payroll data indicates that teachers at the lowest level of experience 

continue to leave the state teaching force, but this trend abated to some degree this year. Thus, 

27.3 percent of teachers who left in the past year did so with five or fewer years of experience in 

Delaware. This percentage is lower than last year’s 40.8 percent and is slightly lower than two 

years ago (33.8%). The reasons for this decrease are unclear. Overall teacher attrition increased 

from 9.9 percent last year to 10.5 percent this year. 



2009 Delaware Teacher and Administrator Supply and Demand Survey Analysis   
 

6 

Introduction 

 For the 2008-09 school year, the 19 public school districts throughout the state of 

Delaware reported hiring a total of 1,056 teachers. The personnel directors from each district 

were asked to complete an online survey requesting information on the number of new hires, 

when personnel directors were notified of vacancies, when teachers were offered contracts, 

which teaching and non-teaching positions were difficult to fill, and recruitment tools used. All 

of the districts completed the survey. In addition to the 19 school districts in the state, this year’s 

survey was also distributed to the 18 charter schools in Delaware. Of the 18 charters, 11 

responded to the survey. For a third year, the survey also included questions concerning 

administrator supply to gauge Delaware’s personnel directors’ ability to fill administrative 

positions.  

This year’s survey, the seventh in an annual series, was administered through the 

Delaware Department of Education DEEDS website. The project was conducted through the 

Institute for Public Administration (IPA) within the College of Education & Public Policy at the 

University of Delaware. The Teacher and Administrator Supply Survey from 2007-08 was 

analyzed and redesigned in conjunction with Dr. Wayne Barton, Director of Professional 

Accountability at the Delaware Department of Education (DOE), as well as consultation with 

various DOE, school district, charter school representatives, and University of Delaware 

personnel knowledgeable about teacher recruitment and retention. The survey was posted on the 

DEEDS website from March 25, 2009, to May 22, 2009. 

The reader should note that this report is based upon subjective and objective data. The 

DOE payroll data are relatively objective and accurate. While there are some issues with 

reporting teaching experience for new teachers, generally the personnel records are valid. The 

survey responses from the district and charter personnel directors include some objective 
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information, such as the number of new teachers hired for fall 2008, but also include more 

subjective responses, such as the personnel director’s view of the preparation of new teachers 

and the utility of various recruitment activities. Admittedly, sometimes it is difficult to ascertain 

to what extent changes in responses from year to year are due to changes in directors (two new 

school district personnel directors completed the form this year), local circumstances, and 

statewide trends. When possible, we report five-year trends on major indicators and focus on 

changes from the previous year throughout the report.  
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School District Personnel Director Survey Results 

 The analysis of the results of the survey of the 19 personnel directors reflect the findings 

about teacher hiring, critical-needs areas, non-teacher hiring, and recruitment strategies over the 

past five years. The first section of the report contains the results of the Teacher and 

Administrator Supply Survey. The data in the text and tables are reported as the percentage of 

districts answering a question in a particular way. For example, if 12 of the 19 district personnel 

directors reported a response was a “major problem” related to teacher shortages in their district, 

the percentage of districts offering this response is indicated as 63.2 percent.  

Teacher Hiring 

 Personnel directors report that a total of 1,056 teachers were hired by the 19 school 

districts for the 2008-09 academic year, including 680 teachers on regular and 376 hires on 

temporary contracts. This includes 214 teachers changing districts within the state, as reported in 

the DOE Payroll Data Results section below. The hiring dates of 620 of the 680 new teachers on 

regular contracts were reported (Figure 1a and Table 1).   

 Late hiring of teachers is higher than the past two years. This year, 61 percent of the 

teachers hired were hired in August or later (Figure 1b). Last year, 50.8 percent were hired late, 

compared to 44.8 percent two years ago. Thus, there has been a substantial increase in late 

teacher hiring over the past three years. 

 The month with the most reported hires remains August (272 hires), followed by July 

(122 hires) and June (75 hires). This year, 45 teachers were hired in May or earlier. This year’s 

monthly hiring pattern mimics last year’s. Last year, the month with the most reported hires was 

also August (199 hires), followed by July (107 hires) and June (77 hires). Last year, 113 teachers 

were hired in May or earlier, over twice as many as this year. 
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Figure 1a.
Month that Teacher Contract was Agreed Upon:  Five-Year Comparison

Figure 1b.
Percent of Teachers Hired August or Later:  Five-Year Comparison
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 Twelve districts provided letters of intent to some of their recruits before actually issuing 

contracts, thus notifying these new teachers earlier of their new positions. There were 365 letters 

of intent issued by these 12 school districts in the year 2008-09. During the months of April, 

May, and June, however, only 70 letters of intent (19.2%) were issued. By comparison, in 2007-

08 there were 219 letters of intent issued by five school districts, of which 37.9 percent of letters 

were issued in April, May, and June. Thus, a further sign of late hiring for the 2008-09 school 

year was the precipitous drop in early letters of intent from 219 to 70—one-third of last 

year’s number. 

Between March and May, when the survey was distributed and completed, personnel 

directors reported a total of 20 unfilled teaching positions in the state. Unfilled positions include: 

elementary (4), science (4), special education (3), math (3), Spanish (2), school psychologist, 

library media, middle school English language arts, and gifted and talented. The number of 

reported unfilled positions is three higher than last year. This year the survey also requested 

information on the type and number of emergency certificates requested. School district 

personnel directors reported a total of 149 such requests. The most mentioned fields were science 

(9 districts), special education (8 districts), and math (5 districts). 

There were also 49 Alternative Routes to Certification teachers hired for 2008-09. This 

was two more than were reported last year and is eight more than two years ago. 

 Of the new hires, 376 were on temporary contracts this year. This is an increase 

from 290 last year (2007-08) and 309 two years ago. The most common reason indicated for 

temporary contracts was hiring after the first student day of school; eight of the 19 school 

districts (42.1%) indicated it as a major reason, and two of the 19 school districts (10.5%) 

indicated it as a moderate reason. Eight of the 17 districts indicated they used temporary 

contracts because they hired after the opening of the school year, which accounts for 128 
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 teachers hired on temporary contracts. 

 Another reason indicated for temporary contracts was temporary needs such as 

pregnancy, illness, and sabbaticals; four of the 19 school districts (21%) indicated it as a major 

reason, and seven out of 19 districts (36.8%) indicated it as a moderate reason. Seven of the 19 

school districts (36.8%) indicated uncertainty of the September 30 count, and four of the districts 

indicated that teachers were not yet “highly qualified” or “certified” as reasoning for temporary 

contracts.  

These results, hiring in August or later, fewer letters of intent in April and May, and 

teachers hired on more temporary contracts, indicate backsliding on efforts to hire teachers early 

rather than late in the hiring process. The reasons for this will become clear in the results 

reported below. 

