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GOALS & OBJECTIVES

Toolkit Goals: Today’s Objectives:

» Lead state teams through a * Increase awareness of the
collaborative process in shortages toolkit and ways it
developing a comprehensive can be used to facilitate
approach for addressing shortages partnerships to address

 Establish strong networks and shortages unique to context.

collaborative partnerships with
shared ownership, collective
action, and joint accountabillity




WHY SHOULD WE BE CONCERNED?

48 states and the District of Columbia report shortages of special

education teachers.
« 42 states report a shortage of early intervention providers.

« Special education teachers leave the profession at nearly twice the

rate of general education teachers.

* Enroliment in teacher preparation programs is down 35% over the last

S years.

Source: Council for Exceptional Children, 2018.




EQUITY ISSUES

* 90% of high-poverty school districts report difficulty attracting
qualified special education teachers.

* There are severe and persistent shortages of special educators from
diverse backgrounds.

e Students with serious emotional & behavioral disorders are
disproportionately affected.

Source: Council for Exceptional Children, 2018; Fall & Billingsley, 2011.




THE POLICY LANDSCAPE

« ESSA removed “highly qualified”
* Shortages propelling lower state standards

 IDEA requires a minimum of a BA; ESSA does NOT

* Little national attention to the shortage crisis; limited awareness on
the Hill

* Federal resources for preparation and retention matter, but
insufficient




THE CHALLENGE

* Districts are left with few choices and often rely on “fast-track” and
emergency-certified teachers with little preparation and no
classroom experience to fill positions.

» Short-term solutions exacerbate quantity and quality issues and
create a revolving door.

* Long-term solutions like policy change take time!

Source: Boe, Cook, & Sunderland, 2006; Feng & Sass, 2013; Ingersoll, Merrill, & May, 2014.




THE SOLUTION

A comprehensive educator
talent management
framework that:

Encompasses the entire
educator career continuum

Considers unique local
contexts

Clarifies partner roles

EFFECTIVE
PERSONNEL
FOR ALL

RETAIN
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PREPARING AND RETAINING EFFECTIVE SPECIAL
EDUCATION TEACHERS
“Returnto

’ ’ Toolkit

SPECIAL EDUCATION
TEACHER SHORTAGES

PRIMER

Preparing and Retaining Effective Special Education Teachers:
Short-Term Strategies for Long-Term Solutions

Preparing and Retaining Effective Special
Education Teachers: Short-Term Strategies for
Long-Term Solutions This brief for policymakers, preparation providers, and state and district

A Policy Brief administrators offers a high-level overview of evidence-based short-term
Prépared by: strategies that complement longer-term, systemic solutions to special
2 W3 Te’:c::f:’pf(‘f"'L!C‘.‘1’(’:ffr'.’. education teacher shortages. It includes an overview of research, talking
points, and recommendations.

Many states struggle with shortages of special education teachers (SET). To address
the shortage problem in the long term, policymakers, preparation providers, and
state and district administrators must ensure that any short-term strategies are
combined with a comprehensive plan that includes long-term systemic strategies
to strengthen the supply, preparation, and retention of special education teachers.




COMPREHENSIVE, LONG-TERM APPROACHES BACKED
BY RESEARCH

True or False
3. Preparation does not matter in special education.

4. States that prepare more special education teachers have fewer
shortages.

5. Alternative routes are not effective.

6. Financial incentives can help.

/. Formal and informal induction strategies retain beginning
teachers.
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rooikrcror-Developing Local Strategies

Special education teacher shortages have existed for decades. Unfortunately,
the urgent need for short-term solutions to fill vacancies often works in
opposition to long-term, systemic efforts to create an effective teacher
workforce.

The Educator Shortages in Special Education Toolkitis organized around the
guiding principle that short-term strategies to meet immediate demand must
be intentionally paired with long-term, systemic strategies to attract, prepare,
and retain effective special education teachers to create comprehensive
shortage solutions.

