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PREFACE

The current edition of this manual has undergone substantial revision since the first
printing in 1988. These revisions clarify procedures and provide expanded areas of
investigation while remaining as user friendly as possible. The following ere important
features of this manual:

1 ) The new hires model described here can be applied across all areas of education. This
enables state dedsion makers to evaluate the needs in special education against the
teaching fields in general education. This approach provides a comprehensive information
base on the supply/demand for all teachers in a given state.

2 ) The model has been applied in the analysis of teacher personnel needs in several states.
This application has provided the basis for the validation of the design, the refinement of
the methodology, and the availability of sample studies for review.

3 ) Actual data from a variety of states has been used to illustrate various applications of thenew hires model.
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CSPD TECHNICAL MANUAL

CHAPTER 1

OVERVIEW

introduction
The Comprehensive System of Personnel Development (CSPD) Technical Manual has been

prepared in response to the concern of the Office of Special Education and Rehabilitation
Services for obtaining more accurate and comprehensive data on personnel needs in special
education. This manual addresses this concern, as well as presents procedures for the collection
of data in areas necessary to project personnel needs.

The supply/demand for teachers is closely related to factors that influence the quality of
the educational system. When teacher shortages occur and unqualified teachers are hired,
studerits' education suffers. An oversupply of teachers will discourage the compeient, potential
educators from entering the field when they havelittle probability of employment.
Additionally, the unequal availability of teachers across different geographical areas can lower
the quality of education for students in these locations. The problem of "goodness of fit" between
some fields of education, which face an oversupply of teachers and other instructional areas that
are In critical need of personnel (bilingual and special education), impacts on select groups of
students. This problem of imbalance can be corrected with accurate information for prospective
teachers indicating areas where actual shortages exist (Murnane & Singer, 1988). Thus, to
improve the quality of the educational system, it becomes imperative that there is an accurate
assessment of the personnel needs.

The new hires model for assessing/projecting personnel needs in education is a cost-
efficient and accurate methodology, which utilizes the State Education Agency's (SEA's)
personnel data base to identify all the newly hired teachers in a given year (Lauritzen, 1989).
This approach categorizes newly hired teachers as follows: teachers trained out-of-state,
experienced teachers returning or transferring, teachers newly trained in state, arid teachers
on newly issued emergency licenses. It provides a profile of the sources of all newly hired
teachers. Additional data is obtained on the number of teachers being prepared in the state and
the child count from the SEA. This profile of the sources of newly hired teachers provides the
information necessary to understand possible approaches to aodress those areas in which there
is a shortage of teachers. The proportion of teachers trained in state who secure positions as
new hires provides an index of employability in each of the certification categories. The many
variables impacting on the number of newly hired teachers (e.g., attrition, retirement factors,
purii/teacher ratios, economic impact on educational funding and certification standards) all
are reflected in this market generated outcome. Thus, separate measures of these variables are
not necessary to complete the analysis unless this information is desired to understand their
impact on the need for nevi teachers.

The new hires model can also be IppHed to the projection of future teacher needs. The
impact of enrollment fluctuations, retirement rate changes, attrition variance, etc. can be
related to the yearly changes in the number of newly hired teachers. This longitudinal data can
be aproled to the projection of future needs based on regression procedures cr. by simple
proportional increases as related to the fluctuaflons in the selected variables. Information on
the variables effecting teacher supply are necessary only if anticipated changes are projected.

Other methods have been used to assess educational personnel supply/demand. Currently
utilized research procedures include: survey analyses, medels using systems of equations,
follow-up studies of recent program graduates, longitudinal studies of individuals trained as
teachers, and analyses of job applications. Studies that rely on a wide variety of data sources
including currently employed teachers, applications of teachers seeking employment, state
education agency (SEA) administrative/personnel records, placement office studiss, and
national longitudinal data will be described. It is important to recognize that each of these
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approaches can provide information which will contribute to the knowledge base concerning thesupply/demand for teachers. Those researchers that combine the strength of several
procedures in their overall analysis will, in all probability, have a more accurate approach to
assessing personnel needs.

Such is the case with the new hires model described here. For example, analysis of job
applications (See Table 8) can be used in conjunction with the basic new hires model in order to
better understand the active pool of job-seekers in teaching. Lauritzen (1990) has identified
this analysis as the "most accurate method to assess the available pool. Thus, by combining the
advantages of this procedure to the new hires model, accuracy is enhanced. Ultimately, the
application of such a model might assist the educational decision-making process.

The model pre-Inted in this manual can be the vehicle for the collection of data in the areasof teacher supply/demand, identification of inservice needs and delivery of training, exemplary
teaching procedures, and other promising 'practices that would lead to quality education. The
information gained from this CSPD reporting format model will assist the SEA in programming
decisions, provide the SEA and Institutions of Higher Education (1HEs) data on teacher
supply/demand, and provide the Local Education Agencies (LEAs) with procedures for inserviceneeds assessment.

Six basic objectives have been identified in the development of the model presented in thismanual. A brief description of each objective follows:

1. The first objective was to identify the most relevant procedures for projecting
long and short range personnel needs in education. Thus, the model must be
broad enough to encompass all areas that have an impact on the supply of
teachers and their continued professional Improvement.

2. The second objective was to develop procedures that will provide consistent data
across the states, yet which are flexible enough to adapt to the various program
delivery systems among the states. Thus, the model provides a profile of local,
state, and, in the near future, regional demands for teachers using identicalmethods of data collection. Through the cooperation of the participating states,
common definitions of terms are being developed and incorporated in 'this model.This is a critical objective since it will afford the federal decision makers data
cn national needs which will provide justification for legislative requests in
support of programs for all students.

3. The third objective was to utilize pocedures that will produce the needed
information in the most cost-efficient way possible. This training manual
relies heavily on computer-generated data which minimizes the personnel
hours needed to compile survey studies or to conduct other time-consumingactivities. This manual presents prszcedures that cover those areas of
information that must be a part of a state's data base. Computer programs forgleaning the answers to the questions about supply/demand through an efficientand accurate system have been demonstraied. Once a state has designed the
necessary data base, the information can beupdated on a yearly basis at low cost.In addition, a wide variety of analysis is possible, which provides supplemental
information that can be used in state policy planning (teacher attrition,
projected retirement, etc.). This model also provides for the rotation of
selected components on a two or three year basis in areas where data has provedto be relatively stable ovAr time.
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4. The fourth objective was to keep the procedures as simple as possiLle while still
obtaining the neceesary information. This manual will meet this objective by
relating several data points without complex statistical or analytical
procedures. States will be given some choice of procedures that can be followed,
in order to meet the data objectives.

5. The fifth objective was to identify basic areas of data collection that are
necessary for a system that accurately assesses the personnel needs in '
education. Chapter i( presents a rationale for these areas of data collection and
their use to project prsonnel needs. Chapter III details application of the
personnel as,sessment procedures. A brief description of the four areas followa:

1Z 6* '11.t 1 S 11 el

1) the number of teachers trained out-of-state

2) the number of experienced teachers returning or transferring

3) the number of newly trained/certified teachers prepared in the state

4) the number of teachers newly employed in education who are not fully
certified in their teaching category (first year emergency licenses)

5 ) The number of new teacher certificatbns in each field from the
teacher preparation programs in the state

6. The+sixth objective of this manual was-to present a format for rep ling CSPD
data in the State Program PlEin. P.L 94.142 ,(The Education+ for All
Handicared Children Act) regulations were reviewed to identify the mandated
area of data reporting. New areas of infonnatkm which are necessary for a
comprehensive data system are recommended to supplement previously
mandated information. The final recommended CSPD reporting format should
provide the data required for accurate assessment of personnel needs in special
education. The final step in developing the reporting format was to assign points
on the basis of the contribution of the information to the total CSPD plan base.
The assigned point system provided an objective procedure to evaluate the
quality of the of the CSPD section of the State Program Plan.

