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Education and Skills Committee: Teacher Workforce 
Planning For Schools 
 
The Committee expresses particular concern that “there may be a distance between 
some education authorities and the schools for which they have a duty of care role” 
and seeks “details of how each authority collates sufficient information on, and 
maintains active lines of communication with, schools to ensure they can undertake a 
duty of care role”.   
 
The Committee requests that each education authority provides any data it holds on 
the impacts of teacher shortages or reductions in FTE on: 
 

a) existing vacancies in all schools and the likelihood they will be filled in 
the short, medium or longer term: 

 
               31 October 2017: Total = 81.8FTE  
               Primary school teacher Vacancies- 30.6 FTE 
               Primary school Head teacher vacancies-14FTE 
               Secondary school teacher vacancies- 34.2 FTE 
               Secondary school Head teacher vacancies-3FTE  
 

Existing Vacancies:   
We continue to be pro-active in our work force planning strategy and the 
teaching recruitment cycle is ongoing in an effort to reduce the number of 
vacancies we have across the City. 
A number of these posts will be filled in the short term. However more 
specialised secondary subject positions (STEM) and Head teacher posts will 
take significantly longer to recruit to.  

The recruitment of teachers continues to be very competitive and demand 
exceeds supply. Those teachers available with the relevant skills and 



experience are in the position where they can pick and choose posts which 
they are most attracted to. 

 
The North East of Scotland is disadvantaged in its ability to attract recruit and 
retain teachers to the area. 
There are significant challenges in recruiting from a very limited available pool.  
The majority of teachers are living and choosing to work in the central belt 
areas and as a consequence we are not attracting enough teachers to the 
North East of Scotland. 

Many Post Graduates come from these locations and wish to return to jobs in 
the area where their families and friends are based. 

Geographically it would appear that the North-east of Scotland is not as 
attractive to perspective applicants in comparison to the schools in the central 
belt such as Edinburgh and Glasgow. Therefore Aberdeen City would have a 
reduced number of applicants to recruit from. 

Aberdeen City is perceived as an expensive City to live in. This would be true 
of property prices which can be substantially higher than other cities and areas 
in Scotland. The cost of living is higher in Aberdeen. 

It can be difficult for newly qualified teachers to get on the property market or 
afford the rents which would be a factor in a teacher deciding on where to 
accept a post. 

The Oil Industry is unique to Aberdeen and has had an impact on teacher 
shortages. The downturn in the industry has resulted in redundancies and 
families moving out of the area and others not moving into the area. 

Consideration should be given around additional incentives offered to NQT’s 
to take up a post in the North East of Scotland. 
Allocation of a specific number of probationers each year, should these be 
increased and targeted to the hard to fill areas such as Aberdeen City? 
There is shortage in some secondary subject areas which are not being met 
through probationer allocation. Not enough STEM subject teachers, HE, 
Computing, Technical; Modern Languages. 
Universities are unable to offer some specialist subjects as part of PGDE. Do 
not have expertise to deliver the courses in Universities. 
We continue to support the Primary teacher distance Learning DLITE 
programme in collaboration with Aberdeen University and are extending this to 
Secondary subject teachers PGDE in 2017. 
Two of our cohorts graduated in June 2016/2017 and have now been placed 
in schools. 
The third cohort will graduate in June 2018 and we have another group 
starting in January 2018, who will complete in June 2019. 
The Scottish Government, in recognition of the staffing challenges faced in the 
North-east have had an increase in their Initial Teacher Education allocation to 
40FTE. This will provide an opportunity for further STEM subject teachers to 
enrol in the PGDE. 
Recent SG advertising/recruitment campaign focused on attracting people into 
teaching profession. 

In the longer term the outlook for recruiting adequate numbers of teachers is 
not positive.  Young people leaving school are choosing different pathways. At 



this stage not many are considering teaching career as they have just left 
school. 

There is a reduction in the number of graduates selecting teaching as a career 
path/profession. Graduates are entering other professions which perhaps 
have better terms and conditions in respect to salaries and opportunities. 

Salaries have reduced in real terms due to limited pay increases and there is 
no indication that salaries and pay settlements will improve. 

There is a perception that teaching is a challenging profession and again is 
less attractive to graduates in comparison to other professions. 

There was a period of time when there was a surplus of teachers and too few 
vacancies. Many of these teachers have found other jobs/careers and not 
returned to teaching. 

However more needs to be done to support those considering transferring to a 
career in teaching which financially supports them with the transition. The 
recruitment and retention of teaching staff across the City and the North East 
of Scotland continues to be a challenge and remains a priority in our work 
force planning strategy and with our Northern Alliance partner authorities. 

