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AGENDA
Welcome and Introductions—Karen Gray (10 min)
Approval of November 7 Meeting Minutes — All

BranchED’s Quality Framework for Educator Preparation (45 min)
Cassandra P. Herring, Ph.D., President and Chief Executive Officer
Branch Alliance for Educator Diversity (BranchED)

Break (10 min)

Relevant Reports and Activities—Hilda Rosselli (10 min)
a. Novice Educators of Color Listening Session update
b. Elevator cards for members
c. 2018 Infographic
d. Joint Committee on Student Success (Handout)

Update on Oregon Teacher Scholars Program (OTSP)--

Lala Rangel (15 min)
a. Updated Scholars Report (Handout)
b. Professional Learning and Networking Events (Handout)
c¢. Employment Supports

Update on Presentations on 2018 Results—Hilda, Marvin, Tony, Lala
Meeting presentations for the year—ALL (10 min) (Handout)

2018-19 Action Steps and Advisory Group Work Plan—ALL (20 min) (Handout)

COSA Work Group on Educator Workforce Development—Legislative Concept—
Craig Hawkins, Morgan Allen (50 min) (Handout)
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10) Public Comment
Members of the public wanting to give public testimony must sign in.
There will only be one speaker from each group.
Each individual speaker or group spokesman will have three (3) minutes.

Adjourn
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MINUTES
Attending: Marked with X
X Koreen Barreras-Brown Cecelia Monto
X | April Campbell Rhonda Nese
Tara Cooper X Bahia Overton — by phone
X | Veronica Dujon X Cynthia Richardson
X | Jennifer Duvall X Helen Richardson
X | Teresa Ferrer — by phone X Tony Rosilez
X | Karen Gray X Hilda Rosselli
X | Rob Larson — by phone Carlos Sequeira
X | Tawnya Lubbes X Markisha Smith
Marvin Lynn X Maria Dantas-Whitney
Visitors: Amber Ryerson, WESD

Steve Nelson, Salem-Keizer School District
(Director of Recruitment and Staffing)
Brandy Ethridge-Lipke, Representative Helfrich’s Chief of Staff

Agenda Item

Discussion Notes

1) Welcome & Introductions —
Karen Gray

Meeting was called to order by Chair Gray at 1:09 p.m.
Roll call: See chart above

Advisory members introduced themselves and shared
their current concerns.

2) Approval of August 24 meeting
notes

Edit #5 action steps to: “at a future meeting Helen
Richardson will give a presentation about creating
partnerships.”

Tony Rosilez moved to approve the minutes with the
noted correction, seconded by Cynthia Richardson. The
motion passed unanimously.

3) Advancing Educators of Color: A
Case Study from Salem-Keizer SD
Steve Nelson & Cynthia
Richardson

Cynthia Richardson, Office of Student Equity, Access,
and Advancement at the Salem-Keizer School District
shared her employment path in education from Texas to
Oregon. Steve Nelson, Director of Recruitment and
Staffing at Salem-Keizer School District spoke about
changes in their recruitment of diverse teachers. Salem-
Keizer SD has the largest number of ELL students in the




state. The current educator workforce does not mirror
the demographics of the PK-12 student population. The
District’s previous strategy was to go outside the state
to recruit diverse teachers. However, it remained
difficult to both recruit and retain enough diverse
teachers to meet student needs. The district has been
able to institute some changes in recruiting from an
outward recruitment strategy to a “Grow Your Own”
strategy, developing programs which help and
encourage students and educational assistants in the
district move forward on the path to licensure. Critical
to this change in practice and philosophy is investment
in K-12 students, leadership support, and dedicated
dollars to fund programs.

Three things are needed to make a difference:

e Solve the community college problem of smooth
transfer and articulation.

e Address barriers in TSPC test passage.

e Statewide promoting of education as a
profession.

Other lessons include:

e Importance of the Superintendent’s leadership
and support for diversification of the educator
workforce

e Using AVID program to identify potential
recruitees and hire former AVID graduates to
come back and work as tutors to earn money
while in college

e When implementing a grow your own, plan on a
long term investment and benefits that take
time to see.

e When implementing scholarships, consider
supporting candidates in community colleges as
well as those enrolled in universities.

e Split the costs for teachers seeking to add ESOL
endorsement.

e |dentify ways to help support half time paid
internships for administrator candidates.

e Consider a 3 year commitment to teaching once
employed for recipients of scholarships. Be
prepared to manage finances for the few who
will leave.




Use Title lIA funds when possible.

Develop an articulation process for candidates to
apply for positions.

Give first interview and employment
consideration for candidates who are part of the
district’s investments.

Use social gatherings and community based
organizations to network and identify potential
candidates.

Make sure that the professional learning for staff
and community gatherings provide supportive
environments that help candidates feel
interested and welcomed.

Include equity PL to set the growth mindset
within the district.

5) Break

6) Update on Oregon Teacher
Scholars Program - Hilda Rosselli,
Lala Rangel, Cecelia Monto,
Cynthia Richardson

Lala Rangel updated the advisory group on the progress
of the Oregon Teacher Scholars Program:

There are 44 first round scholarships already
awarded and enough funding for 68.

There is even distribution of scholarships
throughout the universities of the state.
Cecelia Monto and Cynthia Richardson have
reviewed the 2" round of scholarship
applications (18).

Several scholars have signed up to speak with
legislators about the program.

Lala is working with WOU to develop a video
that highlights the program which will be added
to our current website.

Ideas discussed:

\/
\/
\/

Tony suggested inviting scholars to meet with
TSPC

Consider connecting candidates via Zoom to
further networking

Sponsor an annual event for Scholars

COSA Letter

The group discussed the OEEAG’s development of a
response to the COSA letter received (included in this
meeting packet). There was consensus to invite Craig




Hawkins or Morgan Allen from COSA to talk with this
group about their legislative proposal on workforce
diversity. Karen Gray and Hilda Rosselli will develop
guestions for COSA and send to the advisory group for
their edits and feedback prior to sending to COSA. We
will invite COSA to our January meeting to answer the
guestions.

7) 2018-19 Action Steps and
Advisory Group Work Plan

A focus of this advisory group is to complete the
Educator Equity Report for the Legislature each year
and develop recommendations and action steps. Chair
Gray requested the group review the steps of the 2018-
19 work plan and consider writing legislators a note
regarding the work. It is important to align our work
with other state Ed Equity work.

8) Meeting presentations for the
year

Chair Gray reviewed a list of suggested presentations
for our professional development this year. Hilda is
working on updating the 2018-19 message cards for
team members. The message cards can be used when
talking with others to highlight the work of the Educator
Equity Advisory Group.

9) Video clip if time allows

Time did not allow. Videoclip attached:
https://youtu.be/5vIWU-Wxgog

Adjourn at 4:04 p.m.
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State of Oregon

. . . . Ken Rocco
Legislative Fiscal Office

Legislative Fiscal Officer

900 Court St. NE, Rm. H-178
Salem, OR 97301
503-986-1828

Paul Siebert
Deputy Legislative Fiscal Officer

To: Members of the Joint Committee on Student Success
From: Doug Wilson and Tim Walker, Legislative Fiscal Office
Date: December 12, 2018

Please find attached the recommendations of the three Joint Committee on Student Success’s
work groups and the preliminary cost estimates of the recommendations. As you review this
information please consider the following:

1. Overall, the estimates in the attached document should be thought of as preliminary,
giving the reader an idea of the size or magnitude of the costs. One reason for this is that
many of the recommendations were not specific enough, so assumptions had to be made
of the scale of the program or services a recommendation was addressing. Some
recommendations were quite specific (e.g., decreasing class sizes), while others
recommended an expansion in a specific service or program without stating specifically
what the target was of that expansion.

2. Where applicable, the Quality Education Model or QEM was used for estimating the costs
of a recommendation. Alternatively, some of the estimates rely on proposals already being
discussed or that had been part of other efforts such as the Agency Request budget or in
some cases the Governor’s budget.

3. Many of the estimates are based on state-wide numbers and averages. This means that
districts are treated proportionally even though there may differences between schools or
districts that could affect the costs. The law of averages is assumed.

4. Many of the recommendations will require additional building space and require new
construction or remodeling. For example, many districts could face space shortage if class
size is reduced. This will be a district-by-district issue and is not addressed directly in the
pricing of these recommendations.

5. Similarly, many of these recommendations will require additional teachers, nurses, early
learning/child care professionals, and other staff. Many of these are already in short
supply, a problem only added to by some of these recommendations.

6. These recommendations have been “priced” independently, meaning they do not consider
the potential impact of other recommendations.



7. In some cases, the pricing of some these recommendations assume a phase-in during the
first biennium while others do not. As the Joint Committee moves forward with its
decisions, LFO will assist in pricing these at the recommended phase-in schedule.

8. Itis assumed that any additional costs are funded with General Fund resources. There may
be opportunities for federal funds or other funds in some cases and these will be explored
as the process moves forward.

9. Many schools or districts have implemented some of these recommendation in whole or in
part. A district might have determined that class size is a priority and invested in teachers
sacrificing investments in other areas. One issue that will need some discussion by the
Joint Committee is how to treat these districts that have already made the investment --
the more specific a program or service is for a funding stream the more important this is an
issue.

If you have any questions, please call me (503-986-1837).



High Quality Classrooms Work Group

GOAL: Make the teaching profession more appealing by recruiting, retaining, and supporting
qualified teachers in every classroom.

Recommendation #1

Establish $20.7 million in new funding for grow-your-own programs in which districts partner
with educator preparation programs to fill gaps in the educator work force. Ensure that these
programs meet the following requirements:
a. Needs-based;
b. Require recipients to remain in public schools in Oregon for a period of time or repay
the scholarship amount;
c. Limit the first 1,000 slots to those seeking to become teachers, with remaining slots
available to those who are candidates in other licensure categories

The Confederation of School Administrators (COSA) has a similar proposal which provided up to
1,000 students in each “cohort” up to $5,000 annually to offset tuition and other costs of attending
college with the intent of being awarded a degree from a teacher preparation program. It would
require districts or groups of districts participating in the program to provide $1 for each $3 for the
assistance. This component of the proposal would cost up to $15 million for the first biennia (2019-
21) representing three cohorts growing to $35 million for 2021-23 for seven cohorts. Other biennial
costs in the COSA proposal included $500,000 for planning grants to a district(s) to establish the
program, $250,000 to districts for creating teacher cadet programs, $350,000 to ODE for
administrative costs, $300,000 to the Teacher Standards and Practices Commission to support the
program and “barrier busting”, and $300,000 to the new Educator Advancement Council to support
their efforts around the program. The total cost of the COSA program was $16.7 million for 2019-
21. The Workgroup recommendation was $20.7 million and LFO assumes that each cohort would
increase to 1,333 and 2019-21 cost would increase to $19 million for the student assistance portion
of the cost.

Recommendation #2

Support the goal of creating networks for professional learning, establishing the Educator
Advancement Council inside ODE to maximize funds for teacher training.

The 2019-21 Governor’s budget includes funding for the Educator Advancement Council (EAC)
within the ODE budget. The Council would be an independent entity but would use ODE’s finance,
personnel and other central office staff. This is like the relationship that the Early Learning
Division and the Youth Development Division have with ODE.

The 2019-21 Governor’s budget for the EAC is $60.9 million total funds. General Fund represents
$19.6 million of this total with the Network for Quality Teaching and Learning (NQTL) accounting
for the remaining $41.3 million. $8 million of the $60.9 million is to be transferred to HECC for
early learning related assistance and the Oregon Teachers Scholars program both of which relate to
other recommendations in this document. NQTL is a carve-out from the State School Fund which
is to be dedicated to the EAC starting in the 2019-21 biennium based on 2017 Legislative action.



Currently NQTL funds mentoring, school district collaboration, assistance for low performing
schools and districts, grants for dyslexia screening, trauma informed pilots, leadership training, and
a few ODE positions.

Recommendation #3

Align collective bargaining agreements to the length of the biennium.
There is not a feasible way to “price out” this proposal since there are several factors that affect
bargaining including the term of the agreement. It is very difficult to separate the impact of just one

of the many factors that go into a negotiated labor agreement.

Recommendation #4

Establish a comprehensive mentorship and professional development system among Oregon’s
teachers, examining lowa’s Teacher Leadership and Compensation (TLC) statute (Iowa Rev. Stat.
284.15) as a possible model.

Iowa established a program which pays for the costs to school districts to provide for professional
development and mentoring in each district. A teacher career pathway or ladder is established with
five teacher designations -- initial, career, model, mentor and lead, the last three designations each
having a reduction in the time they spend in the classroom, so they can assist other teachers or
provide other professional development. Each of the three last designations have reduced
instruction time assignments, have longer annual contracts, and receive additional salary.

Designation Required % of Reduced Salary Supplement
Teachers to Instructional Time
Designate Requirement
Model Teacher 10% 10% $2,000
Mentor Teacher 10% 25% $5,000
Lead Teacher 5% 50% $10,000

There are two cost components in this estimate -- the increased compensation for the three
designations of teachers, and the cost of replacing the lost instructional time of the model, mentor
and lead teachers. Assuming just under 30,000 teachers statewide, average statewide teacher
compensation (based on 2016-17 salary information adjusted to 2019-21 costs), and the need to
backfill the lost instructional time, the annual cost of this proposal is $234.6 million General Fund
($470 million General Fund biennial cost). If the assumption that the teachers hired to replace the
lost instructional time are all beginning teachers and paid at a beginning salary, the annual cost is
reduced to $189.8 million $380 million per biennium). These estimates assume that all districts
participate in the program in Oregon and would be reduced proportionately as the number of
participating districts fall. If the school districts are responsible for the backfill in instructional time
and the State covers the additional compensation costs of the model, mentor and lead teachers, the
State costs fall to $41.8 million General Fund annually or $83.6 million for the biennium.



Recommendation #5

Establish a needs-based loan forgiveness or scholarship program for individuals who commit to teach
in Oregon’s public schools for 10 years.

The cost of a scholarship program depends on the number of participants, the size of the
scholarship, tuition amount, and the anticipated annual increase in the scholarship amount. In
addition, there will be some staff and other costs to administer the program.

Over the past four years there have been an average of 3,889 new teachers who did not teach in the
state in the prior year. Not all of these received their teaching degrees from institutions in the state.
One factor to consider is the capacity of the teacher preparation programs in the state which have
decreased over number in the past few years. For the purpose of the cost of this recommendation, I
have used 500 new participants in this scholarship program each year. There are estimates for both
a two-year year scholarship which tracks to the time they actually spend in the teacher preparation
programs, and a four-year scholarship assuming the entire four-year span a student would spend in
college.

The amount of the scholarship of course is a primary driver. Tuitions range from roughly $7,500 to
$8,500 (annual for 15 credits a quarter) for an Oregon public university, to over $40,000 for an
Oregon private college. For the purpose of this pricing, an annual scholarship amount of $5,000 is
assumed and an annual increase in the award amount of 5%.

Under these assumptions, the 2019-21 estimate for a two-year and four-year scholarship program is
$7.8 million. For the 2021-23 biennium, the cost of the two-year scholarship program increases to
$11.3 million while the four-year program increases to $19.5 million. These estimates do not
include the cost of operating the program including staff costs and initial programming costs.
Another factor to consider is whether this is the final piece of a student aid package or not. Ifitis,
the cost would likely decrease as various public and private financial aid is factored in.

A comparable loan forgiveness program would likely have a lower net cost since some of the
participants would not fulfill the 10-year requirement and there would be revenues as the “loan” is
paid off. A loan forgiveness program would have significantly higher administrative costs since
each participant would have to be tracked for ten years and a loan payment program would have to
be established or contracted out.

GOAL: Oregon’s educators and administrators are prepared to teach to changing
demographics and should reflect their local communities.

Recommendation #1

Support the Oregon Teacher Scholars Program

Current 2017-19 funding for this program is $424,000 in Network for Quality Teaching and
Learning (NQTL) resources (carve-out from State School Fund). This provides scholarships for
racially or linguistically diverse teacher candidates accepted and enrolled in a state-approved
educator preparation program. Up to 68 individuals may receive $5,000 scholarships. The
Governor’s budget for 2019-21 increases the amount for the program to $1 million General Fund of
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which most of the funds should be directed to the scholarships. If all the $1 million is used for the
scholarships, the total number awarded could be 200.

GOAL: Schools have facilities that are accessible, safe, healthy, secure, and meet the
comprehensive educational needs of students.

Recommendation #1

Increase funding for the OSCIM grant matching program.

The Oregon School Capital Improvement Matching Program (OSCIM) provides matching funds for
school districts passing local General Obligation (GO) bonds. The OSCIM Program will match a
school district’s local GO bond one-to-one up to $4.0 million of local GO bond, or the amount
approved in the local bond sale, whichever is less. After that, the OSCIM Program will match the
local district’s GO bonds between $4.0 million and $8.0 million based on the funding formula and
priority list established by the Office of School Facilities. All grants are predicated on the
successful passage of local bond measures.

In the 2015 - 17 biennium, the OSCIM Program was provided authorization to issue $125.0 million
and in 2017-19 biennium $100.00 million. School districts requested an additional $216.1 million
over and above the budgeted levels. There were four districts that passed their bond measures that
were not funded totaling $20.8 million. Another 49 districts applied for but did not receive grants.
The priority list is meant to provide funding for districts with high poverty levels and low assessed
values. The real cost of this program is the General Fund debt service to pay back the bonds.
Generally speaking (and depending on interest rates at the time issuance), each $100 million of
bonds require $15.1 million General Fund debt service per biennium for ten biennia.

As to further need over and above these requests, the Office of School Facilities estimates (based on
a survey of schools) that there is roughly $5.7 billion in deferred maintenance needs in schools
across the state. In addition, some of the recommendations from this Committee’s work groups
could increase the need for this program (e.g., smaller class size). If there is a significant increase
in this program’s authorized bonding amount or the next recommendation’s program, there will be
less bonding authority for other areas such as public universities, community colleges, and state
government projects.

Recommendation #2

Increase funding for the Seismic Rehabilitation Grant Program.