The implementation of this model will provide a broad base of information and will answer
many questions about the personnel needs in the field of education. The procedures that provide
the majority of the data required to project preservice needs can, in most cases, be generated
from the SEA's computer data base. Thus, those states with a system that incorporates selected
information about teachers and their certification can produce the data with appropriate
computer programming. A description of the information required in the data base is included
in Chapter 3.

Once the basic procedures are in place, it becomes easy to expand the areas of data
collection to investigate many variables that impact on personnel needs (e.g., attrition,
geographical variables, retirement, etc.). The information is very comprehensive and provides
an accurate profile of preservice training needs. Following is a partial list of important
outcomes:

9
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1. Identifies educational areas which need additional teachers, as well as those
which display a surplus

2. Identifies clearly the ages at which teacher attrition is most likely to occur and
the rate of attrition in different, teaching fields

3. Identifies employment opportunities of newly trained teachers for the state

4. Provides annual information on the pool of newly prepared teachers available
for positions

5. Investigates the efficacy of employing teachers who are not fully certified, in
terms of how long thejf remain in keducation or whether they complete their
certification requirements

6. Examines the differences between rural and urban educational services

7. Provides information on the need for and availability of teachers with 'minority
backgrounds

8. Provides a profile of the sources of all newly Wed teachers in the state

9. Provides information on the age, gender, and educational level of all newly hired
teachers

10. Provides information for assessing the reserve pool of teachers which is
available to fill existing vacancies

Thus, the model satisfies these goals:

1. It enhances collaborative personnel planning within the state among college and
university personnel, regional and local education personnel, and the SEA so that
a system can be developed for nontinuous input.

2. It guides the development of a coordinated data base for state administrative
decisions regarding educational programming within various government
agencies responsible for tiie education of all students.

3. It provides an objective, comprehensive view of education programs within the
state to produce accnuntability tor data and statistics.

4. It provides a basis for advising and assigning students to majors relevant to the
supply/demand of teachers.

5. It supplies accurate data about new trends in certification U. professionals
working in the field-of education so that teachers can rovide the best possible
programs for their students, as well as develop a professional identity and senseof security for themselves.
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CHAPTER II
RATIONALE FOR MODEL ASSESSMENT PROCEDURES

Jntroduction
In this chapter, the methodology for assessing teacher personnel needs in education using

the new hires model is presented. This approach is based on a careful analysis of new hires (all
the teachess newly hired by a state for a given year). This approach is data-efficient in that
only four categories of information are needed from r.ie SEA date file in addition to a count of the
number of new teacher certifications completed.

The four general .areas that represent the possible sources for newly hired teachers are
shown in Figure 1.

FIGURE 1

SOURCES OF NEW HIRES

1 2 3 4

Teachers Experienced Teachers Teachers
Trained in Teachers Newly Trained On Newly

A) Neighboring States A) Returning In-State Issued
Emergency

B) Other States B) Transfering Licenses*

*There are many terms used to identify teachers who are certified in a field differel from the
one in which they are teaching (the term *emergency licenses" will be used here).

The proportion of teachers in each of these categories will vary considerably from one
state to another. As an example, only about 10% of some states' newly hired teachers receive
their preservice training in out-of-state programs while in other states this percentage may
exceed 50%.

The answer to the teacher shortage in any one state is to increase the availability of new
hires from one or more of the first three sources listed in Figure 1. The last source
(emergency licenses) is also a potential pool of new hires, but cannot be considered a solution to
a teacher shortage since these teachers are not fully prepared for their field.

Advantaces of the New Hires_Model to Assess Personnel Nagai
The procedures used to assess personnel needs discussed in this manual are designed to be

accurate and data efficient. This accuracy occurs since the.total pool of newly hired :eachers is
used in the analysis rather than a sample subset. This market-generated pool of newly hired
teachers reflects the impact of retirement, pupil/teacher ratios, certification hurdles, pupil
population fluctuations, and attrition. Separate calculations on each of these variables is not
necessary since they all impact on the number of newly hired tearters, thus avoiding the
compounding of errors-of measurement that occur with systems that tablulate independent
variables. The data file developed for this analysis is cost effectki since only about 8% of the
total SEA personnel/certification data base is utilized.

The procedures are fleXible to the various program delivery systems which are unique to
the states. Factors such as geographical isolation, pupil/teacher ratios, and differences in pupil
classifications are accommodated. By using each state's identified teacher needs, the state's
right to determine its own educational policies, rules, and procedures is avoided.

11
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Thalgaziarblizasonesa
The states that follow the model in Figure 2 can Increase their supply of new teachers by

cdcgessing the first three sources of new hires. The manipuleen of the variables tnat affect
tete sources provides a state the opportinity to reduce or eliminate a potential teacher
shortage.

FIGURE 2

THE PROJECTION OF PERSONNEL NEEDS

Total f New Hires
of New From
Hires Out-of-State

Eiperienced Teachers Number of
Teachers Newly Additional
Returning or + Trained Teachers
Transferring In-State J Needed

The total number of newly hiied teachers calculated on a yea , basis appears to be the
best measure of personnel needs. When program growth or decline cccurs on a coosistent ba.sis,
projectien for future years can be corrected by using the proportion of teachers needed to offset
the change (e.g., the number of teachers needed based on the current pupil/teacher ratios). The
pupil enrollments has been relatively stable in most states for the past several years. Based on
this stability, hhe number of newly hired teachers from the previous years can be used to
project the needed personnel in these states.

IllirabaughddilianaLleacilimNeasted
Unfilled personnel needs occur when all the sources of qualified newly hired teachers

cannot collectively provide enough teachers to fill existing vacancies. Many states list unfilled
vacancies and use this as one indication of a need for additional teachers. The current model does
not consider this category as an accurate measure since the districts do have other options
available. These options include: hiring out-of-field teachers, Increasing recruitment efforts.
hiring long-term substitutes, making the position more attractive (e.g., raise salary), or
reassigning pupils, thus increasing the pupil/teacher ratio. These solutions may not be
educationally sound, yet they do reflect market-generated alternatives. Since the extent of a
district's recruitment or the political reasons a position may not be filled (e.g., reduced budget,keeping a position open for a returning teacher) are unknown, this category of unfilled
vacancies may not accurately represent need.

Most states have a policy which permits the hiring of teachers not certified ir te needed
teaching -field, after making a reasonable search for a qualified teacher. These cut-of-field
trained teachers are usUally given an emergency license which ponnits them to teach for alimited period (tyPloally one year) with continuation of the license contingent upon obtaining aprescribed amount of yeany training in that field. Some states are even licensing indivkivals
who have not repeived any prepara9on in the field of education. Federal Law P.L. 94-142
mandates that each child with a qualifying handicapping condition be placed in an appropriate
educational program within 30 days of the placement decision. Thus, when districts cannot findqualified teachers for eligible handicapped children, who cannot be appropriately placed in
genkiral education, they are still mandated to fill these posithms.

