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Professional Educator Standards Board Paraeducator Work Group Report



EXECUTIVE SUMMARY The work described in this report is in response to the charges given to the Professional Educator Standards Board (PESB) via Substitute Senate Bill 6129 (SSB6129) to convene a work group tasked with 1) designing a program with specific minimum employment standards for paraeducators, 2) professional development and education opportunities that support these standards, 3) a paraeducator career ladder, 4) an articulated pathway for teacher preparation and certification, and 5) professional development for certificated employees that focuses on maximizing the use of paraeducators in the classroom. The Paraeducator Work Group was selected from the required representative groups outlined in SSB 6129 and began work on July 21, 2014. The Work Group determined it would be necessary to establish four subcommittees in order to accomplish the design work within the parameters of the short timeframe: Subcommittee 1 Employment Standards and Professional Development for ELL, Transitional Bilingual Instructional Programs, and Federal Limited Proficiency; Subcommittee 2 - Employment Standards and Professional Development for Title I and LAP; Subcommittee 3 - Career Ladder; and Subcommittee 4 - Professional Development for Certificated Employees. This work was accomplished through the engagement of paraeducators, teachers, parents, administrators, community-based organizations, and representatives from community and technical colleges and higher education. It is important to note the recommendations in this report will require full funding to firmly establish a certification system and will require a five year timeline for successful implementation.



Recommendation 1 Establish new Paraeducator Employment Standards 1 – 4 for English Language Learners, Transitional Bilingual Instructional Programs, Federal Limited English Proficiency, Title I and Learning Assistance Program paraeducators with additional ELL Endorsement Standards designed for paraeducators who work in ELL, Transitional Bilingual Instructional Programs, and Federal Limited English Proficiency classrooms settings and adopt a standard definition of a “paraeducator”. Rationale: Adopting new Employment Standards will better address the skills, knowledge, and competencies a paraeducator needs to possess and exhibit in order to meet the varied needs of the students served. A standardized definition of what a paraeducator is and does will better define a paraeducator’s roles within a school community.



Recommendation 2 Establish a Paraeducator Oversight Committee or Board to provide guidance and leadership and for the implementation of the new system. Rationale: Several recommendations in this report will require a regulatory body or entity to develop, implement, and monitor results; establish a full-time staff and budget; and represent various stakeholders involved.
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Professional Educator Standards Board Paraeducator Work Group Report Recommendation 3 Implement Paraeducator Employment Standards and Certificate Process over five years. Rationale: Given the current reality that many school districts are stretched to capacity implementing new K-12 reform initiatives under restricted budgets with limited personnel, the implementation of new employment standards and certification requirements for paraeducators must be staged over a practical length of time.



Recommendation 4 Implement certificate renewal process and support paraeducators’ continued professional development that requires the completion of 75 – 100* approved clock hours every five years. Rationale: Paraeducators have not received adequate training over the last decade due to budget shortages and limited resources, so without a statewide effort and adequate funds to support training and professional development, our state is wasting a valuable classroom resource and an opportunity to improve student success.



Recommendation 5 Establish a Paraeducator Certificate with multiple endorsements as Career Ladder opportunities. Rationale: Establishing a Paraeducator Certificate with multiple endorsements will ensure paraeducators have completed advanced training to meet required skill levels and specialized areas of support to assist teachers with their instructional programs and administrative duties.



Recommendation 6 Establish an Advanced Paraeducator Endorsement as a Career Ladder opportunity. Rationale: Currently paraeducators have limited career upward mobility while being asked to take on more and more responsibilities which requires additional skills and experience. Due to lack of consistency among school districts and no statewide system, paraeducators are locked out of career advancement opportunities.



Recommendation 7 Expand and enhance the high school to paraeducator to teacher pathway through implementation grants to high schools targeting students of color. Rationale: Fostering an interest in careers in education during high school is an effective way to expand the paraeducator to teacher pathway while increasing interest in the teaching profession, especially for students of color.



Recommendation 8 Establish three regional grants to expand and enhance current Alternate Routes to Certification to meet teacher shortage in hard to fill areas.
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Professional Educator Standards Board Paraeducator Work Group Report Rationale: Over 38% of paraeducators have earned AA degrees or hold a BA degree, which allows them to qualify for Alternate Routes to Certification—Routes 1 and 2. In order to encourage paraeducators to enroll in the Alternative Route programs, our recommendation is to enhance the Alternate Routes to Certification by encouraging school districts to support a partnership with community and technical colleges or four-year universities through state-funded grants awarded to provide employment, scholarship, and coaching to paraeducators completing Teacher Certification.



Recommendation 9 Incorporate appropriate and effective use of paraeducators into the knowledge and skill standards required of teacher and principal/administrator preparation programs and into the career benchmarks for teacher and principal continuing education. Rationale: State education agencies and/or other state agencies responsible for developing and administering teacher credentialing systems have not joined forces with institutions of higher education to establish standards of licensure to ensure teachers and principals/administrators have the knowledge and skills required to supervise and utilize paraeducators effectively.



Recommendation 10 Create and fund statewide professional development for current paraeducators, teachers, principals, and administrators. Rationale: There are few policies, standards, or systems for improving the performance and productivity of paraeducators, teachers, and principals as a united and collaborative educational team. Policies, standards, guidelines, etc. need to be adopted to prevent paraeducators from being used inappropriately or trained insufficiently.



Recommendation 11 Washington State School Directors Association (WSSDA) would develop and recommend a “model paraeducator policy” that promotes clarity and understanding of the new standards and certification requirements. School Districts would then review, modify, and adopt as necessary. Rationale: In order to provide direction and clarity for the new standards of employment and certification of paraeducators, school boards would be encouraged to update or adopt a new policy that promotes the effective utilization and recognition of paraeducators as vital members of a school’s educational team.



Recommendation 12 The Professional Educator Standards Board (PESB) and the State Board of Community and Technical Colleges (SBCTC) shall explore the feasibility of piloting a BAS degree program leading to teacher certification in Elementary Education and English Language Learners or Special Education at one or more community and technical colleges.
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Professional Educator Standards Board Paraeducator Work Group Report Rationale: Community and technical colleges are more diverse in student population than four-year institutions. The intent is to increase recruitment from underrepresented populations and create a pipeline to engage districts and diverse candidates in meeting the workforce development needs in teaching fields.



Recommendation 13 Community and technical colleges will offer transferrable credit to the Paraeducator Certificate and Apprenticeship Programs and align to new Paraeducator Employment Standards. A change in RCW 28A.630 and RCW 28B.50.891 will be necessary to align and comply with new Paraeducator Employment Standards. Rationale: This will provide paraeducators with a clear path to teacher certification.



BACKGROUND AND HISTORY OF PARAEDUCATOR DEVELOPMENT Educators are increasingly challenged to provide effective instruction and services that meet the varied needs of the diverse students attending K-12 schools in the state of Washington. Primary language and special learning needs are but two examples of the opportunities and challenges facing educators in our state, challenges which are exacerbated by the scarcity of resources provided to serve our students. Most licensed and certificated professional practitioners (e.g., teachers, early childhood educators, transition specialists), administrators, and parents recognize the critical role of the paraeducator in contributing to learner success and well-being. However, paraeducators’ roles are not always clearly delineated within different staffing arrangements and learning environments. Additionally, the training paraeducators need to execute their roles is rarely defined. In many state and local education agencies (SEAs and LEAs), there are discrepancies between policies, regulatory procedures, job descriptions, teacher expectations, and learner needs. Paraeducator skill levels and their extent of formal education can also be disparate. Training options for paraeducators are rarely standardized or competency-based, usually piecemeal, and not necessarily based on accurate assessments of the evolving roles of teachers and paraeducators. Under the supervision of teachers, paraeducators provide services that are technical, concrete, and routine in nature, although, it is not uncommon for paraeducators to perform tasks that go well beyond the stated parameters of their positions. Paraeducators typically do not receive the requisite training or supervision needed to increase the likelihood of their success in such expanded roles, and this situation is particularly likely for paraeducators working with learners who have special needs, including those with disabilities or limited English proficiency (Downing, Ryndak, & Clark, 2000; Pickett, Safarik, & Echiverria, 1998; Riggs & Mueller, 2001; Rueda & Monzo, 2000). The primary duty of paraeducators in P/K-12 general, special, compensatory, and transitional education programs is to assist with the delivery of instruction (Downing et al., 2000; French, 1998; Moshoyannis, Pickett, & Granick, 1999). In areas such as inclusive education programs for children and youth with disabilities, transition and school-to-work programs, early childhood education, and multilingual education, paraeducators, like their professional colleagues, have experienced role transformations as the lines between school, home, and community have become blurred. The trend toward education and human services integration for infants, young children, teenagers, and adults has broadened the scope of paraeducator roles to include job titles such as job 5|Page



Professional Educator Standards Board Paraeducator Work Group Report coach, transition trainer, technology assistant, case aide or assistant, and community liaison in addition the traditional titles of instructional or teacher aide or assistant. Beginning in the 1960s, federal legislative actions led to an increased reliance on paraeducators and greater a emphasis placed on their learner support roles. The surge in paraeducator employment was spurred by the introduction of Title I and other compensatory programs and continued into the 1970s with the passage of P.L. 94-142, the Education of All Handicapped Act Amendments of 1986 and of the Individuals with Disabilities Education Act (IDEA) of 1990, which required LEAs to provide services to: (a) children ages three to five with disabilities or chronic health needs that place them at risk; and (b) teenagers with disabilities who require assistance in making the transition from school to work and independent living. Related legislation in the areas of vocational education, rehabilitative human services, and employment and training (Americans with disabilities Act of 1990, Carl D. Perkins Vocational and Applied Technology Education Act of 1990, Job Training Partnership Act of 1982 and its Reform Amendments of 1992, School-to-Work Opportunities Act of 1994) have expanded the services schools and other agencies provide to early childhood and adult education. The 1997 IDEA amendments allowed LEAs to employ appropriately trained and supervised paraeducators and therapy assistants in accordance with state law, regulations, or written policies in order to assist in the provision of special education and related services for children and youth with disabilities. Provisions in the reauthorized IDEA of 2004 were similar to those enacted in 1997. Specifically, these new provisions: (a) allowed appropriately trained and supervised paraprofessionals—in accordance with state law, regulations, or written policy—to assist with the delivery of special education and related services to children and youth with disabilities; and (b) required SEAs to ensure all education personnel had the skills and knowledge necessary to meet the identified needs of learners with disabilities. In 2001, the Elementary and Secondary Education Act (ESEA) was given a new title—the No Child Left Behind Act (NCLB). Amendments to NCLB were more specific than those to IDEA and were particularly concerned with utilizing the resources of the paraeducator. NCLB Section 1119 (pp. 128-133) required that SEAs or LEAs define paraeducator responsibilities, establish standards for their employment, and create career development systems to ensure all teachers and paraeducators were “highly qualified”. (In addition, NCLB became the first federal law to specify that paraeducators are to be directed by qualified teachers.) Additionally, the amendments require the following: 1. The standards must establish education and experiential requirements for paraeducators. All new paraeducators employed after January 8, 2002, must have completed at least two years of study at an IHE or earned an associate’s degree or higher or have undergone a local academic assessment of their ability to assist in instructing (a) reading, language arts, writing, and mathematics, or (b) reading readiness, writing readiness, and mathematics readiness; and 2. All paraeducators, regardless of their date of employment, must have a high school diploma or equivalent. Although the NCLB Act mandates that paraeducators who assist with instruction be supervised by teachers, it does not require states to develop standards for teacher preparation that ensure paraeducators are effectively supervised.
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Changes in Paraeducator Roles and Responsibilities Whether paraeducators are new or experienced, it is important for them to clearly understand the difference between teachers’ roles and their roles as members of instructional teams. Although paraeducators still perform clerical, monitoring, and other routine activities, they often spend as much as 90% of their time assisting teachers in the delivery of instructional and other direct services to learners and parents (Fafard, 1974; Moshoyannis, Pickett & Granik, 1999; Passaro, Pickett, Lathem, & HongBo, 1994; Pickett & Granik, 2003; SPeNSE Fact Sheet, 2001). Such assistance, however, does not often extend to specific areas of a teacher’s responsibility, namely, how teachers: (a) identify the learning needs and goals of all students; (b) plan lessons to meet those identified needs; (c) modify instructional strategies to meet the needs of individual learners; (d) evaluate the effectiveness of the instruction with regard to learner progress; and (e) involve parents in their child’s education. Paraeducators do, however, assist teachers in achieving these goals by carrying out tasks developed and assigned to them by teachers. For example, paraeducators assist teachers with implementing district policies and procedures for protecting the health, safety, and well-being of learners and staff members. Paraeducators assist teachers in providing individual or small-group instruction, following plans developed by the teacher. Paraeducators assist teachers in involving parents in their child’s education. Paraeducators assist teachers with documenting information on learner performance. And paraeducators assist teachers with carrying out different program objectives and support classroom management functions developed by teachers (Pickett & Safarik, 2003). Changes in paraeducator roles have come about partly because of an increased need for personnel who understand the cultures and speak the languages of English language learners and their families. Many paraeducators live in the communities served by their schools and often come from the same ethnic and cultural backgrounds as the learners and their families. As a result, bilingual paraeducators often provide translation services for school professionals, students, and families while serving as quasi-mentors to help teachers and other school personnel understand how varying cultural traditions, religious beliefs, and value systems influence the learning preferences and communication styles of children and youth (Riggs and Mueller, 2001).



Identifying the Need and Directive from the Legislature Despite the 1997 requirement of IDEA, the Reauthorization of IDEA in 2004, and the 2001 No Child Left Behind Act (section 1119), Washington state still lacks: 1) state and local policy regarding the role of paraeducators and their supervisors; 2) statewide employment standards for paraeducators; 3) requirements for credentialing or certificates; and 4) adequate professional development for paraeducators. In order to address these issues, Substitute Senate Bill 6129 directed the PESB to convene a Work Group, which would: 1) design program specific minimum employment standards and appropriate professional development opportunities that support paraeducators who work English language learner programs, transitional bilingual instruction programs, and federal limited English proficiency programs, Learning Assistance Program and federal 7|Page



Professional Educator Standards Board Paraeducator Work Group Report disadvantaged program; 2) recommend a career ladder that encourages paraeducators to pursue advanced education and professional development as well as increased instructional ability and responsibility; 3) create an articulated pathway for teacher preparation and certification that includes: Paraeducator certificate and apprenticeship programs that offer course credits that apply to transferrable associate degrees and are aligned with the standards and competencies for teachers adopted by the professional educator standards board; (a) associate degree programs that build on and do not duplicate the courses and competencies of paraeducator certificate programs, incorporate field experiences, are aligned with the standards and competencies for teachers adopted by the professional educator standards board, and are transferrable to bachelor's degree in education programs and teacher certification programs, (b) bachelor's degree programs that lead to teacher certification that build on and do not duplicate the courses and competencies of transferable associate degrees, (c) incorporation of the standards for cultural competence developed by the professional educator standards board under RCW 28A.410.270 throughout the courses and curriculum of the pathway, particularly focusing on multicultural education and principles of language acquisition and; 4) recommend professional development for certificated employees that focus on maximizing the use and success of paraeducators in the classroom; and 5) compare the current status of pathways for teacher certification to the elements of the articulated pathway, highlighting gaps and recommending strategies to address the gaps by January 10, 2015. A second and final report will be due January 10, 2016, which will cover recommendations concerning 1) minimum employment standards for basic education and special education paraeducators and 2) appropriate professional development and training to help paraeducators meet the employment standards. SSB 6129 required members of the Work Group be representatives from the following: 1. 2. 3. 4. 5. 6. 7. 8. 9. 10.



Professional Educator Standards Board; Green River Community College, Center for Excellence for Careers in Education; Educational Service Districts; Community and technical college paraeducator apprenticeship and certificate programs; Colleges of education; Teacher, paraeducator, principal and administrator associations; Community-based organizations representing immigrant and refugee communities; Community-based organizations representing communities of color; The Educational Opportunity Gap Oversight and Accountability Committee; and OSPI.
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Professional Educator Standards Board Paraeducator Work Group Report The following members were selected and agreed to serve as the Paraeducator Work Group beginning July 1, 2014, and ending January 1, 2016: Chair—Damien Pattenaude, Chief Academic Officer, Renton School District, Professional Educator Standards Board Member, WASA Member Project Facilitator—Jonelle Adams, Ed.D., Consultant Bernal Baca, Lobbyist, American Federation of Teachers of Washington Brandon Deyarmin, Assistant Principal, Central Valley School District Rich DuBois, Superintendent, Lake Quinault School District, WASA Member Larry Fazzari, Title I Part A Supervisor, Office of Superintendent of Public Instruction Kelly Garza, Assistant Superintendent, Human Resources, Yakima School District, WASA Member Kent Gerlach, Ed.D., Professor and Consultant, Pacific Lutheran University Stacy Gillett, Educational Opportunity Gap Oversight and Accountability Committee Jennifer Karls, Parent, Vice President, Bellevue Special Needs PTA and Bellevue PTSA Council Tim Knue, Executive Director, Washington Association for Career and Technical Education Darci Ladwig, Parent, Spokane County Parent Coalition Lindsay Lanham, Policy Associate, State Board for Community and Technical Colleges Jane Robb-Linse, Director of K-12 Services, Puget Sound Educational Service District Patricia McDonald, Assistant Professor, Highline Community College Sharonne Navas, Executive Director and Founder, Equity in Education Coalition Doug Nelson, Government Relations Director, Public School Employees of Washington Roxana Nourouzi, Senior Education Policy Manager, OneAmerica Helene Paroff, Assistant Executive Director, Washington Association of School Administrators Merri Rieger, Superintendent, Renton School District, WASA Member Kelli Vancil, Ph.D., Dean, College of Education, Antioch University Jaime Wells, Director, Center of Excellence for Careers in Education, Green River Community College Lucinda Young, Chief Lobbyist, Washington Education Association
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Professional Educator Standards Board Paraeducator Work Group Report In addition to the Paraeducator Work Group, four subcommittees were established to work on the specific requirements outlined in SSB 6129, thus dividing the work among experts in the field and current practitioners. A set of criteria for nominating subcommittee candidates was established so members would be a representative mix of paraeducators, teachers, parents, administrators, and professionals from OSPI and higher education establishments. Special attention was paid to ensure members were representative of the ethnic and cultural diversity of our state, including members from urban, suburban, and rural school districts from both eastern and western Washington. The subcommittees were organized around four Focus Areas: 1) developing employment standards and professional development for English Language Learners, Transitional Bilingual Instructional Programs, and Federal Limited English Proficiency; 2) developing employment standards and professional development for Title I and Learning Assistance Program; 3) developing Career Ladder Models to encourage paraeducators to pursue advanced education and professional development; and 4) reviewing and enhancing professional development for certificated staff with a focus on maximizing the use and success of paraeducators in the classroom. The Paraeducator Work Group met monthly to review and discuss the findings and recommendations of the subcommittees. The following parameters helped guide the work: 1) work smart—know what already exists and what is being developed; 2) divide the work between subcommittees, experts, and current practitioners using research-based practices; 3) learn to deal with ambiguity while seeking clarity; 4) document issues in current practices and seek solutions to improve the system; and 5) be realistic, think through the ramifications, and work for maximum impact so the recommendations will “build for the ideal.”



Subcommittees 1 and 2 These subcommittees (see the following page for tables of members) were established to research Focus Areas 1 and 2, namely the development of employment standards for paraeducators working in the following programs: ELL, Transitional Bilingual Instructional Programs, Federal Limited English Proficiency, and Title I and LAP. Members worked with OneAmerica and the Equity in Education Coalition to ensure the proposed Standards adequately addressed any issues related to racism and/or equity while aligning with PESB’s teacher standards focused on cultural competency and performed the following tasks: 1. 2. 3. 4.



Studied paraeducator standards considered to be “best practices of highest quality” in the United States; Reviewed articles, books, and other materials from national experts specializing in paraeducator issues; Conducted web-based analysis of other states’ paraeducator certification or licensing practices; Reviewed standards from the Washington Paraeducator Skill Standards Development Process of 1999 and from Washington State Special Education Recommended Core Competencies for Paraeducators; 5. Received feedback and incorporated the standards of PESB’s cultural competency under RCW.28A.410.270 with guidance from OneAmerica and the Equity in Education Coalition; and 6. Completed mapping process of the recommended standards to research-based references, literature/theory-based references, and practice-based references (see Appendices II and X).
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Professional Educator Standards Board Paraeducator Work Group Report PESB Paraeducator Subcommittee #1 ELL, Transitional Bilingual Instructional Programs, and Federal Limited English Proficiency Project Facilitator, Jonelle Adams 1



Argentina Black, Multilingual Services Manager, Puget Sound Educational Service District



2



Raquel Crowley, Commissioner, Commission on Hispanic Affairs



3



Judi Jensen, Special Programs Coordinator, ESD 171, Wenatchee



4



Yohannes Kidane, Paraeducator, Seattle School District, WEA Member



5



Janice Lawrence, Parent, Seattle Children’s Hospital



6



Lupe Ledesma, Program Supervisor, Migrant Education, OSPI



7



Mandy Manning, ELL Teacher, Spokane School District, WEA Member



8



Linda Lou Montalvo, Instructional Facilitator, Yakima School District, WEA Member



9



Glenda Orgill, Faculty, Education Department Chair, Yakima Valley Community College



10



Maria Pittson, Interpreter and Tutor, Arlington School District, PSE Member



11



Marla Rasmussen ,Paraeducator, Seattle School District, WEA Member



PESB Paraeducator Subcommittee #2 Employment Standards and Professional Development for Title I, and LAP Project Facilitator, Jonelle Adams 1



Kyla Crawford, Parent and Paraeducator, Tukwila School District, WEA Member



2



Britta Dionne, Paraeducator, Lake Stevens School District, PSE Member



3



Nancy Keaton, Program Manager MERIT, Centralia College



4



Ian Linterman, Special Services Coordinator, Mount Baker School District



5



Patricia Marcum, Paraeducator, Kent School District, WEA Member



6



Barb Ranndall-Saleh, Paraeducator, Tacoma School District, AFT Member



7



Karla Schlosser, Special Services Administrator, Vancouver School District, WASA Member



8



Connie Smejkal, Associate Dean of Bachelor of Science Programs, Centralia College



9



LaDonna Sterling, Instructional Specialist - Title I Teacher, Richland School District, WEA Member



10



Amy Vaughn, Title I/Part A Program Content Manager, OSPI



11



Kelli York, Title I/Fiscal/OCR Compliance Officer, Yakima School District, WASA Member
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Subcommittee 3 This subcommittee (see below for table of members) was established to research Focus Area 3 and recommend an appropriate Career Ladder Model to encourage paraeducators to pursue advanced education, professional development, and increased instructional ability and responsibility while providing feedback on the development of recommended Employment Paraeducator Standards 1-4. The subcommittee completed the following tasks in order to reach a recommendation: 1. Reviewed and researched current paraeducator career ladders considered to be “best practices and of highest quality” in the United States; 2. Reviewed research articles, books, and related materials from national experts in the field, specializing in Career Ladder programs; 3. Conducted web research of other states’ Career Ladder models for paraeducators; 4. Defined the benefits and effective elements of Career Ladders models ; 5. Reviewed comments and data from the Paraeducator Survey (see Appendix IV); and 6. Designed next steps for recommendation based on what currently exists and what needs to to enhanced and expanded to meet future needs.



PESB Paraeducator Subcommittee #3 Career Ladder Project Facilitator, Jonelle Adams



1



Kathy Ficus, Paraeducator, Evergreen School District, PSE Member



2



Joanna Johnson, Graduate Student, Former Paraeducator, Highline School District



3



Tracie Kenney, ECEAP Supervisor & Teacher, Lake Quinault School District



4



Bernard Koontz, Language Learning DIrector, Highline School District, WASA Member



5



Debbie Leighton, Executive Director Human Resources, Auburn School District, WASA Member



6



Mary Nagel, CTE – Family and Consumer Program Supervisor, OSPI



7



Cathy Smith, Paraeducator, Olympia School District, WEA Member



8



Barbara Vally, Paraeducator, Spokane School District , WEA Member



9



Kim Van Atta, NBCT, Instruction Services School Coach, Coordinator of Paraeducator Training, Seattle School District, WEA Member



10



Jamie Wells, Director, WA State Center of Excellence for Careers in Education, Green River Community College
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Subcommittee 4 This subcommittee (see below for table of members) was established to research Focus Area 4 and develop appropriate professional development for certificated employees with a focus on maximizing the success of paraeducators within the classroom. The subcommittee completed the following tasks in order to reach a recommendation: 1. Reviewed and researched current “best practices” in the United States; 2. Reviewed research articles and books and discussed current issues and requirements with national expert, Dr. Kent Gerlach, reviewing necessary training of teachers and principals; 3. Conducted web research of what other states were offering as models for training certificated staff; 4. Defined the areas of need for both teachers and principals; and 5. Designed training outlines for development into learning modules.