The Toolkit is organized around a Facilitator's Guide and three supporting sets
of tools. If this is your first visit, we recommend starting with the Facilitator's
Guide.

Partners

The Toolkit is the result of a collaborative effort between the Center
on Great Teachers and Leaders (GTL Center) and the Collaborative for
Effective Educator Development, Accountability, and Reform
(CEEDAR) Center, and was funded in part by the Office of Special
Education Programs at the U.S. Department of Education.

:icenter.org




GUIDING PRINCIPLES

Shortages are a local issue.
Shortages are an equity issue.
Shortages can impact any stage of the career continuum.

Shortages require collaboration across partners at all stages of the
career continuum.

Short-Term Long-Term
Strategies Strategies Comprehensive

Hire and support Attract, prepare, Solutions for

candidates to fill and retain an Special Education
immediate effective teacher Teacher Shortages
vacancies workforce




TOOLKIT

FACILITATION

GUIDE

* To help teams identify and implement a

combination of short- and long-term educator
talent management strategies.

- State education agency (SEA) personnel

- Regional education agency personnel

 Local education agency (LEA) personnel

« Educator preparation program (EPP) personnel




STAGES WITHIN THE THREE-PHASE PROCESS

Phase I: Assess, Plan, and Prepare

Short-Term Strategies Long-Term Strategies
s Stage 1: Hire Candidates With the » Stage 1: Explore Context
Most Potential » Stage 2: Analyze Data
= Stage 2: Provide New Hires With » Stage 3: Identify Root Causes
Intensive Professional Learning « Stage 4: Select Strategies

Phase II: Implement, Monitor, and Improve

Phase III: Sustain and Scale Up




SCHOOLS AND DISTRICTS NEED TEACHERS RIGHT NOW

Demand for special education teachers combined with
Short-Term Strategies for Dealing With

Shortages of Special Education Teachers inadequate supply has created a shortage crisis.

* Districts with vacancies often have no choice but to hire

—oecalacucaton achar postions. Abough themdiicul wth satilies scaion individuals who have not completed a full preparation

Act (IDEA) requires that special education teachers be fully licensed when beginning to
teach, many special education teachers receive their certification through fast-track
routesthatdonotmllypmpamthemwimtheknowledgeandskmstheyneedlobe
effective. h has d d that | education teachers who have gone prog ram
through a full preparation program are more Ilkery to provide effective instruction,
increase and in in the ¢ , when vacancies
occur and fully-prepared special education teachers are not Inunedlately available,
what can schools and districts do to ensure that students are served and teachers are .
Supported? Thi ref outinesshort-tr stratecie s, hen e withon-tr « Underprepared teachers require more resources and support
ies, can be loyed to hire, prepare, and support teachers in
schools and districts facing special education teacher shortage crises.

and are more likely to leave the profession and are less likely

Talking Points on Trends in Special Education Teacher Supply and Demand

« During the Great Recession, special education teacher shortages declined, falling below 5% in 2011.
Shortages re-emerged in 2012 concurrent with the economic recovery and reached 8% by 2016-17 . . . .
to provide effective instruction
The number of fully-certified special education teachers employed in U.S. schools has declined since -
the end of the Great Recession. The number of special education teachers peaked in 2005 at more than
420,000 but dropped below 350,000 in 2012. By 2016-17, the number had fallen to 318,000, lower than it
had been since the mid-1990s (Sindelar, 2019).

g e e  Districts need just-in-time strategies to hire, prepare, support,

prep rog; arolln declined by 35% from 2009 to ’013(-\ agon
l)l(s)l (-lll rnia alone, tea lerp p ratios p g.mex rollment has drc )ppedb e than S'inf

e G o K et 0 and ultimately retain individuals who demonstrate potential to




SHORT-TERM STRATEGIES FOR DEALING WITH SHORTAGES OF
SPECIAL EDUCATION TEACHERS

Strategy 1: Look-Fors When Hiring Candidates:

Hl_re v'Experience as a paraprofessional.
Candidates S Exoer +h ohildren
. xperience with children.
with the Most P
Potential v Experience with individuals with disabilities.

v Experience in schools.




