EDUCATOR QUALITY
AND QUANTITY

A project of

Citizens for the Educational
Advancement
of Alaska’s Children

CEAAC

By Jerry Covey
JSC Consulting
jsccl@gci.net

Dr. Barbara L. Adams
Adams Analytic Solutions
badams.ak(@gmail.com

With Charles Wohlforth
Executive Director, CEAAC
www.ceaac.net
director(@ceaac.net

February 12, 2015



Thisreport was commissioned and the work managed by CEAAC, the Citizens for the
Educati onal Advancement of Al askads Chil dren

individuals and organizations that assisted in this work, many of whomtakihsthe
text.

2/12/15 EQQ REPORT 2



TABLE OF CONTENTS
SeCtioN L: INtrOAUCTION.......ueeiiieiiiiiii e e e e e neeas 4
Section 2: | ssues faci.ng..Al.askads..ebSdducati on

Section 3: Key findings: Goals for systemic change.............cccoviivieeeiiie e 5
Y= Tox 1o 1R Sl 1S o] Y/ OSSP 6
Section 5: Genesis and Process O MN0JECT.........cuvviiiiiiiiiiiiii e 7.
Section 6: Research Approach, Data Collection and AnalysiS...........ccccoeeeeeeeeees 8
Research approach............ooooiiiiiiiieee e 8
D= 1= W ot0] | [=Tod 1 o] o PSPPI 8
Data ANaAlYSIS.......cooiiii e a e e e e 10
Section 7: The EQQ Change MOdEl.............uuuiiiiiiiiceeiiieies e eeeene s 10
Framework for the Model ..........coooeie i 11
GOoals Of the MOAEL.........eeeieiiie e e 11
D= 11 0110 LS PRSP 13
EXplanation Of QOAIS.........oooiiiiiiiiieee e 13
Section 8: ReCOMMENUALIANS ........uuuuuiiiiiee e et e e e e e e e e reeera e e e e e e e e eeeaaes 14
EXPAND: Preparation ...........ccoooiiiiiiiiiiiiieeee et 15
EXPAND: RECIUIIMENT ....eviiiiiiieie e e e e ee e e s eeeeies e s s e e e e e e e e e e e eeeeeannneeeeeeeeeeeeeeenennes 19
DEVELOP AND KEEP: Professional Development..........cccccoevviiiiiiiicceeeen. 22
DEVELOP AND KEEP: ReteNtiON.......ccceeeiiiiiiiiiiiiiieeee e eeeene e 25
Section 9: ImplementatiQn.............oooiiiiiiiirre s 27
APPENDIX Aottt ettt e e e e e e e e e e e e e s et e e e e e e e e e e e e e e e e e n e n—ne e 30

2/12/15 EQQ REPORT 3



Section 1: Introduction

Al a s k-B2@ducaton system is failing too many students, leaving them with reduced
opportunities for successful careers and robbing the state of their potential as workers and
citizens. Only alo u t 40% of Al askads high school gr a
institutions in 2012,compared to 68 nationaly.™ % In 2013, half offirst-time UA

freshman required remedial courses. Of that gr&1so
required remedial math and 50% required remedi™

English3

Al though Al as kppixmatelg hoowels MPorted teachers
teachers annually, onlgbout 386 come from Alaské&. are twice as likely to
Without qualified students from Alaska completing fou| leave in the first
year education degrees, we impeducatorsfrom other three years on the

§tates,t tg tfiII trk:ese proftegsial, C?Lec?tr?ckl jobs._ T?ﬁsef_ job, the critical
imported teachers are twice as likely to leave in the fi -

three years on the job, the critical period wheachers perlc;]d when .

attain mastery. Tuover reaches over 50% annually teachers attain
some rural school districts. mastery.

Since 1996 it has been ddly accepted that the teacher
the most influentialdctor in what a student learhsVith a
revolving door of imported teacherspmeAlaska school
districts struggle to improveéschools thatannot keep high quality teachers produce too

few students Wwo becomequalified teacher candidates. With too fevell-educated

students entering the teaching professionpasishimport more teachers fronutside

Al aska who dondét | ast. And so the cycle repe

The factors contributing to these problems are complea challenging. However,
solutions do exi st. This report diagnoses t
supporting the educator workforce and recommends comprehensive and systemic
changes capable of significantly resolving them. These recomnmamlatill not be easy

to i mplement, but they are not beyond the ca

! Alaska Performance Scholarship Outcomes Report 2013 by Alaska Commission on Postsecondary
Education, website accessed February 2015:
http://acpe.alaska.gov/IREPORTS/Reports/APS_Outcomes_Report

2 National Science Foundation, website accessed February 2015:
http://www.nsf.gov/statistics/seind14/index.cfm/chagtérl s5.htm#s2

3 Alaska PerformancecBolarship Outcomes Report 2013 by Alaska Commission on Postsecondary
Education, website accessed February 2015:
http://acpe.alaska.gov/REPORTS/Reports/APS_Outcomes_Report

“Hill, A., & Hirshberg, D. (2013). Alaska teacher turnover, supply and demang@: #llights. Retrieved
from University of Alaska, Alaska Teacher Placement website:
http://www.alaskateacher.org/downloads/2013TeacherTurnover.pdf

*National Commi ssi on on Te aWhat magers@nosk freachingdax 6 s Fut ur e.
Amer i c ee.dsw York, tNY: Author.
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community leaders if we accept ownership of the problem and resolve to work together in
a concerted and cooperative movement.

Alaskans have lm®me aware that teachers, specialists and administrators are the core of
our educational systenand that we are falling short in supporting the quality and
quantity of this critical cadre of educators. With tieport a partnership of school
districts, educators, tribal leaders and individual Alaskans commits itself to solving this

problem, for the sake of our children and ou
Section2: | ssues f aci ng ducdtians kwarkfercee
The shortcomings o f Al a s I§ seéchkers, gpdcialista tando n wor |

administratord are weltknown to most education leaders. Alaska produces too few
educators, they tend to stay in their jobs for too short a time, and too many lack the skills
to be effective.

A From 20082012 an average of 64% of teacheesavhired from outsidalaska®
A District teacher turnover rangémm 7-52% in 2012

A Turnover rate for teachers prepared outstdaska is double that of teachers
prepared in Alaska, regardless of years of experience. For example, 23% vs. 12%
turnover ofearly careeteachers {8 years®

Hal f of -Ilstadertsaade snindfity but 90%tefichers are whité

Currently, 85% of all applicants tthe University of Alaska teacher training
program fall short of minimum qualification contained in new agitagion
standards planned for implementation in 2020. In fact, by 2020 at least 95% of
our Alaska Native applicants will not qualify to enter into the teacher training
program’

To I

A Overall, Alaska was identifiedifth worstin thelist of 10 states with thevorst
school systemm a 2013 reportAlaska was given aoverall score of Ewith the
twelfth lowest graduation rate in the nation (69.3bt with the third highest
expenditure per pupil ($16,67%).

Section 3 : Keyfinding s: Goals for systemic change

Based on grounded researchyr deamhascreated asystematic approach to strengthen
the K-12 certificated workforce in Alaskaapable of producing specifiecneasurable
results. The model has tweajor parts, which lead intd6 individual policy
recommendatins.

®Hill, A., & Hirshberg, D. (2013). Alaska teacher turnover, supply and demand: 2013 highlights. Retrieved
from University of Alaska, Alaska Teacher Placement website:
http://www.alaskateacher.org/downloads/2013TeacherTurnover.pdf

"Roehl, RoyPr esent ation, fADisparate | mpact of CAEP Standar

824/7 Wall Street, website accessed February 2015: http://247wallst.com/sppoial2013/01/16/states
with-the-bestandworstschools/5/
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The first partof our model calls foexpandhg the workforce, with the goal of 60% of
Al as k ad s beng wlaskegrawe sy 2025. Recommendations to méeis goal
address educator recruitment and preparation.

The second paxf our model calls fodevelopng and keemg the workforce, with the

goal of having 90% of Al askads teachers rat
system by 2025. Recommendations to meet this goal address professional development

and teacher retention.

This model B represented graphically an

explained in detail in Section. 7
P Our team has

Section 4 : History created a systemic

, approach to
Before outside contact, Alaskan young people we strengthen the K2
educated by their communities to subsist and thr .
in the harsh envionment of the Norti Certificated
Archeological evidence shows eih successful workforce in Alaska
strategieswere taught across the top of the Nor{  capable of
American continent. But after contact with outsic produchg specific,
_cultures_, the necessity of western educ_atlon bece measurable results.
increasingly clear as a path to economic prosper
As nonNative familiescameto dewe | op Al
resources, and came dominate in numbers, they
also brought with them a need for school teachers.

From the beginning, western education has been an Alaskan imiptine 1700sthe
Russian American Company and the Russian Orthodox Chueganb delivering
education to communities in southwest, southcentral, and southeast Atalikaing
the purchase of Alaska from Russia in 1867, the US federal goverqmmmded for
teachers inAlaska and remained as a major presettiemugh the territoal period
through the Bureau dhdian Affairs.

When Alaska became a state in 195%e constitution required the legislature to
fiestablish and maintain a system of public schools open to all children of the &tate
Large communities already had publcheol systems supported by local taxes. In the
mid-1970s the State of Alaska took controf schoolsfrom the federal government for
delivery of education services outside of incorporated towns.

