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MICHIGAN DEPARTMENT OF EDUCATION

NCLB TEACHER EQUITY PLAN
September 2006

(Revised November 2009)

ENSURING EXCELLENT EDUCATORS

Michigan, like many other states, has been working with local districts, teacher unions, educational associations, teachers, colleges and universities to disseminate information about and implementation of the Highly Qualified teacher provisions of No Child Left Behind (NCLB).  As a leader of teacher preparation, Michigan has 32 approved teacher preparation institutions and produces approximately 8,000 new teachers annually.  Michigan has 552 local K-12 school districts, 57 Intermediate School Districts (ISDs) and 227 Public School Academies (PSAs) that employ approximately 98,000 teachers.  All new teachers and those certificated since the implementation of the Michigan Test for Teacher Certification (MTTC, 1992) will meet NCLB Highly Qualified requirements because they must pass the MTTC basic skills test (reading, writing and mathematics) and content examination(s) prior to certification. The Michigan Department of Education (MDE) has been working with teachers and districts to address the needs of veteran and out-of-field teachers to meet the Highly Qualified requirements through a variety of mechanisms and activities.

As a part of a comprehensive State Board of Education (SBE) assessment of the education environment, a Task Force on Ensuring Excellent Educators was organized and met throughout 2001-02 to discuss the current state of teacher quality in Michigan.  Research clearly points to the power of quality teaching in improving student academic achievement.  Issues examined by the task force included attraction of quality teacher candidates, preparation, credentialing and certification, induction and retention, with consideration to morale, career paths, and job satisfaction.  Given Michigan’s depth and commitment in educating educators, it was no surprise that participants in the Task Force were clear in their consensus on the need for change.  They agreed with recent research showing that teacher quality is the most critical ingredient in improving student achievement.  They were painfully aware that too many of the best new teachers are exiting the profession, as it impacts them personally and professionally.  They saw first-hand the gaps in teacher quality across Michigan, particularly in schools with chronically underachieving students.

The importance of teacher quality is one aspect of education reform where the research confirms the perception of the public.  A Louis Harris poll of 2,500 Americans conducted in 1998 and 2000 asked the public to assess the importance of a wide variety of measures for lifting student achievement (The Essential Profession:  American Education at the Crossroads, 2001).  Respondents placed well-qualified teachers as second to only to making schools safe from violence, by one percentage point.  When asked what had the greatest influence on learning-teachers or standards/tests, teacher quality came first in both polls—rising five percentage points in importance in two years.  Poll results also consistently show that the public is willing to invest in teacher quality to improve education.

Since the enactment of NCLB, Michigan has focused on strengthening its student achievement and Registry of Educational Personnel (REP) accountability system to meet the various mandates of NCLB and improve teaching and learning for all students and ensure that 100% of all core academic classes are taught by Highly Qualified  teachers.  The MDE has worked collaboratively with the Center for Educational Performance and Information (CEPI) and the Department of Information Technology (DIT) to collect meaningful and relevant data about student achievement, teacher assignments and overall school performance.

Michigan has also paid particular attention to improving teacher quality by reviewing state policies, laws and administrative rules.  New laws have been passed to strengthen reading requirements for both elementary and secondary teachers, “The Administrative Rules Governing Teacher Certification” have undergone extensive revision over the past three years to address teacher quality issues raised by the Education Week’s Quality Counts Annual Survey.  In addition, Mike Flanagan, Superintendent of Public Instruction, has formed a Teacher Preparation Policy Study Group comprised of a diverse group of stakeholders to review the periodic review/program approval process for teacher preparation institutions.  The Study Group will spend the next six months researching researched (Updated 11/2009) state policies, current literature and best practices to form recommendations about how institutions are approved and reviewed for alignment with state standards and needs around teacher quality and teacher effectiveness.

Michigan’s educational accountability system is accessible to the general public via the MDE website (www.mi.gov/mde) and links to various sources of data.

ASSURING EQUITABLE DISTRIBUTION OF TEACHERS

It is a reality that there are serious achievement gaps between minority students and their white counterparts, as well as low-income and more affluent students.  As stated earlier in this document, research confirms that the quality of the teacher is the single biggest influence on student achievement.  The question of how to assure the equitable distribution of high quality teachers is difficult at best.  Many of the schools where the best and brightest teachers are needed tend to be in Michigan’s largest urban districts with high minority populations such as Detroit, Flint, Pontiac, Lansing, Grand Rapids, Muskegon, Muskegon Heights, Battle Creek and Benton Harbor and very small rural areas such as the northern lower peninsula of Michigan and the Upper Peninsula.  Working conditions in these districts may mean that good new teachers are often given the most difficult teaching assignments, or are given multiple assignments with unrealistic demands on their time, or are not adequately prepared to deal appropriately with classroom management issues.  Further exacerbating the equitable distribution of teachers are long-standing bargaining contracts that allow veteran or more experienced teachers to use seniority to select the “best” classroom assignments, leaving more difficult assignments to be filled by new, less experienced teachers.  If provided a quality induction and mentoring experience these new teachers can be highly effective classroom teachers and are more likely to be retained in the profession.

Michigan’s teacher equity plan has been developed based on the teacher equity template provided to states by the Council of Chief State School Officers (CCSSO).  The plan includes information, outcomes and strategies around the following eight elements:

1. Data Reporting Systems

2. Teacher Preparation

3. Out-of-Field Teaching

4. Recruitment and Retention

5. Professional Development

6. Specialized Knowledge and Skills

7. Working Conditions

8. Policy Coherence

The success of the equity plan is supported by the SBE/MDE Strategic Plan for 2005-2010 (http://www.michigan.gov/documents/MDE_2005_Strategic_ Plan_129469_7.pdf) and the Michigan Professional Learning Strategic Plan (http://www.michigan.gov/documents/Item_X157096_7.pdf).  The School Improvement Framework also provides a mechanism for implementing other strategies related to how Title I and Title II funds are allocated to support quality teaching as described in requirement 2 of the Revised State Plan. In addition, Michigan’s 57 ISDs have worked with the MDE to develop the “Michigan Partnership for Delivery of Services” (http://www.michigan.gov/documents/Item_B_166183_7.pdf) to identify their role in implementing and supporting MDE’s initiatives in the following policy areas:

1. Teaching and Learning

2. Specialized Student Services

3. Early childhood/Great Start

4. Administrative Services

5. Partnership Development

6. Technology Services

7. ISD/RESA Customized Services

The MDE/ISD partnership is a comprehensive approach to provide instruction and services to Michigan’s children.  The MDE recognizes its limitations with regard to human resources and the need to have solid collaboration with ISDs as equal partners to assure a quality education for all Michigan children. The ISDs will assist MDE with monitoring the Highly Qualified status of teachers and identifying needs and providing high quality professional development for teachers and administrators.  The following pages provide specific information on the various strategies for assuring the equitable distribution of Highly Qualified teachers.