SHORT-TERM STRATEGIES FOR DEALING WITH SHORTAGES OF
SPECIAL EDUCATION TEACHERS PART 2

Strategy #2:
Provide New
Hires With
Intensive
Professional
Learning
Supports

v'"Match novice teachers with appropriate mentors.

v Offer orientation prior to the beginning of the school
year.

v'Provide just-in-time professional development (PD)
grounded in high-leverage practices (HLPs).

v'Pair novice teachers with knowledgeable
paraprofessionals.



POLL: SELECT THE STRATEGIES YOUR STATE AND/OR DISTRICTS
IN YOUR REGION IMPLEMENT (SELECT ALL THE APPLY):

1. Match novice teachers with appropriate mentors.
Offer orientation prior to the beginning of the school year.

Provide just-in-time professional development (PD) grounded in
high-leverage practices (HLPs).

4. Pair novice teachers with knowledgeable paraprofessionals.
5. None of the above




SHORT-TERM STRATEGIES

Suggested action steps

Recommended tools and resources

Deliver intensive
professional learning
supports anchored in
high-leverage and
evidence-based
practices.

Module
Beginning Teacher Professional Learning & Development
GTL Center

Module
Mentorin
GTL Center

Brief

How Administrators Can Help Novice Special Education
Teachers Thrive: In ' ices That Make it

Handbook

Mentor Handbook: Supporting Beginning Special Educators
NCIPP

Manual

District Induction Manual: Supporting Beginning Special Educators

NCIPP

Reflection questions for state teams

* How will we leverage multiple professional learning
structures (e.g., orientation, professional learning
communities, ongoing professional development, mentoring,
coaching) to create a comprehensive system of support for
new teachers?

* How will we identify mentor teachers and coaches who are
knowledgeable of high-leverage and evidence-based
practices and well-versed in their use?

* How will we match beginning teachers with experienced
mentors and coaches?

* How will we ensure that all professional learning
experiences are anchored in high-leverage and evidence-
based practices for special education?

* How will we fund these professional learning opportunities?




LONG-TERM SHORTAGE STRATEGIES TO ATTRACT, PREPARE,
AND RETAIN AN EFFECTIVE TEACHER WORKFORCE

=), Stage 1 | :
[J] Explore Context Sustain

and

o ke | Assess am Scale Up
aiysLe alc —

identify Root Causes i

v Staged  [pjanand
Select Strategies Prepare
\




ACTION STEP/MILESTONE 1

> Establish a team

consisting of
SEA, district,
EPP, and other
key stakeholder

group
representatives.

LONG-TERM STRATEGIES

ASSESS, PLAN, and PREPARE

Suggested action steps | Recommended tools and resources

Reflection questions for state teams

Establish a team Facilitation Guide

consisting of SEA, Moving Toward Equity: Stakeholder

district, EPP, and other Engagement Guide

key stakehglder group = Step 1.1—Building an Internal SEA Team

representatives. = Step 1.2—Creating a Big-Picture Vision

= Step 1.3—Identifying Stakeholder Groups

= Step 1.4—Envisioning the Mechanisms for
Engaging Stakeholders

= Step 1.5—Envisioning How Best to
Prepare Stakeholders for Engagement

= Step 1.6—Envisioning a Long-Term
Educator Equity Coalition

= Step 1.7—Planning for Stakeholder
Engagement: A Suggested Approach
GTL Center

Who are the key stakeholder groups affected by special education teacher

shortages in our state?

Does the team include adequate representation from a range of SEA

stakeholders across applicable offices and divisions?

* Special education

* Educator talent

+ Data systems

Is there adequate representation from the LEAs in our state that are most

impacted by shortages (e.g., urban, rural)?

Does the team include adequate representation from a range of LEA and

school-level stakeholder roles?