Teacher Shortages 

 Teacher shortages continue to exist in several areas. In comparison to last year, 

however, there is a decrease in the percentage of districts reporting a major difficulty in 

filling all subject areas but one—high school science (Figure 2 and Table 2). This year, the 

most difficult positions to fill were high school math, high school science, and foreign languages.  

While difficulty in filling high school math positions has decreased from last year, 

high school math was the most difficult position to fill this year. Twelve out of 19 districts 

(63.2%) reported that high school math positions were very difficult to fill. Last year, districts 

reported similar difficulty in high school math; 14 of the 19 districts (73.7%) reported great 

difficulty. This year personnel directors indicated they had less difficulty filling special-

education positions than in prior years. This year, six of the 19 districts (31.6%) reported that 

teachers in this area were difficult to hire. This was a very significant decrease from 2007-08, 

where 17 out of 19 districts (89.5%) reported difficulty filling special-education positions. 
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Figure 2.
Percent of Districts Indicating Major Difficulty in Filling Teaching Positions by Subject
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Personnel directors also reported less difficulty in filling Bilingual/ESOL positions. This year, 

five of the 19 districts (26.3%) reported that Bilingual/ESOL positions were very difficult to fill. 

Last year, ten of the 19 districts (52.6%) denoted bilingual teaching positions as very difficult to 

fill, and two years ago seven of the 19 districts (47.4%) indicated that Bilingual/ESOL teaching 

positions were difficult to fill. 

On the opposite end of the spectrum, districts reported ease in hiring elementary-

education, physical-education, and social-science teachers. Hiring in all of these areas was 

similar to that reported for 2007-08.  Fourteen of the 19 districts (73.7%) reported no difficulty in 

hiring elementary and physical education teachers. Similarly, social-science (68.4%) positions 

were not viewed as difficult to hire by two-thirds (68.4%) of the districts. 

Teacher Preparation 

 Personnel directors were asked about how prepared they felt their new teachers were this 

year. Overall, five personnel directors (26.3%) reported that teachers were better prepared than in 

prior years, and 13 personnel directors (68.4%) reported that teachers were as prepared as they 

had been in prior years (Figure 3 and Table 3). One personnel director responded “not 

applicable” because his/her district did not hire any teachers this year. These responses indicate a 

slightly more positive view of teacher preparation this year than last year, when three directors 

(15.8%) reported teachers were better prepared and 14 personnel directors reported teachers were 

as prepared as they had been in previous years. Last year, two of the districts felt that teachers 

were less prepared than in prior years. 

 Gauging the perceived, absolute quality of new teachers, two personnel directors (10.5%) 

reported that teachers were all highly prepared. Twelve personnel directors (63.2%) reported that 

almost all were highly prepared, two (10.5%) reported that more than half were highly prepared, 

and two (10.5%) reported that half were highly prepared. These results suggest a small 



2009 Delaware Teacher and Administrator Supply Survey Analysis 14

Figure 3.
Comparison of Qualifications of Recent Teacher Hires to Those of Previous Years (Assessment
by Percent of Districts)
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perceived improvement in new teacher preparation. Last year, two personnel directors (10.5%) 

reported that teachers were all highly prepared, ten (52.6%) reported that almost all were highly 

prepared, five (26.3%) reported that more than half were highly prepared, and two (10.5%) 

reported that half were highly prepared.   

Reasons for Teacher Shortages  

 According to the district respondents, this year the main reason for teacher 

shortages was a lack of number of teacher candidates in particular areas (Figure 4 and 

Table 4). Twelve out of the 19 districts (63.2%) reported that a lack of number of teacher 

candidates in specific areas was the main reason for teacher shortages. This is a decrease from 

2007-08 where 14 out of 19 districts (73.7%) selected this reason. The second most common 

reason was a lack of qualified candidates in particular areas; 11 out of 19 districts (57.9%) 

denoted this as a major problem, also two fewer than last year. 

Vacancies 

 The reasons teachers left districts this year, as reported by district personnel directors, 

were specified for 605 of 808 (74.9%) vacancies reported. Last year, 476 out of 771 vacancies 

were reported (61.7%). Of the 605 reported reasons for teachers leaving, responses varied. 

According to district personnel, 170 teachers (28.1%) for whom they reported a reason for 

leaving left because they were retiring (Figure 5 and Table 5). Additional reasons for teachers 

leaving were as follows:  

• Left to take a position in another Delaware school district (N=51) 

• Left to take a position in another district outside of Delaware (N=31) 

• Left to relocate with family (N=19) 

• Left for family/personal reasons (N=15) 

• Left because they were dismissed (N=9) 
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Figure 4.
Five-Year Comparison of Percent of Districts Indicating a Major Problem in Teacher Shortages
due to…
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Figure 5.
Reasons for Teachers Leaving

(N=605)
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• Left because they were RIF’d (N=4) 

• Left to take a position at a charter school (N=3) 

• Left because of illness/death (N=2) 

• Other known reasons for leaving (N=53) 

Eleven of the 19 districts (57.9%) offer incentives for early notification of plans to retire. 

Many of the districts offer financial incentives for employees giving early retirement 

notifications. Three districts reported that they offer employees $50 for each consecutive year of 

service to the district.  Three districts offer employees $500 if they give their retirement notice 

by a given date.  One district offers sick leave payoffs to retiring employees.  

In order to understand the reasons for vacancies and determine the gap between finding 

out about vacancies and hiring, personnel directors were asked to indicate when they learned 

about the vacancies. They were asked to provide the number of vacancies learned about within a 

given time period, starting with October 2007 or earlier and continuing month-by-month until 

September 2008. This provided information on when vacancies were reported for the 808 

vacancies reported for the 2008-09 academic year. Only 21.2 percent of teacher vacancies were 

reported by April 2008 or earlier, slightly less than the 27 percent last April (Table 6). The 

largest number of vacancies (205) was reported in August 2008, followed by July 2008 (175).  

The vacancies reported this year were learned of much later than last year, when only 121 

vacancies were reported in August.  

Teacher-Hiring Problems  

 This year, 63.2 percent of school districts (12 of 19) reported contractual barriers or 

hindrances that delayed them from offering a contract to a teacher. This is an increase from last 

year, when 52.6 percent of the districts reported facing difficulties related to this issue. Seven of 

the 19 school districts specifically identified transfer clauses as a contractual hindrance. Two 
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school districts reported that they needed to go through RIF’ing and displacements prior to 

offering positions to external candidates. Contractual barriers or hindrances that delayed contract 

offerings were reported as follows: 

• Budget issues 

• Contract language and salary negotiations 

• Required to put teachers on temporary contract if hired after the first student day 

• The District and local education association worked together through a MOU to expedite 

hiring. 

• The unknown nature of the state budget made us delay some contract offers. 

Three years ago, an additional question was added to the survey to determine whether 

personnel directors tried to renegotiate these contractual barriers in the last collective bargaining 

negotiations. Of the 12 districts that reported contractual barriers, nine tried to renegotiate 

their contract at their last collective-bargaining negotiations (75%), indicating that districts 

are not only aware of these contractual problems, but they are trying to address them. 