Thus, in Figure 2, the'number of additional teachers needed would Eoproximate thenumber of teachers mi.* employed on emergency licenses for that year. This suggests that onemeasure of the additional qualified teachers needed by a given state is the number of new
emergency licenses issued for that year. 12
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Teachers Trained Out-of-State
The teachers who are trained in other states can be a considerable source of qualified

newly hired teachers. Ws proportion varies considerably. Many different factors seem to
account for this variability. These include reciprocity in certification, minimal certification
standards, attractive climate, progressive educational system, salary, and family unity.

A partial explanation of this mobility can be based on the research available. Experienced
teachers (usually older and married) generally move because the primary wage earner
relocates to another state. The most mobile are inexpeenced, recent graduates who are nct
likely tied to family commitments. Salary and climate can be factors in attracting teachers.
States with large urban programs or isolated geographical locations may hew:, difficulty keep:ag
teachers in these areas.

There are several reasons that may make recruitment of out-of-state teachers a less
than fully acceptable approach to addressing a teacher shortage problem. The teachers with the
most mobility to locate in new states are the current years newly trained teachers. Yet this ags
grouping (typically under 30) has the highest attrition rate of all teachers. Also, with most of
the states needing qualified teachers in select fields, the recruitment from other states only
increases the problem in another geographical area. Lastly, the different service delivery
systems and certification standards may make it difficult to attract out-of-state prepared
teachers. Some states are currently very dependent on teachers trained in other states to fill
existing vacancies. Teachers prepared in other states will likely continue to remain a necessary
and viable source of qualified new special education personnel for these states.

Experienced Teachers Returning or Transfenring
Returning or transferring experienced teachers can be a large source of newly hired

teachers for some states. This category of new teachers needs to be defined to include qualified
teachers who return after an absence from teaching and those who move from one teaching field
to another (e.g., from general education to special education). Teachers who move from one
district to another would be considered transfers.

The research in this area suggests the main reason these, teachers :eturs X. the field is
economic in nature (Sieradm, 1990). Other factors were the enrollment of 1:ieir 1,oung
children into school and a desire to return to a challenging prcfuSion. Transfening teachers
usually relocate because the primary wage earner has made a professional mcve. Data suggests
that this older pool of teachers is very restricted geographically.

The reserve pool of teachers contributing to the returning teachers source is composed of
an active reserve pool (teachers actively seeking employment in education) and an inactive
reserve pool (qualified teachers who are not searching for educational positions). This inactive
pool has less probability of returning to the field for numero:is reasons (e.g., employment in
other professions, family responsibilities, choice not to teach, and/or discontinuation of job
search).

Teachers Newly Trained In-State
Newly prepared teachers provide a necessary source. The importance of this source is

that it will contribute, in time, to the reserve pool, as well as provide immediate new hires.
This is probably the best source of new teachers which cer be effectively increased, resulting in
the reduction of the need to hire unqualified teachers.

The difficulty of using the number of newly prepared teachers alone to project the
supply of personnel available to fill open positions is that a large proportion of these new
trainees do not actually, secure employment in the state that prepared them. Some leave the
state to teach, while others rear children or work outside the field of education. When
projecting the availability of newly prepared personnel, this initial attrition must be corrected
by using only the proportion of newly prepared teachers who secure teaching positions in their
state. The proportion of newly trained teachers available is obtained by dividing the total

13
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number of certifications earned by teachers who secure employment in the state programs by
the. total number of teachers. trained in that-certification category (see Figure. 3).

The piobability of-emPloyment Increases fer those who earn multiple certifications,
since theycan teach:In More-than one field. Thus, the employment proportion for a given field
is increased by those'who are also teaching in some alternative area. The procedure described le
Figure 3 ineffect converts the-certifications earned to a head count projection of teachers who
are eniPloyed. --The accuracy-of the.:,)rojection is based-on the_stability of the pupil population,
consistent leve4 6f teacherpreparation, and other related variables. Many of the newly hired
teachers who were prepared several years prior to securing their first teaching employment
are included in these projections, making the data a lifedme employment projection in a state's
public-schools.

FIGURE 3

PROPORTION OF NEWLY TRAINED TEACHERS

SINGLE CERTIFICATION

Number of Inexperienced New Hires Trained
In-State by Designated .;ertification
Number of Teachers Trained in the State
Previous Year by Designated Certification
Category

MULTIPLE CERTIFICATION

Number of Inexperienced Newly Hired in
Designated Categories and Alternate
Certifications Trained In-State by
Certification 011egerigs
Number of Teachers Trained in tt,r 'ate
Previous Year by Designated Ceru. ation
Category

.1711

Proportion of Newly
Trained Teachers Who
Secure Positions in
Designated Category
In-State

Proportion of Newly
Trained Teachers Who
Secure Teething
Positions In-State

aolating..thfilhabiusf Teacluus.
The number of teachers needed in the future is directly related to projected enrollments,attrition of teachers, and any program changes that might impact on the education of children

(pupil/teacher ratios, expanded kindergarten, etc.). Knowledge about the anticipated variance
in the above factors is necessary for an accurate projection of teacher need. Figure 4 shows the
procedures that can be followed using projected enrollment changes and attrition in determining
future teacher needs.

FIGURE 4

PROJECTING FUTURE TEACHER NEEDS

(Projected y Current Pupil/ NeecbdTotal of Currently v Attrition
Employed Teachers 1% Projection Enrollment e% Teacher Ratio Teachers
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States that do not have available attrition data can still project teacher need by using the
modified procedure shown in Figure 5. KnoWledgc c-....hout any factors which might change in the
future can easily be included by modifying these procedures.

FIGURE 5

PROJECTING FUTURE TEACHER NEEDS BASED ON NEW HIRES MODEL

New Hires
Current Year Enrollment

Projected
ANi Current Pupil/ Needed

Teacher Ratio Teachers
Chancs_

ItieBnificlitliugAskillanallkestestisaitheLlan=

States that elect to address the teacher shortage by supporting procedures that will
increase the number of teachers-being prepared can follow &procedure that will give a rough
projection of additional teachers needed. This can be done by relating the proportion ef newly
prepared teachers Who secure teaching positions to the needed additional teachers as determined
by_the number of newly issued emergency licenses in that certification category. By simply
dividlr 3 the number of new emergency licenses issued by the proportion of newly prepred
teac'..zs Who secure teaching postions in the state, the number of additional teachers trained
above current levels will be obtained. The procedure is shown in Figure 6. This approach will
not projedi the number of additional teac: is needed unless there is a shortage of teachers
indicated by issuance of new emergency licenses.

MIL.M111=li,
FIGURE 6

PROJECTION OF ADDITION& NEEDED TEACHER TRAINEES

Number of New Hires on ...'rnergency License
Proportion of Newiy Trained Teachers Who
Secure Teaching Positions in the State

Additional Needed
Teacher Education
Graduates

. There are several serious limitations in projecting teacher needs by only relating the
number of teachers being prepared to_the number of newly issued emergency licenses. The
isolation of some rural areas-may make it very difficult to attract teachers when there are
limited professional employment opportunities for their spouses. The fields of special education
with low incidence handicapping conditions (visually impaired, hearing impaired, severely
handicapped) are very restricted by this geographical barrier. Also, not ail emergency licenses
may reflect full time teacher needs, but rather a temporary or isolated teacher problem.