ELEMENT 1: DATA AND REPORTING SYSTEMS


When Michigan initially began implementing the NCLB Highly Qualified teacher requirements, data on teachers was collected via the REP based on FTE counts as opposed to the number of classes taught by Highly Qualified teachers.  In 2004-05 about 95% of Michigan teachers were reported as Highly Qualified.  After Michigan’s field review by the United States Department of Education (USDOE) in 2005, it was clarified that the REP data needed to be revised to include classes taught by Highly Qualified teachers.  As a result, a supplemental data collection was done in Fall 2005 and the process was continued during the June 2006 REP data collection.  The June 2006 data indicate that 96% of core academic classes are being taught by Highly Qualified teachers.  Even so, this Michigan continues to falls (Updated 11/2009) short of the goal of 100% Highly Qualified teachers.  The MDE has continued to stress the 100% goal to all local districts, Intermediate School Districts (ISDs) and Public School Academies (PSAs).  The MDE provides a number of opportunities for veteran teachers of core academic subjects to meet the NCLB Highly Qualified teacher requirements including passage of the MTTC content examinations, completion of a portfolio, online professional development opportunities, and completion of additional college coursework. 

The following REP table shows the state summary of the number and percentage of classes taught by Highly Qualified teachers (June 2006). 

Table 1

	Core Academic Subjects
	Total Number of Classes Taught
	Number of Classes Taught by Non-HQTs


	Percent of Classes Taught by Non-HQTs

	Elementary
	32,428
	243
	0.75%

	Language Arts
	12,068
	570
	2.01%

	Math
	7,902
	326
	4.10%

	Science
	8,481
	451
	5.31%

	Social Studies
	3,347
	255
	7.62%

	History
	2,300
	117
	5.09%

	Geography
	429
	65
	15.15%

	Economics
	407
	54
	13.27%

	Political Science
	591
	79
	13.37%

	Arts
	5,846
	166
	2.83%

	Foreign Languages
	2,471
	66
	2.67%

	Special Education
	9,118
	670
	7.30%


While many of the current initiatives to improve instruction focus on mathematics and science, we now know that social studies teachers are not meeting the Highly Qualified requirements in greater percentages.  New efforts will be made to assure that social studies teachers are being appropriately assigned to teach in the subjects for which they are Highly Qualified.

The distribution of Highly Qualified teachers among high poverty/low poverty school districts and districts with high minority/low minority student populations by AYP status is presented in Table 2.   The current data indicates that on a statewide basis there is no significant statistical difference between the percentage of classes taught by Highly Qualified and non-Highly Qualified teachers across school districts.  Statewide, more than 96% of all classes are taught by Highly Qualified teachers.  The MDE does recognize that there are districts in which the strategies outlined in this equity plan would be more applicable.  The MDE’s efforts will be targeted on those districts/schools where the equitable distribution of Highly Qualified teachers is an issue.

Table 2

	 
JUNE 2006
	AYP Met
	AYP Not Met

	POVERTY STATUS
	HQ Classes
	NonHQ Classes
	Classes Taught
	% HQ
	HQ Classes
	NonHQ Classes
	Classes Taught
	% HQ

	High Poverty
	15,049
	420
	15,469
	97.28
	13,858
	545
	14,403
	96.22

	Low Poverty
	61,291
	1,514
	62,805
	97.59
	6,564
	154
	6,718
	97.71

	Not High/Low Poverty
	68,384
	2,131
	70,515
	96.98
	12,231
	416
	12,647
	96.71

	Not Determined*
	5,274
	271
	5,545
	95.11
	7,092
	125
	7,217
	98.27

	All
	149,998
	4,336
	154,334
	97.19
	39,745
	1,240
	40,985
	96.97

	MINORITY STATUS
	HQ Classes
	NonHQ Classes
	Classes Taught
	% HQ
	HQ Classes
	NonHQ Classes
	Classes Taught
	% HQ

	High Minority
	21,016
	523
	21,539
	97.57
	24,442
	700
	25,142
	97.22

	Low Minority
	38,068
	1,178
	39,246
	97.00
	5,071
	162
	5,233
	96.90

	Not High/Low Minority
	90,914
	2,635
	93,549
	97.18
	10,232
	378
	10,610
	96.44

	All
	149,998
	4,336
	154,334
	97.19
	39,745
	1,240
	40,985
	96.97


The Center for Educational Performance and Information (CEPI) has developed a report on teacher supply and demand of secondary teachers in response to the new Michigan Merit High School Curriculum.  The Michigan Merit Curriculum is scheduled to be phased in beginning with the 2007 high school freshman class of students.  It is important to identify possible teacher shortages in the core curriculum areas in order for Michigan and its local districts to target its recruitment efforts.  The following data and supporting tables provide a snapshot of Michigan’s current secondary teaching force as of September 2006 (Updated 11/2009).  

Profile of Michigan Secondary Teachers


Statewide 7-12 secondary teacher highlights (September 2006):

· There are 43,179 teachers assigned by districts to teach secondary courses
· Eighty-four of the 43,179 teachers were teaching in two or more districts

· Average age of teachers is 42 

· 31% are over the age of fifty (Table 3)

· 60% are female (Table 4)

· 36% have been employed by the same district for five or fewer years (Table 5)

· 27% have been employed by the same district for more than fifteen years (Table 5)

· 51% have a Master's degree (Table 6)

· 88% are White; 9% are African American; all others are less than 1% each (Table 7) (state population is 81% white, 14% African American)

· 89% were assigned to teach mainly general education 

· 90% were full-time teachers 
The average age of teachers was forty-two. The youngest teacher reported was twenty-one while the oldest was eighty-one years of age. A quarter of the teachers were thirty-one years of age or younger and a quarter of the teachers were fifty-one years of age or older. Displayed in Table 3 are the results of grouping the teacher's ages into five groups. Following Table 3 is Chart 1, which is a graphic illustration of the number of teachers by age. It is evident from the chart that there is a bimodal distribution of age of teachers.  This suggests that some teachers may leave the field for an extended period of time and then return to complete their teaching careers. The challenge to local districts and Michigan is to develop strategies that will assure that at the building level that the age distribution is flatter.  Such a distribution at the building level may, over time, show improved retention which could then be used to determine the effect on student achievement.

	Table 3

Age Distribution of Michigan Teachers 2006

	Age Group
	Count
	Percent

	21 to 30
	8,511
	19.  7

	31 to 40
	12,507
	29.0

	41 to 50
	9,297
	21.6

	51 to 60
	11,490
	26.7

	Older than 60
	1,290
	3.0

	Total
	43,095
	100.0
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The majority of teachers in Michigan's secondary schools are female. Displayed in Table 4 are the number of females and males and the percent they each comprise of the total.

	Table 4

Gender of Michigan Teachers 2006

	Gender
	Count
	Percent

	F
	25,995
	60.3

	M
	17,100
	39.7

	Total
	43,095
	100.0


Teacher retention cannot be measured directly; however one can get a good idea of teacher retention by looking at the length of time a teacher has been in any given school district. The average time that a teacher stayed in a district was eleven years; the least amount of time was less than a year and the most was forty-six years. Thirty-six percent of the teachers were in the same district for five or fewer years while twenty-six percent of the teachers had been in the same district for sixteen or more years. Table 5 presents the distribution of teachers, grouped by the amount of time a teacher had been in the same district.