The Seismic Rehabilitation Grants program was established by the 2009-11 Legislative Assembly
with an initial $15.0 million bond authorization. Each applicant must provide a seismic engineering
study and provide a cost benefit analysis. A matrix is developed ranking the projects that are most
in need of rehabilitation to those of least need. In general, the 20-person Advisory Committee
awards grants to those projects that are most critical, and the committee also attempts to award
geographically diverse projects, considering both rural and urban projects.
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The Legislative Assembly authorized $100 million in bonds for the program in 2017-19. In
November 2018, the program had $75 million available for schools and received 86 applications
totaling $200 million. The Seismic Fund has consistently been over-subscribed and has always
awarded the full amount of the fund authorized by the Legislature. For perspective, the unmet need
in the November 2018 cycle totals $125 million and the General Fund debt service for each
biennium would be roughly $18.9 million.

Since 2009-11 a total of $304.7 million has been authorized for Seismic Rehabilitation Grants. The
Department of Geology and Mineral Industries (DOGAMI) did a survey in 2007 that estimated the
total need for seismic retrofitting to be $750.0 million. ODE is working on developing a survey for
the current needs. The DOGAMI figure is thought to underestimate the total need for seismic
rehabilitation.

Recommendation #3

Implement the recommendations of the School Safety Task Force, establishing a statewide school
safety and prevention system with four elements: 1) effective bullying and harassment prevention
programs; 2) effective youth suicide prevention; 3) multi-disciplinary statewide student safety net
system; and 4) promote use of the SafeOregon tip line.

The 2019-21 Agency Request budget for ODE included a proposal to address the recommendations
of the School Safety Task Force including the elements listed above. The proposal requests $1.9
million General Fund with $1.7 million for grants to Education Service Districts and others to assist
their area districts in establishing multi-disciplinary teams to develop intervention plans for students
at risk of violence. The funding would be used to hire regionally based school safety and
prevention specialists, youth suicide prevention specialists, and contracted services for student
threat assessment training and technical assistance. The funding for the grants represent one year of
the 2019-21 biennium so the two-year cost of this package increases to roughly $3.7 million. The
remaining requested funding would be used for statewide coordination of the system, the costs of a
state-wide steering committee and technical assistance resources.

GOAL: Implement the policy goals of the Quality Education Model.

Recommendation #1

Provide funding to limit class sizes as recommended in the Quality Education Model and include
these limits in ODE’s Division 22 standards as long as funding is provided at the level recommended
by the Quality Education Commission, and allowing some flexibility for districts in the rule-making
process:

e 20 students in kindergarten and grade I;

o 23 students in grades 2 and 3;

o 24 students in grades 4 and 5; and

o 29 students in core academic classes in grades 6 to 12.
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Using the QEM, the following are 2019-21 costs of implementing the recommended class sizes:

e 20 students in kindergarten and grade 1 $110.6 million
e 23 students in grades 2 and 3 $ 53.2 million
e 24 students in grades 4 and 5 $ 64.1 million
e 29 students in core academic classes in grades 6 to 12 $142.0 million
e Total $369.9 million

Recommendation #2

Provide funding to support specialists in every elementary school:
e Art teacher;

Music teacher;

Physical Education teacher;

Talented and Gifted teacher;

Teacher Librarian;

English Language Learning teacher; and

School Counselor or Psychologist.

The QEM and its recommended staffing levels for these specialists are used for this estimate. This
model assumes that the equivalent of 4.5 FTE of a combination of these specialist is provided to the
representative elementary school in the QEM. An elementary school of 360 pupils is the size of the
representative school so larger or smaller schools would receive a correspondingly proportionate
amount. Currently, the statewide average staffing level for these specialists is the equivalent of 3.0
FTE, so this estimate assumes the addition of 1.5 FTE for each representative school. The total cost
for adding this additional 1.5 FTE across the state is $250.4 million General Fund for 2019-21.

Recommendation #3

Provide sufficient funding for alternative programs for special needs and at-risk students in every
middle and high school

The 2018 QEM report has an estimate that addresses this recommendation. This estimate assumes
that 2.0 FTE would be added to each prototype middle school to assist these students while 1.75
FTE would be added to high schools. The estimated biennial cost for this is $192.4 million General
Fund.

GOAL: Implement effective programs and interventions in order to create high-
quality educational experiences for Oregon’s students.

Recommendation #1

Require ODE to develop a list of evidence-based and promising practices, strategies, and programs
that districts can select from for their school improvement efforts

If this recommendation is just for ODE to develop the list it would be limited to some additional
ODE staff time to research, compile, and distribute the list, likely less than one FTE (roughly
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$200,000 or less). If the effort was to expand to include bringing together teachers and other
educators to develop the list the cost would increase. This approach would not include any funding
for financial assistance to districts for school improvement efforts.

The 2019-21 Agency Request budget included a related $28.4 million General Fund package to
expand school improvement efforts including; (1) $19.7 million to assist additional ESSA
designated Comprehensive Support and Improvement (CSI) schools and Targeted Support and
Improvement (TSI) schools, (2) $4.0 million of General Fund backfill for decreased funding in
federal Title I funding for school improvement grants, and (3) $4.7 million to backfill the Network
for Quality Teaching and Learning (NQTL) funding for Low Performing Schools and School &
District Turnaround grants as NQTL funds are redirected to the proposed new Educator
Advancement Council programs.

Recommendation #2

Require ODE to establish a separate accountability system for alternative schools.
e  Require ODE to provide targeted assistance and interventions to all alternative schools and
programs.
e Require ODE to change the standard for identifying schools as Comprehensive Support and
Improvement or Targeted Support and Improvement to include more non-alternative schools.

There have been discussions with ODE staff regarding this recommendation. ODE has begun to
address this issue as it was as part of a recent Secretary of State audit. At this time, a cost estimate

is not completed. LFO and ODE will continue to work on determining a cost estimate in the future.

Recommendation #3

Establish categorical funding and require schools to establish before- or after-school tutoring and
supports for struggling students.

This is very similar to the previous recommendation to assist special needs and at-risk students in
every middle and high school. The primary difference is that this recommendation is for all grades and
not just middle and high school. Using the same assumptions in the previous recommendation of 2.00
FTE for middle schools and 1.75 FTE for high schools as well as 0.50 FTE for elementary schools, the
estimate for all three levels increases to $275.7 million General Fund for 2019-21.

Recommendation #4

Establish categorical funding and require the following elements of a statewide Talented and Gifted
(TAG) program:
o  Universal screening prior to 3rd grade using the potential-to-perform eligibility standard,
identifying TAG students at every school with consideration of the state’s equity lens;
e Periodic ODE evaluation of TAG identification disparities in each school district with
recommendations to remedy those disparities;
e Program requirements for schools and districts, including teacher training requirements and
consideration of school schedules.
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Under current practice, responsibility for identifying TAG students is left to the school districts and
may consist of parental referrals, teacher referrals, or some form of standardized testing. There is a
lack of uniformity across the state in identifying TAG students or the use of standardized testing.
Results can vary from 30% of students identified as TAG students in a school district in the
Willamette Valley to 2% of students identified as TAG eligible in a coastal school district. There
are two tests that are nationally recognized. They are the Cognitive Abilities Test (CogAT) and the
Naglieri Nonverbal Ability Test (NNAT). The average costs of the tests are $10.50 per student and
the test should be applied during second grade. There are roughly 45,000 second graders in any
given year and it would cost $472,500 per year to provide a consistent test to all second graders.

Periodic ODE evaluation to identify disparities in each district with ODE providing
recommendations to address the disparities would require additional staff resources. Currently
ODE has one position assigned to TAG responsibilities. It would likely take up to an additional two
positions at a 24-month cost of $296,694 each to meet this part of the recommendation.

The final part of this recommendation requires further work and further direction. Teachers would
have to be trained in how to deliver educational services to TAG students. Some have estimated
that one teacher per school on average would need to be certified for TAG expertise. This would be
an expensive venture (1,400 schools at 88,000 per year) and Pacific University is the only school in
the state that provides TSPC recognized TAG certification. The cost of certification is
approximately $9,000 and requires the successful completion of 13 credit hours of coursework.
There are currently only 18 individuals with TAG certifications in the state. The larger questions
include; (1) what direction should be taken on addressing TAG students, (2) the intensity of the
instruction, and (3) what grade levels should be included. At the minimum, it is likely that
additional professional development for all teachers is needed, possibly provided by teachers with
the certification.

Recommendation #5

Identify students early in high school that should be placed in honors, Advanced Placement, or
International Baccalaureate classes.

This seems to be more of a recommendation for teachers to communicate with each other about
individual students. ODE could provide guidance or suggested criteria on what type of student
should be considered for these classes, but there should not be a significant cost to ODE to provide
that guidance.

Recommendation #6

Add sufficient funding to raise the cap on funding for students identified as special needs to 14
percent and add funding to the high-needs disability account.

It is important to note that both items mentioned here are funding mechanisms and do not
necessarily cover all the costs of the student covered under the items.

Current law limits the number of students eligible for the Special Education or special needs
weighting factor in the School Funding Formula to 11% of total district base ADM. For the 2016-
17 school year, 159 districts exceeded the 11% while the remaining 38 districts were under the limit
or had no IEP students. Currently the statewide percent of students eligible for this designation is
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13.4%. If the limit or cap was increased to 14%, the annual cost of the increased is estimated to be
$81.4 million or $163 million per biennium based on 2016-17 data. There would still be 79 school
districts over the cap at 14%. This increase would mean changing the mix of distribution under the
School Funding Formula benefitting some districts at the expense of others depending on their mix
of students.

For the High Cost Disability Cost, the carve-out from the State School Fund was increased from
$18 million annually to $35 million annually starting in the 2015-16 school year. With that
increase, the account has been able to cover roughly around 50% of the eligible costs (above
$30,000 per high cost eligible student). Based on the OED estimate for the 2017-18 school year,
the $35 million will cover 50.8% of the eligible costs. To cover all eligible costs based on the 2017-
18 school year, an additional $33.9 million annually would be needed or $67.9 million for the
biennium. There would also be some inflation that would increase that estimate some. The carve
out from the State School Fund could be increased to cover these estimated increased costs, but that
would mean less funding distributed to districts for the general grant through the formula.

Recommendation #7

Add a 1.75 FTE to ODE for Title IX Coordinator positions.

This would add one full-time Operations and Policy Analyst 4 position and one part-time
Operations and Policy Analyst 3 position who would need a good understanding of federal and state
civil rights law. The 2019-21 estimated cost would be $501,820 General Fund with a small increase
in future biennium since the full-time position would be for 22 months as it will not be hired right at
the beginning of the biennium.
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College and Career Ready Work Group

GOAL: Support and promote career-connected learning by leveraging the assets of the
community. Career connected learning may occur through career and technical
education (CTE) or career and technical student organizations (CTSOs). Community
assets include (but are not limited to) businesses, local community colleges, and
universities.

Recommendation #1

Fully fund Ballot Measure 98

Ballot Measure 98 (2016) established the High School Graduation and College and Career
Readiness Program to address issues relating to career and technical education, college-level
educational opportunities in high schools, and dropout prevention strategies. The Legislature
funded this program at $170 million for 2017-19. The Ballot Measure’s language (statutory)
assumed greater funding based on $800 annually for each student in grades nine through twelve, so
the $170 million represented roughly 60% of assumed amount. The $800 is to be adjusted each
biennium base on the growth in the State School Fund. To fully fund Ballot Measure 98 for 2019-
21, it is estimated that $303.2 million will be required based on the estimated number of high school
students and the increase in the State School Fund at current service level.

Recommendation #2

Support Career Technical Student Organizations (CTSO), incentivizing districts to create and
continue chapters of these organizations. Use the list of organizations currently approved by the
State Board of Education and add a method by which districts can ask to have additional CTSOs
recognized by the state.

The 2019-21 current service level includes $727,000 General Fund in the Student Leadership
Center program which provides funding for these types of organizations (e.g., DECCA, FFA) for
statewide activities as well as grants to local school-based chapters. As of June 2018, there were
284 organizations at schools in Oregon with FFA representing the largest number at 103. For the
2017-18 grant cycle (first year of the biennium), there were $131,800 in grants to local chapters
(typically around $1,000 each) which is less than in previous years where it has been around
$200,000. Roughly $400,000 per biennium is allocated for local chapter grants, $100,000 is
reserved for statewide training, and some of the remaining is for administering the grants through a
contract with an outside organization. Increasing the amount of funding would allow more funding
being available for local district activities and programs. Students involved with these
organizations still must pay fees and travel costs which may be keeping more students from
participating.

There was a $3 million proposal in 2012 which would have provided $5,000 grants to local chapters

which would have helped integrate the CTSO programs into school curriculum including supporting
the CTSO teacher/advisor.
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According to ODE staff there already exists a process for adding new organizations so more detail
is required to determine the cost of this portion of the recommendation.

GOAL: Meet the statewide 40-40-20 goal by 2025 for those 25 and under in that year
and every subsequent year.

Recommendation #1

Establish or continue culturally, linguistically, and disability responsive college and career
navigation programs in every middle and high school, to include programs such as ASPIRE,
AVID, and/or career counselors.

Funding is the 2019-21 current service level budget for the Office of Student Assistance and
Completion (OSAC) of HECC is $634,951 total funds which will provide grants to 155 schools
with ASPIRE sites at a grant size of just less than $4,100 per biennium. The ASPIRE program is
located in schools and provides a variety of services including mentoring students. The 2019-21
Agency Request budget for the ASPIRE program includes an additional $1.1 million General Fund
for grants to another 113 sites at the same grant level. Average grants have not changed for a few
biennia. A further $1.7 million General Fund in resources would add funding for another 71 sites
(bringing the total number of sites to 339) and increase the average grant to $5,120. In contrast
there are approximately 435 middle and high schools.

Counselors are trained and licensed for a comprehensive counseling system in the schools involving
academic, guidance and mental/behavioral health related counseling. The guidance related
functions make up only a share of the work they do, and the amount varies from school to school.

A recommendation from another work group found that meet the counseling standards set out in the
OARs, an additional $237.9 million is required, but that is for counselors covering academic,
guidance and mental/behavioral health. A third of that cost may roughly be attributable to guidance
related activities allocating $79.3 million General Fund as the cost.

Recommendation #2

Require every school district to adopt an intervention strategy and equip every district with an
early warning system for students at risk of dropping out, including students who are chronically
absent.

An Early Indicator and Intervention System (EIIS) combines the use of data and structured teams to
proactively identify struggling students. EIIS is designed to signal in real time when a student
begins to struggle. Not all districts have utilized the technology even as many have invested in their
own systems. The 2019-21 Agency Request Budget included $1 million for: (1) training on
developing and implementing student focused teams, (2) developing and providing guidance on the
necessary components for an EIIS, (3) training and guidance to districts on establishing an
intervention tracking system, (4) funding to enable districts to evaluate their EIIS, and (5) resources
for assisting districts in acquiring information technology solutions for creating an EIIS in the
second year of the biennium. The first four items were allocated $600,000 to assist 40 districts in
the package while $400,000 was allocated for the assistance in item #5. Overall, ODE estimates
that 103 districts would be assisted with the $1 million. There is also a proposal to provide districts
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$3.00 per ADM per year to fully fund the grants in item #5 for all districts This would cost an
estimated $3.5 million General Fund in 2019-21.

Recommendation #3

Require every school district to have an intervention program for 8" graders at risk, such as a
summer bridge program.

Two programs were looked at that appear to meet the objectives of this recommendation. The
target group for such a program were 8th graders that scored a 1 or a 2 on the English/language arts
(ELA) or Math assessment. Just over 18,000 students met the criteria for English/language arts and
approximately 24,300 students for Math. This estimate assumes roughly 50% of these students
would participate and adjustments were made for those students that qualified for both ELA and
Math. The estimate includes class time (15 hours per week) for each program area, transportation
for some students, materials, and meals. This is based on a three-week program. The estimated
cost of such a program is $21.3 million General Fund. A four-week or five-week would roughly
cost proportionately more. This estimate is also a statewide average, a more refined pricing would
have to look at a district-level data.

Recommendation #4

Create a statewide network of students, supported by Education Service Districts, to advise
policymakers.

There are two approaches to this recommendation. A more formal robust effort would provide
Education Service Districts (ESD) with funding for a part-time position in each region to organize
and lead the students involved in this process, costs of holding regional meetings, and costs of
participation in state-wide meetings including travel. This assumes several students in each region
participating. This could cost as much as $2.8 million with additional costs at ODE to hold the
state-wide meetings and to assist with setting up the regional structure.

A second approach would be to have a selected group of students with one or more selected by each
ESD with little or no regional based meeting time. The state-wide group would meet quarterly with
limited ODE resources setting up the meeting and staffing it. Much of the cost would be travel
reimbursement of students traveling to Salem or central location to meet with policy makers. This
more limited approach would be less than $100,000 General Fund.

Recommendation #5

Direct ODE to work with OHA to combine current student surveys into a valid, reliable statewide
student and school climate survey

Currently, the Oregon Health Authority - Public Health Division (OHA-PHD) administers the
Oregon Healthy Teens (OHT) and the Student Wellness Surveys (SWS) in alternate years. Both
surveys have similar content and topic areas but use different methodologies. Some of the key
content area differences between the two surveys are that the OHT contains questions related to
reproductive and sexual health, physical activity and nutrition, while SWS contains more questions
related to illicit drug use and attitudes and perceptions about substance use and other risk behaviors.
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Both surveys include questions related to tobacco, alcohol, and marijuana use, and also questions
related to school success, school climate and safety, positive youth development and mental health.
In 2020, OHA-PHD will launch a single integrated Student Health Survey to improve and
streamline the survey.

Recommendation #6

As resources are available, support nonprofit community organizations at work on improving
student achievement through literacy programs. Direct the State Board of Education to create a
list of recommended programs for districts to engage as partners.

In the 2019-21 current service level there is a small appropriation ($51,850 General Fund) to
provide state support to the Reach Out and Read Program which incorporates books into pediatric
care and encourages families to read out loud. Books are distributed through medical provider’s
offices. Also, in the current service level is $271,631 General Fund for the Start Making a Reader
Today or SMART program. SMART is a volunteer driven tutoring program for at-risk K-3 readers.
Currently, approximately 5,000 volunteers in Oregon read with over 10,000 young students.
Funding also is used to purchase books. ODE estimates that the funding provided to SMART
resulted in the purchase of over 10,000 books as well as funding other costs of the program. State
funds are combined with other funds for these programs including donations. SMART’s average
cost per child is $325 annually. These and other similar programs could be expanded to serve more
preschoolers and those at-risk students in the early grades.