EislikaailifIL_VadablasIndustaliailialtaist
The most frequently identified concern contributing to the shortage of teachers is the

high attrition rate. Recent rdsearch in this area shows this to be a declining factor in the
shortage of teachers. Generally, states that have accurate loncitudinal data in this area show a
steady decrease in the attrition rate. The high attrition rate ire special education can, in part, be
attributed to the younger age of the teachers in this field. This fact will contribute to a
continuing future decline of teacher attrition in special education.

15
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Research done by Metzke (1988) indicates many factors relevant to teacher attrition
(administrative support, raising a family, quality of preparation, currieelar indepondence,
etc.) This, in part, reflects the support society provides to public education. Consioaring this
data, the total educational environment would need to be altered ro ferther reduoe attrition. The
manipulation of this environment would require a change ie eocietal valuec.

Another approach that is frequently considered in reucing the shortage of teachers is to
increase the supply of experienced teachers returning :o the field. It is well recognized that
education is a female-dominatcd profession and many teachers teed to leave the field while
mring for young children, and return as their family matures (Sieracke, 1990). This pool of
experienced teachers makes up a considerable proportion of newly hired teachers in many
states. There are several characteristics of this source of newly hired teachers. First, they are
restricted geograpically since the returning teacher is generally not the primary family wage
earner. Second, certification changes can inhibit theh re-employment. Teird, increases in
this pool of experienced teachers is dependent on the continued preparation of new teachers.
These factors sugGest that in fields with a shortage of personnel the mos: viable solution is the
preparation of additional personnel.

Several standards, including teacher cer 'fication and raising pupil/teacher ratios,
relate to the shortage of teachers. To reduce the,effect of these variables would only reduce the
qualhy of educean. The reduction of these standards was, therefore, not recommendecL

IreatataLtbaltudireliktoiel,
The strength of the new hires ansiysis for Projecting personnel needs is that it provides

the opportunity to approach the solUtion of tee teacher shortage with procedures that fit a given
state's potential for attracting teachers. Thin is very critical to states that secure the majo ity
of their teachers from other states. This precedure also provides a comprehensive picture cl
the sources of potential new hires. An addaional strength of this approach is that it requires
limited data to accurately project its teacher needs.

?he value of the procedures presented in this chapter is that they provide a degree of
objectivity in measuring personnel needs, a format to increase the understanding of the sources
of personnel, and a comparison between different program areas in the field of education.

Addressinaiha2rgblera
The reasons for some shortages of teachers in education need to be considered in order to

find a realisfic solution to the problem. The large yearly decline in the number of special
educators being prepared over the past several years, the equally large decline in the number cf
minority teachers being trained, and the pOpulation redistributions in some states all
contribute to this shortage. Also the high attrition rate in some fields is a major contributing
factor. Considering all these variables, the single most realistic long-term solution to a teacher
shortage is to increase the number of new teachers being prepared in fields with shortagesx and
to train teachers willing to serve in geographical areas that are in need. This would make
available not only newly trained teachers for the state, but, in time, expand the source of new
leathers for the reserve teacher pool.

A commonly perceived approach to reduce the shortage of teachers is to reduce attrition
rates. The high attrition rate of young, female teachers will, in all probability, remain highdue to family commitments. This will be a more complex problem since the quality of the
teaching environment will need to be improved to have a signifhant impact on the currentattrition rates.

The recruitment of personnel from out-of-state may only increase the shortage of
faculty in those states that have difficulty retaining them. An additional limitation is that thesolution to the teacher shortage for some states cannot be resolved by simply increasing the
nember of teachers being prepared.

Special education areas with low incidence handicapping conditions (visually impaired,
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hearing impaired, and severely haneeepped) face unique problems in securing qualified
teathers. Similar problems exist for specialty subject teachers and those fields with low pupil
enrollment (pNleics, foreign languages, etc.). The geographical isolation of the majority of
these programs limits the availability of teachers who are sestricted by family commitments.
Small dietricts caa e reluctant to hire a qualified teacher who will serve only a few students.
The problem cannot simply be resolved,ley preparing more teachers for these fields unless these
newtrainees will-locate in the speciffadistrict with a need. The answers to resolving the

teacher shortage in low incidence areas and specialty subject Field: era far more complex than

in other educationeareas.

Conclusioq
The information presented in this manual delineates procedures to determine personnel

needs by certification area and identifies the potential eources of teachers that could resolve
tear:44er shortages in specified educational areas. Continued research is needed on how to attract
teachers back to the profession; and ways to increese the illiftlber of personnel trained in

shortage areas. Considering the decreasing numbers of .newly trained teachers in select fields
and the high attrition rate in special education and urban areas, it seems logical that efforts

must be made to improve the teaching environment while also increasing the recruitment of new
trainees. At present, the new hises model appears to be the niost viable one to measure the
critical shortage of teachers in select Aids and geographical areas.
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CHAPTER III
APPUCATION OF THE PERSONNEL

ASSESSMENT PROCEDURES

This chapter contains a description of data collection procedures and examples of howrasults can be presented. The procedures described in this assessment process are, to a large
extant, dependent on using data that can be analyzed by computer. The examples used in this
manual are taken from data provided by the cooperating states in the federal,CSPD project. Thediffesent formats and deliVety systems of the state causes partial loss of the information's
continuity. This loss is compensated for by a larger proportion of the examples from the stateof Wisconsin where all phases of the model were implemented.

Ezatatsalliesly.11Ireslacialuza
This data can easily be obtained by establishing a computer-generated file of all the newlyhired teachers for the current school year. The use of a state's certification and employmentrecords can provide the necessary data points to compile this record. The special educationexample in Tablel from Alabama provides the basic data needed to assess teacher needs. Thisanalysis can be exilanded to:result in a comprehensive profile of newly hired teachers. Thisexpansion, dependent on the information available in the computer file, can provide data onminority teachers, ages of newly hired teachers, educational level, and specific geographicalareas supplying out-of-state teachers.

TABLE 1

1989 TALLY OF NEW SPECIALEDUCATION TEACHERS HIRED IN ALABAMA

ALABAMA

TRAINED
ALABAMA

TRAINED TEACHERS
NEW HIRES

NOT MEETINGTEACHING HIRES WITHOUT HIRES WITH TRAINED CERTIFICATIONCATEGORY EXPERIENCE EXPERIENCE OUT-OF-STATE STANDARDS

MUd LD 0 2 0 8ED 21 17 10 43LD 11 29 23 eeORTH/CHI 0 3 0 2Adaptive PE 0 0 0
Es/4 Ed. -5 4 2 7HI 2 4 0Deed-BfInd 0 0 0 0V Handicapped 0 0 4 2MR-ED 27 32 14 35MR-TR 9 1 5MR-PR 3 2 2 5SI 4 7 6 2MH 6 3 4 5Homebound 0 0 0

1

TOTAL 87 113 73 218

Source: CSPD Special Project Report (Lauritzen, 1989)

The second example (Table 2) Is from the state of Wisconsin, showing a different formatfor roporting the data.