	Table 5

Local District Teacher Retention 2006

	Time in district
	Count
	Percent

	<= 3
	9,771
	22.7

	>3 & <= 5 yrs
	5,960
	13.8

	>5 & <=10 yrs
	10,311
	23.9

	>10 & <=15 yrs
	5,557
	12.9

	>15 & <=20 yrs
	4,142
	9.6

	>20 & <=25 yrs
	1,703
	4.0

	>25 & <=30 yrs
	2,693
	6.2

	>30 & <=35 yrs
	2,288
	5.3

	> 35 yrs
	670
	1.6

	Total
	43,095
	100.0


When the length of service within a district of these secondary teachers is graphically presented (Graph 2) it can be seen that a large percentage of teachers have been in the same district for six years or less.  The next phase of data analysis (2007) will include an analysis of the retention of teachers in high-poverty, high-minority districts. Districts will be given technical assistance on how to conduct this type of analysis to determine where there are correlations between teacher retention and student achievement.
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Presented in Table 6 is the number of teachers that were assigned to teach in one or more of the Michigan Merit Curriculum content areas.

	Table 6

Number of Teachers Teaching Michigan Merit Courses Grades 7 thru 12 (2006)

	Michigan Merit Courses
	Count*
	Percent

	Mathematics
	6,821
	15.8

	English/Language Arts
	8,618
	20.0

	Social Studies
	7,250
	16.8

	Science
	7,373
	17.1

	The denominator for calculating the percent was 43,095

	*Counts include duplicates due to multiple assignments

    across content areas.


Element 1:  Michigan’s Data and Reporting Systems Sub-Strategies

1.1 Continue to work with CEPI to report the number and percentage of classes taught by Highly Qualified teachers in high-poverty/high-minority districts vs. low poverty/low minority school districts and publicly report the data on the MDE website. For reporting purposes, high-poverty is based on highest and lowest poverty quartiles and high minority is based on the highest and lowest minority quartiles.

1.2 Work with CEPI and the Michigan Educational Assessment Program (MEAP) office to develop a data system that will link teachers with student achievement data.

1.3 Post the MDE report on Highly Qualified teachers on the website.  Staff makes periodic reports/updates on teacher quality and equitable distribution to the SBE at one of its regular public meetings.  All reports presented to the SBE are publicly accessible via the MDE website.  The next report is scheduled to be presented at the October or November 2006 SBE meeting (Updated 11/2009).

1.4 Public access to teaching credentials is available via the MDE website’s Teacher Certification Verification link (https://mdoe.state.mi.us/teachercert/).  Parents and others can use this site to verify the type of teaching certificate and endorsements held by classroom teachers.  The site is searchable by entering the teacher’s name. 

1.5 Each school/district is was required to submit a plan by November 15, 2006 for assuring that 100% of their teachers are Highly Qualified for their assignments and the strategies they will use to achieve this objective.  The plan must include a plan for the equitable distribution of teachers with clearly defined strategies to accomplish the objective.  Attachment 1 is the template for this plan which was referenced in requirement 3 of the revised state plan.  These assurances are on file with MDE and referenced as a part of the Michigan Technical Assistance Project (MiTAP) (Updated 11/2009).
1.6 Monitor districts with disproportionate numbers of inexperienced teachers to assure compliance with new teacher induction and mentoring legislation. (Updated 11/2009)  Require such districts to use their Title II-A funds to support induction activities. The Field Services staff will monitor this as part of their on-site monitoring and review of districts consolidated plans, which includes the school improvement framework.

1.7 Notify ISDs of districts identified for technical assistance to provide training for mentors and novice teachers.
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ELEMENT 2:  Teacher Preparation


Entry-Level Standards for Michigan Teachers (ELSMT) were originally adopted by the SBE in August 1993.  The standards have been revised over the years to address issues around diversity, universal education and technology.    Updated (11/2009): MDE has revised the ELSMT, originally adopted by the SBE in August 1993.  The new Professional Standards for Michigan Teachers (PSMT) were adopted by the SBE in May 2008.  Upon entry into an approved teacher preparation program in Michigan, teacher candidates experience ongoing professional development.  These research-based standards provide a framework of rigorous subject matter knowledge from general and liberal education, relevant pedagogical knowledge for optimal student learning, achievement, and participation in a global society.  Information regarding these standards is available at:  http://www.michigan.gov/documents/mde/SBE_ approved_PSMT_May_13_2008+ coverpg_258601_7.doc    

Teacher preparation programs must include early field placements in diverse settings with diverse groups of learners.  These experiences are designed to give teacher candidates the confidence and skills needed to work in high poverty or high minority schools. The ELSMT PSMT (Updated 11/2009) are aligned with entry-level teaching standards developed by the Interstate New Teacher Assessment and Support Consortium (INSTASC).  The ELSMT PSMT (Updated 11/2009) are currently under revision and it has been proposed that they be revised as the Professional Standards for Michigan Teachers.  

A pilot project is currently underway to use the ELSMT PSMT (Updated 11/2009) to develop a performance review rubric of the directed teaching experience as well as for observation and review of effective classroom teacher performance. This would assure more consistent assessment of teacher performance and instructional effectiveness.

The Superintendent of Public Instruction has established a Teacher Preparation Policy Study Group to research, and review Michigan’s teacher preparation program in light of best practices and how the state will assure that teachers are prepared to teach the new rigorous high school merit curriculum.  The Study Group will examined and make made recommendations on how to improve Michigan’s accountability for teacher preparation institutions with particular attention to the periodic review process, alignment of K-12 content standards and content expectations with preparation program standards as well as other policy issues around teacher testing and the Higher Education Act Title II reporting on program effectiveness. (Updated 11/2009)
ELEMENT 2:  Teacher Preparation Strategies

2.1 Work with the Legislature to identify funds to establish loan forgiveness programs that target hard to staff core academic content areas such as special education, bilingual education, and math and science.  The MDE currently uses the United States Department of Education’s (USDOE) formula for identifying teacher shortage areas for federal loan forgiveness programs.  These shortage areas are posted on the MDE website.

2.2 Expand the implementation of the Limited License to Instruct (LLI) alternative preparation project to more high priority and high poverty districts.  The MDE worked in collaboration with Wayne State University and Detroit Public Schools to train post-baccalaureate teacher candidates to work in DPS and reduce and eliminate their reliance on teachers hired under emergency permits. The LLI has been expanded to include Central Michigan University, Grand Valley State University, Ferris State University, and Saginaw Valley State University.

2.3 Annually report data on the MDE website on the “Teacher Preparation Institution Performance Score” (report card) that is required by Title II of the Higher Education Act that includes information on the institutions approved programs, Michigan Test for Teacher Certification (MTTC) test scores, program completion rates, and program satisfaction. Analyze the data to see if institutions are recruiting teachers to meet state needs.

2.4 The Superintendent of Public Instruction has established a “Teacher Preparation Policy Study Group to review and assess the current policies related to program/institution approval, periodic review, teacher testing and other issues identified by the group.  The MDE will implement recommendations on revising teacher preparation policies, and the periodic review of teacher preparation institutions from the Teacher Preparation Policy Study Group.

2.5 Revise the administrative rules governing teacher certification to align with the ELSMT PSMT (Updated 11/2009) that address issues of diversity, classroom management, and technology. 

2.6 Require that approval standards for teacher preparation programs are consistent with NCLB requirements and that they incorporate the concepts presented in the Grade Level Content Expectations and High School Course Content Expectations as instructional tools and resources to ensure that all students are instructed to the same high standard. 

