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Mississippi
State Plan to Ensure Equitable Access to Excellent Educators

Section 1: Introduction

The Mississippi Department of Education (MDE) is pleased to submit to the U.S. Department of
Education the following plan that has been developed to address the long-term needs for
improving equitable access to great teachers in Mississippi.. This plan describes the steps that the
MDE will take to ensure that children from poor and minority backgrounds are not taught at
higher rates than other children by inexperienced, non-highly qualified, or emergency certified
educators teaching outside their areas of certification as is required in section 1111(b)(8)(C) of
the Elementary and Secondary Education Act of 1965. Although the MDE recognizes
importance of leadership in eliminating equity gaps, the proposed strategies are teacher focused
in this plan. The plan contains the following components:

1. A description of the steps the MDE took to consult with Local Educational Agencies
(LEAs), teachers, principals, pupil services personnel, administrators, staff, parents, and
other stakeholders in the development of the plan

2. Identification of equity gaps and an explanation of the calculations and process of
identification

3. An explanation of the likely cause(s) of the identified equity gaps

4. An explanation of the steps the MDE will take to eliminate the identified gaps

5. A description of the measures that the MDE will use to evaluate progress toward
eliminating the identified equity gaps for both poor students and minority students

6. A description of how the MDE will publicly report its progress

In developing this plan, the MDE sought the assistance of the Center on Great Teachers and
Leaders (GTL Center), the American Institutes for Research (formerly the Southeast
Comprehensive Center), and the Research and Curriculum Unit (RCU) at Mississippi State
University. To create this plan, a team of leaders at the MDE, led by the Executive Director of
the Office of Educator Quality, took the following steps:

1. Developed and began implementing a long-term strategy for engaging stakeholders in
ensuring equitable access to excellent educators.

2. Reviewed data provided by the US Department of Education and our own Office of
Technology and Strategic Services (OTSS) to identify equity gaps.

3. Analyzed data and with the input of stakeholder, conducted root-cause analyses to
identify the challenges that underlie our equity gaps to identify and target the proposed
strategies accordingly.

4. Set measurable targets and created a plan for measuring and reporting progress and
continuously improving this plan.
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Scan of State-Level Policies and Initiatives

The Mississippi State Board of Education (SBE) has as its vision “to create a world-class
education system that gives students the knowledge and skills that will allow them to be
successful in college and the workforce and flourish as parents and citizens,” with its mission
statement indicating that SBE is “to provide leadership through the development of policy and
accountability systems so that all students are prepared to compete in the global community.”
With this vision and mission in mind, SBE selected Dr. Tom Burnham as the State
Superintendent of Education in November 2009. In January 2010, Dr. Burnham began his tenure
as State Superintendent of Education, and his goal was to systemically attack all barriers that
impede success. for every student in the state. Dr. Carey Wright, named superintendent in
October 2013, continues that goal.

Further, Mississippi’s Governor Phil Bryant adopted Rising Together as his 2012 inaugural
theme. Through his inaugural address, he identified education as one of the four opportunities for
his work in Mississippi:

... And if we are to rise together, we must do so with the inherent characteristics of
Mississippi. We are a people of character who value hard work and treasure loyalty to our
families, state and country.... every Mississippian should have the opportunity to actually
learn from the best educational system we can offer...

For the first time in recent memory, policy makers across the state agree on the importance of
education and the need to support comprehensive reform efforts. The unification of the
legislative body, Governor’s office, and the heads of the education sectors has presented a unique
opportunity for Mississippi to work toward a common goal: Ensuring a bright future for every
child.

To accomplish this goal, the MDE identified and addressed barriers to learning across the state:

strong, consistent leadership at the district and building level;
college and career readiness;

sound literacy and numeracy for students by the end of third grade;
instructional quality for all students; and

safe and appropriate learning environments in all schools.

All of these barriers were focal points for the improvement strategies being implemented under
the State Superintendent of Education’s leadership. The educational leadership of decision
makers at the school and district level is crucial to overcoming these barriers. To that end, MDE
asked a variety of stakeholders, advocates, and educators to give input on these barriers and other
areas of education that needed to be addressed through the ESEA Flexibility Waiver Request (the
Request). Dr. Wright continues to address these issues through regular meetings with her
Superintendent’s Advisory Council, the SBE, and briefings with stakeholders around the state.
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Enhancing Quality Instruction through the Flexibility
Through the various areas of input and support, specific strategies emerged:

e Redesigning teacher and leader preparation programs and linking the redesign to the
evaluation of practitioners;

e Devoting appropriate resources to implementation of the Mississippi’s College and
Career Readiness Standards, assessments, and multiple opportunities for high school
completion;

e Identifying those schools with the greatest needs and then providing differentiated
interventions to meet those needs; and

Intentionally restructuring the services offered by the MDE to ensure that accountability and
improvement are at the forefront of expectations and to reduce duplication and redundancy.

Through the flexibility of the Request, the MDE will hold schools more accountable for
addressing learning gaps while providing high quality, differentiated, on-going interventions,
technical assistance, and support to ensure that practitioners have the knowledge and skills
needed to meet the needs of a growingly diverse student population. By increasing the focus on
quality instruction through the redesign of practitioner preparation and the evaluation of
implementation, while increasing content and performance standards to align with career and
college-ready standards, Mississippi will meet Governor Bryant’s education goal: every
Mississippian will have the opportunity to actually learn from the best educational system we can
offer. On March 31, 2015, the Mississippi Department of Education submitted a three-year
renewal request, revising Mississippi’s Elementary and Secondary Education Act (ESEA)
Flexibility Request.

Mississippi Critical Teacher Shortage Act of 1998

In accordance with the "Mississippi Critical Teacher Shortage Act of 1998", the purpose of
which is to attract qualified teachers to those geographical areas of the state and subject area
shortage school districts as designated by the State Board of Education, the criteria outlined
below shall be used to designate those areas.

1. Mississippi public school districts with 60 or more teaching positions having 10% or
more of their teaching staff who are not highly qualified shall be declared a geographic
shortage area. Non highly qualified teachers include teachers teaching out of field,
teachers teaching with no certificate, emergency licensed teachers and long term
substitutes.

2. Mississippi public school districts with less than 60 teaching positions having 15% or
more of their teaching staff who are not highly qualified shall be declared a geographic
shortage area.

3. Miississippi public school districts having 30% or more of their teaching staff with 25
or more years of experience shall be declared a geographic shortage area.
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4. Mississippi public school districts that were named as geographical shortage areas for
two or more years preceding enactment of this methodology shall continue to be
named as geographical shortage areas.

5. Additional Mississippi public school districts must meet at least two of the
aforementioned criteria (numbers 1 or 2 & 3) in order to be designated as a geographic
shortage area of the state.

When there is a shortage of funds, priority shall be given to school districts that meet at least
three of the aforementioned criteria in designating school districts as a Subject Area Shortage
District.

Chapter 159 - Mississippi Critical Teacher Shortage Act.

37-159-3 - Critical Needs Teacher Scholarship Program; eligibility; employment
requirements; liability for failure to complete studies; deposit of funds; annual report.

§ 37-159-3. Critical Needs Teacher Scholarship Program; eligibility; employment
requirements; liability for failure to complete studies; deposit of funds; annual report.

(1) There is established the "Critical Needs Teacher Scholarship Program," the purpose of which
is to attract qualified teachers to those geographical areas of the state and those subject areas of
the curriculum where there exists a critical shortage of teachers by awarding full scholarships to
persons declaring an intention to serve in the teaching field who actually render service to the
state while possessing an appropriate teaching license. .

(2) Any individual who is enrolled in or accepted for enrollment at a teacher education program
approved by the State Board of Education or other program at a baccalaureate degree-granting
institution of higher learning in the State of Mississippi and has a passing score on the Praxis |
Basic Skills Test who expresses in writing an intention to teach in a geographical area of the
state or a subject area of the public school curriculum in which there exists a critical shortage of
teachers, as designated by the State Board of Education, shall be eligible for a financial
scholarship to be applied toward the costs of the individual's college education. The annual
amount of the award shall be equal to the total cost for tuition, room and meals, books, materials
and fees at the college or university in which the student is enrolled, not to exceed an amount
equal to the highest total cost of tuition, room and meals, books, materials and fees assessed by a
state institution of higher learning during that school year. Awards made to nonresidents of the
state shall not include any amount assessed by the college or university for out-of-state tuition.