Eight of the 19 districts (42.1%) report that they administer an exit survey to teachers who 

leave the district. Last year, 11 of the 19 districts (57.9%) reported using an exit survey. This 

year, the most common type of contract used is a specific-assignment contract. Fourteen of the 

19 districts (73.7%) use a specific-assignment contract, while five of the 19 districts (26.3%) 

have open contracts. Last year, 11 of the 19 districts (57.9%) offered candidates open contracts 

and eight of the 19 districts (42.1%) had specific assignment contracts.  

Personnel directors are understandably frustrated when teachers agree to a contract and then 

leave for another district or position. However, they reported far less such behavior this year than 

last. In 2008-09, 21 teachers who were offered and then accepted a position later chose to take a 

position in another Delaware school district, 13 chose to take an out-of-state teaching position; 
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three decided to remain in their current position, and two decided not to teach. This year 

represents a large decrease in teachers accepting a position and later choosing a position in 

another Delaware school district. Last year, 36 teachers who were offered and accepted a 

position later chose to take a position in another Delaware school district. In addition, 26 

teachers chose to take an out-of-state teaching position, and five teachers decided not to teach. 

Non-teaching Position Shortages 

 The non-teaching position viewed as hardest to fill by personnel administrators for 

the 2008-09 school year was that of speech therapist (Figure 6 and Table 7). This is the 

same finding for the fourth consecutive year. Fourteen out of the 19 districts (73.7%) reported 

hiring speech therapists as very difficult, and 13 (69.4%) indicated speech therapists as the most 

difficult non-teaching position to fill. A majority of the districts (52.6%) reported that it was very 

difficult to hire guidance counselors, and two (10.5%) indicated that guidance counselor 

positions were moderately difficult to fill. 

 Personnel directors expected similar problems to persist in hiring for the upcoming 

school year. The most common problem noted centered on finding speech pathologists. Several  

personnel directors expressed concern that it is becoming more difficult to find qualified and 

experienced speech pathologists. Another personnel director felt that there will continue to be a 

shortage of language therapists primarily because many universities are not offering that program 

and private industry is competing with educational systems for people with those skills.  

Recruitment Tools  

 In order to find good teachers, it is necessary for personnel directors to use effective 

recruitment tools. Personnel directors were asked what tools they used as well as the 

effectiveness of each tool. This year personnel directors were demonstrably less proactive in 

recruitment of teachers than last year. 
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Figure 6.
Percent of Districts Indicating Major Difficulty in Filling Non-Teaching Positions
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 The recruitment tool with greatest use among school districts was the district website, 

with 14 of 19 districts (73.7%) utilizing this tool (Figure 7a and Table 8). This year, there was a 

slight drop in the number of districts using their websites as a recruitment tool. Last year, 

89.4 percent of districts used their website for advertisement purposes and 84.2 percent for 

online applications; this year 73.7 percent advertised on their website, and 73.7 percent utilized 

their websites for online applications (Figure 7b).  

 This year districts reported a decrease in the usage of many recruitment tools that had 

been popular in previous years. The second most widely used recruitment tool was UD Project 

Search (68.4%); last year 84.2 percent of districts utilized this tool, and 89.5 percent of districts 

used it two years ago. One recruitment tool—participating in recruitment trips and fairs to 

neighboring states—went from almost half the districts (47.4%) greatly using the tool last 

year to a single district (5.3%) using it this year greatly to recruit.  Personnel directors in 12 

districts reported a total of 32 recruitment trips to neighboring states, and ten trips to non- 

neighboring states were reported by six districts. Ten districts reported hiring a total of 49 of 

their student teachers this year.  

Resources for Personnel Recruitment 

 This year’s survey included questions gauging the priority of administrator and teacher 

recruitment and retention. Administrator recruitment was the highest priority for three of the 19 

districts (15.8%) and a high priority for five districts (26.3%). Administrator retention was the 

highest priority for one district (5.3%) and a high priority for 13 districts (68.4%). 

Comparatively, last year, administrator retention was the highest priority for seven of the 19 

school districts (36.8%) and a high priority for seven districts (36.8%). This year, teacher 

recruitment was the highest priority for five of the 19 districts (26.3%) and a high priority for 

eight districts (42.1%). Teacher retention was the highest priority for five of the 19 districts 



Figure 7a.
Percent of Districts Reporting Great Use of Recruitment Tools: 2008–09

Figure 7b.
Percent of Districts Reporting Great Use of Recruitment Tools:  Five-Year Comparison
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(26.3%) and a high priority for 11 districts (57.9%). Teacher recruitment and retention 

remains a higher priority than administrator recruitment and retention, but personnel 

directors report the both have decreased as priorities from last year.  

 Because recruitment is a substantial part of the personnel director’s position, a specific 

recruitment budget may be allocated to help with organization and support. Fifteen of the 19 

districts (78.9%) have a budget set aside specifically for the purpose of recruitment. Last year, 

almost two-thirds (63.2%) of the districts (N=12) denoted having a budget set aside for these 

purposes. There is a slight discrepancy between districts reporting a budget set aside and those 

providing a budget amount. Among the seventeen districts providing an amount, there was a 

great variation in the size of the budget. The ranges of the amounts:  

• 0 to $5,000 (11 districts) 

• $5,001-10,000 (2 districts) 

• $10,001-15,000 (4 districts) 

• $15,000-20,000 (2 districts) 

Four districts reported having no specific recruitment budget; last year six districts reported 

having no specific recruitment budget. Thus, there has been movement toward establishing 

budgets for teacher recruitment and retention in more Delaware districts this year. 

Administrator Hiring  

 Personnel directors were asked questions concerning availability of positions, vacancies, 

and qualifications of administrator applicants. Personnel directors reported that a total of 57 

school administrators were hired for the 2008-09 academic year. Based on the responses, five of 

the administrative positions filled were new hires. Twenty-three of the administrative positions 

filled replaced an incumbent administrator. (It is not clear why the two categories do not total 57 

positions.) Forty-five of the administrators hired were from inside the school district, eight of 
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those hired were from Delaware but outside the school district, and four were hired from out-of-

state. Thus, the vast majority of administrators (93%) were hired from within the state 

(Figure 8 and Table 9). 

 A portion of the survey asked personnel directors how their new administrators were 

prepared for their positions. Sixteen (28.1%) of the hired administrators participated in a school 

district’s succession-planning program to prepare and develop administrators. Two of the 57 

hired administrators (3.5%) had participated in a university internship program where they had 

worked in a school district with a mentoring principal. Ten of the 19 districts (52.6%) indicated 

that they have their own program to prepare and develop administrators.  

Twelve of the 19 districts (63.2%) also stated that they have a program to support new 

principals during the induction stage (years 1-3). These results indicate that a good deal of 

activity among school districts in the state is focused on school administrator recruitment, 

preparation, and retention. 