 
 
 

b) the reduction in teaching posts and other support staff in schools and 
the reasons for these reductions;  
 
There have been no reductions in teaching posts other that those which have 
taken place in respect to roll related adjustments which may affect school 
entitlements.  
There may be examples where a specific post has not been filled following 
several unsuccessful recruitment cycles. On this basis a decision may be 
made in seeking alternative post.  
Schools will have an entitlement in respect of their support staff such as 
administration and Pupil Support Assistants. This is applied on a formula 
basis. We continue to recruit to these support positions and they attract 
healthy number of applicants. 

 
c) the extent that subjects or services that were previously offered are not 

being offered as a direct result of teacher shortages (including an 
inability to find supply teachers);  
The vacancy position across subjects and Faculties varies from school to 
school. 
A school may have a full staffing compliment in for example Modern 
Languages but a vacancy in English. 
However there are subjects which are more in demand than others and the 
inability to recruit specialist teachers will have an impact in both the Broad 
General Education (BGE) and in the senior phase. The city consortia 
arrangements we have in place support the delivery of a wide curriculum 
experience and to some extent ensured that pupils have access to breadth 
and depth in respect to subject choices. 



There have been challenges in recruiting teachers to some of the STEM 
subjects and this will have an impact in schools in respect to the curriculum 
and experiences which can be delivered to the pupils. Timetables may be 
adapted to reflect this. For example computing/ business studies; Design and 
Technology and Home Economics are subjects where in some instances are 
not delivered across the school or have limited experiences. 
There have been a number of strategies to attract secondary teachers into 
these STEM subjects such as TIES and PGDE 2 year Distance learning 
programme which has commenced September 2017. There is increasing 
collaborative work taking place between local authorities in the North East of 
Scotland.  Aberdeen City and our Northern alliance partner Aberdeenshire 
have both engaged in the Transition into Education Scheme (TIES).  We 
initially attracted 7 former employees from the Oil and Gas Sector who 
participated in the internship. Two have now graduated from the PGDE and 
are teaching Physics and Business Studies at Hazelhead Academy. This is an 
exciting programme and one that offers opportunity to tap into skills and 
experiences gained from the Oil sector. Hopefully this programme will 
continue to provide an opportunity to recruit professionals who have a range of 
experiences and skills which will be transferrable to the classroom and add to 
the learning experience. Discussions are ongoing with University of Aberdeen 
to support and promote delivery of Design and technology in schools and to 
identify flexible routes to the PGDE for shortage STEM subjects who have 
these skills. In partnership with the University the first cohort of the 2 year 
Secondary DLITE programme has just started and we have 2 business 
studies teachers on the course. To support the recruitment of teachers who 
have gained qualifications from out with Scotland we are collaborating with the 
University in delivering a 1 year course  Conditional Provisional 
Registration(CPR) which will enable teachers to become familiar with the 
Scottish education system and curriculum for excellence. These are graduates 
and teachers who have the skills and experiences but require additional 
knowledge of our Curriculum for Excellence.  
The authority has access to a considerable number of teachers who have 
registered on our data base.  
 
Primary supply teachers: 161 
Secondary supply teachers: 129 
 
It would be important to note that there will be factors which will influence the 
ability to access these on a regular basis. Some teachers are only available on 
specific dates or times and others prefer to only work in specific schools.  
The use of supply teachers does not provide consistency or long term 
solutions to ongoing vacancies. 

 
d) the use of planned new measures such as joint headships and 

composite classes 
 
Where there have been difficulties in recruiting a permanent HT or acting HT to a 
post, consideration has been given to exploring joint headships. At this juncture we 
currently have one situation where a Head teacher has responsibility for two schools. 
As we have encountered challenges in recruiting Head teachers to our Catholic 
Primary schools we have started the process to look at the potential for an Executive 
Head teacher working across the 3 schools. 



The increasing collaborative work taking place between local authorities through the 
Northern Alliance will continue both at strategic level and through practical 
approaches to these staffing issues. There are opportunities for Consortia 
arrangements to take place to support delivery of courses and subjects which are 
suffering from staff shortages and this could be something which could be extended 
to senior management posts. Schools employ steps to manage staffing shortages 
within their school. Senior Management (Head teachers and Deputes) may be 
required to take classes on part-time basis. The Support for learning staff is used 
flexibly across the school. Visiting specialists such as music and PE staff are also 
used flexibly and effectively to support and cover if this is required. Schools work 
effectively within their Associated Schools Groups, which supports staffing shortages, 
where there are opportunities to share Supply staff and timetable visiting specialists. 
 
Consortia arrangements are in place between groups of schools which support the 
delivery of subjects which may have not been delivered in individual schools. These 
arrangements provide an opportunity for schools to collaborate and share resources. 
Where there are challenges to recruit teachers to harder to fill posts then there is a 
need to implement strategies and approaches which will identify available staff from 
other schools to be deployed for a period of time until appointments have been 
made. 
There can be the opportunity to create additional promoted posts in these schools 
which are offered to attract other teachers to take up these secondments. 
Where there have been challenges in recruiting a Head teacher to a school we have 
identified experienced Head teachers/Leaders who have taken on a 
mentoring/coaching role in supporting staff who have been appointed to these 
positions on an acting basis. This approach has been further supported through 
planned professional learning and CPD opportunities including: 

o Professional Learning for individuals identified to develop leadership 
and management skills. 

