Georgia State University

ScholarWorks @ Georgia State University
World Languages and Cultures Faculty
Publications

Department of World Languages and Cultures

2-13-2018

The World Language Teacher Shortage: Taking a New Direction
Peter Swanson
Georgia State University, peters@tribcsp.com

Shannon Mason
University of Nagasaki, shannon.lee.mason@gmail.com

Follow this and additional works at: https://scholarworks.gsu.edu/mcl_facpub
Part of the Other Languages, Societies, and Cultures Commons

Recommended Citation
Swanson, Peter and Mason, Shannon, "The World Language Teacher Shortage: Taking a New Direction"
(2018). World Languages and Cultures Faculty Publications. 62.
doi: https://doi.org/10.1111/flan.12321

This Article is brought to you for free and open access by the Department of World Languages and Cultures at
ScholarWorks @ Georgia State University. It has been accepted for inclusion in World Languages and Cultures
Faculty Publications by an authorized administrator of ScholarWorks @ Georgia State University. For more
information, please contact scholarworks@gsu.edu.

Title: The World Language Teacher Shortage: Taking a New Direction
Authors: Peter Swanson1, PhD, Shannon Mason2, Ph.D.
Affiliations
Author 1: Georgia State University /United States Air Force Academy
Author 2: University of Nagasaki, Japan

The World Language Teacher Shortage: Taking a New Direction

Introduction
In Fall 2017, the National Center for Educational Statistics (2017) reported that
approximately 50.7 million K-12 students entered US public elementary and secondary schools.
An additional 5.2 million students were expected to matriculate into private schools. While the
number of students is growing, “enrollment in teacher education programs is down
significantly—falling 35% nationwide in the last five years” (Long, 2016, p. 1). School districts
are scrambling to find certified teachers, especially in WLs (Hanford, 2017; Motoko, 2015;
Koerting, 2017), and are turning to hiring people on emergency credentials where these
individuals test ideas by “trial and error, one day at a time” (Gosner, 2016, p. 1). World
languages is a content area known for a myriad of academic benefits from strengthening
cognitive processes (Kormi-Nouri, Moniri, & Nilsson, 2003; Stewart, 2005) to developing
students’ print awareness (Bialystok, 1997), and reading ability in the early years (D'Angiulli,
Siegel, & Serra, 2001) to higher academic achievement on standardized tests (Armstrong &
Rogers, 1997; Turnbull, Hart, & Lapkin, 2003). Having uncertified teachers in the classroom
testing hypotheses about teaching and student learning undermines student achievement
(Sutcher, Darling-Hammond, & Carver-Thomas, 2016).
Unfortunately, in the case of world language (WL) teachers, the shortage has been a
serious issue for decades (Swanson, 2008, 2014). Following World War II, the President of the
United States Dwight D. Eisenhower, along with Canadian Prime Minister Lester Pearson, called
international attention to the shortage of WL teachers (Flattau, Bracken, Van Atta, BendehAhmadi, de la Cruz, & Sullivan; Ray, 1978). Later, in the 1980s, a severe teacher shortage in
America’s schools was reported (Darling-Hammond, 1984; National Academy of Sciences,
1987) and WL teachers as well as those teaching bilingual education were found to be in the
most need in the 1983-84 survey conducted by the National Center for Education Statistics (Boe
& Gilford, 1992).