The personnel directors of the 19 school districts reported the reasons for 28 

administrator vacancies for the 2008-09 school year. The most common reason for an 

administrator vacancy was retirement; half of vacancies were attributed to this factor. Other 

reasons for administrators leaving include: took a position in another Delaware school district 

(3); were RIF’d (4); illness/death (1); do not know (1); and other known reasons for leaving (5) 

(Figure 9 and Table 10).  

School districts reported receiving a total of 687 applications for administrative positions 

for the 2008-09 school year. Personnel directors deemed only 280 applicants (41%) as qualified 

for the administrative positions; however, these 280 applicants were five times the number of 

administrator positions to be filled. Thus, it is not surprising that district personnel directors lack 

immediate concerns about administrator hiring. Only 52.6 percent of districts anticipate a future 
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Figure 8.
Sources of Recently Hired District Administrators

(N=57)

Figure 9.
Reasons for District Administrator Vacancies

(N=28)
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need for administrators. 

Given the increasing significance that the retirement of the baby boomers will play and 

the current financial stresses on school districts, the survey included questions on whether the 

districts project future needs for teachers and administrators. The results indicate that 89.5 

percent of the districts (17 of 19) do conduct teacher projections, but the variety of approaches 

briefly described was quite great.  Personnel directors reported basing teacher needs on projected 

(1) student enrollments and unit counts, (2) retirements and resignations, (3) new houses to be 

built in the district, and (4) program offerings. Projections of the need for administrators, which 

were done in ten of the districts (52.6%), were based primarily on projected changes in student 

enrollment and retirements. 

Given the financial turmoil in the past year, it was expected that districts would face 

challenges that could well change their recruitment and retention circumstances and actions. 

Indeed, the analysis of the survey results above indicates many changes in teacher and 

administrator recruitment and retention this year, including indicators of late hiring (more 

teachers hired in August or later), more temporary contracts (often for those hired after the first 

day of school), and fewer early letters of intent (especially early in the hiring process). Districts 

also reported fewer hiring difficulties, and there was a small increase in their positive judgment 

of new teacher preparation. Districts also noted later notification of teacher vacancies and less 

contract jumping by new teacher hires. And districts clearly changed their level and type of 

activity in recruitment strategies; for example, only one district reported much use of attending 

recruitment events out of state this year. Anticipating the possibility of results such as these, a 

question was included in the survey instrument to explicitly gauge changes that could result from 

our troubled economy. 

Many districts have reported changes in their teacher recruitment and hiring 
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policies and experiences over the past year due to the impact of the economy. Sixteen of the 

19 districts (84.2%) have curtailed out-of-state teacher recruitment efforts (Table 11). 

Fifteen of the 19 districts (78.9%) report that their teacher-applicant pool is expanding and 

that experienced teachers are delaying their notification of retirement. More than half of 

all districts report no or limited local salary increases and that they are hiring teachers 

later in the year because of September 30 count concerns. More than one-third of the 

districts (36.8%) have RIF’d teachers this past year. However, few districts (26.3%) have 

curtailed offering contracts at the UD Project Search.  

This year’s survey included a new question based upon Governor Jack Markell’s 

inaugural speech. In his 2009 inaugural speech, Governor Markell stated, “We will retain, 

recruit, and train the best teachers in America….” Districts were presented with a list of actions 

and were asked to indicate how helpful toward Governor Markell’s goal for Delaware they think 

each action would be. Fifteen of the 19 school districts (78.9%) feel that expanding teacher-

education programs at Delaware universities in critical needs areas would be very helpful toward 

accomplishing this goal (Table 12). Eleven of 19 districts (57.9%) believe that refocusing school 

leadership on instructional quality and high-quality teaching and learning conditions would be 

very helpful towards accomplishing this goal. Ten of the 19 districts (52.6%) feel that improving 

the teacher-licensing system by giving school districts more flexibility to decide what classes 

teachers need to take to earn and renew their licenses would be very helpful.  

Receiving the strong support of just under a majority of district personnel directors were 

ideas to provide higher salaries for teachers in critical-needs areas such as math and science 

(47.4%), prohibit newly hired teachers from “jumping” contracts within the state after July 1 

(47.4%), expand the Alternative Routes to Certification program in Delaware (42.1%), and 

create an adjunct certification to allow individuals with recognized expertise and experience in 
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high-needs disciplines to work part time (47.4%). Two actions received limited support: 

consolidate and expand statewide teacher-recruitment efforts (26.3%) and provide a relocation 

bonus for teachers new to a district if they promise to stay for at least three years (36.8%). 

Although receiving some support, few of the 19 personnel directors thought bringing the Teach 

for America program to Delaware (0%), improving the New Delaware Teacher 

Mentoring/Induction Program (15.8%), ensuring no school has a majority of disadvantaged 

students (21.1%), and establishing statewide working-condition standards for areas such as 

scheduled planning time, instructional supplies, and professional development (10.5%) would be 

very helpful policies to upgrade teacher recruitment, retention, or training. 
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Charter School Personnel Director Survey Results 

Eleven of Delaware’s 18 charter schools completed this year’s survey. Responding 

charters included schools with varying grade configurations including early elementary through 

middle school and one K-12 charter. Almost all the responding charters served elementary 

school students. 

Teacher Hiring 

 The 11 charter schools reported hiring a total of 66 teachers for the 2008-09 academic 

year. Mirroring the late-hiring practices of school districts, the most frequent month for charter 

school hiring was August (60%). Charter school personnel directors reported that there were four 

teaching positions that remained unfilled as of the completion date of this survey. The unfilled 

positions include three elementary-education positions and one music position.  

Charter schools reported a limited use of letters of intent. They only issued three letters of 

intent in June. Charter schools only hired five teachers on temporary contracts. Three of the 11 

responding charter schools noted that temporary needs such as pregnancy, illnesses, and 

sabbaticals served as major reasons for temporary contracts.  

Teacher Shortages 

 For charter schools, hiring difficulties continue to exist in the critical-needs areas, but 

there is no consensus on the most difficult positions to fill.  Three schools felt that special-

education and reading positions were very difficult to fill. Foreign-language and elementary 

positions were most difficult to fill for two schools, but there was little agreement beyond that. 

Other areas viewed as most difficult to fill include music, reading, high school science, and 

business education. Two schools felt that middle school math, music, high school science, and 

technology positions were very difficult to fill.  
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Qualifications 

 The charter schools were asked to compare the qualifications of teachers hired in 2008-09 

with those of prior years. Charter school respondents were more positive than school district 

respondents with respect to new hires being more prepared than in previous years. Among 

the 11 charter school respondents, 45.5 percent reported that their hires were more prepared that 

in past years, 45.5 percent reported their hires were as prepared as prior years, and one charter 

school responded not applicable because their charter school did not hire any new teachers for 

the 2008-09 school year. In contrast, five school-district personnel directors (26.3%) reported 

that teachers were better prepared than in prior years, and 13 (68.4%) reported that teachers were 

as prepared as they had been in prior years.  