+ Superintendents

* Principals

* Human resources directors

*» Special education administrators

» Special education teachers with a variety of roles (e.g., inclusion, self-
contained) and years of experience

* Unions

Which EPPs should be represented on the team? Does this include both

traditional and alternative route EPPs?

Are the largest producers of special education teachers in the state included
on the team?

Does the team include adequate representation from a range of EPP
stakeholder roles?

+ Traditional preparation program faculty

+ Alternative route preparation program faculty

* Deans and program chairs

What other organizations or special interest groups should be represented on
the team?

+ Parent groups

* Professional organizations (e.g., CEC, CASE)
» Unions

*  Others?

Center on Great Teachers and Leaders
CEEDAR Center

Educator Shortages in Special Education Toolkit for Developing Local Strategies Facilitator’s Guide—I15




STARTING POINT: DATA, ROOT CAUSE, & CONTEXT

Where do the What are the Contgxt is
gaps start? root causes for crucial!
gaps”?




ACTION STEP

#H2
& 3

» Inventory past and
current initiatives to
address teacher
shortages.

» Explore the national
context for special
education teacher
shortages to
understand how our
state compares with
others.

LONG-TERM STRATEGIES

ASSESS, PLAN, and PREPARE

Suggested action steps | Recommended tools and resources

Reflection questions for state teams

education teacher States
shortages to understand | LPI
how our state compares | Toolkit

with others. Teacher Shortage Solution Toolkit
LPI

Interactive Map

Understanding Teacher Shortages: 2018
Update: A State-by-State Analysis of the
Factors Influencing Teacher Supply, Demand,
and Equity

LPI

Interactive Calculator

What's the Cost of Teacher Turnover?

LPI

Brief and Report

Teacher Turnover: Why It Matters and What
We Can Do About It

LPI

Brief and Report

A Coming Crisis in Teaching? Teacher
Supply. Demand. and Shortages in the U.S.

LPI

Inventory past and Tool = Are existing task forces or workgroups charged with examining teacher
current initiatives to National Implementation Research Network shortages in the state?

address teacher Initiative Inventory * What key recommendations, action steps, and outcomes have emerged from
shortages. NIRN/SISEP current or past task forces or workgroups?

® What lessons learned from current or past task forces or workgroups should
we consider duplicating or avoiding?

* Should we consider collaborating, consulting, or consolidating our work with
an existing workgroup?

® What current state- and/or district-level strategic plans are in place to address
teacher shortages? How will our efforts align and support these plans?

* What initiatives/plans currently exist among our state, local, and EPP partners
to address teacher shortages? How can our team connect to and leverage
these existing initiatives/plans?

Explore the national Website = How do our state’s special education teacher shortage trends compare with
context for special Resources: Teacher Shortages in the United national trends?

Which states are facing similar challenges related to special education teacher
shortages?

What are we currently spending on hiring new teachers that do not remain in
the field?




TOO LS/ Initiative Inventory
RESOURCES

L]
This tool can be used to guide your team’s review of past and current programs to get a clear picture of existing initiatives, mandates,

and resource commitments. Information and data collected can be used by the organization when exploring the fit of additional
initiatives with current work, guide decision making to make room for new work, and assist with alignment of initiatives.

Date of Inventory:
. H H Name of Leadership of Expected Scale of Start and End Financial Relation to Measures of | Evidence of
htt pS / / nirn fpg .unc.e d U/ resou rceS/ I Initiative Initiative Outcome Intended Use Date Commitment | Organization Outcomes Outcomes
g H H (Team and/or (National, and Source of | Priorities &
nitiative-invento ry Coordinator: regional, Funding Strategic Plan What has
Name and targeted (federal, happened
Department) population) state, grant, thus far?
or other)
Adapted from MiBLSi (4/15/10), ISSA (10/19/09), G.Sugai (1/26/01)
The Active Implementation Hub, Al Medules and Al L are developed and d
The National Imp ion Ressarch Network (NIRN) at

o tained by
The University of North Carclina at Chapel Hill's FPG Child Development Institute. Copyright 2013-2017|
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https://nirn.fpg.unc.edu/resources/initiative-inventory
https://nirn.fpg.unc.edu/resources/initiative-inventory

TOOLS/RESOURCES

Understanding Teacher Shortages: 2018 Update What's the Cost of Teacher Turnover?