178

1

1

1

I.
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TABLE 2

NUMBER OF NEW TEACHERS HIRED IN WISCONSIN

Wittonsin Newly
Hired Teaches

Withet6

!!. -

Wi5C0fIlin

Experienced

. Teachers
Tran

Wisconsin

Experienced

Teschers

Retum

Out-of-State
Teachers

Without
Experience

Out-of-State
Teachers

With

Experience

Total of

Nekviy

Hired

Teachers
ELEMENTARY EDUCATION
100488 EL (K 303 (22%) 101 1

.

155 11%) 1385

SECONDARY EDUCATION

200 Agricultu( e 15 (52%) 8 (28%) 3 (10%) 0 (0%) 3 (10%)
210-215 Home Economia 13 1%) 4 10%) 13 1%) 4 10%) 8 19%) 42
220435, 293-299
Technelogy Education 17 J40%)

.

16 (37%) 7 (16%) 0 (0%) 3 (7%) 43
250.265 Willa*/
Dial:olive EdwatIon 26 (44%) 10 (17%) 8 (14%) 8 (10%) 9 (15%) 59
300,310,320.425

ErigaourniSpeech/Orarna 62 (40%) 18 (12%) 29 (19%) 14 (9%) 31 (20%).,
22 (23%),

154

se315.317 Rasing 20 (21%) 18 (19%) 33 (34%) 3 (3%)
350420 Foreign Language .45 (33%) 1,3" (13%) 31 (23%) 20 (15%) 23 (176i.) 137
395 English as e
,Secced Language 11 (37%) 1 (3%) 7 (23%) 1 (3%) 10 (33%) 30
400-430 Math 56 (52%) 12 (11%) 22 (21%) 8 (7%) 9 . (8%) 107
450.455 Drivers Ed/

Ed 0 (0%) 0 ) 1 50%) 0 0%) 1 (53%) 2
500.515 Music 58 (33%) 22 (13%) 43 (23%) 21 (12%) 27 (16%) 169
530.536 Phy Ed 85 (50%) 6 (5%) 41 (32%) 7 (5%) 10 (8%) 129
p50 Art' 59 (50%) 17 14%) 31 (26%) 3 (3%) 8 (7%) 118
600437-Science 44 (44%) 11 (11%) 24 (24%) 7 (7%) 13 13%) 99
700-761 Social %odes 50

539

(51%),

(41%)

12_(12%)

173 (13%)
25

318

(26%)

(24%)

5

99

(5%)

(8%)

8 (6%)

183 (14%)
98

1312SECONDARY TOTAL

SPECIAL EDUCATION
635 Oisabiceles . 1 25%) 0 0%) 1 25%) 0 0%) 2 (50%)
808, 807, 810

Menai Retardatin 41 (45%) 14 (15%) 12 (13%) 9 (10%) IS (17%) 91
.808 Childhood:6EN, 24 41%) 8 14% 15 28%) 3 5%) 8 14%) 51;
811 Lemming Disabilities , 31 (43%) 30 (16%) 44 (23%) 6 (3%) 28 (15%) 189

,820 Speech-8g Language 21 (27%) 14 (18%) 29 (37%) 2 (3%) 13 (18%) 79
825 Visual:Disabilities 0 (0% 0 0%) 0' 12%) 0 0%) 3 100%) 3.
830 Emodonai Disturbance 85 (57%), 10 (7%) 22 (15%) 4 (3%) 28 (19%) 148
SPECIAL ED TOTAL 253 (44%) 76 (13%) 123 (21%) 24 (4%) 97 (17%) 373
CAW categorise of

licenses not above " 141 (25%) SO (9%) 237 (43%) 27 (5%) 100 (18%)
GRAND TOTAL 1601 (42%) 457 (12%) 931 (26%)1 251 (7%) 535 14%) 3825

Source: Wisconsin Teacher Supply and Demand Project, 1990
Percentages for Visual Disability are not relevant due to the fact that Wisconsin has not trained
teachers in this area for many years.

''Other categories of licenses not above' includes indMduais with certification that do not involve
direct class room responsibilities: Coaching Athletics (544), Occupational Therapy (812), Health
Occupations (911), School Counselor (968), and Supervise.? of Couseling and Guidance (968)

19
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A. Newly hired Teachers Prepared In-State
The important source for evaluating the impact of a states teacher preparation

programs on the sup* of teachers is the number of new teachers trained in-state without
previous experience. It should be noted that this in-state newly trained teacher category
includes all hires who have no previous experience evs.. if they completed their
preparation several years prior to their first employment.

The most efficient method of obtaining this inforMation is to identify the teachers
prepared in-state from the computer-generated file of newly hired teachers. The
contribution of teachers to the state by each teacher training institution can be identified
in most states.

B. Teachers Trained Out-of-State
Thie date-can usually be obtained on the certification file of newly employed teachers.

SEAs with a more complete data file can identify the specific state and/or training
institutions which provide the largest number of their out-of-state, newly hired teachers.
The data from the analysis of states that have compiled this information indicates that the
majority of newly hired teachers trained out-of-state come from adjacent states.

C. Experienced Teachers Returning or Transferring
This source of newly hired teachers in many states contributes up to 50% of the newly

employed teachers. Personnel includes teachers coming from the reserve pool of
experienced teachers and those transferring within the state.

Teacher mobility within a state does not impact on the overall supply of teachers, but
it is a variable thai needs to be considered if some geographical areas gain teachers at the
expense of others. The SEA teacher employmentrecord from the previous year can be
compared to the data file of newly hired teachers to obtain this information.

D. Number of Teachers Not Fully Certified in the Appropriate Field of Education Who Are
Employed on an Emergency License.

The number of teachers employed in each state who are not fully certified is one
measure of t eether shortage. Since there are so many different terms used to identify
teachers who are not fully certified, this manual refers to this type of teaching approval
as emergency !tense. The administrative unit in the SFA responsible for certification
should be able to provide this information.

The number of emergency licenses issued over a period of years should be included so
that trends can be idutified. The data Will provide inforration about the specific
certification areas whim have the greatest Peet for teachers.

It is also important to include a description of the state policy and/or guidelines on the
issuance of emergency licenses. States-should, for their own information, Identify the
number of teachers on emergency licenses who earn full certification each year. This
information provides insight into thp efficacy of issuing emergency licenses to meet the
demand for teachers in fields of critical shortage. See Table 3 for an exampil of this data.

STEPS IN DATA COLLECTION

1. Search the SEA computer data bar e to provido informatiOn on the total number of
emergency licenses issued by each certification category for the previous school year.
Also, report the information froo previous years to identify trends in teacher needs.
The data, if possible, should provide a comparison of emergency licenses issued in all
areas of education.

2. Search the data base to provide the number of new (issued for the first time)
emergency licenses issued by certification category for the previous year. This bate is

20
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a vital part of the procedure to project teacher shortages related to training needs.
3. Provide a statement of the state policy and/or guidelines on the issuance of emergency

licenses.
4. Provide a complete explanation regarding specific reasons the fields with an adequate

supplY of teachers utilize.emergency licenses (e.g., magnet schools with lmphasis
areas sdch as fine arts needing special expertise). Identify fields not having an
adequate supply of teachers.

