State Personnel Development Grant

Evaluators’ Conference Call—Guiding Questions

January 22, 2009 
2:00 – 3:30 EST


OBJECTIVE 3: Implement strategies that are effective in meeting the requirements of Section 612(a)(14) of IDEA to take measurable steps to recruit, hire, train and retain highly qualified personnel in areas of greatest need to provide special education and related services.

Measure 3.1 - Teacher Retention: In states with SPDG projects that have special education teacher retention as a goal, the statewide percentage of highly qualified special education teachers in state identified professional disciplines (e.g., teachers of children with emotional disturbance, deafness, etc.) that remain teaching after the first three years of employment. 
Background information on the current SIG/SPDGs:

· 35 report they are engaged in Induction Mentoring (Teachers, districts) Teacher Recruitment, Retention and Quality (HQT)
· 5 report they are engaged in recruitment for higher ed.
· 4 report they are engaged in recruitment of minority populations
· 4 report they are restructuring preservice teacher education
· 2 report they are restructuring teacher licensure
________________________________________________________________________
1. How are you defining “recruit, hire, train and retain?” Are these discreet elements that you are measuring? 
Respondent A.


Recruit: providing assistance to teacher candidates through coordination of a variety of programs and services for attracting a professional education workforce
Hire: (viewed as a process) applying directly to school district for employment and interviewing for a particular vacancy. 

Train: scientifically-based activities aimed at improving/enhancing the knowledge, skills, and performance of educational personnel in an effort to increase student achievement, enhance classroom instructional strategies that promote rigor and relevance throughout the curriculum, and prepare students for continuing education and the workforce.
Retain:  remain in teaching after the first three years of employment
Are these discreet elements that you are measuring? No.
Respondent B.


Yes, these are discrete elements.  The NV SIG project is directly addressing the training and retaining and indirectly addressing the recruiting and hiring that is addressed directly by the local school districts.

     Respondent C.
In the five states that we work with, we are assuming that we report on Measure 3.1 itself—which refers to retention only (i.e., teachers who teach for at least three years in special education.  Retention assumes “hiring” and involves training and re-training.
2. How should states define “remain teaching after the first three years of employment?” (e.g., what are the physical boundaries for “remaining”—in a school? District? State?  Also, must they remain teaching in  the same disability category? In special education? In public schools?) 
Respondent A.


a.  What are the physical boundaries (barriers) for “remaining”—in a 

i. School? School population changes due to unforeseen circumstances (i.e., school boundaries change, special education services change, service delivery model changes), administrative support is not appropriate to what a teacher needs

ii. District? better teaching benefits/incentives in other districts

iii. State?  personal reasons for having to move out-of-state, better teaching benefits/incentives in other states, different teaching credentials required (i.e., do not need an endorsement to be considered highly qualified)

b. Also, must they remain teaching in the same disability category? This depends on the specific grant objective we are tracking. If the grant specifically targeted teachers who need an endorsement in autism to be considered highly qualified and our grant provided financial support, we track folks by whether or not they stayed in a position that requires the endorsement. We also track whether or not they stayed in a teaching (ESE or non-ESE) position (anywhere in Florida). We are not currently able to track whether or not they are teaching in a private school.
Respondent B.  

In NV we have defined “remaining” as continuing to teach special education within the State of Nevada.  We are tracking, and have data to support, if the teacher remains within the same school, district, and/or disability category.  We are considering expanding this analysis to include movement to and from special education and regular education and will probably add this analysis.  The NV teacher database will provide all of this information.  The one thing we do not have is information on teachers who leave NV but continue teaching in another state.
Respondent C.

We look at whether the novice teachers remain in special education for at least three years (i.e., remain teaching in special education in their school, district, or anywhere else in the state in their fourth year).

Respondent D.


“Remain” should be defined as in the state, as 3.1 asks for the statewide percentage not district percentages. If the measure is changed, then SPDGs could focus on retention in hard to staff districts, which may have more impact on student outcomes.
3. What are some of the challenges you are face regarding tracking of teacher retention? How do you deal with scenarios such as these? 
Respondent A.
· State system lacks tracking capacity We are in the process of creating a web based system that uses a teacher’s license number to track them. Previously, our project directors used individual Access and Excel databases and reported in an individual manner as opposed to having a uniform tool. 