In the mid1950s, trained teachers were so scarce in Aldisita Anchorage schools

empl oyed teachers | acking bachel ords degree

scales attracted teackdp come to Alaska. The founding of the University of Alaska
Anchorage came about in part to satisfy the need for sunasses for teachers.

The University of Alaska was founded in 1917 as an agricultural college. The teacher
preparation prograrhas been in existence since at least 19@@ching programs now

exist in Fairbanks, Anchorage and Juneau, and other programs whik University

provide mentorship for working teachers and other professional development. But the
University system has never supplied the full need ofteesherso Al as kad.s school

2/12/15 EQQ REPORT 6
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Section 5: Genesis and process  of this project
This Educator Qualy and Quantity Project was initiated by CEAAC, the Citizens for the

Educational Advancement of Al askads Chil drer
inequities and help struggling schools. Partners in this work have includedAiska,
CookInletTr bal Council, and a broad range of Al a

CEAAC was founded in 1997 to address
inequitable funding for rural school construction i
Alaska. In 2004, CEAAC filed theonstitutional
Moorev. Alaskasuit to address low performance i Data contained here
rural schools. Thr ough t he s u build upon those eols
constitutional obligation to provide public that clearly
education was defined for the first time. In additio .
the trial court heard testimony from nationg document Al askaos

experts about the core issues causing | high educator
performancehooln Al askab turnover and
As part of the Moore cas&uperor CourtJudge illustrate our
Sharon Gleason in 2009 ordered the State of Ala{  dependence on
to provideteacher and principal training to mest hiring educators

constitutional obligatioro students in rural Alaska{ \yithout experience
But when the litigation was settled in Jany :

2012, training ofthe education workforce had nof n Alaska or our
fundamentally changed, and the settlement betw cultures.
CEAAC and the State of Alaska did not contain
specific teacher preparation componealthough
the settlement did contain funding for a Teacher
Retertion Grant Program

In April, 2012, the CEAAC Board of Directoeglopted a thregear strategic plan with a

trio of goals that, if addressed, would impact the quality of education in Aldsiea.

goak would address the unfinished business of the Moogatitin by taking on the core

causes of low educational achievement identified by expert witnesses in thdloase.

third goalin this plan, to be addressed beginning in 2015w a s Aito i ncrease p
teachers and principals and to assure that gtadua f i t the needs of A
di stricts. o

In April, 2014, CEAAC retained Jerry Covey and Dr. Barbara Adams to begin this work,

bystudy ng and making recommendations to addr e:c
quality and quantity workforce. Thiseport is the first result of their effort®ata

contained herduild upon thosehat clearly documenA | a s k a édscatdr tugndver e

and illustrateour dgoendence on hiring educators without experience in Alaska or our
cultures.Recommendations show a yvéorward that policy maks can adopt to solve

this longstanding, intractable problem.

The charge given tahe CEAAC team assigndd work on improving educataguality
and quantityncluded these tasks:

2/12/15 EQQ REPORT 7



1. Identify statewide issues that negatively imga Al askads certifica
workforce.

2. ldentify effective practices in educator recruitment, development, and retention.

3. Engage stakeholder groups in a collaborative effort to prioritize improvements
that will strengtworkforceAl askads certificate

4. Secure policy, regulatory, and statutory changes to improve the quality of
Al askads certificated education wor kforce

The objectives of the work were shaahd longterm.

Short-term objective: Gather data about bottlenecks related to recrenit,
retention, and guality of Al askads educ
compelling report to the CEAAC board for
and professional development programs.

Long-term objective: Garner support from the university sgst, state agencies,

school districts, professional organizations, and interest groups to support
increased organizational commitment and public policy changes that will
strengthen Al askabés teacher education and

Section 6: Research Appro ach , Data Collection and
Analysis
Research approach

Covey and Adamsdopteda researchapproach that recognizesucator quality and
guantity as a longerm issue where change is needé&tiey wanted to answer two
research questionbat support reaching oshortterm and longerm objectives.

Research Question 1: What are the statewidssues that negatively impact
Al a s krafiGated edecation workforcggeachers and administratd?s)

ResearchQuestion 2: What are theeffective practices in educator ratment,
development, and retention?

Data collection

The researcherglentified leaders from a range of stakeholders to include in the first
phase.They used a grounded theory approaahich means thewllowed the data to
create the model. The data cafr@n interviews with16 leaders from the followinlist

of the stakehlders

A Alaska Departmeraf Education & Early DevelopmefDEED)
Alaska Staff Development Network

Alaska Teacher Placement

Anchorage School District

AlaskaSuperintendents AssociatiGASA)

Association of Alaska School Boards

o o o Io Do
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Education Mattersinc.

Fairbanks North Star Borough School District
Future Educators of Alaska

Institute ofSocial and Economic Resear¢iBER)
NEA-Alaska

UA Rural Campus Leaders

UA Schools of Education

A UA Staewide Administration

Covey and Adamsonducted the interviews mostly with individuals although in some
cases ther were multiple participants. Thedesigned and used a structliggrotocol
meaning that the questions were fixed befthe interviews startednd interviewers
didndot deviate from them.

To To o Do Io Do Iw

Researchersalso conducted reviews of many documents that confirmed or shed
additional light on the issueldere is dist of thesources oflocuments reviewed:

A Alaska Department of Edudah and Early Developnme

Council for the Accreditation of Educator Preparation (CAEP)
Education Matters, Inc.

Flexner Report on Teacher Preparation (Brookings Institution)
Institute ofSocial and Economic Research

Interstate Teacher Assessment and Support Standards (inTASC
National Board of Professional Teaching Standards

National Council on Teacher Quality (NCTQ) 2013 State Teacher Policy
Yearbook

To Do To Do Io o Do

Shaping Alaska's Future (University of Alaska)

Stanford Social Innovation Review

TCC Interior Education Summit Draft Repor

A UA SOE Draft Plan for Revitalizing Teacher Education in Alaska

Further,the researchersonsideredhe following projects that are ongoing iretistate
among the various insitions connected to educator quality and quantityie gathering
and analyzig interview data

A AlaskaPerformanceScholarship
A Investments in Innovations (igyant forthe AlaskaStatewideMentorProject

o To I

A Current accreditation processr the UA Schools/College of Educatidhrough
the Council for the Accreditation of Educator paeation (CAEP)

A State school board increasgjuirement to thregears of mathematics

2/12/15 EQQ REPORT 9



A UA Board of Regentiiterestsshared through meeting notes
A GovernorParneld sare€r and’echnicalEducationplan

After the interviews wereompletedand the datavere analyzed using theesearch
approactexplained belowthe esults were scrubbed and membkecked Results were
sharedwith those who were interviewed and others to receive feedback for refinement.
Here is a list of the organizationsith memberswho reviaved results, informing
refinement based on continued input.

A Alaskacommunitymembersand political leaders
CEAAC board and staff

Cook Inlet Tribal Council

DEED

ISER

UA schools andollege ofeducation
Superintendentand ASA

UA Board of Regents

UA Statewide Administration

UAF Administration

Data analysis

To Do To Do To Do Do D>

T

To analyze the interview data Adarmaplemented a rigorous iterative process using
open, axial, and selective coding. The resultxe then considered by analyzing
frequency of codes, eoccurrencesf codes or where codes overpaplwith other codes,
and the actual quotes. Open coding includes any topics that fit the quokeas quality,
compensation, mentoring, and perceptidxial coding includes the framework we
identified and thus we useti¢ terms issues, solutions and changés selective coding
includes large topics of interesthich we classified as preparation, recruitment, retention
and professional development

The results then stem from the frequency or count of codes and therfoygof ce
occurrences or when two or more codes overksfper looking at frequencies, we
investigated cebccurrences within our axial coded/e then also looked at the -co
occurrences of other codes within the four largest topics of interest that wetéied.
Details of the coding and analysis process can be found in Appendilk thgether we
used this data to develop the model for strengthening b2 d¢értificated wrkforce.

Section 7: The EQQ Change Model

The fundamental insight of this work the need for a model for change that adaéress
many aspects of the problem in a systemic wéne team spent many hours distilling the
data on potential solutions intbe interlocking pieces of thietal approachwhich we

call the EQQ Change ModeThemodelreflectsthe collaborative effort of all those who

2/12/15 EQQ REPORT 1C



provided interview data and feedbackhe team designed the model to show how the
pieces of this change movement would fit together.

Through our process, the EQQ Change Model was presented tocstaleele r s i n Al ask
education system, including political and community leaders, and we met with
widespread support. Implementing the model depends on the recommendations that
support the framework and goals, which individually engender debate and require
flexibility. But, while the devil is in the details, it is important to note that this model and

the goals it encompasses is supported by the vast majority of those who have reviewed it.
Consequently, we can say that we have established an overall setsofayjomproving

Al askabds education workforce.

Framework for the model

The framework for the EQQ Change Model dependsthwae essential themes that
inform all parts of the work. This critical framework is basedi@se keyonclusions:

1 Systemic change:An overall approacho strengthening the K2 certificated
workforce in Alaskaneeds to be systemic. This is a leegn problem that needs
an overhaul of the whole system if we want to see meaningful change in meeting
the needs of all students.

1 Measurable outcomes: The approachshould to be grounded in measurable
outcomes. All actions should be developed in such a way that outcomes can be
measured, and actions can be suppottedugh reference tthose measurable
outcomes.