(3) Awards granted under the Critical Needs Teacher Scholarship Program shall be available to
both full-time and part-time students. Students enrolling on a full-time basis may receive a
maximum of two (2) annual awards. The maximum number of awards that may be made to
students attending school on a part-time basis, and the maximum time period for part-time
students to complete the number of academic hours necessary to obtain a baccalaureate degree in
education, shall be established by rules and regulations jointly promulgated by the Board of
Trustees of State Institutions of Higher Learning and the State Board of Education. Critical
Needs Teacher Scholarships shall not be based upon an applicant's eligibility for financial aid.
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(4) Awards granted under the Critical Needs Teacher Scholarship Program shall be made
available to nontraditional licensed teachers showing a documented need for student loan
repayment and employed in those school districts designated by the State Department of
Education as a geographical area of the state or in a subject area of the curriculum in which there
is a critical shortage of teachers. The maximum annual amount of this repayment should not
exceed Three thousand Dollars ($3,000.00) and the maximum time period for repayment shall be
no more than four (4) years.

§ 37-159-5. Reimbursement of relocation expenses; teachers moving to geographical areas
short of teachers; residency requirements.

The State Board of Education shall prescribe rules and regulations which, subject to available
appropriations, allow for reimbursement to the state licensed teachers, from both in-state and
out-of-state, who enter into a contract for employment in a school district situated within a
geographical area of the state where there exists a critical shortage of teachers, as designated by
the State Board of Education, for the expense of moving when the employment necessitates the
relocation of the teacher to a different geographical area than that in which the teacher resides
before entering into such contract. In order to be eligible for the reimbursement, the teacher must
apply to the local district and the district must obtain the prior approval from the department for
reimbursement before the relocation occurs. If the reimbursement is approved, the department
shall provide funds to the school district to reimburse the teacher an amount not to exceed One
Thousand Dollars ($1,000.00) for the documented actual expenses incurred in the course of
relocating, including the expense of any professional moving company or persons employed to
assist with the move, rented moving vehicles or equipment, mileage in the amount authorized for
state employees under Section 25-3-41 if the teacher used his personal vehicle or vehicles for the
move, meals and such other expenses associated with the relocation in accordance with the
department's established rules and regulations. No teacher may be reimbursed for moving
expenses under this section on more than one (1) occasion.

Nothing in this section shall be construed to require the actual residence to which the teacher
relocates to be within the boundaries of the school district which has executed a contract for
employment with the teacher or within the boundaries of the area designated by the State Board
of Education as the critical teacher shortage area in order for the teacher to be eligible for
reimbursement for his moving expenses. However, teachers must relocate within the boundaries
of the State of Mississippi.

§ 37-159-7. Reimbursement of interviewing expenses; teachers moving to geographical
areas short of teachers.

The school board of any school district situated within a geographical area of the state where
there exists a critical shortage of teachers, as designated by the State Board of Education, in its
discretion, may reimburse persons who interview for employment as a licensed teacher with the
district for the mileage and other actual expenses incurred in the course of travel to and from the
interview by such persons at the rate authorized for county and municipal employees under
Section 25-3-41. Any reimbursement by a school board under this section shall be paid from
non-minimum education program funds.
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§ 37-159-9. University Assisted Teacher Recruitment and Retention Grant Program;
geographical areas short of teachers; eligibility for participation; funding; reimbursement
of expenses; failure to comply with commitment.

(1) There is established the University Assisted Teacher Recruitment and Retention Grant
Program within the State Department of Education. The purposes of the program shall be to
attract additional qualified teachers to those geographical areas of the state where there exists a
critical shortage of teachers and to retain the qualified teachers already serving as licensed
teachers in geographical critical teacher shortage areas by making available scholarships to
persons working towards a Master of Education degree or an Educational Specialist degree at an
institution of higher learning whose teacher education program is approved by the State Board of
Education.

(2) Any institution of higher learning in the State of Mississippi which offers a Master of
Education degree or an Educational Specialist degree may apply to the department for
participation in the program. As part of the program, participating institutions shall collaborate
with the Mississippi Teacher Center to identify, recruit and place teacher education graduates,
from both within the state and out-of-state, in school districts situated within those areas of the
state where there exists a critical shortage of teachers, as designated by the State Board of
Education.

(3) The State Department of Education shall provide funds to participating institutions of higher
learning for the purpose of awarding scholarships to qualified persons pursuing a Master of
Education degree or an Educational Specialist degree at such institutions while rendering service
to the state as a licensed teacher in a school district in a geographical area of the state where
there exists a critical shortage of teachers, as approved by the State Board of Education. The
financial scholarship shall be applied to the total cost for tuition, books, materials and fees at the
institution in which the student is enrolled, not to exceed an amount equal to the highest total
cost of tuition, books, materials and fees assessed by a state institution of higher learning during
that school year. Teachers who relocate within Mississippi from out-of-state in order to
participate in the program shall be classified as residents of the state for tuition purposes.

(4) Students awarded financial scholarships under the University Assisted Teacher Recruitment
and Retention Grant Program may receive such awards for a maximum of four (4) school years;
however, the maximum number of awards which may be made shall not exceed the length of
time required to complete the number of academic hours necessary to obtain a Master of
Education degree or an Educational Specialist degree. Financial scholarships under the program
shall not be based upon an applicant's eligibility for financial aid.

(5) Persons relocating to a geographical area of the state where there exists a critical shortage of
teachers, as approved by the State Board of Education, to participate in the University Assisted
Teacher Recruitment and Retention Grant Program shall be eligible for reimbursement for their
moving expenses to the critical teacher shortage area from the State Board of Education. The
State Board of Education shall promulgate rules and regulations necessary for the administration
of the relocation expense reimbursement component of the University Assisted Teacher
Recruitment and Retention Grant Program.
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(6) Subject to the availability of funds, the State Board of Education may provide for
professional development and support services as may be necessary for the retention of teachers
participating in the program in those geographical areas of the state where there exists a critical
shortage of teachers.

§ 37-159-11. Mississippi Employer-Assisted Housing Teacher Program; service to
geographical areas short of teachers; eligibility for participation; failure to comply with
commitment.

(1) There is established the Mississippi Employer-Assisted Housing Teacher Program, which
shall be a special home loan program for eligible licensed teachers who render service to the
state in a geographical area of the state where there exists a critical shortage of teachers, as
designated by the State Board of Education. The home loan program shall be administered by the
State Department of Education in conjunction with the Federal National Mortgage Association
(Fannie Mae). The department may contract with one or more public or private entities to
provide assistance in implementing and administering the program. The State Board of
Education shall adopt rules and regulations regarding the implementation and administration of
the program.

(2) Participation in the loan program shall be available to any licensed teacher who renders
service in a geographical area of the state where there exists a critical shortage of teachers, as
designated by the State Board of Education. Any person who receives a loan under the program
shall be required to purchase a house and reside in a county in which the school district for which
the teacher is rendering service, or any portion of the school district, is located. The maximum
amount of a loan that may be made under the program to any person shall be Six Thousand
Dollars ($6,000.00).

(3) Any loan made under the program to a person who actually renders service as a teacher in a
geographical area of the state where there exists a critical shortage of teachers, as designated by
the State Board of Education, shall be converted to an interest-free grant on the basis of one (1)
year's service for one-third (1/3) of the amount of the loan. Any person who does not render
three (3) years' service as a teacher in a geographical area of the state where there exists a critical
shortage of teachers, as designated by the State Board of Education, shall be liable to the State
Department of Education for one-third (1/3) of the amount of the loan for each year that he does
not render such service, plus interest accruing at the current Stafford Loan rate at the time the
person discontinues his service. If a claim for repayment under this subsection is placed in the
hands of an attorney for collection, the obligor shall be liable for an additional amount equal to a
reasonable attorney's fee. .

(4) All funds received by the State Department of Education as repayment of loans by program
participants shall be deposited in the Mississippi Critical Teacher Shortage Fund.

Defining “Excellent” Educators
An excellent teacher is fully prepared to teach in his or her assigned content area, is able to

demonstrate strong instructional practices and significant contributions to growth in student
learning (Mississippi Teacher Evaluation System), and consistently demonstrates professionalism
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and a dedication to the profession both within and outside of the classroom (Mississippi
Educator Code of Ethics).

Mississippi Teacher. Evaluation System.