· Candidate graduates, but leaves endorsement area Depending on the grant that supported the teacher, and whether or not there was a service obligation requirement, the teacher would have to pay back the funding he/she received. We track by a teacher’s license number so, if they are still working in our state, we will be able to make contact.

· Candidate graduates and moves out of state Other than corresponding with the teacher via email, we are not currently able to track teachers who move out of state.

· Candidate takes a leave of absence from the program, then returns 2 – 3 years later We still try to track these teachers if we have current contact information. We work with all of our institutions of higher education in tracking all of our program participants and program graduates.

· Tracking retention after the grant period is over We only track for 3 years or until a service obligation requirement is met. 

· Issues related to tracking veteran teachers who are part of a retention initiative? Current contact information if not tracking by license number.


Respondent B:
· State system lacks tracking capacity  The NV teacher database does not directly have the capability to track teachers from year to year.  All the data exists on a year to year basis but currently there is no way to  track a teacher from one year to the next.  We are currently developing special report routines that will allow us to follow a teacher from year to year.
· Candidate graduates, but leaves endorsement area  In NV we can pick up a teacher when they apply for certification but not when they graduate.  We have the data showing movement among endorsement areas both within special education and among regular subject areas. 
· Candidate graduates and moves out of state  If a candidate graduates, leaves the state of NV, and never applies for certification then we have no record of them in the NV teacher database.
· Candidate takes a leave of absence from the program, then returns 2 – 3 years later  If the leave of absence is from teaching, then the NV database will show this information.  For example, the NV database will show an individual who teaches for a few years, takes a couple of years off to raise small children, and then returns to the classroom.  If the leave of absence is from the college teacher education program then we do not have this data.
· Tracking retention after the grant period is over  We are building standard report routines that will be part of the teacher database and can be run on a periodic basis as needed.

· Issues related to tracking veteran teachers who are part of a retention initiative?  In NV we are tracking ALL special education teachers in ALL districts for the past 10 years. The NV teacher database contains complete data for all teachers since the 1997-98 school year including teacher certification(s) and assignment(s) for each year.  For SIG purposes we have stripped out all of the identifiable personal information such as name, address, social security number, and salary and use the teacher license number to track teachers from year-to-year.
· Other?  It took some careful negotiation and discussion before we were given access to the statewide teacher database in NV.  With this database, we have a wealth of data that will allow us to monitor and track special education teacher retention throughout the state.  The federal regulations under NCLB require all states to report on the percentage of “highly qualified” teachers.  This requires state to have a system (database) in place to know what subjects a teacher is teaching and what they are licensed (certified) to teach.  By utilizing this existing data and doing year-to-year comparisons the SIG projects can track teacher retention and movement.  We still have a lot of work to do in NV but we are confident that we have all of the data that we need and now just need to finish developing the reporting system.

Respondent C.
· For special education teachers that leave their position and go on a sabbatical perhaps to get further training or another reason, it is impossible to predict whether they will return to special education—therefore, we consider these teachers as having left special education and don’t track them.

· As long there is consistency in the measures establishing a time series, your data will show the actual trend in special education teacher retention over time to guide district and state interventions. 

4. What are some examples of successful teacher retention programs in your state(s)?
Respondent A.

Recognition Programs

Professional Development Programs

State Personnel Development Grant Activities

Leadership Development Programs (i.e., William Cecil Goldman)

Mentoring Programs

Specific Names:

Troops to Teachers Program, the Dale Hickam Excellent Teaching Program, The Florida Department of Education – Macy’s Teacher of the Year Program, the Florida Digital Educators Program and the William Cecil Golden Professional Development Program for School Leaders.
Respondent B.

NV has initiated two teacher retention programs in Washoe and Clark Counties.  Each program is unique in addressing mentoring for new special education teachers.  Both programs are less than a year old so we have yet to see the effects on long term retention of new teachers.  
Respondent C.

Delaware:

Delaware has good retention data.  They are a small state and focus on training principals to provide good support for novice special education teachers.  They also provide lots of training and technical assistance for novice teachers (e.g., literacy, behavior, etc.).