TABLE 3
NEWLY HIRED TEACHERS CN EMERGENCY MENSES

Early Childhood
Elementary Ed. (K-8)
Agriculture
Home Economics
Tech. Ed./industrial Art
Business Ed.
En lish/Jour/S eech
Reading

Unalish as 2nd Lanouce
Math .

Music'
Finical Ed.
Art
Science
Social Studies
He_ 1../rimiLisa'aility
Mental ,Retafdation
Early Childhood: EN

Speech and Lammas

Emotional Disturbance
Librarian
Other

TOTAL
Includes certification
The data does not include who transferred within a district and had to obtain an emergency license for
due new positon.

Source: Wisconsin Teacher SupplyiOemand Project (Lauritzen, 1990)

Wisconsi Out-of-State
Total
New Hires

Hires With
rience.

Hires Without
E rience

Hires With
Ex rience

Hires Without
Ex : rience

0 0 0 0
21 33 5 67

2 1 0 . 01. 1 0 0 2

Q.......
0 0 0 1

-0 2 0 2 4
3 11 4 1 1 9

2 7 4 0 13
5 6 7 0 18
0 1 1 0 2
0 0 0 0
1 0 2 0 3
1 2 0 0 3
0 0 '0 0 0
2 6 0 2 1 0
1 6 0 0 7
0 0 0 0 0
2 3 S 4 14
6 2 1 0

26 1 6 3 3 48
1 / 0 2 6
0 0 0 0 0

37 . 26 9- 2 74
3 1 0 0 4

41 1 3 52

123 168 45 24 360

16 I : I II i I ., It : t I = I . 1. I .1
Information on the supply of newly prepared teachers can be used in conjunction with

other 'information to project the personnel available to provide instruction. It is important to
collect coots in this area 'yearly so that both short-term and longitudinal data are available.

The information about the number of new certifications granted by the institutions of
higher education is best obtained directly from each teacher training program. Both public and
Ovate institutions are sent a letter rnquesting the number of all new certifications earned by

21
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teachers during the period from July 1 to June 30 of each year. These dates provide consistency
across states. 'Those institutions which do not respond by the deadline indicated in the cover
letter are telephoned to remind them of the importance of this information.

Some states have contracted with one of the IHEs in their state for this information. This
utside agenot may be in a better position to cooperatively collect this information. Many states
require the reportiug of thiat data on a regular basis.

The irhormation is repartee by institution and certification category. States can use their
own nomenclature in reporting the Infomation. Teachers com^!eting mare than one
certification in education, are counted for each certification category compleqed during the period
from,July 1 to June 30. States may want to St-OVI both undergraduate and graduate level
training for their own information. Table 4 gives an example of how the number of teachers
completing eligibility for certification in Michigan can be reported.

TABLE 4
SPECIAL EDUCATION CERTIFICATE ENDORSEMENTS

RECOMMENDED BY EDUCATIONAL INSTMJTIONS
1 9 8 8-8 9

Educational
Institutions

110-130
SA

140

SE
150

Sid
160

SL
170

SK
180

SC
290
SE

280
S11

193

SV TOTALS

Central MI Univ. 31 31 0 0 1
,.. 13 1 o 78

Eastern MI Univ. 53 61 12 16 2 12 24 12 0 192

Gr. Valley SL Col. 48 44 25 15 0 4 0 0 0 136

Hove College 0 6 17 0 0 0 0 0 0 73

Madams College 0 0 4 0 0 0 0 0 0 4

Mamma College 3 9 5 0 0 1 1 0 0 19

Mkhigan SL Univ. 34 24 6 8 6 1 19 1 0 99

Nvatth College 0 0 9 0 0 0 0 0 0 9

Nortcnt MI Univ. 0 0 0 0 0 0 0 0 0 0

Oakland University 4 5 13 1 1 0 1 0 4 21

Univ. of Detroit 0 5 4 0 0 0 0 0 0 9

Wayne State Univ. 39 7 17 0 4 31 3 31 0 132

Western MI Univ. 42 36 6 2 2 5 6 5 6 110

Othen (Michigan) 12 0 4 0 0 0 0 0 0 16

MICIIIGM4 26 6 2 28 1 22 42 16 SS 67 50 10 45CTOTALS

Other Sults 88 25 41 15 2 0 26 0 0 197

ALI. STATES 354 253 163 57 1 8 SS 93 50 10 1,053

1

I.

Interiattation: Recommendations from Michigan institutions for ioltinl certificate enderms in 19884!'
total 856. Recommendations from omof-state teacher training imtkodons total 197; of the
vand total mother, 354 or 33.6% were for certificate endorsements for teachers of the
rnaitally impaired (SA).

Some: State of Michigan Department of Education (Bautet & Gomez,. 1990)

I2 2
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The_Analysis FollowestirtAssessino Personnel Needs
There is not one simple mathematical model whicn can relate existing sources of data to

accurately project personnel needs in a field as unpredictable as education. The value of the
following analysis is its contribution to the knowledge about the employability of teachers in a
given state. When the data from these procedures are synthesized, a relatively accurate
projection of the personnel 'needs in education can be made.

A. Proportion of Newly Trained Teachers Employed
The rationale for this procedure is described on page 9 in Chapter 2. The

procedure to determine the proportion of teachers who secure their initial
employment in state public schools is to divide the number of newly hired teachers
trained in the state by the total number prepared in the state the previous year (see
Figure 3, page 9). An example of this analysis is shown in Table 5.

A prospective teacher can obtain an estimate of his/her chance of employment
in the public schools by examining the information presented in Table 5. This
projection is obtained for teachers in the designated certification by dividing the
number of newly hired, inexperienced teachers by the number of new certifications
earned the previa% year. Since many teachers often earn multiple certification, this
increases their probability of employment. Thus, the employment proportion for a
given field is increased by those who are teaching in some alternative area. It is not
within the-scope of this report to provide the employment prospects for each different
combination of multiple certifications a person could earn. The data in Table 5,
column 4 indicates the average in employability of all teachers in that field, including
those with multiple certificat:on. Multiple certification in some areas clearly
increases a teachers employability.

The accuracy of these projections is based on the stability of the pupil
population and consistent levels of teacher preparation. Yearly fluctuations in either
the number of certifications earned or the number of newly hired teachers will impact
on these projections. This table does provide a comparison between the employment
opportunities in the different areas of education. It is important to note that the data
in Table 5 represents newly hired teachers who received their preparation prior to
June 1989. Many of the newly hired teachers who were prepared several years prior
to their first employment are included in this projection. Thus, the projection in
Table 5 is actually lifetime employment prospects assuming the current level of
teacher preparation remains constant and the number of newly hired, inexperienced
teachers is stable.

A total of 71 newly hired-inexperienced teachers were identified as being hired
in specific subject fields which were not clearly differentiated by elementary/
secondary level. For instance, a speciaiized math teacher in a 6-8 middle school was
recorded in the math category and a music teacher with both elementary and secondary
certification was included under the music categori.

The "Comparison of Employment Proportions for Teacher Securing Their First
Teaching Position 1 99O is cnly one approach to present the teacher supply/demand
picture. The actual projection of teacher needs is so complex that a simple formula
alone can lead to errors of, interpretation unless related variables are considered. The
following are important factors that need to be considered to accurately understand
Table 5:

1 ) Many teachers in the certification area of early childhood (general
education and special education) are employed by agencies who do not fall
under the jurisdiction of the public schools. This fact an signinficantly
suppress the employment projections in Table 5.