1 Cultural relevance: Teacheranust be prepared to adapt to the culture of their
students, not the other way around. To fulfill that promise, cultural awareness
must be embedded in every aspect of teacher recruitment, preparation,
professional development and retention. Since cultuindamental, not an aed
on, it is treated as an integrated part of the model rather than a goal or
recommendation.

Goals of the model
Within this frameworkthe model focuses dwo transformative, measuraldeals

1 Expand the workforce,with the goal 060% ofAl askadés new hires be
grown by 2025. Recommendations to meet this goal address educator
recruitment andpreparation.

1 Develop and keep the workforcewi t h t he goal of having
educatorsr at e d as pr of i ci ealuationuspstem rby 202be st at ¢
Recommendations to meet this goal addrpssfessional developmentand
teacher retention

A graphic representation of our systemic modeldpicted on the next pageefinitions
of the terms used and an explanation ofgalsfollow.

2/12/15 EQQ REPORT 11
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Definitions
Here are definitions of the terms used in the model.

Alaska-grown workforce: Workers with experiencein our state who could include
those who were raiseitt Alaska and leave the statéor teacher preervice progms,
those who come to Alaska to participateteéacher preservice programsor those who
live in Alaska beforgoing into education

Cultural relevance: Preparation of educators to understand and work effectively and
sensitively with their students indlsocial context in which they live.

K-12 certificated workforce: The entire cadre gbrofessiona in the K-12 education
system needingertification for jols, includingteachersspecialist@and administrators

Measurable outcomes The concept thaany @mponent of the modedhould be able
producedata (quantitative and/or qualitativiiat can be gathered and understood within
a metric

Proficiency level The level on the statmandatedkvaluationscale of educatoiia which

a professional is deemed sd#ctory inhis or herpractice,which can bemeasured with

anyevaluation tool adopted kg school, a schodlistrict, orthe statepr, acategorythat

would naturally alignwitt he | evel equivalent to oOproficie

Systemic approach A plan for changethat addresses each player and their imlthe
entire K12 and possecondary education establishment.

Explanation of goals

Expand. The first goal is to expand the Alaskmown workforce, specifically tbe able

to obtain60% of new hiregrom within thestate by 2025. To accomplish this goa

will look to educatompreparation and recruitment practices. The goal flips the picture of
Alaska educator traininghe state now importaround60% of teachers with no Alaska
experienceThis goal waild make the majaty of educators Alaska grown.

The term®laska growdrefers © people with Alaska experiencehich covers several
avenues. Alaskaxperiencecould meanbeing born inAlaskaand goingto a college or
university in another statdor teadier preservice programsthen returning as a
professional educatoAlaska experienceould also meangoing through Aaskateacher
and/or administratopre-service programsgven if you came from another stafdaska
experiencecould also mean a person winmves to Alasko live and then goesto the
field of education.

Regardless of hovan educator could have Alaska experiericche poi nt of 60 Al
grownd i s t h aptovidesieflueatois withssets they darmat ebtain outside
an Alaska contaxThese assets include:

i Teachers from Alaska havebetter understanding of what they are getting into
when choosing careethere, and so are more likely to last.

1 Alaskagrown teachersstart their jobs with a higher level airedibility with
students.

1 They are more likely to share a common cultural and practical outlook with their
students.

2/12/15 EQQ REPORT 13



1 Alaskagrown teacherare more likely to have roots in Alaska that will keep them
here, enhancing loagrm retention.

The O6Alroswknad goal a | s oconbnaysandithe future of our higho u r
school graduates. Students grown in our own communities are a human resource.
Education is a rewarding, If®ng career. For decades Alaskans have had the goal of
processing our natural resources here before export, éwuontinue tcsend awayhis
valuable human resource in a raw form while importing educated teawicer
administratorrecruits towork in our schools. Achieng the 60% Alaskarown goal

would mean good jobs for Alaskans worttanyhundreds of millions oflollarsannually

DevelopandKeep. The second goal is to develop and keep the workforce, specifically to
develop 90% of the certificated workforce to proficiency level by 202baccomplish

this goal we look to professional development and retentioorsctCurrently Alaska
requires that each district have aducator evaluation in place that deems when an
educator is considered proficient based on standards. This goal uses the district definition
of proficiency along with retention to stabilize the wiorce. The idea is to retain the
proficienteducatorsand to develop akducatorgo at least the proficiency lelevhether

they come in new or they fall below proficiency as an experienced educator

Section 8: Recommendations

As we investigate each adhese overall goals in the EQQ Change Model, it becomes
evident that multiple strategieseaneeded, and various optionsutd work, to attain

these goals. Relating strategies to goals is a critical step in designing a measurable,
systemic approach that Meffect authentic change. To show how the goals relate to the
strategies, we have organized them in a eotmted fourquadrant matrix, which is
shown on the following page.

There is a widespread agreement to all of the aspects within the model; however
differences of opinions and priorities come into play at the recommendations level. It is
ourlong-term objective tadentify which of the recommendations we garnerthe most
supportin order to create a unified approach to systemic policy char®@geton 9
discusses implementation issues related to each recommendattbnpreliminary
assessments of the time, cost and complexity of adopting the recommendations.

2/12/15 EQQ REPORT 14



EXPAND DEVELOP & KEEP

EXPAND: Preparation

Our goal is to expand the Alaska grown education workforce. Based on our data
collection, we believehat by 2025 Alaska could be educating 60%saf hool s di st r i ¢

annualhires

2/12/15 EQQ REPORT 15



To achieve that goal, we need to clearly define more pathways to earning education
degrees and attracy greater numbers of highly qualified applicants into education
careers.Specific policy commitments needed to achieve this goalpreseted here in

order of priority.

1. Raise standards for entry into and exit from Alaska educator programs.

Our research showed universal agreement on raising standards for entfyl irdos k a 6 s
prograns. The University of Alaska is already moving in this direction with adoption of
programs established by the Council for the Acdegidin of Educator Preparation.

Our recommendation is to suppaditte higher standards contemplated in the new
accredisition program. This change may seem superficially counterproductive to our
guantity goal, since increased standards and increased selectivity can be expected to
decrease numbers of studenBut, while raised standards may initially reduce the
number of cadidates who enter education, over the long term higher standards will
increase the prestige of the profession and the success of newly minted teachers. Thus,
higher standards are part of a lelegm, systemic solutioto quantity as well as quality.

In the shorter term, investment will be neededgbrovideassisanceto students who need
help to meet the higher standards for entrance.

2. Increase and strengthen bridge programs to attract minority groups into
education careers.

Bridge programs are designeddssist students from undespresented populations with
entry into professional training. Al askaods
is the Alaska Native Science and Engineering Program (ANSER)rdl Alaska95% of

students are Alaska Ne¢, while approximately 95% of the teachers are white.

program as successful as ANSEP with an education fbdagjing rural Alaska Natives

to the education professipwould address this disparity, impacting both of the major

goals of our initiative,and having a major impact on students and communities, by
making schools fundamentally more culturally relevant and integrated with rural life.

This recommendation addresses our measurable goals for recruitment and retention
because an educator who workshis or her own rural community is much more likely to

stay than an imported teacher. Although the absolute numbers of teachers who could be
trained through such a bridge program would not be expected to make a major dent in the
doubling of Alaskarainedhires we are seeking, ending the revolving door of staff in
rural schools would have an outsized impact. A single teacher who stays an entire career
in a rural school could avoid the need for 10 raw recruits who would fill that role with
rapid turnover dung the same period.

Over the last 40 yearg\laskan universities have developed and delivered a variety of
bridge programgo increaséhe number of certificated minority educatopsimarily to
produceAlaska Native educator®Over these decades many tbese programs have
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produced certificated teachers and administratoosvever, the ovall picture is still
bleak, consideringnly 5% of teachers were Alaska Nath@sed on 2012 numbets

Recent efforts to deliver such programs have been expand#édsict Alaska Native high
school students into teaching careers through leadership programs and future educator
programs delivered in some high schodibe goal of bridging rural students to the
teaching profession is too important to give up becausesak results from past models.
Fortunately, we have strong evidence for how to design an education bridge program that
will work. Firstly, a new effort should apply thmsitivelessonsof past bridge programs

while being frank and flexible in recognizintheir shortcomings.Secondly the
successful strategies and resourceANSEP should be replicatetb create a similar

effort for the teaching profession. Elements of a successful program would include
improving the quality of high school programs andanging their delivery to most high
schools in AlaskaUA President Gamble has specifically included this new program in
the UA budget and asked leaders of ANSEP to start this process. We support this idea
and suggest that educators be included in modiftlng program from a science and
engineering focus to an education focus.

These changes will carry costs, but with successbridge program cardeliver
fundametal, permanent change to solvenalti-generationakducation problem in rural
Alaska

3. Increase t he University of Al askaoOtepradaceaci ty f
60% of educators hired annually.

Meetingthis goalby 2025will require the university to significantlyincrease the capacity

of its educator preparation programsfirst step in tls process would be to analyze the
current capacity versus the current output of such programs and developrarigag
plan to increase capacity, which may require additional faculty and facilities. However,
we believe an initial increment of increasedd&nt numbers can be accommodated
within the existing capacity.

In addition to adding numerical capacity, sites must be expanded to make UA training
more accessible for rural students. Past failures in efforts to recruit Alaska Natives to the
education prfession have demonstrated that pulling adults out of rural communities for
training is impractical.flwe want to bring more rural Alaska Native educators into the
system, we will have to find a way to take the program to them. Complete teacher
education ppgramswith high expectations should be offered to large groups of students
in hub communitiesinstead ofdelivering offsite programs that lack access to the same
quality and infrastructure available to students on large campuses.