A State-by-State Analysis of the Factors Influencing Teacher Supply, Demand, and Equity

High teacher turnover—or churn—undermines student achievement and consumes valuable staff time and resources. It also contributes to teacher shortages throughout the country, as
This map highlights a number of key factors that reflect and influence teacher supply and attrition and signal whether states are likely to have an adequate |, TR roughly 6 of 10 new tea(':her.s hire(? each year are ffp@dﬂg colleagues who left the c.lassroom‘before re.ti.remenL Refgarch show's that urban districts can, pn avergge, spend more than
supply of qualified teachers to fill their classrooms. Based on these data—which treat compensation, teacher turnover, working conditions, and vacancies and $20,000 on each new hire, including school and district expenses related to separation, recruitment, hiring, and training. These investments don’t pay their full dividend when teachers
qualifications—each state is assigned a “teaching attractiveness rating,” indicating how supportive it appears to be of teacher recruitment and retention leave within 1 or 2 years after being hired.

. . o . > N ) 3 ) A uncertified teachers are
and a “teacher equity rating,” indicating the extent to which students, in particular students of color, are assigned uncertified or inexperienced teachers.

In your state? e . . . . - . .
Ratings are on a 1-5 scale, with 1 (the lightest color) being the least desirable and 5 (the darkest color) being the most desirable. Yol Turnover rates vary by school and district, with those in rural and urban settings or that serve high percentages of student in poverty experiencing the highest rates. Use this tool to
estimate the cost of teacher turnover in your school or district and to inform a local conversation about how to attract, support, and retain a high-quality teacher workforce. High-leverage
For the 2016 version of this interactive, see here. strategies are highlighted below.
CHOOSE AN INDICATOR CHOOSE A STATE @share || <>Embed | £ Reset
Teaching Attractiveness Rating % All States </> Embed (£ Share

1. How many teachers left your school or district? Estimated Cost of Turnover *

$1,155,000

Enter the number of teachers who left last year
Don't know? Use the tab above to let us help you calculate an estimate.

Cutting turnover in half would save
55 am @’ -

° $577,5OO

* Teacher turnover is costly, and not just in dollars. Studies show that
hi suffers in with high turnover.

2. What's the cost of replacing a teacher?

Use the slider to estimate the cost of replacing a teacher in YOUR school or district. As you think about
the costs, remember to factor in all expenses and person hours related to processing a teacher’s exit,
as well as costs to recruit, hire, and train new teachers. Read more.

Enter the cost of replacing a teacher for your school or district

$21,000 [ )
$1,000 $40,000

https://learningpolicyinstitute.org/product/understandi https://learningpolicyinstitute.org/product/the-cost-of-
ng-teacher-shortages-interactive teacher-turnover



https://learningpolicyinstitute.org/product/understanding-teacher-shortages-interactive
https://learningpolicyinstitute.org/product/understanding-teacher-shortages-interactive
https://learningpolicyinstitute.org/product/the-cost-of-teacher-turnover
https://learningpolicyinstitute.org/product/the-cost-of-teacher-turnover

DATA TOOL

 PURPOSE: Tool for identifying and visualizing speciz
education teacher shortages across the career contirgrrmrerrsz

TEACHER SHORTAGES

oooooooooooooooooooooooo

UUUUUUUUU

 AUDIENCE: State teams consisting of state, regiona
and educator preparation program stakeholders

EEEEEEEEE

Question: What kinds of data sources are
E— you currently using to examine special
education teacher shortages?