At the turn of the century, Murphy, DeArmand, and Guin (2003) found that WL teaching
positions appeared to be the most difficult to fill, well above the other teacher shortage areas of
special education, math, and science. A few years later, Tom Carroll, President of the National
Commission on Teaching and America’s Future, reported that more than half of America’s
teachers were Baby Boomers, and that these individuals would be eligible for retirement soon, in
effect causing a teacher retirement tsunami (Der Bedrosian, 2009). In 2017, a national report
commissioned by the US Congress cited that 44 states and the District of Columbia reported
difficulties hiring enough teachers to meet WL curriculum demands—more than any other
subject (American Academy of Arts and Sciences, 2017), which corroborated a report by the
United States Department of Education (2011).
While problematic in the US, the issue is globally pervasive as researchers in Australia
(Weldon, 2015), Canada (Canadian Parents for French British Columbia & Yukon Branch, 2015;
Rushowy, 2015), United Kingdom (Nuffield Foundation, 2000), and New Zealand (Richards,
Conway, Roskvist, & Harvey, 2012) noted shortages of language teachers. The shortage of WL
has also been well covered in western media (Mason & Poyatos Matas, 2016a).
A review of the literature shows that the shortages are a complex combination of factors,
which are a product of the unique circumstances of each individual and the unique sociocultural,
political, and educational contexts of each country. From a US standpoint, Swanson (2010, 2012)
identified five factors that account for the shortage: retirement, attrition, student enrollments,
legislation, and perceptions of the profession. Citing the issue from a Canadian perspective,
Karsenti, Collin, Villeneuve, Dumouchel, and Roy (2008) attribute the shortage of French
teachers to four factors: task-related (e.g., classroom management issues and working
conditions), individual (e.g., teachers’ emotional / psychological states), social (e.g., teachers’
lack of collaboration, poor relations with administrators), and socioeconomic factors (e.g.,
salary). In Australia, New Zealand, and the United Kingdom, the shortage in part can be
explained by the fact that WL education is not widely valued (Ashton, 2015; Liddicoat, 2010;
Worne, 2015), and while various policies in the past have mandated or at least encouraged the
teaching and learning of a WL in primary schools, the uptake of students beyond any compulsory
years is low (Liddicoat, 2010; New Zealand Government, 2014; Rodeiro, 2016). Several studies
have shown that a lack of value manifests itself in a variety of ways which challenge WL
teachers, including a lack of resources, a lack of time and space dedicated to the subject area,
professional isolation, and difficulties in developing relationships with members of the school
community (Mason, 2015; Mason & Poyatos Matas, 2016b). While WL teachers can certainly
empathize with current state-of-affairs, teacher attrition and retention are two main and costly
factors (Phillips, 2015), and long-term solutions that “focus on recruitment and retention can
ease the shortage while also prioritizing student learning and a strong teacher workforce”
(Sutcher, Darling-Hammond, & Carver-Thomas, 2016, p. 6).
Teacher Recruitment Efforts

In order to arrest the decline of WL teachers, the authors advocate that priority must be
given to active recruitment and retention at the local level. From a US national perspective, for
years educator recruitment programs such as Recruiting National Teachers, Inc., Teach for
America, Troops to Teachers, and Teacher Cadets have aimed to increase the number of teachers
regardless of content area by focusing on individuals who are about to enter the job market
(Teach for America) or to leave the military (Troops to Teachers). However, little has been
reported about their success to help overcome the teacher shortage, especially in WL teaching
(Swanson, 2012). In Australia, like many countries trying to shore up shortages with native
speakers, attempts were made to increase the supply of teachers by recruiting overseas-trained
teachers. Specifically, the program would allow qualified WL teachers an expedited migration
process through the skilled migrant visa scheme. However, after two years the program resulted
in the recruitment of only 15 applications, which included teachers of other in-demand
disciplines including mathematics and science (Nancarrow, 2015).
However, data from the local level efforts show promise. In Wyoming, Swanson (2011)
reported that undergraduate students’ misperceptions about the WL teaching profession could be
changed by confronting their perceptions with factual data. Results showed that after learning
more about the profession, the WL teacher education program quadrupled in enrollment. Another
initiative created more than a decade ago, in Georgia, the Double the Double initiative sought to
double the number and diversity of teacher education graduates, in particular Pre K-12 WL
teachers (Georgia State University, 2005). Grounded in the theoretical underpinnings of the
person/workplace environment fit (Holland, 1997) and conceptual change (Posner, Strike,
Hewson, & Gertzog, 1982; Strike & Posner, 1982), recruiting efforts focused on identifying high
school and undergraduate students with second language ability, and presenting them with
factual information about becoming a teacher and teaching languages (Swanson & Moore, 2006).
Since its inception in 2006, the program director for the WL Teacher Preparation Program noted
that enrollments and the diversity of the students in the program nearly tripled (Swanson, 2012).
Working from a grow-your-own teacher perspective, the American Council on the
Teaching of Foreign Languages recently partnered with Educators Rising (2017), a US-based
organization focused on working with adolescents to provide hands-on teaching experience
helping them sustain interest and cultivate skills to become successful WL teachers. The nationwide initiative seeks to have in-service high school classroom teachers identify and induct
language learners into the profession. At present, the curriculum is being developed and is to be
pilot tested in school districts in North Carolina and several other states. Research has shown the
value of working locally to change students misperceptions about becoming a teacher and
recruiting the next generation of WL teachers (Swanson & Moore, 2006).
In other parts of the world (e.g., Canada), while there have been calls for better
recruitment initiatives, there is little evidence of active and sustainable measures to increase the
numbers coming into the profession (Swanson & Huff, 2010). Given the success of several
small-scale and successful initiatives in the United States, we call for collaboration among