Reasons for Teacher Shortages 

 While the regular public school districts found that the lack of qualified applicants 

in particular areas was a major problem resulting in teacher shortages, the number one 

reported problem for charter schools was low salaries for both starting and experienced 

teachers. Of the 11 charter schools, 45.5 percent reported that low starting salaries and low 

salaries for experienced teachers was a major problem leading to teacher shortages. Only 15.8 

percent of school districts reported low starting salaries as a major problem, and 10.5 percent of 

school districts reported low salaries for experienced teachers as a major problem.  

Vacancies 

 There were a total of 59 vacancies reported by the 11 charter school respondents this 

year. The reasons for all of these vacancies were reported. Fourteen teachers left to take a 

position in a Delaware school district, while three took a position in a district outside of 

Delaware. Five teachers left to take a position at a charter school, three relocated with family; 17 

were dismissed, 11 left for personal/family reasons, two were RIF’d, one retired, one left for 
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other known reasons, and one teacher left for unknown reasons. Thus, teachers left charter 

schools for a variety of reasons. It is interesting to note that the number of dismissed 

teachers reported by the 11 charter schools (N=17) was twice the number reported by all 19 

school districts (N=9). 

 The survey data also indicate when the vacancies occurred. Data were reported for 53 of 

the 59 teacher vacancies. Charter schools were asked to indicate how many vacancies were 

reported each month. The largest number of vacancies was reported in June 2008 (14); which 

accounts for 26.4 percent of the total number of vacancies in charter schools. Indeed, a majority 

of vacancies were known by June or earlier. School-district personnel directors reported teacher 

vacancies later than the charter schools. The largest number of vacancies in school districts were 

reported in August 2008 (205), followed by July 2008 (175). Perhaps not surprisingly, none of 

the charter schools offer any incentive for early notifications of plans to retire. 

Teacher-Hiring Problems 

 One hiring problem charters faced was that some teacher candidates committed to work 

and then changed their minds. This is also a problem reported by the school districts. Six of the 

11 (54.5%) charter schools reported that some teacher candidates had committed to work in their 

charter school and then changed their minds between July and September. Of these teachers, 12 

took positions in Delaware and three took positions outside of Delaware. 

Non-Teaching Positions 

 Similar to the school-district findings, the most difficult non-teaching positions for 

charter schools to fill were speech-therapist positions. Three (27.3%) of the 11 charter schools 

reported that speech-therapist positions are the most difficult non-teaching position to fill. Two 

schools (18.2%) felt that central-office administrative positions were the most difficult to fill. 

Other positions viewed as most difficult to fill include nurses and elementary school principals.  
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Recruitment Tools 

 Personnel administrators of Delaware charter schools use various recruitment tools to 

find qualified teachers. The recruitment tool with the greatest use was online advertising through 

the charter school’s website (45.5%). This was also the most commonly used recruitment tool 

reported by school-district personnel directors. Print advertisements were also a good recruitment 

resource for charter schools, with 36.4 percent reporting great use of this tool. While 73.7 

percent of school districts report great use of the University of Delaware’s Project Search, this 

recruitment tool is only greatly used by 18.2 percent of charter schools.  

 Charter schools and school districts emphasize the use of recruitment tools 

differently. Charter schools do not use technology the same way that school districts do. 

While 73.7 percent of school districts use their district’s website to accept online applications, 

only 27.3 percent of charter schools do the same. Charter schools also had very little use of 

recruitment trips; 81.8 percent of charter schools reported that they did not utilize recruitment 

trips in neighboring states (N.J., Md., and Pa.), and 90.9 percent did not utilize recruitment trips 

in other states. Only 31.6 percent of school districts reported no use of recruitment trips in other 

states.  

Administrator Hiring 

 Charter schools were asked various questions concerning availability of positions, 

vacancies, and qualifications of applicants. Personnel directors of the state’s charter schools 

reported that five administrators were hired for the 2008-09 school year. One administrator was 

hired from inside the school, three from Delaware but outside the school, and one was hired from 

out-of-state.  

The eleven charter schools reported 43 applications for administrative positions for the 

2008-09 school year. Of these applications, 14 (32.6%) were deemed qualified. Charter-school 
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personnel directors were less positive about administrative hires than school districts. Forty-one 

percent (280 of 687) of school-district administrator applicants were deemed qualified.  

The personnel directors of the 11 charter schools reported the reasons for seven 

administrator vacancies for the 2008-09 school year. While the most common reason for 

administrator vacancies in the school districts was due to retirement, the most common reason 

for an administrator vacancy in charter schools was due to family/personal reasons; 27.3 percent 

of vacancies (3) were attributed to this factor. Other reasons for leaving include: took a position 

in another Delaware school district (2); were dismissed (1); and do not know why administrator 

left (1).  

Charter schools and regular school districts both have had to limit or eliminate local 

salary increases because of the economy. Ten of the 11 (90.9%) charter schools and 68.4 percent 

of school districts that responded to this survey have limited or eliminated local salary increases 

due to the economy. However, charter schools were less likely than school districts to report that 

the economy has had an impact on teacher recruitment, teachers delaying retirement, an 

expanding applicant pool, and hiring teachers later in the year because of September 30 count 

concerns.   

As noted above, this year’s survey included a new question based upon Governor Jack 

Markell’s inaugural speech. In his 2009 inaugural speech, Governor Markell stated, “We will 

retain, recruit, and train the best teachers in America….” Charter schools were also presented 

with a list of actions and were asked to indicate how helpful toward Governor Markell’s goal for 

Delaware they think each action would be. More than half of charter school respondents believe 

that refocusing school leadership on instructional quality and high-quality teaching and learning 

conditions, providing a relocation bonus for teachers new to a district who promise to stay for at 

least three years, providing high salaries for teachers in critical-needs areas, and prohibiting 
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newly hired teachers from “jumping” contracts within the state after July 1 would be very helpful 

toward accomplishing this goal. These responses mirror those of the school-district respondents. 

Charter schools and school districts had similar responses on many of the other 

proposed actions. Similar to the responses by school-district personnel directors, few of the 11 

charter school personnel directors thought bringing the Teach for America program to Delaware 

(27.3%), improving the New Delaware Teacher Mentoring/Induction Program (9.1%), ensuring 

no school has a majority of disadvantaged students (9.1%), and establishing statewide working-

condition standards for areas such as scheduled planning time, instructional supplies, and 

professional development (27.3%) would be helpful policies to upgrade teacher recruitment, 

retention, or training.  

Thus the charter school representatives who responded presented a relatively 

positive picture of their employee hiring for the 2008-09 school year. They were positive 

about the preparation of the new teachers they hired, had few unfilled positions, and report 

less impact due to the difficult economy than did their school district counterparts. 