Recommendation #7

Require and incentivize districts to establish district- and school-level attendance teams to work
with the ODE technical assistance staff and resources outlined in the state’s Chronic
Absenteeism Statewide Plan. Require and incentivize ESDs to establish ESD-level attendance
teams to support districts.

This is like a recommendation of the Students Ready and Able to Learn work group.

Chronic absenteeism is defined as “a student missing more than ten percent of enrolled school days
for any reason”. In 2016, the Legislature approved $25,000 to develop a Chronic Absenteeism plan
as well as $500,000 General Fund for pilot projects. In 2017-19, $6.2 million was approved for
grants to districts to implement the plan and to hire “coaches” to help districts. This amount is
carried forward in the 2019-21 current service level budget. In the 2019-21 Agency Request
budget, ODE requested $6.6 million General Fund in additional funding mostly for grants to make
sure that districts with chronic absenteeism rates of 25% (state-wide average is 17%) are addressing
the issue and to support regional consortiums to target culturally specific students in each region.
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Recommendation #8

Require districts to create and implement family engagement plans. Direct ODE to establish a list
of recommended practices for districts.

School districts are currently required to put into operation programs, activities and procedures for
the involvement of parents in all its schools with Title I programs under the Elementary and
Secondary Education Act (ESEA). The parental involvement plan insures that parents play an
integral role in assisting their child’s learning; that parents are encouraged to be actively involved in
their child’s education at school; and that parents are full partners in their child’s education and are
included, as appropriate, in decision-making and on advisory committees to assist in the education
of their child.

Any school district receiving Title I funds is required to have a district wide parental involvement
policy. Of the 196 school districts in Oregon, 188 receive Title I funds and are therefore required to
have district-wide parental involvement policies. In addition to schools, the district wide policy
would also cover Head Start, Reading First, Early Reading First, Even Start, Parents As Teachers,
Home Instruction Program for Preschool Youngsters, and State-operated preschool programs. ODE
is responsible for ensuring that school districts receiving Title I funds have district wide parental
involvement policies that meet the ESEA requirements. The districts not receiving Title I funds
typically do not have enough students meeting the Title I requirements to make it worthwhile to
accept the funds. ODE may have some limited costs to research and compile a list of recommended
practices.

GOAL: Establish a statewide reengagement plan for youth who have left high school.

Recommendation #1

Direct the Youth Development Division (YDD) to develop and administer a statewide
reengagement system for youth between the ages of 16 and 21 who have either left school or are
not making sufficient progress toward meeting the requirements for a high school diploma.
Under this system, school districts or community college districts can provide youth
reengagement programs. Programs must offer academic instruction either for credit toward a
diploma or to help prepare for the General Educational Development (GED) test, as well as
services such as academic and career counseling or coaching, and assistance with accessing
services or resources that support at-risk youth. Funding will be provided via the State School
Fund. The State Board of Education will be authorized to establish, by rule, criteria for
participating districts or community colleges to receive funding. Establish policies within
Oregon’s accountability system that will not penalize school districts for attempts to reengage
students.

It is unclear what is meant by funding being provided via the State School Fund (SSF). This could
mean a carve-out from the SSF, but that would mean less being distributed for general educational
purposes without additional SSF funding. The estimate below is priced with the assumption that
grants would be provided to schools or organizations to help create and implement qualified
programs that enable eligible students to reengage in education.
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YDD staff at ODE estimate that there are between 23,000 and 40,000 youth state-wide that would
be eligible for a program like this. Based on program experience, YDD staff suggested that 7% to
10% of the eligible population would participate with the percentage growing as time went on. This
estimate assumes a 24- month period that includes 7% participation for the first year and 10% for
the second year. Per student cost is set at $7,000 per year so the estimated 24-month cost from
$27.8 million to $53.5 million General Fund depending on size of the eligible population (between
23,000 and 40,000). There would be some YDD and ODE start-up costs to establish or identify
qualified programs.

LFO would suggest that a pilot program be first established and operated for at least a year to
determine the effectiveness of the program and begin to establish best practices. This would also
provide information of the potential number of participants as well as a more detailed estimate of
the cost per student.

GOAL: Establish a certification program for Career and Technical Education (CTE)
teachers that is standardized and transferable across districts.

Recommendation #1

Establish a task force, led by the Oregon Association for Career and Technical Education (CTE),
that will examine the barriers to CTE licensure and make recommendations to the legislature.

As with other task force related recommendations, the estimated cost of this recommendation
depends on how robust of a process is taken. If the intent is to have a series of meetings at a central
location and have limited staff participation that would require backfill of current job
responsibilities, the cost is not great (e.g., $100,000). If there is greater staff participation and the
need for research and other activities, the costs increase.

GOAL: Evaluate the effectiveness of assessments for informing teacher practices in
real time and for giving students information about their progress in a timely manner.

Recommendation #1

Require districts to share scores with teachers immediately upon receipt.
This should not be a significant cost to ODE or to districts.

Recommendation #2

Encourage the use of formative assessments.

Oregon currently funds a federally mandated summative assessment with General and Federal
Funds which is given once near the end of the school year for grades 3 through 8 and 11th.
Summative assessments provide information how schools, districts and state-level programs prepare
students to meet the state content standards. There are two other type of assessments which are
more student-centered -- interim assessments and formative assessment practices. The 2019-21
Agency Requested Budget included funding to address the need for these other assessments and
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assessment practices. General Fund resources were requested to purchase the interim assessment
for Math and English/language arts (ELA) from the Smarter Balance Assessment Consortium
(SBAC) which provides the current summative assessment. ODE’s $3.4 million General Fund
request assumes a rollout in the second year of the biennium with a student participation rate of
100%. Based on this assumption, the interim assessment cost would be $2.0 million General Fund
per year. Other components of the request costing an estimated $400,000 General Fund includes
funding for interim assessment for science for selected grades and training and technical assistance
resources especially for use of formative assessment practices. In addition, $725,000 General Fund
was designated for assessment professional development and $250,000 General Fund to support a
systemic shift to a student-centered assessment system.

Based on recent conversations with ODE, the interim assessment component of this package could
be rolled out the first year with a phased-in approach of student participation. The first year of the
biennium would cost $1.3 million General Fund for the interim assessment based on a student
participation rate of 50%. The second year assumes a 75% participation rate costing $1.5 million
General Fund. A full two-year package with these assumptions would be $5.55 million General
Fund when you also include the other items above.

Recommendation #3

Fund resources to mitigate the disruption to schools caused by testing, such as additional
computers and test proctors to speed the process.

Disruption during the assessment testing occurs for several reasons including tying up computer
labs, movement of students, and lost learning time. Testing generally happens around the month of
May concentrating the disruptions over a short period of time. One solution may be to make
available computers or devices which would allow students to take the tests in their own classroom.
The American Institute for Research (AIR) who administers the assessments for Oregon says that
devices like a Chromebook meets the technical needs. Providing resources to districts to purchase a
set of these for a group of classrooms could prevent some of the disruptions and still allow for the
tests to be taken within a given time frame.

Based on a set of devices for each five classrooms in the grade levels required to take the
assessments and using 2017-18 class size and enrollment data, an estimated 63,164 devices would
be required. At a per unit cost of $220 with additional cost per unit for other equipment (e.g.,
transport cart) the total cost would be approximately $14.5 million across the state. There would
have to be consideration for those districts with limited broadband access (mainly smaller districts).
These devices could be used for other uses during the year including the interim assessment
discussed in the recommendation above. There would still be disruptions including that in the
classroom, but other disruptions in the school would be decreased.

Recommendation #4

Include growth information (past years’ scores) on individual student reports in order to give
context for current scores.

This should not be a significant cost to implement this. ODE will have some programming costs as
the student report is changed, but they do make changes to these reports from time to time.
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Students Ready and Able to Learn Work Group

GOAL: Support healthy attached family relationships to help ensure every child is
ready to learn when they enter school by providing access to services for all children
and families who need them; including but not limited to, prenatal care, home visiting,
education and engagement for new parents, and school readiness programs.

Recommendation #1

Expand home visiting programs to move toward voluntary universal home screening and ensure
that families with identified service needs are directed to the appropriate service providers.

The Early Learning Division’s (ELD) primary home visiting program is the Healthy Families
Oregon program funded at $30.7 million total funds ($25.7 million General Fund) in the 2019-21
current service level budget. Assuming the same number of recipients (families) as estimated that
will be served in 2017-19 (3,237), the estimated average cost per family will be $9,444 total funds.
For 2017-19, between 10% and 11% of the total estimated 30,000 eligible families were served.
Each additional 1,000 served will cost an estimated $9.4 million. To serve 25% of the eligible
population will cost an additional $40.3 million.

As the Joint Committee considers this recommendation, it is recommended to look at the other
home visiting programs administrated by the State. Another program may be more appropriate for

some of the families than this particular program.

Recommendation #2

Increase access to intensive early childhood services such as Early Head Start and Relief
Nurseries.

For the 2019-21 current service level, Early Head Start is funded at just less than $1.7 million (all
General Fund) providing funding for 64 slots. In addition, federal funding provides for
approximately 2,000 slots. The estimated need for services under this program is roughly 25,000
children. Adding another 1,000 slots would cost approximately $25 million General Fund.

Current service level funding for Relief Nurseries is $11.4 million total funds ($9.3 million General
Fund). Average funding per child is approximately $7,700 and the anticipated 3,300 children
served during 2017-19 represented under 10% of the children needing some level of service.
Adding services for another 1,000 children is estimated to cost $7.8 million General Fund for 2019-
21.
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Recommendation #3

Fully fund Early Intervention (EI) and Early Childhood Special Education (ECSE) services for
children with disabilities and delayed learning.

The 2019-21 current service level budget for the Early Intervention program (up to age 3) and the
Early Childhood Special Education program (age 3-5) totals $227.5 million total funds ($194.4
million General Fund). This federally mandated program serves all eligible children based on the
need for services which is estimated at 26,000. In reality, the funding has not kept pace with the
increasing costs, so service levels have been reduced over time. Based on the current estimated
costs and student needs, it would take an additional $75 million General Fund to fully fund the
program for 2019-21.

Recommendation #4

Explore additional policy options to build an integrated birth-to-five system that supports
children and families.

Without identification of what these options are it is impossible to provide a cost estimate. The
2019-21 Agency Request budget for ELD did include a $10 million General Fund for a parenting
education program to “support establishment, expansion and sustainability of community-based
parenting education programs”. This proposal would build in part upon the foundation-funded
Oregon Parenting Education Collaborative (OPEC) that is available to families in 32 counties
through 15 parenting hubs. There are likely other options that meet the intent of this
recommendation that can be explored.

GOAL: Provide all children with access to affordable high-quality preschool programs.

Recommendation #1

Increase access to state subsidized preschool programs for children aged 3 to 5 who have not
entered kindergarten, particularly for children living at or below 200% of the federal poverty
level (FPL).

The State funds two primary preschool programs for children age 3 till they attend Kindergarten.
Oregon PreK program serves 8,100 children out of the approximately 20,000 eligible children under
100% of the FPL (the companion federally funded Head Start program serves another 4,400) and
costs $9,100 annually per child (2017-19 cost). Preschool Promise costs $11,500 annually per child
and serves 1,300 children of the roughly 40,000 that are eligible. 2019-21 current service level
funding for Oregon PreK is $156.4 million and is $37.1 million for Preschool Promise.

For OR PreK, if the assumption is to serve half of the remaining approximately 7,500 children,
eligible but not served, the 2019-21 cost would be roughly $70 million General Fund. This is a full
24-month cost and likely would be phased-in at a lower cost. This does not address issues including
transportation and compensation issues that have been brought forward by advocates.

20



To illustrate the cost of adding additional Preschool Promise capacity, the Agency Request budget
for ELD included a package which increased the number children served by 10,000 including a
dedicated Tribal set aside (400 slots) by the end of 2019-21. This phased-in cost was approximately
$131 million General Fund plus additional funding for agency operations and capacity building. A
fully phased-in two-year estimate for the 10,000-child expansion is $239 million plus the operations
and capacity building resources.

It should be noted that these cost estimates assume that there are sufficient quality providers which
in many areas of the state is an issue. There may be alternative program designs for preschool

programs available, but until they are identified they cannot be “priced-out”.

Recommendation #2

Expand the early learning workforce by increasing the capacity of training and certification
programs across the state.

Almost all the community colleges have some associates degree or certificate programs for early
learning and education. The programs at the four-year institutions are also now very important
given the recent federal and state quality efforts which require or recommend bachelor’s degrees for
some of this workforce. The Governor’s budget for 2019-21 includes funding of $7 million General
Fund that would address this recommendation. Initial discussions indicate that $1 million would be
directed at efforts between community colleges and public universities to establish career paths for
early learning workers seeking certificates and degrees in the subject area. This is to coordinate the
programs between institutions, so students have a smoother transition. The remaining $6 million
would be for financial assistance to early learning and education students across the spectrum of
programs.

GOAL: Provide sufficient resources to schools and families to meet the behavioral
health, physical health, nutritional and support needs so students can reach their full
potential to learn.

Recommendation #1

Increase access to behavioral and physical health services by increasing the number of
counseling, mental health, school nurses, and other staff available to students. These services
could be provided directly by school staff or in partnership with other organizations such as
School-Based Health Centers, Community Care Organizations (CCOs), community groups, and
county mental health and public health agencies.

The cost of this recommendation should be explored in more detail. This very rough estimate
should be viewed as providing a perspective of what magnitude this recommendation’s cost might
be. For this first attempt, the estimate relies on standards for number of nurses or counselors in the
Oregon Administrative Rules (OARs). For the general school population, the standards call for one
nurse for each 750 students, while for counselors the standard is one counselor for each 250
students for a comprehensive counseling program. These ratios are used on a total school
population of 580,000 (2017-18).
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For nurses, there are several nurses assigned to medically fragile or complex students or students
who are dependent on a nurse to be in school. This reduced the number of students to apply the
ratio to since they already had a nurse allocated to them. Based on this, the ratio or standard drives
the need for 738 nurses. After factoring out the number of current nurses, the result demonstrated
the need for 637 additional nurses. Based on the state average for school nurses’ compensation, the
net cost for nurses after adjusting for cost increases since 2017-18 is $126.1 million for the 2019-21
biennium. It should be noted that some of this could be offset by districts (possibly with state
assistance) being more aggressive in seeking Medicaid reimbursement for some of the services.

OAR 582.022.2060 requires districts to have a comprehensive counseling system which would
include both advising/guidance and mental health. The 250:1 ratio is a recommendation, not a
requirement. Using the same type of calculation for counselors, the ratio or standard demonstrates
the need for a net increase for 1,109 more counselors. The 2019-21 estimate for this is $237.9
million. It is likely that any serious mental health issue would have to be referred to another staff
professional with more mental health related training or to an outside entity. This number should
not be considered as the total need for mental or behavioral health since many school districts
currently contract out for mental health services, so it is difficult to factor that into this net estimate.
On the other hand, the need for mental health services was repeated over and over again as one of
the primary needs for the schools. The 250:1 ratio may date back several years and may not truly
reflect current needs.

This very rough estimate assumes that these needs to be filled with district hired staff. A district
may find it more effective and efficient to contract with a CCO, public health department or other
provider for these services based on local factors. Regardless, this is one area there should be much
more work in determining what level the need is and the resources required to meet that need.

Recommendation #2

Establish a funding source/formula separate from the State School Fund specifically for school
physical and mental health as well as for other “wraparound” and support services.

This is a recommendation to establish a separate funding stream for specific services. By itself this
recommendation does not cost a specific amount but is a means of distributing funding to districts
based on specific factors. Examples of the funding that could be distributed through this
mechanism could include that outlined in recommendation #1 above or the following
recommendation #3. There might be a cost to ODE to establish the initial formula and then the
ongoing costs for calculating and distributing the funds like what is currently done for the general
school revenue formula.

Recommendation #3

Provide greater access and connections for students and their families to wraparound and
support services that address issues that prevent a student from reaching their full potential.

In general, wraparound services can be understood as offering health, behavioral health, nutrition,
social services, and other supports to families and children to assist in educational success.
Wraparound services can be provided in several ways including focused teams assisting individual
students, a community school setting, or where the school provides a staff person (contract or
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school staff) who works connecting services with the student and their family. Many schools and
communities have their own models for providing wraparound services based on local views of
what needed and what local services are available.

To illustrate what the cost might be statewide, the Family Access Network (FAN) model is used.
FAN is a network of partners in Central Oregon including 52 K-12 public schools in Deschutes and
Crook Counties and 100+ community partners including local churches, businesses, services clubs,
non-profit organizations, and county departments. The school districts provide staffing in the
schools to link students and families with referrals to local resources for food, clothing, stable
housing, and healthcare. This model, or a similar model, could prove useful in having a resource
within each school responsible for providing referrals to social services to ensure that students are
ready and able to learn. The school districts in Deschutes and Crook Counties contribute 26
positions to staff the 52 schools.

There are approximately 1,410 schools in Oregon and placing a half-time advocate responsible for
referrals and assistance would require 710 positions. Schools with smaller enrollments would need
fewer resources while larger schools would need more. These positions would be at the
instructional assistant level and it is assumed that one full-time position would staff two schools.
Each FTE would cost approximately $50,336 annually including compensation and all benefits.

The total statewide cost estimate would be approximately $71.4 million General Fund per biennium.

Recommendation #4

To address hunger of school-aged children, expand the eligibility for free/reduced lunches or
make it easier for more schools to use a school wide free breakfast/lunch program.

There are two options in this recommendation -- (1) increase the income threshold for eligibility of
children to get free and reduced breakfasts and lunches and (2) make it easier for schools to
participate in the Community Eligibility program which provides the opportunity for schools to
offer free breakfasts and lunches to all students in the school.