23
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TABLE 5
COMPARISON OF Empuraver PROPORTION FOR TEACHERS

SECURING THEIR FIRST TEACHING POSITION 1990

TEACHING FIELD

EMPLOYED IN

CERTIFICATION

FIELD

TOTAL EWLOYED
INCLUDING

MULTIPLE FIELDS

1988-89
CERTIFICATIONS

EARNED BY
NUMBER PERCENT NUMBER PERCENT TEACHERS

ELEMENTARY

Elementary Ed.
00040 668 37% 781 44% 1790
SECONDARY

Agfa Aare (WO) 15* 62% 26
Home Eccnomics 210-21 15* jf 131 16
Tech Ed.
(220-235: 295.290) 18* 46% 20 39
BusinesW Distribudve Ed.
(250-255) 26 63% 41
EnglishlJournalismiSpeech
Drama (300. 310. 320. 325) * 24% 287
R (315-317) 21* 12% 3 182
Foreign Language (350-390) * 125
Elvish u a Sec--4 Larguege
(395) 11 16 48%
Math (400-430) 68* 102 45%
Driver Ed./Safety Ed.
(460-455) 0 ... .0% 5 19% 27
Music 500-515) ar 63% 81%

38%
110

295
Physical Edwation (530-536) 71' 24% 11.2
An (550) 639 54% 72 62% 116
Science (600437) 55* 14% as 22% 388
Soda! Studies (700-751) 56* 14% 104 26% 394
TOTAL-SECONDARY 60, 25% 874
SPECUL EDUCATION
Hearing Disability (rs)

41

11%,

304%

1

Ge

11%

44% , 137

Monad Retardation

MOS. ii07. sio)

Early Childhood: EEN (805) 24 35% 26 41% ea
LawnlngO4sabIfty(811)

rr
.30J 82,1..1Z__.__...,
'Eti'sotional Disturbanca(830).

81 38%4-
,
114 53% 215

21

ea
1744-----,
83%

22
108

18% 124
110% 102TOTAL SPECIAL EDUCATION 253 38% 333 51% 655Sea Appenix A tor Mei-formula fatcommand date an tNs taus

Included we 71 teachers In middle ached positions
"The percentages exceeding 100% Indicates that the number c4 ot newly hired
teachers without evidence exceeds the number ot newly trakud towhees the
pmvious year.

Source: WItconsIn Sup* and Demand Profect, 1990
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2 ) Remedial reading requirements specify that the teprkher must have other
teaching certification. A number of teachen; entering this field are
experienced, teachers transferring within a s,cisool district who would not
show up in as new hires on this analysis. Thus, thG needior teachers in
this field can be more' accurately projected by other anaiysis, such as
emergency licenses and placement office data.

3 ) Specraeducation has large numbers of teachers being employed on
emergency liCenses (i.e., emotional, disturbance and learning disabilities).
A nuinber of these teachers have experience outside of special education and
consequently,do not show up in the category of newly hired teachers without
experience. A correction has been made in Tables 2 and 5 by including
these teachers with the newly hired teachers without experience so their
employability prospects are not suppressed by this factor.

The information presented in Table 5 provides prospective teachers with an
estimate of their chances of employment in tha state's public schools. This
employment projection can also be an estimate of the,oversupply of teachers in fields
with km" employment proportions.

His possible to compare the employment opportunities among the different
teaching fields in education. Many of these individuals often work-as substitute
teachers, teacher aides, or outside the field of education, prior to their first teaching
position. The data showing how many years that elapsed prior io their first
employment in public schools can be determined.

A number of factors need to be iOnsklereri when interpreting the data found in
Table 5. Private schools ;try employ a portion of the newly trained teachers.
Although data regarding the number of teachers employed in private schools are
usually not available, projections can be made. These projections are accomplished by
estimating averaga pupil/teacher ratios and attrition rates in relation to the total
private school population. Also, placement office data may provide some measure of
the employment opportunities in private-schools (see Table 12). Some fields have
better employmentopportunitles outside of education which can result in a low
proportion seeking teaching positions.

2 5
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B. Projection Based on Emergency Licenses
The educational fields with a serious shortage of teachers will probably have a

disproportiomate number of emergency licenses. ie number of emergency licenses
issued is a strong measure of additional teachers chat need to be trained beck Jse this
figtRO reflects the number of teachers needed in addition to teachers hired from
out-of-state, teachers returning to the field, and Ow impact of the newly trained,
In-state teachers from previous years. Even with me contribution of These sources to
the ranks of newly hired teachers, there may be a shortage of personnel as is
demonstiated by the number of new emergency licenses Issued. It may be difficult to
increase the number of teachers available from out-of-state and the number of
returning teachers since factors such as family unity and economics determine their
availability to the profession.

The procedure followed is to relate the proportion of newly prepared teachers
who secure teaching positiorz in the state (see Figure 3) to the additional teachers
needed as determined by the number of newly issued emergency licenses. By dividing
the number of emergencylicenses issued the previous year by the proportion of newly
prepared teachers who secure teaching positions in the state, the number of additional
trainees needed will be projected. An example of this procedure can be found in Figure
6 on page 11. This procedure will not project the number cf teachers needed unless
there is a shortage of teachers indicated by the issuance of new emergency licenses.

Marty factors must be considered in estimating the number of teacher trainees
needed to eliminate the need fcr emergency licenses. The proportion of newly trained
teachers must be interpreted on the premise that teachers could secure employment if
they desired it. If there is an overproduction of teachers in certain categories, then
the projected employment ratio cannot be used to calculate teacher need; no need
exists. When using this data to determine teacher needs, the projected employment
ratio is affectec, by many variables. The geographical isolation of children with low
incidence handicapping conditions (e.g., visual impairments, severe handicaps)
restricts the flexibility of a teacher in securing employment in his/her: area of
prepiration. The restrictive nature of certification standards in some areas of
education limits the availability of teachers trained outof-state and can, to an extent,
limit positions available tc those trained in-state. Ak the oversupply of teachers in
a category will greatly reduce the proportion who can find employment in this field.

TABLE 6
ADDITIONAL TEACHER EDUCATION GRADUATES NEEDED TC MEET

ANTICIPATED PROGRAM NEED IN MICHIGAN, 1986-87

Temporary Approvals
(Emergency Licenses) Proportion

Mental Retardation 2 5 / 70%
Emotional Disturbance 3 0 / 5 9 %

Learning Disabilities 1 6 5 / 4 8 %

POHI 0 / 5 5%

Additional New
Graduates Needed

3 6
411.

5 1....

344
_

0

Source: Federal CSPD Special Project (Lauritzen, 1989)

1 ) There is a severe shortage of newly prepared teach.--s for children with
learning disabilities.

2 ) There is a moderate shortage of newly prepared teachers for students with
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mental retardation and emotional disturbances.
3) There is relatively little need for newly prepared teachers for students

with physical and other health impairments.

Q Longitudinal Data to Identify Trends
The use of a separate computer file of newly hired teachers can easily be

replicated on a yearly basis to provide valuable information on changing employment
trends. Changes in birth rates will be reflected as soon as children reach elementary
grades. Changes in high school gmcluation requirements will be reflected by increases
or decreases in specific subject fields, as will legislative mandates impacting on
certain training fields. Table 7 provides a summary of this information.