2.7 Require teacher preparation programs to strengthen preparation in cultural competence in their programs to help new teachers understand and appreciate the students, families, and communities that they serve. Teacher preparation programs need to offer teacher candidates opportunities to gain experience in working with diverse populations of students.
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ELEMENT 3:  Out-of-Field Teaching


William Sanders has examined the link between teacher quality and student achievement in Tennessee and has attempted to separate teacher effects from racial and socioeconomic effects.  All children were found to make virtually identical gains or losses in a given year when assigned to teachers of equal quality.  This analysis was true regardless of race, family economic level, or parental support for learning.  Students assigned to high quality teachers consistently reached higher levels of achievement than students assigned to low quality teachers (Sanders & Horn, 1998).  A rigorous study in Dallas corroborates Sanders’ findings:  students assigned to high quality teachers for three consecutive years were found to have reading scores that were 35 percentile points above those assigned to ineffective teachers for three consecutive years (Haycock, 1998).  A similar study of math achievement found an even larger gap, 50% points at the end of three years (Haycock, 1998).  The impact of teacher quality is also evident in national comparisons as well.  Weglinsky (2000) found a strong relationship between teacher quality and grade 8 mathematics and science scores on the NAEP.

Michigan law requires teachers to be appropriately certificated for the grade level and subject area to which they are assigned to teach.  In some instances the qualifications of the teachers do not match their teaching assignments.  The MDE is now monitoring teacher assignments through the REP and districts are being notified of inappropriate teacher assignments and their obligations under the law.  Districts that fail to comply with this requirements can be assessed a state aid penalty and an administrator that knowingly employs or continues to employ an inappropriately certificated or non-certificated teacher can be held personally liable and fined up to $1,500 for each instance.  In order to discourage out-of-field teaching and teaching by non-certificated teachers the MDE has been reducing the number of emergency permits issued by 33% each year since 2001 as demonstrated by Table 7. Emergency permits will not be issued after 2006-07 in core subject areas as defined by NCLB (Updated 11/2009).

TABLE 7

Gradual Decrease in Emergency Permits Issued 
(Updated November 2009)
                                [image: image6.emf]0
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ELEMENT 3:  Out-of-Field Teaching Sub-Strategies

3.1 Continue to audit teacher qualifications by comparing the assignment reported in the REP with the teaching credential record in the L2K certification database and recommend state aid penalties when appropriate.

3.2 Expand the LLI project to high priority and high poverty, and high minority schools to work with teacher preparation institutions to offer alternative preparation programs in high needs areas.

3.3 Advocate partnerships with high priority districts and teacher preparation institutions, community colleges, career pathways, teacher associations, and Young Education Scholars (YES) to establish “grow your own” teacher programs and form future teacher associations to recruit college preparation students into teaching in subject areas and school districts where they are most needed.

3.4 The MDE has established the Michigan Educator Talent Bank (METB) which is an online teacher recruitment website (www.mi.gov/metb) that matches teacher applicants with school district openings.  Local districts can post job openings for free and review resumes posted on the site by subject area specialties.  Local districts that apply for full-year permit or emergency permit (will not be issued after 2006-07) approvals are required to use METB to recruit certified and Highly Qualified teachers to fill open positions.
3.5 Revise the administrative rules to require non-certificated teachers to hold at least a bachelor’s degree in the subject area content or pass the MTTC subject area test to demonstrate competency prior to the full-year permit approval and that they be enrolled in a teacher preparation program.  Under NCLB such teacher candidates would have three years to complete their teacher preparation program.  The rules have been revised and are expected to be ratified in October 2006.  Updated (11/2009):  The Michigan Administrative Rules Governing Teacher Certification have been revised to require non-certificated teachers to hold at least a bachelor’s degree in the subject area content or pass the MTTC subject area test to demonstrate competency prior to a Full-Year Permit approval and that they be enrolled in a teacher preparation program.  Under NCLB such teacher candidates would have three years to complete their teacher preparation program.  The revision of the rules also included language that minimized the use of Emergency Permits, only authorizing their use for non-core subject areas as defined by NCLB.  The rules were ratified in January 2007.  These revisions can be found at: http://www.state.mi.us/orr/emi/admincode.asp?AdminCode=Single&Admin_Num=39001101&Dpt=ED&RngHigh=

3.6 Widely distribute information on loan forgiveness programs and the various alternative preparation programs to reduce out-of-field teaching.  Information on loan forgiveness is posted on the MDE website.  The MDE staff has developed a searchable database of alternative preparation programs being offered by teacher preparation institutions.

3.7 Direct local districts that are below the 100% Highly Qualified teacher requirement to use a portion of their Title I and Title II funds to support their teachers in becoming Highly Qualified in their content. The Field Services staff are monitoring local district consolidated applications to assure that funds are being used to support teachers to meet the Highly Qualified requirements.
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ELEMENT 4:  Recruitment and Retention of Experienced Teachers


Because teaching is a profession that requires unending, multifaceted demands, teacher retention is an issue of concern—approximately one-quarter of all beginning teachers leave teaching within four years (Benner, 2000; Rowan et al, 2002).  Add to this issue that in the classrooms most beginning teachers will enter, at least 25% of students live in poverty and many of them lack basic food, shelter, and health care; from 10% to 20% have identified learning differences; 15% speak a language other than English as their primary language (many more in urban settings); and about 40% are members of racial/ethnic minority groups, many of them recent immigrants from countries with different educational systems and cultural traditions (Darling-Hammond, 2006).  These statistics speak to the need for a more culturally aware and broadly experienced classroom teacher.

While experienced highly effective teachers may be the ideal for staffing high-poverty, high-minority schools the reality is that these teachers, because of their bargaining agreements and seniority rights are not likely to choose these assignments.  Novice teachers, if given the right kind of support through quality induction and mentoring programs, can be highly effective in the hard-to-staff classroom. Induction and mentoring for new teachers will be needed.  New Teacher education relationships with schools will also be needed (Darling-Hammond & J. Bransford, 2005).  In order to provide teacher education programs that are responsive to all the high-needs of K-12 public schools, three elements are needed:  a) stronger and more effective teacher education programs that provide a cohesive integration between and among course work and clinical experiences; b) extensive and intensely supervised clinical work using pedagogies that link theory and practice; and c) closer relationships with schools that serve diverse learners (Darling-Hammond, 2006). High quality induction programs have been found to significantly decrease the turnover rates of new, inexperienced teachers.  Ingersoll found that while approximately 16% of teachers leave schools, the rate is nearly twice that in high need schools (Ingersoll, R., 2001).  Similar results were found by the Alliance for Excellent Education (2004), identifying the rate of attrition to be 50% higher in high poverty versus low poverty districts.  As teachers gain experience, their knowledge and skills as a teacher improve.  Where turnover is high students are continuously confronted with being taught by inexperienced teachers and therefore are less likely to succeed academically.  The research demonstrates that high quality mentoring and induction can reduce teacher turnover by as much as one-half (Alliance for Excellent Education, 2004).

ELEMENT 4:  Recruitment and Retention of Experienced Teachers Sub-Strategies

4.1 Continue to identify master teachers and train them as high priority coaches to mentor and work with their peers in failing schools.  The Office of School Improvement uses Title II funds to train the high priority coaches and districts are directed to use their Title II funds to provide professional development to their teachers.

4.2 Restructure teacher preparation programs to require field placements in diverse schools and communities and possible overseas study to gain a more global view of educational systems. 