PESB Paraeducator Subcommittee #4 Professional Development of Teachers Project Facilitator, Jonelle Adams 1



Dr. Kira Austin, Assistant Professor, Whitworth University



2



Ginnie Ayres, Director of Instructional Support Programs, Monroe School District



3



Christina Carlson, Instructional Facilitator, Yakima School District, WEA Member



4



Erin Chaplin, Director of Instruction, Yakima School District, WASA Member



5



Barb Gapper, Paraeducator, Port Angeles School District, Olympic Council President, WEA Member



6



K.C. Mitchell, Elementary Principal, Yakima School District, AWSP Member



7



Pat Smithson, Title II Program Supervisor, OSPI



8



Jean Sarcletti, Paraeducator, Everett School District, PSE Member



9



Lynne Tucker, Parent & Advocate



10



Dr. Vanessa Tucker, Assistant Professor, Pacific Lutheran University



11



Mike Weibel, Director of Human Resources, Auburn School District
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DEFINING THE CURRENT SITUATION AND NEED Paraeducator Summary of Demographics and Salary1



1



Summary



2013 - 2014



Number of Paraeducators Employed



23,765



Average Hours Worked



6 hours per day



Ratio of Paraeducator FTE to Teacher FTE



1 to 5



Average Age



50.5 years



Approximate Highest Salary



$23.277 avg hourly rate



Approximate Lowest Salary



$10.776 avg hourly rate



Mid Salary Level



$15.748 avg hourly rate



Race and Ethnic Data



Percent



Caucasian



81.9%



Hispanic



8.2%



African American



2.72%



Native American



1.82%



Other



2.24%



Gender



Percent



Male



8.70%



Female



91.30%



Data is pulled from the 2013–2014 School Year – *S275 Salary Information – Duty Code 910 (see Appendix VII). ● ●



The S-275 Report from OSPI is an electronic personnel reporting system that provides a record of certificated and classified employees of the school districts and educational service districts of the state of Washington. Data collected by the S-275 reporting process are either mandated by state law, necessary for calculating state funding or are needed for responding to requests by the federal government, the legislature or other organizations.
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Professional Educator Standards Board Paraeducator Work Group Report Over the last 20-30 years, there has been a significant increase in the number of paraeducators hired not only in Washington state but throughout the United States and other countries around the world. The April 2009 University of London Institute of Education’s report titled, The Impact of Adult Support Staff on Pupils and Mainstream Schools, found the United Kingdom has increased its paraeducator staffing from 24,000 in 1998 to 176,000 in 2008 while the August 2014 Thomas B. Fordham Institute’s report titled, The Hidden Half: School Employees Who Don’t Teach, reported that in the United States from 1970 to 2010, paraeducators grew from being 1.7% of all school employees to 11.8%. In contrast, the percentage of teachers decreased by 10%—from 60% to 50%—while the percentages of the remaining staff groups remained the same. According to data provided to the Office of Superintendent of Public Instruction, school districts in Washington have followed the same pattern seen in the rest of the country. Since 1991, school districts have hired 10,000 additional paraeducators—a 73% increase or 77% increase when examined at the full-time equivalency. In 1985, there was a 142% increase in the number of paraeducators in Washington state, which equated to a 156% increase in full-time equivalency. As a result, this hiring increase, whether at the micro school district level or the macro national level, shows paraeducator employment steadily rising over time. In August 2014, PESB collaborated with the Washington School Administrators Association to seek feedback about paraeducators from school districts. All 295 school districts were sent an online survey to complete. 97 school districts opted to participate in the survey (see Appendix IV). The demographics of the participating districts were as follows:



District Distribution by # of Students



Geographic Distribution of Districts



A list of the survey questions has been included on the following pages, and the 97 districts’ responses and concerns have been recorded, analyzed, and outlined accordingly. An open feedback section was also included in the survey, and responses to that have been summarized at the end of the Survey Questions and Responses section of this document.
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Survey Questions and Responses On Hiring Policy



Nationwide paraeducators have an average age of 46 and stay on the job for 11 years -NEA



Question: Does your district have a policy regarding the hiring of paraeducators? Answer: 57% of the Districts responded “Yes” while 43% responded “No”. On Hiring Requirements



Question: When hiring paraeducators, what are your district’s hiring requirements? Answer: 44% of school districts reported they require paraeducators to have a high school diploma or GED; 38 % of school districts reported they require paraeducators to have an AA degree or higher; while 52% of school districts reported utilizing the Paraeducator Competency test from Educational Testing Services (ETS)with a defined cut score of 471 as a hiring minimum. On Recruiting Question: What do you do to recruit paraeducators? Answer: Most school districts reported they are able to fill their paraeducator positions with qualified candidates, though this response differed by geographic region. School districts that indicated not having enough qualified paraeducators to hire listed the following categories of shortfall. 1) Special Education for the middle and high school levels; 2) ELL for the middle and high school levels; and 3) Special Education for the elementary school level. Questions: Describe what you do to recruit Paraeducators: Answer: Most districts responded with the following top five strategies for recruiting paraeducators: 1. Advertise openings via website, local newspaper, Facebook, newsletters, online applications, and Craigslist 2. Advertise via co-op through local ESDs and attend job fairs 3. Reader boards at schools and district offices 4. Word of mouth and networking with volunteers and current paraeducators 5. Encourage current parent volunteers to apply and use substitute list
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Professional Educator Standards Board Paraeducator Work Group Report On Professional Development Question: Does your district document or track professional development for paraeducators? Answer: 68% of the districts reported in the affirmative to collecting and tracking the professional development provided to their paraeducators and to having the capacity to collect such data for reporting purposes. Question: What kind of professional development is provided to your Paraeducators? Answer: 73% of the districts responded that they conducted at least a half or full day of orientation training.



Total Districts Providing Professional Development by Type Questions to Districts



# of Districts Responded



% of District Responded



District lead PD/Orientation (half or full day)



71



73%



District lead PD on classroom behavior or techniques for positive classroom/student interaction



68



70%



District lead PD for Special Education Paraeducators



66



68%



District lead PD on instructional skills for paraeducators



61



63%



District lead PD for ELL, Title I, or LAP Paraeducators



53



55%



Building lead PD for Special Education Paraeducators



43



44%



Building lead PD on instructional skills for paraeducators



42



43%



Building lead PD on classroom behavior or techniques for positive classroom/student interaction



42



43%



Building lead PD for ELL, Title I, or LAP Paraeducators



37



38%



Building lead PD for beginning paraeducators orientation



35



36%



District lead PD on cultural competencies for paraeducators



33



34%



Building lead PD on cultural competencies for paraeducators



17



18%



On Offering a Career Pathway to Becoming a Teacher Question 1: Are you aware of any currently employed paraeducators on track to become teachers? Answer: Only 23 out of 97 school districts reported having any knowledge of their paraeducators working towards becoming a teacher. Of those 23 school districts, 19 reported that less than 10% of their paraeducators were on track to become a teacher. However, 26 school districts reported that their paraeducators have shown great interest in becoming a teacher.
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Professional Educator Standards Board Paraeducator Work Group Report Question 2: What percent of your paraeducators have shown an interest in becoming a teacher? Answer: 20 districts indicated less than 10 % 4 districts indicated that between 15% 25% 2 districts indicated greater than 30% 1 district indicated that they did not know On Barriers to Becoming a Teacher Question: What barriers have paraeducators expressed in pursuing a career in teaching? Answer: 34 Rural Districts Responded Top barriers were: ● Time, finances, and family obligations ● Distance of programs from workplace 18 Suburban Districts Responded Top barriers were: ● Finances and time ● Need to stay employed while taking courses (leave of absence or resigning is an issue) On Job Responsibilities Question: How does your district most frequently use paraeducators? Answer: Paraeducator Support in ELL Programs Rural District Responses ● Pull out with 1 to 1 tutoring ● In class assistance to students ● Instructional assistance in small groups ● Support computer aided learning ● Translation/interpretation Suburban Districts Responses ● Support specific classroom interventions as modeled by certificated ELL Specialist ● Small group or individual intervention as designed by certificated ELL Specialist ● Clerical & data tracking or assessment required by funding agency ● Use pull out or push in strategies as designated by certificated staff
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Professional Educator Standards Board Paraeducator Work Group Report Paraeducator Support in Title I Part A Rural District Responses ● Small group instruction in Reading and Math ● Read groups for elementary with certificated supervision ● 1 to 1 assistance in Reading and Math ● RTI implementation and classroom support ● In classroom assistance and supervisory support before, after, and during school ● Extra dose of Reading and Math Suburban Districts Responses ● Student specific and group learning and content acquisition support ● Reading and Math small group instruction ● Tutoring students ● Work with K-4 teachers on core instruction ● On time graduation recovery ● Classroom assistance ● Administer tests, maintains records, and assistance with report generation



Paraeducator Support in Special Education Rural District Responses ● 1 to 1 attention based on IEP and supervision of certificated staff ● Self-care or small group instruction as directed by certificated staff ● Pull out and classroom support ● Riding bus with student and assist in life skills in classroom ● Academic support during and after school ● Resource room support and direct instruction in small groups or individual students Suburban Districts Responses ● Instructional assistance and behavioral guidance under the supervision of certificated staff ● Supporting IEP behavioral plan as supervised by certificated staff ● 1 to 1 tutoring and support ● Small group instructional support ● Student assistance in mainstream classroom ● Support behavior plan and transitions for student during the day ● Instructional support as required by Special Ed Teacher ● Clerical support and record keeping for student growth and IEP



Paraeducator Support in LAP Rural District Responses ● Provide small group instruction in Reading ● Collect data on student progress ● Small group pull out for classroom support ● Student specific support for learning and content acquisition ● Second dose of reading or math during the day
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Professional Educator Standards Board Paraeducator Work Group Report Suburban Districts Responses ● Student support in classroom ● Tutoring students in Math and Reading ● Instructional assistance as designed by certificated teacher ● 1 to 1 and small group supplemental instruction ● K-4 reading interventions



Paraeducator Support in Federal Limited English Proficiency Rural District Responses ● 1 to 1 help ● Limited remediation support in Reading and Math ● Second dose of Reading and Math after school ● Instructional support ● Supplemental instruction before school ● Student specific & group language acquisition support Urban Districts Responses ● Individual and small group instructional support ● Tutoring with individual students after school ● Provide additional classroom support during summer school program



Paraeducator Support in Basic Education Rural District Responses ● Recess supervision, buses, lunchrooms, and playground ● Classroom assistance and additional learning support ● Instructional support in small group settings ● Student supervision ● Provide 1 to 1 tutoring and extra support as supervised by certificated staff Suburban Districts Responses ● Academic support ● Student supervision in library/computer lab ● Recess supervision and lunch duty ● Class size support ● Small group intervention in Reading and Math ● Academic support in K-2 ● Data entry and collection ● Library services and research
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Professional Educator Standards Board Paraeducator Work Group Report Paraeducator Support in Transitional Bilingual Program Rural District Responses ● Aid for students ● Support to ELL endorsed teacher in small group work ● 1 to 1 tutoring ● Pull out help and push in support ● Direct instruction Suburban Districts Responses ● Instructional support in Reading and Math ● Classroom and individual support ● Small group in English language acquisition to push into classroom to extend individual attention teachers can provide students Open Feedback Districts were asked to generate comments, feedback, and concerns for the Paraeducator Work Group, and their responses are listed below: Rural School Districts Comments for Paraeducator Work Group 1. Low wages for Paraeducators – we can’t pay them fairly. 2. Don’t add more difficult educational requirements or set higher standards for paras. 3. Don’t restrict paras use – this would impact schools terribly. 4. All Paraeducators should be required to have cultural and equity training. 5. Cost to train all Paraeducators is not reasonable at this time. 6. Make education course work more accessible while they work in classrooms. 7. Allow for work experience to count for credits to fast track for a Teaching Degree. 8. We always find highly motivated and talented Paraeducators who seek this job and do very well.



Suburban School Districts Comments for Paraeducator Work Group 1. Increased funding to provide in-service. 2. Increase employment standards need to come with increased funds and pathways to achieve those standards. 3. Give local districts lots of flexibility. 4. Don’t require a four year or two year degree or you will exclude a talented pool of people. 5. Training should be accessible and ongoing but not a one shot approach and or impact the instructional day. (Online training may be the answer) 6. All paraeducators need solid student behavior and management skills – this should be a high priority for employment. 7. Paraeducators need increased knowledge and understanding of curriculum and instructional strategies and effective behavior management techniques. 8. Not all paraeducator positions require a uniform level of qualifications and/or training. 9. Paraeducators make a big difference.
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PROPOSED RECOMMENDATIONS Stakeholders nationwide agree that a well-prepared workforce is essential to ensure all children, youth, and families with diverse learning styles and abilities have access to quality educational services (Darling-Hammond, 1998). While there are many important issues that must be addressed in regards to the employment, preparation, and retention of skilled personnel at all education levels, one of the most critical areas of need to be addressed is the establishment of rigorous standards and structured opportunities for professional development for paraeducators. The needs of paraeducators have often been ignored by the State Educational Agencies (SEAs), Local Educational Agencies (LEAs), and institutions of higher learning, and when support and training does exist, it often fails to align with the complex reality of paraeducators’ roles and does not foster a collaborative partnership with the classroom teacher. In an effort to remedy such shortcomings and meet the charge inherent in SSB 6129, the following recommendations were vetted and approved by the Paraeducator Work Group on December 10, 2014.



RECOMMENDATION 1 Establish new Paraeducator Employment Standards 1 – 4 for English Language Learners, Transitional Bilingual Instructional Programs, Federal Limited English Proficiency, Title I and Learning Assistance Program paraeducators with additional ELL Endorsement Standards designed for paraeducators who work in ELL, Transitional Bilingual Instructional Programs, and Federal Limited English Proficiency classrooms settings and adopt a standard definition of a “paraeducator”.



SSB 6129 Recommend appropriate minimum employment standards for paraeducators who work in Part 1 (Due Jan. 10, 2015)  ELL Programs  Transitional Bilingual Instructional Programs  Federal Limited English Proficiency Programs  Learning Assistance Programs  Federal Disadvantaged Programs



Rationale: Adopting these Standards would better address the skills, knowledge, and competencies a paraeducator needs to possess and exhibit in order to meet the varied needs of the students served. Furthermore, a more standardized definition of what a paraeducator is and does will better define a paraeducator’s role within a school community. Endorsement recommendations are being proposed because school districts now serve an increasingly diverse population of English Language Learners (ELL). Paraeducators play a critical role in helping students whose first language is not English feel welcomed within a school setting. The paraeducator’s attitude and actions should model the cross-cultural understanding needed to support ELLs. Paraeducators in ELL and bilingual education programs assist in both student content comprehension, or “input”, and elicited response, or “output”, through specific instructional strategies that support students during the stages and processes of second language acquisition. Therefore, it is extremely important for paraeducators to be trained through a specialized set of ELL Knowledge and Skills Competencies.
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Recommended adoption of standard definition of a paraeducator is as follows: A paraeducator is a school employee who works under the supervision of a certificated/licensed staff member to support and assist in providing instructional and other services to children and youth and their families. The certificated/licensed staff member remains responsible for the overall conduct and management of the classroom or program including the design, implementation, and evaluation of the instructional programs and student progress. (Adapted from Pickett and Gerlach, 2003) “Para” means “alongside”—the general public has an understanding of this term thanks to paralegals and paramedics—therefore, a paraeducator “works alongside an educator.” “Supervision” refers to directing the work of a paraeducator; it does not refer to hiring, firing, or evaluating the paraeducator, although certificated or licensed staff could have input in these processes.



RECOMMENDED EMPLOYMENT STANDARD 1 Support instructional opportunities Core (Basic) Competencies: 1.1 Knowledge Competencies A. Possess knowledge and proficiency in:  basic reading/reading readiness,  basic math/math readiness, and  basic writing/writing readiness; B. Possess knowledge/awareness of strategies, techniques, and methods of instruction; and C. Possess an awareness of the value of students’ diversity and unique strengths. 1.2 Skill Competencies A. Assist in delivering, reviewing, reinforcing, and adapting instructional strategies according to the needs of diverse learners in various settings as directed by certificated staff; B. Assist in recording and maintaining data as directed by certificated staff; C. Possess the ability to use technology to support learning and instruction; and D. Assist with assessments, monitoring learner progress, and providing information to the certificated staff.
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Professional Educator Standards Board Paraeducator Work Group Report ELL Endorsement Competencies: 1.3 Knowledge Competencies A. Awareness of the difference between social language and academic language; B. Awareness of the stages of second language acquisition; and C. Awareness of WA English Language Proficiency Standards and levels. 1.4 Skill Competencies A. Ability to engage and communicate with certificated staff to build a culturally and linguistically inclusive learning environment. Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet highly qualified Paraeducator criteria; and 2. Complete Paraeducator Certification Requirements; and 3. Successfully complete ELL endorsement requirements and coursework.



RECOMMENDED EMPLOYMENT STANDARD 2 Demonstrate professionalism and ethical practices Core (Basic) Competencies: 2.1 Knowledge Competencies A. Have knowledge of and adhere to the distinctions in the roles and responsibilities of teachers, paraeducators, administrators, families, and other team members; B. Have knowledge and a strong commitment to protect civil and human rights, especially those pertaining to children, youth, and their families; and C. Understand the importance and purpose of confidentiality of student information. 2.2 Skill Competencies A. Demonstrate professional standards of conduct consistent with all applicable laws, regulations, policies, and procedures; B. Pursue and participate in staff professional development and learning opportunities; and C. Possess the ability to understand and follow the appropriate procedures established by the district/agency in order to implement policy and personnel practices.
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Professional Educator Standards Board Paraeducator Work Group Report ELL Endorsement Competencies: 2.3 Knowledge Competencies A. Awareness of the legal rights of English Language Learners; B. Ability to build culturally and linguistically inclusive learning environments; and C. Awareness of what constitutes effective communication with ELL families and students and fosters respect for cultural and linguistic diversity. Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet highly qualified Paraeducator criteria; and 2. Complete Paraeducator Certification Requirements; and 3. Successfully complete ELL endorsement requirements and coursework.



RECOMMENDED EMPLOYMENT STANDARD 3 Support a positive and safe learning environment Core (Basic) Competencies: 3.1 Knowledge Competencies: A. Possess an awareness of child and adolescent developmental milestones; B. Understand the value and outcomes for creating a safe, productive, and culturally inclusive learning environment; C. Understand economic, cultural, and linguistic diversity and commit to building a learning environment that supports the unique strengths of all students; and D. Possess an awareness of positive behavioral support systems designed to create an inclusive and safe learning environment. 3.2 Skill Competencies: A. Ability to follow positive behavioral support systems as developed by certificated staff; B. Ability to foster and support a safe, positive, and culturally inclusive environment; C. Ability to follow prescribed health, safety, and emergency school and district policies and procedures; and D. Ability to assist in implementing supplemental, culturally representative material, which supports an inclusive learning environment.
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Professional Educator Standards Board Paraeducator Work Group Report ELL Endorsement Competencies: 3.3 Knowledge Competencies: A. Awareness of cultural and linguistic diversities and a commitment to build on students’ strengths; B. Awareness of how to successfully support culturally and linguistically diverse students entering into the public school system; and C. Awareness of students’ unique strengths and what value they bring to the classroom. 3.4 Skill Competencies A. Assist with strategies and techniques for facilitating the instruction of individuals with diverse language learning needs in a variety of settings as specified by certificated staff; B. Assist in providing culturally and age appropriate feedback to students; and C. Assist with supporting individual student needs by using appropriate strategies that are culturally responsive and address diverse student background. Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet highly qualified Paraeducator criteria; and 2. Complete Paraeducator Certification Requirements; and 3. Successfully complete ELL endorsement requirements and coursework.



RECOMMENDED EMPLOYMENT STANDARD 4 Communicate effectively and participate in the team process Core (Basic) Competencies: 4.1 Knowledge Competencies: A. Understand effective communication styles that contribute to effective teamwork; and B. Understand the role as a member of an instructional team and how to support team decisions. 4.2 Skill Competencies: A. Provide relevant feedback regarding learner performance and instructional strategies to certificated staff; B. Foster mutually beneficial relationships with schools, families, and communities; C. Possess the ability to communicate and participate as a team member; D. Use effective communication and problem solving skills with students and staff (i.e., written, verbal, and nonverbal); and E. Possess a willingness to accept and utilize feedback regarding personal performance.
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Professional Educator Standards Board Paraeducator Work Group Report ELL Endorsement Competencies: 4.3 Knowledge Competencies: A. Awareness of appropriate and culturally responsive communication strategies. 3.4 Skill Competencies A. Support effective communication with culturally and linguistically diverse students, families, communities, and team members in a professional and respectful manner; B. Use culturally responsive communication skills (i.e., written, verbal and nonverbal); and C. Possess the ability to engage in appropriate culturally responsive strategies such as but not limited to: 1. 2. 3. 4.



Constructs of time, Verbal and nonverbal cues, Responding to authority, and Relationship building.



Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet highly qualified Paraeducator criteria; and 2. Complete Paraeducator Certification Requirements; and 3. Successfully complete ELL endorsement requirements and coursework.



RECOMMENDATION 2 Establish a Paraeducator Oversight Committee or Board to provide guidance and leadership and for the implementation of the new system. Rationale: Several recommendations in this report will require a regulatory body or entity to develop, implement, and monitor results. It is important to establish an entity with a full-time staff and budget. Representation from various stakeholders should include: union representatives, paraeducators, teachers, principals, parents, administrators, HR directors, OSPI, and Community Based Organizations (CBO). The purpose of this entity would be to oversee policies and regulations for the preparation and certification of paraeducators in Washington state, ensuring that: (1) applicants have completed the “Paraeducator Standards” practicum/coursework; and (2) applicants have a foundation of skills, knowledge, and attitudes necessary to help students with diverse needs, abilities, cultural experiences, and learning styles meet or exceed the state’s learning goals. Paraeducator Oversight Committee or Board Duties ❖ Policy Making ➢ Oversee the permit and certificate system ➢ Oversee renewal process
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Approve practicum course of study ❖ Program Implementation ➢ Oversee practicum implementation and support ➢ Oversee endorsements approval and implementation ➢ Develop and ensure online training system and curriculum is operational ❖ Advocacy ➢ Advocate for professionalism of paraeducators ➢ Advocate for resources and funding ➢ Advocate for continued and improved communication for paraeducators ❖ Advising Capacity ➢ Share/communicate strategic advice ➢ Provide guidance to OSPI/PESB ➢ Communicate with legislative committees and educational entities Benefits: Establishing the Paraeducator Oversight Committee or Board will provide statewide coordination and monitoring of the implementation of the Paraeducator Certificate and Renewal process and will ensure development and ongoing improvement. Through the committee or board, stakeholders will be able to provide input to monitor, adopt, and institute changes. The Oversight Committee or Board will create and establish the appropriate infrastructure to ensure a statewide effort is implemented for the improvement of paraeducator professional development.



RECOMMENDATION 3 Implement Paraeducator Employment Standards and Certificate Process over five years. Rationale: Given the current reality that many school districts are stretched to capacity implementing new K-12 reform initiatives under restricted budgets with limited personnel, the implementation of new employment standards and certification requirements for paraeducators must be staged over a practical length of time. Any new system must be phased in with careful consideration so proper input and feedback can be collected, release of products can be controlled, and design and content can be improved for consistency and fidelity during the early stages of development. A five year implementation process allows for the Paraeducator Oversight Committee or Board to conduct pilots to ensure approved coursework is field tested, administrative details for permitting and certification are solidified, and online training is ready and available before full implementation. It also allows funding and a budget to be allocated over time so districts can opt to become early implementers when able.
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Professional Educator Standards Board Paraeducator Work Group Report Benefits: This process will ensure the paraeducator permit, certification, and endorsement requirements are officially enacted; that online training is developed, available, and implemented for all school districts; and that the Paraeducator Practicum Programs have been initiated across the state. In addition, the five-year implementation plan will ensure ample time for partnerships to be established between ESDs, school districts, and community and technical colleges and that state funding is allocated for full implementation.



Implementation Timeline: Year One (2016 - 2017) Establish Paraeducator Oversight Committee or Board under OSPI or PESB. Role: 1. Ensure pilots are funded by grants and conducted by districts; 2. Approve clock hour curriculum for certification and endorsements; 3. Develop a process for issuing permits, certification, and renewal of certificates 4. Approve and contract out for development of all online training system ■ Practicum, ■ ELL, and ■ Advanced; 5. Oversee practicum process and certification; 6. Approve and contract out for the development of an online training system; 7. Collect data/information from pilots; 8. Create a statewide template for a Paraeducator Handbook; and 9. Initiate improvements and monitor systemic impact of certification process.