In addition, the new SPDG is supporting partnerships between the IHEs and six school districts with six school districts/charters having 50 percent or more of the special education teachers not fully certified and 12 school districts having a 10 percent or larger discrepancy between general and special education classes with highly qualified special education teachers.  The IHEs are assisting the districts in developing a plan that will increase the numbers of special education teachers who are not fully certified and/or highly qualified due to three reasons:  missing coursework, not yet passed Praxis II, or are general education certified. The special education teachers that have not completed coursework to become credentialed and general education teachers in special education positions are being offered university special education coursework and on-site coaching.  

In addition, special education teachers who are fully certified but are not highly qualified will be offered university coursework.  In addition, teachers will participate in nine coaching seminars provided by the universities. Participating teachers will receive a stipend of $1,200 to attend the nine monthly seminars. Two cohorts of 32 special education teachers during the five years will be targeted for the coursework and coaching two days per month.  If openings exist, general education teachers interested in becoming special education teachers will be offered this same opportunity. Special education teachers who have not passed Praxis II will receive tutoring in passing the exam.  SPDG resources will supplement district tuition stipends to reduce the financial burden on special education teachers taking coursework during the school year.  Summer coursework will be offered at no cost for Delaware teachers.  

All first-year special education teachers within the six targeted school districts participate in three years of mentoring in the four cycles of the Delaware Mentoring/Induction Program.  

At the beginning of April 2008, a survey was administered to that will address working conditions, class assignments, and other information that is often the specific reason that a new teacher elects to leave the profession.  This data should be available by the end of April for analysis in May 2008 (Activity 2.3.1).   

Keeping in mind the research literature regarding special education teacher attrition, the Delaware Mentoring/Induction Program was amended in fall 2007 to accommodate the recommendations of the Delaware special education teacher mentors.  The following were the initial amendments:  

1. The initial phase of mentoring, which is focused on getting to know staff, resources, curriculum, and standards is four weeks for regular education teachers. It was extended to eight weeks for special education teachers. 

2. Districts are encouraged, when possible, to match a new special education teacher with a mentor who is also in special education.

3. All mentors working with special education teachers are trained to introduce and initiate meetings between the new teacher and the staff members directly connected to special education programs. Mentors monitor the process to assure that the new teacher receives the support from these individuals and any resources and training necessary to be successful in the classroom. 

4. DDOE staff are presently working with the University of Delaware in southern Delaware to assure that special education teachers who are assigned to teach content are invited to sessions related to the standards in single disciplines.  Teachers receive support in terms of materials and additional mentoring from content specialists.  Once this is constructed, the intent is to present the process to the northern campus.

5. Material has been modified to meet the needs for special education teachers serving in a consultative role.  Their responsibility is to work with and inform the regular education teacher about accommodations and modifications. The focus is on what they do to be the advocate for the students and how they work with the regular education teachers to assure that the needs of the students are being met.

6. The committee is currently reviewing the Seven Habits and a text titled, The Exceptional Teacher’s Handbook The first-year special education teacher’s guide to success.  This will be used to focus further assistance within the mentoring and induction program in the 2008-2009 school year.               

There is also a focus within the Delaware Mentoring/Induction Program for getting both special education and content experts into their classrooms to work with special education teachers during the year.  Lead mentor training was provided in June 2008 within six Delaware school districts having less than 50 percent first-year special education teacher retention rates.

Principals within the six school districts having less than a 50 percent education retention rate are being provided six hours of training through the Principals’ Academy regarding SBR formal and informal mentoring strategies specifically aimed at first-year special education teachers.  In addition, through presentations within existing workshops and conferences, principals are being provided information and training regarding effective mentoring strategies for retaining first-year special education teachers (e.g., teacher study teams, collaborative teaching between general and special education, buddy teams).  

For example, new principals participated in training on November 4 and 5, 2007 and again on February 10 and 11, 2008.  Among the topics addressed were the principal’s role in IEP meetings, special education law, and providing formative feedback to new teachers through classroom walk-throughs. This training was aimed at additional support principals can give to beginning special education teachers.
Within the Delaware Performance Appraisal system, all new principals receive 15 hours of training. The Delaware Performance Appraisal system is a statewide educator evaluation model, based on Charlotte Danielson’s A Framework for Instruction.  During this training, specific attention is also paid, through video presentations and through role-playing, to mentoring strategies for first-year special education teacher.  All new principals are instructed on how to interact with and support the new teacher mentors who work directly with all new Delaware teachers. They recognize that this mentoring is a partnership among the principal, the mentor, and the new educator.