4.3 Michigan’s Teacher Retirement Act has been amended to allow retired teachers to return and teach full-time in shortage areas without the earnings limitation cap.  Letters are mailed to all local districts regarding the shortage areas and the retirement act.  Information is available on the MDE website as well as the teacher retirement office website.  Updated (11/2009): http://www.michigan.gov/mde/0,1607,7-140-6530_5683_14795-158732--,00.html

4.4 Encourage high priority districts to recruit highly effective retired teachers to fill vacancies.

4.5 Monitor high priority schools to assure that they are providing quality mentoring and induction programs to novice teachers. Direct the use of some of the districts Title II funds to train mentors and use the ASSIST training and online professional development modules and resources.
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ELEMENT 5:  Professional Development

A team of Michigan educators has developed the Professional Learning Strategic Plan to guide the work of the Michigan Department of Education (MDE) from 2006-2010.  The primary goals of this plan are: 

· To support the State Board’s Strategic Goal: Attain substantial and meaningful improvement in academic achievement for all students/children with primary emphasis on high priority schools and students.

· To accomplish Objective #3 of the Michigan State Board of Education (SBE)/MDE’s Strategic Plan 2005-2010: Demonstrate that Michigan classrooms are staffed with Highly Qualified teachers and paraprofessionals under the direction of administrators who are committed to instructional excellence.
· To provide leadership and support for excellence and equity in education by identifying the structures and activities needed to support other State Board of Education’s vision, mission and goal.

The purpose of the plan is to create, support and sustain Michigan educators as they work to change the culture of teaching and learning in the classroom. It is proposed that this be accomplished through four broad outcomes.  

· Broad-based Understanding and Commitment to the SBE’s Vision & Standards of High Quality Professional Learning.

· Professional Learning Based on Data.

· A System That Supports and Implements Effective Professional Learning.
· Resources to Support and Provide Effective Professional Learning

Professional development targeted to the needs of teachers and building administrators has been shown to result in improved student achievement.  The researchers Darling-Hammond and McLaughlin (1995) found that effective professional development goes beyond the one-shot workshop and results in improving the teacher’s teaching skills.  These new skills lead to a change in the professional culture of the school with more emphasis on continuous improvement.

ELEMENT 5:  Professional Development Sub-Strategies

5.1 Continue to train high priority coaches.  

5.2 Target $400,000 of the Title II –A(3) competitive higher education grant funds for projects that provide quality professional development programs that are aligned with Michigan’s Professional Development Standards for teachers in high priority/high poverty schools and high needs content areas.  Also, allocate funds from grants for a comprehensive evaluation by an external evaluator to determine the effectiveness of professional development programs. Updated (11/2009):  MDE continues to administer the Title IIA(3) grant program for Improving Teacher Quality.  Funding is provided to partnerships which design professional development to enhance preparation of teachers in high-need content areas in high priority/high poverty LEAs.  At least $400,000 is designated to serve teachers of small or rural LEAs, as long as they meet the high poverty requirement.

5.3 Provide free online professional development modules for educators through the Michigan Virtual University’s (MVU) Learnport PD portal. The Michigan Legislature has allocated funding to MVU to develop 200 hours of free online professional development for teachers. Also, disseminate information on the USDOE’s Teacher-to-Teacher online resources.  Updated (11/2009): Michigan continues to provide free online professional development modules for educators through the Michigan Virtual University’s Learnport professional development portal.
5.4 Work with Learning Point Associates/Great Lakes East Comprehensive Center to implement the Professional Learning Strategic Plan including statewide implementation of an Individualized Professional Development Plan (IPDP) for teachers linked to data that show the areas of need.

5.5 Support National Board certification by providing stipends to pay up to one-half of the cost through $100,000 allocated by the legislature for this purpose. Also, widely disseminate information on National Board certification opportunities to teachers. Updated (11/2009):  MDE assisted with funding 166 candidates for the National Board for Professional Teaching Standards certification process during the 2008-2009 cycle.

5.6 Implement the MDE/ISD Partnership for the Delivery of Services as a state regional technical support system that provides targeted assistance to high priority schools and districts.

5.7 Implement the “Reach and Teach for Learning 2006” project.  Reach and Teach for Learning is a state-wide initiative to improve learning results for students that are hard for teachers to reach and hard for them to teach.  The year-long initiative is a collaborative effort of several state educational associations, teacher organizations, and the MDE.  The initial set of 17 school teams represent the middle level, high schools, public school academies and career technical centers.
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ELEMENT 6:  Specialized Knowledge and Skills


Perhaps one of the most disturbing statements that one can make to a professional educator is “Anyone can teach”.  Given the rise of alternative certification initiatives, often “preparation” is not stressed in these programs.  The emphasis is on a “quick fix” way to obtain a teaching certificate.  According to Linda Darling-Hammond (1998):

“Teachers must have a deep understanding of the subject matter content to be effective in teaching students.  The teacher needs to be able to
 connect ideas.  To do this the teacher must be able to employ a variety of strategies and continuously evaluate student understanding.  Teachers need to be presented with opportunities to hone their craft.”

The ELSMT PSMT establish the basic foundations for what Michigan teachers need to know and be able to do.  Updated (11/2009):  The Professional Standards for Michigan Teachers (PSMT) were adopted by the SBE in May 2008. These research-based standards provide a framework of rigorous subject matter knowledge from general and liberal education, relevant pedagogical knowledge for optimal student learning, achievement, and participation in a global society.   These standards cover instructional areas including the integration of technology in instruction, working with diverse learners, and classroom management.  Not only do teachers need those skills that are developed in their preparation programs, they also need on-going quality professional development to assure that students in our neediest schools have access to highly effective instruction.  Alternative certification programs must also include preparation in classroom management, use of effective instructional methods and strategies, working with diverse student populations, and instructional technology. The implementation of the various components of Michigan’s “Professional Learning Strategic Plan” will support the identification of quality professional learning for teachers and administrators.
ELEMENT 6:  Specialized Knowledge and Skills Sub-Strategies

6.1 Encourage field placements in a variety of settings to give teacher candidates exposure to working with diverse student populations including ethic diversity, and special needs students.

6.2 Develop a Performance-based assessment of practice teaching based on the ELSMT PSMT. (Updated 11/2009)
6.3 Revise the MTTC content tests on a regular basis to assure alignment with current content standards. Updated (11/2009):  OPPS is currently aligning the math portion of the MTTC Basic Skills to the Michigan Content Expectations for student graduation requirements.  This ensures that students graduating from Michigan high schools will be provided with a Basic Skills – mathematics assessment that is commensurate with their proficiency level.  Revision and alignment of the Elementary Education MTTC is currently underway to match the elementary education certification standards recently approved (January 2008).  OPPS is updating and revising the Early Childhood Education test based upon the early childhood standards and is in the process of implementing several foreign language tests, including Arabic (Modern Standard), Russian, and Latin
ELEMENT 7:  Working Conditions 

Understanding the impact that building culture and climate have on teacher retention is beginning to emerge as an important area of research.  Positive leadership at the building level that acknowledges and rewards effective teaching has been shown to increase teacher satisfaction and retention, which helps to lead to improvement in student achievement. Recently, the SBE adopted the Positive Behavior Support (PBS) policy for Michigan schools. The vision of the SBE is to create learning environments that prepare students to be successful in the 21st Century.  The elements of a school-wide positive behavior support system are essential prerequisites for creating schools that promote safe, orderly, and respectful learning environments.  PBS systems are proven to improve academic achievement, attendance, and graduation rates.