associations and even countries and more development of active efforts and reporting of their
progress and successes.
Teacher Retention Efforts
In the US, approximately 40-50% of novice teachers leave the profession within the first
five years (Alliance for Excellent Education, 2014a), which corroborates earlier research
(National Commission on Teaching and America’s Future, 2002). In other parts of the world,
such as the United Kingdom, approximately 31% of beginning teachers were still employed five
years after entering the classroom (National Union of Teachers, 2017). Such attrition in the US
alone costs up to $8 billion each year (Sutcher et al., 2016). In the UK, schools are forced to
spend considerably on advertising and headhunters’ fees amid what they are calling the “worst
teacher recruitment crisis in memory” (Hurst, 2015, p. 1). In an environment where teachers are
already leaving the profession at an alarming rate, the case for WL education is even more
concerning, considering that attrition is arguably intensified in the case of WL teachers (Mason,
2017). For example, in the US, WL teacher attrition rates in North Carolina (22%) and Georgia
(11%) were found to be higher than the rate of attrition for teachers in other content areas
(Georgia Professional Standards Commission, 2006; Konanc, 1996; Swanson & Huff, 2010). In
fact, in North Carolina, veteran WL teachers left the profession in higher numbers than novice
teachers, especially in the tenth year (49%) and the fifteenth year (57%) on the job (Konanc,
1996).
For years, Richard Ingersoll and his colleagues (Ingersoll, 2001, 2003; Ingersoll & May,
2010; Ingersoll, Merrill, & May, 2014) have noted that teacher recruitment programs will not
solve the teacher shortage unless they also address low teacher retention. One such attempt to
address the challenges in retaining experienced WL teachers was the Language Teacher
Retention Project at the Center for Urban Language Teaching and Research at Georgia State
University (2017). After an initial roundtable that helped to identify strategies to effectively
support WL teachers during the first year of the project, a series of workshops for teachers were
given the second year to in-service WL teachers in order to equip them with the necessary skills
and knowledge to support them in the field, as well as to initiate professional mentoring
networks which would continue beyond the workshops, through videoconferences. The project
was considered a success by the participants and workshop leaders per exit surveys (M. Wagner,
Personal communication, June 15, 2017), but funding was cut the third year.
There are many examples of projects, programs, and initiatives in the US and
internationally, which aim to support teachers in the field, particularly those in the early part of
their careers when teacher attrition is egregious. As Perda (2013) reported, more than 42% of
new teachers leave teaching within five years of entry and, moreover, there is a steady increase
in beginning teacher attrition over the past 2 decades (Ingersoll & Merrill, 2013). However, there
is limited political drive in many countries to acknowledge and address the attrition of teachers,
and even less so in the case of WL teachers. The lack of resourcing and funding of active and

long-term projects to properly address one of the major problems facing WL education is in stark
contrast to the political rhetoric espoused by those same governments, about the importance of
WL education for the economic and social prosperity of its people. For the most part, the current
discourse has remained stalled at local research studies (Mason, 2017) and public discussions
about what the problems are, and what might be done to address them (Mason & Poyatos Matas,
2016a). As in the case of recruitment, the development of long-term, evidence-based approaches
to address WL teacher attrition, which are supported through adequate funding and a clear
implementation and evaluation strategy, elude most jurisdictions.
Change of Strategy
In order to address the imbalance in supply and demand, an innovative approach to attract
and retain WL teachers is needed (Organisation for Economic Co-operation and Development,
2012). However, such a grand endeavor to increase the quantity of WL teachers is in the hands
of multiple stakeholders and requires active rather than passive participation. We have identified
multiple stakeholders who are in a position to make a significant difference in growing the
supply of WL teachers and have advanced ideas that each can implement immediately.
World Language Teachers
In-service teachers can play a unique role in building capacity because they are at the
forefront of language education. On a daily basis WL teachers interact with language learners,
some of whom are potential WL teachers of the future. Thus, WL teachers can assist by
identifying individuals at the secondary level, who have a love and a propensity of language
learning. Tapping the right candidates and pointing them in the right direction to getting
sufficient information about careers in WL education can pay dividends, because research shows
that people tend to return within 15 to 40 miles of where they were raised (Boyd, Lankford,
Loeb, & Wycoff, 2005). Furthermore, in-service teachers are in an important position to help
support each other through challenges which may otherwise lead them to leave their jobs, as
research shows the important role that human connections play in the retention of WL teachers
(Mason, 2017). Beginning at the local level and from an international perspective, in-service WL
teachers can contribute to the improvement of the supply of teachers by:
1. Identifying the most capable students (Darling-Hammond, 2017) with a love and a
propensity of language learning, the first step to recruitment;
2. Providing those students with information on becoming a WL teacher and/or putting
them in contact with a WL teacher program coordinator in higher education;
3. Mentoring student teachers in order to enable them to experience the challenges and
opportunities of being a WL teacher first hand;