Mississippi is working diligently to improve student achievement and the quality of instruction
for all students. Study after study confirms that students who have high quality teachers show
significant and lasting achievement gains, while those with less effective teachers continue to fall
behind. MDE embraces the research and is dedicated to ensuring that each Mississippi child is
taught by an effective teacher.

To accomplish this goal, MDE commissioned the establishment of the Statewide Teacher
Evaluation Council (STEC) in June 2010. The purpose of the council was to seek broad
stakeholder input and guidance in the development of a rigorous, transparent and fair evaluation
system for teachers.

The STEC was comprised of a broad range of stakeholders, including teachers, administrators,
and representatives of teacher unions, community, and preparation programs, the
superintendents’ organization, and the Governor’s Office. The group felt that the primary
objective should be to improve the practice of teachers and administrators—and ultimately
increase student achievement. The group met on several occasions to develop Guiding Principles
that identified the characteristics of an effective educator evaluation system. They determined
that the new system should include the following components:

1. Drive growth in student achievement at the classroom, department, school, and district
levels.

2. Focus on effective teaching and learning based on national and state standards that
target high expectations and meet the diverse needs of every learner.

3. Use multiple rating tools to assess levels of productivity, including 1.) Measures of
teamwork and collaboration; 2.) Student assessment data including student growth; 3.)

School and classroom climate; 4.) Leadership.

4. Include comprehensive training on evaluation system components that provide fair,
transparent scoring mechanisms and produce inter-rater reliability.

5. Promote and guide individual and collaborative professional learning and growth based
on educator content knowledge and the use of research established best practices and
technology.

6. Provide appropriate data to differentiate compensation in a fair and equitable manner.

7. Differentiate the evaluation process based on the educator’s expertise and student
assessment results.
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8. Provide appropriate and timely feedback at multiple levels to detect individual and
systemic strengths and weaknesses.

In addition, STEC recommended that the educator evaluation system incorporate multiple rating
tools to assess the productivity and effectiveness of educator performance. These rating tools
should include the following components:

Student growth (value added)

Classroom and/or school observations

Positive student work habits

Achievement gap reduction

Participation in collaborative activities with peers

Individualized and personalized support for students

Peer evaluations

Usage of artifacts as objective evidence of meeting agreed upon goals

In collaboration with American Institutes for Research (AIR), a draft evaluation instrument was
created in spring 2011. The draft included twenty standards within five domains (Planning,
Assessment, Instruction, Learning Environment, and Professional Responsibilities). These
domains are consistent with national standards and practice and are identified as being of
primary importance for Mississippi’s teachers. Detailed descriptors for each standard at each
performance level were created using numerous resources including the Danielson Framework
and National Board and Interstate New Teacher Assessment and Support Consortium (INTASC)
standards. The instrument was named the Mississippi Statewide Teacher Appraisal Rubric (M-
STAR). Four teacher performance levels were determined: Distinguished, Effective, Emerging,
and Unsatisfactory.

To ensure that the teacher appraisal framework captured and reflected teacher practice, a core
group of external expert practitioners reviewed the draft and offered suggestions for
improvement. In addition, a larger group of expert practitioners from Mississippi provided
feedback on the Framework. In September 2011, AIR convened a panel of subject matter experts
to participate in a validation process for the new performance standards, rubric and evaluation
guidelines. The training helped to ensure that the standards and guidelines (1) measured a
representative sample of teacher behaviors and (2) used sensible methods for assessing these
behaviors. The Framework was posted for public comments, and in November 2011, SBE
approved the instrument for use in ten pilot schools. Evaluators and master teachers received
training in January 2012 to ensure understanding of the purpose and use of the instrument and to
produce inter-rater reliability.

Ensuring Continuous Feedback

MDE elicited feedback from more than 2,000 teachers (including teachers of students with
disabilities and English language learners), principals, professional association members, college
deans and professors, and other stakeholders to ensure that feedback was incorporated in the
development and implementation of M-STAR. In addition to the creation of STEC, MDE
convened 20 focus group meetings, comprised of elementary and secondary teachers and
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principals) across the state. In addition, MDE hosted two The Other 69% meetings (one of which
was limited to special education teachers only) to provide opportunities for non-tested area
teachers to weigh in on the best methods to capture student growth in non-tested areas. To ensure
continuous feedback, MDE asked each district to designate an M-STAR contact person. MDE
hosted statewide focus groups during the pilot year to assess progress, monitor concerns, and
gain valuable feedback. The state presently has a data-management system, the Mississippi
Student Information System (MSIS) database, linked to individual schools, districts, and data
such as student demographics, attendance, discipline records, personnel demographics, degrees,
salaries, and schedules. In addition, the Mississippi Achievement and Accountability Reporting
System (MAARS) assessment information component contains links to all documents relating to
the Statewide

Assessment System, including disaggregated subgroup data and participation statistics. Student
information on the MAARS system is also maintained by student identification number, which
can then be compiled at the teacher level using the interface with MSIS. Appropriate
confidentiality protocols are maintained for all aspects of data.

Measuring Teacher Effectiveness

The specific measures to determine teacher effectiveness can be grouped into the following
distinct areas with the weighting of each area as indicated:

Measure of
Effectiveness Description Weighting
Standards Actions of teachers as identified within the 5 domains  [50%
[Based and 20 standards previously developed.
Teacher These actions may be evidenced by observations,
Actions artifacts, or other elements subsequently identified.

Student Learning [Student growth will be determined based on student 50%
Outcomes growth measures. Individual growth for

4th through 8th grade English language arts and
mathematics teachers with two consecutive years

of statewide assessment data will be measured by student
growth percentiles, while other teachers will use Student
[earning Objectives for individual growth. All teacher
measures will also incorporate the school wide growth
measure approved by the State Board of Education for
use in the Mississippi Statewide Accountability System.

Teacher effectiveness as determined by student growth will be identified using student growth
percentiles for teachers in 4th through 8th grade English language arts and mathematics with two
consecutive years of statewide assessment data. Scoring will be based on a graduated scale over
the range of student growth percentiles assigned to a specific score on statewide assessments. For
teachers in non-tested grades and subject areas and for school principals, student growth will be
determined by the same school-wide growth measure approved by the State Board of Education
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for use in the Mississippi Statewide Accountability System. The development of valid and
reliable Student Learning Objectives (SLOs) for non-tested teachers will require additional time,
funding and resources. After sufficient time for developing valid, reliable measures, student
learning objectives will be incorporated.

Mississippi Principal Evaluation System

Over the last two decades, Mississippi has invested considerable energy and resources in
strengthening school leadership. The purpose of this investment has been to improve schools and
increase the achievement of students. The work began in 1994 with a report sponsored by the
Department of Education entitled Improving the Preparation of Mississippi School Leaders.
Based on the recommendations in that report, considerable work has been undertaken in the
legislature and the Department of Education to craft designs and strategies to improve the quality
of school leadership throughout the state. In 2008, the Mississippi Blue Ribbon Commission for
the Redesign of Administrator Preparation added new insights for continuing the essential work.

Across this time, a consensus position has emerged that improvement in school leadership will
occur only if a broad set of strategies are employed. That is, no matter how well done, no single
line of work can be successful by itself. Thus, improvement efforts in Mississippi have been
broad based and tightly aligned. New standards capturing best practice and research about
effective leadership have been developed and have become the focus for all efforts to strengthen
leadership throughout the state. Major changes have been made in the ways that school
administrators are prepared to lead schools and districts. Certification of new leaders has been
strengthened through the adoption of the Interstate School Leaders Licensure Assessment.
Considerable investments have also been made to improve the quality of the continuing
education school leaders receive once they are on the job.

Over the last few years, it has become increasingly clear that additional gains in leadership
quality can be garnered if more attention is given to the evaluation of school administrators.
Research throughout the nation has shown that evaluation can be an especially powerful leverage
point for improving leadership. Research has also revealed that, in general, this reform area has
not received nearly the attention as have other design elements, such as preparation programs
and continuing education. In addition, studies consistently document that leader evaluation
across the nation leaves a good deal to be desired. Evaluations of school leaders are often not
focused on the “right things.” That is, they do not underscore the actions of principals that are
linked to student academic and social learning. The processes employed in principal evaluations
are often less than robust, perfunctory in many cases, and evaluation results often lay fallow.
These systems do not direct work to the betterment of those being evaluated nor to the
improvement of the schools that they lead. To address the need, MDE is developing new
evaluation systems for school leaders, beginning with school-based administrators.