Currently, students are eligible for free breakfasts and lunches if their household income is at or
below 130% of FPL and reduced priced meals if household income is at or below 185% of FPL.
For breakfast, federal funds are used to reimburse schools $1.75 for each free meal and $1.45 for a
reduced-price meal. For lunch, federal funds are used to reimburse school $3.33 for each free meal
and $ 2.93 for a reduced-price meal. The first option would increase the threshold for reduced
prices for students in households with relatively higher incomes. For those students in the
households with higher incomes, state General Fund resources would have to be used since they are
above federal eligibility levels. 2019-21 costs are:

Breakfast
Cost of covering households between 185 and 200% $8.5 million General Fund
Cost of covering households between 200% and 250% $12.9 million General Fund
Lunch
Cost of covering households between 185 and 200% $35.2 million General Fund
Cost of covering households between 200% and 250% $53.6 million General Fund
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The second option is to make more schools elect Community Eligibility Provision (CEP) by
providing funding so all meals served are reimbursed at a rate equivalent to the federal free rate. In
the 2016-17 school year, 94 of 331 schools participating in CEP were eligible for all meals being
reimbursed at the federal free rate since at least 62.5% of the students were included in the
Identified Student Percentage (ISP). For those qualified schools where their ISP students make up
is between 40% and 62.5%, it is estimated that $3.9 million General Fund would be required for
breakfast and $13.3 million General Fund for lunch. This would enable 237 schools participating in
the Community Eligibility program to have all meals funded at the federal free rate and add 124
schools which are eligible for Community Eligibility but don’t participate because they would
receive less federal meal reimbursements.

GOAL: Maximize learning time for students, including instructional time, through a
longer school year, summer learning programs and increased student attendance

Recommendation #1

Increase learning time by adding additional days to the school year including factoring in those
districts with alternative school periods such as four-day weeks.

The cost of adding a school day is $51.6 million per day for 2019-21 based on the QEM. From
information provided by ODE, the length of the school year in Oregon ranges from less than 140
days to over 185 days (some may be four-day per week schools). More importantly is the average
length of the school day factoring in district enrollment. When this is factored in, the weighted
length of the school year for the 2017-18 school year was roughly 170 days. Many policy makers
would like to have a 180 school year Oregon’s districts. That would mean a further investment of
an additional $516 million General Fund for 2019-21 to bring the average up to 180 days holding all
other costs proportionately even

Recommendation #2

Provide resources so students have access to a three- to six-week summer learning program
starting initially with low income students who are behind current education benchmarks.

The 2018 QEM report included the cost of additional summer school for struggling students at $33
million General Fund. This amount assumes that this is an increase over and above what is already
spent for this purpose. This assumed that 20% of the students would participate (excluding
kindergarteners) in a Sweek/5 day per week session.

Recommendation #3

Support statewide and district level efforts to reduce chronic absenteeism
This is similar to a recommendation of the College and Career Ready work group.
Chronic absenteeism is defined as “a student missing more than ten percent of enrolled school days

for any reason”. In 2016, the Legislature approved $25,000 to develop a Chronic Absenteeism plan
as well as $500,000 General Fund for pilot projects. In 2017-19, $6.2 million was approved for
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grants to districts to implement the plan and to hire “coaches” to help districts. This amount is
carried forward in the 2019-21 current service level budget. In the 2019-21 Agency Request
Budget, ODE requested $6.6 million General Fund in additional funding mostly for grants to make
sure that districts with chronic absenteeism rates of 25% (state-wide average is 17%) are addressing
the issue and to support regional consortiums to target culturally specific students in each region.

25



30



31

OT JoT

"1eah Jad 000SS ‘weJsdoud
01 $ |40 sdiyssejoyas 00z 031 dn 10} 193pNQg TZ-6TOT S,JOUIBA0D $103|4aY sJejoyds Jaydea| uodaiQ ayl uoddng T
sallunwwod pue saiydesSowap SuiSueyd 01 yoeal o1 pasedasd sioyednpl
ES[ETS
‘ul-paseyd s) weigoud 0T 404 uo8a4Q ul Sulyoeay 01 SuiRHWWO0d
Se SS3| 8¢ P|NOM 53500 TZ-6T0C 150D JeaA-om) 'siedA ¢ Joj sdiysiejoyos sJayoea} Joj weaSoud diysiejoyos
uol|iw €' TTS ue aAey pjnom sdiysiejoyds Jeah om| S'6T S |enuue 00Q‘SS 404 Jeah uad syuedidipied mau QG SBWINSSY JO UBO| Paseq Spaau ysi|geisi °g
*1Z-6T0T 404 uol||iw ‘Juswdo|aAap |euoissajoud
8'T$ 01 sdoup a1ewi1ss ayl 1502 ayy Jo uolyiod apinoud pue Jojusw Asy) se siayoeal syl JO Swil} [BuUOIIdNIISUL
uoljesuadwod paseaJdul ay) 4o} pied Ajuo aiels 150] JoJ ||1I2eq (2) pue (uaydoea) pes| pue ‘Jojusw ‘|apow
9yl | usuodwod [|ipjoeq ay3 Jo) Alejes Jayoeay J0J 3AIIUDDUL [e1DUBULY (T) -- 3500 SIY3 03 Sjusuodwod OMm} aJe ‘w33sAs Juswdo|anap |euoissajoud pue
Suiuui8aq a8esane ayy Suisn sswnsse 21eWI3Sd SIYL 9'6/€ S 943yl "sJayoeay Joj yied JaaJed e y3m walsAs s,emo| uo paseg| diysiojusw anisuayasdwod e ysijgqeisd
"Juswa3J3e Joge| ul palerlosau sioyoey ‘awel) awl} Jeah omy
JO s9Nnss| Auew Jo auo SI SIYy} asnedaq a1endjed 01 d|qe 10N|  |eluuaiq o1 Suluiedieq aA129||0d Uy €
'suolnyisul Alepuodas
-3s0d 1e syuspnis Suluies| AjJes 03 9duUeISISSE |RIDUBULY JUSPNIS
Joj pue weus3oud siejoyds uo3auQ 404 DJIH 03 paJJajsuedy
‘pun4 |ooydS 91L31S WOoJj IN03AIEI (TLON) Sutuiea] sjueJd ayi Jo uoljjiw 8$ yum syuels pue suonisod QT sjuasaiday '3Q0 jo ued se (Qy3) [1puno)
pue 3uiyoea] Aujenp Joj 340MIaN SI spund Jayro| €1y S |96t S 398pnq S,40UJBN0D) TZ-6T0C 48 S1S0D -- 3QO Ul D3 91e207 1USWIDUBAPY J01BINPT 3Y] Ysi|qeis] ¢
'SjuUspNn1s OOE ‘T 404 9839]|02 92J0pI0M
"YSOD wouy |esodoiduuol|jiw £ 9T uo spjing 10T $ | Suipuaiie Jo S1502 4310 13 UOILIN] 195}J0 01 SlueJd [enuue QOO‘SS| 401ednpe Jo) wesoid umo-InoA-mouo T
wooJsse[d A1ana ul siaydea) payijenb Sunnioddng
dnoup yiop woouisso|) AypnY ybiH
Sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$SJo suoiiin

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




32

0T jJo¢

'sjooyds ysiy 4oy 314 G/'T pUe SIUIPNIS ISAY} ISISse 0}

‘|ooy2s y3iy pue s|ppiw Ul SJUIPNIS Y Sli-1e
pue spaau |e1dads 404 sweadod aaljeusale

‘INJO 8uisn $1502 winjuualq TZ-6T0T 26T |jooyds a|ppiw adAjo104d yoes uoj 314 0°'Z SPWNSse jewnss NJO 104 Sulpuny JUIIDIHYNS SPINOI] €
EIE]
G'T |eUOIIPPE UB 10} SI 350D SIY3 OS S1sIXa ApeaJje 314 0°€ 1eyl| -Jojasunod g ‘173 ‘uenteaqr ‘ovl ‘pe Ayd
SWNSSY SIUIPNIS O9€ JO |00YIS Auelusawa|d Jo) padinbau ase| ‘disnw ‘e Suipnjoul [00yds Asejuswa|a ul
‘INJD 8uisn $3502 winjuualq TZ-6T0T '0GC s1sl|erdads 959y3 JO UOIIBUIGWIOD B JO 314 ' 1Y sawnsse |NJO| sisijerdads uoddns uoy Suipuny apinoid g
WO'TYTS K"
- SJU3PNIS 6T 01 $3SSE|D 340D ZT-9 ‘INT'¥9S - SIUSPNIS HyZ 01| 01 9 SapeJ3 ul S9sSe|d JIWapede 310D Ul pue
‘INJD 8ulsn s3s02 wWinjuualq TZ-6T0T 6'69¢€ G- ‘INT'ESS - SIUBPNIS €7 03 €-T ‘IN9'OTTS - SIUSPNIS 07 03 T-)| Sapesd Alejusawa|a ul azis ssepd aonpay T
(IN30D) [9poN uonednp3 Ayjenp ayi jo sjeos Adijod Juawajdw)
's3sije1dads 1eaJy3 Jusapnis pue ‘uorpuanaud
ap12INs YinoA ‘A1ajes |ooyds paseq-Ajjeuoidai 10e41u0d/adly
‘pun4 |eJauan 01 5053 01 1USS 3q P|NOM Uol||Ilw /£ TS -- a8eyded puny "92404 dse] A1ajes [0oyds sy}
uol||iw £ €S si @8exded siy3 Joj 1500 |eluualq Jeah om | L€ [eJauaD uol|jiw 6° TS papn|aul 198png 1sanbay Adusly TZ-6T0C }O suollepudWWOIaJ 3y} uawadw) ‘¢
*Apnis 1ey3 Sunnepdn uo Supjiom ‘wnjuualq
S13Q0 “uol|jiw 0G/S JO pasu e pamoys |IAYD0QA B JOj PASU }2WUN SIY3 UO 3DIAISS 303P 3Y3 S| pun [BJBUSD '3|2Ad 'S|00Y2S 40} SjUBID UolleH|iqeyay
Aq Apnis /00 °S1y3 ueyi aiow yonw Ay st paaN| 0'szT s|est jueJs §TQ 404 Pa3U JBWIUN Ul UOI||IW GZTS UO paseq s udlid J1WSIaS 9y} Joj Suipuny aseaJdu| g
‘winjuualq e Joj p|os spuog ul uoljjiw 1°9TZS *3Q0 1e wesdoud
*SUOIIEPUBWIWODA 9Y1 U0 21AIIS 1gap [enrualod ayi si pund |essusn “wesdoud (IN1DSO) 8uiyoie|n Juswanosdwi jeude)d
13310 UdAI8 Ajjennuelsgns mou3 pinod| 1°91¢ S| 9ce 10 BlUUBIQ OM] 151} Ul PI3U 19WUN Ul UOl|jiw T°9TZS$ awnssy| [00yds uo3dalQ syl Joj 3uipuny aseasou| T
SJUDPN]S JO SPI3U BY] 193W pue aundas ‘Ayljeay ‘ajes ‘9|qissadde aJe 1ey) sall|12e) dAeY S|O0YIS
Sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoug IO\ $,5S920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




33

0T jJo¢

‘Me|
‘suoiysod jo ul-aseyd jo asnesaq S1Y81J [IAID 2181S pue [eJapay JO Sulpueisiapun pood aney Isnw 'suolysod J01euipiood
€2-170T 404 952J0U1 JYSI|S YUM 350D TZ-6T0T S0 S Ud21yMm Jo y10q ‘uoisod dwiii-1ied SUO Pue BWII-||N} BUO PPY| X B|HL 404 3Q0 03 314 (GL'T) HeIs ppy L
"9SeaJdUul SIY3 JOA0I 0} pun4 |00YdS 21815 ‘pasu 8T-/10¢ Uo
0} pPappEe Sl pun{ |BJ2UID SBWNSSE 150D ‘91eWIISD paseq S1S0J |eUOI}IPPE [|B JOA0D 0} S| 91eWI1Sd 9y 4SS WoJ) 1IN0 s [Vg[eleke}v]
|eluuaiq JeaA omi e s| "eiep 8T-/T0T UO paseq 649 S -aAJed e se Ajjenuue uol|jiw GES 1. 135S S 1un0d22Y ay1 Ajpuauin) [ Ayljigesig 1s0)-y3iH ay3 01 Suipuny ppy ‘q9
*9SBaJIU] SIY1 JOA0D 0} pund [00YdS 91e1S *ded ay3 J9A0 S121IISIP 6/ 24 [|13S P|NOM 243Y)
0} PappPEe Sl pun4{ |BJ2UID SBWNSSE 150D ‘91eWIISD ‘ded %y T YHM "£T-9T0T Ul HWwl| %TT 1U244nd SUlpaadXa SPUISIP| %P T 01 %TT WO SJUIpNIS spasu |e1dads
|eluualiq Jeak omy e s| ‘eep /T-9TQZ UO paseg 0°€9T S 6GT YHM % €T SI SJUSPNIS Spaau [e12ads apimalels Juatin)| uo ded asies 01 Suipuny JUIdI4NS PPy B9
“JuedIIUSIS 3Q 10U P|NOM 350D INQ BLISHID
uo 2ouepind awos apiaosd pjnod 3GO °SIUIPNIS [BNPIAIPUI INOQgE 'S9sSe|) g| 40 dV ‘SI0UoH
9JOW 91E21UNWWOI 0} SJ9YJEed] J0J PI3U B JO 2J0W 3¢ 03 SWI3S| ul Juswade|d o) Ajiea syuapnis Ajluap| °g
‘Buluresy Jayoeay 4oy
s1ueJd uo 3upjom ||11S “uolfjiw 9°0$ 01 dn S1oL1SIp Ul saniedsip ‘weJs3oud 9y apimalers
T1 S OVL JO M3IASY "UOl||IW G°0$ UBY] SS3| - JUBWISSasSe 1o Busa] Joj Suipuny |eali0891ed ysljqe1sy v
'sjooyds
Aselusawa|a J0j 314 05’0 Se [|9M se sjooyds y3iy 4o} 314 S/ T pue ‘syuapnis Sul88na1s
S1U9PN1S 959Y1 ISISse 03 |ooyds d|ppiw adArojoud yoea 4oy 3 14| 404 spoddns pue Sulioiny |ooyds-iaye Jo
"INJD 8uisn $3502 winjuualq TZ-6T0T 1'S/T S 0’7 SOWNSSe 91eWI1S3 |NJD "SA0QE UOIIEPUSWIWOI3J 0} Je|lWIS [-240490 404 Suipuny |edli08931eD ysi|qels3 "¢
‘uol}EpPUIWWO0d3 *S|00YIS dAI}RUIDY|E JO) WISAS
1no 2o14d pue u8isap 01 3g0 Yum Aemuapun suoissnasiq Aj1gelunodoe a1eledas ysiiqeis3 ‘g
"(INL'8$) spuny 1LON pue [eJapa} 1s0] JO ||1p3joeq
pue (INZ'6TS$) s1ueld Juswanoidwi [00yds [euoilippe 3uipnpoul *$140449 JudWaA0JdWI |00YDS 104
"OM} JO wnluuaiq 3yl a3eyded 49 uoljjiw 'S e papn|oul 198png 1sanbay Aduady| swes3oud pue ‘saidaiedls ‘sedi1deld paseq
40 JedA U0 40} aJe sjuesd Byl J9YIBYM >I3Yd 03 PasN '8¢ S TZ-6TOZ YL °SS3] 40 49 000‘00¢S S! 1502 1s!| Suipinoad Ajuo J|[-2ouspine Jo 151 dojaAap 01 34O a4inbay T
saoualiadxa |euonieanpa Axnjenb-ysiy 104 suonnuaniaqul pue sweasoid anI1d3ye JuaWIdw|
Sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




34

0T jJov

‘POAIDS 9 P|NOM SIDLIISIP
‘pun4 |eJauan €0T ‘||BJ9AQ "92UB]SISSE |BDIUYID) pUe Sueld Yylm SwalsAs ‘1o
uol||iw g€ sI |esodoud siyy 104 1502 TZ-6TOT |BIOL S113 3uisn ui s1ou3sIp 1sisse 01 adeyded uol||iw TS e papn|dul Suiddoup Jo ysl-1e syuapnis Joj Wa1sAs
'swia1sAs dojansp 4o Ang 01 sjuesd Jo) NQY Jod g5 e 193pnq 1sonbay Adualdy Tz-6T0C 340 dYL ‘siuapnis yoesy| Suluiem Alues ue pue A391e41S UOIIUSAIDIUI
y3nouys s1ouIsIp |[e 1sisse 03 jesodoud e os|e S| 243y 0T S | 031 (S113) waisAs uonuaaialu| pue Jojedipu| AjJe3 ue Joys|led SIyL|  Ue aAey 1213ISIp [00Yds AlaAs alinbay ‘g
‘dn ayew saiIAIl0e pajle[aJ aduepind 'uol3duUNy iyl 03 Pa1BIO||E 3JE S1S0D Y3 JO P41yl SUo EIJEN]glok)
9JeYS 1BYM 3UIWIDIDP 0} papasu S| sisAjeue Jayuny 0S $31}IAI30. 953y} Jo uoiiod e Ajuo dn ayew suollduny paje|al 2auepingd jooyds y3iy jo Jaquinu
pue Suljasunod ojwapede pue dueping ‘Yijeay 9JUepIinNg "sJ0jasunod aJow QOT‘T Aj@1ewixoidde Joj pasu e ay1 Suiseasour ySnouys sjooyds ysiy
|eausaw Suipnoul wea3oad aAIsuayasdwod e 1oy S| S| 949Y3 0S SI0[2SUNOI SUIISIXD 4O JAqWINU Y3 Ul S1030B) 91BWIISd| 3 9|pplw ul swesdoud Jo34ed pue 239||00
pJepuels 0SZ:T 9yl SJUIS SJ0|aSUN0D pale|al aduepind SIy] °Spuapnis Gz AJDAS 10} JO|ISUNOD BUO SPUBWIWIODA anIsuodsau Ayljigesip pue ‘Ajjeansingul)
JOJ P99U Y3 91BWI}S2JIA0 P|NOI JUNOWE SIY | €6L S weugoud Suljasunod aAIsuayaidwod e Joj Spepuels Yyo 91eis ‘Aj|eanynd anuiuod Jo ysijgeisy ‘qt
‘wesdoud 3Y|dSY
9y3 ul 3seaJoul ygnoaya sjooyds y3siy
'sjooyds ysiy pue s|ppiw Gy Ajorewixosdde '020°SS 01 s1ueld adelane syl aseatdul pue salls JYIdSY| '8 9|pp!w ul sweidoud Ja34ed pue 933)|02
9Je 243yl 'S|00YdS 03 Sjuesd 3Y|dSY 404 4D ¥8T |eu pe ue puny pjnom sjueas asay3 Joj u anIsuodsau Ayljigesip pue ‘Ajjeansindul)
TS6'7£9S sey 128pnq |9A3] 92IAIS 1ULIND TZ-6T0C 8T S ppe 01 |esodoud 7 'S|00YIS GGT S9AIDS Sulpun) Y |dSY IUa4InD ‘Al|ean3ind anuiluod Jo ysljgeisy ‘et
saedA Juanbasqgns pue Jeah jeyy ul Japun pue Gz asoy3 4o} 5zoz Ag |eos 0Z-0v-0v @Yl 199N
AEE
‘suollezjuedio 9say} J0) pun4 ‘sweudoud J19y3 ul 1S9AUI 0} pue yJ3Q se yans (0S.1D) suoneziuedig
|eJauaD 000°LZLS SeY [9A3] 2IAISS JULIND TZ-6T0T o€ S s4a1deyd |eao| 01 syuesd 0p0‘SS apinoad pinom jesodoud ZTOZ V 1UapN1S [e21uYda] Jaaue) uoddng g
“uol|jiw 0TS pey
'6T-LT0T Se Suipuny Jo |9A3] swes 3y} Sululejurew 198pNnqg 6T-£T0T 4D uol||iw Z'€0ES 1. uapnis [ooyds ysiy Jad
uol||iw /TS Y3 sapnjoul 198pNng S,J0UIBA0D - $ | 008$ uo paseq papuny Any IAIG SeY [3A3] 32IAISS JULIND TZ-6T0T ‘86 94NSe3 10||eg puny Ajnd T

s19sse Allunwwod SuiSesana| Aq Suluies| paldauuod-1aa4ed poddng

dnouo yiop Appay 132409 pup 3b3|jo)