4. Serving as a volunteer mentor to provide moral and practical support (e.g., resources,
advice) to other teachers in the field, particularly those at the early stages of their careers,
or those who might be struggling and consider leaving the field;
5. Advocating for better working and program conditions that will help WL teaching
become a more attractive career option.
School Administrators
Next, school administrators are also in a strong position to affect the supply of WL
teachers. Studies have shown for years that effective school leadership is associated with
teachers’ decisions to remain at or leave their schools (e.g., Boyd, Grossman, Ing, Lankford,
Loeb, & Wycoff, 2011; Grissom, 2011; Jaussi & Dionne, 2004; Kim, 2002; Mason & Poyatos
Matas, 2016). Working conditions also play a role, and the Australian Federation of Modern
Language Teachers Associations (2005) has advocated for the improved program conditions in
Australia, noting that “accomplished language teaching can only occur in an appropriate and
supportive teaching context” (p. 7). In terms of salary, the Organisation for Economic Cooperation and Development (OECD, 2012) reported that teachers’ salaries have risen over the
past decade but “a teacher with 15 years’ experience earns an average of only 80% of the fulltime earnings of a 25-64 year-old with tertiary qualifications” (p. 1)-- qualifications from having
completed any form of postsecondary learning. Additionally, the OECD (2014) warns that
uncompetitive salaries make it much more challenging to attract the best candidates to the
teaching profession. Administrators must be accountable for the quality of language programs in
their schools, and the working conditions of their WL teachers. Proactive work can only help
increase the visibility and social status of WL teaching, both of which have helped Finland rise
to a level of global esteem for its education (OECD, 2012). We strongly urge administrators to
advocate for language teaching by:
1. Systematically developing ways to increase teachers’ salaries for high needs areas such as
2.

3.
4.
5.

WLs, and to attract high quality applicants;
Ensuring that WL programs, as a core subject as defined by the Every Student Succeeds
Act (2015), are given the time, resources and space to facilitate effective language
learning;
Ensuring that WL teachers are given sufficient time to plan effective lessons, including
removing burdensome administrative requirements;
Providing more specialized professional development and networking opportunities for
WL teachers instead of generic offerings;
Recognizing the efforts of great WL teachers, and provide opportunities for them to take
on leadership roles in schools.

Parents and Community Members

Education is a collective effort and parental involvement affects many aspects of a
successful school such as attendance rates, improved students’ social skills, graduation rates, and
even postsecondary attendance (Southwest Educational Development Laboratory, 2002).
Additionally, “creating a partnership between schools and parents can have a significant impact
on student achievement” (Center for Public Education, 2011, p. 4). Such efforts can engage the
larger community to build support for changes in educational policy such as improving the
conditions that support teacher retention. As discussed earlier, language learning has been shown
empirically to lead to improved student achievement. Parents can be powerful allies in
overcoming the teacher shortage by becoming active agents by
1. Advocating for sustained increases in teachers’ salaries and improved resources and

funding for language teaching;
2. Asking school administrators about the details of WL programs;
3. Creating an advocacy group of like-minded parents, with the Canadian Parents for French
(2017) providing an example of successful parent-led advocacy.
Teacher Education Providers
Pre-service education is vitally important in developing in new teachers the skills and
knowledge they will need not only to survive in the field, but also to thrive (Ingersoll, Merrill, &
May, 2014). Teacher education should emphasize the unique nature of language as an area of
instruction, recognizing that it is not traditional content like other disciplines. Because almost all
contemporary approaches focus on proficiency and communicative ability, appropriate methods
informed by second language research should form the basis of teacher education. Research has
shown a range of discipline-specific beliefs that can predict retention of language teachers,
including helping students at introductory levels of language instruction, confidence to teach
cultural knowledge, and classroom management (Swanson, 2012). Further, language teachers
face a range of extra challenges emanating from a lack of value for the discipline in wider
western society, challenges that WL teachers need to be prepared to face (Mason, 2017). May
(2010) argued that “a failure in teacher training to prepare (language) teachers for the distractive
forces they will encounter working against teaching and learning productivity carries the great
danger of career frustration” (p. 21), and this in turn may lead to increased rates of attrition.
Wilkerson (2000) suggested that a sound program of lesson observation and classroom
experience in language classrooms is essential to prepare language teachers. Pre-service
educators and program coordinators and institutions can help to prepare WL teachers for their
careers by:
1. Providing dedicated training for WL teachers that integrates second language acquisition

research and pedagogy and strong language proficiency;