Guiding Principles of the Evaluation System
The Mississippi Principal Evaluation System (MPES) adheres to well-established principles of

effective personnel assessments. For example, MPES relies on multiple sources of data, not a
single measure. It also is tightly linked to the Mississippi Standards for School Leaders. These
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guiding principles give meaning to the evaluation system. The principles that animate the system
can be clustered into three categories, as noted below: foundational principles, process
principles, and outcome principles.

Foundational Principles

e focused on strong instructional leadership

e grounded on the Mississippi Standards for School Leaders, which are aligned to the
Interstate School Leaders Licensure Consortium (ISLLC) Standards

Process Principles

evidence based

set benchmarks agreed upon in advance

transparent

fostered culture of collaboration between the principal and the supervisor
valid and reliable

comprehensive but not overly complex

both formative and summative

multiple measures, including student achievement
viewpoints of multiple constituents

well-defined timelines

ongoing feedback to the principal

site specific, connected to the needs of the specific school
flexible enough to allow for adjustments

Outcome Principles

promote school improvement

enhance academic and social learning of students
motivate principals to improve

promote targeted professional growth opportunities
result in meaningful consequences

The four pillars for the process are 1) student achievement/growth, 2) a 360-degree evaluation
process, including teachers, peers, supervisors, etc., 3) professional growth, and 4) reaching
jointly set goals.

Mississippi piloted the MPES in 2012-2013 and used the feedback from participating districts in
the refinement of the MPES for full implementation in 2013-2014. Training occurred during
June and July of 2013. The MPES Advisory Board was established, with membership consisting
of educators in Mississippi serving in various administrative roles including that of
superintendent, conservator, principal, assistant principal, alternative school principal, Career
and Technical Education (CTE) director, and deputy superintendent. A representative from the
Institutions of Higher Learning (IHL) is included on the Advisory Board, as are representatives
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from the Southeast Comprehensive Center (SECC) at SEDL, an affiliate of the American
Institutes for Research, and the Research and Curriculum Unit at Mississippi State University.

Meeting at least quarterly, the MPES Advisory Board provides input and feedback regarding all
aspects of MPES. Focus groups were held in the spring of 2014 to garner feedback regarding
MPES and training for MPES. Focus groups also were held in the summer of 2014 due to an
identified need to tailor the MPES to meet the needs of principals of alternative schools. The
MPES process was refined due to input and feedback from stakeholders statewide, and training
regarding the revised MPES was held in the summer and fall of 2014. Online webinars for all
components of the MPES were recorded and made available on the Mississippi Department of
Education’s (MDE) website. In the fall of 2014, a survey was conducted by SEDL on behalf of
the MDE regarding the 2013-2014 MPES implementation and training; this survey provided
MDE educator evaluation staff with valuable information from stakeholders “in the field.”

MDE educator evaluation staff will continue to seek feedback/input via focus groups and surveys
as well as from training evaluation forms to ensure that LEAs are receiving the training that they
need regarding the MPES. As data are gathered regarding the MPES, MDE educator evaluation
staff will address identified issues and assist districts with implementation issues, providing
essential training when compliance i1ssues are discovered.

Proposed changes to the MPES include a shift in the timeline (i.e., due dates) of MPES actions
and refinements of specific elements within certain components — not to the components
themselves or their contributions to the overall MPES score. These proposed timeline changes
were based upon feedback received from stakeholders during the pilot year and the first full
implementation year as well as research regarding the design of meaningful principal evaluation
systems. The desired outcomes include increased student achievement and growth and
professional growth of school leaders.

Mississippi Educator Code of Ethics

The Mississippi Educator Code of Ethics are 10 standards of conduct that shall apply to all
persons licensed according to the rules established by the Mississippi State Board of Education
and protects the health, safety and general welfare of students and educators. An overview of the
standards follows:

e Standard 1: Professional Conduct
An educator should demonstrate conduct that follows generally recognized professional
standards.

e Standard 2: Trustworthiness
An educator should exemplify honesty and integrity in the course of professional practice
and does not knowingly engage in deceptive practices regarding official policies of the
school district or educational institution.

e Standard 3: Unlawful Acts
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An educator shall abide by federal, state, and local laws and statutes and local school
board policies.

e Standard 4: Educator/Student Relationships
An educator should always maintain a professional relationship with all students, both in
and outside the classroom.

e Standard 5: Educator/Collegial Relationships
An educator should always maintain a professional relationship with colleagues, both in
and outside the classroom.

e Standard 6: Alcohol, Drug and Tobacco Use or Possession
An educator should refrain from the use of alcohol and/or tobacco during the course of
professional practice and should never use illegal or unauthorized drugs.

e Standard 7: Public Funds and Property
An educator shall not knowingly misappropriate, divert, or use funds, personnel,
property, or equipment committed to his or her charge for personal gain or advantage.

e Standard 8: Remunerative Conduct
An educator should maintain integrity with students, colleagues, parents, patrons, or
businesses when accepting gifts, gratuities, favors, and additional compensation.

e Standard 9: Maintenance of Confidentiality
An educator shall comply with state and federal laws and local school board policies
relating to confidentiality of student and personnel records, standardized test material,
and other information covered by confidentiality agreements.

e Standard 10: Breach of Contract or Abandonment of Employment
An educator should fulfill all of the terms and obligations detailed in the contract with the
local school board or educational agency for the duration of the contract.

Any educator or administrator license may be revoked or suspended for engaging in unethical
conduct relating to an educator/student relationship (Standard 4). Superintendents shall report to
the Mississippi Department of Education license holders who engage in unethical conduct
relating to an educator/student relationship (Standard 4).
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Section 2: Stakeholder Engagement

Mississippi believes that the success of a state plan for equitable access to excellent educators
will depend in large part on the long-term involvement and ownership of other stakeholders,
including parents and other community members, teachers and other school employees, teacher
organizations, teachers and leaders from higher education, school boards, civil rights and other
community groups, religious organizations, and the business community. The MDE has involved
stakeholders throughout the development of this plan and will continue to do so during
implementation.

To encourage meaningful input from a variety of stakeholder groups, the Mississippi Department
of Education (MDE) hosted a Mississippi Equitable Access Stakeholder Engagement Meeting on
May 4, 2015. During this meeting, stakeholders worked to complete root cause analyses of the
equity gaps in our state and developed suggested strategies to eliminate the identified equity

gaps.

The MDE believes that all students should be prepared to compete in the global community. In
an effort to engage a broad, diverse group, approximately 500 stakeholders (Appendix B) across
the state were invited to attend. Approximately 130 statewide stakeholders actually attended the
meeting (Appendix C). There were 5 business leaders, 12 community organizations leaders, 12
higher education and educator preparation program leaders, 15 parent and student advocates, 62
educators, 12 local stakeholders, and 11 state policymakers who were represented.

Identifying Root Causes

Stakeholders who participated in the Stakeholder Engagement meeting (Appendix A) were
provided with school district data representing the demographics of the districts in Mississippi.
Additional data provided reflected the areas of the state where the largest equity gaps exist based
on the percent of teachers who are not highly qualified and students in poverty. Using the data
the participants were led through a root cause analysis to determine the possible causes for the
equity gaps in the various areas of the state. Through this process, Mississippi identified six
equity gaps. Each gap was assigned to each stakeholder breakout group for further discussion. In
an effort to ensure equity and diversity within each group, representatives from each stakeholder
group. were strategically preassigned (Appendix D). . Our goal was to have at least one
representative from a geographical shortage area in every group, at least one representative from
every stakeholder group, and no two representatives from the same organization/school district
in the same group. Each break-out group consisted of stakeholders, a note taker from the RCU, a
facilitator from the GTL Center, and an MDE staff member. During the meeting, the ideas and
input shared by the stakeholders were collected and synthesized using the GTL Center’s note-
taking template in Resource 5: Incorporating Stakeholder Feedback — Discussion Planning,
Recording, and Summary Forms. After the meeting, the stakeholder feedback was reviewed,
discussed, and incorporated in the plan by its authors.