Year Two (2017 - 2018)* Implementation of Pilot Phase Tasks: 1. Oversee curriculum and training materials for pilots; 2. Oversee online training system for pilots; 3. Approve early adopter volunteers to implement pilot phase and allocate grant funds; 4. Initiate pilot permit and certification process; 5. Initiate Practicum pilot and mentoring support; 6. Initiate ELL Endorsement and pilot coursework; 7. Initiate pilot for Advanced Paraeducator coursework; 8. Ensure ESD support and training with grant funds; 9. Initiate and support community and technical college partnerships with school district; 10. Ensure data and feedback are being collected and improvements are completed; and 11. Pilot statewide Paraeducator Handbook. *Grants are awarded to pilot districts and partnerships
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Professional Educator Standards Board Paraeducator Work Group Report Year Three (2018 - 2019)* Gradual Phase In Tasks: 1. Oversee and implement Year Two revisions; 2. Approve additional early adopter volunteers to implement pilot phase two; 3. Ensure continued availability of grant funds; 4. Oversee pilot for online training system with revisions; 5. Ensure partnerships are formed between ESDs, school districts, and community and technical colleges to implement the Practicum Pilots; 6. Oversee collecting data and feedback, ensuring improvements are completed; 7. Oversee endorsement work for Advanced Paraeducator; 8. Oversee ELL Endorsement for Paraeducator; 9. Oversee practicum pilots; and 10. Finalize a statewide template for Paraeducator Handbook. *Grants are awarded to pilot districts and partnerships



Year Four (2019 - 2020)* Final Phase In Tasks: 1. Oversee and implement Year Three revisions; 2. Increase volunteer adoption and implementation from school districts; 3. Oversee continued availability of grant funds; 4. Ensure online training system is complete; 5. Ensure partnerships are formed between ESDs, school districts, and community and technical colleges; and 6. Oversee collecting data and feedback to ensure improvements are completed *Grants are awarded to pilot districts and partnerships



Year Five (2020 - 2021) Full Implementation Tasks: 1. Oversee the permit, certification, and endorsement requirements are implemented and running well; 2. Ensure online training is available and implemented for all school districts; 3. Oversee Paraeducator Practicum Programs are working across the state; 4. Ensure partnerships are established between ESDs, school districts, and community and technical colleges and meeting certification needs; 5. Ensure state funding is allocated for full implementation; and 6. Provide downloadable template for Paraeducator Handbook to all school districts.



30|Page



Professional Educator Standards Board Paraeducator Work Group Report



RECOMMENDATION 4 Implement certificate renewal process for paraeducators’ continued professional development that requires the completion of 75 – 100* approved clock hours every five years. Rationale: In previous years, paraeducator training programs were supported and funded through the general state budget as referenced in RCW 28A.415.310 and RCW 28A 415.315, which funded training via summer and winter conferences designed to maximize paraeducator effectiveness in improving student achievement. This statewide effort was implemented through ESDs and OSPI but funding from the legislature ended in 2009. Since then, paraeducators have not been able to receive adequate training due to district budget shortages and limited resources. Without a statewide effort to fund and ensure training is available to paraeducators and required as professional development, our state is overlooking a valuable instructional resource and an opportunity to improve student success. Benefits: Implementing a certificate renewal process will ensure paraeducators are continually mastering necessary skills for improved job performance; allow school districts to provide training to meet district specific requirements; provide opportunities for teachers and paraeducators to attend training together for joint clock hour or credits sessions; and offer recognition to paraeducators as professionals consistently striving to improve. Considerations: Given the low pay and part-time status of many paraeducators, it would be advised to ensure clock hours or credits be earned free of charge or to allow scholarships to reduce the cost. Providing a budget to develop statewide online courses to complete clock hours or credits free of charge through a statewide paraeducator consortium or through ESDs or districts would help offset paraeducators’ cost burdens. *Establishing the number of clock hours or credits would be delegated to the Paraeducator Oversight Committee or Board.



RECOMMENDATION 5 Establish a Paraeducator Certificate with multiple endorsements as Career Ladder opportunities.



SSB 6129 Recommended appropriate professional development opportunities for paraeducators who work in: Part 1 (Due Jan. 10, 2015)  ELL Programs  Transitional Bilingual Instructional Programs  Federal Limited English Proficiency Programs  Learning Assistance Programs  Federal Advantage Programs



Rationale: Subcommittee members reviewed national reports and individual state structures and processes, which included credentialing or licensing standards of paraeducators. Over half of the 50 states had already established standards or regulatory procedures for delineating the roles, supervision, and preparation of paraeducators. Thirteen states had credentialing mechanisms in place, which ranged from multi-level certification or permit systems defining roles, training, and career
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Professional Educator Standards Board Paraeducator Work Group Report advancement criteria to one-dimensional systems that did not specify appropriate responsibilities or training requirements (see Appendix II). Subcommittee members compared these mechanisms to what currently exists in Washington state and found only one document called “Washington State Recommended Core Competencies for Paraeducators” that identified any mechanisms as “statewide”. In addition, this document only served as a recommendation and was developed to serve as a general baseline of the knowledge and skills necessary to the role and responsibilities of paraeducators working with special education students in educational settings throughout our state (see Appendix X). Subcommittees 1 and 2 concluded, therefore, that our state needs to develop and establish a required Paraeducator Certificate and a course of study to ensure all paraeducators are prepared to serve students. It is our recommendation that Washington state adopt a certification process, starting with an initial permit issued to all paraeducators after hiring and based on the initial hiring standards established by ESEA Title I, Part A. Paraeducators would then be required to complete the specified Practicum Course of Study, which would lead to the acquisition of a Paraeducator Certificate. This approach would allow districts to hire employees who meet the minimum hiring requirements as established by ESEA Title I, Part A under the assumption that over a three year period the paraeducator would complete the required course of study during the practicum. School districts would be able to hire paraeducators without a certificate but would be required to provide coaching and support during the permit through practicum phase so that paraeducators could complete their certification process. Benefits: Establishing a Paraeducator Certificate with multiple endorsements will ensure paraeducators have completed coursework and met the required skill level needed to support and assist teachers with their programs and administrative duties. Certification will establish clear distinctions in the roles and levels of these responsibilities and provide opportunities for upward mobility through different paraeducator endorsements. Requiring endorsement in special areas such as ELL and Special Education will provide the necessary training to meet the demands of the specialized instructional support. Paraeducator certification with a continued renewal process will help to ensure all students are served by an appropriately prepared paraeducator workforce. Considerations: We advise being attune and tracking outcomes of diverse candidates’ entry into the paraeducator work force over time if new standards are implemented. Approaches should be adjusted as necessary to recruit and retain diverse candidates into the profession.
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Five Steps to Certification with Multiple Endorsements Step 1: Apply For Permit To meet entry level standards for employment, an applicant must: ➢ Be at least 18 years of age; ➢ Hold a high school diploma or equivalent; and ➢ A passing grade on the ETS Paraeducator Assessment; or ➢ An AA degree or 72 college credits or 48 semester credits. An initial permit application will be issued by the district or ESD with a specified amount of time to complete the practicum course of study modules and apply for the Paraeducator Certificate by: ➢ Sending the application to the Professional Certification Office (OSPI); and ➢ Committing to attending and completing an approved practicum program within 3 years (subject to one renewal or 6 years of maximum study)



Step 2: Complete Practicum ➢ Paraeducators complete the practicum through districts, ESDs, unions, community and technical colleges, and apprenticeship programs that offer approved paraeducator practicum courses of study, which have been previously approved by the Paraeducator Oversight Committee and give training using the Washington State Paraeducator Standards 1 – 4 either through approved course of study modules online or face to face training ; ➢ Applicants demonstrate competency by completing the knowledge and skill components embedded in the approved paraeducator practicum course of study modules; ➢ Applicants may choose to work towards a teaching certificate under the Paraeducator Practicum or Certificate Program within a community and technical college for transferrable credit; ➢ Applicants may choose to work with PSE Apprenticeship programs to complete Practicum Course work; ➢ Completed documentation is verified by a classroom or online instructor and sent to OSPI and to the school district.
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Professional Educator Standards Board Paraeducator Work Group Report Step 3: Apply for Paraeducator Certificate ➢ Application for the Paraeducator Certificate is submitted; ➢ Credits and coursework are approved and verified by districts, ESDs, unions, community and technical colleges, and apprenticeship programs; ➢ A Certificate Fee, determined by the Paraeducator Oversight Committee, is paid; ➢ The Paraeducator Oversight Committee approves of the authorization of the certificate.



Step 4: Certificate Renewal ➢ The Paraeducator Oversight Committee determines whether to utilize the “teacher clock hour” reporting system and decides the exact number of clock hours required for renewal; ➢ Paraeducators send clock hour reports to “Professional Certification” at OSPI through the ecertification report system; ➢ Renewal of Certificate is determined by the Paraeducator Oversight Committee and a Renewed Certificate is issued by the Professional Certification Office (OSPI).



Step 5: Multiple Endorsement Options ➢ Additional endorsements, which are required for paraeducators working in ELL Programs*, are worked on during the practicum and must be completed within four years after the permit is issued (See Defined ELL Endorsement Coursework in Appendix VI); ➢ The Paraeducator Oversight Committee or Board approves the coursework/clock hours for the endorsements; ➢ Recommendation is made to officially award clock hours as “state approved” for endorsements in ELL and Special Education and for other Advanced Endorsements. *All currently employed paraeducators working in an ELL program would be required to apply for an endorsement and would have up to four years to complete



Considerations: The Paraeducator Work Group deliberated over the cost and burden for school districts to implement the recommended paraeducator certification process and for all currently-employed paraeducators to earn a newly required Paraeducator Certificate and ELL endorsement but did not reach consensus on the issue. This recommendation does NOT contain any grandfathering for currently employed paraeducators. Instead, the intent is to “build for the ideal” and let the legislature determine if the recommendation can be fully funded. There is a
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Professional Educator Standards Board Paraeducator Work Group Report cost burden associated as paraeducators will be required to attend clock hour trainings during the Practicum, Endorsement and Renewal process. This could be a problem for the many paraeducators who work two to three jobs to make ends meet. A “full funding” request would need to be made to support the Certificate, Endorsement, and Renewal process. Funding would be required for districts to implement.



Paraeducators who report receiving more in-service training or pre-service preparation feel better prepared to fulfill their job responsibilities. -Director of HR



RECOMMENDATION 6 Establish an Advanced Paraeducator Endorsement as a Career Ladder opportunity. SSB 6129 Rationale: Recommend on appropriate Career Paraeducators currently have limited upward career mobility and very few Ladder Model that encourages opportunities to pursue job advancements. However, paraeducators are paraeducators to pursue the advanced being asked to take on more and more responsibilities, which require education and professional additional skills and sometimes without any training or preparation. development as well as increased instructional ability and responsibility There is a lack of consistency among school districts in regards to the professional development and job responsibilities of paraeducators. An Advanced Paraeducator Endorsement would provide a Career Ladder opportunity with future details to be developed by the Paraeducator Oversight Committee.



Benefits: Establishing an Advanced Paraeducator Endorsement would support and retain highly-qualified and experienced employees but will also expand paraeducators’ current duties to include mentoring and coaching other paraeducators or providing highly-impacted classrooms with specialized paraeducators possessing advanced instructional skills in reading, math, science, and technology. Advancing in one’s career can help increase job satisfaction and improve professionalism. Sample Duties of Paraeducators holding an Advanced Paraeducator Endorsement ➢ Assist in highly-impacted classrooms ➢ Assist in specific and specialized instructional support (e.g., reading, math, science, and RTI) ➢ Mentor and coach other paraeducators ➢ Respond to and support specific Instructional Technology applications ➢ Act as an emergency substitute teacher for a day Suggested Endorsement Requirements ➢ Paraeducators must already hold a paraeducator certificate ➢ Must have completed 3,240 hours of paraeducator employment
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Professional Educator Standards Board Paraeducator Work Group Report ➢ Hold an AA Degree or 90 college credits or have completed 75 advanced level clock hours approved by the Paraeducator Oversight Committee ➢ Comply with districts’ determination of what job openings require advanced endorsement Considerations: The specific details of the Advanced Paraeducator Endorsement would be determined by the Paraeducator Oversight Committee or Board, so implementation and resource allocation could be planned in a coordinated and systematic manner. Job responsibilities of paraeducators are increasing each year with little or no training. -Principal



RECOMMENDATION 7 Expand and enhance the high school to paraeducator to teacher pathway through implementation grants to high schools targeting students of color. Rationale: Fostering interest in careers in education begins in high school. Currently, only 38 school districts out of 295 total offer the Careers in Education program, which is a 180-hour course designed to give students the “total teaching experience”. Implementation grants for high schools with high concentrations of students of color would support increasing the expansion of Career in Education Program. The Careers in Education program could support and encourage students of color to consider a career as a paraeducator—a job which offers employment after high school graduation and is a solid solution to potentially increasing the diversity of the teacher population. Another strategy to increase teacher diversity is to collaborate with PESB, who coordinates the Recruiting Washington Teachers program, to encourage more students of color to attend Recruiting Washington Teachers during the summer through the use of implementation grants, which would help expand the program by making it available to more sophomore students. Incentive grants could be used to fund and expand the four summer programs to eight or to offer the program during other specified times throughout the year. The expansion would also include increased partnerships with community and technical colleges, and universities. Benefits: Expanding the high school to paraeducator to teacher pathway will increase opportunities for students of color to explore careers in education with potential employment right out of high school and will make it easier for them to participate in a paraeducator to teacher pathway. Implementation grants could be used to offer significant return on investment by encouraging and supporting students of color to consider a career in teaching.
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Enhanced High School to Paraeducator to Teacher Pathway HIGH SCHOOL Careers in Education Program currently operates in 38 school districts & 1,282 students participate    



1-2 year program Internships 90-180 hours Offer dual credit opportunity between high school and community and technical colleges Offer credit to students – up to 5 – 10 credits for this high school experience



Recruit Washington Teachers    



Summer Program for High School Students Currently offered at four sites in Washington State Coordinated through PESB Designed to recruit underrepresented populations to consider teaching careers



Enhanced High School to Paraeducator Pathway  











School districts will offer high school programs of 1 to 2 years with internships opportunities with a mentor teacher to observe classroom instruction at all levels. Students could begin to earn their paraeducator certificate. They would have the opportunity to complete their AA degree in a community and technical college program that would be the beginning of a teaching career pathway. School districts would offer a summer future educator camp to highlight the program for sophomore high school students so they can interact with faculty with a community presentation about the program. This program is a combination of the Careers in Education and RWT program currently exist. Funding implementation grants would be essential.



RECOMMENDATION 8: Establish three regional grants to expand and enhance current Alternate Routes to Certification to meet teacher shortage in hard to fill areas. Each regional grant partnership would include school districts, community and technical colleges, and four year universities/colleges willing to explore and commit to increasing the number of paraeducators who wish to become teachers. Each regional partnership would receive up to $100,000 to support 100 paraeducators to enroll in the program and earn a teaching degree.
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Rationale: Thirty-eight percent of paraeducators have earned AA degrees or hold a BA degree, which allows them to qualify for Alternate Routes to Certification—Routes 1 and 2. In order to encourage this group of paraeducator to consider enrolling in the Alternate Routes programs, extensive outreach and support is required. Several other states have established effective state funded programs, which have impressive results in moving non-traditional students to becoming teachers, mainly in high need subject areas (special educations, bilingual, math and science). Our recommendation to enhance the Alternate Routes to Certification has several components but the overall recommendation is to encourage school districts to sponsor and support a partnership with community and technical colleges and four-year universities to provide employment, scholarship, and coaching to paraeducators completing teacher certification. The Work Group recommends the following actions be considered and implemented through a grant program that establishes three regional partnerships throughout the state with school districts, community and technical colleges, and four-year universities/colleges to enhance Alternate Routes to Certification: 1. 2. 3. 4. 5. 6. 7. 8. 9. 10. 11.



Increase awareness of conditional loan and scholarship opportunities; Consider creative Collective Bargaining Agreement funding avenues; Maintain paraeducator salary/benefits during mentored internship/student teaching; Include placement priority to move paraeducators into the classroom where they can experience a successful mentored internship; Provide a conditional certificated contract upon successful completion of the program with the expectation to teach at least three years; Designate district leadership to oversee and support partnerships; Offer tutoring or pre-admission courses to build language and test-taking skills; Create district/university partnership with Alternative Routes; Hold information sessions for Alternative Routes Programs at district sites; Provide university and financial aid application support; and Evaluate prior learning credit to see what options exists.



Benefits: Currently, paraeducators have indicated a number of barriers to becoming a teacher, including the loss of salary/benefits while paying for tuition, fees, and books; conflicting family responsibilities, which rely on income and benefits; geographical distance and lack of transportation; lack of confidence and support to pass entrance exams; and language barriers and little to no tutoring support. Enhancing current Alternative Routes would help combat these issues. Paraeducators are often veteran school employees, know the community, and represent diversity in a way the current teacher candidate pool does not, so providing paraeducators with a viable Alternative Route and financial support would help to increase the likelihood that experienced classroom professionals enter the teaching field and commit to staying in the school district.
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CURRENT ALTERNATE ROUTES TO CERTIFICATION Associate of Arts (AA Degree)/DTA  15 credit electives  Paraeducator Degree  District Partnership  Scholarships  Credit for work experience (Prior learning knowledge = credits)



  



Associate of Arts (AA Degree)/DTA  15 credit electives  Paraeducator Degree  District Partnership  Scholarships  Credit for work experience (Prior learning knowledge = credits)



Alternate Route 1 Starts with Transferrable AA Degree BA – Educator Credentials 6 Districts – Western WA University



   



Alternate Route 2 Starts with completed BA Degree College offers District, Partnership, or consortium Work together to ensure successful completion of program



Recommended Enhancements    







Create awareness of conditional loan and scholarship opportunities Consider creative Collective Bargaining Agreement funding avenues Maintain salary and benefits for paraeducators while in mentored internship Placement priority to move a paraeducator into a classroom where they can experience a successful mentored internship Provide conditional certificated contract upon successful completion of program with expectation to teach at least 3 years.



  



  



Create district, community and technical college, and university partnerships Tutoring or preadmission course to build language skills and test-taking strategies. Create district/university partnership with Alternate Route 1 & 2 Programs with school districts Hold information sessions for programs at district site Provide university and financial aid application support Evaluate prior learning credit



We’re already in the system. We know what it’s like and our passion is already there. -Paraeducator Alternate Route to Certification Student
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RECOMMENDATION 9 Incorporate appropriate and effective use of paraeducators into the knowledge and skill standards required of teacher and principal/administrator preparation programs and into the career benchmarks for teacher and principal continuing education.



SSB 6129 Recommend professional development for certificated staff that focuses on maximizing the success of paraeducators in the classroom



Rationale: State education agencies and/or other state agencies responsible for developing and administering teacher credentialing systems have not joined forces with institutions of higher education to establish standards of licensure to ensure teachers and principals/administrators have the knowledge and skills required to supervise paraeducators. Currently, there are no requirements for teacher or principal/administrator preparation programs to include course content on how to utilize paraeducators appropriately and effectively. Benefits: Incorporating appropriate knowledge and effective use of paraeducators in teacher and principal preparation programs will: ● ●



● ●



●



●



Ensure teacher and principal/administrator candidates are able to understand and demonstrate how to prepare and instruct paraeducators to successfully assist in the classroom; Ensure teacher and principal/administrators candidates are able to understand and demonstrate knowledge of applicable federal, state, and district laws, regulations, policies, and procedures regarding effective supervision of paraeducators; Ensure principal/administrator candidates understand and demonstrate their roles in recruiting, interviewing, and hiring qualified paraeducators; Ensure principal/administrator candidates understand and demonstrate skills in placement and delegation of responsibilities of paraeducators based on skill levels, expectations of the job, and requirements of the position; Ensure principal/administrator candidates understand and demonstrate skills in supporting the roles and responsibilities of a supervising teacher and to effectively communicate those expectations to him/her; and Ensure principal/administrator candidates understand and demonstrate skills in effective communication by providing constructive feedback during the paraeducator annual evaluation.
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Professional Educator Standards Board Paraeducator Work Group Report Recommended Guidelines for New Criteria and Standards ➢ PESB will create a new criteria for teacher candidates under Standard 3 (Teaching as a Profession) to directly address teacher supervision of paraeducators. ➢ PESB will create a new strand under Standard 2 (Instructional Improvement) for principal candidates to directly address supervision of paraeducators. ➢ Standards will be developed requiring both a teacher/principal/administrator understanding and a demonstration of effective supervision skills of paraeducators. ➢ Teacher Candidate Standards 1 – 10 are suggested (see Appendix V) and Administrator Candidate Standards 1 – 11 are suggested (see Appendix V).



RECOMMENDATION 10 Create and fund statewide professional development for current paraeducators, teachers, principals, and administrators. Rationale: With rare exception, there are no policies, standards, or systems for improving the performance and productivity of paraeducators, teachers, and principals as a united and collaborative educational team. Schools cannot adequately function without paraeducators, and paraeducators cannot function in schools without an infrastructure that supports and respects them as viable and contributing members of the instructional team. State and local agencies still do not have policies, laws, regulations, standards, and guidelines that prevent paraeducators from being used inappropriately or trained insufficiently—states which can, in turn, cause students to fail to receive appropriate education and/or health and safety needs. Implementation of statewide professional development opportunities through online learning modules would initially be developed through state funding and contracted out for development and overseen by the Paraeducator Oversight Committee. Benefits: Professional development would help paraeducators, teachers, and principal/administrators understand and demonstrate professional and ethical practices when supervising and supporting paraeducators; when creating positive teamwork strategies and resolving conflict; and when communicating job expectations and skills required for paraeducators to assist in the classroom. In addition, professional development would help to recognize paraeducator roles and contributions within the school community and would provide communication and engagement time for the teacher/paraeducator team.
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Professional Educator Standards Board Paraeducator Work Group Report Subcommittee 4 worked with national experts from higher education to produce a comprehensive set of content objectives and course outline to provide guidance and recommended professional development for teachers and principal/administrators.



Recommended Four Learning Modules for Teachers* Module 1: Module 2: Module 3: Module 4:



Professional and Ethical Practice Positive and Safe Learning Environment Effective Teamwork and Communication Supporting Instructional Opportunities



*For additional information see Appendix VI.



Recommended Seven Learning Modules for Principals* Module 1: Module 2: Module 3: Module 4: Module 5: Module 6: Module 7:



Recruiting and Hiring Professional Climate Building/Job Orientation School Policies and Procedures Supporting the Teacher/Paraeducator Team Training and Professional Development Evaluation



Teachers need training on how to supervise, collaborate, and engage paraeducators effectively. -NBCT Teacher



*For additional information see Appendix VI.



Considerations: Implementation of the recommended learning modules must come with state funding and be distributed over a five year period. This cannot be another unfunded mandate. School districts are already at maximum capacity for implementing new Common Core requirements, Smarter Balance assessments, and Teacher-Principal Evaluation Programs.



RECOMMENDATION 11 Washington State School Directors Association (WSSDA) would develop and recommend a “model paraeducator policy” that promotes clarity and understanding of the new standards and certification requirements. School Districts would then review, modify, and adopt as necessary. Rationale: In order to provide direction and clarity for the new standards of employment and certification of paraeducators, school boards would be encouraged to update or adopt a new policy that promotes the effective utilization and recognition of paraeducators as vital members of a school’s educational team.
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Professional Educator Standards Board Paraeducator Work Group Report Benefits: This model policy would ensure districts implement the new employment standards and provide guidance for the employment training and supervision of paraeducators. School districts could use this model policy to communicate how paraeducator job descriptions apply across the various classroom settings. This would help districts provide clarity and support for paraeducator roles and ensure best practices are being followed, thus reducing the potential for litigation.