2. Providing in-field experiences with quality and qualified WL teachers so that teachers

have multiple opportunities to apply their developing skills and knowledge;
3. Encouraging the selection of WL teacher education applicants that have a vocational
personality pattern that is associated with efficacious teaching (Swanson, 2013);
4. Developing more proactive initiatives for the recruitment of appropriate candidates to
WL education courses;
5. Encouraging pre-service teachers to engage with local, state, regional, and national
teachers’ associations so that they can build a support network before they enter the field.
Language Teacher Associations
Language Teacher Associations (LTAs) provide ‘empowering spaces’ for language
teachers, conceptualized as “networks of professionals, run by and for professionals, focused
mainly on support for members, with knowledge exchange and development as well as
representation of members’ views as their defining functions” (Lamb, 2012, p. 295). LTAs are
engaging in a range of advocacy and promotional activities to promote quality language
education in schools across the world. In addressing the issue of teacher supply specifically,
LTAs can help by:
1. Providing induction to potential secondary students, such as the ACTFL / Educators

2.
3.
4.

5.

Rising initiative or by offering extracurricular activities such as college visits where
secondary students can visit classes and talk with program faculty about becoming a
teacher firsthand;
Developing materials for teachers to disseminate and share information with secondary
school students who show interest and promise in language teaching;
Keeping a database of language teachers with different areas of expertise, who can
contact each other for support and advice;
Allowing free membership and conference registration to pre-service teachers to
encourage future membership and engagement with the wider language education
community;
Promoting language education through the media, and particularly the issue of teacher
supply, which at present is represented in a superficial manner in international media
(Mason & Poyatos Matas, 2016).

Policymakers
Many of the current policies around the world in relation to WL education are symbolic
in nature. While setting out a blueprint for the future direction of WL education is an integral
part of the policy process, if the desire is to build a nation of citizens who are able to engage
economically and socially in an increasingly global world, there is a need to take one step further

and develop substantive policies, particularly when it comes to building teacher supply. The days
of simply ringing the bell about the shortage needs to end. WL teacher sustainability needs active
efforts building on current research and comprehensive data, with clear implementation goals,
and dedicated funding and leadership. Such efforts include:
1. Funding longitudinal studies and programs which aim to understand and build the supply
2.
3.
4.
5.

of language teachers;
Looking to other countries and jurisdictions for models of success;
Making explicit demands of schools in terms of how they implement, fund, and manage
WL programs;
Providing bonuses or subsidies to teachers with the relevant skills and knowledge, to
move into WL teaching positions;
Providing WL teachers with time to engage in professional development and networking.

Conclusions
Since the end of World War II, international leaders have been calling attention to the
issue of the WL teacher shortage. However, few active initiatives have begun and sustained. We
strongly advocate that what is needed to address this complex and ingrained problem is not the
ringing of more alarm bells, but action. The chronic shortage of WL teachers has negatively
impacted the quality and standing of WL education programs in the US and internationally for
many years. As with all complex social issues, the solution lies not just with one answer and one
group, but with a multi-faceted approach involving all of the stakeholders making their own
important contributions. Initiatives to improve recruitment are futile if teachers choose to leave
after a short amount of time in the classroom; teacher retention must be addressed actively. We
wholeheartedly advocate that the best approach is longitudinal, supporting future teachers from
the time they start to consider their future career options, during their pre-service training, while
transitioning into the profession, and throughout their careers. The days of leaving colleges of
education’s doors open and hoping that people pass through them needs to end. While ideas have
been advanced here, we call for planning, collaboration, and the development of active
approaches that may contribute to strengthening the number of those wanting to enter and enjoy
a long and successful career as WL teachers.
References
Alliance for Excellent Education. (2014a). On the path to equity: Improving the effectiveness of
beginning teachers. Available from, https://all4ed.org/reports-factsheets/path-to-equity/
American Academy of Arts and Sciences. (2017). America’s languages: Investing in language
education for the 2st century. Cambridge, MA: Commission on Language Learning.