As we continue to collaborate and strengthen our partnerships with Mississippi school districts,

community leaders, and advocates, we will maintain our focus on working towards viable
solutions for closing each equity gap.
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We are soliciting public input and providing updates through the MDE website. As a result of
participating in the stakeholder engagement meeting, each stakeholder will receive a copy of the
state’s draft plan. This will provide an opportunity for individuals to share their ideas and
feedback regarding the root causes and strategies associated with each equity gap. The plan and a
feedback form will also be available on the MDE website and will be updated as we continue to
review data that reveal where the gaps exist and our progress toward closing those gaps.
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Section 3: Equity Gap Exploration and Analysis

To ensure that our equitable access work is data-driven we have relied on multiple data sources
that we intend to improve upon over time. As we have worked with our stakeholder groups, their
perspectives have shed greater light on the data and helped us gain a better understanding of the
root causes for our equity gaps and our strategies, including unintended consequences or likely
implementation challenges for certain strategies.

The MDE recognizes that ensuring that every teacher is “highly qualified”, though necessary, is
not a strong indicator of effectiveness. We still have a work to do to ensure that every student in
our state has equitable access to “excellent” educators. Data from the Mississippi Student
Information System (MSIS) indicate that schools with high concentrations of minority students
and students from low-income families have significantly higher teacher turnover (and, relatedly,
inexperienced teachers) than schools with low concentrations of those students. When our
Educator Effectiveness Evaluation System is fully operational in 2016-2017, we will be able to
analyze and may identify similar gaps in teacher effectiveness. Our State Plan to Ensure
Equitable Access to Excellent Educators provides a comprehensive strategy for state and local
action to eliminate these gaps.

Definitions and Metrics

Our 2006 educator equity plan focused primarily on highly qualified teacher status. In contrast,
the current plan focuses instead on ensuring that all classrooms are taught by “excellent”
teachers. The MDE recognizes the importance of the “excellent” leaders. However, in the plan,
we are focusing on ensuring that all students are taught by “excellent” teachers. Recognizing
that there are multiple important dimensions of educator effectiveness (e.g., qualifications,
expertise, performance, and effectiveness in improving student academic achievement and
social-emotional wellbeing), Mississippi has defined excellent educators as follows:

An excellent teacher is fully prepared to teach in his or her assigned content area, is able to
demonstrate strong instructional practices and significant contributions to growth in student
learning (Mississippi Teacher Evaluation System), and consistently demonstrates
professionalism and a dedication to the profession both within and outside of the classroom
(Mississippi Educator Code of Ethics).

Because of the challenges associated with accurately and consistently capturing these qualities
statewide, in selecting metrics to capture educator effectiveness MDE has elected to err on
comprehensiveness over simplicity. Rather than select a single metric, we will consider equitable
access in terms of the following characteristics of teachers and leaders as well as their teaching
and learning conditions:

Teacher Evaluation System Ratings. These ratings capture most of the qualities noted above
for effective educators. We will report both on educators rated ineffective and emerging as well
as educators rated effective and distinguished in order to tell a complete story about access to
excellent teachers and leaders in our state. Our approach is to complete a validation process with
an external organization to conduct an empirical study of fidelity of implementation, fairness and
accuracy, and cost efficiency. As a complement, we will meet with stakeholders to assess their
level of trust and satisfaction with the system and then use that feedback to continue to modify
and tweak the system. When we ascertain that the evidence suggests the evaluation system is
accurate, we will transition to using that data for the MDE equitable access planning.
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Inexperienced Teachers. The prevalence of teachers with 0-3 years of experience will serve as
an indicator of equitable access.

Emergency Licensed Teacher. A teacher who obtained a license by request of a local school
district who has not completed the minim teacher certification requirements and who has not
received formal training in education in an effort to fill a teaching vacancy that cannot otherwise
be filled with a certified teacher. This teacher is considered non-highly qualified.

Non-Highly Qualified Teacher. Licensed teacher currently assigned to teach a subject and/or
grade for which the teacher received no formal training or has not met the minimum certification
requirements to teach. In this plan, teachers with an out-of-field licenses, emergency licenses, no
licenses, or expert citizens’ licenses are considered non-highly qualified.

Highly Qualified Teacher. In general, a "highly qualified teacher" is one who is: (1) fully
certified or licensed by the State, (2) holds at least a bachelor’s degree from a four-year
institution, and (3) demonstrates competence in each core academic subject area in which the
teacher teaches. Teachers participating in alternative route programs that meet basic conditions
may be considered fully certified for purposes of this highly qualified teacher requirement for up
to three years provided they are making satisfactory progress toward completing their program
[34 CFR 200.56(a)(2)].

High Minority and Low Minority. "Minority" is defined for purposes of this plan as all
students who are American Indian/Alaska Native, Asian, Black, Native Hawaiian/Pacific
Islander, Hispanic, or Two or More Races. The highest minority schools are those in the highest
quartile in a State. In Mississippi, the schools in the highest minority quartile have more than 95
percent minority students. The lowest minority schools are those in the lowest quartile in a State;
in Mississippi, these schools have less than 29 percent minority students.

High Poverty and Low Poverty. “Poverty" is defined using the percentage of students who are
eligible for free or reduced-price lunch. The highest poverty schools are those in the highest
quartile in a State. In Mississippi, the schools in the highest poverty quartile have more than 94
percent of students eligible for free or reduced-price lunch. The lowest poverty schools are those
in the lowest poverty quartile in a State; in Mississippi, these schools have less than 63 percent of
students eligible for free or reduced-price lunch.

The MDE recognizes that teacher and leader effectiveness for students who are English language
learners, homeless or in foster care, in isolated rural schools, tribal areas, or in the migrant
agricultural stream (to name a few) is critically important. We believe that the action steps laid
out in this plan will benefit all students—not just the ones specifically focused on as part of the
plan.

Exploration of the Data

Data Sources. For this analysis, we used the Equity Data report (Appendix E) that was compiled
by our Office of Technology and Strategic Services (OTSS). Data prior to the 2014-2015 school
year was not available. We conducted several preliminary analyses of the data. To start, we
looked at equity gaps by district for low-income students and minority students. Next, we
focused on the two statutory teacher metrics (years of experience and inappropriately licensed)
across all districts in the state.

Overview of 2014-2015 Mississippi Data
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e High poverty and minority students are disproportionately located in the lowest performing
schools, which have half as many highly effective and 1.5 times as many ineffective teachers
as high-performing schools.

e 7.65 percent of teachers do not have previous teaching experience.
e 25.43 percent of teachers have between 0 and 3 years of experience.

e Of the 55 school districts with 90 percent or more students receiving free or reduced-price
lunch, 47 districts exceed the state average of new or inexperienced teachers.

e 9.84 percent of teachers have 25 or more years of experience.

Students in high minority and high poverty districts are
disproportionately taught by inexperenced teachers
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Chart 1.

In our analysis of all districts in the state, teachers in the state with 0-3 years of experience
accounted for 26% of all teachers in the 2014-2015 school year. However, districts with the
highest minority and poverty student populations, both had inexperienced teacher populations
that were > 37%. However, districts with the lowest minority and poverty student populations
had inexperienced teacher populations that were 15%. This data shows that district with high
minority and high poverty student populations are disproportionately taught by inexperienced
teachers.
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Students in high minority and high poverty districts are
disproportionately taught by teachers who are not highly
qualified
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An analysis of all districts in the state reveal that approximately 10% of teachers were
inappropriately licensed in the 2014-2015 school year. Approximately > 15% of the teaching
population in high minority and high poverty districts were not highly qualified, compared only
to 6% of the teacher population in low minority and low poverty school districts. This data
illustrates that high minority and high poverty students are disproportionately taught by teachers
who are not highly qualified.

Chart 2

Equity Gaps

During our stakeholder engagement meeting, we discussed six equity gaps. However, after
reviewing the notes from our stakeholder engagement meeting, we noticed overlaps within the
gaps. These overlaps lead us to combine the equity gaps, reducing the number to four. The
following equity gaps resulted from our data analysis (as are illustrated in Charts 1 and 2):

1. Students in high minority schools are disproportionally taught by inexperienced teachers (0-3
years of experience) in comparison to schools with lower proportions of minority students.
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2. Students in high minority schools are disproportionally taught by a higher number of non-
highly qualified teachers (e.g., out of field, on emergency license, no license, expert citizen
license) in comparison to schools with lower proportions of minority students.

3. Students in high poverty schools are disproportionally taught by inexperienced teachers (0-3
years of experience) in comparison to schools with lower proportions of poor students.

4. Students in high poverty schools are disproportionally taught by a higher number of non-
highly qualified teachers (e.g., out of field, on emergency license, no license, expert citizen’s
license) in comparison to schools with lower proportions of poor students.

