Transcript – Perkins: Teacher Recruitment and Retention (July 19, 2019)

We can all agree that the CTE teacher shortage is real. The Department’s Teacher Shortage survey data tool reveals that 31 states are currently identifying a critical shortage of CTE educators. It affects all of our CTE program areas and jeopardizes the access to high quality education for our youth and adults preparing for careers.  

[bookmark: _GoBack]Fortunately, Congress responded to this crisis when they reauthorized the Carl D. Perkins Act in 2018.  With a renewed focus on teacher recruitment, retention, and professional development, Perkins V prioritizes filling the CTE teacher talent pipeline while ensuring retention by- promoting professional development for teachers to remain successful.  

For example, State plans must include, “a description of how the eligible state agency will support the recruitment and preparation of teachers, including special education teachers, faculty, school principals, administrators, specialized instructional support personnel, and paraprofessionals to provide career and technical education instruction, leadership, and support, including professional development that provides the knowledge and skills needed to work with and improve instruction for special populations.”

A focus on expanding instructional capacity is required at the local level, where, in the Comprehensive Local Needs Assessments, local applications must address a description of how they will improve recruitment, retention, and training of career and technical education teachers, faculty, specialized instructional support personnel, paraprofessionals, and career guidance and academic counselors, including individuals in groups underrepresented in those professions.

As States prepare to implement Perkins V, remember that the new law requires an action plan for the recruitment, retention, and professional development of CTE educators.  States are encouraged to rethink teacher licensure and certification policies – to think about how we recruit and retain the CTE teacher profession.  The intentional focus in Perkins V empowers states and local partners to better meet the unique needs of learners, educators, and employers by promoting stronger alignment of CTE programs with economic and workforce needs.  
Today you’ll hear from two of the many organizations who are conducting groundbreaking work around teacher recruitment, retention, and professional development in career and technical education.  As you listen, think about how this work and the information they provide might look in the context of your Perkins V state plan.
Hello. My Name is Jessica Cardichon and I'm the director of the Washington, D.C. office in federal policy for the Learning Policy Institute. Working with policy makers, researchers, educators, community groups, and others, we seek to advance evidence-based policies that support empowering and equitable learning for each and every child. The new Perkins Career and Technical Education Act provides states and districts with a number of opportunities to support a well-prepared and effective CTE educator workforce. Providing students with access to high quality CTE courses requires a prepared and effective CTE educator workforce.
However, we know that most states are experiencing shortages of CTE teachers as well as STEM teachers. These shortages are also happening during a time when there is increased demand for CTE educators. One of the reasons that states are experiencing a shortage of CTE teachers is due to a decline in the enrollment in teacher preparation programs. Teacher turnover also contributes to shortages. Reasons for teacher turnover look different across states, districts and subject areas and or function of the various policies and conditions at play. These shortages are most likely to impact historically underserved students and communities and among other consequences result in fewer CTE offerings.
It is worth mentioning that under the Every Student Succeeds Act, 35 state plans include a career focused measure in their accountability and improvement system for high schools. High schools that don't have the teachers to provide CTE and other career focused courses or who don't have the skills to successfully teach them will be at a disadvantage. Research shows that state and local efforts around teacher compensation, preparation and mentoring, and teaching conditions can address CTE teacher shortages. Funding under CTE as well as ESSA can be used to support increased CTE teacher compensation, and making teaching not just a more attractive profession, but provide teachers with a livable wage. This can be particularly effective for CTE teachers who make more than 30% less than other college graduates.
CTE funding can also be used to support high quality CTE teacher preparation. Under prepared teachers are two to three times more likely to leave the profession compared to fully prepared teachers contributing to shortages. CTE teacher residencies and loan forgiveness or service scholarship programs are effective strategies for ensuring CTE teachers are able to access high quality preparation. We also know that less supportive working conditions contribute to teacher turnover, so making sure CTE teachers have the resources and planning time and professional learning they need are important for adjusting teacher turnover.
The new CTE law includes an increased focus on addressing the issue of CTE teacher shortage in quality. These are the two key provisions within the new law. Funding under Perkins can be used to support time for collaboration and planning, including joint professional development between CTE and non-CTE teachers to improve program coordination and collaboration across subject. Funds can also be used for these types of activities including supporting teachers in earning certifications and credentials and mentoring and induction for early career CTE teachers. These strategies and activities are already underway in a number of states.
For example, Alabama and Tennessee's policies are in line with research showing teachers are more likely to stay at their school when their wages increase and are comparable with job opportunities in other industries in nearby school districts. New York provides a CTE teacher residency program, which research shows is particularly successful at recruiting and preparing teachers, especially teachers of color to high need districts and yield above average retention rates. Alaska partners with business and industry, institutions of higher education and across agencies to support the professional development, credentialing, and career advancement of CTE teachers. Ohio, Tennessee, and Virginia are investing in CTE teacher development and licensing. Other states can look to these states for ideas and can use CTE funding to support their efforts.
States and districts can also use funds to introduce high school students to the teaching profession during this key decision making period. For example, Arkansas has partnered with a nonprofit organization Educators Rising to increase the number of students pursuing education as a career by providing high school students with hands-on teaching experiences that include online resources, scholarship opportunities, specialized certifications and opportunities for students to connect with others on the path to entering the profession full time.
In addition, partnerships with the local institutions of higher education can provide students with opportunities to participate in dual enrollment or early college courses. These partnerships can help future educators transition to community colleges and universities by providing them with the credits that satisfy degree requirements for education majors, while making sure those credits are aligned with higher level educator preparation courses at the institution. For additional information on how states, districts and schools can support an effective CTE teacher workforce and increase student access to high quality CTE courses, please visit our website or email me at the following. Thank you.