Armstrong, P. W., & Rogers, J. D. (1997). Basic skills revisited: The effects of foreign language
instruction on reading, math, and language arts. Learning Languages, 2(3), 20-31.
Ashton, K. (2015). Opinion: NZ policy silent on language learning. Massey University.
Available from, http://www.massey.ac.nz/massey/aboutmassey/news/article.cfm?mnarticle_uuid=B1EF96EA-002F-77D5-33D2-5D68FE601CBC
Australian Federation of Modern Language Teachers Associations. (2005). Professional
standards for accomplished teaching of languages and cultures. Belconnen, ACT: Author.
Bialystok, E. (1997). Effects of bilingualism and biliteracy on children's emerging concepts of
print. Developmental Psychology, 33(3), 429-440.
Boe, E., & Gilford, D. (1992). Teacher supply, demand, and quality. Washington, DC: National
Academy Press.
Boyd, D., Grossman, P., Ing, M., Lankford, H., Loeb, S., & Wycoff, J. (2011). The influence of
school administrators on teacher retention decisions. American Education Research Journal,
48(2), 303-333.
Boyd, D., Lankford, H., Loeb, S., & Wycoff, J. (2005).The draw of home: How teachers’
preferences for proximity disadvantage urban schools. Journal of Policy Analysis and
Management, 24(1), 113-132.
Canadian Parents for French. (2017). About Us. Canadian Parents for French. Retrieved from
https://cpf.ca/en/about-us/what-is-cpf/
Canadian Parents for French British Columbia & Yukon Branch. (2015). Falling Behind: 2015
Report on the Shortage of Teachers in French Immersion and Core French in British Columbia
and Yukon: Author. Available from, http://www.bcatml.org/uploads/3/9/5/8/39584835/fallingbehind-2015-report-on-the-shortage-of-fsl-teachers-in-bc-yk1.pdf
Center for Public Education. (2011). Back to school: How parent involvement affects student
achievement. Available from, http://www.centerforpubliceducation.org/Main-Menu/Publiceducation/Parent-Involvement
D'Angiulli, A., Siegel, L. S., & Serra, E. (2001). The development of reading in English and
Italian in bilingual children. Applied Psycholinguistics, 22(4), 479-507.

Darling-Hammond, L. (1984). Beyond the commission reports: The coming crisis in teaching.
Santa Monica, CA: Rand Corporation.
Darling-Hammond, L. (2017). Teacher education around the world: What can we learn from
international practice. European Journal of Teacher Education, 40(3), 291-301.
Der Bedrosian, J. (2009, April 7). A 'tsunami' of Boomer teacher retirements is on the horizon.
USA Today, 5d.
Educators Rising. (2017). There’s power in teaching. Available from, https://educatorsrising.org
Every Student Succeeds Act of 2015, Pub. L. No. 114-95 § 114 Stat. 1177 (2015-2016).
Flattau, P. E., Bracken, J., Van Atta, R., Bendeh-Ahmadi, A., de la Cruz, R., & Sullivan, K.
(2006). The National Defense Education Act of 1958: Selected Outcomes. Washington, DC:
Institute for Defense Analyses Science & Technology Policy Institute.
Georgia Professional Standards Commission. (2006). Status report: The Georgia educator
workforce 2006 executive summary. Available from,
http://www.gapsc.net/Workforce/2006_Report/Executive_Summary.pdf
Georgia State University. (2017). Language Teacher Retention Project. Center for Urban
Language Teaching and Research. Available from, http://cultr.gsu.edu/language-teacherretention-project/
Georgia State University. (2005). Fiscal advisory committee to the president. Available from,
http://www2.gsu.edu/~wwwsen/committees/facp/minutes/2004-2005/05-4-20.html
Grissom, J. (2011). Can good principals keep teachers in disadvantaged schools? Linking
principal effectiveness to teacher satisfaction and turnover in hard-to-staff environments.
Teachers College Record, 113(11), 1-44.
Hanford, E. (2017). Schools in poor, rural districts are the hardest hit by nation's growing teacher
shortage. APM Reports. Available from, https://www.apmreports.org/story/2017/08/28/ruralschools-teacher-shortage
Holland, J. L. (1997). Making vocational choices: The theory of vocational personalities and
work environments (3rd ed.). Lutz, FL: Psychological Assessment Resources, Inc.

Hurst, G. (2015, July 13). Desperate schools spend thousands on headhunters. The Sunday
Times. Available from, https://www.thetimes.co.uk/article/desperate-schools-spend-thousandson-headhunters-pgcb8pmfznv
Ingersoll, R. (2001). Teacher turnover, teacher shortages, and the organization of schools
(Document No. R-01-1). Seattle: University of Washington, Center for the Study of Teaching
and Policy.
Ingersoll, R. (2003). Is there really a teacher shortage? Center for the Study of Teaching and
Policy. Seattle: University of Washington.
Ingersoll, R., & May, H. (2012). The magnitude, destinations, and determinants of mathematics
and science teacher turnover. Consortium for Policy Research in Education. Philadelphia, PA:
University of Pennsylvania.
Ingersoll, R., & Merrill, E. (2013). Seven trends: The transformation of the teaching force.
CPRE
Report. Philadelphia: Consortium for Policy Research in Education, University of
Pennsylvania.
Ingersoll, R., Merrill, L., & May, H. (2014). What are the effects of teacher education and
preparation on beginning teacher attrition. Consortium for Policy Research in Education.
Philadelphia, PA: University of Pennsylvania.
Ingersoll, R. & Perda, D. (2010). Is the supply of mathematics and science teachers sufficient?
American Educational Research Journal, 47(3), 563-594.
Jaussi, K. S., & Dionne, S. (2004). Unconventional leader behavior, subordinate satisfaction,
effort, and perception of leader effectiveness. Journal of Leadership and Organizational Studies,
10(3), 15-26.
Karsenti, T., Collin, S., Villeneuve, S., Dumouchel, G., & Roy, N. (2008). Why are new French
immersion and French as a second language teachers leaving the profession? Results of a
Canada-wide survey. Ottawa, ON: Canadian Association of Immersion Teachers.
Kim, S. (2002). Participative management and job satisfaction: Lessons for management
leadership. Public Administration Review, 62(2), 231-241.