In the final analysis, schools cannot adequately function without paraeducators and paraeducators cannot adequately function in schools that lack the infrastructure that supports and respects them as viable and contributing members of the instructional teams. -District Administrator -



RECOMMENDATION 12 The Professional Educator Standards Board (PESB) and the State Board of Community and Technical Colleges (SBCTC) shall explore the feasibility of piloting a BAS degree program leading to teacher certification in Elementary Education and English Language Learners or Special Education at one or more community and technical colleges. Rationale: Operating as school-based residency models, these pilots will focus on areas school districts identify as high demand. Paraeducators and community and technical college students are a significantly more diverse population than students at four year institutions. Thus, the intent of this recommendation is to explore options to increase the recruitment of students from underrepresented populations and create a pipeline to engage districts and diverse candidates in meeting workforce development needs in the teaching field. PESB has identified the challenges districts face in recruiting diverse highly-qualified candidates in Washington state. In addition, there is an identified need for improved geographic access to teacher preparation programs through which districts may partner with preparation programs to recruit and “grow their own” teachers. By exploring the feasibility of piloting a BAS Degree, SBCTC and PESB could explore how to establish partnerships with school districts and seek funding for the planning process of the BAS programs. Discussions would explore district’s need for a diverse and highly-effective workforce, while providing localized access for candidates and an option to commit to residency preparation leading to employment. Community and technical colleges are a crucial access point for diverse communities, and key institutions for building the paraeducator to teacher career ladder. These institutions are situated within diverse communities, and offer great access as they are closer and remove strains on time and transportation as well as less costly. Paraeducators and instructional assistants have struggled to have a clear pathway to a Bachelor’s degree and teaching credentials. Alignment between teacher preparation programs and the programmatic content of AAS degrees at the community and technical college have
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Professional Educator Standards Board Paraeducator Work Group Report long been disconnected. The feasibility study would look to address the transition to upper division teacher preparation coursework head on. Research suggests that the goal of increasing diversity in the teacher ranks requires focused support and coordinated efforts between state agencies, institutions of higher learning, and school districts. Schools have traditionally depended on paraeducators to offer bilingual support to students and teachers. Paraeducators commonly have training and significant experience in working with students with special needs as well. The community college residency model could allow those receiving an Associate’s Degree at a community and technical college a chance to become teachers through a Bachelors of Applied Science Degree leading to teacher certification via an Alternate Route residency program. The program could build on academic content knowledge and teacher preparation, while allowing paraeducators to remain employed in their current role, resulting in the attainment of a BAS degree and employment as a newly certified teacher. A strengthened teaching pathway at the community and technical college level would benefit paraeducators who are immigrants with foreign-credentials or degrees, in addition to immigrants without foreign degrees. In regards to foreign credentialed immigrants, our state is well positioned to capitalize on the opportunity to integrate this population into the workforce, many of whom are currently mis-matched into low wage jobs. Many immigrants with foreign degrees or credentials become paraeducators due to difficulty navigating the credential evaluation and credit transferring systems. A more articulated pathway to teaching would provide stronger access for this population, and help meet the growing demand for bilingual teachers and teachers of color. Benefits: The benefits of this recommendation include: addressing disparities in teaching (e.g., demographics in teaching); helping students who are place bound have better access to the teaching profession; addressing the need of a para to teacher pipeline; aligning work with the Paraeducator Work Group as mandated by the legislature to develop a career ladder; providing financial incentives through the alternate route conditional loan scholarship; and developing “Grow Your Own” Programs that align to production and demand needs in the local community.



Paraeducators have provided much needed assistance to improve the quality of educational programs and instructional activities in all Washington state school districts. -National expert and author
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RECOMMENDATION 13 Community and technical colleges will offer transferable credits to the Paraeducator Certificate and Apprenticeship Programs and align to the new Paraeducator Employment Standards. Two RCW changes are recommended. Rationale: This recommendation will ensure that paraeducators have valid, reliable, and accessible options for coursework which will ensure they meet the employment standards and have transferable credits if they choose to get a teaching certificate. The existing paraeducator certificate and apprenticeship programs do not meet the new Paraeducator Standards, a proposal to current RCW is listed below with new required language: RCW 28A.630.400 & RCW 28B.50.891 Paraeducator Associate of Arts Degree – Proposed Change is underlined: The training program for a paraeducator associate of arts degree shall include, but is not limited to, the general requirements for receipt of an associate of arts degree and meets “adopted state standards for paraeducators which include core knowledge and skill competencies in 1) support instructional opportunities, 2) demonstrates professional and ethical practices, 3) support a positive and safe learning environment, and 4) communicate effectively and participate in the team process” RCW 28B.50.891 Apprenticeship programs or certificate programs – Transferrable course credits – Proposed Change is underlined: Beginning with the 2015-16 academic year, any community and technical college that offers an apprenticeship program or certificate program for paraeducators must provide candidates the opportunity to earn transferable course credits within the program. The programs must also incorporate the standards for cultural competence, including multicultural education and principles of language acquisition, developed by the Professional Educator Standards Board under RCW 28A.410.270 and meets “adopted state standards for paraeducators which include core knowledge and skill competencies in 1) support instructional opportunities, 2) demonstrates professional and ethical practices, 3) support a positive and safe learning environment, and 4) communicate effectively and participate in the team process”
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Professional Educator Standards Board Paraeducator Work Group Report In 2014 the Washington State Legislature enacted Substitute Senate Bill 6129. Section SSB6129 (2c) directed the State Board for Community and Technical Colleges to report on proposals for an Articulated Pathway for teacher preparation that includes the following requirements: a) Paraeducator Certificate Apprenticeship Programs  Transferrable to AA Degree  Incorporate standards for cultural competencies (RCW. 28A.410.270)  Focus on multicultural education and principles of language acquisition b) Associate Degree Program  Builds on Cert/Apprenticeship Programs  No duplication of courses from Cert/Apprenticeship Programs  Utilizes field experience  Aligns with standards and competencies for teachers  Transferrable to BA Degree in Education  Incorporates standards for cultural competencies  Focuses on multicultural education and principles of language acquisition c) BA Degree Programs in Education  Does not duplicate courses from AA Program  Incorporate standards of cultural competencies  Focuses on multicultural education and language acquisition  Leads to Teacher Certification The State Board of Community and Technical College responded to the SSB 6129 with the following report:
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Professional Educator Standards Board Paraeducator Work Group Report In 2014 the Washington State Legislature enacted Substitute Senate Bill 6129. Section SSB6129 (2c) directed the State Board for Community and Technical Colleges (SBCTC) to complete the following   



Complete a comparative analysis of the current education pathways for teacher certification to a possible articulated pathway, identifying the gaps and recommending strategies to address the gaps Address the alignment of paraeducator certificate and apprenticeship programs in the state; and Create an articulated pathway for paraeducators to teacher certification.



In July 2014 a request was sent to all the community and technical colleges (CTCs) in Washington, recruiting members to serve for one year on the College Paraeducator Work Group. A group of 12 members formed from these recruits. Members hold various positions and 9 CTCs are represented. Policy recommendations presented in the following sections emerge from data collection and analyses completed by the members of the College Paraeducator Work Group with the support of the SBCTC. The following sections provide information on the history of paraeducator programs within the CTC system and offer an overview of paraeducator student demographics. The report also provides a comparative analysis of current pathways for teacher certification and paraeducation certification for students to a possible articulated pathway. The identification of the gaps and strategies to address the gaps are also discussed. The report concludes with the College Paraeducator Work Group’s policy recommendations for an articulated pathway for paraeducators to teacher certification. The alignment of programs of study for all paraeducator certificate and apprenticeship programs in the state is ongoing work and will be documented in a subsequent legislative report. History of Paraeducator Programs The No Child Left Behind Act of 2001 established federal standards for education paraprofessionals or paraeducators where Title I funding supported the position. In anticipation of workforce demand for education and training opportunities for paraeducators, 29 CTCs in Washington created certificate and/or degree paraeducator programs. At that time, CTCs independently designed paraeducator programs to meet local community and regional needs. The result was variation in paraeducator programs throughout the state. Not only did required credit hours differ among the paraeducator programs, but there were also dissimilarities in curricula, specialization offerings (ex. special education, early childhood education, English Language Learners, etc.) and credential awarded1. Demand for these programs did not materialize. Washington’s school districts hired paraeducators according to minimum standards outlined in the No Child Left Behind Act: ● Be at least 18 years of age; and ● Have a high school diploma or equivalent; and ● Successfully pass the ParaPro Assessment; or ● Obtain an AA Degree; or ● Complete 72 college credits.



1 See http://www.paraeducator.com/resources/paracolleges2003.pdf for a detailed report of the initial 29 paraeducator programs of study offered through the community and technical college system in 2003.
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The vast majority of paraeducators opt to complete the ParaPro Assessment administered through Educational Service Districts (ESD) and available online to school districts. The ParaPro Assessment measures basic skills in reading, writing and math. Because there is no pay differential or other employment incentives for paraeducators electing to obtain an AA degree or those completing college credits, it is not surprising that many of the paraeducators programs offered through the CTC system never reached full capacity and have been discontinued. In fact, with tuition costs and the required time away from paid employment, enrolling in institutions of higher learning becomes a disincentive for many current and future paraeducators. Current Paraeducator Programs, Enrollment and Credentials Since 2003, there has been a steady decline in student demand and the number of paraeducator programs offered through the CTC system. Currently, 14 CTCs are listed with the SBCTC as offering a paraeducator program. Only six of these 14 CTCs, have active enrollment at this time. Figure 1: CTCs offering a paraeducator programs of study, academic year 2014 to 2015.



Source: The State Board for Community and Technical Colleges As demonstrated by Figure 2, the total number of students enrolled in paraeducator programs also has experienced a decline. In the last five years, there has been a 64% reduction in the number of students enrolled in paraeducator programs throughout the state.
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Professional Educator Standards Board Paraeducator Work Group Report Figure 2: Total number of students enrolled in paraeducator programs of study, academic years 2009 to 2014. Source: The State Board for Community and Technical Colleges



Since 2009, the number of credentials awarded in paraeducator programs has also declined. For the 2013 to 2014 academic school year, 233 students were enrolled in paraeducator programs of study and 36 paraeducator credentials were awarded to students enrolled in the CTC system. Figure 3: Total number of paraeducator credentials awarded, academic year 2009 to 2014. Source: The State Board for Community and Technical Colleges
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Professional Educator Standards Board Paraeducator Work Group Report Paraeducator Student Demographics The majority of paraeducator students identify as white and female. In academic year 2012 to 2013 the median age of the paraeducator student was 32.9 years. Figure 4: Gender of paraeducator students compared to gender of all students enrolled in the CTC system, academic year 2012 to 2013. Source: The State Board for Community and Technical Colleges



Figure 5: Race and ethnicity of paraeducator students, academic years 2009 to 2014. Source: The State Board for Community and Technical Colleges
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Paraeducator & Teacher Certification Pathways Currently, a student enrolled in the CTC system and planning a career in education must make a decision to obtain either a transfer associate degree (as foundation for future bachelor degree teacher certification degree) or a paraeducator credential. Transfer degrees and paraeducator certificate or degree programs are different pathways with different requirements and coursework. As aforementioned, paraeducator programs emerged within the CTC system as a response to federal employment requirements set forth by NCLB. At that time, the intent of paraeducator programs was to meet workforce demand for ‘highly qualified’ paraeducators and align with community needs. Paraeducator programs were not created as a pathway to teacher certification. In fact, paraeducator certificate and degree programs are considered terminal degrees and do not prepare students to transfer to a university. A student enrolling in a paraeducator degree or certificate program will complete the necessary courses for that program and directly enter the workforce. If a student enrolled in the CTC system has the career goal of becoming a certified teacher, the student enrolls in an academic transfer degree. During the two years enrolled in the CTC system, the student will complete general study requirements in preparation to transfer into to a university. If all course work is successfully completed through the CTC system, the student will enter university as a junior and ready to begin upper level (300-400 level) course work. 51% of students graduating from university education programs, in academic year 2011, transferred from the CTC system2 See http://www.sbctc.ctc.edu/college/education/13-5TransferStudy_000.pdf.
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Professional Educator Standards Board Paraeducator Work Group Report If a student enrolled in the CTC system has the career goal of becoming or improving their skills as a paraeducator, the student enrolls in a professional technical paraeducator program. These are considered workforce development programs and no statewide university articulation exists. Figure 6: Pathways to teacher certification and paraeducator credential.



The only statewide articulation agreement in place for associate degree holding students to transfer into university colleges of education is the general Direct Transfer Agreement (DTA) Associate in Arts and Sciences Degree. There is no Major Ready Associate degree template in teacher preparation or Education. Recent attempts to craft a statewide articulation education agreement between universities and CTCs have failed. Each university has unique requirements for entry, and each CTCs has unique education course offerings and practicum requirements. Creating an Articulated Pathway to Teacher Certification After completing research and data analysis, there is a concern in limiting an articulated pathway to teacher certification to only paraeducators and paraeducator students. Indeed, the current demand for paraeducator credentials does not merit the creation of programs or articulation agreements in most communities in the state. Therefore, the College Paraeducator Work Group recommends expanding the scope of the developed articulated pathway to include all teacher preparation pathways through the CTC system. It is in this manner that an articulated pathway may meet both the need to prepare paraeducators and strengthen the pathway for students transferring from the CTC system into colleges of education at universities. Recommendation: Articulated Pathway Create a common template for “Major Ready Education” Associate in Arts and Sciences Degree (Direct Transfer -DTA) where:   







General education requirements are identified; Common education courses are designed to satisfy listed elective and unlisted elective requirements of the DTA Common education courses are organized as a State Paraeducator Certificate with a focus on serving Prekindergarten to twelfth grade students with exceptionalities, cultural competencies (referenced in RCW 28A.410.270) and language appreciation and acquisition; State Paraeducator Certificate program outcomes will reflect state paraeducator competencies; and
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State Paraeducator Certificate will nest within the transfer degree for paraeducator students seeking teacher certification.



Recommendation: Templates for Programs of Study in Education The following two templates represent the recommended requirements for the CTC programs in Education. The first template outlines Core Requirements, Distribution Requirements and Recommended Electives for the Direct Transfer Associate degree with a focus in Education. This pathway would be most appropriate for a student beginning teacher certificate preparation through the CTC system. The second template describes the proposed State Paraeducator Certificate. This pathway would meet the needs of students with the goal of becoming a skilled classroom assistant, paraprofessional educator, or paraeducator. All of the courses required in the state paraeducator certificate nest inside the requirements of the Direct Transfer Associate degree and no credits are lost in first earning the short certificate. The anticipated result is smooth articulation from this professional technical paraeducator program to transferring into any BA Education programs for teacher certification preparation. Figure 7: Template for Direct Transfer with a Focus in Education



Figure 8: Template for State Paraeducator Short Certificate
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Figure 8: Template for State Paraeducator Short Certificate



Conclusion The creation of a State Paraeducator Certificate is an opportunity to develop common Education courses, with common student outcomes and recommended resources. Because paraeducators need to be equipped to serve each and every student, the underlying focus of the certificate will be on cultural competencies adopted by the Professional Educator Standards Board (RCW 28A.410.270), language appreciation and acquisition skills, and supporting students with exceptionalities. This certificate may be used to meet elective credit requirements in the Director Transfer Associate degree, enabling graduates to transfer to university teach preparation programs as juniors. The College Paraeducator Work Group will continue to seek strategies for meeting paraeducator workforce demands and supporting students seeking advancement in the field of education.
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Comparison study of current status of pathway for teacher certification: The Professional Educator Standards Board commissioned a report during the summer 2014 focused on developing underrepresented pathways into the teaching profession, including access and recruitment and increasing the number of qualified applicants as future teachers in the state. The Recruiting Diverse Teacher Candidate Research Report findings including strategies for programs to recruit more diverse candidates, a college self-assessment tool and a statewide demographics report.



SSB 6129 Comparison study of current status of pathway for teacher certification  What exists now?  What are the gaps?  What recommendations or strategies would close these gaps?  Due by January 10, 2015



The report includes analysis of recruitment best practices with the focus on recruiting diverse communities into the teaching profession. The report consists of strategies responsive to demographics in the state and provide analysis that identifies key communities and groups to include in targeted outreach. A key strategy from the report includes community and technical colleges offering BAS degrees in education. The report consists of the following items: ●