4. Increase and strengtlen pre-service field experience.

As presented in the famous national report, No Dream Demieceducation profession
pays a high pricanationally for throwing newly trained teachers into the deep end of
leading classes with too little experience or suppé significant fraction of new

P Hill, A., & Hirshberg, D. (2013 Alaska teacher turnover, supply and demand: 2013 highlights. Retrieved
from University of Alaska, Alaska Teacher Placement website:
http://www.alaskateacher.org/downloads/2013TeacherTurnover.pdf
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teachers abandon the profession in the first three y@atiseojob.Those who stay and

learn the ropes on the job take three years before their teaching effectiveness equates to
veteran teachers, as shown in the tssdlstudent achievement testudents of those
inexperienced teachers may be rstizanged for those years of-tive-job training. In

schools with high turnover, students may rarely encounteteran teacher with a full
toolbox of classroom skills, payirthe price throughout their schoolirt§.

All these considerations are true for urban and rural schonofdaska but for rural
Alaska educator candidateseatlife experience is even more important because of the
unfamiliarity of the cultureand environrents they will encounter.

Our interviews showed strong support from all education stakeholders for this
recommendationlncreasing the amount of time pservice educators have in schools

and classrooms has many benefiteluding allowing them to liven remote areas,
observe classrooms, tutor students, and engage with educators prior to their student
teaching experience.

5. Establish laboratory schools in urban and rural hub communities.

A laboratory schools an elementary or secondary school assocwmitdd an educator
training institution such as the University of Alaska where professors and degree
candidates can work with students on a daily basis. Laboratory schools often are located
on university campuses, where learning experiments and classroeneexp is close at

hand.

Laboratory schoolsould create a venue to provide pservice and irserviceeducators
from both rural and urban school districtsettyage in the practical realities of successful
education delivery. Laboratory schools wouldesigthen our education workforead
increase exposure to successful education delivery programs and pradteegleas
could be more effectively tested and disseminated through these schools.

Large districts and rural hub communities already have thastnficture in place for
laboratory schools. The major costs would be educator travel anddoexpensesOur
research found strong support from education stakeholders for this recommendation.

“National Commi ssion on Te3.blddreangdeded:Ampledgeéte abs Futur e.
Amer i ¢ a 6.dWaghihgtoh, @C: Author.

Rockoff, J. E. (2004). The impact of individual teachers on student achievement: Evidence from panel data.
American Economic Review, 94(2), 2452.

Ronfeldt, M., Loeb, S., & Wykoff, J. (2013). How teacher turnover harms student achievement. American
Educational Research Journal, 50(1)3@. Retrieved from
https://cepa.stanford.edu/sites/default/files/4.full_.pdf

Strong, M. (2009). Effective teacher induction and mentoring: #sésg the evidence. New York, NY:
Teachers College Press.
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6. Provide a systematic process for improving educator prepat@on using
stakeholder and outcome feedback.

Educators in the KL2 system are the clients of the University dagka programs that
preparehe teachers, specialists and administrators they hire, but manidagiiversity
does not hear their concernsoab the quality of training At the same time, the
University is the client of the K2 system that prepares the students they matriculate, but
half of theAlaska graduatethey receive as freshmen need remedial training to be ready
for college. We proposthat both halves of our Alaska education system come together
to work as a whole, cooperating as a singl2<system.

The first step to this cooperation is communicatidhis recommendation is aimed at
creating a meaningful partnership that engagesdadtistrict educators and those who
deliver educator programs at the university lev@lich a system would require a
commitment beyond infrequent meetings or discussions that do not produce actionable
plans. A true systematic process would gather feedimaakrigorous fashion, document

and grounetruth issues and concerns, and then follgwto demonstrate how those
issues were addressed.

Our research encounteratinost universal support for this recommendation and the cost
of doing it is relatively low,but implementing it will be more difficult than this
willingness and low cost would imply. Success wordduire a commitment of school
district and university leaders and staffdesign a process that works and to ensure it
consistently repays the effarivested and continues over time.

EXPAND: Recruitment

To accomplishour goal of doubling the percentage of Alagkawn newly hired
teachers, we need a dramatic increase in job candidates with Alaska exp&eeral

of the recommendations listed hexan also serve to recruit high quality educators from
out of state as well by making Alaska a competitive location agaiim the past.

7. Expand the FEA program into every school district.

Students in their last two years of high school will determinestiogeess of our goal of

increasing the number of Alaskgown teachers, because career decisions by these

students set the path of our Alagig@wn resource of young people. The size of the

potential resource is largejth over 7500 seniors graduatifgp m Al askads hi gh s
annually

Why arendét more Alaska young ©Omedpdrsthe hoosi n
poor reputation of the teaching profession as a career, in terms of the demands,
responsibilities and rewards of the work. Other rev@mdations in this plan address the

inherent attractions of education as a career. But another critical component of
recruitment is to provide young people with information about careers in education, and

inspire them to follow this noble calling.

! State of Alaska, DEED, Report Card to the Public 20084, website accessed February 2015:
http://education.alaska.gov/reportcardtothepublic/
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Our inteview datastronglycalls for redesign and expansiontbé Future Educators of
Alaska program oa new prograntike it. FEA, as currently conceived, is alR program
of the University Alaska aimed at Alaska Native and rural students.

We recommend thatvery district aim for attracting 5% of high school students into an
FEA-like program.That effort would increase the number of potengducatordo 2000
annually Participation increases would be especially important in urban districts with
nonNative dudents, as that is the largest audience of potential new Adpekan
teachers.

As currently structured, FEA is a graminded program through the University of Alaska,
Office of K-12 Outreach, which considers the participating school districts as gaitner

is also a Career and Technical Student Organization, or CTSO, and receives Perkins and
Technical Vocational Education Program (TVEP) funding like other career and technical
education paths. As such, funding should be available to address this rewatiore
However, efforts by advocates, such as CEAAC, may also be needed to refocus the
program to a mission of recruiting students of all races into education.

8. Reuvisitthe salary and benefits package.

Personnel costs dwarf all others in the educatidd.fighis is truly a human resourees
dependent sector. In light of current state budget deficits, it would be nice to say
definitively thatthe money allocated teducatorsalary and benefits is already adequate.
Unfortunately, school districts across Alaskeport that their hiring offerfor new
teachers, specialists and administrators often are no longer considered competitive with
districts outside Alaskdn addition, yung people with many career opportunitidten

think of education as a lowage prdession. And many educators consider the Teacher
Retirement Systendefinedcontribution retirement offered to new teachsirsce 2006
combined with their exclusion from Social Securigs a negative consideration in
recruitment and retention.

Ideas abouth f or how to make education a more
brightest young people. Improvements could take many forms, such as signing bonuses,
increased retirement per year of teachiagg higher salary based on content area and
need. These gpoaches support recruitment from the pool of educators both within the
state and from other states.

Unfortunately, data is lacking to confirm or dispute these beliefs about the
competitiveness of Alaska educator salaries and benasita/ell as the effégeness of
variousways to fix the perceived problem. Recognizing the need for more information,
the Alaska Legislature in 2014 commissioned research on the Bsueg early 2015

ISER is conducting a study to identify a set of salary and benefit gaskaroviding
alternatives to what is the current practice in most districts. After that report is cqmplete
we will identify more specific recommendatioosncerning salary and benefit packages
as well as identify the associated cost

Schools districts a&r the governing agency on this strategy in that school boards
determinehow they want to compensate educatbi@wever,the legislature is connected
in the sense thait develogs policy on the fundingf districts which controls their ability
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to increasgpersonnel costs, and teacher retirement is set in law. The ISERnstydyr
may notshow a need for additional funding or a revised retirement package.

9. Incentivize hard to fill jobs.

School districts face difficult and sometimes insurmountable diffigultijiling certain
jobs, whichcan include content areaach aspecial education, math, and scigrargfor
work in remote locations awith chronically struggling district3Vhere school problems
contribute to the challenge of filling these positiotiee low number and quality of
potential candidates offers little hope of improving those problems.

Incentivizing hard to fill jobs can take many forms, and can come from a variety of
sourceslncentivescan includefree special education coursesee cotinuing education
courses,and financial bonusesral the like for new hires or forsupport retaining an
educator who may find less challenging situations attractid@centives support
recruitment from the pool of educators both within the state anddtben states.

Someof these strategies can be implementedhieyUniversity of Alaskabut others will
require action byschool districts and/or thikegislature. Further studis warranted to
definethe level of incentivethatareneeded irvarious situabns, and how they could be
paid for. As a first step, however, policy support should be provided to allow districts and
the university flexibility to implement incentives when they see the opportunity and need.

10.Increase alternative certification opportunities.

One way to improve the pool of qualified educators would bend¢cease alternative
certification opportunities via local programs for aduli¢e recommendtrengtheimg
theseprogramswhich can assigtlaska Native and rural participants

The X-CED modelwas hailed as workinlgy a majority of interviewees(-CED was the
crosscultural education program under UAF that was active from I9BD. The X

CED model placed faculty in the rural campuses and worked primarily with local teacher
aides to suport them in becoming certified classroom teachers. Many of the generation
of Alaska Native teachers who have retired in the last 10 years or will retire soon enter
the profession through this mod&lle recommend that this model be replicated with
potentid additional components, such as paraprofessionals receiving a recommendation
from their superintendeiefore entering the program.