Positive behavior support is an application of a behaviorally-based system approach to enhance the capacity of schools, families, and communities to design effective environments that improve the fit or link between research-validated practices and the environments in which teaching and learning occurs.  Attention is focused on creating and sustaining school environments that improve lifestyle results (personal, health, social, family, work, recreation) for all children and youth by making problem behavior less effective, efficient and relevant, and desired behavior  more functional.  PBS aligns with many SBE current policies and initiatives, among them:  Universal Education, Keeping Kids in School, Anti-Bullying, and Michigan’s Integrated Behavior and Learning Support-Initiative (MiBLSi).

In addition to implementing the PBS the Mi-Plan assessment of school culture uses embedded surveys to measure achievement and perceptions.  A school can add its own cultural audit data to Mi-Plan’s bank of surveys as additional information to be analyzed when developing the school’s improvement plan.
ELEMENT 7:  Working Conditions Sub-Strategies

7.1 Strengthen leadership in low-performing schools.  Michigan’s Legislature recently passed legislation to reinstate administrator certification on a voluntary basis.  The MDE has developed administrator preparation standards for school principals that include standards for data-driven decision-making.

7.2 Support the Principal’s academy to train school leaders from low-performing schools.

7.3 Continue the per pupil foundation allowance that assures equitable funding distribution to all local districts.  Currently, the minimum per pupil allowance is $7,151 as of November 2009.  
7.4 Encourage local districts to explore and implement merit pay or pay-for-performance systems that award effective teachers for improving student achievement.

ELEMENT 8:  Policy Coherence


The following excerpts from the SBE/MDE Strategic Plan express our beliefs, vision, and mission with regard to education in Michigan:

BELIEFS

The State Board of Education and Michigan Department of Education believe that:

· All children can learn at high levels, and that

· A complete education helps all of our children become participating citizens who are creative, caring, and critical thinkers, and to accomplish this

· The State Board of Education and Michigan Department of Education must work in collaboration with the Governor, the Legislature, and the community of stakeholders to achieve the Vision.
VISION STATEMENT
The State Board of Education and Department of Education, with their partners, are the driving forces to create learning environments that prepare students to be successful in the 21st Century knowledge economy.
MISSION STATEMENT

Provide leadership and support for excellence and equity in education.

ELEMENT 8:  Policy Coherence Sub-Strategies

8.1 Use the implementation of the revised School Improvement Framework to align professional development with school needs based on data about student achievement and staff needs.

8.2 Redesign the License 2000 (L2K) teacher certification database to better interact with REP data to more effectively audit teacher qualifications.  Redesign of the L2K database is scheduled to begin Fall 2006.  Updated (11/2009): Michigan Legislature approved an increase in teacher certification fees effective January 1, 2008 in order to financially assist with the redesign of the current teacher certification database (License 2000/L2K).  This redesign will better interact with REP data so as to more effectively audit teacher qualifications.  The redesign of the L2K database is currently underway
8.3 Be proactive in pursuing legislation that will improve education for all students.

8.4 Use the Teacher Preparation Policy Study Group (TPPSG) report to identify and repair any policy discrepancies.

8.5 Continue to build and nurture partnerships like the National Governors Association (NGA) grant and the TPPSG that promote policy coherence and strategic alignment.

PRACTICAL IMPLEMENTATION STRATEGIES

The outcomes and strategies outlined above are very comprehensive in nature and many are more long-term and need to be phased in.  In order to implement these strategies many resources are needed.  The MDE is using some of its state level Title II funds to employ contractors to implement the Professional Learning Strategic Plan.  Learning Point Associates/Great Lakes East Comprehensive Assistance Center have provided additional consultative resources, technical support and funding for the development and implementation of the Individualized Professional Development Plan.  This development and implementation phase will occur during the 2007 fiscal year.

In addition, staff will take the following actions in the short-term to assure that the Teacher Equity Plan is successfully implemented:

The Office of Professional Preparation Services staff will work closely with the School Improvement Office to continue to identify high priority schools and schools not making AYP to determine whether they are meeting the 100% Highly Qualified teacher requirement and the equitable distribution of their teachers.

Conduct on-site monitoring visits and/or conference calls to districts that do not meet the requirement and require them to use a greater percentage of their Title I or Title II funds to assist teachers in becoming Highly Qualified by the end of the 2006-07 school year and inform them that the district will be assessed state penalties for failure to comply with Michigan law that requires teachers to be appropriately certificated for their grade level and subject area assignment. 

Work with the School Improvement Office and its Field Services staff to monitor and assure that districts/schools that must hire new or inexperienced teachers in schools that are identified with high poverty and high minority populations provide a quality mentoring and induction program for such teachers.  

Include Highly Qualified teacher status as part of the special education monitoring protocol.

Attached are the “MDE Timeline of NCLB Activities” and the “Corrective Action Plan” for accomplishing the various activities listed in the revised state plan.  These activities support or reinforce the MDE’s implementation of the various requirements of NCLB.
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Part 1- ENTER LEA LEVEL DATA FOR THE 2006-2007 SCHOOL YEAR:

Total Number of Core Academic Subject
Teachers in the District

Number _|Percentan: Comments

Number and Percentage of Core Academic
Subject Teachers Who Are NOT Highly
Qualified

Number  Percentap: Comments

Number and Percentage of Core Academic
Subject Classes Taught By Teachers Who
Are NOT Highly Qualified

Number  Percentag Comments
Number and Percentage of Core Academic

Subject Teachers Who Did NOT Receive
High-Quality Professional Development
During the Previous School Year

Add any other data, from the LEA/School District, that establishes needs related to ensuring that all core
academic subject area classes are taught by Highly Qualified Teachers.
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Part 2- CURRENT PRACTICE AS IDENTIFIED BY DISTRICT NEEDS ASSSESSMENT

Review the district's REP report regarding the number and percent of teachers who are and are not
Highly Qualified (HQ). Consider which core academic subjects and grade levels have teachers, if any, who
are not HQ. Use this information in responding to the questions below.

1. Describe how teachers are presently
being supported by the district in meeting
the NCLB HQ Teacher requirements.

2. What issues or conditions are preventing
the district from having 100% of the
teachers HQ?
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Part 3- DISTRICT ACTIONS TO ENSURE EQUITABLE DISTRIBUTION OF HIGHLY QUALIFIED

List and describe district actions to ensure that poor and minority students and those in schools identified
for improvement are not taught by inexperienced, unqualified, or out-of-field teachers at higher rates
than other students. Complete Resources column as appropriate. Refer to district report card data and

REP report to keep local needs in mind.

District Strategies

Person Responsible

Resources (Fund|

Source/$%$)

How Will Progress be
Monitored
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Part 4- DISTRICT ACTIONS TO ENSURE HIRING ONLY HIGHLY QUALIFIED TEACHERS:

Indicate the district procedures or actions for recruiting and hiring Highly Qualified teachers, ie. signing
bonuses. Complete the Resources column as appropriate. (Expand the table to include other actions, as
needed.)

District Strategies Person Responsible |Resources (Fund| Comments / Notes

Source/$%$)

*The district will retain documentation related to
announcing the position, effarts to recruit Highly
Qualified candidates for the position, applications
and resumes received, and notes from
interviewing and selecting the teacher for
employment

*The district will keep on fie @ mutually agreed
upon plan from the teacher to fulfil requirements
to achieve Highly Qualified status, using the
most expedient aption.