Koerting, K. (2017). Schools confront shortage of world language teachers. NewsTimes.
Available from, http://www.newstimes.com/local/article/Schools-confront-shortage-of-worldlanguage-10996278.php
Konanc, M. E. (1996). Teacher attrition 1980-1996. Statistical Notes Number 002. North
Carolina Department of Public Instruction. (ERIC Document Reproduction Service No.
ED 400240)
Kormi-Nouri, R., Moniri, S., & Nilsson, L. (2003). Episodic and semantic memory in bilingual
and monolingual children. Scandinavian Journal of Psychology, 44(1), 47-54.
Lamb, T. (2012). Language associations and collaborative support: language teacher associations
as empowering spaces for professional networks. Innovation in Language Learning and
Teaching, 6(3), 287-308. DOI: 10.1080/17501229.2012.725255
Liddicoat, A. J. (2010). Policy change and educational inertia: Language policy and language
education in Australian schooling. In A. Liddicoat & A. Scarino (Eds.), Languages in Australian
education: Problems, prospects and future directions (pp. 11-20). Newcastle, UK: Cambridge
Scholars.
Long, C. (2016, September 19). Report: Teacher shortage crisis can be averted by keeping
educators in the profession. NEA Today. Available from, http://neatoday.org/2016/09/19/teachershortage-crisis/
Mason, S. (2015). ‘Hey, I’m a real teacher!’ The value of language teachers and the role of NonContact Time in Queensland primary schools. New Zealand Language Teacher, 41, 9-22.
Mason, S., & Poyatos Matas, C. (2016a). Language teacher supply: A content analysis of
newspaper coverage across the ‘Anglobubble’. Issues in Educational Research, 26(3), 446-463.
Mason, S., & Poyatos Matas, C. (2016b). Social capital: A vital ingredient for retaining foreign
language teachers. Asian-Pacific Journal of Second and Foreign Language Education, 1, 1-19.
doi:10.1186/s40862-016-0008-5
Mason, S. (2017). Foreign language teacher attrition and retention research: A meta-analysis.
NECTFL Review, 80, 47-68.
May, T. (2010). Language tangle: Predicting and facilitating outcomes in language education
(doctoral dissertation). University of Newcastle, NSW. Available from,
http://thormay.net/lxesl/LanguageTangleThesisThorMay.pdf

Motoko, R. (2015, August 10). Teacher shortages spur a nationwide hiring scramble (credentials
optional). New York Times. Available from, https://www.nytimes.com/2015/08/10/us/teachershortages-spur-a-nationwide-hiring-scramble-credentials-optional.html
Murphy, P., DeArmand, M., & Guin, K. (July 31, 2003). A national crisis or localized problems?
Getting prospective on the scope and scale of the teacher shortage. Education Policy Analysis
Archives, 11(23). Available from, http://epaa.asu.edu/epaa/v11n23
Nancarrow, K. (2015, October 19). Visa scheme fails to ease shortage of math, science and
language teachers. Sydney Morning Herald. Available from,
http://www.smh.com.au/national/education/visa-scheme-fails-to-ease-shortage-of-maths-scienceand-language-teachers-20151015-gk9v42.html
National Academy of Sciences. (1987). Toward understanding teacher supply and demand.
Washington, DC: National Academy Press.
National Center for Educational Statistics. (2017). Fast facts. Available from,
https://nces.ed.gov/fastfacts/display.asp?id=372
National Commission on Teaching and America’s Future. (2002). Unraveling the ‘teacher
shortage’ problem: Teacher retention is the key. Washington, DC: Author.
National Union of Teachers. (2017). Teacher recruitment and retention. Available from,
https://www.teachers.org.uk/edufacts/teacher-recruitment-and-retention
New Zealand Government. (2014). Language learning. The Office of Ethnic Communities Te
Tari Matawaka. Available from, https://ethniccommunities.govt.nz/story/language-learning
Nuffield Foundation. (2000). Languages: the next generation: The final report and
recommendations of
The Nuffield Languages Inquiry. London, UK: Nuffield Foundation.
Organisation for Economic Co-Operation and Development. (2012). OECD calls for new
approach to tackle teacher shortage. Available from,
http://www.oecd.org/newsroom/oecdcallsfornewapproachtotackleteachershortage.htm
Organisation for Economic Co-Operation and Development. (2014). Education at a glance:
OECD indicators. Available from, http://www.oecd.org/edu/EAG2014Indicator%20D3%20%28eng%29.pdf