● ● ●



Strategies for recruiting and retaining teacher candidates of color. The report documents examples of existing efforts around the country that could be applied to recruiting a more diverse teacher pool and ideas that could apply to the Paraeducator Career Ladder. Each example is accompanied by an explanation of why it makes a good model of best practices. Information about our state educator pool and teacher preparation programs provided by PESB and analysis provided by the proposer regarding communities to prioritize. Summary of existing preparation efforts in the state and other diversity efforts and materials that exist with Washington Teacher Preparation programs. A best practices guide for recruiting diverse teacher candidates and other listed deliverables for programs. It shall be an engaging, activity-based, and available on-line for implementation and use by PESB and teacher preparation programs.
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Professional Educator Standards Board Paraeducator Work Group Report INTRODUCTION Colleges and universities are critical partners in increasing diversity in teaching, as well as many other professions. In addition to teaching, many professions such as health care, social work and STEM professions have also recognized that their demographics are not reflective of the general population and that they must be proactive in removing the barriers that diverse candidates may face to entry into these professions. These barriers often begin well before college entry, and while each student’s individual circumstances are unique, there have been many successful programs and strategies to address these barriers at different stages and to increase the recruitment and retention students from underrepresented populations in many different programs of study. In response to the need for increased diversity in the professional workforce, many universities and colleges have developed programs to increase the number of students of color who are aware of, enrolled in and completing their programs. The specific strategies used vary widely, depending on the local needs, partnerships formed and available funding. Most seek to remove barriers to college enrollment and improve retention of students from underrepresented populations. For teacher preparation programs, some common barriers include: » Lack of awareness of pathway to teaching as a career. » Limited exposure to teaching as a career possibility. » Low numbers of applicants from underrepresented populations to teaching programs. » Higher rates of attrition in teaching programs. » Lower rates of passing standardized exams for licensure or certification. » Competition from other programs for the best and brightest students of color. What has worked at other colleges to increase the recruitment, retention, and graduation of candidates from typically underrepresented populations? Some examples of successful programs are included in this report. Some are specific to teacher preparation programs, while others are campus-wide initiatives or diversity initiatives used by other professional preparation programs that could be adapted by a teacher preparation program. Some strategies are student centered, while others include activities to improve the program or institutions overall environment. The most common include: 1. Career Explorations & Other Early Outreach Activities 2. Targeted Recruitment Activities 3. Increasing Alternate Pathways into the teaching profession 4. Matching Students with Appropriate Supports 5. Creating an Inclusive Campus Climate This guide is organized according to five strategies outlined above, with an overview of why each strategy is important, some suggested activities, important considerations for planning new activities and examples of programs from across the country. There is a growing recognition that the best approaches support students throughout their career pipeline from increasing youth’s interest in teaching careers to placing well-trained teachers in classrooms. As a result, many of the programs detailed in this report are conducting several types of activities simultaneously. While all of these approaches benefit from financial resources, most can be accomplished through changes in current practices, and without requiring significant investments of money.
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Professional Educator Standards Board Paraeducator Work Group Report This guide will be most effective when used with the Self-Assessment Tool included in Appendix B. The self-assessment guides teacher preparation programs through a thorough examination of their current programs, policies and practices, and the data on application, enrollment, retention and graduation rates of students of color and other underrepresented populations from the program. It is useful for identifying areas of need and setting realistic goals for improvements. The purpose of this guide is to provide information that teacher preparation programs can use to tailor their own programs, policies and practices. The examples of other programs in this guide are provided to illustrate some of the ways that other programs have implemented some of the recommended best practices. They also highlight that there are many ways to get at the same result, depending on the unique local conditions, and implementation will look different in each community.
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Professional Educator Standards Board Paraeducator Work Group Report CAREER EXPLORATION & OTHER EARLY OUTREACH ACTIVITIES Career exploration inspires young people to think about their future, and imagine what future jobs they might have. By introducing students to teaching as a career choice early on, and showing them what the pathway to being a teacher looks like, early outreach programs can help ensure that interested students are aware of teaching careers, and know what it takes to be eligible for admissions into teaching programs. For professions with few people of color currently in them, these early outreach efforts are especially important. Youth from underrepresented populations benefit from the exposure to these professions that they might not otherwise consider because of a lack of exposure or role models in them. For example, a young person of color taught only by Caucasian teachers might never consider a career in teaching, because that youth never sees anyone who looks like him or her in those roles. By motivating youth at an early age to think about careers in teaching, it can also help ensure that they are motivated to finish high school, and better prepared for the rigors of college. Right now, youth from underrepresented populations often have lower rates of high school graduation, and correspondingly lower enrollment in community college or university programs (Lee & Rawls, 2013). Many students from diverse backgrounds are unprepared for the rigors of college courses, because they may have attended an underperforming school, or been tracked into lower level courses in high school and do not have the foundational coursework that they need to be successful in college (Vegas et al., 2001). These are barriers to recruiting and retaining students of color into teaching programs that career exploration and early outreach activities can help to address. Many other industries are also seeking to increase their diversity. This means there is stiff competition among professional programs to recruit the most promising students from underrepresented populations into careers in their fields. Much pioneering work has been done by STEM and health care programs seeking to increase underrepresented student’s awareness of and interest in careers in STEM and health care professions, and their preparation for college study in these programs. To be competitive, teacher preparation programs have to engage in similar career exploration and early outreach programs. Types of Activities to Consider: Early outreach activities can occur at many levels. Some programs last for just one day, while others are much lengthier programs. Some types of activities include: » Arrange one day visits to a campus for students from a diverse middle or high school that includes specific education and outreach components targeted to students of color » Participate in existing Career Exploration events at local middle & high schools with a focus on outreach to targeted student groups and helping them explore the different pathways into teaching. » Host in-school workshops for students of color who self-identify as interested in teaching. » Create a program that mentors and tracks promising and committed high school students directly into a teacher preparation programs with credits for successful completion. » Provide opportunities for summer learning programs for interested high school students or even undergraduates.
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Professional Educator Standards Board Paraeducator Work Group Report Important Considerations: » Who is your target audience? » Should parents or families be involved? » Who are your potential partners? Examples of Successful Programs Below are examples of early outreach and career exploration programs in a variety of fields, including teaching. Mathematics, Engineering and Science Achievement Project http://mesa.ucop.edu/about/nationalprojects.html http://mesausa.org/content/mesa-schools-program-msp The Mathematics, Engineering, and Science Achievement (MESA) initiative is one of the oldest programs in the nation to provide pre-college support for underrepresented populations and educationally disadvantaged students in elementary, middle, and high schools) through the MESA Schools Program. Operated by the University of California, MESA seeks to encourage economically disadvantaged and underrepresented groups to enter math, science, and engineering fields. MESA provides K-16 students with academic advising, college and career exploration with STEM professionals, academic enrichment activities, such as academic excellence workshops and academic contests, PSAT/SAT preparation, parent leadership development, and other activities to build their academic success skills. MESA California has become the model for programs in other states. In 2001, MESA was named among the Top Five most innovative public programs in the nation by Innovations in American Government. In 2005, it was selected to serve as model for Hewlett-Packard’s diversity pilot project and expanded to five more states. Now, over 45,000 K-16 students are served annually through MESA USA. Summer Medical and Dental Education Program, University of Washington http://depts.washington.edu/cedi/new/smdep.php This program is a six week summer enrichment program for underrepresented undergraduate students interested in medicine or dentistry. The summer curriculum includes academic coursework, as well as discussions of race and cultural, and recreational activities for students to develop relationships with each other. This program targets students who are already in college, encouraging them to consider graduate study early on. Early Outreach Program, Urban Health Program, University of Illinois http://www.uic.edu/depts/uhealth/ The Early Outreach Program is a pre-college pipeline project that include Saturday college, summer prep, and young scientist programs for Chicago area youth in the 4th-12th grade. It specifically recruits traditionally underrepresented students who have expressed an interest in health care careers. A major goal of the overall UHP project is to recruit students of color and disadvantaged students into health care careers. Early Academic Outreach Program, University of California San Diego http://eaop.ucsd.edu
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Professional Educator Standards Board Paraeducator Work Group Report The EAOP works to create a college going culture, by helping low-income, first generation students from underserved schools with academic enrichment activities, college knowledge such as entrance requirements, test preparation, academic advising and career information. Over 3000 students are served each year, primarily from schools with low levels of college preparation coursework and/or below average SAT/ACT Scores or communities with low college going rates. Of the 500 high school seniors, more than 80% will likely go on to college at a UC campus or elsewhere. Summer Programs for Diversity, Carnegie Mellon University http://admission.enrollment.cmu.edu/pages/summer-programs-for-diversity These summer programs include several different pre-college workshops for high school students. These include a six week summer academy for juniors and seniors in math and science. Summer workshops for seniors are also held in architecture, art & design, drama and music. Recruiting Washington Teachers http://pathway.pesb.wa.gov/recruiting-washington-teachers Recruiting Washington Teachers is a grant funded program that supports the recruitment and preparation of diverse high school students to explore careers in education, with a focus on shortage areas such as math, science, special education, Bilingual education and English Language learners. The program is a partnership between teacher preparation programs, community colleges and high schools, students and their families and local community based organizations. Today’s Students, Tomorrow’s Teachers, New York http://www.tstt.org/ This program recruits promising high school students who are culturally diverse and economically challenged. The program starts with high school students, and then follows them through college and into a final placement, providing supports and mentorship along the way. Program features include introduction to teaching classes for high school students, SAT prep, teacher mentors, job shadowing, tutor training, summer internships, tuition relief, career counseling and job placement. An evaluation showed 100% of TSTT high school participants graduated.
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Professional Educator Standards Board Paraeducator Work Group Report TARGETED RECRUITMENT ACTIVITIES Typical college recruitment activities include college fairs and high school visits. However, many institutions seeking to increase their diversity have found success going beyond those traditional avenues, and into community centers, churches, and cultural celebrations and other nontraditional settings as well as by specifically inviting groups of underrepresented populations to campus. Research has found that what works for recruiting white students will not necessarily work for recruiting students of color. And, different student groups will benefit from specific strategies (Lee, 1991; Thomason & Thurber, 1999). Some of the most successful efforts include current students, faculty and alumni of color in their outreach. Including students or alumni is important because they can provide a bridge to the prospective students and their families and answer practical answers about the campus environment and coping with challenges that being a student of color in a majority white program can hold. They may also bring a fresh perspective and new ideas about where and how to go about recruitment activities. (Lowenstein, 1997; Stewart, Russell, & Wright, 1997; Talbert, Larke, & Jones, 1999) Types of Activities to Consider: Along with traditional recruitment activities, some more targeted and specific activities to consider include: » Hosting recruitment events on campus specifically for underrepresented populations. » Student led recruitment efforts. » Looking at non-traditional venues for recruitment events. Targeted recruitment events can be held in partnership with other organizations who are serving diverse populations that can aid in making sure the event is relevant and achieves its broader goals. Programming during these events is an important consideration, and forums to talk about equity, diversity, inclusion and other issues relevant to the target population should be included. In addition, there are other activities that can be added on to recruitment events, or held separately, that can address some of the traditional barriers to college enrollment or college retention for first generation and college students of color. These include: » Hosting workshops on financial aid and budgeting for college » Pre-admissions advising » Assistance preparing admissions essays » Test preparation » Mentorship » Other services designed to overcome common barriers to admission into college and reasons for student attrition from college. » Family-oriented events
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Professional Educator Standards Board Paraeducator Work Group Report Important Considerations: The best combination of recruitment activities will depend on who specifically is being recruited. Many programs have had great success when including families in the entire recruitment process, particularly for first generation college students, whose families are unsure about them leaving home, or for older students with families of their own. This can include workshops on how to help your child be successful in college, or how to budget when a family member returns to school. Examples of Successful Programs Below are examples of specific recruitment practices and outreach programs to underrepresented populations. Future Teachers of Color Conference, Washington State University http://education.wsu.edu/ftloc/ This conference is a weekend event during which students of color learn about career opportunities in teaching, admissions requirements, applying for financial aid, and support services available at WSU. Participating school districts provide transportation to the campus, and all other expenses are borne by the university. Two students currently in the program also assist with program planning and recruitment activities each year. Bridges Multicultural Center, The University of California at Berkeley http://www.ocf.berkeley.edu/~bridges/ Bridges is a consortium of student groups that are involved in recruiting and retaining underrepresented minorities to Berkeley. The college students visit high schools, provide workshops on college essay writing, and help high school students to fill out university applications. They also provide support services and actively work to increase diversity and promote conversations about equity and diversity on the UC Berkeley Campus. Minority Teacher Recruitment Center, Western Kentucky University http://www.wku.edu/teacherservices/mtrc/index.php This program takes a multi-pronged approach to increasing the number of teachers of color in classrooms. The program plans campus visits, and recruits middle and high school students. It also provides scholarship opportunities, and support services for students who are enrolled such as test prep, resume writing and interview skills. Youth Summit, Teaching Equity Conference, Highline Community College http://www.teachingequity.com/ The youth summit is a dedicated gathering for high school teaching academies including Recruiting Washington Teacher sites to work on focused activities to prepare youth of color for the teaching profession. Activities include storyboards, mapping the higher education pathway and exploring equity in the classroom.
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INCREASING ALTERNATE PATHWAYS Teaching candidates come from many different backgrounds, and may choose to enter teaching at many different points in their education and careers. Therefore, not all teaching candidates, even those starting college directly from high school, will enter a four year university program first. Other common pathways include: » Transferring from a community college. » Entering from a paraprofessional position in a school district. » Mid-career changers who already have a degree and want to begin teaching. These pathways recognize and accommodate the needs of less traditional students, while increasing partnerships and collaboration with feeder institutions including school districts and community colleges. Recruitment from these pathways has also been shown to boost participation of students of color(Brennan & Bliss, 1998). According to the American Association of Community Colleges in 2012, 45% of all undergraduates had attended a community college, 42%of first time college students went to community college, as had 59% of Native Americans, 56% of Hispanics, 48% of African American and 44% of Asian/Pacific Islanders. Further, Brown, 2011 quotes the American Association of Community Colleges as stating that 531 community colleges in the U.S offer 2 year programs in education. The Center for American Progress report (2011) also concludes that community colleges are an underutilized pipeline for attracting students of color into teaching. Some community colleges offer Bachelor’s of Applied Science degrees for alternative route programs, and help students transfer credits that may be difficult to transfer at traditional universities. Paraprofessional and mid-career changers may follow traditional paths to licensure, but Nadler & Peterson’s (2009) research into alternative licensing programs showed that alternative certification was an effective means to increase the number of teachers of color. Their research found that of the 16 states that reported race/ethnicity of alternative certification licensures to the US Department of Education, in 14 states of those states the percentage of teachers of color certified alternatively was far greater than their overall participation in the teacher workforce of those states. Types of Activities to Consider: Promising practices for strengthening community college transfers as a pathway can include: » Recruiting promising students from community colleges. » Offering guaranteed admissions to students from selected partner programs. » Better aligning education programs between community college “feeder” schools and four year programs. » Providing additional student supports in the transition from community college. » Partnering with local school districts to enhance recruitment of teachers for high need areas such as special education or bilingual teachers. The US Department of Education Report on Alternative Route programs (2004) for paraprofessionals and mid-career changers who already have bachelor’s degrees identified the following promising practices in alternative route programs:
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Professional Educator Standards Board Paraeducator Work Group Report Recruit widely, select carefully » Can include partnering with local school districts to identify promising candidate, or identify high need areas. » Using non-traditional entrance criteria such as district nominations and candidate interviews or portfolios rather than test scores and GPA. Flexible Program Design » Substituting field experience for credit hours. » Providing paid jobs/field experience or allowing candidates to keep education related jobs. » Evening and weekend classes. » Individualized approach. » Prior learning assessment and credit. Provide Extensive Support Services » Strong on-site mentoring component. » Individualized support services. » Highly trained on-site mentors. Continuous Reflection and Improvement of Programs » Measuring needs in the local area and adjusting programs to meet those. » Measuring outcomes of program participants and seeking participants feedback on program. » Making continuous adjustments and improvements in response. Important considerations: Consider the characteristics of the students the program wants to recruit when expanding alternate pathways, and what will attract them to the program. For example, for paraprofessionals or mid-career changers, is a schedule that will allow them to continue to work full-time, or balance school-family-work obligations critical to their participation? What partnerships are critical to expanding alternate pathways and identifying promising candidates for participation? Are there local school districts and community colleges that would be natural partners? Examples of Successful Programs – Community College Pathways Below are examples of teaching programs that have partnered with community colleges. Project Teach!, Rio Hondo Community College http://www.riohondo.edu/ecd/projectteach/ The main purpose of this program was to retain students through the teacher pipeline by offering a “sure track” to four year colleges including nearby Whittier College and California State at Fullerton, where students could obtain an undergraduate degree in education. Participating students received workshops on education and teaching issues as well as support in transferring and obtaining funding to attend a four year college. This program was funded by a Title V Cooperative Grant beginning in 2003. While the program is no longer operating, it was considered an exemplar of a “sure track” program that worked directly with other four year institutions to create a seamless transition from community college to a four year college.
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Professional Educator Standards Board Paraeducator Work Group Report Call Me MISTER, Clemson University http://www.clemson.edu/hehd/departments/education/research/callmemister/ The goal of the Call Me MISTER program is to increase the pool of teachers from diverse backgrounds. Students largely come from underserved, socially disadvantages and educationally at risk communities. One significant aspect of the program, is that students have the option of first attending a two year community college, before transferring to a four year university, providing a smooth conduit from community college. Recruiting Washington Teachers http://pathway.pesb.wa.gov/recruiting-washington-teachers Two programs, “Latinos in Action” at Burlington Edison High School and the “Renton Teachers Academy,” offer participants in high school teaching academies a pipeline path from high school to a participating community college and then on to a participating University to complete their studies. The Burlington Edison site has partnered with Skagit Valley College and Western Washington University to provide support services and transitional advising for students coming out of the teaching academies. A program called Maestros Del Pueblo ,”Teachers of the town, “ encourages the class and the community to learn about the pathway to teaching. Examples of Successful Programs – Paraprofessional and Mid-Career Changers Latino and Language Minority Teacher Projects, University of Southern California http://www-bcf.usc.edu/~cmmr/LTP.html The purpose of the program is to create a career track for bilingual paraeducators, by providing support and assistance, including financial, social and academic to promising paraeducators, to increase the number of bilingual educators. Features include: » Cohorts to build peer support. » Faculty mentors from home school. » Adjunct class sessions for math, science, literacy, and test prep. » Project seminars that address educational concerns not traditionally covered in traditional teacher education programs. » Project socials. » Collaboration with school sites to help them understand pressures program participants face. » Professional development. This program has been selected by the US Department of Education as a model program and participant’s completion rate is more than 95%. California Teacher Corps http://www.cateachercorps.org/
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Professional Educator Standards Board Paraeducator Work Group Report California Teacher Corps is a nonprofit umbrella group for more than 70 alternative teacher certification programs in the State, working with both school districts and universities. While the specifics vary by program, one focus of the program has been on increasing teachers of color. In 2011, the program claims that over 50% of their 5000 new teachers placed in classrooms were minorities. The program leadership cites recruiting from within the community as one of their strategies to boost minority enrollment in the program, and increase long-term retention with placements. The program focuses on helping prospective teachers at any stage of their education find the right pathway, and connecting candidates with resources and support The Pathways to Teaching Careers Program, National http://www.wallacefoundation.org/learn-about-wallace/GrantsPrograms/our-initiatives/PastInitiatives/Pages/Pathways-to-Teaching-Careers.aspx This is a privately funded teacher preparation program funded by the Dewitt-Wallace Readers Digest Fund in the 1990’s. The evaluation data provided some of the best evidence of the effectiveness of alternative programs. Though Pathways programs differ across the 42 participating sites, a few essential components characterize the programs: » A partnership between a teacher education program and a school district. » A process that combines traditional and nontraditional criteria to select participants. » A rigorous and innovative teacher education curriculum that is tailored to the needs of nontraditional participants. » Extensive academic and social support systems for participants earning degrees and teaching certificates. The goal of the Pathways program is to increase the number of well-prepared, fully certified teachers working in high-need school districts. Results showed that 81% had stayed in teaching for three or more years after completing the Pathways program. This is higher than the national rate of 71% for newly prepared teachers. While the Wallace Foundation no longer funds the program, many sites still exist.
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Professional Educator Standards Board Paraeducator Work Group Report MATCHING STUDENTS WITH APPROPRIATE SUPPORTS It is not enough to simply attract underrepresented populations into teaching programs. To be successful in achieving the ultimate goal of having more diverse teachers in schools, these candidates must also successfully complete the program and be hired into teaching positions. According to the National Center for Education Statistics 2012 report, only 59% of all new undergraduates in four year programs finished within 6 years. While 62% of Caucasian and 69% of Asian students graduated within six years, only 40% of African American students, 50% of Hispanics and 39% of Alaska Native/American Indians students did. Clearly some students can benefit from additional supports as they transition into college life. There are many possible reasons for attrition, in addition to the same challenges that many other college students face, students of color may also be faced with other barriers from feeling alienated because of a lack of diversity, or lack of sensitivity to diversity, from other students in their cohort, their instructors or in the curriculum being used. Discrimination can be very subtle, and Caucasian students and students of color often report very different experiences on campus (Rankin & Reason, 2005). Cultural differences may also make it harder for certain students to reach out and ask for help when they are struggling. Students who are from economically disadvantaged backgrounds are particularly vulnerable to attrition. Research has also shown that the first year is also the most vulnerable time for new students of color, and that making it through the first year makes it much more likely that students will complete their program of study. (Seidman, 2005) Most successful programs have combined a number of student supports, and research supports this approach. Supports that are specifically helpful for underrepresented populations include: » Summer precollege programs » Financial literacy and planning » Study skills development » Mentorship » Tutoring services » Test preparation » Involvement with campus life » Involvement with multi-cultural student organizations Types of Activities to Consider: Some approaches to offering students supports are detailed below. College Preparation Before regular classes begin, some school offer an introductory seminar or series of classes designed to initiate new students into the college experience. These can include an overview of campus resources, opportunities to be involved, good study habits and a reinforcement of high expectations. If these are specifically geared towards students of color they also provide these students the opportunity to connect to one another, before the campus fills up with students from other backgrounds.
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Professional Educator Standards Board Paraeducator Work Group Report Scholarships and Financial Supports Scholarships are one of the most direct ways that universities recruit and retain students of color, and it is a significant part of many efforts to recruit and retain candidates of color into teaching. Financial assistance can also be provided for tutoring and special need circumstances. Advising and Counseling Supports can include connecting students with existing resources for academic support with content tutoring, writing assistance, study skills, math help, and ESL supports. Additional supports may include test preparation, career advising, special seminars or speakers. Some programs may make regular advising or counseling a part of their program, so that students do not have to ask for support, and can be connected with interventions sooner. Strong approaches emphasize culture as an asset and assess students’ teacher readiness with social justice and equity framework. Mentorship Students benefit from mentorships at many levels. Faculty level mentors that have been specifically trained in cross-cultural mentoring can be helpful. Once students begin student teaching, a strong experienced teacher that serves as a mentor has been shown to have a very positive effect. Students can also benefit from peer mentoring, especially with mentors from similar backgrounds. Program alumni from similar backgrounds can also be excellent mentors. Student Life Some programs encourage students to live together. Others connect students to other multi-cultural groups that are on campus so that they have supports and can participate in multicultural events and activities. Test preparation Teaching licensure relies heavily on standardized testing that students of color perform more poorly on than Caucasian peers, this underperformance is another barrier to their entry into the teaching profession that test preparation programs can help them with. Important Considerations: Each student needs a different set of interventions and supports to be successful. The key for universities it to determine if there current supports are comprehensive enough, and being used by all of the students who need them. Some strategies to make sure students are well supported include: » Being proactive in introducing student to supports when they first start school. » Identifying students who are struggling early and intervening. » Offering intensive and continuous supports. Examples of Successful Programs Below are examples of programs that have offered targeted supports to improve retention rates. Alaska Natives in Science & Engineering Program, University of Alaska Anchorage http://www.ansep.net/
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Professional Educator Standards Board Paraeducator Work Group Report The ANSEP program has three components: a precollege component, a focus on student success and graduate success. The student success component, for students enrolled at UAA, focuses on areas where students have traditionally had difficulties and works on skills for academic success as well as personal and professional development. A network of students, faculty, staff and external partners all contribute. Major components are co-enrollment in classes so there is always another student to work with, professional mentoring, peer mentoring, leadership development, regular academic advising, merit based scholarships, internship placement and a Master Student course that all new students are required to take. Many students also live in the same residence hall, further strengthening their support systems. To date, 100% of graduates have successfully transitioned into a professional position or graduate studies. Miramontes Arts & Sciences Program, University of Colorado at Boulder http://www.colorado.edu/UCB/AcademicAffairs/ArtsSciences/masp/index.html Originally founded in 1993 as the Minority Arts & Sciences Program, MASP’s charge was to retain talented students of color in the natural sciences. The program is now focused on retaining minorities in arts and science programs, as well as helping students transition successfully to college, and post-graduate experiences. Participants meet regularly with MASP advisors, must be present in the MASP offices 3-5 times a week for studying, group study or advising sessions, participate in special seminars and maintain a 3.0 or higher GPA. Equal Opportunity in Engineering Program, University of Texas at Austin http://www.engr.utexas.edu/eoe/#sthash.sw9WCcqn.dpuf The EOE program was established in 1970 to promote the recruitment and academic development of African American, Hispanic, and Native American students interested in pursuing careers in engineering. Since then the EOE has expanded its goals to increase the diversity of its student body by supporting those who come from historically underrepresented population groups in Texas or those who have backgrounds that will contribute to the overall diversity of the Cockrell School of Engineering. The EOE invites students to become part of an exciting community that focuses on academic success and personal growth. Two initiatives include: First Year Interest Groups and Engineering Peer Leaders. Students have access to tutoring, research opportunities, and professional development workshops. Further, in partnership with three multicultural organizations, the EOE program builds a network that makes it easy to meet other students, form study groups and develop friendships that last well after graduation TRiO Future Educators Success Program, Western Michigan University http://www.wmich.edu/trio-future-educators The TRiO Future Educator Success Program is a federally funded grant program that promotes the success of future teachers from Western Michigan University. It offers career and graduate school exploration, financial assistance, leadership opportunities, individualized tutoring, speedy access to advisors, opportunity to attend conferences, mentorship and more to teaching majors who are first-generation college students, income-eligible students or students with disabilities.
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Professional Educator Standards Board Paraeducator Work Group Report IMPROVING CAMPUS CLIMATE Students of color’s perceptions of the campus climate are often very different from Caucasian students. They report more harassment, and are more likely to report that a campus climate is hostile, racist, disrespectful or less accepting of students of color. Students of color’s perception of institutional support for diversity and non-discriminatory learning environment has also been found to increase various student learning outcomes in a number of studies. (Rankin and Reason, 2005) An institutional commitment to supporting or increasing diversity has to be more than just a statement or policy in a planning document. A true institutional or program’s commitment to increasing diversity may be include a diversity plan, but it is how the plan is created and the follow-through on implementing its recommendations, that make diversity planning so effective. The most successful institutions have support for recruitment and retention of underrepresented populations at the highest administrative levels, develop measures of success, and hold themselves accountable for meeting them. They also ensure that students and faculty of color have an integral role in the planning, prioritizing and execution of any activities to improve diversity and the campus climate. Types of Activities to Consider: Specific activities that have been effective include: » Hiring more diverse faculty. » Training faculty to teach and mentor diverse students. » Improving the cultural sensitivity of the curriculum and instruction. » Providing workshops, conferences and courses for students and/or staff on teaching to diverse students, and discussions of issues of race and culture in teaching. » Engaging leaders of color from the community, as well as students of color to provide feedback on campus or program climate and challenges, and proposed initiatives to improve it. Important Considerations: Carefully consider what the goals are of any initiative to improve campus climate. Current students, alumni, faculty and staff from diverse backgrounds can be excellent resources in examining if, and where changes would be helpful, and how to best approach them. Examples of Successful Programs Below are some specific examples of efforts to improve campus climate: Minority Advisory Council, Arizona State University Arizona State University created a Minority Advisory Council of 25 leaders from underrepresented communities to provide ideas and guidance for developing programs to recruit students and faculty. While it is no longer active, some of the programs developed include Focus, a four-day Native American Summer Institute, and the Native American Achievement Program, which provides support services to Indian student. https://aisss.asu.edu/naap Multicultural Academic Opportunities Program, Virginia Tech
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Professional Educator Standards Board Paraeducator Work Group Report The University developed a coalition of diverse leaders from the community, churches, the political arena, corporations and education to develop a base of intellectual and financial power in support of recruitment and retention of students of color. The program provides outreach, transition, academic and financial support, and career development opportunities for students. Teaching Equity Conference http://teachingequity.com/ A one day conference that brings together high school students from Recruiting Washington teachers sites, college students from the region, current Washington Education Association Union members and other teachers from the region focused on equity, diversity and professional development related to teaching equity. The conference includes a youth summit as well as trainings and workshops on topics such as creating an inclusive classroom, tribal sovereignty, respecting ethnic and cultural heritage and strategies for closing the achievement gap. Avid Teacher Preparation Initiative http://avid.org/teacher-preparation.ashx The Teacher Preparation Initiative (TPI) provides training for faculty in teacher preparation programs on the basics of AVID methodologies. The AVID methodology is designed to close the achievement gap, and prepare all students for success in high school, higher education, and beyond, especially improving outcomes for students traditionally underrepresented in higher learning. Faculty model the teaching styles, and integrate the strategies into their own curriculum. The teacher candidates are then expected to learn the strategies for use in their own classrooms, and supports are provided. Most AVID students are underserved Latinos and African Americans who may lack a college-going tradition in their family and whose success is critical to closing the achievement gap.
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Recruitment & Retention of Underrepresented Populations in Teacher Preparation Programs A Self-Assessment Tool Students in Washington are growing more diverse. Yet, teachers in Washington are remaining predominantly Caucasian and female. In the 2012-13 school year only 59% of public school students were Caucasian, while 92% of all teachers were Caucasian.1 Only 28% of classroom teachers were male, while nearly 52% of the student population was male.2 In Washington’s teacher workforce, both men, and racial/ethnic minorities are underrepresented. This self-assessment starts with the premise that Washington’s education workforce, including teachers, and other education professionals needs to be more diverse, to better serve the needs of an increasingly diverse student body. It further assumes that the State’s Education Programs have responsibility for improving the diversity in the State’s teacher workforce. This definition of a diverse workforce includes both racial/ethnic minorities, as well as men. This self-assessment is designed for use by Teacher Preparation Programs to: ➢ Understand their program’s current demographics and how those compare to those of their broader communities. ➢ Examine the current policies and practices in their programs and how those encourage or discourage the recruitment and retention of students of color and other underrepresented populations. ➢ Identify which of their current policies and practices are working best to recruit and retain teaching candidates from underrepresented populations. ➢ Explore where improvements are needed. This Self-Assessment was heavily adapted from “A Model for Recruitment and Retention of Minority Students in Teacher Preparation Programs.3” A complimentary Best Practices Guide for Recruitment & Retention of Underserved Populations has also been developed for programs to use in exploring potential changes to their programs and it provides examples of practices that have been successful in other institutions. However, the best practices guide will be most effective if used in conjunction with findings from a completed self-assessment. The self-assessment has nine steps. Specific questions are included to guide the collection of local data for analysis. Some responses may fit in more than one area. When completing this assessment it is important to honestly assess your institution’s environment and to involve key leadership in the self- assessment process, including faculty advisors, program coordinators and department leadership.



_____________________________________________ 1 Office of the Superintendant of Public Instruction, SLDS data, retrieved using report builder on May 9, 2014. 1 Office of the Superintendant of Public Instruction, SLDS data, retrieved using report builder on June 20th, 2014. 1 Middleton, Ernest J., Mason, Emanuel J., Stilwell, William E., Parker, William C., “A Model for Recruitment and Retention of Minority Students in Teacher Preparation Programs, Journal of Teacher Education, January-February 1988, pages 1418.
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Step 1: Document the need for increasing the number of students of color or other underrepresented populations in the Teacher Preparation Program? ❏ ❏ ❏ ❏



What are the demographics of your local school districts? The local community? What are the demographics of the institution’s student body? What are the demographics of students in the education programs? How does the education program’s demographics compare to the local community, local schools and the rest of the institution’s student body? Is it more or less diverse? Which student groups are over/under represented? Examine gender as well as race/ethnicity.