However, charters also faced problems. They hired teachers late, had to deal with new 

teachers breaking their commitments late in the hiring process, and viewed finding 

qualified speech pathologists as problematic. Unlike school districts, charters are likely to 

create their own teacher vacancies by dismissing teachers, see low salaries as their major 

recruitment obstacle, and rely on traditional print recruitment just as much or more than 

the Web or out-of-state recruitment trips. In the end, through, they agree with their school-

district peers on how to upgrade teacher recruitment and retention. 
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DOE Payroll Data Results 

 To supplement the personnel director’s survey, data on teacher characteristics and 

mobility were provided by the Department of Education from the state’s payroll records. This 

section of the report analyzes data about teachers in Delaware who leave the Delaware teaching 

ranks (“exiters”) and teachers who remain as teachers in Delaware but change school districts 

(“switchers”). The net losses and gains of each school district were examined to determine how 

exiters and switchers are affecting districts throughout the state.  

DOE payroll records indicate that 1,138 teachers were hired by the 19 school districts for 

the 2008-09 school year. Of these, 928 were new to the state and 210 switched districts. The 

personnel directors reported a total of 1,066 new hires in the 19 districts. The discrepancy may 

be due to several factors including the method of determining new hires, e.g., DOE compares 

who is on the payroll as a teacher on two specific dates in May 2008 and November 2008, while 

the personnel directors review their contracted teachers hired across many months. Payroll 

records indicate that 72 teachers were hired by the 11 charter schools responding to this survey 

and 136 across all of the state’s charters. The charter personnel directors reported 66 new teacher 

hires in the 11 charters. 

Exiters: Departing Teachers 

 According to DOE payroll records, there were 860 teachers who left teaching in 

Delaware districts and charters between May 2008 and November 2008. This is 10.5 

percent of the teacher workforce in the state, an increase from the 9.9 percent the previous 

year. The absolute number who left teaching this year was more than last year—860 versus 802. 

The largest number of teachers (37) left at age 29 (Figure 10). Teachers left the work force with  

a median nine years of experience, but the figures reflect a bimodal pattern—teachers tend to 

leave either early or late in their careers. 
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Figure 10.
Age of Teachers Leaving Delaware Teacher Positions
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 As in previous years, the most striking characteristic of departing teachers is that a large 

percentage leaves soon after they start teaching in Delaware. Among the 860 teachers who left, 

58 teachers exited teaching with one year of Delaware teaching experience or less (Figure 11a). 

Another 57 teachers left within the first two years of employment. Thus, 13.4 percent of teachers 

who left their teaching positions in Delaware did so within their first two years of teaching in the 

state. In addition, 48 teachers left with three years of experience; 34 teachers left with four years 

of experience; and 48 teachers left with five years of experience. Thus, 27.3 percent of teachers 

who left in the past year did so with five years or fewer of experience in Delaware (Figure 

11b). This percentage is significantly lower than last year’s 40.8 percent and is slightly 

lower than two years ago (33.8%). The reasons for this decrease are unclear. The economy 

may be changing the pattern of teachers jumping to other states or other jobs, keeping 

teachers in positions longer, so that more teachers are remaining on the job longer, or the 

Delaware New Teacher Mentoring/Induction Program may be reducing early teacher 

attrition. This statistic is also a function of the age distribution of teachers in the state, which 

changes each year. Whatever the explanation, these statistics still indicate that many teachers in 

Delaware, like those across the nation, tend to leave the profession very quickly after starting.  

Switchers: Intrastate Migration 

 The analysis now turns from examining teachers who left Delaware teaching positions to 

those who changed positions within the state. There were 239 switchers—teachers who switched 

across districts and/or charters prior to and during the 2008-09 school year. In 2007-08 there 

were 213 switchers. 

 The majority of teachers changing districts were female (72 percent). This figure is 

slightly lower than the overall percentage of females in the state teacher workforce (76.1%). This 

indicates that men are more likely to switch positions. Last year, females comprised 74 percent  
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Figure 11a.
Number of Teachers Leaving Delaware Teaching Positions by Years of Experience

Figure 11b.
Cumulative Percent of Teachers Departing Within the First Few Years of Service
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of the teachers who changed districts. There was little change in the gender ratio of switchers 

from the 2007-08 to 2008-09 school year.  

 Out of the 239 switchers, 79 percent were Caucasian, 19.1 percent were African 

American, and 1.9 percent were of “other” race. Statewide, Delaware’s teachers were 86.5 

percent Caucasian, 11.3 percent African American, and 2.4 percent of “other” race. Therefore, 

African-American teachers were much more likely to change districts than their white 

counterparts.  

Hires/Losses of Underrepresented Groups 

 The participation of underrepresented groups in the classroom is an important aspect of 

Delaware teaching that was also analyzed using the DOE payroll records. 

 DOE statistics indicate a net gain of 23 full-time African-American teachers and 22 male 

teachers from 2007-2008 to 2008-2009. This increased the percentage of African Americans in 

the state’s teaching force from 11.3 percent to 11.4 percent, but the percentage of males 

remained at 24 percent.  

 DOE reported the teaching positions for all 239 switchers. Of these, special education, 

math, and science teachers represent the largest migration. Special-education teachers comprise 

28 percent of switchers, math comprises 7.9 percent of switchers, and 6.1 percent of switchers 

were science teachers. Special-education teachers represented the largest number of teachers 

switching districts—37. Twenty-five of these were elementary school teachers (11.7% of total 

switchers); five were middle school teachers (2.3 percent of total switchers); and seven were 

secondary school teachers (3.3 percent of total switchers).  
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Conclusions 

In his inaugural address Governor Jack Markell stated, “We will retain, recruit, and train 

the best teachers in America….” This goal is quite a challenge to the school districts, charter 

schools, and public education system in Delaware. This annual Teacher and Administrator 

Supply Survey analysis has identified many recruitment and retention issues over the years, 

including late hiring and difficulty in filling positions in critical-needs areas such as high school 

math and speech pathologists. Governor Markell’s goal comes at a time of great fiscal stress for 

Delaware and other states. The question thus arises—how did the state’s schools fare in teacher 

recruitment and retention in this difficult year? 

Charles Dickens’ Tale of Two Cities begins with the famous quote, “It was the best of 

times, it was the worst of times…” While there was no revolution in Delaware school districts 

and charter schools in 2008-09, there were major shocks that indeed led to some good times as 

well as some bad times with regard to teacher recruitment and retention. 

On the positive side, the 19 district personnel directors this year were more likely to 

indicate that teachers were better prepared for teaching positions, that fewer teachers accepted 

positions only to abandon them before the school year began, and less likely to report that they 

had great difficulty finding teachers in a variety of fields. In comparison to last year, there is a 

decrease in the percentage of districts reporting a major difficulty in filling all subject areas but 

one, high school science. This year, the most difficult positions to fill were high school math, 

high school science, and foreign languages. According to the district respondents, this year the 

main reason for teacher shortages was a lack of number of teacher candidates in particular areas. 