SUBWIWIO)

spun4 pung
Y0  |esauan

$S 7o Suoiiin

suondwnssy

SUOI}EPUAWWO0I3Y pue [e0DH

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




35

0T 0§

'S10141S1p 03 s92110e.d 'sa2130e4d
159q 9y} Suipinoid u] S3502 dWOS aAeY Aew JGO SIISIP | 9L papuawwodaJ 40 3s1| apiroad 01 340
9Je $1O1ISIP 3sow -- 3 Juswa|dwi pue ue|d JuswaA|oAuUl Jualed -- sue|d Juawade3us Ajlwey) Juswajdwi
© JO WJ0} dWOS dABY 03 S19141SIP | 3L SaJinbaJ ySST Ajpualin) pue 91ea42 03 S1I143SIp 24inbay '8
'$90JN0SaJ 9ARY
*dnoJ8 yJom uiea 03 3|qy 9%GT JO S91BJ WISI9IUISYE J110YD Y1IM SIDLIISIP 9S0Y) OS SII1IISIP ‘ue|d ws199luasqy
pue Apeay Sjuapnis 9yl Ul UOIIEPUIWWOIAI Je|lWIS e 01 sueJd JoJ INZ'9$ 40 Sulpuny 1S 8y 01 ppe 01 49 uol||Iiw 21U04Y) S,93e3S 3Y3 1IN0 AJdied 0} swed)
SI 943yl "%/ T S! 91BJ WSI9IUISYE JIUOIYD SPIMIILIS 99 $ | 9'9S |euonippe ue sapnpoul 193png 1sanbay Adusdy TZ-6T0¢ 2YL|22uepualie 1dope 03 SID1ISIP BZIAIJUBDU| */
‘ua4p|Iyd 40 Jaquinu J231easd e yoead pjnod sweidoud
959y} Jo uoisuedx3y ‘weidoud (1YVINS) Aepo] Japeay e Sunje|n|  swesdoud Adesan| y3noayl Juswanalyoe
1Je1s 9y} Joj pue wea3oud peay pue nQ yoeay paseq duielpad 1uapn3s anosdwyi 03 suolleziuedio
331 40} 49 000‘ETES 49A0 SBY [9A3] BDIAISS JUBIIND TZ-6TOT YL Ayunwuwod yjosduou poddns -9
'020Z Ul ASAINSG SSBU|IDAA JUSPNIS YL YUM ‘Aanins auo ojul shanins
Asnuns suas] AyyesH uo8auQ J1ay3 auiquod o3 Sujuueld si YHO 1U3PNIS JUS44ND OM] BY3 BUIqWIO) G
'S150D [9AeJ] J19Y1 4o Aed pjnom ss3| 410 000‘00TS 'as3 yoea Joy uoiysod
‘s3uilesw apimailels Ajuarienb Suipusne Jo s1s0d swil-Jed e sswnssy ‘|9A9] 91e3s 9y} 1e a1edidiled pjnom
J19y1 Joj Aed pue uoi3aJ yoea wou) SJuUspnIs oM} s|aued 9soy) usayjl pue 123w pjnom oym sjaued paseq Ajjeuoidal ‘si9dew Adijod asiape 03
10 3UO JO UOI1I3]3S Y3 9 P|NOM 110} dSUDIUI SSI)| Y 8T $ | dnias 01 3uipuny yum sgs3 apiaoad piNOM 110443 1SNCOJ 3J0W /| SIUBPNIS JO HJOMIBU 3PIM3]e]S B 31eal) ‘i
‘S|eaw pue uolleypiodsuedy
'S]UBWISSISSEe yum 3uoje wesdoid }29M 931yl B SOWNSSY "JUDWISSISSE Yle ‘weJSoud 23pLg JswwWNS e se yans st
410q U0 7 4O T B paJ02S OYM S3U3pN3s 9SOy} 40} JO /13 419Y3 UO 7 JO T B PaJ0IS OYM SJUIPNIS SOY] JO) PRIBWIISD 1e suapeJ3 yig 404 wesdoud uonuanialul
Sununodoe Jayje a1eJ uonedpilied %0G B SSWNSSY €1 S SeM Junowe spimaless e ‘swesdoud Suilsixs oml uo paseg ue aney 1LIsIp AJans aJinbay ¢
Sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




36

0T J09

'$3500 Sujwwelsdoid aney
1M 3Q0 "SIY3 3uawa|dwi 03 3502 JUedIIUSIS OU 3q p|NOYS dJay |

'syJodaJ Juapnis
|ENPIAIPUL UO S3J00S ,sJeah ised apnjpu|

*3|Npayds Juawade|dal pasau pjnom
INQ 150D SWII-3UO B AJ|BI}U| "SIUSWISSISSE WISlU]
Suipnjoul suoidUNY Y10 104 pasn g pinod Ayl

"|]ooyds ay} 4O eaJe |edIudd
13410 J0 ge| 423ndwod e O pealsul WOO0USSe|d 3y} Ul JUSWISSISSe
ay3 SuIAIS a3 40y PasN g P|NOd ey} SH00gaWoJy) JO

‘Sjuswissasse

‘paseyaund $a2IASP 000‘EY 49A0 JUSsaIdal PINOAA SYT 195 B 193 p|NOM SWO004SSe|d 3Al AI9AS 1BY] SSWNSSE 91BWI1SS SIY L wouy sjooyas o1 uondnuisip eI ‘€
‘%S, ¢ p|nom uonedilied Jeah 'S9peJ3 Pa129[9s Ul 9IUIIS JOJ JUBWISSISSE
puo23s pue %0G g p|nom uoliedidiyied JeaAl 1saiy WJ93U] UB PUB ‘JUBWISSISSE PRJaIUd-3uapnls 01 Jiys e poddns
‘lesodoud siyy Japun "pun4 |eJausn uol||iw §°SS 150D “quawdo|anap |euoissajoud 4oj Suipuny pue {wnjuualq ay3 Jo Jeah
PINOM SYlUOW {Z 40} S|ge[IBAR SIUBWISSDSSE WIIdul pu023s 3y} Ul 3|qe|leAR JYFS WO JUBWISSISSE WUl Ue JOo) 'SJUBISSISSE
9yl Yum siy1 31| adexded yuow-tz papuny Ajny v Vv'E 49 uol|jiw €S paisanbal 193png 3sanbay Adus8y TZ-6T0C YL 9AI1BW.I04 JO 35N 3y} 98eunodul ‘¢
BLIEREY]

"S10143SIp 01 JO JQO 03 3502 JuedIIUSIS B 3q 30U P|NOYS I3y L

uodn Aja1elpawiwl SI9Y2ea} YUM S3100S
JUBWISSISSE BJeYS 0} SIOLIASIP a4inbay T

uonew.ogul Ajpwil 3uapnis SulAIS pue awi} [eas ul sadndeld siayoea) SulwIojul 10} SJUSLUSSISSE JO SSAUIAIIIRYD dlen|

'sasuadxa J3y3o pue [aAell J0J 000°00TS

39 -- ||ews 9q p|NOYS S1S02 3y} ‘Ssaulsng 92404 ysel 01 Suipusnie
JJB1S JOJ |[1328(0 01 PI3U OU pUE SPI3U JJe1S PallWi| Sl 343yl J|
‘Spaau 3ulels pue s3uilLaw Jo Jaquinu ay3 uo spuadap 1502 ay |

SUOI1EPUSWIWOD3I dAIYE|SIS|
9¥BW pue 3JNSUddI| 1D 03 SJalLIeq
SUIWEXD |[IM 1BY3} 92404 jSel e ysi|jqe1s] T

SIOLIISIP SSOJIJE 3|qeajSsuel) pue pazipiepuels si eyl siayseal 31) 404 wesSoud uone

*saonpoe.d 1539 Ayiauapl
03 pue weJs3o.d aY3 JO SSAUBAIIBYD dY3 BUIWIDIDP
03 JeaA e 1sed) 1e Joj 91esado pjnoys wesdoud joid

*yanoA 3|q131|9 Jo Joqunu uo Suipuadap

ING €SS 01 NG TS SI 1502 yiuow g e Joj adued ay) ‘quspnis

Jad 000‘LS 0 1500 [enuue a8eJaAe Ue pue JesA puodas ayl ul %0T
pue JeaA 1su1) 3Y3 ul %/ 91ed uonediued e Suiwnssy 9(qiSie

‘puiyaq Sulj|e4 a4e 40O [00YDS 33| dABY OYM
yanoA Joj walsAs Juswa8eduass apimalels

en3

139 e ysi|qels3

e ‘91e1s 2yl J0J 1da2uU0d JaMau e S| SIYl 1.yl USAID S'€S 2Je s1uapNn1s 000’0 PUB 000‘EZ USaMIa( 18Ul S31BWIISS JJA| B 421siulwpe pue dojaAsp 01 ddA 199414 ‘T
Jooyas y3iy 13| aney oym yinoA Joj uejd JusawaSeduaal apimalels e ysijqeisi
sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY



37

0T oL

‘(uonesuadwod *ua4p|Iy2 0OS‘Z Sulurewsau
8'9) sanss| 1aYy1o ssaippe 10U sa0p a4n3ly a1 Suinias sawnsse a1ewsa siyl ‘(1d4) [9A9] Aliaaod |esapay ‘wesdoud Haid YO -- 1d4 %00T
siyl -ajedidaed 3ou pjnom |[13s 1d4 %00T 4apun 31 JO %00T MO|3q UJp[IYy2 000‘0Z Y1 JO 00S‘ZT INOge SaAISS| MO|aq JO 1e G-¢ pade swesdoud jooydsaud
S9|IWe) SWOS SB Pa3U a1 S31LWIISIDA0 AjdYI| SIy L 0oL $ | weaSoud 1ie1s pesH |edapa) ayl yum 3uoje wesdoud yaid YO YL pazIpIsqns 03 $S9J0€ 9seasdu| ‘et
sweuSoud jooydsasd Ayjenb-ysiy ajgep.ioyse 01 SS922€ YlIM UBIP|IYD [|B BPIAOId
‘9Al1eI0qR||0) UoedNp] ulualed uo3auQ ayl ‘weJs3oud uoneanpa 3uijualed e uoj 49 uol||iw ‘Wwa1sAs 9Al-01-yuiq palesdalul
uo puedxa 03 sem 3sanbau siy3 jo uoiliod e 3sed| 1y 00T S 0TS papnjoul 13 Jo) 198png 1senbay Aduady TZ-6T0Z @yL| ue jo suondo Adjjod |euonippe alojdx3 ‘¢
"91BWI1SD JUJA
's398pnq ,sweudoud ayy 150W U0 paseq Jaysiy 49 uol||iw G/ $ SI uaJp|iy2 000‘9Z aY1 'sweu3oud (3503)
ulyym dasy 03 3sed ay3 Ul padnNpaJ U33q SARY S|IAJ| JO SPaau ay1 9AJ3S 0] 1502 PAILWIISA [B10] (4D UOI||IW ' 6TS) uoneanp3 [eads pooyp|iyd Aje3 pue
92IAJ3S pue wesdoud pajepuew Ajjesapay e si syl 0'SL S 41 Uol||lw §°/2ZS S TZT-6TOT 404 SUlpuny [9AS] 82IAISS JUBLIND (13) uonuani=iu| Alue3 aya puny Ajn4 °¢
"UaJp|iyd 000°T Jayloue
‘9|qe|iene 104 $924n0SaJ Suippe uo paseq S| 91ewWI1Sd SIY] "UaJp|Iyd ay3
s| Suipuny |eJapaj JoYN} OU PAWNSSE S| 3 dWI} SIY} J0 9%0T SIuasaJdal gT-£TOZ Ul PAAISS UaIp|Iyd 00E‘E paredidiue
1€ 1nq ‘weuSoud siy3 1oy Suipuny |eaapay OS|e Sl 349y | 8’/ S 3yl pue 49 uol|jiw £'6S sl weadoud siy3 4o} Suipuny Jusiin) *S9LI9SINN J31|9Y 01 SS90 95ERJIdU| ‘T
'$10|S 000°T 42y3oue Suipinoud a1e1S
‘weJdoud sy wouy 11yauag pjNom Jo pasu ysiw oym 91 Uo paseq S| 21ewWIISd SIY] 'S10|S 000‘Z Ajo1ewixoidde spuny
uaJp[Iy2 000‘SZ 40 uonendod pajewiyss ue si aJayl 0'st S JUSWUJISA0S |BISPS) B3 PUB SI0[S 9 SpUNy 9181S 3y ‘Ajjuain) "1Je1S peaH AjJe3 03 ssa20e aseasdu| ‘ez
‘panJas si uolzeindod ay3 Jo %TT 40 %0T EIEEYER
*Sal|lwe) awos 4o} 3jeldoidde atow aq 1y3iw 1noge Ajuaain) -uonejndod 9|q1319 ay3 40 %G dAI9S 01 wesdoud WOy |BSIAIUN AJBIUN|OA PIEMO) SAOW
18yl VHO e swesdoid Su}isiA awoy J3Y3o aJe auay | €0y ¢ | uo3auQ saljiweq AyyeaH ayi Suipuedxs uo paseq s 91eWIISS 3Y L 031 swesdoud Sunisia awoy puedx3y T

uJed] 01 Apeau si pjiys A1ana ainsua 01 sdiysuonejas Ajiwey paysene yijeay moddng

dnouo 10/ uieaq 0} 3|qy pue Apeay syuapnis

SUBWIWIO)

spun4 pung
Y0  |esauan

$S 7o Suoiiin

suondwnssy

SUOI}EPUAWWO0I3Y pue [e0DH

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




38

0T jo8

‘Aouade yjjeay |ejusw Jo a1jgnd Ayunod uo

022 e 91| A111u 9pISIN0 SWIOS WOJ) JO JJe1S 1911SIP
uo uipuadap 158 SHJOM YdIyM 3UlWIS13p 01 Spasu
10L1SIP Y2ed INQ ‘44e1S 12141SIP SBWNSSE 91eWI1S SIYy |
‘eaJe yijeay |edolAeyaq ayl ul 3ndiip aJow Ay
SISIYL "BaJe S|y} Ul 9Je S924N0SaJ Papasu 9yl 1eym
pue $324N0SaJ 1Ua4INd 31 SulA}iIusp! Ul JJom aiow
Ajpueaiiudis sadinbau pue a1ewilss y3nou e st siy |

6'LEC S
T9ct S
MO|3q 935

"Uy3/eay [eluSW pue [eJolARYD( 04 Ajje1dadsa

‘@}eW|3sa4apun ue s| siyl 3eys a|qissod AJaA 13| "93eWIlSa 3y}

104 U] P103dk) 3B SIO[3SUNOI PUB SBSINU JO JIGUINU JUBLIND dY|
"0GZ:T S! SI0]aSUN0J J0j pue 0G/:T ! uolzeindod Juapnys |esauad
3y} 10} S3SINU 40§ SPIEPUB)S PAPUSWIWIOIBI Y] °SI0[3SUN0I
9AISUY3IdWOD 104 1BY} PUB S3SINU [00YIS 104 SYYO dY3 Ul
SpJepuels papusawiwodas 3y} 1e Supjoo| Aq paoud s| a1ewisa siyL

$J0[2SuUNo) ‘g1
sasinN ‘et

'SJULPNIS 01 3|qe|ieAe

14815 134310 pue ‘y1jeay |ejusw ‘Suljasunod
Suiseauoul Aq sad1Alas yieay |eaisAyd

pue |eJoIABY3(Q 0} SS920B Paseatdu| ‘T

spaau poddns pue [euoiiiinu ‘Yijeay |eaisAyd ‘Yajeay |edoineyaq 104 SaljIWE PUB [00YDS 0} SIIINOSAI JUIIDIHNS IPINOId