DATA TOOL LENSES

« Development of Gaps: Compares the attrition — AIR

of special education teachers with overall

teacher population. -
« Teacher Hiring Funnel: Focuses on the All Teachers

. . Teacher Preparation Program Applied
educator career continuum for special Teacher Preparation Program Admitted
. . e . Teacher Preparation Program Enroliment
education teachers, identifying the most Education Degree Conferred
. . .y Pass State Licensure Test
significant moments of attrition. Cerified

|
|
|
|
|
|
Submitting Applications |
Passing Initial Screening |
|
|
|
|
|
|

« Accountability Score Results: |dentifies how Participating in Dishrict Inferviews
special education teacher attrition varies oractag o Sehool Interviews
across districts and schools based on qccepmc Ofer

3-Y Retenti
outcomes for SWDs as measured by Every e

Student Succeeds Act (ESSA) accountability
scores.




GAPS IN SPECIAL EDUCATOR RETENTION COMPARED WITH OVERALL
TEACHER POPULATION

Development of Gaps

81%

25%

Teacher Teacher Teacher Educafon PassSile Cerifed Submiting Passing Parficpaing Parfopeiing Selecisd  Accepied 1-Year 3Year 5Yex
Preparation Preparafon Preparaion  Degree Licensure Appications hia inDistrict  in Scheol Offer Relention Retenfon  Retenfion
Progam  Progam  Progam  Conferred Test Screening  Imlerviews  Infterviews

Applied Admn#ted Errcliment

Percent Retaned Al Teachers i Percent Retaned
SPED Teachers




RETENTION AND ESSA ACCOUNTABILITY

100%

a0%

80%

T0%

60%

S0%

40%

0%

20%

10%

0%

Comparison of Teacher Recruitment and Retention Across Accountability Score Gap Percentiles

A 9% 98%
— L O —— O
2
- | EhP Q720 Ltnate I
' g5t ; 83%
80% b T4%
509
51% .
49%
20%
10%

Submitting Passing Initial  Participaingin  Paricipating in Saleciad Accepted Offr  1-Year Retention 3-Year Retention 5-Year Retention
Apglications Screening  District Inferviews School Inserviews

e Poroant SPED Teachers Retained—Schools Above 75th Percantie
weis Paroant SPED Teachers Retained—Schools Between 25th and 75th Percentie

e Poroant SPED Teachers Ratained—Schools Below 25th Percantile




SHORTAGE STRATEGY

SELECTION
TOOL

What is the Shortage Strategy Selection Tool
(Beta Version’)?

This interactive tool helps state and district teams identify and select
educator talent management strategies to address special education
teacher shortages. Users can explore potential strategies that target
the root causes of shortages at specific points along the educator
career continuum. The tool also includes four additional resources to
support strategy implementation (see Strategy Implementation
Supports on the right).

‘Beta Version: this tool is still undergoing testing and further
development. We welcome your thoughts. Please email us at
gtlcenter@airorg with your feedback or ideas.

How to Use the Shortage Strategy Selection
Tool

The tool is organized around three goals:

SHORTAGE STRATEGY SELECTION TOOL

‘ t Return to
’ ’ Toolkit

Effective Personnel for ALL: Attract,
Prepare, Retain

The Shortage Strategy Selection Tool is structured to align with
the goals and strategies outlined in Effective Personnel for ALL:
Attract, Prepare, Retain, a talent management framework
developed by the Office of Special Education Programs at the
U.S. Department of Education

EFFECTIVE
PERSONNEL
FOR ALL




Prepare

SHORTAGE STRATEGY SELECTION TOOL PART 2

Pathways into the
Profession
Grow Your Own Programs

Alternative Routes to Certification

Recruitment, Selection, &
Hiring

>

Preparation Program
Content and Pedagogy

Certification and Licensure )

Program v
Approval/Improvement

Accreditation

Continuous Improvement

Professional Learning and >
Support

Career Advancement v

Teacher Leadership
Tiered Licensure
Extending the Reach

Teaching and Learning 5
Conditions



SHORTAGE TOOLKIT SELECTION TOOL PART 3

Prepare > Preparation Program Content and Pedagogy

Resources for

Professional Standards, Preparation Program Standards & Advanced Teacher Standards v