Responses indicate a slightly more positive view of teacher preparation this year than last, when 

two personnel directors (10.5%) reported teachers were less prepared, 14 (73.7%) reported 

teachers were as prepared, and three (15.8%) reported teachers were better prepared than they 
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have been in previous years. This year five personnel directors (26.3%) reported that teachers 

were better prepared than in prior years, and 13 (68.4%) reported that teachers were as prepared 

as they had been in prior years. (One did not respond, since the district did not hire any teachers.) 

None judged new hires to be less prepared than previous years. 

On the negative side, funding uncertainties, delays in individual teacher retirement 

decisions, and perhaps general uncertainty and angst led to a return to extensive late teacher 

hiring not seen in three years. Means to signal a district’s commitment to a new teacher before 

the formal awarding of a contract, i.e., letters of intent, were far less utilized for the 2008-09 

school year, and many more temporary contracts were issued than in recent years. Late hiring of 

teachers was higher than it had been in the two prior years. This year, 61 percent of the teachers 

hired were hired in August or later (69%). Last year, 50.8 percent were hired late, compared to 

44.8 percent two years ago. Of the new hires, 376 were on temporary contracts this year. This is 

an increase from 290 last year and 309 two years ago. A further sign of late hiring for the 2008-

09 school year was the precipitous drop in early letters of intent from 219 to 70, one-third of last 

year’s number.  

The recruitment efforts of the districts turned inward, as personnel directors made few 

out-of-state recruitment trips and less than a handful of out-of-state administrators were hired. 

While the Web certainly encourages communications across state borders, it is not clear how 

well out-of-state talent is still being recruited to Delaware schools. 

Charter schools demonstrated the same pattern of late hiring but reported fewer problems. 

Generally, the charter school respondents were pleased with the preparation of the teachers they 

hired, had few unfilled positions, and did not report great difficulty in filling positions. 

Ironically, charter schools again report dismissing a proportionately large percentage of teachers, 

suggesting some kind of a mismatch between their initial judgments and later reality. 
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One potential bright spot was found in the DOE payroll data on the experience of 

teachers leaving teaching in Delaware. Only about one-quarter (27.3 %) of teachers who left in 

the past year did so with five years or fewer of experience in Delaware. This percentage is lower 

than last year’s 40.8 percent and is slightly lower than two years ago (33.8%). The reasons for 

this decrease are unclear. The economy may be changing the pattern of teachers jumping to other 

states or other jobs, keeping teachers in positions longer, so that more teachers are remaining on 

the job longer, or the Delaware New Teacher Mentoring/Induction Program may be reducing 

early teacher attrition. (Note that this is not a measure of the attrition rate of a given cohort of 

new teachers.) This will definitely be a trend to monitor in the years ahead. 

While the economy impacted many areas of teacher recruitment and retention, one result 

this survey has documented for years remained—the difficulties in finding speech pathologists 

for the state. As for the past several years, this was considered the most difficult non-teaching 

position to fill. 

Ironically, personnel directors were least positive about an initiative recently adopted by 

the state to improve the teacher corps—the Teach for America program. Responding to a 

question asking how helpful various actions would be to achieve Governor Markell’s goal of 

having the nation’s best teachers in Delaware, no school district respondent viewed this step as 

very helpful, although a majority predicted it would be somewhat helpful. In comparison, 15 of 

the 19 school districts (78.9%) felt that expanding teacher-education programs at Delaware 

universities in critical-needs areas would be very helpful towards accomplishing this goal. 

Eleven of 19 districts (57.9%) responded that refocusing school leadership on instructional 

quality and high-quality teaching and learning conditions would be very helpful towards 

accomplishing this goal. Ten of the 19 districts (52.6%) indicated that improving the teacher-
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licensing system by giving school districts more flexibility to decide what classes teachers need 

to take to earn and renew their licenses would be very helpful.  

The economy helped the recruitment and retention process in several ways, making it less 

difficult to find teachers in a variety of fields, keeping teachers in their positions longer, limiting 

teachers jumping to a different position after accepting a job offer, all of which resulted in a 

slightly more positive view by district and charter school personnel directors. But the districts 

faced more uncertainly and challenges that seemed to draw attention away from recruitment, as it 

fell somewhat as a district priority and led to later hiring, fewer letters of intent, and a falling 

back on several important indicators.  The next year is unlikely to improve the situation, as the 

state and, therefore, its public schools deal with a major budget crisis.  
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Appendix A: Tables 

Table 1. Month that Contract was Agreed Upon (Regular School Districts)  

 2006-2007 
(N=804) 

2007-2008 
(N=911) 

2008-2009 
(N=620) 

May or earlier 21.8% 18.7% 7.3% 
June 18.4% 12.7% 12.1% 
July 15.0% 17.7% 19.7% 
August 28.0% 32.0% 43.9% 
September 8.8% 8.9% 8.1% 
October 8.0% 8.9% 9.0% 

 
 

Table 2. Level of Difficulty Filling Teacher Positions by Area (Percent of Districts) 
 

 Very Difficult Moderately Difficult Not Difficult 
Art 0.0% 21.1% 42.1% 
Bilingual/ESOL 26.3% 21.1% 10.5% 
English 0.0% 63.2% 21.1% 
Elementary 0.0% 5.3% 73.7% 
Foreign Language 36.8% 36.8% 0.0% 
Middle School Math 21.1% 52.6% 5.3% 
High School Math 63.2% 15.8% 5.3% 
Music 10.5% 36.8% 26.3% 
Physical Education 21.1% 5.3% 73.7% 
Reading 21.1% 31.6% 21.1% 
Middle School Science 36.8% 42.1% 0.0% 
High School Science 57.9% 21.1% 5.3% 
Social Science 0.0% 5.3% 68.4% 
Special Education 31.6% 47.4% 15.8% 
Technology 26.3% 21.1% 5.3% 
Business Education 15.8% 15.8% 36.8% 

* Percentages may not equal 100% due to non-applicability or non-response. 
 

 
Table 3. Preparation of Recent Teacher Hires (Percent of Districts) 

 
More Prepared than in Prior Years 26.3% 
About the Same as Prior Years 68.4% 
Less Prepared than in Prior Years 0.0% 
Not Applicable 5.3% 
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Table 4. Extent of Problem Related to Teacher Shortages for Fall 2008 Hiring 
 

 Major Problem Moderate Problem Not a Problem 
Lack of qualifies teacher candidates 
in particular areas 57.9% 31.6% 10.5% 

Lack of number of teacher 
candidates in particular areas 63.2% 26.3% 10.5% 

Moving from your district to 
another district 10.5% 36.8% 52.6% 

Moving from your district to a 
district outside Delaware 0.0% 36.8% 63.2% 

Low starting salary 15.8% 31.6% 52.6% 
Low experienced salaries 10.5% 36.8% 52.6% 
Good candidates failing PRAXIS I 0.0% 42.1% 57.9% 
Good candidates failing  
PRAXIS II 15.8% 52.6% 31.6% 

 
 