Our data analyses revealed that 10 school districts had the most prevalent equity gaps in the
state. Though the strategies will benefit all districts in our state, we have elected to focus on the
following 10 districts with the most prevalent equity gaps:

Focus School Districts

Benton County School District
Coahoma Agricultural High School
Coahoma County School District
Hazlehurst City School District
Holly Springs School District
Holmes County School District
Leflore County School District
Quitman County School District
9. West Tallahatchie School District
10. Yazoo City School District
Table 1
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The MDE will initially partner with the 10 focus districts to implement the proposed strategies.
Eventually, we will work to collaborate with all Geographic Shortage Areas to implement the
proposed strategies. All 10 of the focus districts are also on the list of districts to be designated
as Geographic Shortage Areas pending State Board approval (Appendix F). In accordance with
the "Mississippi Critical Teacher Shortage Act of 1998", the purpose of which is to attract
qualified teachers to those geographical areas of the state and subject area shortage school
districts as designated by the State Board of Education, the criteria outlined below shall be used
to designate those areas.

1. Mississippi public school districts with 60 or more teaching positions having 10% or more of
their teaching staff who are not highly qualified in the grade or subject area he or she is
teaching shall be declared a geographic shortage area. Non-highly qualified teachers shall
include teachers teaching out of field, teachers teaching with no certificate, and long term
substitutes.
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2. Miississippi public school districts with less than 60 teaching positions having 15% or more
of their teaching staff are non-highly qualified shall be declared a geographic shortage area.

3. Mississippi public school districts having 30% or more of their teaching staff with 25 or
more years of experience shall be declared a geographic shortage area.

4. Mississippi public school districts that were named as geographical shortage areas for two or
more years preceding enactment of this methodology shall continue to be named as
geographical shortage areas.

5. Additional Mississippi public school districts must meet at least two of the aforementioned
criteria (numbers 1 or 2 & 3) in order to be designated as a geographic shortage area of the
state.

All of resources developed in support of the key strategies will be available to all school districts.
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Section 4: Strategies for Eliminating Equity Gaps
Theory of Action

If the MDE collaborates with school districts to develop and implement comprehensive educator
recruitment and retention programs that are supported at the state-level, and

If the MDE provides school districts with a research-based Cultural Competence Training Guide
that is implemented effectively and includes state-level technical assistance; and

If the MDE provides school districts with teacher enhancement and support strategies that are
supported at the state-level;

Then Mississippi school districts will decrease the rate at which high poverty and minority
students are taught by inexperienced and inappropriately licensed teachers, increasing equitable
access for all students.

.Key. Strategies

To achieve our state’s teacher equity objectives the MDE intends to initially pursue three key
strategies that correspond to the root causes:

1. Attract, Recruit, and Retain
2. Cultural Competence
3. Teacher Enhancement and Support

These strategies were identified through a root-cause analysis that was conducted externally with
the stakeholder groups. We recognize that because of the complexity of our equity gaps, the
strategies and other actions described in our plan will not always be enough. Therefore, the
effectiveness of the strategies will continuously be reevaluated based on the performance metrics
and ongoing stakeholder feedback. The MDE will assess all such performance metrics
separately within the various high-need categories (e.g., students from low-income families and
minority students). A timeline for the implementation of these strategies is presented in Table 3
in Section 5.

Key Strategy 1: Attract, Recruit, and Retain

We believe that the data and root-cause analysis call for improved recruitment strategies in an
effort to support school districts and communities with addressing these disproportionalities.

Root-Cause Analysis Findings
e Lack of recruitment within communities. There are perceptions that there is
nothing in the poor/rural communities to make teachers stay. New teachers lack ties

to the community.
o Teachers are not being recruited within high-poverty communities.
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¢ Inadequate teacher supply
o Shrinking teacher pipeline
o Lack of interest in teaching (salaries, conditions, perceptions, motivation)

e Lack of recognition of progress. Stakeholders indicated that there is a perception
that it is harder to advance students in high-poverty schools and harder to see growth,
so excellent teachers may become discouraged in the perception of their students’
achievement.

Stakeholder Feedback

e Stakeholders believe it is important to have high quality teachers in all schools in the
state.

e There is the perception that the state is desperate for warm bodies in classrooms. As a
result, there are a lot of unprepared teachers. How well are alternate route programs
preparing teachers?

e There is a need for positive promotion of the successes in high minority schools. The
internet can be used to combat negative perceptions that are often perpetrated in the
media. Stakeholders also believe that social media can be used at the state and district
levels to publicize positive news. Stakeholders stressed the need for the MDE and
districts to control the narrative that the public receives, instead of allowing the media to
control the narrative. Celebrate the successes that are happening in schools throughout
the state.

Sub-strategy 1: Increase and strengthen pre-service recruitment

The number of Teacher Academy programs and Educators Rising chapters (formerly known as
Future Educators Association) is growing in Mississippl. Teacher Academy is a pathway for
students in the Education and Training career cluster in Career and Technical Education (CTE).
The Teacher Academy program is a high school program with courses designed to attract
students to the field of education, to provide information and field experiences relevant to
pursuing a degree in education, and to prepare students for the rigors of a career in education so
they will remain long-term educators. The Teacher Academy pathway includes classroom and
hands-on experiences that will prepare students for employment or continuing education in the
education field. Educators Rising is an organization that provides prospective teachers the
experience and skills they need to be ready for the classroom. Starting with high school students,
Educators Rising provides passionate young people with hands-on teaching experience, sustain
their interest in the profession, and help them cultivate the skills they need to be successful
educators. The result is a pipeline of well-prepared teachers who are positioned to make a lasting
difference — not only in the lives of their students, but also in the field of teaching more broadly.
The Mississippi Department of Education will:

e Partner with focus school districts to assist with the establishment of an Educators Rising
chapter

e Provide support to the school districts which have an Educators Rising chapter and/or
Teacher Academy program
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Attend regional meeting hosted by the local Educators Rising chapters to disseminate
information regarding scholarships and other teaching incentives.

Maintain ongoing communication with Teacher Academy and Educators Rising members
to track their progress from their chapters to teacher preparation programs to the
classroom. Build relationships with the members and help to guide them into the
classroom.

Host tours/information sessions for Educators Rising chapters and Teacher Academy
programs in an effort to help our future teachers gain more knowledge about the
Mississippi Department of Education

Host a Design-A-Poster Contest (targeting Teacher Academy programs and Educators
Rising chapters) focused on teacher recruitment and to be used/distributed statewide
Promote the teacher education programs within the Teacher Academies and Educators
Rising chapters to encourage members to major in education

Promote Institutions of Higher Learning (IHL) incentives for Teacher Academy
completers majoring in education

Encourage community colleges’ departments of education to Adopt-An-Educators Rising
chapter in their surrounding school districts or partner with districts to establish a chapter.

Sub-strategy 2: Establish a Grow Your Own Program

The Mississippi’s Grow Your Own Educators is an initiative designed 1) to create a pipeline of
highly effective teachers and 2) improve teacher retention in the focus school districts. Itisa
partnership of teacher/community organizations, institutions of higher education, school districts,
and the Mississippi Department of Education that support parents, community members, and
non-licensed school district personnel to become excellent teachers. Our goal is to provide
guidance, strategies, and support for the school districts identified in this plan to establish and
maintain a local Grow Your Own Program. The Mississippi Department of Education will:

Promote the Assistant Teacher Programs and Alternate Route Programs

Maintain ongoing communication with Grow Your Own participants to track their
progress from teacher preparation programs to. the classroom. Build relationships with
the participants and help guide them into the classroom. The MDE will serve as a
resource for the participants.

Facilitate the partnership between the focus school districts and colleges of education
Partner with teacher and/or parent organizations to recruit their non-licensed members
Partner with school districts to recruit non-licensed employees

Host/promote Praxis workshops

Host/promote ACT workshops

Sub-strategy 3: Promote the Profession

The MDE understands the importance of promoting and elevating the teaching profession,
particularly in high poverty and high minority school districts. Stereotypes about the profession
and culture, achievement level, and communities associated with the focus school districts can
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negatively impact recruitment. Therefore, the goals of the MDE include creating a statewide
campaign to:

e Share highlights from the focus school districts via the MDE website and newsletter

e Spotlight educators via the MDE website and newsletter

e Create videos to promote the profession using Mississippi teachers. The teachers will
share their love of teaching and their classroom success stories in the videos. These
videos will be prominently featured on the MDE website.

e Establish a Mississippi Teacher of the Month and have them share instructional strategies
in the monthly newsletter

Key Strategy 2: Cultural Competence

The MDE believes cultural competence is a key factor in enabling educators to be effective in
teaching students from cultures other than their own. During our stakeholder engagement
meeting, culturally competent pedagogy was identified as a major strategy in improving student
achievement for low income and minority students and in improving teacher retention in high
minority and high poverty school districts.