'1500 JeaA omy [|ny 3198

'$91e21J11492 pue saa.139p

paie|ad Suuies| Alues Sujuies 9soy) J0) 2JUeISISSE [BldUBULY
1o} 49 uol|jiw £S os|e sl aiayl ‘shemyied usaied 3ulules|
Ajaea ul ssunied 03 saisIaAIUN J1|gnd pue $239]|09 Alunwwod
01 sjueusd 1oy 49 uol|jiw TS 3uisodoid Aq uollepUBWIWOIBI SIYY

NV JRI=RIITRSER)
pue Suuiesy jo Ayoeded Suiseasoul

01 93eyded S1y} Jo ul-aseyd syl aulWII3pP 01 PISN 0L S ssauppe 0} a3eyoed e sapn|oul 193png S,40UIA0D TZ-6T0Z @YL| AQ 2240p40M Suluiea) Ajaes ayy puedxy g
Hels
300 paywi| pue Sulp|ing Ajoeded 1oj 51500 SWOS "1Z-6T 40 pua 3y Aq UaJp|1y2 00O’OT Jayroue

3Q 0S|e P|NOM 3131 ‘4D UOI||IW 6EZS 1. Pa1eWIS? 9AJas 01 Suipuny papn|aul 193pnq 1sanbay Adualdy TZ-610T @YL '9SIW0Jd |00Y2Said -- Tdd %00¢
s 3uipuny JeaA-omi ||n4 ‘wniuualg TZ-610C "Ua4P|IYd OOE T SOAISS 49D Uol||lw T°LES 40 Sulpuny 1uaLInd pue( Mo|aq 40 1e G-¢ pade swesdoid [ooydsaud

a1 uunp ul-paseyd aq pjnom agdeyded asodoud ay | O'TET S| 1d4 %00z 01 dn uaJp|iyd saAas weu3oud asiwold [00Ydsald 3yl pazIpISgNs 01 $$92J€ 9seaJdu| ‘qT

sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




39

0T J06

‘(uonewJoyul £T-9T0T UO Paseq) s|ooyds LT 03

"(d3D) uoisinoad
Auqi813 Anunwwo) ayy ul jedidiyed

LT $ | ¥6 wouy asealoul 01 Suijedidilied sjooyas Jo Jaquinu ayl sajqeu] 01 109]3 0} S|O0YdS 2J0W 3|qeu] ‘qp
'sayaun| pue
sisepjealq paonpau/asly 123 01 Aujiqidie
01T S 'SaYdun| pue sisep|eald Joj 1d4 JO %0S¢ 01 aseaJdu| JOJ P|OYsSalyl SWodU| 9seadu| ‘ef
‘weu3oud
yaun|/isep|ealq 9aJ) apIM-|ooyds e ash 0}
S|00Y2S 2J0W 40} J3ISEd 1 )eW 10 saydun|
padnpaJ/aaly Joj Aujiqi8ie aya puedx3y v

'u08aJQ |eJ1Ua) Ul pasn [apow

B U0 paseq SI Siyl "AluUNWWOD JIPIM BY3 Ul SE [[9M SE 1D111SIP
'S9IIAJIDS Jefiwis wioyiad 01 suolleziuedio 9Y1 Ul S9IIAIDS Y1IM 109UU0D 0] S3I[IL.) PUB SIUBPNIS 1SISSe 's92IAJ9S 1oddns
J3Y310 Y3IM 1DBJIUOI 0} PAsN 9g P|NOI S324N0S3 0} (uorisod swil-jey) 314 0S°0 03 3u3|eAINba s324n0sau papirosd| pue punose-desm 0} SaljIWEY PUB SIUSPNIS
9y J0 JJe1s 1011sIp Ag papinoad aq pinod siy L vIL S 9 P|NOYS [00YIS Yoea 1ey] PaWNSSE SeM 11 91eWI11SS SIY) 404 JOJ SUOI129UUO0D PUE SSIJJE BPINOId €
‘|eoS SIY1 JopuN £# puUe T# SUOIIEPUBWWIOJ 'S92IAI9S punoJe-deim
01 Sunejas punoj eyl se yans Suipuny Sunnquisip pue ‘yijeay [eyusw/|esolneyaq ‘[eaishyd
JO sueaw e S| SIy| "BnWIO) UoIINGIIISIP 3Yl Y1IM PaIeId0SSe S1s02| 10 pund |00Yy2S a1e1s ayl woJ) alesedas
9AI1RJISIUIWIPE PUB JUBWYSI|RISA 9Y) PUOASQ 150 B 10U S| 9U3Y L e|nwJ0}/224n0s Suipuny e ysijqeis3 ‘¢

sjuswwo) spun4 pung suondwnssy suonepuswwoddy pue |eoo
9Yi10 |eiouan

$S 7o Suoiiin

sdnoug IO\ $,5S920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




40

0T J00T

*dnous yiom Apeay
J93Je) pue 239(|0) Y1 Ul UOIIEPUIIWOII O] Je[IWIS
"%/ T S| 91BJ WSI99USSIE JIUOJYD IPIM-3]e]S JUBLIND

'$924N0SaJ dARY
9SG JO S91BJ WSI9IIUISYE. J1UOIYD Y}M SID1I1SIP 9S0Y3 OS SID1IISIP

0} sjueu8 40} INZ°9$ J0 Bulpuny 1S) aY) 01 ppe 01 49 uol||iw
9°'9$ |euonippe ue sapnjoul 198png 1senbay Adusldy TZ-6T0Z YL

*WISI99IUDSAE J1U0IYD DINPAJ 03 SHO0YD
[9A3] 101J1SIp pue apIm-alels Joddnsg ¢

*Mou 10} papinoad

Sulaq sI 1eYMm Jo 3seaJdou] Ue S| Sy} 18yl SaWNSse Junowe

SIyL spuapnis Sul38nJ3s Joj |00YIS JaWWINS 404 (YoM Jad sAep
G) }99M dAl4 B 10} 91BWIISD UB SapN[dul Jodal INTD 8T0T YL

‘weJsdoid Sujuies| Joawwns y3am
XIS 03 934y} B 104 $924N0S3J BPINOI] “C

‘(4e9A |ooyds daam
J2d Aep { “8°9) $10141SIp SWOS 40 SIY} SASIYIE 0}
moy uo Aj|iqixa]} 104 Mo||e 03 3sn[pe 03 paau pjNOAA

99 $
0€e S
091§ $

-1eaA uad sAep 08T 01 Sui1198 sswnsse 91ewl1sa siyl ‘shep 0/T 40
sAep |0oyds Jo Jaquinu pajySiam ua4ind ay3 uo paseg ‘1Z-6T0C
J0J uol||iw 9°TG$ $1500 Aep |eUOIIPPE YoBed ‘|ATD Y1 UO paseg

"awiy Sujules| asealou|
01 Jeah |00Yyds 03 sAep |euonippe ppy ‘T

3dUepUINE JUSPNIS PASEIdUl pue ‘4eah [ooyds 1a3uo] ‘Bwiy uondNIsul 133uo| YSnoayy syusapnis Joj awil Suluies] SzZIWIXeA]

SUBWIWIO)

spun4 pung
Y0  |esauan

$S 7o Suoiiin

suondwnssy

SUOI}EPUAWWO0I3Y pue [e0DH

sdnoJg IO\ §,55920NS JUIPNIS UO 33HWWO) JUIOf Y} JO SUOIIBPUBWIWOIY




CCSSO

Council of Chief State School Officers

The Diverse and Learner-Ready Teachers Initiative
Vision and Guidance Paper

41



Ensuring a Diverse and Learner-Ready Teacher Workforce: Vision and Guidance Paper

A Diverse and Learner-Ready Teacher Workforce: A Critical Equity Issue of Our Time

Racial diversity benefits every workforce,’ and our nation’s schools and classrooms are no
exception. Research shows that all students benefit from having a diverse group of teachers
that come from a variety of backgrounds as they prepare to enter an increasingly global
society. Regular exposure to and interactions with individuals from a variety of races and
ethnic groups, especially during childhood, can help to combat stereotypes, strengthen
students’ abilities to become comfortable with peers from different backgrounds, reduce
unconscious implicit biases inside and outside the classroom, and lead to innovative and
greater social-cohesion. Students benefit from mirrors and windows; the mirror representing
the story that reflects their own culture and helps them build their own identity, and the
window that offers them a view into someone else’s experience. Simply stated, diversity makes
us smarter. Research demonstrates that “students’ exposure to other students who are
different from themselves and the novel ideas and

challenges that such exposure brings leads to improved
cognitive skills, including critical thinking and problem it's really important that students have

solving.”" people who reflect back to them their
language, their culture, their ethnicity,
While a diverse teacher workforce is valuable for all their religion. It doesn’t mean all the
students in a pluralistic society, a racially diverse teacher people in their lives have to do that
workforce is a necessary step to advance educational mirroring, but they should have some. And
equity. In 2017, the Council of Chief State Schools we know that in the teaching profession,
Officers (CCSSO) partnered with the Aspen there really are not enough mirrors.

Institute Education & Society Program to develop
Leading for Equity: Opportunities for State Education
Chiefs, ten actions state chiefs can take to create a more
equitable education system in their state. Commitment
#8, Focus on Teachers and Leaders, affirms that in order
to ensure equitable access to effective teaching, states chiefs must ensure educators are
prepared to teach our increasingly diverse student population. In addition to assuring
classroom teachers are effective in practice, state chiefs recognize that the race and culture of
teachers also matters, particularly for students of color.Y Research demonstrates that teachers
of color serve as role models, set high expectations, and support the academic growth of
students of color." Students of color are also less likely to be disciplined or expelled by teachers
of color, when they are typically disciplined at disproportionately higher rates"; and more likely
to be identified for gifted programs, when they are disproportionately under-identified today.""
An effective teacher workforce is one that represents the racial diversity of students in PK12
schools.

Sarah Leibel, Lecturer on Education and
Master Teacher in Residence in the
Harvard Teacher Fellows Program

The lack of a racially diverse teacher workforce is one of the most critical equity issues of our
time. If we are to ensure every student, across every race, ethnicity, language, family
background, and/or family income, has access to the educational resources and rigor they need
at the right moment in their education,* we must meaningfully and significantly increase racial
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diversity in the teacher workforce. CCSSO is working with state education agency leaders to do
just this, with the goal that by 2025 at least 15 states will have evidence of increased racial
diversity in their teacher workforce and proof-points that all teachers demonstrate culturally
responsive practice.

Change has begun in many states where critical stakeholders in policy and practice arenas have
been galvanized into action. As the diversity of students in our nation’s schools increases
exponentially, the current pace of change in the teacher workforce lags too far behind. This
report is a call to action by state chiefs, and leaders from educator preparation providers
(EPPs), local education agencies (LEAs), legislatures, unions, and civic and community groups.
Leading for equity requires we prioritize our commitment to students and ensure they have
access to diverse and learner-ready teachers.

We can and must do better.

Our Educational Equity Challenge

While most students in our schools now are children of color, this is not the case among
teachers and principals. Despite the fundamental value of a racially diverse teacher workforce,
there exists a vast diversity gap between teachers and students. In America, 50% of our
students identify as being a person of color compared to only 20% of their teachers and with
only 2% being black men*. The underrepresentation of teachers of color is particularly
egregious in certain locales. For example, in 17 states, more than 95% of teachers are white
(compared to an average of 82% of students being white in those states)*. Indeed, 40% of
public schools do not have a single teacher of color.*

While we have taken initial steps towards diversifying the teacher workforce, we recognize we
have a long way to go. In fact, achieving a diverse and learner-ready teacher workforce will
require a sustained and robust effort for many years, perhaps decades, before we witness
marked differences. This is not surprising since the root cause of these disparities lies within
systems and structures dating back to the early 20* century, designed to segregate people in
public spaces based on race. Today, more than six decades since the Brown v. Board of
Education decision that decreed separate but equal is inherently unequal when it comes to
public education, and despite national and state legislative efforts to support school
desegregation since then, segregated communities and schools still exist where teachers are
often even more segregated than students.X¥ These systems have not only separated students
and teachers spatially, they have contributed to the cultural divides that often exists between
teachers and their students. Increasing the racial diversity of the teacher workforce must be
accompanied by deliberate attention to build current as well as future teachers’ capacity to
enact pedagogies and practices that recognize and embrace students’ cultures as assets in the
classroom. Dismantling these systems and structures to address current realities and create the
conditions necessary to recruit, prepare, support and retain a diverse and learner-ready teacher
workforce may take time, but is a necessary we must engage.



Teachers are less likely to hold high expectations and asset-
based views of students in predominantly low-income African
American schools, largely as a result of negative
preconceptions of these students. * Such implicit or explicit
bias and lack of recognition of the central role that race and
racism play in the PK12 educational system can reduce the self-
image and performance of students of color.* Preparing
teachers to demonstrate culturally responsive practice can help
reverse such trends. Teachers must be able to support their
students in developing cultural awareness and sensitivity. This
is critical for supporting equitable learning outcomes for each
student.

Research and evidence linking culturally responsive teaching to
positive student outcomes continues to emerge.*! For
instance, positive early student-teacher relationships are
associated with better academic and behavioral student
outcomes, and building on students’ prior knowledge and
experiences when introducing new content can increase
students’” motivation for learning and effective information
processing Vi

To be truly “learner-ready,” all teachers must be prepared and
receive ongoing support to respond to the needs of each
student, especially since student demographics, and associated
needs, will continue to shift. Successfully sustaining a “learner-
ready” workforce requires a strong and supportive state
environment.

In the following section, a foundation for change in states is
described, followed by a vision for what success looks like in
relation to the teaching and learning experiences of teachers
and students if we achieve our aspirations. The final section
offers policy and practice guidance to achieve the aspiration.
The guidance is designed to identify specific policy levers state
education agencies (SEAs) have authority over that can be
activated to achieve the vision described, as well as highlight
distinct responsibilities of SEAs where they have a moral
imperative to lead for equity. Additionally, the guidance
offered makes salient the ways in which SEAs can and must
collaborate with relevant stakeholder groups to achieve our
goals.

LEARNER-READY TEACHERS

The learner-ready teacher is
one who is ready on day one of
his or her career to model and
develop in students the
knowledge and skills they need
to succeed today including the
ability to think critically and
creatively, to apply content to
solving real world problems, to
be literate across the
curriculum, to collaborate and
work in teams, and to take
ownership of their own
continuous learning. More
specifically, learner-ready
teachers have deep knowledge
of their content and how to
teach it; they understand the
differing needs of their
students, hold them to high
expectations and personalize
learning to ensure each learner
is challenged; they care about,
motivate, and actively engage
students in learning; they
collect, interpret, and use
student assessment data to
monitor progress and adjust
instruction; they systematically
reflect, continuously improve,
and collaboratively problem
solve; and they demonstrate
leadership and shared
responsibility for the learning
of all students. (Our
Responsibility, Our Promise,
2012, pp. iii-iv)
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Providing a Foundation for Change

Research provides compelling evidence of the importance of a teacher workforce which reflects
the ethno-racial diversity*™ of students. Further, it makes clear that we must invest in all
teachers to ensure they engage in culturally responsive practice. As a result, there is a growing
movement among educational leaders at the national, state, and local levels to both make the
necessary changes to address the critical need for a more diverse and culturally responsive
workforce and to do so in collaboration. In fact, the Every Student Succeeds Act (ESSA)
encourages and supports states to work in partnership with local education agencies (LEAs),
educator preparation providers (EPPs), and other stakeholders to take action.®™

CCSSO has worked with state chiefs over the past five years to transform how educators are
prepared, anchored in the foundational report Our Responsibility, Our Promise.” Working in
collaboration and partnership with EPPs, states have made significant progress to strengthen
educator preparation, guided by the aspiration that all teachers will be learner-ready on their
first day in the classroom.

States in CCSSOs Network for Transforming Educator Preparation (NTEP)* pioneered efforts to
achieve this aspiration, and today the majority of states have made tremendous strides towards
teacher readiness on day one by leveraging three key policy levers over which they have
authority: teacher preparation program approval; licensure; and data collection, analysis, and
reporting. i By creating meaningful and robust standards for the approval of programs that
prepare teachers, ensuring licensure is tied to valid and reliable measures of readiness, and
ensuring all key stakeholders receive the necessary data to continuously improve, states are
better able to ensure that each child in our nation's schools is taught by a learner-ready
teacher. Despite this progress, NTEP states recognized that if we are truly going to fulfill our
promise to assure educational equity for all students, teachers need better preparation,
development, and support that more directly addresses the specific knowledge and skills
necessary to teach each learner. In an increasingly diverse society, this requires that states
prioritize the ethno-racial diversity of the teacher workforce and teachers’ ability to be
culturally responsive in practice.

In February 2017, CCSSO, in collaboration with the Aspen Institute Education & Society
Program, released Leading for Equity: Opportunities for State Education Chiefs (Leading for
Equity),®V a series of commitments by state education chiefs to achieve educational equity in
their states. This paper codified conversations and commitments of state chiefs, civil rights and
advocacy groups, and educators regarding the ways in which SEAs may address inequities.
Among the actions included in Leading for Equity is a focus on ensuring all students have
equitable access to effective teaching. More specifically, that teachers reflect the changing
demographics of students in our schools, most of whom are children of color, and that they
have the knowledge and skills to meet the demands of teaching diverse student populations.*
Where the focus for NTEP sat squarely in the teacher preparation or preservice space, achieving
these goals will require states to take an approach that promotes learner-readiness across the
career continuum.
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Building and sustaining a teacher workforce that is both diverse and learner-ready necessitates
intentional examination of the teacher career continuum, from recruitment and preparation to
professional learning and advancement. Educational leaders need to understand both the
affordances and constraints of the system across the teacher workforce to achieve this goal.
Building on opportunities highlighted in Our Responsibility, Our Promise, urgency is now
centered on reframing the discourse of the learner-ready teacher. Our responsibility is to
ensure each student is taught by teachers who engage in culturally responsive practice.