Alternative certification opportunities should also include targeting second career
professionals, aiming to diversify thlweorkforce to mirror student populations across the
state, and increasing the number of participants served by each program. This will require
certification policy adjustments by EED and program development and/or enhancement
by UA.

11.Provide loan forgiveness.

The cost of college is a consideration for all students and a barrier for some. Reducing
cost can be used as a mechanism to steer students toward careers of great social benefit,
such as education. This strategy applies both to students who studyska/And those

who leave for collegeBy using the mechanism of delayle@n foigiveness, this strategy

can support retention as walrecruitment.
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Many talented young people want to see the world during their college years and do not
seriously considestaying in Alaska for college. Those who choose not to return are a
loss to our state, and to the Alaska education workforce. To meet our goal of increasing
the quality and quantity of this workforce, we need to bring more of these young people
back to thestate to enter the teaching profession. In addition, for those students who do
study in Alaska, we can increase the nuralveno become teachetsy addressing the

cost of trainingStrategies under threcommendation include:

1 Provide loan forgveness forAlaskans whayo outside for teacher preparation but
want to return to the state to tea8luch a prograrwould provide apercentage of
forgiveness for each year of service up to five years, incentivizing a teacher to
stay for at least that periddat which point, many young people will have put
down roots that keep them in place for an entire career.

1 Provideadditionalloan forgiveness for educators whork in rural districtsor
take hareto-fill jobs and stayfor three yearsregardless ofvhere they atteged
for preparatioror when they decid® take a rurabr hardto-fill job.

1 The Alaska Commission on Pestcondary EducatiofACPE) provides a
program called th&eacher Education Loan, which offers forgiveness to students
who are trained in Alaska andovk in a rural district. Students must obtain
district nomination for one of a limited number of slots while they are still in high
school, and then return to that same district to work after college graduation. The
program isnot widely usedlt should beexpanded to apply to all studemtained
in Alaska who take jobs and stay loAgrm in any district, and should be
aggressively publicized.

Implemenation of any of these forgiveness concepts waelguire legislative action
with a fiscal note, antegultorychanges and implementation by thé PE

DEVELOP AND KEEP: Professional Development

OQur goal is to ensure that al/l e dsucceadt or s i n
as classroom teachers, specialists and administrators. Our numeric thaalbg 2025,
90% ofeducatos will be ratedatapr of i ci ency | evel as deter mir

for evaluating certificated educatoRolicy changes needed to accomplish this goal
listed here in order of priority.

12.Increase time of school year

In Al askads current fiscal climat e, we are |
carry significant additional cosHowever, our state has fallen significantly behind the

others in the length of the school year and the number of hours studentsespaimd)|

Although increasing the year is expensive and may not be possible in the current fiscal
climate, it will ultimately be required to accomplish the level of improvement that is

necessary.

Some states measure the length of the school year in déwye ethers have a
requirement measured in total hours; by either measure, Alaska has the lowest school
year requirement of any state, at 170 days or 900 hours (for gradds dccording to

2013 statistics gathered by the Denbased Education Commissi@f the StatesThat
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means that both Al askads student sunitptod educa

develop their skill$?

| ncr eas i mnschooAyeaan sollcllowstime toincreaseprofessional developme

for the education workforce. We advoeancreasing the school year by 10 dgystting

Alaska in the migrange of school year length among the stals. additional 10 days
could be offered as 5 additional school days and 5 additional professional development
days, orone week for each; arfwdr alternative would be an increaséasichool daysnd

4 professional development days.

Additional professional development days are essential to improve the quality of the
education workforce. While it goes without saying that professional developnushte

of high quality to be effective, various other recommendations in this plan address the
guality and deliver of those services.

An increase in the school year woulgquire a policy change by the legislature and
changesby EED to implement oversigh We anticipate a $40M price tag on this
recommendation.

13.Implement voluntary statewide curricula.

Each school district in Alaska is chagwith selecting the curricutaught in its schals

and aligning those curriculaith Alaska education standardshél result is that Alaska
schools tach a wide variety of curricula each content areenaking it very difficult to
ensure the adequacy of content to students and to provide much neededopadfessi
development for educators. The custom approach for elrstnyct is inefficient and, in
core content areas such as math and reading, adds little value for students.

We recommendhe Department of Educatt and Early Development offeschool
districtsvoluntaryparticipation in a program offering two choicescofriculain each of
the core content areas wiathemadts, reading, and language arts. That&vould align
the curriculao its standardand praideit to school districts at no cost.

The benefitsof this program to teachers, students and districtgldvbe greatSchool
districts thatchoseto participate would be relieved of the task of curriculum selection,
purchase, and alignment with state standards. Additionally, participating districts would
have access tbigh quality professional developmentoin the department and other
providers that was tailored to tleentent are@urriculumbeing used, thereby increasing
the proficiency of the certificated education workfordéhat knowledge would be
portable to any other Alaska school using the statewdeécula.

We expect that EED would implement this recommendation by reallocating funds,
communicating with districisand building upts professional development team. \Ate
conducing a survey of districts to estimate tloigst

2 Education Commission of the States, website sz February 2015:
http://www.ecs.org/clearinghouse/01/06/68/10668.pdf
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14.Expand the Alaska Statevide Mentor Project.

Full funding for the Alaska Statewide Mentor Proj¢SMP) will help ensure that
educators reach levels of proficiency much earlier in their careerASMP has been

well documented as an effective wayincrease educator performanskill development

and retetion for early career teachérghose in their first two years of the profession
Retention rates for early career teachers receiving mentoring from ASMP average about
80% after their first year of teaching compared to @Yo for those with no mentoring.
Further, both teachers and principals feel that instruction is improved based on the
support of an ASMP mentdf. The ASMP modelalso can be expanded to support
teachers without Alaska experience to bridge the cultural andl gfaps that contribute

to turnover.

Full funding means expanding the program to support all teachers who are placed in rural
settings or in lowperforming schools and who are either early in their careers or new to
Alaska. Research is needed to deterntirecost andapacity requirements effect this
expansion.

The ASMP is a partnership between EED and UA, specifically under the Officelaf K
Outreach. It is fundedly a legislative budget line iteandby state and federgrants
Expanding the prograno reach all eligible teachers would require cooperation and
funding support from each of these entitidsunding estimate was developed based on
based on teacher and menhumbers from 2013The cost was estimated to $8.34
million to fully fund ASMP, including contributions from all player§.his expense would
provide services 10,110 teachersncluding early career teachers and those who are new
to the state but not new to the profession. To provide these setwicoaly therural
districts (45Cearly career teachers and 45 rtewthe state) would cost $4.48 million

15.Develop UA curricula to address unique Alaska needs

Teachers trained in Alaska should be equipped with skills to meet unique Alaskan
challenges. lsservice training should also béetted to develop professional skills for
our unusual teaching environments.

A number of classes could be developed under this heading. Educators with rural
experience would be the best sources of current advice on these needs, which could be an
important task for the communication system between districts and the University
described under Recommendation 6. However, two needs are already widely recognized.

First, the university needs to support educators in developing fekiEnglish Language
Learners.This can be done through specialized certifications, professional development
to schools, and continuous credit courses. When comparing student achievement results
for districts based on demographics, one variable that helps describe differences is the
percentage of limited English proficient students. Districts with high state standardized
proficiency levels (language arts and mathematics) tend to have a low percentage of
limited English proficient students; whereas, those struggling with the least nomber

13 Alaska Statewide Mentor Project, website accessed February 2015:
http://alaskamentorproject.org/research.php
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proficient students have a high percentage of limited English proficient students.
Providing teachers skilled in working with students with limited English proficiency
would address this disparity in achievement.

Second, a large number of rural schaelguire teachers to work in mudge classrooms
and teach outside their aseaf qualifications. Many teachers are ineffective in these
difficult circumstances, but some are highly successful. Unfortunately, the skills for
success in mulage classroomare largely seltaught so succe®s are not replicated
Teachers bound for rural schools should receive specific;resdarched instruction in
how to work in that setting.

DEVELOP AND KEEP: Retention

As stated previously in this reporgtention of teachers, specialists and administraters

a key issuaffecting educational achievemeantAlaska Few strategies are effective for
improving schools as long as teacher turnover continually wipes the slate clean. Effective
teaching relies on professior&tperience and the trust relationship between teacher and

student. With the revolving door in some districts, these attslouten 6t have a c¢han
develop.

Retaining teachers in their jobs also helps solve the challenges of recruitment and
professionad e vel opment . Teachers who dondét | eave
the need to find and train new teachers. Also, keeping a teacher increases the value of
investments made in training, both before and during the teaching career. Alaska schools
sperl untold resources on professional development for teachers who rapidly leave.

Severabf the strategieBsted elsewhersupportthis goalas well, includingncentivizing

hard to fill jobs and revisiting the salary and benefits packatjeough overwheiming
guantitative datéhas not been gathered to suggestdhsrategieswill addressthe
retentionissue, wehave receive@n abundance of qualitative data to suggest that these
improvementsvould be beneficial.

This section lists only one recommendatinat mentioned elsewhere in the report,
becausehe systemic approactve are presentinghould support increased retention as a
whole Research by ISER indicates that key issues reducing tektgavity include

poor support from administrators, unfamiligrwith local culture and environment, and

lack of success in the classroom. Various strategies encompassed in this report would
address each of these issues, improving administrator skill, cultural connection and
awareness, and teacher preparation afectefenessWe expect that dtter prepared
teachers who know what they are getting into and who are supported professionally will
want to stay longer.