Great teachers are the key to preparing students for success after high school.  The Teaching to Lead program helps new career and technical education teachers become great teachers.  Developed by the Southern Regional Education Board and the National Research Center for Career and Technical Education, Teaching to Lead was especially designed to prepare and support CTE teachers entering the classroom after successful careers in business and industry.

Including professional development, critical elements in the Teaching to Lead model are coaching and support from administrators and mentors as well as intensive reflection on instructional practices.  Program results have shown increased teacher competence, self-efficacy, and career commitment.

[The text and graphics on the screen say: Teaching to Lead is a research-based professional development model designed to increase early career CTE teachers’ competence, self-efficacy and career commitment. It has three components: Professional Development, Administrator Mentor Coaching and Support, and Teacher Reflection.]

Professional development consists of over 200 hours of training before, during, and after the first year of teaching.  Modules are taught in a scope and sequence so participants can use the tools and strategies right away.  Beginning with building relationships with students and creating a positive learning environment, training is delivered by trainers with real-world teaching and leadership experience to inspire and support new teachers.  Often, training objectives are aligned with district or state evaluation requirements, so teachers can connect their learning to performance expectations.

[The text and graphics on the screen show how the four main modules of Teaching to Lead build teacher competence. These modules are:
· Instructional Planning - Create short-term and long-term standards-based instructional plans based on the varying learning needs of students.
· Instructional Strategies - Use instructional strategies that actively engage students in learning and encourage the development of problem-solving, critical thinking and teamwork skills.
· Classroom Assessment - Use formal and informal assessment strategies to evaluate student progress toward learning goals and provide feedback to improve student learning.
· Classroom Management - Create a learning environment that encourages student motivation, positive behavior and collaborative social interaction.
An additional element of T2L is Teacher Reflection - Reflect, both individually and collaboratively, on the effects of instruction and use the reflective process to continually improve instructional practice.]

Although the scope and sequence can be customized, SREB’s research-based design is typically implemented over two years with professional development and coaching services that strengthen teachers’ capacity to create challenging, standards-driven assignments.  Deeper professional learning to enhance students’ literacy, math and science knowledge and skills as well as collaborative, project-based learning units are often the focus of Year 2 with continued mentoring and support.  Using online systems, teachers can share their own promising practices and support each other during the ‘highs’ and ‘lows’ they often experience.  
[The text on the screen describes how Professional Development and Support is delivered with Teaching to Lead. Professional development consists of Summer Institute I, 5-10 days prior to first year of teaching, During the First Year, 3 or more 2-day events, and Summer Institute II, 5-10 days following the first year of teaching. Support consists of On-Site Coaching Visits from the professional development instructor, Mentoring from a trained, experienced teacher and Support from the building administrator. Teaching to Lead also develops electronic communities of practice among participants.]
Teaching to Lead can be used by states, districts, or schools to support new or veteran CTE teachers in the first or second year of teaching and beyond.  It can also take the place of traditional teacher preparation programs or alternative certification models.  Not only can SREB staff facilitate the program, but SREB can help build capacity in states, districts, and schools by training their staff to deliver the Teaching to Lead curriculum.

[The text on the screen shows how one state, district and school are using Teaching to Lead. Kentucky uses T2L as its teacher induction model for new CTE teachers. A two-year cohort of 180 teachers receives in-person professional development from SREB and ongoing coaching and mentoring from an SREB-certified state coordinator. The University of Louisville and Murray State University accept 12 hours of credit for T2L. For the past four years, SREB has partnered with the Syracuse City School District in Syracuse, New York, and the State University of New York at Oswego to offer six hours of college credit to teachers participating in T2L. SREB is certifying district trainers to deliver and sustain T2L in the future. Anderson V Career Campus in Anderson, South Carolina, is using T2L to develop a culture of good teaching practices among their faculty. By offering T2L to a new cohort of CTE teachers each year, the center’s entire faculty received T2L professional development and coaching. SREB works with center staff to sustain T2L on their own.]

New and veteran CTE teachers along with CTE directors attest to the effectiveness and value of Teaching to Lead.  Data from an evaluation of the program in West Virginia, suggests that 88% of new CTE teachers planned to continue teaching at their schools after completing the Teaching to Lead program.
[The text on the screen offers comments from T2L participants. In 2018, a new CTE teacher in Washington state said, “Attending this class made me excited to start teaching. I now understand how to use my frameworks, plan a unit, plan a lesson, use a rubric and have positive classroom management. Thank you so much for giving me tools to work confidently!” In 2018, a CTE Director in West Virginia said, “This is the strongest and the best model for training new CTE teachers there is. The teachers trained in T2L use the strategies (instruction, classroom organization) taught and then apply them in their classrooms. The networking and collaboration are a strong part of the program. The teacher connection to others in this program continues past the program conclusion.” In 2019, a veteran CTE teacher in Maryland said, “The sessions provided plenty of information on the project-based learning process as well as templates and exemplars.  Combining the resources and teacher-created material into a shared folder helped us collaborate.”

Teaching to Lead has helped new and early-career CTE teachers plan instruction, engage students, manage classrooms, create standards-driven assessments, and gain confidence in their craft.  To learn more about Teaching to Lead, visit SREB’s website or contact Debbie Anderson, Program Manager for Teaching to Lead or Scott Warren, Director of Making Schools Work.
[The text on the screen says, to learn more, visit sreb.org/teaching-lead. Contact: Debbie Anderson, Program Manager of Teaching to Lead, at debbie.anderson@sreb.org. Or contact Scott Warren, Director of Making Schools Work, at scott.warren@sreb.org or 404-879-5613.]
Please reach out to the Office of Career, Technical, and Adult Education if you have any questions.