Learner-Ready Teachers ARE Culturally Responsive in Practice

While the definition of learner-ready teachers includes characterizations consistent with what it
means to be a culturally responsive teacher, it does not explicitly include the term culturally
responsive. In order to establish widespread consensus on what it means to be a learner-ready
and culturally responsive teacher, a working group of members of NTEP reviewed research
literature and consulted with experts in the field to further refine the definition:

Teachers who engage in culturally responsive practice use strategies in the classroom
that incorporate “the cultural knowledge, prior experiences, frames of reference, and
performance styles of ethnically diverse students to make learning encounters more
relevant to and effective for them”.* Additionally, teachers who are culturally
responsive in practice “empower students intellectually, socially, emotionally, and
politically using cultural referents to impart knowledge, skills, and attitudes” " Studies
have shown that when teachers of all races and cultural backgrounds engage in
culturally responsive practice all students benefit academically and socially. Worth
noting is that being a culturally responsive teacher requires engagement in a continuum
of ongoing reflection, practice, and insight into the educational and social needs of each
learner Vi

As NTEP formally came to an end, SEAs continued to invest in strengthening educator
preparation and prioritized goals for building a pipeline of ethno-racially diverse and culturally
responsive teachers. A number of them joined together to achieve this aspiration in a new
aligned action network focused on these two goals.

CCSSOs Diverse and Learner-Ready Teachers Initiative

CCSSO launched the Diverse and Learner-Ready Teachers Initiative (DLRT) in March 2018. This
network of ten states®™ and over 30 national collaborating organizations®* focuses on systems-
level changes to increase the ethno-racial diversity of the teacher workforce, as well as
supports future and current educators to effectively teach a diverse population of students.
Because this work is critical to our mission of assuring educational equity, states are also
focused on addressing a potential unintended consequence of focusing on these two goals
exclusively. As previously noted, even if we begin aggressively recruiting and successfully
retaining teachers of color now, achieving racial parity between teachers and students is not
likely to happen within the next few decades. If it were possible, simply matching the ethno-
racial diversity of teachers in a state, district, or school to that of students does not assure that
students of color have opportunities to learn in classrooms led by same-race teachers. It also
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does not assure white students have opportunities to learn in classrooms lead by teachers of
color. For these reasons, states recognize that to be successful in this work they need to work
towards a future where all students, regardless of race, experience teaching and learning with
teachers of color during their PK12 schooling experience. This requires that states work in
partnership with local education agencies (LEAs) and educator preparation providers (EPPs)
through an equity lens to effectively address diversity gaps.

Achieving these aspirations may be difficult for many educational leaders; they will be required
to first interrogate their own beliefs, values, and perceptions about people who are ethnically,
racially, and culturally different than themselves. This work also calls on these leaders to
engage in open, honest, and candid conversations about race and equity, within their agencies
and organizations across the system. We cannot embrace diversity if we do not first commit to
collaborating around our differences. Responding to this call to action will require additional or
reallocated resources to ensure enduring systemic change. The way we invest our resources
speaks volumes about what matters most. If educational leaders are committed to ensuring a
diverse and learner-ready teacher workforce, a critical equity issue of our time, they will need
to demonstrate fidelity to lead for equity.

Vision Casting
A clear vision for change is critical to success. This vision must answer two fundamental
guestions: If we had a diverse and learner-ready workforce,

1) How would each student in PK12 schools experience teaching and learning?

2) How would each teacher in PK12 schools experience teaching and learning?

What success looks like: The student experience

If we had a diverse and learner-ready teacher workforce, each student would experience
teaching and learning in classrooms led by teachers from diverse ethnic, racial, and cultural
backgrounds. White students would have opportunities to learn from teachers of color and
students of color would have opportunities to learn from teachers who reflect their ethno-
racial identity throughout their PK12 schooling experiences.

If we had a diverse and learner-ready teacher workforce, students would experience;

e Access to highly trained and qualified teachers who hold them to high expectations,
support their self-esteem, challenge them in ways that motivate and inspire them to
learn independently and seek new knowledge, and believe in their success.

e Teaching and learning as an opportunity to become their best selves as learners,
teachers of others, and informed consumers and citizens.

e Meaningful access to grade level content, advanced courses and programs, and
curriculum and materials that reflect cultures and histories of all different kinds of
people and helps them build a stronger sense of belonging to both the school and wider
community.

e Open-ended discussions, facilitated by multiple points of views and unique experiences.

¢ Feeling seen, heard, valued, safe, respected, cared for, and accepted regardless of their
race, gender, ethnicity, socio-economic status, mental/physical ability.

6



48

Teachers, principals, and other educational professionals that reflect different cultures,
histories, and identities and who model cultural awareness and inclusion.

Teachers who support their social and emotional learning.

Learning opportunities that connect their experiences and backgrounds to content in
ways that values their cultures and creates safe spaces for them to engage in healthy
dialogue about diversity.

Opportunities to participate in extracurricular programs, including school clubs, student
council, band/music, sports, and more as equal members of the whole school
community.

Restorative disciplinary practices that give them opportunities to work with teachers
and school leaders to learn from mistakes and develop social and emotional skills.

In sum, students would experience teaching and learning that is culturally responsive, with a
deliberate focus on diversity, equity and inclusion. These holistic experiences would foster
academic success and personal well-being for each student.

What success looks like: The teacher experience

If we had a diverse and learner-ready teacher workforce, each teacher would enter the
profession having demonstrated the knowledge, skills, and dispositions necessary to practice
and deliver culturally responsive instruction to each student. Teachers would be empowered to
improve outcomes for all students, regardless of their background. Throughout the course of
their teaching career, each teacher would have access to meaningful professional learning
opportunities to develop and grow their culturally responsive practice. Teachers would be
teaching and learning in schools where their colleagues (teachers, principals, and professional
staff) come from ethnically, culturally, and racially diverse backgrounds and reflect the diversity
of students in their school, district, and state. With a more diverse, equitable, and supportive
environment, and with greater access to tools necessary to be successful, more teachers would
be retained in the profession and continue to develop their careers.

If we had a diverse and learner-ready teacher workforce, teachers would experience;

A diverse educator workforce (teachers, school, and district leaders) that include peers
who share similar background and life experiences.

A diverse group of teachers within each school working as members of a team, sharing
their knowledge and skills, and contributing to the ongoing development of an inclusive
school culture that is responsive to each student.

An inclusive school culture where each teacher feels included, supported and valued
regardless of race and ethnicity.

Ownership and agency in identifying, developing, using, and sharing curricula and
pedagogy that resonates with their perspectives, background, and vision for educating
students.

A community of professionals who work together to plan instructional programs that
promote continuity and support equitable learning experiences for all students.



e An environment where teachers observe one another in the classroom, engage in
pedagogical discussions, and collaborate to improve their teaching methods and explore
new instructional strategies, particularly with an aim of strengthening culturally
responsive practices.

e A safe work environment where their diverse perspectives, skill sets, and passions are
welcomed.

e Equitable working conditions where teachers are not expected to do more or less just
because of their race or ethnicity.

e A career that offers a professional salary comparable to that of other professions
requiring a college degree or similar, complex skill set.

e Greater opportunities to advance and grow through a rewarding career in education.

e A system that provides them with the tools to be effective and drive outcomes for a
diverse group of students, including students from different races and ethnicities.

e Adrive to address implicit bias in the classroom and recognize the potential in every
student.

o Avariety of meaningful professional learning opportunities, specifically those that:

o Encourage and support exploration of their own biases and how they surface in
their teaching practice;

o Develop their skills and capacity for choosing and using culturally responsive
curriculum and material; and

o Grow their skills and practice for supporting their students’ social and emotional
learning.

A Comprehensive Approach Across the Career Continuum
Ensuring a diverse and learner-ready teacher workforce will require a comprehensive systems
approach. Investing in random acts of improvement by implementing strategies that target
discreet parts of the teacher career continuum may contribute to short-term gains but will
likely not lead to enduring change that will sustain over time. Real systems change requires
collaboration between education leaders from various parts across the system. To this end, if
we are going to realize the vision for educational equity that reflects excellent teaching and
learning experiences for every student and teacher in our nation's PK12 schools, we must also
address these questions:

® What are the actions state education agencies (SEAs) need to take?

® In what ways should SEAs collaborate with educator preparation providers (EPPs)?

® In what ways should SEAs collaborate with local education agencies (LEAs)?

The following section offers policy and practice guidance for education leaders and is organized
into two subsections: the preservice and in-service parts of the teacher workforce continuum.
The guidance identifies actions for SEA leaders and identifies within each action the requisite
collaboration with stakeholders that is critical to achieve a diverse and learner-ready teacher
workforce.
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Preservice: Attracting, Preparing, and Placing Diverse and Learner-Ready Teachers

Many of the policy and practice recommendations in Our Responsibility, Our Promise continue
to serve as strong guidance in the preservice space for states committed to building a diverse
and learner-ready teacher workforce. Additionally, the guidance offered in Transforming
Educator Preparation: Lessons Learned from Leading States;* Preparing “Learner-Ready
Teachers;” " and Leading for Equity™" provides evidence-based models of emerging best
practices and policies. Building on the recommendations and guidance from these foundational
reports, specific actions for attracting, preparing, and placing diverse and learner-ready
teachers in the workforce are described below.

1)

2)

Revise and enforce licensure standards and accompanying assessments to ensure a
culturally responsive teacher workforce. Culturally responsive practice is best assessed
in a nuanced way, through performance-based measures. Licensure requirements
should include evidence that teachers demonstrate culturally responsive practice when
teaching to college and career-ready standards. Working in partnership with
stakeholders—particularly EPPs and LEAs, but also community-based organizations—
states should consider updating or revising definitions for learner-ready teachers to so
that the characteristics of culturally responsive practice are clear and integral in building
coherent entry systems both within and across states. The next step is to translate those
definitions, in partnership with stakeholders, into specific expectations and embed them
into standards that will drive development of licensure assessments and preparation
program curricula.

Analyze and monitor teacher licensure requirements and create new programs to
increase ethno-racial diversity of the teacher workforce. SEAs should monitor state
licensure policies that may have a disproportionate impact on teacher candidates of
color, particularly men of color. Research shows there are tradeoffs in raising cut scores
for teacher licensure exams and that scores on these exams are not necessarily
predictive of performance in the classroom and student achievement.** SEAs should
regularly review the impact of licensure policies and examine whether a more selective
program has the desired impact on the overall quality and ethno-racial diversity of the
teacher workforce. SEAs can invest in “grow your own” initiatives to develop
paraprofessionals already working in the field or to build pathways to the profession for
local high school students to increase the diversity of the teacher workforce. They can
partner with LEAs to support residency models and district-led initiatives designed to
retain teachers and expand their capacity to be culturally responsive over their career
continuum. SEAs can also work together with legislatures to invest in college
scholarships and/or loan forgiveness programs designed to attract people of color to the
profession. ! Additionally, one lesson learned from NTEP was that incongruence
between state licensure requirements can create barriers that may dissuade excellent
teachers who move from one state to another from staying in the profession. States are
encouraged to continue to align licensure policies as one way to reduce those barriers.
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3)

4)

51

Adopt and implement rigorous program approval standards to assure that teacher
preparation programs recruit candidates from diverse ethnic and racial backgrounds
and produce quality candidates of all backgrounds capable of demonstrating culturally
responsive practice. One important purpose of program approval is to ensure that
educator preparation programs are high-quality, effective, and provide education and
experiences consistent with the knowledge, skills, and dispositions required of an
educator to serve the needs of the diverse population in today’s public schools. In most
states, SEAs have a statutory responsibility for adopting program approval standards
that specify the levels of quality the state deems acceptable for quality assurance. The
adoption and implementation of approval standards should be done in partnership with
EPPs and address:

e Holistic candidate selection criteria (beyond GPA and test score) and processes
that include measures more closely aligned with in-service teaching
effectiveness.

e Learning experiences designed to intentionally support candidate learning,
practice, and reflection on culturally responsive teaching and pedagogy.

e Training and professional learning for teacher education faculty, mentor
teachers, and other professional staff involved in the preparation of candidates
to be culturally responsive teachers (in other words, train the trainers).

e The ethno-racial diversity of teacher education faculty, mentor teachers, and
other professional staff involved in the preparation of candidates.

Adopt and implement policies and practices to assure teacher educator effectiveness.
Teacher educators play a critical role in preparing and supporting the professional
learning of teachers along their career continuum. This includes professionals working in
EPPs and practicing teachers in schools who play a formal role in teaching teachers how
to teach.*Vi SEA leaders should partner with EPPs and LEAs to increase the racial
diversity of teacher educators and ensure teacher candidates are learning from teacher
educators who demonstrate and model culturally responsive practice Vi
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In-Service: Supporting and Keeping Diverse and Learner-Ready Teachers

The following recommendations address working conditions and supports for teachers,
particularly teachers of color. If our goal is that all students have access to teachers of color
throughout their PK-12 experience, efforts to recruit excellent teachers of color are effective
only if teachers of color remain in the classroom. The same is true of teachers who demonstrate
culturally responsive practice. Drawing on the recommendations in Leading for Equity and the
support of the national collaborators in the DLRT Initiative, the following represents a non-
exhaustive set of best practices and policies to develop and maintain a diverse and learner-
ready teacher workforce.

1)

2)

3)

4)

Annually and publicly report on multiple indicators of the diversity of the teacher
workforce. SEAs should set data-informed goals to increase the ethno-racial diversity of
the teacher workforce. SEAs should monitor the diversity of new teachers enrolled in
educator preparation programs and collect and publicize data on teacher diversity at
both the school and district levels. In partnership with EPPs and LEAs, SEAs can analyze
the extent to which the state’s educator workforce reflects student demographics and
identify ways to be more intentional about recruiting and retaining a more
representative workforce. This includes identifying areas that continue to be impacted
by segregation, as evidenced by the racial make-up of students and teachers in schools,
analyzing segregation measures (i.e., dissimilarity measure and exposure®), identifying
the root causes, and acting to dismantle those institutions and systems to ensure
equitable distribution of diverse and learner-ready teachers.

Track and report on differential teacher retention and turnover rates. SEAs should
determine if any groups of teachers, particularly teachers of color, have
disproportionately high turnover rates. States should work with LEAs to collect, analyze,
and understand the school-level data and provide resources or supports for improving
teacher retention. This includes interrogation and analysis of root causes of teacher
turnover, including those identified by the research base (e.g., compensation, teacher
preparation and support, working conditions, and effective school-based leadership).*
Dedicate federal funding to workforce diversity initiatives. SEAs should leverage
allocated federal funding to support programs among EPPs and LEAs that have
traditionally yielded more teachers of color. States can use funding from a wide range of
federal sources to fund existing initiatives, and design competitive grants to encourage
district innovation. In addition to diversity initiatives, states can invest in areas that
positively impact the recruitment, support, and retention of teachers of color, including,
but not limited to, high-retention pathways into teaching, the quality of school leaders,
support for teachers to pursue National Board certification, and teacher leadership and
development opportunities. Federal sources that can be leveraged to support pipeline
initiatives include ESSA,Xi the Higher Education Act, Perkins Career Technical Education
Act, and the Workforce Innovation and Opportunity Act.

Convene key stakeholders to analyze data and address diversity gaps where they
exist. SEAs should work closely with local stakeholders, including EPPs, two-year post-
secondary institutions (e.g., community colleges), LEAs and teachers’ unions, to identify
areas where there are shortages of teachers of color and convene the right stakeholders
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to create strategies to close those gaps. States have the resources and information to
help LEAs identify the right strategies to diversify their teacher workforces.
Collaborative mechanisms, such as the equity labs that states organized to address
equity gaps, provide spaces to gather the right stakeholders and work in collaboration
with other experts in the state. These mechanisms also provide opportunities for LEAs
to work together and share best practices in the space and create communities of
practice to ensure that promising strategies can be put into practice.

5) Ensure that culturally responsive practice is one of multiple measures included on
teacher evaluations, and that professional learning is required to improve practice.
SEAs can and should partner with EPPs and LEAs to adopt standards for culturally
responsive practice. These standards, designed to support teacher professional learning
and support systems, will ensure the workforce is learner-ready. To ensure teachers are
well equipped with the knowledge and professional learning needed to be culturally
responsive in practice, the state must commit resources to the training of the teachers.
Investment in the professional learning of teacher educators, mentor teachers, and
other professional staff supporting in-service teachers is necessary.

Conclusion

Increasing the racial diversity of the teacher workforce and ensuring teachers are not only
prepared to engage in culturally responsive practice but are supported in their growth as
culturally responsive practitioners is necessary for ensuring that every student—but particularly
students of color—have access to effective instruction. Positive exposure to individuals from a
variety of races and ethnic groups, especially in childhood, helps to break stereotypes, allows
students to grow more comfort with differences, reduces unconscious implicit biases; and leads
to innovation and greater social-cohesion. Without the opportunity to be taught by teachers
who share their race, ethnicity, and background, students of color are at a disadvantage.
Diversity in the workforce benefits teachers, creating multicultural spaces for teachers to grow,
learn, and become stronger practitioners over the course of their careers. Diversifying the
teacher workforce is possible through aggressive partnerships between states, districts, and
EPPs, and can lead to dramatic improvements in educational equity. By taking action, many
highlighted in this report and others yet to be imagined, state leaders can make a real impact
and create a new diverse and equitable environment for both students and teachers and
improve our education system as a whole.
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Ensuring a Diverse and Learner-Ready Teacher Workforce: Practice and Policy Guidance

State Best Practices

Revise and enforce their licensure standards and accompanying assessments for teachers to
ensure a culturally responsive teacher workforce.

v/ Washington revised teaching standards to include evidence of culturally responsive
practices in the classroom. The Pilot to Policy Grant: Advancing Systemic Equity are
two-year grants of up to $10K for educator preparation programs that pilot work to
inform policies and practices related to racial equity, community engagement, and
cultural responsiveness.

Analyze and monitor teacher licensure requirements and create new programs to increase
ethno-racial diversity of the teacher workforce.

V' The Illinois Board of Higher Education has a statewide grant program for local
Grow Your Own programs, which develops a pipeline of high-quality teachers to
teach in hard-to-staff schools, with a specific focus on increasing the racial diversity
of teachers across the state.

v Wisconsin offers the Minority Undergraduate Retention Grant which provides
teacher candidates of color with a grant of up to $2,500 per academic year. The state
also offers the Minority Teacher Loan which provides a loan of up to $10K per year
to students of color who teach full time in Milwaukee after graduation. If these
conditions are met, the state forgives 25% of the loan.