Step 2: Describe the structure of the Teacher Preparation Programs. ❏ What different programs of study are offered? ❏ Are there different pathways to the same degree? Do any of the pathways target students with specific characteristics or backgrounds? ❏ What are the admission requirements for each degree/pathway? ❏ Do course requirements vary based on degree/pathway selected? ❏ Are there orientation classes for newly accepted students? ❏ What role does faculty play in recruitment and retention of students? ❏ Describe any formal mentorship programs. Do all students participate? ❏ What community partnerships exist? Are there partnerships with local high schools and feeder institutions Step 3: Organize and analyze available data on student recruitment, admissions and retention in the Teacher Preparation Program, particularly those pertaining to underrepresented populations. ❏ Describe current recruitment activities. Do any recruitment activities specifically target students of color or men? If so, have they resulted in any measurable change in the number of applicants to the program over time? Describe any challenges or successes experienced in recruiting students of color or other underrepresented populations. ❏ If the program has engaged in targeted recruitment, have the activities resulted in any measurable change in the number of applicants from underrepresented populations to the program over time? Describe any challenges or successes experienced in recruiting underrepresented populations. ❏ Analyze application and acceptance rates for students of color and other underrepresented populations. What percent of applicants are accepted into the program? How does that compare to the percent of Caucasian applicants that are accepted? If there are differences, analyze the reasons for non-admission into the program. Are there trends apparent? ❏ Analyze retention rates by cohort. What percent of students of color or other underrepresented populations in a cohort complete the program that they enter? Does it differ from Caucasian students in the same cohort? If so, is there additional data about what challenges or successes those students are experiencing? ❏ How could current recruitment and retention activities be modified to target specific underrepresented populations in the teacher education program? Step 4: Identify differential enrollment patterns under different curriculum alternatives. ❏ Disaggregate enrollment data and explore whether any patterns exist. Do some pathways/programs recruit and/or retain more candidates of color or from underrepresented populations such as men?
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Professional Educator Standards Board Paraeducator Work Group Report ❏ For candidates of color that enter the program, how have they heard about the program? Ask students what attracted them to the program and what made the program a desirable choice? Analyze data from current students of color about their experiences in your program. Step 5: Describe faculty composition. ❏ Are any of the faculty members of underrepresented populations? ❏ Are there any plans to increase diversity of faculty? If so, how are these plans being implemented? Step 6: Describe multi-cultural issues in the curriculum. ❏ How are issues related to culture and race included in the curriculum? Are topics such as cultural bias or teaching to diverse students a part of the curriculum? ❏ Are faculty comfortable discussing cultural bias or issues of race/culture in their classrooms and in field placement? ❏ Are faculty comfortable discussing the educational opportunity gap? Step 7: Describe support services for students ❏



What support services are available for students within the Teacher Education Program? What support services are available on campus that students in the program might use? ❏ What multicultural organizations are active on campus? Are any of them specific to the Education Program? Step 8: Study certification and employment patterns for graduates. ❏ What percent of graduates pass the West-E certification? Is there any variation by race/ethnicity/gender? ❏ Do employment rates of new graduates vary by race/ethnicity/gender? Step 9: Describe the influence of local community and other outside agencies on potential applicants of color to the Teacher Preparation Program. ❏ What outside relationships exist with community leaders or community organizations, especially communities of color? Are those relationships primarily positive or negative? ❏ Are there other potential partners that the program can work with to increase recruitment and/or supports for students of color or other underrepresented populations? Examining the Results & Determining Next Steps Once the assessment is complete the next step is to review the results and decide on a plan of action. Ideally, program leadership would lead this process. Some important questions to ask as the findings are reviewed include: ❏ ❏ ❏ ❏



Were there any surprises? Why or why not? How effectively is the teacher preparation program recruiting and retaining students of color? What policies or practices (or lack of) are leading to these results? Are changes needed? Where is there interest and ability to make changes?
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Professional Educator Standards Board Paraeducator Work Group Report ❏ What resources (human and financial) will be needed to make changes? ❏ If changes to policy, programs or practice are made, how will the impact be measured? ❏ Does leadership support making changes? The Best Practices Guide for Recruitment & Retention of Underserved Populations should be used when considering any changes to current programs or practices. In addition to best practices and examples of other successful programs, it also provides important considerations for each type of activity that any teacher preparation program should think through, to ensure that any new programs or practices take into account local conditions, resources and will.
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Professional Educator Standards Board Paraeducator Work Group Report INTRODUCTION Washington State is growing more diverse each year. While every region of the state has a slightly different growth pattern, the overall trend is towards greater racial and ethnic diversity. This increasing diversity is especially evident in schools where only 59% of public school students were Caucasian in the 2012-13 school year.1 The schools are also more diverse than the general population; only 71.6% of the general population is Caucasian.2 While the student body’s diversity has been increasing every year, the classroom teachers have remained predominantly Caucasian and female. In 2012-13, 91% of all teachers were Caucasian, and 9% were teachers of color. This is only a slight increase from 2002-03 when 93% were Caucasian and 7% were teachers of color.3 The Washington Professional Educator Standards Board (PESB) oversees teacher preparation program in the State. Its mission is educator quality, recognizing that the highest possible standards for all educators are essential to ensuring attainment of high standards for all students. It fulfills several roles, functioning as a policy maker, program implementer, advocate and advisor and works and works with both existing educators and pre-service educators. The PESB works to achieve five specific goals: Goal 1. Educator Preparation Programs Policy and Oversight Ensure that educator preparation programs supply highly effective educators that meet the needs of Washington’s students. Goal 2. Educator Development Policy and Support Collaboratively establish policy and system supports for quality educator development along the career continuum. Goal 3. Educator Data Collection and Analysis Facilitate and advocate for improved statewide educator and workforce data collection and use needed to inform state policy. Goal 4. Educator- Related Policy and Program Support to Districts Provide policy and programmatic support to Educational Service Districts and school districts to ensure a quality educator workforce. Goal 5. Educator Recruitment System Support Establish an effective, systemic recruitment process for prospective educators who have academic attainment, professional promise, and reflect the diversity of student population.
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Professional Educator Standards Board Paraeducator Work Group Report A significant part of meeting several of these goals is to increase the diversity of Washington’s teachers. Today, there is ample evidence that all students benefit from teachers of diverse backgrounds. A recent literature review found numerous studies showing benefits.4 Some of the benefits include, having role models who look like them, teachers who have an understanding of their perspectives and experiences, and perhaps even share a similar cultural or linguistic background. Caucasian students also benefit from seeing people of color in positions of leadership and from those different perspectives in the classroom. Most importantly, having teachers from diverse backgrounds has been proven to help narrow the achievement gap between Caucasian students and students of color. Teaching is far from the only profession to recognize that the diversity in their ranks is not even close to that of the general public, which can include racial and ethnic diversity as well as gender diversity. Nationally, as other institutions have looked to increase diversity in their hiring pools, they have realized that the problem is not as simple as not doing enough to recruit individuals of diverse backgrounds into applying for their jobs. They have to increase the number of diverse candidates who are successfully entering and completing the college and university programs that will qualify them to compete for those jobs. Some of the professions with the least racial, ethnic and gender diversity, such as Education, Nursing and other healthcare professions and Science, Technology, Engineering & Math (STEM) careers have been leading the way in forging new pathways into these professions and encouraging underrepresented minorities to consider careers in these fields, and offering a variety of supports to those who do. The purpose of this report is to: 1. Provide information about the demographics of students and teachers in Washington and how they have been changing over time. 2. Give an overview of the demographics of teacher preparation programs in Washington. 3. Highlight promising practices to increase diversity in Washington’s teacher preparation programs. 4. Make recommendations to improve diversity in Washington’s teacher preparation programs. A Self-Assessment Tool and Best Practices Guide for Increasing Recruitment and Retention of Underrepresented Populations is also provided separately that contains examples of successful strategies other university programs across the nation have used to attract and retain more diverse candidates. Data Sources The Office of Superintendent for Public Instruction (OSPI) maintains the Statewide Longitudinal Data System (SLDS) system. The report builder function was used to compile the data used to construct the charts and graphs for the teacher and demographic data. May enrollment data was used for the student enrollment numbers. Teachers are those categorized in SLDS with a staff assignment as classroom teachers. In the SLDS data a small number of teachers (less than 30) had missing race/ethnicity data in 2012-13. While they were left in total teacher counts, the missing race category was excluded from the charts, as it less than .001% of the total. The missing race category was also excluded from student comparisons. In 2012-13, there were no students with missing race/ethnicity data due to changes in reporting requirements. As a result of those changes, when a student’s race/ethnicity is not disclosed, he or she is automatically counted as Caucasian.
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Professional Educator Standards Board Paraeducator Work Group Report For teachers, the NH/OPI and Two or more race categories was added in 2010-11, which makes direct comparisons with earlier data difficult. For example, prior to 2009-10, a NH/OPI teacher would have most likely been counted in the Asian category. This also create difficulties in studying changes over time, as some changes in race/ethnicity are likely a result of reallocation to different race/ethnicity categories given the new reporting options. The PESB collects data from teacher preparation programs on enrollment and completion rates. The data is made available on the PESB website. The information is submitted to the PESB by participating programs, and is not independently verified. Race/ethnicity data is gathered differently depending on where collection occurs. School staff, including teachers, are required to disclose race/ethnicity upon hire. For students in public schools, race/ethnicity is typically reported by parents during school registration. Students in higher education disclose their race/ethnicity voluntarily.
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Professional Educator Standards Board Paraeducator Work Group Report STATEWIDE STUDENT & TEACHER DEMOGRAPHICS In Washington State, the students are significantly more diverse than the teachers who lead their classes. Nearly 91% of teachers are Caucasian, while only 59% of students are. Twenty percent of Washington students identify as Hispanic while only 4% of teachers do. The chart below compares the demographics of students and teachers in Washington. The demographic report highlights both state and regional data for the purposes of providing more information to stakeholders about the demographics of teachers and students in their communities, and how those are changing over time.



Since 2004-05, the number of students enrolled in Washington’s schools has grown by over 9% and the student demographics are changing. Since 2004-05, the fastest growing student groups are Native Hawaiian/Other Pacific Islanders (NH/OPI) and two or more races, followed by Hispanic students. The number of American Indian/Alaska Native (AI/AN), Asian students and Caucasian students has declined, and the number of African American students has stayed nearly the same.
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Professional Educator Standards Board Paraeducator Work Group Report For classroom teachers, the trends are similar. Currently, 91% of teachers are Caucasian, followed by 4% Hispanic, then 2% Asian, 1% Two or more races, and 1% African American and 1% AI/AN. There are also a small number of NH/OPI teachers. Since 2004, the number of AI/AN, Asian, and African American teachers has all declined, while the number of Hispanic teachers has grown by 49%. The number of Caucasian teachers has fallen slightly, by 2%. The chart below illustrates the changes in the demographics of teachers and students statewide, for the racial/ethnic categories that were reported for both groups since 2004-05. Two or more races and NH/OPI are discussed separately.



Washington added two new demographic categories for teachers in 2010, “Two or More races” and “Native Hawaiian/Other Pacific Islander” (NH/OPI). Between 2010-11 and 2012-13: » The number of teachers identifying as Two or More races grew by 24%. » The number of teachers identifying as NH/OPI grew by 33%. The fact that this category was just added, also means that greater care must be taken when loking at the comparison data, as teachers that now report their race/ethnicity as Two or more races or NH/OPI may have been reporting their race/ethnicity in other categories before, and some changes in the number may not be actual changes, so much as shifting between demographic categories. For students in these demographic categories the growth has been even faster. Since 2004-05: » There are now 850% more NH/OPI students. In 2012-13 there were nearly 10,000 NH/OPI students, up from just over 1,000 in 2004-05. » There are 1444% more students identifying as Two or More races. In 2012-13, 66,000 students identified as Two or More races, up from just over 4,000 in 2004-05.



WASHINGTON STUDENT & TEACHER DEMOGRAPHICS REPORT | JULY 2014



85|Page



Professional Educator Standards Board Paraeducator Work Group Report ESD 101 The Northeast ESD serves 59 public school districts and 45 state-approved private schools in seven counties. It includes the communities of Spokane, Cheney, Newport and Pullman. Over 89,000 students are currently enrolled in the public schools, and there are more than 5,100 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 101.



ESD 101 is still predominantly Caucasian. Since 2004-05, ESD has seen a nearly 5% increase in the total number of students but the number of AI/AN, Asian, African American and Caucasian students has all decreased. The biggest changes to the demographics since 2004-05 are: » The number of NH/OPI students grew from 8 to over 600 in 2012-13, a growth of over 7000%. » The number of students identifying as Two or more races grew from 89 to 6,667, a growth of over 7000%, from less than 1% of the total student population to 7% » The number of Hispanic students has increased by 147%, to 7% of the student population. The teachers remain mostly Caucasian. Since 2004-05, the total number of teachers has shrunk by almost 1%, and the actual number of AI/AN, Asian, African American and Caucasian teachers has declined, while the number of Hispanic teachers has grown. More specifically: » The number of Hispanic teachers nearly doubled, with a 49% increase from 57 to 85 teachers. » The number of Caucasian teachers decreased by almost 2%, to just over 4900 teachers.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 105 The Southcentral ESD serves 25 public school districts and 23 state-approved private and tribal schools in four counties. It includes the communities of Yakima and Cle Elum. Over 60,000 students are currently enrolled in the public schools and there are over 3,000 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 105.



The majority of students in ESD 105 are Hispanic, and more than 4% of students are AI/AN. Since 2004-05, the total number of students has grown by over 7% and the number of AI/AN, Asian, African American and Caucasian students has all declined. The biggest changes since 2004-05 have been: » The number of NH/OPI students rose over 300% from nine to 38 students. » The number of Two or more race students rose from 110 to 1,094 students, an increase of almost 900%, although it is not as large of a percent of the total student body as in other ESD’s. » The number of Caucasian students decreased by 18%. » The number of Hispanic students rose by 32% to almost 37,000. Thirteen percent of the teachers in ESD 105 are Hispanic, more than in any other ESD, although the majority of teachers are still Caucasian. Since 2004-05, the number of classroom teachers has grown by almost 4%, but the number of AI/AN, Asian, and Caucasian teachers has declined slightly. In addition, while the overall percent of teachers who are African American and NH/OPI was too small to report out, there are a very small number of them. The most significant change to teacher diversity since 2004-05 has been: » The number of Hispanic teachers increased by 32%, over 100 new Hispanic teachers.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 112 The Southwest ESD serves 30 school districts, two state schools and numerous private schools in six counties. It includes the communities of Vancouver, Skamania, Kelso and Battle Ground. Over 100,000 students were enrolled in the 2012-13 school year and there are over 5,300 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 112.



Since 2004-05, the total number of students in ESD 112 has grown by over 15% and the demographics have been changing. While the number of Caucasian students has remained largely unchanged, they are now a smaller percent of the student body. Since 2004-05, the number of Asian, AN/AI, and African American students has also dropped, although other demographic groups are growing. » The number of Hispanic students has risen by 135% to 15% of all students. » The number of NH/OPI grew to almost 1000 students, from only 54. » The number of Two or more race student grew over 3000% from 100 to almost 6,000. Since 2004-05, the number of classroom teachers has grown by over 2% and there have been some small increases in teacher diversity: » The number of Asian teachers has risen by 17%, a growth of fourteen positions. » The number of African American teachers has risen by 9%, a growth of four positions. » The number of Hispanic teachers has risen by 40%, a growth of 45 positions.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 113 The Capital region ESD serves 44 public school districts and approved private schools in six counties. It includes the communities of Centralia, Olympia, and Chehalis. Over 70,000 students were enrolled in the 2012-13 school year and there are over 3,800 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 113.



Since 2004-05 the number of students has grown by almost 5%. While 68% of students are Caucasian, the number of Hispanic students has been growing rapidly. There has also been a decline in the number of AI/AN, Asian, African American, and Caucasian students although other demographic groups are growing: » The number of Hispanic students has more than doubled to over 10,400. » The number of students of Two or more races grew 1447% from 332 students to 5136. » The number of NH/OPI students grew 255%, from 120 students to 426. Overall, the number of teachers has decreased by about 3%. Ninety-five percent of all teachers are Caucasian. However, while slight, there has been a small increase in diversity since 2004-05, when 97% of teachers were Caucasian: » The number of AI/AN teachers has increased 81%, from 21 to 38. This is the largest growth in AI/AN teachers in any ESD. » The number of Hispanic teachers has risen 47%, from 38 to 56.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 114 The Olympic region ESD serves 15 public school districts and approved private schools in five counties. It includes the communities of Bremerton, Seiku and Port Angeles. Over 48,000 students were enrolled in the 2012-13 school year and there were over 2,500 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 114.



Unlike other ESD’s, the number of students has shrunk by almost 7% since 2004-05. While a majority of students are Caucasian, ESD 114 has a higher percent of students who are Two or more races than in other ESD’s, and a growing number of Hispanic students. The number of AI/AN, Asian, African American and Caucasian students has fallen. Significant changes since 2004-05 include: » The number of Caucasian students has dropped by 21%. » The number of Hispanic students has jumped up by 131%, to over 5,000. » The number of Two or more race students has grown by nearly 6000% to over 5,600, and 12% of the population. » The number of NH/OPI students has grown by 1375% from 33 to 487, a small percent of the total, but still rapid growth. The number of teachers has decreased by almost 13% since 2004-05. Ninety-three percent of all teachers are Caucasian. While slight, there have been some small gains in diversity since 2004-05 when 95% of all teachers were Caucasian. Some of the most notable changes: » The number of Hispanic Teachers has risen by 39%, from 36 to 50. » The number of Caucasian teachers has fallen by 15%. » The number of AI/AN teachers has risen by 15%.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 121 The Puget Sound ESD serves 35 school districts and more than 200 private schools in three counties. It includes the communities of Bainbridge Island, Kent, Tacoma, Seattle and Vashon Island. Over 400,000 students were enrolled in the 2012-13 school year and there are more than 21,000 classroom teachers.



ESD 121 is one of the most diverse in the State. The overall student population has grown by 9% since 2004-05. Caucasian students are just over half of all students, although the level of diversity between other student groups is more equal than in other ESD’s. Following other trends, the number of AI/AN, Asian and Caucasian students has declined. One significant difference is that the number of African American students has risen by 6%, although they are actually a slightly smaller percent of the overall student body then they were in 2004-05. Other trends are similar: » The number of Hispanic students has grown by 84%. » The number of Two or more race students has gone up over 1000% from 2,500 to 29,575, an increase from 1% to 7% of the student body. » The number of NH/OPI students have risen from 688 to 6103, a growth of 787%. » The number of Caucasian students has been fallen by almost 10%. The number of teachers has increased only slightly less than 1% since 2004-05, and the diversity of teachers has changed little since then as well. The changes in diversity are similar to those in other ESD’s, since 2004-05: » The number of Hispanic teachers has increased by 43%. » Two or more race teachers are now 2% of all teachers.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 123 The Southeastern ESD 123 serves 23 school districts in eight counties. It includes the communities of Pasco, Walla Walla, and Pullman. Nearly 70,000 students were enrolled in the 2012-13 school year and there were over 3,600 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 123.



Since 2004-05, the overall number of students has risen by 18%. The students in ESD 123 are just over half Caucasian, and 41% Hispanic. The number of AI/AN students has declined, while all other student groups have seen increases. The biggest changes since 2004-05 are: » The number of Hispanic students has grown by 44% to over 28,000 students. » The number of AI/AN students has fallen by 27%, to less than 1% of all students now. » The number of Two or more race students has grown by 1439%, and there are now more Two or more race students than AI/AN, Asian or African American. » The number of NH/OPI students has grown 579%, from 19 to 129. The number of teachers has increased by about 10%. The teachers in this ESD are also more diverse than in many others, only 87% are Caucasian, and 10% are Hispanic. While the overall numbers are small, there are some departures from the Statewide norm in the demographic shifts in this ESD. Since 2004: » The number of AI/AN teachers has risen by 5, a 24% increase. » The number of African American teachers has risen by 7, a 64% increase. » The number of Hispanic teachers has grown more rapidly than in other districts, a 62% increase to 133. » The number of Caucasian teachers has also increased by 5%, but because of increases in other demographic groups, their percent of total has fallen.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 171 The Northcentral ESD serves 29 school districts in four counties. It includes the communities of Chelan, Wenatchee, and Quincy. Nearly 45,000 students were enrolled in the 2012-13 school year and there were over 2,400 classroom teachers. The chart below shows the race/ethnicity of students and teachers in ESD 171.



Since 2004-05, the number of students has increased by 20%, more than in any other ESD. Caucasian students are just over half of the student body, and 41% are Hispanic, and 3% are AI/AN. Unlike in most other ESD’s, the number of Asian and Caucasian students has increased. Following statewide trends, since 2004-05 the biggest changes are: » The number of Hispanic students has grown by 48%, to over 19,000. » The number of Two or more race students has increased by 2569%, from 49 to 1308. » Although the overall number is quite small, the number of NH/OPI students increased from 1 to 36. The number of teachers has increased by 5% overall since 2004. While the majority of teachers are still Caucasian, since 2004-05, there have been increases in every single racial/ethnic group, even if just by a couple of positions. The biggest change contributing to increases in diversity has been: » The number of Hispanic teachers has almost doubled, from 66 to 120.
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Professional Educator Standards Board Paraeducator Work Group Report ESD 189 The Northwest ESD serves 35 school districts in five counties. It includes the San Juan Islands, Snohomish, Bellingham, and Sedro-Wooley. It is one of the larger ESD’s with over 164,000 students enrolled in the 2012-13 school year and nearly 8,400 teachers.



Since 2004-05, the number of students has increased by more than 9%. However, the trends are similar to those Statewide. The number of AI/AN, Asian, African American and Caucasian students has decreased. Since 2004-05, the biggest change are: » The number of Hispanic students has more than doubled. » The number of NH/OPI students has increased from 87 to 881, a 912% increase. » The number of Two or more race students has increased from 861 to 9906, an increase of 1050%. Teachers in ESD 189 are still predominantly Caucasian, and the number of teachers has declined by almost 5% since 2004-05. The number of AI/AN, Asian, African American and Caucasian teachers has all declined. The slight change in diversity from 96% Caucasian in 2004-05, is attributable largely to: » The number of Hispanic teachers has risen by 64%, an increase of 62 teachers. » The number of Caucasian teachers has dropped by 6%, a decrease of over 500.
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Professional Educator Standards Board Paraeducator Work Group Report Diversity in Teacher Preparation Programs There are 22 Colleges and Universities in Washington that offer teacher preparation programs. Between each of the programs offered, there is wide variety. Some offer education majors for undergraduates, while others focus on teacher certification for those who already have a degree. The endorsement areas that each offers varies, as does the pathways and specific programs of study that they use. Some focus only on teacher preparation and certification, while others also offer programs for other specialists within the schools such as counselors and therapists, or more advanced studies for teachers wishing to become principals. Seven offer alternative licensure programs.