16. Continue district teacher retention grants started through Moore settlement.

One of the four initiativesn the Moore settlement was a grant program to support
districts in implementing strategies to enhance teacher retention. The process was
established as a competitive grant allowing for up to three years of funding to districts
who proposed activities thancreased retention by addressing core causes of teacher job
dissatisfaction, as revealed by ISER research, not including financial incentives.
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Proposals had the opportunity to receive bonus points in two ways, with a bonus for low
performing schools, @aha bonus for low teacher retention schools.

Between school years 20PP13 and 20142015 a total of $2.6M was awarded to 51
proposals covering 14 school districts and 46 communities. Activities included such
diverse needs as cultural camps, curriculum ptidon, professional development,
improvements in housing and safety, and even creature comforts and reciatrists

have reported exceptional results enhancing teacher morale and retention through
relatively modest investments of funds implementhis recommendatiqrihe program
created through the Moore settlement would be continued fuitding from the
legislatureof $1 million per year.

Recommendations with dual impact that affect retention

Recommendation 2: Increase and strengthen bridgggmns to attract minority groups
into education careers.

Bridge programs will increase the number of rural Alaskan teachers working in their
home communities. These teachers often spend their entire career in the same school.

Recommendation Establish &boratory schools in urban and rural hub communities.

Establishing lab schools can play a roletéachemretentionby providing opportunities
for teachers tovisit and observe master teachetBus learrnng how to implement
strategiesn their own classroms.

Recommendation:&Revisit salary and benefit package
This recommendation would haequal impact on retention anecruitment.
Recommendation 9ncentivizehard to fill jobs

Seedescriptionabove.Additionally, a specific example can be found undppendix B
showing how incentives can be linked to both educator retention and proficiency in a
manner that mitigates losses to the district while supporting decisions made by both
parties (district and educator).

Recommendation 1Provideloan forgiveress

As explained above, this program would keep teachers in district while receiving staged
student loan forgiveness. In many cases, this time period would be long enough for
teachers to become permanently ensconced in their new homes.

Recommendation 1£xpand the Alaska Statewide Mentor Project
Research evidence shows that mentored teachers tend to stay in their jobs longer.
Recommendation 15. Develop UA curricula to address unique Alaska needs

This recommendation would make rural teachers more efégateducing turfover in
areas with the more severe retention problems.
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Section 9: Implementation

The EQQ Change Model and thhé recommended strategies encompass a total plan to
address a major shortcoming in Alvmg&kads edu
highly qualified teacher in the classroom is critical to student achievement. This plan for

systemic change will produce measurable improvement in this most basic component of
delivering education to Alaska students.

We believe Alaskans would genltyaaccept the goals encompassed in riiedel: 60%

Alaskagrown new hires and 90%gducatoiproficiency by 2025. But Alaska cannot reach

these goals without concerted action on a number of fronts. Many of these actions, listed

in our 16 recommendations, wibe difficult or expensive. Major change is raredgsy.

But we call upon Al askads | eaders to study,
we can make the changes students need.

The sponsors of this report intend to present the EQQ Change Modelléand
recommendations in marigra across Alaska. The key adopters, however, are centered in

four critical institutions: the Alaska Legislature, the Alaska Department of Education and

Early Development and its Alaska Board of Education, the University of Aks#tats

Board of Regent s, and the school di stricts i
requireinforming the public about theeeds and opportunities we have identified, and

working with these key institutions tnake the changes happen.

The matrx that follows lists the recommendations and implementasisumes, including
cost need for further research,ardination, and so omMost of the recommendations do
not have definite cost estimates at this phase of development.

Time frame:

Short term: 205-2016
Medium term: 2016018
Long term: 2018+
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Recommendation Agency Time frame Implementation issues

Professional development
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APPENDIX A
RESEARCH PROCESS, DATA COLLECTION AND ANALYSIS

Summary of data collection

Interviews were conducted with 16 leaders or groups from education related
organizations oéll types around the state. Jerry Covey and Barbara Adams gathered the
interview data using the same protocol developed collaboratively by conducting mostly
individual interviews. In one case both interviewers were present and in a few cases
interviews wee conducted with multiple interviewees simultaneously.

Interview protocol

Interviews were conducting mostly face to face and a few by audio. The interviewers
took notes that were later transcribed. The interview questions are provided here based on
organization type.

Questions for interviews for all organizations

1. Is your organization currently involved in activities aimed at improving our education
workforce? If so, please describe.

2. Does your organization collect education workforce data thaldabe of value to a
collaborative effort to improve the quality of the workforce? If so, would you be willing
to share it with others?

3. From your organizationbés perspective, wha
us from reaching our edu@a workforce goals?

4. What are the two or three most significant changes that you recommend to positively
impact educator recruitment, retention, and quality?

5. What questions or recommendations do you have for organizations that educate,
provideproe s si onal devel opment, or employ Al askabé
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Questions for Alaska schools of education

1. What type of feedback do you collect from school districts regarding graduates of your
education programs?

2. Do you attempt to enroll studemtsvarious education programs based on estimated
workforce needs?

3. What percentage of your departmental resource is directed toward professional
development for the existing education workforce?
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Questions for school districts

1. What percentage gbur paraprofessionals, certificated teachers, and certificated Type
B administrative hires are typically trained in Alaska?

2. What is the average educator turnover in your school district for the last five years for:
(a) paraprofessional staff?

(b) teaders?

(c) administrators with a Type B endorsement?

3. Does your school district currently operate a program aimed at preparing students for
careers in public education? If so, please describe.

4. If you collect the following data, please list the petage of high school graduates
going on to:

In-state Out-of-state
College
Military
Other postsecondary training

5. Do you participate with universities-gtate or outside of Alaska for educator

professonal development, student teachers, teacher and/or student mentors, education
research, or other activities related to improving the quality of your education workforce?
If so, list the universities.

Process of analyzing data

Analysis of the data was cduacted in multiple ways. First we summarized the data

overall by topics of major importance. Second, themes were developed across all of the

interviews in order to support recommendations that would appeal to all organizations.

This process was done bysfimpplying codes to the interview comments within each

guestion and then across all questions. All interviews were also coded with a
demographic code relating to Dherefraaclei nThé¢
code lists shown below. Frequnof codes were considered within the general

categories of Issues, Solutions, and Change. All codes, their definitions and overall
frequency are in the file called ATQQ I nteryv
the quotes associated withthecodese | i sted in the file called
Sep2014 allcodes_withqguoteso.
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A first step to analyzing themes was to look at the frequency for each code to see what
ideas were discussed most across all interviews. Be aware that multiple codes can b
applied to each thought and typically the unit of coding is each thought within a response
to an interview question.

Comparing across the general categories of Issues, Solutions, and Change provides a
more in depth analysis. This was done by considerveglaps across all three categories
or ideas that only come up in some of them. The term for this analysis is called co
occurrence. A coccurrence table is shown in the results below.

Here is a snapshot of the codes ordered by highest to lowestrfcgqfeuse.
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Codes Edit Miscellaneous Output View
ig P e o o OF { | X a m vl :D_}\LSearch\r
Name Grc;unded
% Issue~ 92
¥ Preparation~ 70
% Recruitment~ 61
$& Change~ 55
$& Data~ 54
%8 ProfDev~ 45
% Solution~ 43
$& Quality~ 34
$& Funding~ 34
$& Partnerships~ 32
$& Perception~ 29
% Incentive~ 29
%% Governance~ 24
$& Compensation~ 23
% Retention~ 23
S8 Pay~ 2
S Staff~ 19
% Conditions~ 19
$& Mentoring~ 17
% Benefits~ 17
$& Support~ 17
% Communication~ 15
% Demands~ 12
$& Certification~ 1
$& Leadership~ 10
L% d-university
% Value~ 7
¥ Experience~ 6
$& Technology~ 6
% Culture~ 5
& Community~ 5
¥ d-organization 4
%8 Isolation~ 4
% DualEnroll~ 4
%8 Travel~ 3
% Commitment~ 3
% Praxis~ 3
(%% d-SOE 3
L% d-district 2
ﬁ d-state 2

Figure 1: Snapshot of codes and frequencies from Atlas TI.
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Results
Frequencies

Among the general categories of Issues, Solutions and Change the frequency table shows
that Issues were the highest with 92 quotations dealing with such. €wasgliscussed

in 55 of the quotations and Solutions in only 43. This speaks to the generally agreed upon
thought in the state that we know the problems but continue to have difficulties actually
determining and implementing solutions.

Issue

Among the lboad categories there are change, issue, and solution. Issue refers to ideas
suggested as problems, bottlenecks, difficulties.

Solution

Among the broad categories there are change, issue, and solution. Solution refers to
ideas suggested that address ameigs suggest change in a specific and actionable
manner.

Change

Among the broad categories there are change, issue, and solution. Change refers to
ideas suggested for modification without providing a solution.

Other high frequency codes include PrepargtRecruitmentData, and Professional
Developmenall with at least half as many as the highest code. Low frequency codes that
occurred less than 10% of the highest code include Value, Technology, Experience,
Culture, Community, Isolation, Dual Enrollmefravel, Commitment, and Praxis.