Table 5. Reasons for Teachers Leaving Your District 
 

 2006-2007 
(N=633) 

2007-2008 
(N=476) 

2008-2009 
(N=605) 

Took a position in another Delaware district 10.9% 19.5% 8.4% 
Took a position with another district outside 
Delaware 

5.4% 10.9% 5.1% 

Took a position at a charter school 0.5% 1.7% 0.5% 
Relocated with family 4.1% 5.5% 3.1% 
Family/Personal Reasons n/a 8.8% 2.5% 
Were dismissed 4.7% 4.2% 1.5% 
Were RIF’d n/a n/a 0.7% 
Illness/death 1.3% 2.3% 0.3% 
Retired due to No Child Left Behind 2.5% 0.4% 0.3% 
Retired for other reasons 25.7% 29.8% 27.8% 
Other known reasons for leaving 6.3% 6.1% 8.8% 
Do not know why teacher left 41.1% 10.7% 41% 
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Table 6. Number of Vacancies Learned About by Month 
 
 
 

2006-2007 
(N=657) 

2007-2008 
(N=771) 

2008-2009 
(N=808) 

October (prior school year) 0.2% 2.9% 3.3% 
November (prior school year) 1.4% 0.6% 0.2% 
December (prior school year) 1.1% 1.6% 0.4% 
January (prior school year) 7.2% 3% 3% 
February (prior school year) 0.2% 3.4% 5.1% 
March (prior school year) 13.7% 3.6% 1.6% 
April (prior school year) 8.2% 12.1% 7.5% 
May (prior school year) 18.0% 10.2% 6.3% 
June (prior school year) 14.2% 16.3% 9.7% 
July (prior school year) 8.8% 12.7% 21.7% 
August (prior school year) 12.2% 15.7% 25.4% 
September (current school year) 4.0% 7% 6.2% 
October or later (current school year) 8.8% 11.5% 9.7% 

 
 

Table 7. Level of Difficulty Filling Non-Teaching Positions by Area (Percent* of Districts 
Reporting) 
 
 Very Difficult Moderately Difficult Not Difficult 
Librarian 26.3% 15.8% 5.3% 
Psychologist 36.8% 15.8% 10.5% 
Guidance Counselor 52.6% 10.5% 0.0% 
Nurse 15.8% 26.3% 26.3% 
Speech Therapist 73.7% 0.0% 0.0% 
Elementary School Principal 0.0% 5.3% 36.8% 
Elementary School Assistant 
Principal 0.0% 0.0% 57.9% 

Secondary School Principal 15.8% 10.5% 10.5% 
Secondary School Assistant 
Principal 0.0% 21.1% 36.8% 

Central Office Administrator 5.3% 15.8% 26.3% 
*Percentages may not equal 100% due to non-applicability or non-response. 
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Table 8. Percent of Districts Indicating Use of Recruitment Tools 
 
 Great Use Some Use No Use 
Recruitment trips in neighboring states 5.3% 63.2% 31.6% 
Recruitment trips in other states 5.3% 26.3% 68.4% 
Teach Delaware website 26.3% 36.8% 36.8% 
Teach for America 0.0% 5.3% 94.7% 
Delaware State University 5.3% 47.4% 47.4% 
UD Project Search 68.4% 21.1% 10.5% 
Print advertisements 42.1% 47.4% 10.5% 
Recruiting your district’s student teachers 36.8% 47.4% 15.8% 
Delaware Alternative Routes 15.8% 68.4% 15.8% 
Your district’s website 73.7% 21.1% 5.3% 
Your district’s website for online applications 73.7% 5.3% 21.1% 
“Grow your own” teachers from paraprofessionals 
and subs 5.3% 78.9% 15.8% 

Visitation by recruits 0.0% 52.6% 47.4% 
Percentages may not equal 100% due to non-applicability or non-response 

 
 
Table 9. Sources of Recently Hired District Administrators 

 
 2007-2008 

(N=68) 
2008-2009 

(N=57) 
From inside your district 66.2% 78.9% 
From Delaware but outside your district 26.5% 14% 
From out-of-state 7.4% 7% 
Don’t Know or Other 0% 0% 

 
 
Table 10. Reasons for District Administrator Vacancies 
 

 2007-2008 
(N=38) 

2008-2009 
(N=28) 

Took a position in another Delaware school district 18.4% 10.7% 
Took a position in another district outside of Delaware 5.3% 0.0% 
Took a position at a charter school 0.0% 0.0% 
Relocated with family 2.6% 0.0% 
Family/personal reasons n/a 0.0% 
Were dismissed 10.5% 0.0% 
Riffed n/a 14.3% 
Illness/Death 0.0% 3.6% 
Retired 42.1% 50% 
Other known reasons for leaving 15.8% 17.9% 
Do not know why administrator left 5.3% 3.6% 
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Table 11. Changes in Teacher Recruitment and Hiring Policies and Experiences Due to Economy 
 

 Yes 
Curtailed out-of-state teacher recruitment 84.2% 
Experienced teachers delaying notification of retirement until later in school year 73.7% 
Experienced teachers delaying retirement 78.9% 
Teacher applicant pool expanding 78.9% 
No or limited local salary increases 68.4% 
Hiring teachers later in the year because of September 30 count concerns 63.2% 
Riffed Teachers 36.8% 
Curtailed offering contracts at UD Project Search 26.3% 

 
 

Table 12. Helpfulness of Actions to Retain, Recruit, and Train the Best Teachers in America 
 
 Very Helpful Somewhat Helpful Not Helpful 

Expand teacher education programs at 
Delaware universities in critical needs areas 78.9% 21.1% 0.0% 

Refocus school leadership on instructional 
quality and high-quality teaching and learning 
conditions 

57.9% 31.6% 10.5% 

Improve the teacher licensing system by 
giving school districts more flexibility to 
decide what classes teachers need to take to 
earn and renew their licenses 

52.6% 31.6% 15.8% 

Provide higher salaries for teachers in critical 
needs areas 47.4% 47.4% 5.3% 

Create an adjunct certification to allow 
individuals with recognized expertise in high 
needs disciplines to work part time 

47.4% 36.8% 15.8% 

Prohibit newly hired teachers from “jumping” 
contracts after July 1 47.7% 31.6% 21.1% 

Expand the Alternative Routes to 
Certification program in Delaware 42.1% 52.6% 5.3% 

Provide a relocation bonus for teachers new to 
a district who promise to stay for at least three 
years 

36.8% 52.6% 10.5% 

Consolidate and expand statewide teacher 
recruitment efforts 26.3% 21.1% 52.6% 

Ensure no school has a majority of 
disadvantaged students 21.1% 42.1% 36.8% 

Improve the New Delaware Teacher 
Mentoring/Induction Program 15.8% 52.6% 31.6% 

Establish statewide working condition 
standards 10.5% 47.4% 42.1% 

Bring Teach for America program to Del. 0.0% 63.2% 36.8% 
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Appendix B: Survey Instrument
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