*The district will ensure that the teacher
receives support and assistance necessary to
achieve the Highly Qualified designation as
expediently as possible.

*These actions should be taken if a Highly Qualified teacher is unavailable and a non-Highly Qualified teacher is hired
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Part 5- DISTRICT ACTIONS TO RETAIN HIGHLY QUALIFIED TEACHERS:

List and describe district actions to retain Highly Qualified teachers. Complete Resources column as
appropriate. Refer to district report card data and REP report to keep local needs in mind.

District Strategies Person Responsible |Resources (Fund|How Will Progress be
Source/$$) Monitored
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LEA/DISTRICT NAME

Part 6- DISTRICT ASSURANCES RELATED TO HIGHLY QUALIFIED TEACHERS:

Place a check in front of each assurance to indicate that LEA administrators are aware of the compliance issue
and that the LEA is in full compliance. Please note that the LEA Superintendent’s signature is required at the
bottom of this document.

All teachers will be assigned to teach a grade level(s) and subject(s) for which the teacher holds proper Michigan certification
and for which the teacher has been deemed Highly Qualified

LEA has established procedures for developing individual teacher plans that provide clear and direct communication between the
LEA and individual teachers.

The LEA has incarporated Michigan's School Improvement Framework and will fully implement the procedures outlined in the
document.

The LEA will notify, annually at the beginning of the school year, parents of each student attending each school that receives
Title I, Part & funds that the parents may request and the LEA will provide in a timely manner, information regarding the
professional qualifications of the student’s teachers in accordance with Section 1111(h)(6)(4),

The LEA will ensure that each school that receives Title I, Part A funds provides to each parent timely notice that the student
has been assigned, o has been taught for four or more consecutive weeks by, 3 teacher who is not Highly Qualified. [See
Section 1111 (h)(6)(B)(i)] (NOTE: Letters must be sent when the student is assigned to a non-Highly Qualified teacher. If a
teacher change during the school year results in a student’s class being taught by 3 non-Highly Qualified teacher, parents of
each student in the class must be notified not later than the date by which students have been taught for four consecutive
weeks.)

The LEA has policies and procedures to prohibit use of Title 1, Part A funds to pay the salary of any paraprofessionals not meeting
NCLB requirements except under limited cases as described in Section 2141(c)(2).

The LEA has policies and procedures to prohibit the use of Title 11, Part A funds to pay the salary of any teacher who does not
meet the NCLB and state definitions of a Highly Qualified teacher.

“SUPERTTERDENTS WA

RITED “SUPERTTERDENT'S SGNATURE DATE




















Attachment 2
NCLB TIMELINE OF ACTIVITIES
	2001
	2002
	2003
	2004
	2005
	2006
	2007
	2008

	· SBE Task force on “Ensuring Excellent Educators”


	· NCLB Reauthorizes ESEA
	· Awareness TA Sessions for Administrators


	Grade level content expectations completed
	· Revise Teacher Admin. Rules
	· 96% HQ teachers in every classroom

· Revised State Plan

· Equity Plan


	· Monitoring district equitable distribution
	· 98% HQ teachers 

	· MTTC; Program approval standards; regional update meetings
	· MDE State Level Title II Planning Committee formed
	· Info Mtgs & TA for teachers
	· Title II 2/3 of Funds transferred to MVU


	· Implement  METB (Michigan Educator Talent Bank)
	· Created Teacher Quality Coordinator position within MDE
	· Begin development of Student Longitudinal Data System
	

	· Limited License to Instruct pilot project initiated
	· Referent group on Highly Qualified teachers organized & began meeting
	· SBE approved MI HQ  teacher Definition
	· MDE MOU w/ MVU to include online PD via Learn Port


	· GLCE Training


	· CEPI implemented  REP submission reports for districts to review (data quality)
	· MSU research project on teacher supply & demand
	

	
	· MDE receives Teacher Quality Enhancement Grant
	· PD standards approved and Training Provided
	· Targeted PD to high priority schools via Title II subpart 3A PD grant Program
	· ASSIST Training


	
	
	

	
	
	· Reading First Grants
	· PD standards implemented


	· Teacher Observation Performance Review Training
	·    Begin technical assistance for HQ (MiTAP)


	
	

	
	
	· Decrease Emergency Permits
	· CEPI adds HQ Field to REP


	· Begin monitoring district HQ data
	
	
	

	
	
	· Induction & Mentoring standards approved
	· Teacher-to-Teacher on demand PD website Available
	· $400,000 Title II, subpart 3A PD funds targeted for Small and rural Schools
	
	
	

	
	
	
	· Draft of SBE/ MDE Strategic Plan
	
	
	
	













Attachment 3
CORRECTIVE ACTIONS WORK PLAN
Date of Implementation
Activity



Lead Person

Outcome


Milestones
August 2006


CEP releases June 2006 REP

Flora L. Jenkins
REP report data





Report to OPPS.


OPPS


disaggregated by













district and HQT.

August-September 2006
OPPS identifies LEAs with

Flora L. Jenkins
Information shared w/





less than 100% HQT.


OPPS


Field Services and





Information disseminated 




Charter Schools Offices.





inside MDE.

September 2006

OPPS contacts identified LEAs
Frank Ciloski

Districts respond by





to request a current update on

OPPS


verifying teacher





teacher status.






status.

















Districts receive

















Report and respond

















back to MDE.

September-October 2006
OPPS revises data on HQT

Frank Ciloski

OPPS revises the data.





Statewide.



OPPS

















Data set is revised

















based on information

















received.





Field Services consultants

Margaret Madigan
Regional consultants





contact LEAs to verify

Field Services

contact LEAs with less





information and provide




with less than 100% HQT.





technical assistance.

Date of Implementation
Activity



Lead Person

Outcome


Milestones
October-November 2006
Field Services regional

Margaret Madigan
Identified LEAs submit a





consultants review consoli-

Field Services

corrective action plan.





dated applications of LEAs





with less than 100% HQT for





corrective action plan.





OPPS will conduct regional

Frank Ciloski

Regional meetings are

Regional meetings





meetings for identified LEAs

OPPS


conducted.


conducted to





to provide technical assistance.







provide technical

















assistance.





Districts/schools not at 100% 

Flora L. Jenkins
District plans are received





Required to submit an action 

OPPS


by MDE





plan to MDE



Margaret Madigan










Field Services





.

.

November 2006

Field Services regional 

Flora L. Jenkins
Corrective action plans
OPPS and FSU





consultants and OPPS staff

Margaret Madigan
are approved.


review corrective





will review corrective action

Field Services





action plans.





plans and direct use of Title II,





Part A funds as needed and





Verify implementation of plan.





OPPS staff present updated

Flora L. Jenkins
Presentation made to SBE





data on teacher quality to

OPPS


on teacher quality in





the SBE.






Michigan.

December 2006

CEPI releases December 2006
Flora L. Jenkins
REP report data disag-





REP Report to OPPS.


OPPS


gregated by district HQT.

Date of Implementation
Activity



Lead Person

Outcome


Milestones
January-February 2007
OPPS identifies LEAs with 

Flora L. Jenkins
Information shared with





less than 100% HQT.  Infor-

OPPS


Field Services and Charter





mation disseminated inside




Schools Office.