In order to capitalize on ongoing opportunities in which principals receive training, presentations are being provided within existing workshops and conferences regarding effective mentoring strategies for retaining first-year special education teachers (e.g., teacher study teams, collaborative teaching between general and special education, buddy teams, etc.)—Activity 2.3.6.  To that end, as part of the Delaware distributed leadership program, teacher leaders and principals are jointly trained in how to establish teacher study teams.  They are provided a “thought partner” who works with the teams to help them become more effective.  Different ways of “team teaching” have been reviewed and the virtues of each discussed.  Principals are aware when they observe teachers of the different ways in which “team teaching” takes place in classrooms and how both regular and special education students are incorporated into the lesson and what roles the special education teachers play in various classrooms.

Arkansas

In 2003, the Arkansas State Board of Education approved the Arkansas Department of Education (ADE)-initiated the Pathwise Classroom Observation System, a research-based system of viewing learning and teaching to help prepare the novice teacher for the authentic performance assessment (Praxis III), which leads to the issuance of a standard teaching license in Arkansas.  The Pathwise Classroom Observation System provides the foundation for the special education component through a one-day training that was developed and merged into the training for all novice teachers during Year 1 of the SIG/SPDG. The special education mentors received three days of training under Pathwise, along with an additional one-day training that is specific to special education induction. A SPDG-supported stipend of $2,000 has been provided to the mentor/novice pairs with SIG support--$800 to the novice and $1,200 to the mentor.  Most of the novice teachers have indicated that they spent funds received through Pathwise mentoring on coursework needed to meet licensure requirements.  In addition, the mentors spent the bulk of their $800 on taking an additional college class.
Prior to Year 1 of the SIG/SPDG, the statewide mentoring program was available primarily to general education teachers.  Fifty mentors, within the pool of 1,533 special education mentors, were selected for participation and received training at the end of Year 1 on effective practices to support newly-licensed or alternative licensure plan special education teachers. 

Throughout the Arkansas SIG/SPDG, mentors provided support to novice special education teachers.  The data shows that the retention level for novice special education teachers receiving mentoring showed a higher overall retention rate of all of education--94 percent, compared to approximately 70% for novice special education teachers not receiving mentoring.

The SIG/SPDG has also supported a Co-Teaching Project during the five years of their SPDG as an effort to increase retention of novice teachers, which includes co-teaching training for building leadership teams and co-teaching partners as well as follow-up web meetings.  Content of the follow-up meetings has included presentation of the five Co-Teaching instructional formats for the classroom and how to incorporate research based literacy strategies within these formats.  Additional follow-up support was provided by email and telephone consultation as well as access to a variety of resources on the Co-Teaching model located on the Arkansas Collaborative Educators’ (ACE) Network section of the ADE, Special Education website. 
In addition, the Co-Teaching Project offered a web meeting on co-teaching for all school districts during 2005.  At this web meeting, 97 sites across the state were represented. This information was designed to provide basic information about the model as well as promote its usage.  

Alabama

During the first Alabama SIG/SPDG, a mentoring program called GEMS was implemented.  Data and information gathered regarding this program was reviewed by the Alabama Governor’s Commission on Quality Teaching that was formed because of the concern regarding recruitment and retention of quality teachers.  In 2007, this Commission recommended the immediate implementation of a statewide mentoring program for every new Alabama teacher, and recommended that the Alabama Legislature fund such a program.  Based on this recommendation, the Legislature appropriated $3,950,000 for a new statewide teacher mentoring/induction program to be implemented within each school system.   Local school systems are required to implement either an existing locally-development mentoring program or a new mentoring program to support new teachers. Mentors need to be identified prior to the first day of the school year.  The legislature provided a $l,000 stipend for each mentor.

Data is being gathered regarding the effectiveness of this mentoring program and its impact on special education teacher retention.
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