Perda, D. (2013). Transitions into and out of teaching: A longitudinal analysis of early career
teacher turnover (Unpublished doctoral dissertation). University of Pennsylvania, Philadelphia.
Phillips, O. (2015, March 30). Revolving door of teachers costs schools billions every year.
National Public Radio. Available from,
http://www.npr.org/sections/ed/2015/03/30/395322012/the-hidden-costs-of-teacher-turnover
Posner, G., Strike, K., Hewson, P., & Gertzog, W. (1982). Accommodation of a scientific
conception: Toward a theory of conceptual change. Science Education, 66, 211-227.
Ray, D. W. (1978). Cultural pluralism and the reorientation of educational policy in Canada.
Comparative Education, 14(1), 19-32.
Richards, H., Conway, C., Roskvist, A., & Harvey, S. (2012). Foreign language teachers’
language proficiency and their language teaching practice. The Language Learning Journal,
41(2), 231-246.
Rodeiro, C. V. (2017). The study of foreign languages in England: uptake in secondary school
and progression to higher education. Language, Culture and Curriculum, 30(3), 231-249.
Southwest Educational Development Laboratory. (2002). A new wave of evidence: The impact of
school, family, and community connections on student achievement. Available from,
https://www.sedl.org/connections/resources/evidence.pdf
Stewart, J. H. (2005). Foreign language study in elementary schools: Benefits and implications
for achievement in reading and math. Early Childhood Education Journal, 33(1), 11-16.
Strike, K.A., & Posner, G.J. (1992).A revisionist theory of conceptual change. In R. Duschl & R.
Hamilton (Eds.), Philosophy of Science, Cognitive Psychology, and Educational Theory and
Practice (pp. 147-176). Albany, NY: SUNY.
Sutcher, L., Darling-Hammond, L., & Carver-Thomas, D. (2016, September 15). A Coming
Crisis in Teaching? Teacher Supply, Demand, and Shortages in the U.S. Learning Policy
Institute. Available from, https://learningpolicyinstitute.org/product/coming-crisis-teaching-brief
Swanson, P. (2008). Efficacy and interest profile of foreign language teachers during a time of
critical shortage. NECTFL Review, 62, 55-74.
Swanson, P. (2010). Teacher efficacy and attrition: Helping students at introductory levels of
language instruction appears critical. Hispania, 93(2), 305-321.

Swanson, P. (2011). Conceptual change as an agent for teacher recruitment. ERS Spectrum,
29(2), 27-38.
Swanson, P. (2012). Second/foreign language teacher efficacy: Multiple factors and their relation
to professional attrition. Canadian Modern Language Review, 68(1), 78-101. DOI:
10.3138/cmlr.68.1.078
Swanson, P. (2013). Identifying and recruiting language teachers: A research-based approach.
Charlotte, NC: Information Age Publishing.
Swanson, P., & Huff, R. (2010). Georgia’s rural foreign language teachers’ sense of efficacy and
how it relates to teacher attrition. The Rural Educator, 31(3), 16-29.
Swanson, P., & Moore, A. D. (2006). Changing student misperceptions about foreign language
teaching: A research-based approach to improving recruitment practices. NECTFL Review, 59, 627.
Turnbull, M., Hart, D., & Lapkin, S. (2003). Grade 6 French immersion students' performance on
large-scale reading, writing, and mathematics tests: Building explanations. Alberta Journal of
Educational Research, 49(1), 6-23.
United States Department of Education. (2011). Teacher shortage areas nationwide listing 199091 thru 2010-11. Available from, www2.ed.gov/about/offices/list/ope/pol/tsa.doc
Weldon, P. R. (2015). The teacher workforce in Australia: Supply, demand and data issues.
(Policy Insights, 2). Melbourne: Australian Council for Educational Research. Retrieved from
http://research.acer.edu.au/policyinsights/2/
Wilkerson, C. (2000). Attrition of foreign language teachers: Workplace realities. Foreign
Language Annals, 33(1), 31-35. doi:10.1111/j.1944-9720.2000.tb00887.x
Worne, J. (2015, January 27). Language learning in the UK: 'can't, won't, don't'. The Telegraph.
Available from, http://www.telegraph.co.uk/education/educationopinion/11369703/Languagelearning-in-the-UK-cant-wont-dont.html