Co-occurrences

Among Issues the highest-oocurrences are listed on the {bétnd side of Table 1. A

number such as 0.10 in the table means that 10% of the quotations that have the code

Al ssueodo al so heaeanvseattihen & oaltet &icClnenp tto t hem, fo
occurrences with Change and Solution are also shown as a way of understanding the

overlap. For example, Preparation has a high frequencyof@arences with both Issue

and Change but less so with Soluti@m the other hand Conditions have a high co

occurrence with Issue but not so with Change nor Solution.

There is no general rule for a eff level on ceoccurrences. The tables here show the

highest with a random cutff level; however, all codes areshin within the three
categories in the excel file Acooc _TQQ I nter
and can be shared.
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Issue Change Solution
Preparation 0.13 0.12 0.08
Recruitment 0.13 0.08 0.13
Retention 0.13 0.05 0.06
Compensation 0.10 0.05 0.05
Conditions 0.10 0.06 0.03
Governance 0.10 0.05 0.02
Quality 0.10 0.13 0.05
Table 1: Issue category and high coccurrences

In terms of Solutions (Table 2) the highestamzurrences were with Recruitment and
Funding followed by Partnerships, Staflentoring, and Preparation. Quotations will
provide specifics.

Solution Issue Change

Recruitment 0.13 0.13 0.08
Funding 0.12 0.09 0.09
Partnerships 0.09 0.05 0.05
Staff 0.09 0.03 0.01
Mentoring 0.09 0.01 0.04
Preparation 0.08 0.13 0.12

Table 2 Solution category and high ceoccurrences

In terms of Change (Table 3) the highesbcourrences were with Perception, Quality,
and Preparation. Quotations will provide specifics.

Change lIssue  Solution

Perception 0.17 0.08 0.07
Quality 0.13 0.10 0.05
Preparation 0.12 0.13 0.08
Funding 0.09 0.09 0.12
Incentive 0.09 0.07 0.03
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ProfDev 0.08 0.08 0.06
Recruitment 0.08 0.13 0.13
Table 3: Change category and high coccurrences

Quotations: Preparation

Preparation refers to any form of teacher prapon program such as the standardr4
5-year program through universities or alternative programs to becoming a teacher.

Issue: Preparation

Out of the 92 quotes coded to Issues and 70 quotes coded to Preparation, there were 19
guotes that includedath. Quotes cover 5 general topics listed below with one quote for
il lustration. All quotes are |listed within t

1 principal preparatioii numbers in recruitment, job tasks vs reward
fAt the principal level, barriers includmst versus benefits of being a principal, small
numbers in preparation programs, societal expectations for performance, the effort it
takes versus the rewards earned. 0O

1 student teacheiiscost of travel for supervisors, get in field earlier, finding roent
Al worry that we might be moving in the wrong direction in teacher prep concerning
the time interns are spending in the classroom. This may not be true of UAF. For
example, the new accountability system, once that kicks in, the general sentiment
fomrttachers is 61 dondét want a student inter
student scores. o6 | worry about how that i m

1 recruitment praxis barrier, need more local, look to aides to become teachers, FEA
type programs not as activ

1 teacher$ not prepared to teach mathematics, not prepared for reality, difficulty
getting into UA program, need more in hard to fill fields

iSchools of education do not prepare teache

9 policyi state maintains those thaegatively impact programs, not benchmarking
against industry standards, SOEs not all of the problem
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fAlthough we have new standards that are supposedly better, AK is still only
requiring 2 math classes for HS graduation. Math prep is a huge barpestrfor
coll ege but career readiness too. Why do w

Solution: Preparation

Out of the 43 quotes coded to Solutions and 70 quotes coded to Preparation, there were 8
guotes that included both. Quotes cover 3 general tbgied below with one quote for
il lustration. All quotes are |isted in the V

1 within the systerh more math and pedagogy courses, new model for training teachers
using a traveling professor, seamless transfer of creditgwuith, interview former
and current education students on how to strengthen programs

Al keep thinking of this traveling profess
own place. Example from Australia, special class for teacher aides, 4 days/week in
classroom and took classes in the evening, 1 day/week they talked about what they
did in the classroom, agreed to have Frida

1 recruitment more top students into field, higher achievers
Al mproved teacher eldalcptatotnr gpato ghriagris avoohuil edy
1 financiali student loan forgiveness, paid internships especially rural

fiThe gist of these conversations is that education students struggle to make ends meet
during their internship year. The rigorous internship schedalemother

employment challenging, yet tuition and living expenses still accrue. This is
particularly true for nontraditional students who are interested in becoming educators
but also have families to support while they are going to school. Paid reraships

might eliminate some of the financial and geographic hurdles that rural Alaskan
students must overcome to earn their education degree. It also might give rural
districts more opportunity to nurture local educators for their districts, and it might
send a positive message to our education students that we value their contributions to
the education of our youth. It has the potential to improve new teacher quality for

rural Alaska by giving prospective teachers more mentored experience teaching in
tha environment . O

Change: Preparation
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Out of the 55 quotes coded to Change and 70 quotes coded to Preparation, there were 13
guotes that included both. Quotes cover 3 general topics listed below with one quote for
illustration. All quotes are listed withihnhe Wor d doc fichange & prepa

i status of professionhow teachers and the education system is viewed
i Aot sure where to start to change the status of the profession. We have [Rep.]
who has this wonderful idea of creating a cohort of elite stisdferming an
education cohort, give them money / scholarships and then put them back out there
into a profession that is stomped upon. When you read public media and there is a
perception that teachers are not respected and will get beat up. We haye to s
assuming that teachers are not competent or capable, look holistically at conditions
where we are placing them. o

1 UA education programisrigor and quality
fiRaise rigor of education programs. ... University needs to make it clear that we have
BA standrds. When an Alaska student applies to Washington or Oregon state

schools they are excited, itos a big deal,
UA they arené6ét so excited. Thatdés a reput a
we donodt havkbemotadBA/ BS and we shoul dnot

admissions piece clear to students, at least 2 tiers of entry. It is scary, if we raise
prestige and salary then quantity will go

1 Grow more local teachers
e wantowttoegahers in Al aska as they | ast |

Quotations: Recruitment

Recruitment refers to an intentional attempt to get a person to join you. It can refer to
teacher programs, hiring by districts, or targeting for other posisiocis as a mentor.

Issue: Recruitment

Out of the 92 quotes coded to Issue and 61 quotes coded to Recruitment, there were 18
quotes that included both. Quotes cover 4 general topics listed below with one quote for
illustration. All quotes are listedwithi t he Wor d doc fii ssue & recr.

1 Local recruitmeni HS programs (FEA type), grants, support, disparity between
student population and educator population

APPENDIX A 39



We need a different model of support along the way. If we can make people aware
and train lochteachers they will bring their culture in if they know they can.

We do not have, but should have, a statewide future educator program. We could do
far more than we are doing to address this problem internally.

Some school districts do not offer mentgyinterest programs for high school
students to encourage them to consider education as a future college path for them.

We had grants focused on teachers and targeted basic math and English, supported
students through developmental through 100 levebr Biniey only supported full time

100 level but this one covered part time and developmental as well. Targeting

students as the whole studéteaching them how to be a student, intro to university,
skills, technology, email, blackboard, attending clasktAf the students were

teacher aides and then take classes in schools at night. Our grant was only one serving
students still finding their way, just thought about being teacher, get them on the path.

We are pursuing a STEP grant through DOL to tryntvaase number of sped
teachers. There is always a gap.

Building a community for these students at UA, connecting them with other students
while still in the village with similar interests, visiting UA to become more
comfortable in setting, decreasing ambof time away from communities, all help to
transition them to UA setting but also provide them with elements of community they
need for success.

1 Application pooli job fair attendance falling off, funding, less HS grads

Evenour HR arenotgoingtojp f ai rs since attendance i s |
if that is the teaching profession not bei
travel with local postings and accessing education associations and organizations and
advertise through time.

1 Challenges rural practicum, conditions, compensation, reputation of profession

We need to increase the rural practicums, getting students out to rural AK. Even if we
say we can offer you a job today if you go rural elementary, secondary, couitseling
doesndét work. We have an ol der student pop
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with families, i n
on teacherso6 chil
English.

o community and dondt wa
]

t
dren | iving in those comm

Teaching is not an exotic or attractive field to go into today. For engineering,
graduates start at $4MOk/yr. Accounting st art ed out at $50k+. &
demand for teachers, teacher turnover is high all over the

US, but getting studentstmthe field is the challenge.

There are a lot of hurdles for students coming from rural AK to urban centers to
pursue degree. Those hurdles come in many forowsdture shock, financial barriers,
beyond urban vs. rural and AN culture of village vs. UKuwe; deep community

focus with emphasis on family deep, to extract yourself to go away is a huge hurdle.

1 Lack of coordination across organizations, across districts

Alaska lacks a coordinated approach between state agencies, university educator
preparation programs, the legislature, and professional organizations in regard to
changes in education policy. As a result, well intentioned changes sometimes make it
more difficult to attract, develop, and retain, high performing educators.

Some rural schds have practices that encourage teacher recruitment and retention.
They are effective practices, but they are not being adopted by other school districts.
There are a lot of good ideas out there but not scaled to the state levels.

Solution: Recruitment

Out of the 43 quotes coded to Solution and 61 quotes coded to Recruitment, there were
12 quotes that included both. Quotes cover 3 general topics listed below with one quote
for illustration. All quotes aretloi.sted with

1 People FEA, profile of characteristics of successful educators, paraprofessionals

Find ways to address the needs of kids in our own backyard through increasing future
educator programs in all school districts.