Dr. Vivian Stith- Highly Qualified Teacher. In general, a "highly qualified teacher" is one who
is: (1) fully certified or licensed by the State, (2) holds at least a bachelor’s degree from a four-
year institution, and (3) demonstrates competence in each core academic subject area in which
the teacher teaches. Teachers participating in alternative route programs that meet basic
conditions may be considered fully certified for purposes of this highly qualified teacher
requirement for up to three years provided they are making satisfactory progress toward
completing their program [34 CFR 200.56(a)(2)].

of knowledge about individuals and groups of people into specific standards, policies, practices
and attitudes used in appropriate cultural settings to increase the quality of services, thereby
producing better outcomes”. Dr. Stith-Williams (2009) further frames cultural competency in a
school setting by explaining that it “involves the ability to acquire knowledge of education-
related beliefs, attitudes and practices to improve student achievement”.

Denboba (1993) explained that cultural competence mandates that organizations, programs and
individuals must have the ability to:

value diversity and similarities among all peoples;

understand and effectively respond to cultural differences;

engage in cultural self-assessment at the individual and organizational levels;
make adaptations to the delivery of services and enabling supports; and
institutionalize cultural knowledge.

W B

Root Causes Analysis and Findings.

e Inexperienced teachers are not prepared to teach where they are placed and are not being
prepared by their education training program.
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e New teachers are not equipped to operate in the culture of the high poverty schools.

e There is a cultural disconnection between students and teachers. It is a lack of cultural
competency.

e (Culturally responsive teaching is not taught or shared with new teachers.

Stakeholder Feedback

e Before integration the teachers looked like the students they were teaching. There 1s a
central community-school relationship that is broken and we are not talking about how to
fix that.

e Teachers and leaders don’t live in the community; which limits connections to students
and parents.

e Some teachers are not accepted in the schools because of race, religion, etc., therefore
they are not getting the support that is needed.

e Teacher prep programs are now working much harder at cultural competence — it is being
addressed the best it can be. All Merhods in Education classes have a component of
culturally responsive training.

Sub-strategy 1: Cultural Competence Training

In response to the need for cultural competence training, the MDE will collaborate with
stakeholders to construct a Cultural Competence Training Guide. The goals (adapted from the
Arlington Cultural Competence Curriculum) of the training guide are:

e Goal 1: Improve student achievement -Ensure rising achievement for all students on
standardized tests and other measures of performance that go beyond state and federal
standards.

e Goal 2: Eliminate the gap — Eliminate gaps in achievement among identified groups
(minority students, low income students, students with disabilities, and English language
learners).

e Goal 3: Responsive education - Prepare each student to succeed in a diverse, changing
world through instruction and other school experiences responsive to each student’s
talents, interests, and challenges.

e Goal 4: Effective Relationships - Build effective relationships with parents and the
community so that they know about and actively support the education of our students.

The training materials will initially be made available to the focus school districts but will
eventually be available to all school districts. The MDE will provide technical assistance to the
focus school districts which will include providing resources and support in conducting the
training.

The Cultural Competence Training should include the following characteristics identified by
stakeholders:

e Research/Evidence-based
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Stakeholder driven
Differentiated strategies for urban and rural districts (Not one size fits all)
Offer CEUs for completion of the training (requires MDE monitoring of the training)

Key Strategy 3: Teacher Enhancement and Support

Stakeholders in Mississippi have expressed the need for ongoing support for educators and
school districts from their community, leadership and at the state level. The MDE believes that
the root-cause analysis calls for increased teacher enhancement and support at the state-level.
According to Darling-Hammond & Sykes (2003), more than 30% of teachers leave the
profession with in five year. This trend is largely the result of insufficient preparation and
support of new teachers, poor working conditions and uncompetitive salaries (Darling-Hammond
& Skyes, 2003).

Root-Cause Analysis Findings

Lack of teacher support

Lack of community support

Lack of relevant, job-embedded professional development

Safety/security issues

Lack of passion and motivation for teaching

Poor school climate/culture/morale

Poor/inconsistent induction/mentoring programs mean teachers are not getting
training/support they need

Division between teacher preparation programs and the school setting. Teacher and
principal stakeholder groups indicated a division and no shared ownership between
preparation programs and the reality of the school setting.

0 O 0O o 0 O

Stakeholder Feedback

Educators within Mississippi districts cited a disconnect between educator preparation
programs and district expectations (e.g., implementing curriculum, content space, vertical
planning, decomposing standards, mastery of standards). There is a lack of mentoring for
new teachers.

Teachers and principals cited an overall lack of collaboration, communication, and
coordination between preparation programs and district and state entities.

There is a big difference between what is taught in college courses and what is really
happening in the classrooms.

Teachers lack skills to cope with job related stress, and school districts lack programs to
improve teacher morale.

Mentoring programs are helpful for boosting morale — it can be done as distance
mentoring. There is already data to support this model.

There is a need for a statewide forum for teachers to help each other..

Sub-strategy 1: Create Online Mentoring Modules
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The impact of teacher turnover compels MDE and our K-12 school districts to increase ways to
retain competent beginning teachers in schools. In their review of literature, Guarino,
Santibanez, Dale, and Brewer (2004) concluded that mentoring and induction programs, along
with other variables, appeared to play a prominent role in teachers’ decisions to quit or remain on
the job. Teacher Mentoring Training provides information and materials on the following:

Module One provides a study guide with power point and printable materials on
mentoring roles and responsibilities, types of mentor/new teacher interactions, mentor
protocol, communication and questioning techniques, dialogue starters, and a mentor
rubric.

Module Two provides a study guide with power point and printable materials to share
with beginning teachers to support them in the transition from university student to new
teacher. Information include phases/stages of beginning teachers, guidelines for
scaffolding new teachers, needs assessment tools, a growth continuum of teacher
development, brain-compatible teaching and learning strategies, and questionnaires on
arcas of strength and need.

Module Three provides a study guide with power point on the In TASC-Model Core
Teaching Standards (the Mississippi State Teaching Standards), The National Board for
Professional Teaching Core Propositions (beginning with the end in mind), M-STAR
information, and articles on Common Core, Professional Learning Communities,
differentiating instruction, and 2 Ist century skills. The Module concludes with a
Reference section of helpful resources (books, websites, and videos).

The Teacher Mentor Training materials will initially be made available to the focus school
districts but will eventually be made available to all school districts. The MDE will provide
technical assistance to school districts which will include resources and support.

Sub-strategy 2: State-level Support

Personnel Administrators’ Workshop — This workshop will be made available to
school district personnel administrators in an effort to share strategies regarding teacher
recruitment, retention, and community engagement.

Beginning Teachers Summit — This summit will be made available to beginning
teachers (0-3 years of teaching experience). Our goal is to provide these teachers with
best practices and on-going support during their first years in the classroom.

Mississippi Career Fair for Educators — The primary objective of the fair is to provide
school districts with a pool of licensed teachers to fill district vacancies. Teachers from a
variety of subject areas and geographic locations are invited to attend. The Mississippi
Career Fair for Educators not only provides an excellent opportunity for hundreds of new
and veteran teachers to obtain teaching positions, but also provides a forum to address
issues concerning teacher placement, teacher licensure, financial aid, Praxis CORE and
Praxis Il exams, scholarships, college/university recruitment, and membership intake for
educational organizations.