Product Types Description

Briefs This policy analysis report from the CEEDAR Center investigates the
The Role of State Policy in Preparing extent to which states have srtandards for teachers and school
Modiles Educators to Meet the Learning Needs leaders and the extent to which these standards address what
of Students With Disabilities teachers and leaders need to know to effectively educate students

with disabilities and other diverse learners
Program Exemplar

Reports CEEDAR's interactive state policy map provides information about
state policies that support the preparation and development of
teachers and leaders in meeting the needs of students with
disabilities. Users may click on the state whose policy profile they
seek or use the pull-down menu. Each state policy profile includes
information about teacher and leader standards, preparation
certification and licensure, induction. and professional
development standards

Tools
CEEDAR Center Interactive Policy
Database

This tool outlines key competencies for effective inclusive principal
- _ - leadershin within the framework of the Professional Standards for



BEST PRACTICES: SHORT TERM AND LONG TERM

« Grow your own programs: Texas, Minnesota competitive grant programs

» Arizona Teachers Academy

« $15 million for 3000 students to become teachers debt-free in participating public
IHES

« Tuition waiver scholarships for those who agree to teach in AZ public schools

* |nitiatives for increasing diversity: University of Utah; Tennessee Minority
Teaching Fellows Program

* Louisiana

 Braiding fed, state funds statewide to require full year pre-service residency for all
future teachers




PARTNERSHIPS TO PREPARE

» Residency programs: California Residency programs supported
by the California Alliance for Inclusive Schooling (CAIS)

 Dual certification programs: Bowling Green State University,
Portland State University https://videos.aacte.org/home

« Georgia P-20 collaborative developing induction and mentoring
program in partnership with CEEDAR

« Advancing Inclusive Principal Leadership (AR, GA, MS, and
OH)



https://videos.aacte.org/home

SHORTAGE STRATEGY SELECTION TOOL SCREENSHOTS

Center on @ /9 \®
GREAT TEACHERS & LEADERS ’r T“ CE—EDATK @k

U5 Offcr o pecs
Seion P

at the American Institutes for Research® B C

Shortages in Special Education Toolkit: Strategies Funding Guide

Eligible entities and funding mechanisms

I Certification

me!
rvice

Retain — ey - - — -

" z = Eligible entities: SEAs with one or more LEAs; LEAs or consortium of LEAs; nonprofit organizations in partnership
§2 § s g g 2 ) - . .
- H - § § °f g H 3 Z" B s 5 £ with one or more LEAs or an LEA and SEA. The majority of schools where educators participate must be high-
3% £e8% 2 883 3% g8 need schools.

% g 3 ; % 3 § Mechanism: Competitive grants administered by the U.S. Department of Education. Requires a 50% match.

g I 20 H = e 3

£1|3 s25l28 g . Resources

FT|E g3 3 2 z N N . —

£& 8 £3 i § il g Program information: https://www?2 ed.gov/programs/teacherincentive/index.html

Professional Standards,
Evidence-Based Practices
EPP & District Partnerships
Pract

Clinical Experiences
Extending the Reach

Legislation: https://www2 ed.gov/policy/elsec/leg/essa/legislation/title-ii. htmI#TITLE-1I-PART-B

Empowerment

Grow Your Own
Alternative Programs
Status of the Profession

Rl Workforce Diversity

Bl Collaboration

B Leadership

BN social & Emotional Leaming

Potential Funding Sources

School I t Funds: 3 nath
ESEA, Tl |, Section 1003 Authorized activities
Improving Basic Programs . . . . ofef o R N N
Operated by LEAS: ESEA, The Teacher and Leader Incentive Fund supports the development and implementation of performance-based
Title I-A - - - - - -
,',:a,.ng, Training, and N 1 " T T teacher and principal compensation systems and related human capital management strategies that increase
B e access to effective educators in high-need schools. Allowable activities include:
ESEA, Title II-A
Teacher and Leader Incentive | « . . . . . DB * Performance-Based Compensation Systems * Recruitment and Hiring
Fund Grant: ESEA, Title II-8
¢ Human Capital Management System ¢ Teacher Leadership
¢ Educator Evaluation * Teacher and Leader Residency Programs
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Shortages in Special Education Toolkit: Attract State Education Agency (SEA), Educator

Preparation Program (EPP), and Local Education Agency (LEA) Role Guide

SEA Role

Grow Your Own (GYO) Programs

Offer competitive grants to districts to
establish GYO programs in shortage areas,
including special education.