FEA serves rural districts, 10 curtbn hoping to continue and expand. It was larger
in the past.
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As a state we must develop creative ways to recruit and market educators and
determine who is likely to succeed. We need a profile of the characteristics of
successful educators.

We need toecruit from within and provide a support system to help them be
successful,

Paraprofessionals pursue degrees in education, so creating a pathway makes this new
component so exciting. Paraprofessionals do not need to have a degiige/oow

ways to becomeuglified, have an AAS or a district rep verify that you met

standards, HS diploma, and pass paraprofessional praxis assessment (cut score).

1 Communicatiori reality

Employing districts must clarify what they want when hiring and communicate
accurately tonew hires about the conditions they will work and live in.

1 Financiali scholarships for math and sped teachers, loan forgiveness, compensation

We should look into putting money into scholarships for target needs areas such as
math and special educatios a recruitment method.

Raise salary and benefits, moving to a defined benefit would make a big difference in
recruitment and retention and would allow the university to put more rigor into the
program since people would be motivated to pursue profession.

Change: Recruitment

Out of the 55 quotes coded to Change and 61 quotes coded to Recruitment, there were 9
guotes that included both. Quotes cover 2 general topics listed below with one quote for
il lustration. All quot ehsanagree & irsetcerdu iwintehnitno .t

1 Should da' incentivize, be honest, grow local, recruit the best and brightest
Incentivize becoming an educator
Incentivize teaching in remote schools
Incentivize teaching in hard to fill teaching positions

1 Should learri why studets are not choosing education as a career
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Understand why students are not choosing education as a career

Quotations: Retention

Retention refers specifically to keeping teachers, staff, and administrators from one year
to the next.

Issue: Retention

Outof the 92 quotes coded to Issues and 23 quotes coded to Retention, there were 13
guotes that included both. Quotes cover 5 general topics listed below with one quote for
il lustration. All quotes are |listed within t

1 Workingclimate

There really is a lot of issues that teachers have to deal with in rural Alaska and in
Anchorage. 't is important to be honest a
Districts and schools really need to look at how they can provide suppdreimfor

those dealing with really difficult situations.

| believe that some of the sentiments regarding teacher turnover are well intended but
inaccurate. The idea that most teachers will stay permanently in rural Alaska is a
denial of reality. Most t@chers want to return to settings that reflect their own culture
and have access to goods and services that are unavailable in rural Alaska.

1 Compensation

Many folks started and took low paying jobs because they felt that thedfifadas
insurance andood retirement plans. The good benefits no longer exist for them.
When looking from the perspective of the superintendents, there is no incentive for
the teachers to stay past their 5 years.

1 Teacher and Administrator
70% of teachers leave within firseven years
Administrator retention is an issue as well. There needs to be a way to identify those

districts that are short on administrative support and find a way to still address the
needs of the teachers on sight.
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9 Lack of coordination

Alaska lacksa coordinated approach between state agencies, university educator
preparation programs, the legislature, and professional organizations in regard to
changes in education policy. As a result, well intentioned changes sometimes make it
more difficult to attact, develop, and retain, high performing educators.

1 Efficacy

Teachers | eave because they donoét feel the

Solution: Retention

Out of the 43 quotes coded to Solution and 23 quotes coded to Retention, there were 4
guotes thaincluded both. Quotes cover 3 general topics listed below with one quote for
il lustration. All quotes are |listed within t

1 Investigate what has worked

Is there a way to find out why some successful areas have stayweg?poook for
best practices and find out their tricks. Also look at long term teachers and why they
have stayed one when others havenot.

1 Improve compensation

Raise salary and benefits, moving to a defined benefit would make a big difference in
recruitment and retention and would allow the university to put more rigor into the
program since people would be motivated to pursue profession.

1 Share positives

Tal k it wup, talk about benefits. Most teac
fields. They have people skills, organizational skills, they know how to find things,

and they explain things to people. Every time someone says thank you, and asks,

6what can | do f or you?dacumentit Thip geesnes t hey p
a criticalelement. All of us have had a teacher who really encouragedeseed

those personal stories.
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Change: Retention

Out of the 55 quotes coded to Change and 23 quotes coded to Retention, there were 4
guotes that included both. Quotes cover 2 generalgdigted below with one quote for
il lustration. All quotes are |listed within t

1 Datai how to use, what to gather
|l &m not sure as a state, we are making the
data.

1 Incentivize
Incentivize becoming an educator, Incentivize teaching in remote schools, Incentivize
teaching in hard to fill teaching positions

OTHER COOCCURRENCES

Another way to look at the data is to focus on the four topics of most interest,

preparation, recruitmentetention and quality, to further identify which other codes had

the highest frequency of amccurrence with each of them. This is outside of the structure

of issue, solution, and change. Those with 10% or more of the quotations overlapping are
highlightedin blue text.

Preparation Recruitment ProfDev Retention

Benefits 0.01 0.04 0.00 0.05
Certification 0.05 0.01 0.02 0.03
Communication 0.02 0.09 0.00 0.09
Compensation 0.03 0.06 0.00 0.05
Conditions 0.02 0.08 0.05 0.08
Data 0.17 0.14 0.05 0.07
Demands 0.03 0.03 0.02 0.00
Funding 0.03 0.10 0.08 0.02
Governance 0.08 0.01 0.10 0.00
Incentive 0.08 0.18 0.01 0.04
Leadership 0.01 0.00 0.06 0.06
Mentoring 0.01 0.04 0.11 0.00

APPENDIX A 45



Partnerships 0.10 0.03 0.10 0.04

Pay 0.01 0.05 0.02 0.05
Perception 0.09 0.02 0.00 0.06
ProfDev 0.06 0.02 0.00 0.03
Quality 0.30 0.07 0.03 0.04
Staff 0.02 0.03 0.12 0.14
Support 0.04 0.07 0.09 0.08

Table 4: Preparation, Recruitment, Retention and Quality ceoccurrences with all
other codes that had at least 10 quotessociated.

From this analysis Preparation-ococurs often with the Quality, Data and Partnerships.
Recruitment cabccurs often with Incentive and Data. Quality, although with a frequency
of 34 quotes overall, has no significantammcurrences based ongHist. Running an

additional analysis (not shown) for only against all other codes showed that the highest
co-occurrences were with Change (13%) and Issue (10%) illustrating that it is a cause for
concern but at this time very little details or solutibase been presented. Retention co
occurred frequently with Staff, a code used when the interviewee talked about staff other
than teachers.
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APPENDIX B

Notes on Educator Retention Concept
Prepared by Scott MacManus, Assistant Superintendent, Alaska Gateway School District

It is clear that effecting any real lasting improvement for our failing “focus” schools
requires systemic change, the kind that results from having “turn-around” principals
and staff to effect that change for a long enough period of time that it becomes
institutionalized in the school and community. These are special staff who have the
requisite social and technical skills, and also the personal motivation to undertake and
be successful in that mission. This is most particularly true of Bush Alaska, where the
community may have low educational expectations and attainment, along with high
rates of poverty and unemployment. Identifying, hiring and retaining educators (both
principals and teachers) who are culturally adept and socially flexible, is one way to
approach this problem. The intent of this proposal is to incentivize the recruitment
and retention of these experienced, high quality educators into those schools having
the highest staff turnover and lowest student performance. With this program it
becomes progressively harder to walk away after a first year, with the potential loss
of the Incentive.

These are educators who would have the following attributes:

¢ Isable to integrate comfortably into village/bush life and wants to be there

e Has an interest in and experience with, Alaska Native Culture(s).

* Possess excellent interpersonal and social skills with adults and children who
are from various walks of life, is seeking a challenge and is open to change

e Has an established tradition of high instructional quality and high expectations

e Issocially adept and flexible

e Exhibits a non-judgmental outlook on rural Alaska

This idea incentivizes school administration to focus heavily on identifying, hiring and
supporting their staff, and to ensure that their staff have the competencies required to
be successful, and provides the financial incentive to stay. We would perhaps need
assistance from the University (or other research) with identifying the specific
attributes we are looking for in our staff, and then how to best discern those
attributes during the hiring process. We have a set of questions that we like to use
that helps us to see if a prospective hire can think on their feet, for example.

It is understood that the long-term solution to the problem of rural education is
complex. These schools require teachers who are able to navigate the social
contradictions of many rural Alaska communities, and who also possess a key set of
principled attributes that will allow them to be effective both in the classroom and the
community, and importantly, who will stay in those communities long enough to
make a lasting impact on the students. This project is intended to hire experienced,
successful bush teachers, and keep them in a single site for a period of at least four
years and is open to all district teachers and new hires. These teachers would have to
be successful based on not only the new Educator Evaluation system, but also meet
identified goals for the specific site where they were working.

The concept works like this:
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[V Identify, hi hlre et in the best Princ pal i ]
Completes testheyear

Not offered contract $0

Contract offered but not accepted - $0

Contract accepted 2\
p——— : This $10,000
$1 000 | is placed in an
gy “Incentive
\ Escrow
StartOf Year 2 | Account”

Contract
Offered

U Completion of Year 2 Not offered contract — leaves w/ $10,000

Contract offered but not accepted Ieaves w/ S0 it

Contract
Offered Contract Accepted

Now there is
$20,000 in
the “Incentive
Escrow
Account”

Now there is
$30,000 in
the “Incentive

Proposed by Scott MacManus —— ; Escrow
Assistant Superintendent, AGSD e ; Account”

Start of Year 4 - $30,7090 Incentive paid to Principal
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