Washington’s teacher preparation programs are enrolling and graduating teachers, but not necessarily teachers of color. Only 16% of the new enrollees into teacher preparation programs in 2011-12 identified as racial/ethnic minorities. The racial/ethnic background was missing for another 8%, and 76% were Caucasian. Just 2% of the new entrants identified as Two or more races, the student group with the most explosive growth since 2004. Less than 1% of the new enrollees were NH/OPI, the student group that has seen the second highest growth. The race/ethnicity of newly certified teachers looks quite similar to the enrollment data. At this time, cohort data is not available to do an analysis of whether students of different race/ethnicities are retained and graduating at similar rates to their Caucasian counterparts.
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The high percentage of race/ethnicity data that is missing also makes it difficult to draw any strong conclusions about the actual numbers of students of color who are enrolled and completing these programs. With these limitations in mind, some programs do appear more diverse than others. For example, in 2011-12 four of the 21 programs reported that more than 20% of their graduates were students of color. This is up from only one program in 2007-08, the earliest year this data was available. In the five years of data that was available, only one programs newly enrolled students were at least 20% students of color in three of five years (not consecutive) and in four more programs newly enrolled students were at least 20%students of color twice in five years. One positive sign is that in the 2011-12 program enrollment data, six schools reported that more than 20% of their newly enrolled students were students of color.
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Professional Educator Standards Board Paraeducator Work Group Report Current Efforts to Increase Diversity Several Universities have developed specific programs for teaching candidates that are specifically designed to increase diversity among teachers in Washington. The programs take many forms, including partnerships with local school districts and targeted recruitment. More information about other strategies being used in Washington are included in the Best Practices & Successful Programs Guide to Improving Recruitment & Retention of Students of Color in Teacher Preparation Program. Heritage University: HU 105 Program http://hu105.org/ HU105 is a collaborative project of Heritage University, Educational Service District (ESD) 105, and local school districts. The project’s purpose is to prepare new teachers using a residency-based model so that they are more effective teachers early in their careers. Candidates serve in a local elementary or middle school as full-time practicing teachers Monday through Thursday. Each Friday, students participate in content seminars. Another goal of the program is to develop teachers who reflect the cultural plurality of the surrounding area. A majority of the students in ESD 105, the partner school district are Hispanic, 61% identifying as Hispanic, only 32% are Caucasian, and 4% AI/AN. To that end, in 2011-12 Heritage University had the highest numbers of Hispanic and Native American teaching candidates enrolled of any program in the State. That year, 40% or more of the total enrolment in the teaching program were minority students, the highest in the State. Seattle Teacher Residency, University of Washington http://www.seattleteacherresidency.org/ The Seattle Teacher Residency project is another residency based teaching program. The programs mission is to accelerate student achievement through the preparation, support and retention of exceptional teachers who reflect the rich diversity in Seattle Public Schools. Some aspects of the program include: » The program includes paraprofessionals and traditional applicants. » Conditional hire in the Seattle School District upon acceptance. » Resident teachers work in high needs school within Seattle Public Schools. Future Teachers of Color Program, Washington State University http://education.wsu.edu/ftloc/students/index.html http://www.seattlepi.com/news/article/Black-teachers-are-hard-to-find-1082708.php The Future Teachers of Color program mixes outreach, mentorship and financial aid to attract students into teaching careers. It began as an annual recruitment event at Washington State University, to bring students of color to the campus to learn more about teaching careers. Hundreds of students participate in the conference, and dozens have enrolled in the program, which offers mentorship and financial aid to assist students throughout the program.
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Professional Educator Standards Board Paraeducator Work Group Report Recommendations for Future Action There are some positive signs that some of the teacher preparation programs in Washington are beginning to embrace their role in helping to create a more diverse educator workforce in Washington. However, there are many challenges that remain. The following recommendations are designed to assist PESB in holding programs accountable, and to help programs set realistic goals and evaluate their impacts. 1. Require More Complete Data From Teacher Preparation Programs There is far too much missing race/ethnicity data in the information submitted by programs on teacher candidate enrollment and completion. PESB should hold programs accountable for collecting and submitting more complete program data. There are some significant gaps, and nearly every program has some missing race/ethnicity data on either the program completion or enrollment side. For 2011-12, just five out of the 21 programs are responsible for 77% of the missing race/ethnicity data for program enrollment. Another program has never reported race/ethnicity data for program completion, although it does report race/ethnicity for program enrollment. While student’s are not required to report race/ethnicity data, it is likely that some of this information is available, and not being reported adequately by programs. 2. Collect Additional Data from Teacher Preparation Programs At this time much of the data that is needed to look at program trends over time is not available. Programs should also be reporting out retention and completion rates on cohorts of students, so that the programs that are most successful in retaining and graduating teachers can be recognized. It is not enough to simply enroll students from diverse backgrounds if a program then fails to graduate them, or to create new programs and not understand their impact on increasing the number of teachers of color. While there are difficulties when students are on different program tracks for completion, cohort data is still possible and provides much more meaningful data for analysis. In addition, reporting on admissions/acceptance data by race/ethnicity/gender could also help to paint a more complete picture of whether there are institutional barriers to entry into the teaching programs. 3. Encourage Colleges & Universities to Assess their Own Programs The analysis of the demographics by ESD showed that different regions of the State really do look very different. Each program should be responsive to the greater community that it operates in, or that the majority of its teachers will most likely work in. Teacher preparation programs should use the Self-Assessment tool to honestly look at how their program demographics match those of their surrounding area, and determine whether or not changes need to be made in their policies or practices to increase their program diversity. 4. Dig Deeper into the Demographic Data The demographic data in this report raises more questions than answers. While there are clear trends that are apparent, these trends do not tell the entire story of how the demographics of Washington’s students and teachers are changing.
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Professional Educator Standards Board Paraeducator Work Group Report For example, one of the fastest growing student demographics is Two or more races. However, students may be any combination of races to be reported in this category. That means that in some areas it is possible that the decline in numbers in some racial categories is simply a reallocation to another category. For example, a student who identifies as Hispanic and Caucasian would only appear in current demographic data as a Hispanic student. A student who identifies as AI/AN and African American would be counted as Two or more races. A student who did not provide race/ethnicity information would be counted as Caucasian. Understanding this level of detail could be helpful for truly understanding some of the trends in the fastest growing demographic groups in Washington, and making sure that students with mixed race or ethnicity are not undercounted, or underrepresented in efforts to improve the diversity of Washington’s teachers for and better serve students of all backgrounds. A link to a report by the All Hands Raised Partnership in Portland, Oregon that shows how the student demographics can change when the information is examined in more detail is below: http://allhandsraised.org/wp-content/uploads/2013/06/Chapter01.pdf 5. Use Infographics to Create a Compelling Story Not everyone understands why it is important to have more diversity in the educator workforce. Infographics can be very helpful tools by illustrating the need simply and effectively which helps create buy in from teacher preparation programs, legislators, and the general public on the need for these changes. Links to examples of similar infographics that help tell a story are below: http://thrivebyfivewa.org/wp-content/uploads/Advancing-Racial-Equity-in-Early-Learning-Theory-of-ChangeVISUAL.pdf http://www.eou.edu/otp/ http://gullahgeecheenation.files.wordpress.com/2014/03/infographic_girlsletsbuild2.jpg An infographic can also be a useful tool for explaining the different pathways into teaching. Many of the individual program websites do a poor job of explaining the different pathways available, and the career advancement that is possible with more advanced degrees or certifications. It can be confusing to look at the options on a school by school basis. For example, not all of the programs in Washington allow undergraduates to enroll in their programs, while others do. For those who are just considering teaching as a career, at any stage in their own education, knowing that there are multiple pathways available could be very helpful to their decision making, or in persuading them to come back to school for a higher degree or certification. Links to a couple of examples are below: http://nursinglicensemap.com/wp-content/uploads/2011/11/Pathways-in-Nursing.jpg http://www.census.gov/hhes/socdemo/education/data/acs/infographics/education.html
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APPENDIX I Work Group Recommended New Paraeducator Employee Standards Final Approved 2.7 – November 24, 2014 - Recommended Paraeducator Standards for ELL, Transitional Bilingual Instructional Programs, Federal Limited English Proficiency, Title I and LAP Paraeducators Initial Hiring Standards Minimum requirements for entry level paraeducator: 1. Be at least 18 years of age; and 2. Hold a high school diploma or equivalent; and 3. Passing grade on ETS Paraeducator Assessment; or 4. AA Degree; or 5. 72 college credits or 48 semester credits



Initial Hiring Standards Minimum requirements for entry level paraeducator: 1. Be at least 18 years of age; and 2. Hold a high school diploma or equivalent; and 3. Passing grade on ETS Paraeducator Assessment; or 4. AA Degree; or 5. 72 college credits or 48 semester credits



Initial Hiring Standards Minimum requirements for entry level paraeducator: 1. Be at least 18 years of age; and 2. Hold a high school diploma or equivalent; and 3. Passing grade on ETS Paraeducator Assessment; or 4. AA Degree; or 5. 72 college credits or 48 semester credits



Initial Hiring Standards Minimum requirements for entry level paraeducator: 1. Be at least 18 years of age; and 2. Hold a high school diploma or equivalent; and 3. Passing grade on ETS Paraeducator Assessment; or 4. AA Degree; or 5. 72 college credits or 48 semester credits



STANDARD 1 Support instructional opportunities



STANDARD 2 Demonstrate professionalism and ethical practices



STANDARD 3 Support a positive and safe learning environment



STANDARD 4 Communicate effectively and participate in the team process



Core (Basic) Competencies:



Core (Basic) Competencies:



Core (Basic) Competencies:



Core (Basic) Competencies:



1.1



2.1



Knowledge Competencies:



3.1



Knowledge Competencies:



4.1



Knowledge Competencies:



Have knowledge and proficiency in ● basic reading/reading readiness ● basic math/math readiness ● basic writing/writing readiness Have knowledge and awareness of strategies, techniques, and delivery methods of instruction Awareness of the value of students’ diversity and unique strengths



A.



Have knowledge of and adhere to the distinctions in the roles and responsibilities of teachers, paraeducators, administrators, families, and other team members Have knowledge and a strong commitment to protect civil and human rights especially those pertaining to children, youth, and their families Understand the importance and purpose of confidentiality of student information



A.



Awareness of child and adolescent developmental milestones Understand the value and outcomes for creating a safe, productive, and culturally inclusive learning environment Understand economic, cultural, and linguistic diversity and commit to building a learning environment that supports the unique strengths of all students Awareness of positive behavioral support systems designed to create an inclusive and safe learning environment



A.



Understand effective communication styles that contribute to effective team work Understand the role as a member of an instructional team and how to support team decisions



Skill Competencies:



2.2



Skill Competencies:



4.2



A.



B.



C.



1.2



Knowledge Competencies:



B.



C.



Skill Competencies:



B.



C.



D.



3.2



B.



Skill Competencies:
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A.



B.



C.



D.



Assist in delivering, reviewing, reinforcing, and adapting instructional strategies according to the needs of diverse learners in various settings and groupings as directed by certificated staff Assist in recording and maintaining data as directed by certificated staff Ability to use technology to support learning and instruction Assist in using assessments, monitoring learner progress, and providing information to the certificated staff



A.



B.



C.



Demonstrate professional standards of conduct consistent with all applicable laws, regulations, policies, and procedure Pursue and participate in staff professional development and learning opportunities Ability to understand and follow the appropriate procedures established by the district/agency to implement policy and personnel practices



ELL Endorsement Competencies: 2.3 Knowledge Competencies



A.



A.



B. C.



D.



1.4 A.



Skill Competencies Ability to engage and communicate with certificated staff to build a culturally and linguistically inclusive learning environment



B.



C.



D.



Ability to follow positive behavioral support systems as developed by certificated staff Ability to foster and support a safe, positive, and culturally inclusive environment Ability to follow prescribed health, safety, and emergency school and district policies and procedures Assist in implementing supplemental, culturally representative material which supports inclusive learning environment.



A.



B.



C.



D.



E.



ELL Endorsement Competencies: 1.3 Knowledge Competencies Awareness of the difference between social language and academic language Awareness of the stages of second language acquisition Awareness of WA English Language Proficiency Standards Awareness of WA English Language Proficiency levels



A.



B.



C.



Awareness of the legal rights of English Language Learners Awareness of how to build a culturally and linguistically inclusive learning environment Awareness of what constitutes effective communication with ELL families and students and fosters respect among each other’s cultural and linguistic diversity



ELL Endorsement Competencies: 3.3 Knowledge Competencies A.



B.



C.



Awareness of cultural and linguistic diversities and a commitment to build on students’ strength Awareness of how to successfully support culturally and linguistically diverse students entering into the public school system Awareness of students’ unique strengths and what value they bring to the classroom



3.4



Skill Competencies



A.



Assist with strategies and techniques for facilitating the instruction of individuals with diverse language learning needs in a variety of settings as specified by certificated staff Assist in providing culturally and age appropriate feedback to students Assist with supporting individual student needs by using appropriate strategies that are culturally responsive and address diverse student background



B.



C.



Provide relevant feedback regarding learner performance and instructional strategies to certificated staff Foster mutually beneficial relationships with schools, families, and communities Ability to communicate and participate as a team member Use effective communication and problem solving skills with students and staff (written, verbal, and nonverbal) Willingness to accept and utilize feedback regarding personal performance



ELL Endorsement Competencies: 4.3 Knowledge Competencies A.



4.4 A.



B.



C.



Awareness of appropriate and culturally responsive communication strategies



Skill Competencies Support effective communication with culturally and linguistically diverse students, families, communities, and team members in a professional and respectful manner Use culturally responsive communication skills (written, verbal and nonverbal) Ability to engage in appropriate culturally responsive strategies such as: 1) constructs of time; 2) verbal and nonverbal
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Professional Educator Standards Board Paraeducator Work Group Report cues; 3) authority; and 4) relationship building Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet high qualified Paraeducator criteria; and 2. Complete Paraeducator Licensing Requirements; or 3. Successful completion of ELL endorsement requirements and coursework



Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet high qualified Paraeducator criteria; and 2. Complete Paraeducator Licensing Requirements; or 3. Successful completion of ELL endorsement requirements and coursework



Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet high qualified Paraeducator criteria; and 2. Complete Paraeducator Licensing Requirements; or 3. Successful completion of ELL endorsement requirements and coursework



Meet entry level hiring criteria minimum and ELL Paraeducator Endorsement: 1. Meet high qualified Paraeducator criteria; and 2. Complete Paraeducator Licensing Requirements; or 3. Successful completion of ELL endorsement requirements and coursework
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APPENDIX II



State and Federal Licensing, Certification, & Training Mandates for Education Support Professionals



NEA Research NEA ESP Quality 2012



Copyright © 2012 by the National Education Association. All rights reserved. This publication is protected by copyright and may not be reproduced in whole or in part without the permission of NEA Research except by NEA-affiliated associations. Communications regarding reproduction or the contents of this manual should be addressed to Editor, State And Federal Licensing, Certification, And Training Mandates For Education Support Professionals, NEA Research, 1201 16th Street NW, Suite 610, Washington, DC 20036.
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Introduction This report updates state and federal mandates related to licensing and credentialing requirements that apply to education support professionals. The document has proven to be a valuable resource to reflect changes in state and federal statutory law in the areas covered by the original publication since 1996. The following catalogues by state the licensing, credentialing, and training requirements that apply to the nine NEA designated job categories for education support professionals: • Clerical Services • Custodial Services • Food Services • Health and Student Services • Paraeducators (Instructional/Non-instructional) • Security Services • Technical Services • Trades, Crafts, Machine Operators • Transportation Services It is important to note that this document is limited to summarizing the mandates imposed by state and federal statutes. Particular credentials that may be required by a state regulatory agency or on a local level by a school district or a local governmental body are not included in this document. Credentials that are merely guidelines or recommendations are also not included, although we have tried to note such information where possible for added convenience. Within the nine ESP job groups there are some 60 different job subgroups. Some subgroups were not included in the original publication and are also not included in this updated report. For example, although there are registered nurse positions within the National Education Association, because their licensing requirements are generally known this study summarizes only those applicable to practical nurses. The report also does not summarize the statutory requirements related to nursing assistants in school settings. In some cases, the report categorizes credentialing mandates by topic rather than job description. For example, under the job group, Custodial Services, for the most part the statutes are referenced by a topic such as asbestos or boilers rather than by a particular subgroup such as custodians. Further, it is important to note that the study attempts to include only the most pertinent sections of the statutory language together with full cites to the applicable statutes. To retrieve the actual language of the statutes, go to http://findlaw.com and click on “States” in the “For Legal Professionals” category. This will take you to a page containing links to legal documents for each of the 50 states (for Puerto Rico, go directly to http://www.findlaw.com/11stategov/pr/laws.html). Click on the one you wish to explore, then click on the link to a state’s codes and/or statutes, then refer to the appropriate statute citation in this document (i.e., “Ala. Code § 16-22-1” or “Wyo. Stat. § 21-3-131”) to locate the information you seek. Please note each of the 51 codes and/or statutes pages are organized somewhat differently, and it may require some patience to navigate to a specific citation. An alternative is to contact your state NEA affiliate directly and request the information. Credentials for ESPs are in a constant state of change. Monitoring the statutory mandates for licensing, certification, and training is an important step toward ascertaining the needs of the ESP workforce in the area of professional development.
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Georgia Georgia is one of the few states that has decided to apply the NCLB qualification requirements for certain paraprofessionals to all paraprofessionals. The state also has fairly extensive mandates for individuals working in the health services area. Public school bus drivers must complete specific training to hold a school bus driver's license.



PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Paraprofessional: Must be certified by the Professional Standards Commission, which requires a high school degree or its equivalent and satisfying all NCLB-related criteria (Ga. Admin. Code § 505-2-19; Ga. Code § 20-2-204). Certificates must be renewed every 5 years, and renewal is conditional on completing 6 semester hours or 10 staff development units and a criminal record check.



Illinois PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Teacher Aide: Complete 30 semester hours of college credit at a regionally accredited institution of higher education, complete an approved paraprofessional training program, or pass one of the tests offered (225 ILCS 25/510b).



Kansas PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) No mandates, but the state Department of Education does have the authority to regulate qualifications if it desires. In the past, the state has used the permit system outlined below, which is now optional for use by school districts. Level I permit, requires 20 clock hours of in-service training* per school year. Level II permit, requires 2 years experience as an instructional paraeducator, completion of 30 semester hours or 450 clock hours of in-service training*, or a combination of the two totaling 450 clock hours. Also requires at least 4 sessions totaling at least 20 clock hours of in-service training per school year. Level III permit, requires 3 years experience as an instructional paraeducator, completion of 60 semester college hours, an associate’s degree from an approved training program for instructional paraeducators, a certificate from an approved training program for instructional paraeducators from a vocational technical school, 900 equivalent clock hours, and 20 clock hours of in-service training* per school year. *Each district can decide whether to pay for in-service training.
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Kentucky PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Instructional Teacher’s Aide: Those employed after July 1, 1986, must have a high school diploma or a general equivalency diploma. Districts must provide training for instructional teacher aides with the certified employee with whom they work (Ky. Stat. §§ 161.010, .044).



Maine PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Paraprofessionals may obtain an authorization from the state Education Commissioner indicating that they have satisfied certain educational standards. The authorizations may be renewed every 5 years upon showing that the individual has completed at least 3 hours of professional or academic study or in-service training (Me. Stat. Tit. 20-A, § 502-13023).



Minnesota PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) No specific mandates, but the use of paraeducators is mandated and the Board of Teaching will adopt rules to implement a statewide credential for education paraprofessionals (Minn. Stat. § 120B.363).



New Hampshire PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Paraprofessional: Can be certified by the state Board of Education, which requires a high school degree or its equivalent and at least 1 year of experience as an educational paraprofessional, a certificate of proficiency, or completion of a 2-week program focusing on special education in a school setting (N.H. Code Adm. Regs. Educ. 504.05). Certification must be renewed every 3 years and renewal is conditional on completing at least 50 hours of continuing education requirements (N.H. Code Adm. Regs. Educ. 504.05).



New Mexico PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Educational Assistant: Must hold a Level I, II, or III license, which requires meeting the following requirements: Level 1, license requires a high school diploma or its equivalent, being at least 18 years old, and obtaining a certificate from the superintendent that the applicant satisfactorily completed an orientation session pertinent to their assignment (N.M. Admin. Code § 6.63.9.8). Level 2, license requires meeting all the requirements for a Level I license plus obtaining a certificate from the superintendent that documents satisfactory compliance with the state Board of Education’s educational assistant competencies (N.M. Admin. Code § 6.63.9.8).



107|Page



Professional Educator Standards Board Paraeducator Work Group Report



Level 3, license requires meeting all the requirements for a Level II license plus either earning an associate’s degree from an accredited college or university that included at least 15 semester hours of non-remedial coursework in specified subjects, completing at least 48 semester hours of academic credit at an accredited college or university that includes at least 12 semester hours in non-remedial coursework in specified subjects, or passing a test (N.M. Admin. Code § 6.63.9.10).



Ohio PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) The State Board of Education issues educational aide permits and educational paraprofessional licenses and sets qualification criteria for each by rule (Ohio Code § 3319.088). The Board may require that applicants complete certain training and education requirements to obtain a permit or license (Ohio Code § 3319.088).



Texas PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) Educational aides: Must hold the appropriate state certification (Tex. Educ. Code § 21.003(0)).



West Virginia PARAEDUCATORS (INSTRUCTIONAL/NON-INSTRUCTIONAL) W. Va. Code § 18A-4-8 defines numerous categories of aides, including: Aide I, meaning personnel trained for teacher aide classifications such as monitor aide, clerical aide, classroom aide, or general aide. Aide II, meaning Aide Is who have completed a training program approved by the Board, who hold a high school diploma, or who have received a general educational development certification. Only Aide IIs or higher may work in special education programs. Aide III, meaning Aide Is who hold a high school diploma or its equivalent and have completed 6 semester hours of college credit or have 1 years’ worth of experience as a special education aide. Aide IV, meaning Aide Is who hold a high school diploma or its equivalent and who have completed 18 hours of Board-approved college credit or 15 hours of such credits together with an in-service training program equivalent to 3 hours college credit. Additionally, special education aides hired after July 1, 1989, must take in-service course work relating to specialized health procedures (W. Va. Code § 18-5-22).
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APPENDIX III Draft - Recommended Certificate Process Step 1: Apply For Permit



Meet Minimum Hiring Standards: 1. Be at least 18 years of age; and 2. Hold a high school diploma or equivalent; and 3. Passing grade on ETS Paraeducator Assessment; or 4. AA Degree; or 5. 72 college credits or 48 semester credits



Initial permit is issued to new beginning Paraeducator applicants. Applicants will attend and complete approved practicum program within 3 years of employment (subject to one renewal or 6 years maximum). All currently employed paraeducators would be granted an automatic permit. Permit is issued by district – with name and profile sent to Professional Certification Office (OSPI) within ten days of employment.



Step 3: Apply for Paraeducator Certificate Apply for Paraeducator Certificate: a. Attainment of approved credits/coursework is verified by districts, ESDs, unions or community and technical colleges. b. Certificate Fee (TBD). Exceptions for Certificate: Authorization will be granted by the Paraeducator Oversight Committee or Board to approve a certificate ●



If applicant has an “Out of state equivalent license” – it will need to be mapped to the Washington State Paraeducator Standards and coursework for practicum



Step 2: Complete Practicum



A para practicum is an on the job/training program using Washington State Paraeducator Standards 1 – 4 approved coursework modules. Applicant will demonstrate competency by completing the knowledge and skill components embedded in approved paraeducator coursework modules. Districts, ESDs, unions, community and technical colleges must offer approved para practicum in order to qualify for the Paraeducator Certificate. Practicum will offer: ● Coursework approved by Paraeducator Oversight Committee ● Assure completed documentation is verified by instructor or online instructor of record and sent to OSPI ● District receives copies of completed documentation



Step 4: Certificate Renewal 1.



2.



3. 4.



5.



Utilize the “teacher clock hour” reporting system and crediting process Paraeducators will send clock hour report to “Professional Certification” OSPI Office -> use e-certification report system Clock hours may be audited by professional certification Renewal of Certificate - $38 fee attached is approved once all clock hours are submitted electronically. Renewed Certificate issued by Professional Certification



Step 5: Endorsement Options Endorsement application is required for *Paraeducators working in ELL Programs a. ELL endorsement may be worked on simultaneously during the practicum b. ELL coursework is required to be completed in 3 years after Permit issued and/or during practicum c. See Defined Endorsement Coursework *All currently employed paraeducators working in an ELL program would need to complete ELL
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Approved if over 80% of the coursework maps accordingly



Office (OSPI) and mailed to paraeducator Paraeducator Certificate is renewable every 5 years a. *75-100 clock hours or 10 credits is required for Certificate renewal b. Submit clock hour or credit transcript to Certification Department Similar to the current system for Teacher Renewal using clock hours)



Course of study to receive endorsement State approved coursework/clock hours Recommendation will be to officially award clock hours as “state approved” for endorsements: ● ELL ● Special Ed ● Advanced



*Subcommittees were split on whether to require 75 or 100 clock hours.
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Appendix V Suggested Teacher and Administrator Candidate Standards Prepared by Paraeducator Subcommittee 4 Suggested Teacher Candidate Standards: 1. Teacher candidates will understand and demonstrate effective communication with paraeducators regarding instruction and supervision of students using appropriate and respectful verbal and written communication. 2. Teacher candidates will understand and demonstrate the process for sharing and receiving information with paraeducators regarding personal student educational plans, performance, and data. 3. Teacher candidates will understand and design a plan that has a clear vision, goals, and instructional strategies for paraeducators to follow. 4. Teacher candidates will understand and articulate the ethical and legal guidelines regarding the appropriate roles and responsibilities of paraeducators. 5. Teacher candidates will understand and demonstrate knowledge of applicable federal, state, and district laws, regulations, policies, and procedures regarding effective supervision of paraeducators. 6. Teacher candidates will understand and demonstrate how to provide regular training, using adult learning principles, regarding instructional strategies, data collection, technology, classroom management, inclusive practices, cultural responsiveness, and safe and healthy environments to paraeducators under his/her supervision. 7. Teacher candidates will understand and demonstrate how to prepare and instruct paraeducators regarding their weekly schedules and expectations. 8. Teacher candidates will understand and demonstrate how to provide regular and timely constructive feedback and clear directions to paraeducators. 9. Teacher candidates will understand and demonstrate professionalism in using effective teamwork strategies and conflict resolution when working with paraeducators. 10. Teacher candidates will understand and demonstrate leadership in fostering relationships among school, family, and community.
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Professional Educator Standards Board Paraeducator Work Group Report Suggested Administrator Candidate Standards: 1. Administrator candidates will understand and demonstrate their roles in recruiting, interviewing, and hiring highly qualified paraeducators. 2. Administrator candidates will understand and demonstrate skills in providing building and job specific orientation for paraeducators. 3. Administrator candidates will understand and demonstrate skills in the ethical and legal guidelines regarding the appropriate roles and responsibilities of paraeducators. 4. Administrator candidates will understand and demonstrate skills in placement and delegation of responsibilities of paraeducators based on skill levels, expectations of the job, and requirements for the position. 5. Administrator candidates will understand and demonstrate skills regarding how to provide regular and timely constructive feedback and evaluation to paraeducators. 6. Administrator candidates will understand and demonstrate skills that will create an atmosphere of respect, recognition, open communication, and engagement to promote professional climate both within the building and within teacher-paraeducator teams. 7. Administrator candidates will understand and demonstrate skills in providing regular and relevant training and professional development opportunities, based on adult learning principles, for paraeducators. 8. Administrator candidates will understand and demonstrate skills in supporting the roles and responsibilities of a supervising teacher and communicate those expectations to him/her. 9. Administrator candidates will understand and demonstrate skills in effective communication and provide constructive feedback to the supervising teacher regarding his/her effective relationships with paraeducators. 10. Administrator candidates will understand and demonstrate knowledge of district specific union contracts regarding employment of various bargaining units. 11. Administrator candidates will understand and demonstrate knowledge of applicable federal, state, and district laws, regulations, policies, and procedures regarding effective supervision and evaluation of paraeducators and supervising teachers.
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Appendix VI Recommended Learning Modules for Teachers and Principal/Administrator Prepared by Paraeducator Subcommittee 4



Recommended 4 Learning Modules for Teachers: 1. 2. 3. 4.