V' Louisiana is providing competitive grants to teacher preparation programs that are
innovating around candidate recruitment and program design, including
community-based teacher preparation programs that are currently operational and
are designed to “recruit future teachers from within their own communities,
starting with high school seniors.”

V' Connecticut has implemented a pilot program in some of their largest districts
where students of color in eleventh and twelfth grade can take education courses at
four partner state universities that comprise the Connecticut State University
system. Participating districts must provide a counselor to students in the program
and guide them towards teacher shortage areas and the advanced placement
program.

v/ Oregon has partnered with the Chalkboard Project to invest more than $5 million
since 2012 to support development of university/district preparation partnerships
to close systemic gaps that create barriers for underrepresented students, and to
improve recruitment and retention practices to better support diverse new
teachers. This work has resulted in development of teacher cadet programs, future
educator clubs, and summer internships for high school students, paraeducator
pathways, satellite programs preparing future educators locally, professional
learning for faculty on culturally responsive practices, a new one-stop recruitment
website, and $5,000 scholarships for teacher candidates who are racially or
linguistically diverse. In addition, after a review of licensing, financial, and early-
career barriers to the diversification of the teacher workforce, the Oregon Teacher



Standards and Practices Commission is developing a multiple-measure approach to
the assessment of subject matter and instructional practice in teacher licensure.

States should adopt and implement rigorous program approval standards to assure that
teacher preparation programs recruit candidates from diverse ethnic and racial backgrounds
and produce quality candidates of all backgrounds capable of demonstrating culturally
responsive practice.

v

v

v

Rhode Island’s program approval standards require programs to provide
candidates with opportunities to reflect on their own biases, develop deeper
awareness of their views and experiences of other cultures, and understand the
impact of poverty on learning. It also expects programs to ensure graduating
candidates are proficient in working with English learners and students from
diverse communities.

Maryland’s program approval standards, Institutional Performance Criteria,
requires programs “prepare professional educators to teach a diverse student
population” (ethnicity, socio-economic status, English learners, giftedness, and
inclusion of students with special needs in regular classroom). Institutions are
expected to document how they prepare candidates to teach students from diverse
communities, as well as identify how their performance assessment system
measures candidates’ ability to differentiate instruction within an inclusive
classroom, implement learning experiences that address the varying needs of
diverse students, and collaboratively plan and teach with specialized resource
personnel for a diverse student population.

Alabama requires teacher preparation providers to present plans to recruit and
support racially diverse populations and requires the admitted pool of candidates
reflect the racial diversity of students in the state’s P-12 classrooms.

Oregon requires each public educator preparation program in the state to prepare a
biennial plan with specific goals, strategies and deadlines for the recruitment,
admission, retention and graduation of diverse educators to accomplish the goals
set in their strategic plan that must be reviewed and approved by respective
institutional boards of trustees and the Oregon Higher Education Coordinating
Commission.

Annually report on multiple indicators of the diversity of the teacher workforce.
v" Oregon requires an annual legislative report documenting the state’s progress in

diversifying the educator workforce, including longitudinal data on the number and
percentage of:

(a) Diverse students enrolled in community colleges;

(b) Diverse students enrolled in public universities;

(c) Diverse students graduated from public universities;

(d) Diverse candidates enrolled in public approved educator preparation programs;

(e) Diverse candidates who have completed public approved educator preparation
programs;
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(f) Diverse candidates receiving Oregon teaching or administrative licenses or
registrations based on preparation in this state and preparation in other states;

(9) Diverse educators who are newly employed in the public schools in this state; and
(h) Diverse educators already employed in the public schools.

Track and report on differential teacher retention and turnover rates.

v/ Colorado developed the Minority Teacher Report to study and develop strategies to
increase and improve the recruitment, preparation, development, and retention of
high-quality teachers of color in elementary and secondary schools across the state.
The report highlights the retention and turnover rates of teachers of color and
makes recommendations for how each sector can address and improve
disproportionalities.

Dedicate federal funding to workforce diversity initiatives
v Tennessee has allocated $100K from Title II, part A to fund Diversity Innovation
Implementation Grants to support three districts in implementing comprehensive
strategies to increase the representation of teachers of color in their local schools.

Use their convening power to bring together key stakeholders to analyze data and address
diversity gaps where they exist.

v/ Ohio, Connecticut, Missouri and Mississippi have led equity labs where they
convened district leaders and stakeholders to share the purpose of their state equity
plans, collect feedback on state-level strategies, facilitate LEA-level equity planning,
and provide LEAs access to critical friends and a network of colleagues for planning
and implementing strategies related to educational equity.

v/ Oregon has had a 20-member advisory group since 2014 to analyze trend data,
advise on data collection, articulate opportunitiy gaps and raise awareness, propose
action steps, and advocate for legislation to help diversity the state’s educator
workforce.

Ensure that teachers are evaluated on and provided feedback for their use of culturally
responsive practices and require professional development to be based on needs identified
through these evaluations.

v New Mexico’s teacher evaluation and support system reflects the expectation that
all teachers demonstrate knowledge of content for and respond effectively to the
needs of students from diverse communities; there is also a core competency in
teacher licensure requirements tied to culturally responsive practice (teachers
demonstrate sensitivity and responsiveness to, acknowledge and validate, and
adjust practice based on the personal ideas, learning needs, interests, and feelings of
students from culturally and linguistically diverse backgrounds).
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v/ South Dakota’s WoLakota Mentoring Program focuses on providing mentorship to
teachers new to the profession to help them better understand the culture of Native
American students. Teachers in high-needs districts with large proportions of
Native American students are supported, with the goal of retaining them at the same
rates as teachers in other LEAs across the state. Trained mentors provide new
teachers with support in embedding the Oceti Sakowin Essential Understandings
and Standards into Common Core-aligned practice and materials.
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OREGON EDUCATOR EQUITY ADVISORY GROUP
2018-19 GOALS-Approved 10.29.18

The Educator Equity Advisory Group will oversee the production,
distribution and state wide presentation of the Oregon Annual
Educator Equity Report and its findings as it relates to increasing the
Oregon Education Workforce, especially increasing the numbers of
teachers of linguistic and racial diversity.

The Educator Equity Advisory Group will oversee the Oregon Teacher
Scholars Program by communicating notice of application deadlines,
collecting applications, creating a selection and review committee and
then communicating to successful applicants. In addition, the Group
will advocate to the Oregon Legislature for additional support and
funding to sustain and expand the Oregon Teacher Scholars Program
to more potential educators.

The Educator Equity Advisory Group will align its educator diversity
work with other work groups in the State such as but not limited to the
Educator Advancement Council, the Joint Committee on Student
Success, the African American Student Success Team, the American
Indian/Alaska Native Advisory Committee, Confederation of School
Administrators and Teachers Standards and Practices Commission and
advocate for needed policy changes and/or legislation.

. The Educator Equity Advisory Group will engage in state wide listening
sessions with communities of color involving various education
preparation, employment and diversification topics.

The Educator Equity Advisory Group will engage various experts in
identified subject matter that will increase the Groups skills and
knowledge as a means to increase our effectiveness and efficiency
regarding increasing the preparation, recruitment, hiring, retention
and promotion of education staff of color and linguistic diversity.
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LC 3472
2019 Regular Session
12/27/18 (HRL/ps)

DRAFT

SUMMARY

Directs Department of Education to distribute grants for purpose of de-
veloping and diversifying education workforce for prekindergarten through
grade 12.

Establishes Next Generation Educator Recruitment and Development Ac-
count. Appropriates moneys from General Fund to account.

Declares emergency, effective July 1, 2019.

A BILL FOR AN ACT

Relating to the education workforce; and declaring an emergency.

Whereas Oregon is becoming an increasingly culturally and linguistically
diverse state; and

Whereas culturally and linguistically diverse students make up more than
a third of our current students, and demographic trends show this percentage
increasing significantly over time; and

Whereas the academic and social benefits of a culturally and linguis-
tically diverse education workforce benefit all students; and

Whereas Oregon’s current education workforce is not reflective of the
cultural and linguistic diversity of students in this state; and

Whereas there are significant education workforce shortages in key aca-
demic concentrations, school positions and geographic areas across Oregon;
and

Whereas almost 28 percent of the Oregon kindergarten through grade 12
education workforce is eligible to retire today, and there is not a sufficient
statewide plan to increase the number of licensed prekindergarten through

grade 12 educators; and

NOTE: Matter in boldfaced type in an amended section is new; matter [italic and bracketed] is existing law to be omitted.
New sections are in boldfaced type.
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Whereas consortiums of school districts and post-secondary institutions
of education across the state have already developed successful “Grow Your
Own” educator pipeline programs to fill the needs of local communities; and

Whereas the State of Oregon needs to invest in “Grow Your Own” edu-
cator pipeline development programs and expand existing programs to help
grow and diversify Oregon’s prekindergarten through grade 12 education
workforce; now, therefore,

Be It Enacted by the People of the State of Oregon:

SECTION 1. Sections 2 to 4 of this 2019 Act are added to and made
a part of ORS chapter 342.

SECTION 2. (1) The Department of Education shall use the moneys

in the Next Generation Educator Recruitment and Development Ac-
count established under section 4 of this 2019 Act for the purpose of
developing and diversifying the education workforce for
prekindergarten through grade 12.

(2) The department shall use moneys in the account as follows:

(a) To distribute grants to school districts, education service dis-
tricts or any combination of school districts and education service
districts as provided by section 3 of this 2019 Act. Grants distributed
under section 3 of this 2019 Act shall be based on the number of par-
ticipants in a program that is funded as provided by section 3 of this
2019 Act and may not exceed $5,000 per participant.

(b) To distribute planning grants to potential applicants for a grant
described in section 3 of this 2019 Act. Planning grants distributed
under this paragraph may not exceed $25,000 per recipient. If more
requests for a planning grant are submitted than moneys are avail-
able, priority shall be given to requests that will be used to establish
a new partnership with an early childhood education program, a public
or private post-secondary institution of education, a community-based
organization or a nonprofit organization for the purpose of a grant
distributed under section 3 of this 2019 Act.

[2]
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(c) To distribute grants for programs in middle or high schools that
encourage students who are interested in a career in education. Grants
distributed under this section may not exceed $500 per participating
student per biennium and may not be used for any college credit
courses.

(d) To pay for administrative expenses incurred by the Department
of Education, the Teacher Standards and Practices Commission and
the Educator Advancement Council. Payments for administrative ex-
penses shall comply with rules adopted by the State Board of Educa-
tion.

(3) For the purpose of distributing grants under subsection (2)(a) to
(c) of this section and coordinating implementation of the grants pro-
grams with the Educator Advancement Council, the department shall
convene an advisory group that meets at least once each quarter. The
advisory group shall consist of 13 members who represent the follow-
ing:

(a) The Educator Advancement Council;

(b) The Teacher Standards and Practices Commission;

(c¢) A public post-secondary institution of education;

(d) The State Advisory Council for Special Education;

(e) The Department of Education;

(f) A community-based, culturally specific African-American or-
ganization;

(g) A community-based, culturally specific Latino organization;

(h) A community-based, culturally specific Asian and Pacific
Islander organization;

(i) A federally recognized tribe in this state;

() Public education employees, including teachers;

(k) School administrators;

(L) School districts or education service districts that sponsor a

program to recruit potential educators from the community to join the

[3]

71



© 00 N o Ot~ W N -

W W N N NN NN DN NN DN B oE O E e m e e
R S ® O 9 6 KR W N R & ©W ® 9 o ok~ W N R O

LC 3472 12/27/18

profession and be an educator in the community; and

(m) Students enrolled in a program to recruit potential educators
from the community to join the profession and be an educator in the
community.

(4) The State Board of Education shall adopt any rules necessary
for the administration of this section and section 3 of this 2019 Act.

SECTION 3. (1) For the purpose of developing and diversifying the

education workforce for prekindergarten through grade 12, the De-
partment of Education shall distribute grants from the Next Gener-
ation Educator Recruitment and Development Account established
under section 4 of this 2019 Act to school districts, education service
districts or any combination of school districts and education service
districts.

(2) A school district, education service district or combination of
school districts and education service districts must use moneys re-
ceived under this section to fund a program that recruits potential
educators to join the profession and be an educator in the community.

(3) A recipient of a grant distributed under this section is encour-
aged to form and build partnerships with early childhood education
programs, public and private post-secondary institutions of education,
community-based organizations and nonprofit organizations.

(4) To receive a distribution under this section, the school district,
education service district or combination of school districts and edu-
cation service districts must submit an application on the form and
within the timelines prescribed by the department. An application
must demonstrate that:

(a) The applicant is able to match every $3 of the grant amount
with $1 of local matching funding, which may include moneys or the
cost of staff salary and benefits, management services, tuition, schol-
arships, fellowships, books, academic supplies, travel stipends, tech-

nology stipends, paid internships, loan forgiveness, paid practicums,

[4]
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paid residencies, mentoring programs or professional development; and

(b) The program to be funded with the grant moneys has the fol-
lowing elements:

(A) Intentionally recruits racially and linguistically diverse candi-
dates to be educators;

(B) Ensures that all participants in the program receive at least two
years of culturally responsive mentoring;

(C) Provides all participants in the program with cultural compe-
tency training and training to prepare the participants to meet the
social and emotional learning needs of students;

(D) Ensures that all academic credits earned through the program
at a post-secondary institution of education are transferable between
all post-secondary institutions of education participating in the pro-
gram;

(E) Ensures that the hiring practices in each participating consor-
tium focus on training to recruit a diverse workforce, including
training to overcome biases; and

(F) Requires participants in the program to agree to work in a
sponsoring school district for at least two years.

(5) If more applicants apply for a grant under this section than
moneys are available for the grant, priority shall be given to appli-
cants that will use grant moneys to fund a program that has the fol-
lowing elements:

(a) Develops recruitment and retention partnerships with commu-
nity organizations or federally recognized tribes and provides a com-
prehensive retention plan that includes community outreach;

(b) Creates a plan to develop and engage mentors for all partic-
ipants in the program beyond the first two years;

(c) Exposes all participants in the program to training that is cul-
turally relevant for this state and that specifically includes Oregon’s

ethnic studies requirements, including plans for students who are

[5]

73



© 00 N o Ot~ W N -

W W N N NN NN DN NN DN B oE O E e m e e
R S ® O 9 6 KR W N R & ©W ® 9 o ok~ W N R O

LC 3472 12/27/18

black or African-American, English language learner or American In-
dian or Alaskan Native;

(d) Provides expanded or universal transferability of all academic
credit earned through the program at a post-secondary institution of
education to other post-secondary institutions of education in this
state;

(e) Demonstrates progress toward the development of a workforce
that is reflective of the students that the workforce serves; and

() Requires participants in the program to agree to work in a
sponsoring school district for at least four years.

(6) A school district, education service district or combination of
school districts and education service districts that receives distrib-
utions of moneys under this section may use the moneys for:

(a) Expenses incurred in providing a program described in this sec-
tion, including staff salary and benefits, management services, tuition,
scholarships, fellowships, books, academic supplies, travel stipends,
technology stipends, paid internships, loan forgiveness, paid
practicums, paid residencies, mentoring programs and professional
development.

(b) Stipends for participants in a program described in this section
for a maximum of $5,000 from the account per participant per school
year or academic year and a maximum of four school or academic
years. Participants must be enrolled at a public high school, commu-
nity college, undergraduate program or graduate program and must
be pursuing or intending to pursue a career as a prekindergarten ed-
ucator or as a licensed kindergarten through grade 12 educator in a
field identified by the Teacher Standards and Practices Commission
by rule. If the participant is enrolled in a post-secondary institution
of education, the participant must demonstrate that the participant
has used all available financial aid sources before receiving any mon-

eys under this paragraph. Nothing in this paragraph limits the

[6]
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amount of local matching funding that may be used for a stipend.

(7) A school district, education service district or combination of
school districts and education service districts that receives a distrib-
ution of moneys under this section must provide annual reports to the
department regarding:

(a) The demographics of the participants in the program;

(b) The retention rates of participants in the program as compared
to other school district or education service district educators;

(c) The average length of employment in a sponsoring school dis-
trict or education service district for a person who participated in a
program described in this section; and

(d) Progress toward diversification of the education workforce as a
result of the program.

SECTION 4. (1) The Next Generation Educator Recruitment and

Development Account is established in the State Treasury, separate

and distinct from the General Fund.
(2) Moneys in the account are continuously appropriated to the
Department of Education for the purpose of section 2 of this 2019 Act.
SECTION 5. For the 2019-2021 biennium only, moneys in the Next

Generation Educator Recruitment and Development Account estab-
lished under section 4 of this 2019 Act shall be used as follows:

(1) No more than $15,000,000 of the account shall be used for grants
to school districts, education service districts or any combination of
school districts and education service districts as provided by section
3 of this 2019 Act;

(2) No more than $500,000 of the account shall be used for planning
grants as described in section 2 (2)(b) of this 2019 Act;

(3) No more than $250,000 of the account shall be used for programs
in middle or high schools as described in section 2 (2)(c) of this 2019
Act;

(4) No more than $350,000 of the account shall be used for adminis-

[7]
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trative expenses incurred by the Department of Education as described
in section 2 (2)(d) of this 2019 Act;

(5) No more than $300,000 of the account shall be used for adminis-
trative expenses incurred by the Teacher Standards and Practices
Commission to support local efforts and reduce licensing barriers as
described in section 2 (2)(d) of this 2019 Act; and

(6) No more than $300,000 of the account shall be used for adminis-
trative expenses incurred by the Educator Advancement Council to
support local efforts and coordinate related work as described in sec-
tion 2 (2)(d) of this 2019 Act.

SECTION 6. In addition to and not in lieu of any other appropri-

ation, there is appropriated to the Department of Education, for the
biennium beginning July 1, 2019, out of the General Fund, the amount
of $16,700,000, which shall be deposited into the Next Generation Edu-
cator Recruitment and Development Account established under sec-
tion 4 of this 2019 Act.

SECTION 7. This 2019 Act being necessary for the immediate pres-

ervation of the public peace, health and safety, an emergency is de-
clared to exist, and this 2019 Act takes effect July 1, 2019.

[8]
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