MDE.

February 2007


Begin Round 1 of MiTAP 

Flora L. Jenkins
Data quality & technical





visits to district/school

OPPS


assistance





OPPS collaborates with

Flora L. Jenkins
Each district is contacted





Field Services to provide

OPPS


to verify current status 
Significant drop in





technical assistance To districts
Margaret Madigan
HQT. 



districts/schools not





not yet at 100%  HQT.

FSU 






meeting goal.

March-June 2007

Regional consultants and OPPS
Flora L. Jenkins
MDE places high priority





will collaborate to continue to

OPPS 


on district’s HQT status.





monitor LEA progress in ensuring
Margaret Madigan






100% HQT by end of school year.
FSU

June 2007


CEPI releases June 2007 REP

Flora L. Jenkins
REP report data disag-





Report to MDE.


OPPS


gregated by district & HQT


July 2007


MDE identifies any district/

Flora L. Jenkins
MDE notifies districts of





school failing to meet 100%

OPPS


their status.





HQT.





Begin Round 2 of MiTAP 

Flora L. Jenkins
Data quality & technical





visits to districst/schools

OPPS


assistance

July 2007


Regional consultants and OPPS
Flora L. Jenkins
MDE withholds funds.





institute financial sanctions on
OPPS





districts failing to meet 100%

Margaret Madigan





HQT.




FSU

Date of Implementation
Activity



Lead Person

Outcome


Milestones
October 2007


Begin Round 3 of MiTAP 

Flora L. Jenkins
Data quality & technical






visits to districts/schools;

OPPS


assistance





some re-visits to those needing





additional technical assistance

March 2008


Begin Round 4 of MiTAP 

Flora L. Jenkins
Data quality & technical
Continuous improve-





visits to districts/schoosl

OPPS


assistance


ment of data quality

September 2008

Begin Round 5 of MiTAP 

Flora L. Jenkins
Data quality & technical





visits to districts/schools;

OPPS


assistance





completion of all district/school





visits, except new

March 2009


Begin Round 6 of MiTAP 

Flora L. Jenkins
Data quality & technical





visits to new district/school

OPPS


assistance





and re-visits to those needing





additional technical assistance

October 2009


Begin Round 7 of MiTAP 

Flora L. Jenkins
Data quality & technical





visits to new district/school

OPPS


assistance





and re-visits to those needing





additional technical assistance
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Outcome:  Develop the teacher data and reporting systems needed to identify and correct inequities in the distribution of quality teachers in high-poverty/high-minority schools vs. low-poverty/low-minority schools.





Outcome:  Build a pipeline of prospective teachers for high-poverty, low performing schools.





Outcome:  Reduce the incidence of out-of-field teaching in mathematics, science, social studies, and special education in high poverty, low-performing schools.    





Outcome:  Build a critical mass of qualified, experienced teachers willing to work in hard to-staff schools





Outcome:  Build a critical mass of qualified, experienced teachers willing to work in hard to-staff schools





Outcome:  Ensure that teachers have the specialized skills they need to be effective with the populations of students typically served in high-poverty, low-performing schools (including Native American students, English Language Learners, and other students at risk).





Outcome:  Improve the conditions of hard-to-staff schools that contribute to excessively high rates of teacher turnover.





Outcome:  Improve internal process or revise state policies that may inadvertently contribute to local staffing inequities.
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Distribution of Teacher Age
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Number of Continuous Years in the Same District





HIGHLIGHTS





The Michigan Department of Education’s “Teacher Certification Verification” website provides public access to the teaching qualification of Michigan teachers.  Local districts use this website to verify the certification status of teachers to assist in the appropriate assignment of teachers.   The Center for Educational Performance and Information has worked closely with MDE staff to establish a link between the REP data collection system and the License 2000 (L2K) teacher certification database system to conduct audits of teacher assignments against teacher qualifications.  Local districts are notified of identified discrepancies and directed to take corrective action. 





MDE continues to provide technical assistance through the MiTAP to schools/districts not reaching the 100% Highly Qualified teachers, in order to work one-on-one with district staff responsible for data input on the REP.  (Updated 11/2009)





HIGHLIGHTS





Updated (11/2009): MDE has revised the ELSMT, originally adopted by the SBE in August 1993.  The new Professional Standards for Michigan Teachers (PSMT) were adopted by the SBE in May 2008.  Upon entry into an approved teacher preparation program in Michigan, teacher candidates experience ongoing professional development.  These research-based standards provide a framework of rigorous subject matter knowledge from general and liberal education, relevant pedagogical knowledge for optimal student learning, achievement, and participation in a global society.  Information regarding these standards is available at:  http://www.michigan.gov/documents/mde/SBE_ approved_PSMT_May_13_2008+ coverpg_258601_7.doc





The State Board of Education approved the “Teacher Preparation Performance Score” in June 2006.  This rubric will assess the effectiveness of teacher preparation programs on criteria related to program approval, MTTC scores, program completion rates, program satisfaction, and recruitment of minority teachers and high needs content areas.  All data related to the performance score will be publicly shared via the MDE website.





The Teacher Preparation Policy Study Group established by the Superintendent will plays a major role in improving the process for approving and reviewing teacher preparation programs.  Study group members represent stakeholders from both private and public teacher preparation institutions, business and industry, the global community, teacher associations, and the colleges of arts and sciences. (Updated 11/2009)








HIGHLIGHTS





The “Administrative Rules Governing Teacher Certification” have been revised to reflect the many changes in state and federal legislation over the past five years.  It is expected that the rules will be approved by the Joint Committee on Rules by November 2006. (Updated 11/2009)





MDE continues to provide technical assistance through the MiTAP to schools/districts not reaching the 100% Highly Qualified teachers, in order to work one-on-one with district staff responsible for staffing and eliminate out-of-field placements.  (Updated 11/2009)





HIGHLIGHTS





The revised “Teacher Retirement Act” has been helpful in offering local districts the option of hiring retired, experienced and effective teachers without the constraint of an earnings limitation cap.  The Teacher Retirement Office and the MDE have posted information on their websites to inform teachers and schools of this option.





The MDE used its Teacher Quality Enhancement Grant funds to establish a collaborative partnership with Michigan State University, University of Michigan-Ann Arbor, Wayne State University, and professional association to develop the “Advocating Strong Standards-based Induction Support for Teachers (ASSIST) website modules and resources for educators.  MDE and MSU have conducted ASSIST training sessions throughout the state and more than 1,000 web-based tools are available for use by educators throughout the state.





HIGHLIGHTS





Reinstatement of the $100,000 to support National Board certification by the Legislature gives Michigan teachers an opportunity to further demonstrate their skills as highly qualified teachers.  These funds will be combined with federal stipends to pay 100% of the NB certification fee for approximately 80 teachers.


Reach and Teach for Learning is a state-wide initiative to improve learning results for students that are hard for teachers to reach and hard for them to teach.  The year-long initiative is a collaborative effort of several state educational associations, teacher organizations, and the MDE.  The initial set of 17 school teams represent the middle level, high schools, public school academies and career technical centers.


Implement the MDE/ISD Partnership for the Delivery of Services as a state regional technical support system that provides targeted assistance to high priority schools and districts. The MDE/ISD partnership is critical to successfully reaching the goal of 100% highly qualified teachers and improving instruction and student achievement.
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