Office of Educator Quality Newsletter-This monthly newsletter will be designed to
serve as a vehicle to highlight districts in the state and provide effective instructional
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practices to educators. The newsletter will also allow the MDE to share research-based
instructional strategies that are linked to the M-STAR. By linking educators to resources,
including examples of best practices, and other emerging educational research, this
newsletter will be a source of useful information for all Mississippi educators.

e Recruit teachers to pursue National Board Certification — Through partnership with
the six World Class Teaching Programs in the state, the MDE will recruit teachers in the
focus school districts to pursue National Board Certification. The World Class Teaching
Programs are located on the campuses of universities throughout the state, and they
support Mississippi teachers as they seek National Board Certification. The MDE
recognizes the value of National Board Certification for all teachers as a strategy to
address achievement gaps and promote college- and career-ready standards, and we will
continue to encourage all teachers to pursue certification. However, given the urgency in
addressing our equity gaps, we will collaborate with the World Class Teacher Programs
to aggressively recruit teachers in the focus school districts to pursue certification.

Metrics

Mississippi will leverage the educational metrics established by our Office of Technology and
Strategic Services (OTSS). OTSS has the capacity to produce district and school level data and
progress trends in the key data areas of teacher licensing, educator shortages, educator
effectiveness aggregations, and student demographic data. High-quality metrics are already
available to schools and the public on counts and trends in student demographics, such as
poverty indicators and special education.

Performance Objectives

[Note: These are currently being established in consultation with the 10 school districts who are
the focus of this plan. Objectives that follow below are in draft form.]

The MDE’s ultimate equity goal is to eliminate significant differences in the rate at which high
poverty and minority students are taught by inexperienced or inappropriately licensed teachers.
To that end, the MDE has established the following objectives to document progress towards
reaching this goal.

1. State Level Report

The MDE will annually review progress towards meeting established equity goals and publish
the results of this review on its website. This annual review will allow the MDE to monitor the
success of the three key strategies. Over the next five years, we should see a reduction in our
equity gaps. We do recognize that the recruitment strategies (Grow. Your Own and pre-service
recruitment) will yield a slower return because participants will need time to matriculate through
the preparation programs.
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e Inexperienced Teachers -The MDE sets as a goal for the focus school districts to
reduce their differential of inexperienced teachers over the next five years.

e Inappropriately Licensed Teachers -The MDE sets as a goal for the focus school
districts to reduce their differential of inappropriately licensed teachers over the next
five years.

e Educator Effectiveness - The MDE will annually review the summative scores on
the Mississippi Teacher Evaluation System for each of the focus school districts to
monitor their progress towards providing “excellent’” educators for all students.

2. Measure to Learn and Improve (MLI) Project

The Bill & Melinda Gates Foundation’s college-ready strategy focuses on four initiatives to.
increase teachers’ effectiveness and improve students’ readiness for college and careers: (1)
implementation of the MS College and Career-Ready Standards, (2) improved teacher
development, (3) rigorous teacher evaluation, and (4) personalized learning for students. The
Foundation will track outcomes related to the implementation, sustainability, impact, and scale of
these initiatives through the Measure to Learn and Improve (MLI) project.

As a state selected to participate in the MLI project, Mississippi teachers will participate in an
annual survey. The purpose of this survey is to learn more about educator experiences with several
reforms currently underway in education. The data collected will provide useful feedback to the
Bill & Melinda Gates Foundation about the implementation of its strategies in the education field,
in particular its programs to support reform efforts such as the development and implementation
of effective teacher evaluation systems, implementation of the college-ready standards, and the
implementation of teacher professional development programs. In addition, Mississippi plans to
include questions related to cultural competence and teacher retention. The project will start
during the 2015-2016 school year and continue four consecutive years. After each yearly survey,
the MDE will receive a comprehensive report of the findings. This report will serve as an
additional source of data that will be used to monitor the effectiveness of our strategies.
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Section 5: Ongoing Monitoring and Support

Mississippi is committed to ensuring the long-term success of this initiative. We will do so by
using Title I, Part A and Title II, Part A funds to provide technical assistance and oversight to the
focus districts. In particular, the Office of Educator Quality at the MDE will work to develop.
partnerships with the focus school districts to implement the strategies identified in Section 4.
Through these partnerships, the Office of Educator Quality will be able to conduct ongoing
monitoring of the progress of the proposed strategies. Formal monitoring will be conducted on
an annual basis and will consist of reassessing district demographic changes that exhibit shifts in
equity gaps. From the data collected by school districts each year a realignment of efforts to
close equity gaps will be conducted. The realignment will be based on teacher recruitment and
retention, certification status of teachers, years of experience, and other data used to determine
where equity gaps exist. ..

As detailed in Section 4, for each strategy we have a plan in place to assess implementation
success. We already have identified the following areas where we will begin collecting
information, and we are prepared to build on these efforts with further data collection and
reviews as they emerge. Next steps for implementing the Equity Plan include an ongoing focus
on the following:.

1. State level reports that include data on teacher (inexperienced and inappropriately
licensed) and student (low income and minority) level indicators .

2. Updated climate survey with an extended working conditions section (via the MLI
Project).

Evaluation data for all educators

4. Ongoing engagement of stakeholder groups for feedback and refinement of the
implementation process

5. Revision of State Board of Education policies to reflect equity gaps and support
incentives for recruitment and retention of highly qualified teachers where equity gaps
exist.

6. Develop community-based partnerships to support root causes of equity gaps in heavily
impacted school districts.

We have established a timeline (Table 3) to guide the short-term and long-term implementation
of our plan. Annual public reporting on progress toward addressing root causes to eliminate
equity gaps will include posting a progress report on the MDE website, sending the link to all
LEAs and stakeholders. Every two years the MDE will formally update this plan based on new
data, new analyses of root causes, and new strategies. More frequent updates to inform the plan,
as well as strategic approaches to addressing implementation, will be informed by our ongoing
stakeholder engagement.
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Implementation Timeline

Time Frame
Strategies
Start Frequency

Partner with focus school districts to assist with
the establishment of an Educators Rising Fall 2015 Ongoing
chapter
Attend regional meetings hosted by the local
Tf:ducator‘s Rising chapters to dis§em1nate Fall 2015 Ofigiin
information regarding scholarships and other
teaching incentives
Provide support to the school districts which
have an Educators Rising chapter and/or Fall 2015 Ongoing
Teacher Academy program
Maintain ongoing communication with
Educators Rising 'members to track their Fall 2015 Guigotiis
progress from their chapters to teacher
preparations programs into the classroom
Promote the teacher education programs within
the Teacher Academies and Educators Rising Fall 2015 Ongoing
chapters
P te IHL i tives for Teacher Acad

romote n‘lce‘n 1\fes or éac er Academy | o01c i
completers majoring in education
Online Mentoring Modules Fall 2015 Ongoing
Office of Educator Quality Newsletter Fall 2015 Monthly
Create videos to promote the profession using
Mississippi teachers Fall 2015 Ongoing
Establish a Mississippi Teacher of the Month

Fall 2015 Monthly

Share highlights from the focus school districts
via the MDE website and newsletter Fall 2015 Ongoing
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Time Frame

Strategies
Start Frequency

Recruit teachers in focus schools to pursue

National Board Certification Fall 2015 Ongoing
Establishment of a Mississippi Grow-Y our- . ;

Fall

Own Teacher Program all 2016 Ongoing
Implementing a Cultural Competence Training | Fall 2016 Ongoing

Host tours/information sessions for Educators
Rising chapters and Teacher Academy program
in an effort to help our future teachers gain
more knowledge about the Mississippi
Department of Education

Spring 2016 Annually

Host the Annual Mississippi Career Fair for
Educators

Spring 2016 Annually

Host a Personnel Administrators’ Workshop

Summer 2016 | Annually

Host a Beginning Teachers Summit

Summer 2016 | Annually

Sponsor a Design-A-Poster contest focused on
teacher recruitment that will be used/distributed
statewide

Winter 2016 Annually

Table 3
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Section 6: Conclusion

The MDE strongly supports the U.S. Department of Education’s goal of ensuring that every
student has equitable access to excellent educators and welcomes this opportunity to present our,
plan for advancing this mission in Mississippi. Our multi-faceted plan reflects outreach to the
community and thoughtful deliberation about actions that most likely will enable our districts to
attain this important objective. Although our plan will evolve over time, we believe that our
theory of action and the three key strategies we have included in the plan embody a solid
approach to improving educator effectiveness, particularly for those most in need.

The MDE believes that all students should be prepared to compete in the global community;
therefore, we must address and eliminate any equity gaps that exist in our state. The
development of our State Plan is the first step in achieving this goal. We are looking forward to
implementing our State Plan and continuing our vision of creating a world-class educational
system that gives students the knowledge and skills to be successful in college and the
workforce, and to flourish as parents and citizens.
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