Secure private funding to establish statewide/
regional GYO programs in shortage areas,
including special education.

Offer guidance/ resource document to EPPs
and districts to advance GYO programs in
shortage areas, including special education.
Convene stakeholders (EPPs, LEAs, and
others, e.g., rural associations) to discuss local
challenges, share priorities with each other
and the SEA, and create GYO partnerships.
Ensure grants prioritize local needs or gaps by
a) identifying those needs and gaps, and, b)
offering priority points or similar strategy to
target local needs.

Collect and share educator data that other
stakeholders can utilize to inform GYO
program development and changes.

Establish collateral/ marketing materials for
statewide use.

Establish standards for EPPs and curricula for
education and training programs (High
School), with an emphasis on shortage areas,
including special education.

EPP/Community College Role

* Provide on-site, in-district courses to

paraprofessionals working toward certification
in shortage areas, including special education.

* Partner with districts to establish a GYO

program: for current EPP students,
paraprofessionals, and future educators (HS
students).

* Offer dual credit for efducator preparation

courses — and potentially other core courses —
in partnership with districts to expand
recruitment, matriculation, and pipeline of
future teachers.

* Work with districts —and the SEA, as needed —

to count classroom experience as a
paraprofessional as field experience in the
preparation program.

* Create marketing materials for use in districts

that clearly defink the path, costs, and next
steps.

e Determine if current pathway(s) meet need,

what demand is, and if not —and demand is
there —look to expand and/or embrace a new
model.

District Role

Work with the SEA, local business, CTE, and
preparation programs to develop GYO
curriculum.

Work with EPPs —and the SEA, as needed — to
allow classroom experience as a
paraprofessional to count as field experience
in the preparation program.

Work with the EPP and community colleges to
offer or expand dual credit opportunities for
educator preparation courses — and potentially
other core courses — to increase the pipeline of
future teachers.
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« Grow Your Own Programs

« SEA

« Offer competitive grants to districts to
establish GYO programs in shortage areas,
including special education.

- EPP

* Provide on-site, in-district courses to
paraprofessionals working toward certification
In shortage areas, including special education.

* LEA

« Work with the EPP and community colleges to
offer or expand dual credit opportunities for
educator preparation courses — and potentially
other core courses — to increase the pipeline of
future teachers.
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Tools for Solving
the Teacher
Shortage

@% The Teacher Shortage

To give every child a quality education, we need a quality teacher in every classroom. But severe teacher shortages in
communities across the country deprive many children of the opportunities they need to prepare for college, a career, and
civic participation.

In 2017, more than 100,000 teaching positions were filled by teachers with inadequate training. Because they are
underprepared for the challenges of the classroom, these teachers are less effective and more likely to leave the
profession. At the same time, uncompetitive compensation, high student debt, and poor teaching conditions can drive out

Request access

Special Education

Special Education

Teacher shortages are not felt uniformly across all communities and classrooms, but instead affect
some states, subject areas, and student populations more than others. Shortages are most prevalent
in certain subject areas, such as secondary mathematics and science, special education, English as a
second language (ESL), and foreign languages. In 2016, for example, 48 states and the District of
Columbia reported a special education teacher shortage, and 32 states and the District of Columbia
reported an ESL teacher shortage (U.S. Department of Education, 2016). Likewise, certain populations
of students already considered to be underserved are further disadvantaged by shortages, especially
students in rural and diverse, high-poverty communities.

See all related resources

Special Education Shortages Toolkit
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