Professional and Ethical Practice Positive and Safe Learning Environment Effective Teamwork and Communication Support Instructional Opportunities



Module 1: Professional and Ethical Practices (Paraeducator Standard 2) ● Disseminate roles and responsibilities (2.1A) ○ Paraeducator/teacher/administrator ● Share applicable federal, state, and district laws, regulations, policies, and procedures (2.1B, 2.1C, 2.2A) ○ (504, IEP, Health, HIB, Confidentiality, Civil Rights, etc) ● Address special populations: ○ ELL: legal rights, culturally and linguistically inclusive learning, effective communication with ELL families (2.3A, 2.3B, 2.3C) ○ SpEd: TBD 2015 Module 2: Positive and Safe Learning Environment (Paraeducator Standard 3) ● Positive behavior support systems (3.2A) ● Safe, positive, and culturally inclusive environment (3.2B) ● Health, safety, and emergency school and district policies and procedures (3.2C) ● Special Populations: ○ ELL: strategies and techniques for instructing diverse language learners, address diverse student backgrounds (3.4A, 3.4C) ○ SpEd: TBD 2015 Module 3: Effective Communication and Teamwork (Paraeducator Standard 4) ● Provide effective communication between paraeducator and teacher regarding student performance, vision, goals, and expectations (4.2A) ● Foster relationships among school, family, and community (4.2B) ● Use effective teamwork strategies and conflict resolution with working with paraeducators (4.2D) ● Willingness to provide regular and timely feedback regarding personal performance (4.2E) ● Special Populations: ○ ELL: promote culturally responsive practices (4.4B) ○ SpEd: TBD 2015 Module 4: Supporting Instructional Opportunities ● Implement and facilitate instructional strategies for diverse learners (1.2A)
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Record and maintain student data (1.2B) Use technology to support learning and instruction (1.2C) Organize and implement culturally relevant curricula and materials (1.2D) Special Populations: ○ ELL: build a culturally and linguistically inclusive learning environment ○ SpEd: TBD 2015



Recommended 7 Learning Modules for Administrators (principal and/or program admin): 1. 2. 3. 4. 5. 6. 7.



Recruiting and Hiring Professional Climate Building/Job Orientation School Policies and Procedures Supporting the Teacher/Paraeducator Team Training and Professional Development Evaluation



Module 1: Recruiting and Hiring ● Work with HR To review job description(s) including state requirements ● Review school board policy re: paraeducators ● Incorporate interview questions related to the Paraeducator Standards and the specific job (ELL, SpEd, Title, Gen Ed., etc.) ● Understand various bargained agreements Module 2: Professional Climate ● Create an atmosphere of respect, recognition, and open communication ● Appoint paraeducators to appropriate committees ● Recognize paraeducator roles and contributions in the school community ● Provide communication and engagement time for teacher/paraeducator team Module 3: School Policies and Procedures ● Set up ongoing communication strategy for: ○ Daily/weekly bulletin ○ Committee meeting minutes ○ Internet policy use ● Share district/state/federal policies regarding their role ○ Building Improvement Plan ○ Parent rights/student/parent handbook ○ Child abuse and neglect reporting guidelines Module 4: Building/Job Orientation ● Building Orientation ○ Introduce to all building staff ○ Tour the facility 121|Page
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Specific building, norms, culture Review handbook Review roles/tasks/assignments ■ Invite questions and feedback



Module 5: Supporting the Teacher/Paraeducator Team ● Ensure teachers have received the paraeducator training and know their role ● Clarify role of principal as role of evaluator and teacher as instructional supervisor ● Allot time in the schedule for teacher/para communication ● Schedule regular (monthly) administrator/para building level meetings Module 6: Training and Professional Development ● Design a professional development plan for ongoing paraeducator training ● Ensure paraeducators are trained properly to respond to emergencies and school safety issues ● Assure paraeducators are aware of career ladder opportunities ● Provide teacher/para teams relevant and timely professional development (SpEd, ELL) ○ Communication, Confidentiality, Behavior Management, Instructional Strategies, etc.



Module 7: Evaluation ● Take time to observe paraeducators on a regular basis ● Review role of principal as evaluator ● Share tool and process of evaluation within the first month of year ● Provide opportunity to review and discuss the evaluation prior to end of year
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APPENDIX VII Paraeducator Standards and Course of Study during Practicum ELL Endorsement Standards Training Module Prepared by Paraeducator Subcommittee 1



123|Page



Professional Educator Standards Board Paraeducator Work Group Report



124|Page



Professional Educator Standards Board Paraeducator Work Group Report



ELL Training Modules Prepared by Paraeducator Subcommittee 1



Module 2: Cultural Competence (4 – 8 hours for each component – one each quarter) Standards: 1.4A – Ability to engage and communicate with certificated staff to build a culturally and linguistically inclusive learning environment. 2.3B – Awareness of how to build a culturally and linguistically inclusive learning environment 3.4C – Assist with supporting individual student needs by using appropriate strategies that are culturally responsive and address diverse student backgrounds Module Overview: Cultural competence is having an awareness of one’s own cultural identity and views about difference, as well as the ability to learn and build on the varying cultural and community norms of students and their families. It is the ability to understand the within-group differences that make each student unique, while celebrating the betweengroup variations that make our country a tapestry. This understanding informs and expands educational practices in the culturally competent classroom. In this module, Paraeducators will delve deeply into their own perceptions of cultural competence, learn specific ways to build authentic relationships with every student and to assist in creating classrooms that encourage the gifts and contributions that culturally diverse students bring. Learning Components and Outcomes: 1. Understanding Culture ● This component will provide participants with an opportunity for critical self-reflection and awareness of their own culture, while also exploring their own ideas about difference. Participants will develop a greater appreciation of cultural differences, develop an increased ability to interact with individuals from diverse backgrounds, and develop an awareness of the philosophy of treating people fairly, equitably, and thoughtfully. 2. Culture and Privilege ● This component will explore culture and the issues of power, privilege, and social justice. Paraeducators will begin to develop an awareness of culture-related privilege and dis-privilege and the dynamics of difference. 3. Our cultural community – What cultures do we serve in our school district? ● This component will provide an overview of the cultures represented with the school district and will consist of information concerning school system differences between the home culture and U.S. cultures, family dynamics and gender specific differences that may affect acculturation into the U.S. classroom, nonverbal cues, cultural traditions and holidays, specific educational needs of each culture group
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Professional Educator Standards Board Paraeducator Work Group Report 4. Culture and the Classroom ● This component will focus on working within the dynamics of difference in the classroom and adapting to diversity. Participants will learn effective ways to resolve conflicts among people whose culture and values differ from their own, as well as, from one another, and develop an understanding of their own perceptions through the filter of their own cultural background. Paraeducators will learn how to support the classroom teacher in implementing culturally representative practices and strategies, and develop an understanding of appropriate interventions for conflicts and confusion caused by the dynamics of difference.



Module 3: Culturally Aware Communication (4 – 8 hours for each component–one each quarter) Standards: 2.3C – Awareness of what constitutes effective communication with ELL families and students and fosters respect among each other’s cultural and linguistic diversity 3.4B – Assist in providing culturally responsive and age appropriate feedback to students 4.3A – Awareness of appropriate and culturally responsive communication strategies 4.4A – Support effective communication with culturally and linguistically diverse students, families, communities, and team members in a professional and respectful manner 4.4B – Use culturally responsive communication skills (verbal and nonverbal) 4.4C – Ability to engage in appropriate culturally responsive strategies such as but not limited to: (1) constructs of time, (2) verbal and nonverbal cues, (3) responding to authority, (4) relationship building Module Overview: Culturally responsive communication takes into account an understanding of one’s own culture, beliefs, and values, as well as those of the students and families they serve as a Paraeducator. It is essential that we practice cultural reciprocity, which is a two-way process of interacting with others that acknowledges and respects cultural differences. This module provides participants with an understanding of how to communicate through cultural reciprocity, with an understanding of issues of confidentiality and ethics in communicating with culturally and linguistically diverse students and their families. Learning Components and Outcomes: 1. The Four-Step Cultural Reciprocity process (Kaylanpur & Harry) ● This component explores the four steps of communication with cultural reciprocity developed by Kaylanpur and Harry. Paraeducators will develop an awareness of cultural values, differences, the cultural basis of assumptions, and adaptation during communication with linguistically and culturally diverse students and families. ● Kaylanpur, Maya and Harry, Beth (2012). Cultural Reciprocity in Special Education: Building Family-Professional Relationships, Brookes Publishing.
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Professional Educator Standards Board Paraeducator Work Group Report 2. The dynamics of difference ● This component explores the issues of communicating and interacting across cultures. Participants will learn about what can go wrong in cross-cultural communication and strategies to respond to these situations. Paraeducators will learn to navigate issues concerning verbal and nonverbal differences, constructs of time, family dynamics, and deference. 3. Confidentiality and Ethics ● This component addresses the issues of confidentiality and ethics in communicating with linguistically and culturally diverse students and families. This course will vary from district-todistrict depending upon job description. Paraeducators will develop an awareness of personal bias, overcoming bias, and coming to every conversation without preconceived notions based on culture. Participants will also learn about confidentiality and laws concerning student and family rights surrounding communication. 4. The role of the Paraeducator in communicating with students and with families ● This component will address the role of the Paraeducator in culturally responsive communication with students, and with families. Participants will learn strategies for providing culturally responsive feedback to students, as well as working effectively with classroom teachers and other school staff on behalf of students. Resources: Stetson Whitworth ELL Teacher Program United States Peace Corps University of Iowa NEA OSPI NASP



Module 4: Second Language Acquisition (4 hours in fall quarter) Standards: 1.3A – Awareness of the difference between social language and academic language 1.3B – Awareness of the stages of second language acquisition Module Overview: Knowledge of language proficiencies and language acquisition is essential to understanding and being able to support differentiated instruction for English Language Learners.



127|Page



Professional Educator Standards Board Paraeducator Work Group Report Learning Components and Objectives: 1. Second language development - an overview of the basic theories concerning second language development, including but not limited to, the research of Krashen, Cummins, Chomsky, and Schumann. 2. The stages of language acquisition (Beginner, Advanced Beginner, Intermediate, Early Fluent, Fluent) 3. The difference between receptive and expressive language 4. The types of English Language Proficiency – social vs. academic language



Module 5: English Language Proficiency Levels (4 hours training in winter quarter) Standards: 1.3C – Awareness of WA English Language Proficiency Standards 1.3D – Awareness of WA English Language Proficiency Levels Module Overview: A working knowledge of the adopted English language proficiency standards and their accompanying language proficiency level descriptors will provide paraeducators with a foundation from which they can most effectively support classroom instruction of English Language Learners. Learning Components and Objectives: 1. English Language Proficiency Levels – this component will address the five levels outlined in the Washington ELP level descriptors 2. Factors that affect proficiency levels – this component will address issues such as refugee status and PostTraumatic Stress Disorder (PTSD), prior education, literacy in native language, etc. that affect students’ movement through the levels



Module 6: English Language Learner (ELL) Instruction and Strategies (8 – 16 hours in spring and summer quarters) Standards: 3.3A – Awareness of cultural and linguistic diversities and commitment to build on students’ strengths 3.3B – Awareness of how to successfully support culturally and linguistically diverse students entering into the public school system 3.3C – Awareness of students’ unique strengths and what value they bring to the classroom 3.4A – Assist with strategies and techniques for facilitating the instruction of individuals with diverse language learning needs in a variety of settings as specified by certificated staff 3.4C – Assist with supporting individual student needs by using appropriate strategies that culturally responsive and address the diverse student backgrounds Module Overview: This module builds on the knowledge from Module 4 (second language acquisition) and Module 5 (English Language Proficiency Levels) to support language development and differentiated instruction for English Language
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Professional Educator Standards Board Paraeducator Work Group Report Learners in content areas. Paraeducators will understand and be able to apply effective ELL strategies to address the diverse needs of ELL students in the sheltered ELL and general education classroom. Learning Components and Objectives: 1. Appropriate Strategies for the ELP Levels – this component will address the following: a. Introduction to visual literacy and use of nonverbal communication b. One-on-one instructional strategies c. Interacting with students with diverse language needs d. Total Physical Response 2. How to engage ELL students in meaningful conversations to promote English language development. 3. How to assist with the differentiating of ELL strategies that correspond to ELP levels.
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APPENDIX VIII Paraeducator Standards and Course of Study during Practicum Training Modules and Links to Specific Standards Prepared by Paraeducator Subcommittee 2
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Training Modules & Links to Specific Standards Prepared by Paraeducator Subcommittee 2 Standard 1 Module 1



Support instructional opportunities Methods of Instruction/Assessment/Data (Part I)



Competencies 1.1.B Have knowledge and awareness of strategies, techniques, and delivery methods of instruction 1.2.A Assist in delivering, reviewing, reinforcing, and adapting instructional strategies according to the needs of the learners as directed by certificated staff 1.2.D Assist in organizing curricula and materials to support instruction as directed by certificated staff 1.2.E Ability to implement instructional strategies and facilitate effective integration of individuals with diverse learning styles into various settings and student groupings as directed by certificated staff Learning Objectives 1. Introduction to assisting in methods of instruction 2. Develop an understanding of diverse learning styles 3. Cite ways to incorporate students’ cultural assets into instructional method 4. Develop knowledge of Common Core State Standards 2 – 3 hours Module 2



Methods of Instruction/Assessment/Data (Part 2)



Competencies 1.1.B Have knowledge and awareness of strategies, techniques, and delivery methods of instruction 1.2.B Assist in recording and maintaining data as directed by certificated staff 1.2.D Assist in organizing curricula and materials to support instruction as directed by certificated staff 1.2.F Assist in using assessments, monitoring learner progress, and providing information to the certificated staff Learning Objectives 1. Introduction to assisting in methods of instruction 2. Develop knowledge of the variation in and how to assist in recording and maintaining data 3. Develop knowledge of various assessment tools (e.g., DIBELS, Smarter Balance, etc.) 4. Cite ways to use assessment data when assisting instruction 3 hours
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Technology



Competencies 1.2.C Ability to use technology to support learning and instruction Learning Objectives 1. Awareness of the technology available for use in schools and classrooms, including how the technology is currently used to enhance learning and personal productivity. 2. Awareness of how incorporating productivity software, curriculum specific software, and internet resources can enhance instruction 3. Ability to perform basic functions in windows/mac platforms (e.g., creating, saving, printing documents) 4. Ability to use software programs to send/check email, organize schedule on a calendar, complete internet searches to assist students during projects/assignments 5. Awareness of the benefits and use of specialized technology tools in classrooms. 2 – 3 hours Standard 2 Module 4



Demonstrate professionalism and ethical practices Professionalism and Ethical Practices



Competencies 2.1.A Have knowledge of and adhere to the distinctions in the roles and responsibilities of teachers, paraeducators, administrators, families, and other team members 2.1.B Have knowledge and a strong commitment to protect civil and human rights especially those pertaining to children, youth, and their families 2.1.C Understand the importance and purpose of confidentiality of student information 2.2.A Demonstrate professional standards of conduct consistent with all applicable laws, regulations, policies, and procedures 2.2.B Pursue and participate in staff professional development and learning opportunities 2.2.C Ability to understand and follow the appropriate procedures established by the district/agency to implement policy and personnel practices Learning Objectives 1. Ability to demonstrate a commitment to assisting students in reaching their highest potential, including the modeling of positive behavior. 2. Ability to carry out responsibilities in a manner that demonstrates knowledge of, and a positive respect for, the distinctions between the roles and responsibilities of paraprofessionals, professionals, and other support personnel. 3. Perform duties within the context of written standards and policies of the school, state, or agency where they are employed. 4. Perform duties in a manner that demonstrates the ability to separate personal issues from one's employment responsibilities.
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Professional Educator Standards Board Paraeducator Work Group Report 5. Ability to show respect for the diversity of students. 6. Ability to demonstrate proficiency in academic skills (including oral and written communication) while knowing how to self-evaluate one's own knowledge of the content being taught. 7. Ability to show a willingness to participate in on-going staff development, self-evaluation, and apply constructive feedback. 8. Ability to understand district, state and federal laws and regulations pertaining to students and adults within the public school setting. 9. Describe strategies for practicing and maintaining appropriate confidentiality. 3 hours Standard 3 Module 5



Support a positive and safe learning environment Positive Behavioral Supports



Competencies 3.1.D Awareness of positive behavioral support systems designed to create an inclusive and safe learning environment 3.2.A Ability to follow positive behavioral support systems as developed by certificated staff 3.2.B Ability to foster and support a safe, positive, and culturally inclusive environment Learning Objectives 1. Introduction of laws, rules, regulations and procedural safeguards regarding students behaviors. 2. Implementation of different behavior management techniques in school settings. 3. Understanding primary factors that influence student behaviors. 4. Model strategies which create and reinforce positive behaviors. 5. Understanding the effects that exceptional conditions have on student behaviors. 2 – 3 hours Module 6



Cultural Inclusion and Responsiveness



Competencies 1.1.C Awareness of the value of students’ diversity and unique strengths 3.1.B Understand the value and outcomes for creating a safe, productive, and culturally inclusive learning environment 3.1.C Understand economic, cultural, and linguistic diversity and commit to building a learning environment that supports the unique strengths of all students 3.2.B Ability to foster and support a safe, positive, and culturally inclusive environment Learning Objectives 1. Reflect on personal biases and attitudes toward diversity. 2. Describe ways to respond to racism, discrimination and stereotypes in the classroom. 3. Introduction to cultural responsiveness and anti-biased instruction.
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Professional Educator Standards Board Paraeducator Work Group Report 4. Understanding how to evaluate the classroom environment and materials to meet the goals of a multicultural approach. 5. Develop an awareness of how a student’s family, language, cultural assets and economic background impact behavior and learn. 6. Cite ways to support cultural inclusion and responsiveness when assisting in instruction. 4 hours Module 7



Child & Adolescent Development



Competencies 3.1.A Awareness of child and adolescent development and milestones Learning Objectives 1. Investigate and analyze major developmental milestones, birth through adolescence, in the areas of physical, psychologist, cognitive, and language development. 2. Incorporate knowledge of the importance of brain development on learning. 3. Determine factors that impact healthy development. 4. Analyze the importance of following safe and healthy guidelines when working with children. 2 – 3 hours Module 8



Health & Safety



Competencies 3.2.C Ability follow prescribed health, safety, and emergency school and district policies and procedures Learning Objectives 1. Develop knowledge of general health, safety and emergency procedures. 2. Develop knowledge of most common medical issues, faced in school environment. 3. Cite ways to adhere to various district safety protocols. 2 – 3 hours Standard 4 Module 9



Communicate effectively and participate in the team process Team Communication



Competencies 4.1.A Understand effective communication styles that contribute to effective teamwork 4.2.A Provide relevant feedback regarding learner performance and instructional strategies to certificated staff 4.2.B Foster mutually beneficial relationships with schools, families, and communities 4.2.C Ability to communicate and participate as a team member
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Identify ways to support the general education teacher in the inclusive classroom. Discover strategies for communicating effectively with the general education teacher. Organize information effectively to carry out assigned duties. Understand the role of the paraeducator in communicating with parents Learn how to use feedback for professional improvement. Learn factors of and strategies for building and sustaining meaningful and mutually beneficial relationships between schools, families and communities 3 hours



Module 10



Personal Communication



Competencies 4.1.B Understand the role as a member of an instructional team and how to support team decisions 4.2.D Use effective communication and problem solving skills with students and staff (written, verbal, and nonverbal) 4.2.E Willingness to accept and utilize feedback regarding personal performance Learning Objectives 1. Learn effective communication skills for working as a team member. 2. Discover the importance of developing a good working relationship and good communication with other adults in the classroom. 3. Develop verbal, written and nonverbal communication skills. 4. Become familiar with strategies for gaining and communicating useful feedback regarding students and programs. 3 hours
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APPENDIX IX Paraeducator Salaries in Washington State Data is pulled from the 2013–2014 School Year – *S275 Salary Information – Duty Code 910 (See Appendix VII) ● S-275 Report – OSPI ● The S-275 reporting process is an electronic personnel reporting system, which provides a record of certificated and classified employees of the school districts and educational service districts of the state of Washington. ● Data collected by the S-275 reporting process are either mandated by state law, necessary for calculating state funding or are needed for responding to requests by the federal government, the legislature or other organizations
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APPENDIX X
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APPENDIX XI Documentation of Research References for Paraeducator Standards Prepared by Paraeducator Subcommittees 1 & 2



___________________________________________________________________________ STANDARD 1 – Support Instructional Opportunities Practice-Based References: Courson, F. H., & Heward, W. L. (1988). Increasing active student response through the effective use of paraprofessionals. The Pointer, 33(1), 27-31. French, N. K. (Ed.). (2005). Instructional strategies academy: CO-TOP instructor’s manual. Denver, CO: Paraeducator Training Resources. French, N. K. (Ed.). (2005). Instructional Technology Academy: CO-TOP instructor’s manual. Denver, CO: Paraeducator Training Resources. Ganz, J. B. (2007). Using visual script interventions to address communication skills. TEACHING Exceptional Children, 40(2), 54-58. Iowa State Rule 282-24.1(272). (n.d.). Paraeducator certificates. Retrieved from http://www.iowa.gov/boee/para.html Minnesota Paraprofessional Consortium. (2002). Minnesota core competencies for paraprofessionals. Retrieved from http://ici1.umn.edu/para/New/pdf/coreinstructionalcomps.pdf O’Rorke, B., Houston-Powell, P., & Burdick, J. (2002). Implementing the Idaho Paraprofessional Standards. Boise, ID: Idaho State Department of Education. Research-Based References: Banks, J. A., & Banks, C. (Eds.). (1995). Handbook of research on multicultural education. New York, NY: Macmillan Bender, W. (2006). Differentiating instruction for students with learning disabilities. Arlington, VA: Council for Exceptional Children. Macswan, J., & Rolstad, K. (2006). How language proficiency tests mislead us about ability: Implications for English language learner placement in special education. Teachers College Record, 108(11), 2304-2328. Marzano, R. J., Pickering, D. J., & Pollock, J. E. (2001). Classroom instruction that works: Research-based strategies for increasing student achievement. Alexandria, VA: Association 171|Page



Professional Educator Standards Board Paraeducator Work Group Report for Supervision and Curriculum Development. Sileo, N. M., Sileo, T. W., & Pierce, T. B. (2008). Ethical issues in general and special education teacher preparation: An interface with rural education. Rural Special Education Quarterly, 27(1/2), 43-54. Wilkinson, C. Y., Ortiz, A. A., Robertson, P. M., & Kushner, M. I. (2006). English language learners with reading-related LD: Linking data from multiple sources to make eligibility decisions. Journal of Learning Disabilities, 39(2), 129-141. Literature/Theory-Based References: Bond, E. G., Bajus, J., Bornell, D., Dworet, D., Frizzell, R., LaPierre, J., . . . Smith, S. (1996). Position paper on professional standards and competencies for educational assistants. City, State/Province: Council for Exceptional Children, Ontario Provincial Federation. Cohen, E. G. (1982). Expectation states and interracial interaction in school settings. Annual Review of Sociology, 8, 209-235. Diaz-Rico, L. T. (2001). Multicultural education for the 21st century. Boca Raton, FL: Addison-Wesley. Emmer, E., & Stough, L. (2001). Classroom Management: A critical part of educational psychology, with implications for teacher education. Educational Psychologist, 36, 103-112. Emmer, E. T., & Gerwels, M. C. (2005, April). Establishing classroom management for cooperative learning: three cases. Paper presented at the Annual Meeting of the American Educational Research Association, Montreal, Canada. Evertson, C., & Harris, A. (1999). Support for managing learning-centered classrooms: The Classroom Organization and Management Program. In H. J. Freiberg (Ed.), Beyond behaviorism: Changing the classroom management paradigm (pp. 59-74). Boston, MA: Allyn & Bacon. Kozleski, E. B., Sands, D. S., French, N. K., Moore, E. D., & Roggow, R. (1995). A systematic approach to supporting inclusive learning communities. Denver, CO: TRL Associates. Miramontes, O. B., Nadeau, A., & Commins, N. L. (1997). Restructuring schools for linguistic diversity. New York, NY: Teacher’s College Press. Sailor, W., Dunlap, G., & Sugai, G. (2008). Handbook of positive behavior support. New York, NY: Springer Science and Business Media.
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