o Promoted secondment opportunities to leadership positions both in 
schools and centre positions 

o Identified experienced HT identified as mentors for newly appointed 
HT’s or acting HT positions 

o Support through Associated School Groups + Quality Improvement 
Officers 

o Head Teacher Association professional groups 
o Depute Head teacher Support Group 
o Into Headship SCEL leadership programme  
o SCEL Leadership Framework 
o SCEL Teacher Leadership programme 
o ACC’s Leadership Development Framework 
o Routes to Leadership group 
o Middle Level Leadership Qualification @ University of Aberdeen 
o Mentoring and Practice Qualification with practical element of course     

       
 

e) the incidence of ad-hoc cover including the number of lessons that are 
either cancelled or provided by another member of staff from senior 
management or a teacher where the subject is not their specialism.  
 

              Short term ad hoc cover would be taking place across all our schools. Most 
situations which require the HT to cover a class would be on an ad hoc basis which 



would be covered internally and not recorded centrally. Given nature of staff 
absences which are specific to individual schools this may result in the need for Head 
Teacher’s, members of the senior management team or additional arrangements are 
implemented to cover classes at short notice. 
Schools will make necessary arrangements to ensure that any long term vacancy 
which cannot be filled has a minimum impact on the delivery of the curriculum. For 
example subjects can be taught across stages in S4/S5/S6. 
The following detail provides an indication of cover required in both secondary and 
Primary centres between January and October 2017. 

 
Dyce Academy SECONDARY 09/01/2017 27/01/2017 Full Day 1 

Airyhall Primary PRIMARY 09/01/2017 10/03/2017 Full Day 2 

Dyce Academy SECONDARY 09/01/2017 31/03/2017 Full Day 1 

Dyce Academy SECONDARY 09/01/2017 27/01/2017 Full Day 1 

Dyce Academy SECONDARY 10/01/2017 02/02/2017 Full Day 1 

Stoneywood Primary PRIMARY 13/01/2017 14/04/2017 Full Day 1 

Milltimber Primary PRIMARY 13/01/2017 31/03/2017 Full Day 1 

Dyce Academy SECONDARY 30/01/2017 31/03/2017 Full Day 1 

Dyce Academy SECONDARY 30/01/2017 31/03/2017 Full Day 1 

Dyce Academy SECONDARY 01/02/2017 31/03/2017 Full Day 1 

Cults Academy SECONDARY 16/02/2017 10/03/2017 Full Day 2 

Dyce Academy SECONDARY 02/03/2017 30/03/2017 Full Day 1 

Dyce Academy SECONDARY 13/03/2017 17/03/2017 Full Day 1 

Charleston Primary PRIMARY 20/03/2017 24/03/2017 Full Day 2 

Dyce Academy SECONDARY 20/03/2017 24/03/2017 Full Day 1 

Dyce Academy SECONDARY 18/04/2017 27/04/2017 Full Day 1 

Dyce Academy SECONDARY 18/04/2017 30/06/2017 Full Day 1 

Dyce Academy SECONDARY 18/04/2017 30/06/2017 Full Day 1 

Dyce Academy SECONDARY 19/04/2017 29/06/2017 Full Day 1 

Charleston Primary PRIMARY 03/05/2017 16/05/2017 Full Day 1 

Charleston Primary PRIMARY 17/05/2017 30/06/2017 Full Day 1 

Cults Academy SECONDARY 21/08/2017 25/08/2017 Full Day 1 

Cults Academy SECONDARY 21/08/2017 29/09/2017 Full Day 2 

Dyce Academy SECONDARY 23/08/2017 31/08/2017 Full Day 1 

Walker Road Primary PRIMARY 24/08/2017 06/07/2018 Full Day 2 

Charleston Primary PRIMARY 24/08/2017 13/10/2017 Full Day 1 

Northfield Academy SECONDARY 28/08/2017 01/09/2017 Full Day 1 

Northfield Academy SECONDARY 28/08/2017 01/09/2017 Full Day 1 

Dyce Academy SECONDARY 29/08/2017 13/10/2017 Full Day 1 

Charleston Primary PRIMARY 29/08/2017 20/02/2018 Full Day 1 

Dyce Academy SECONDARY 30/08/2017 12/10/2017 Full Day 1 

 
 

 
 
 

 
 

 



 
 
 

The Committee also requests that each education authority provides an 
assessment of the impact of teacher shortages or re-organisation (including 
responding to budget pressures) on the quality of education in their area. 
 
Teacher recruitment and shortages have been a consistent challenge in Aberdeen 
City for a number of years and this continues to be the case. 
Schools and leaders have been inventive in approaches to mitigate the negative 
impact of the inability to attract and recruit sufficient numbers of teachers and Head 
teachers. 
However there are concerns in respect of the capacity of Head teachers and 
teachers to manage this position and the impact of the pressure which shortages will 
have on morale of staff in the long term. 
Situations which result in long term vacancies remaining unfilled and therefore 
covered on an interim basis will have a detrimental impact on the quality of the 
education delivered. 

 
 