TABLE 7
NUMBER OF NEWLY HIRED TEACHERS OVER A FOUR YEAR TIME SPAN

ELEMENTARY
EDUCATION

1986-87 1987-88(change) 1988-89(change) 1989-90(chansti)

100-188 EL (K-8) 1165 1293 (+128) 1347 (+54) 1385 (+38)

SECONDARY EDUCATION
200 Agriculture 31 26 (-S) 35 (+9) 29 (-6)
210-215 I-lome Economics 62 50 (-12) 30 (-20) 42 (+12)
220-235, 293-299

Technology Education 38 33 (-5) 26 (-7) 43 (+17)
250-285 Business/

Distributive Education 54 70 (+16) 51 (-19) 59 (+B)
300, 310, 320, 325_

Eng/Joum/Spesch 139 134 (-S) 136 (+2)- 154 (+18)
315-317 Reading 76 67 (-9) 69 (+2) 96 (+27)
350-350 Foreign Language 83 84 (+1) 104 (+20) 137 (1.33)
395 English as a

Second Language 11 14 (+3) *18 (+4) 30 (+12)
400-430 Math 108 101 (-7) 96 (-5) 107 (+11)
450-455 Drivers Ed/

Safety Education 3 8 (+5) 9 (+1) 2 (-7)
500-515 Music 171 181 (+10) 185 (+4) 169 (-16)
530-536 Phy. Ed. 87 98 (+11) 119 (+21) 129 (+10)
ssa Art 61 82 (+21) 112 (+30) 118 (+6)
600-637 Science 80 83 (+3) 71 (-12) 99 (+28)
700-761 Social Studies 91 89 (-2) 79 (-10) 98 (+19)
SECONDARY TOTAL 1095 1120 (+25) 1140 (+20) 1312 (+172)

SPECIAL EDUCATION
805 Hearing Disability s 6 (0) 8 (+2) 4 (-4)
806, 807, 810

Mental Retardation 139 134 (-5) 85 (-49) 91 (+6)
808 Early Childhood:EEN 47 47 (0) 46 (-1) 58 (+12)
811 Learning Disability 174 166 (-8) 156 (-10) 189 (+33)
820 $peech and Language 74 78 (+4) 83 (+5) 79 (-4)
825 Visual Disability 2 2 (0) 3 (+1) 3 (0)
830 Emotional Disturbance 168 168 (0) 169 (+1) 149 (-20)
SPECIAL EDUCATION TOTAL 810 601 (-9) 550 (-51) 573 (+23)

GRAND TOTAL 2870 3014 (+144) 3037 (+23) 3270 (+233)

Source: Wisconsin Teaoher Supply/Demand Project (Lauritzen, 1990) 27
'Does not include teachers an emsrgency licenses who transferred to a new field within a district.
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D. Projecting-Future Teacher Needs
The number of teachers that will be needed in future years is directly related to

enrollment fluctuations. Statewide enfollment projections can be used to provide an
indication of the number of teachers that will be needed. Table 8 shows these
projections for elementary education in Wisconsin.

TABLE 8
PROJECTIONS FOR ELEMENTARY EDUCATION

53,496 557,929 559,661

1989-90 1990-91 1991-92

YEARS

Ei Number of Studer. Ea Number of Teachers

Source: Wisconsin Teachry Supply/Demand Project (Lauritzen, 1990)

Those projections are based upon some assumptions. For elementary and
secondary education, it is assumed that the teacher/student ratio will remain constant.
Further, for any year, the attrition.rate will be approximately 8%. Thus, for the
1990-91 school year, 8%- of the 17,998 projected number of elementary teachers
will be new hires. However, there is some reason to believe that the 8% f:;ure will
show a- declining tend, following the 1990-91 school year, after which Wisconsin's
early retirement window will close. A figure near 6% might be anticipated. Similar
factors might affect attrition and projections in other states.

For special education, the 1988-89 data indicate that 8.69% of the total
enrollment (public and private) were served by special educators. This percentage
was applied to the five year projections. However, an increase in the 8.69% figure
might be expected due, in part, to the increasing proportion of children who are high
risk. In fact, the percentage of the total enrollment served by special educators has
been steadily increasing. Thus,lhe 8.69% figpai should be regarded as quite
conservative. In the area of attrition, the field of special education has run ahead of
regular edvcation. Given the current downward trend in special education attrition, a
figure of approximately 10% seems reasonable. Thus, 10% of the number of teachers
projected for a given year would:be newly hired teachers.

A second example (Table 9) shows a similar projection for the state of
California.

1992-93 1993-94

28
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TABLE 9
TOTALTEACHER DEMAND (FTEs)

DUE TO ENROLLMENT GROWTI-IAND AMMON

Total Method 1.

10

Total Methal 2

-86 86-87 8748 88-89 89-90 90-91 91-92 92-93 93-94 94-95

Year

Stu:unary of Total Demand Due
to Growth and Attrition

Method 1 Methcd 2

K-8 through 191;9-90 69-102 63,423
942 through 1989-90 tS-9S0 11914
K42 through 1989-90 81052 77,342

K4 through 199445 141.599 123.846
942 through 199445 41.761 35397
K-12 through 1994.95 183.360 159.743

EDemand Due to Attrition

. M Demand Due to Enrollment
Ccovith

State retirement records indicate that attrition has declined over the past seven years.
Nonetheless, 77.6 percent of total demand through 1989-90 is due to attrition. Attrition and
retirements were projected by two methods:

1. Using the mean of the annual rates of attrition for the last seven years from the state
retirement data Uase (Method 1).

2. Using the 'trend (from a linear regression) of these rates of attrition from the state
retirement data bar, (Method 2).

Source: PACE: Folic; Analysis for California Education (Guthrie & Kirst, 1989)
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Supplemental Information
The model to assess personnel needs preiented in this manual takes into account the

variables-that affect its,market-generated outcomes. This 'les not imply that factors such as
teacher retirement, attrition, geographic restriction, and the support of educational programs
are not important in understanding the changes taking place in the field. This section will
present the methodology for assessing select areas that impact on the market-generated new
hires model.

A Active Reserve Pool
The acfNe pool of teachers encompasses-all the teacher candidates who are

actively-seeking employment in the field of education. Some states (e.g., Connecticut
and California) include assessment of this pbol -in their supply/demand studies using
sur:sy,cieta. Another approach is to study the applications that are submitted to school
distridts when openings occur. The latter approach provides a variety of critical
information about the:supply of _teachers in any given area. For-example, Table 10
contains data colleoted from apOlications for elementary teaching positions in a small,
subuiban district in Texas.

TABLE 10
PROFILE OF TFYAS ELEMENTARY TEACHER APPUoAT1ONS

DESCRIPTION

23 Elemeritary
Teaching Positions

114 Applicants

73.Fern4le
41.Male

49.1.0 State
65.Out of State

DISTANCE FROM TRAINING INSTITUTION
0 to 25 'miles 26 to 50 miles Chier 50

1 8 2 2 7 4
miles

DISTANCE FROM HOME TOWN
0 to 25 miles 26 to 50 miles Over 50 miles

4 1 6 6 7

CERTIFICATIONS HELD
Not Certified 1 2 3 + 3

0 7 6 3 1 1

STATUS
Not C urre ntly Substitute Teacher
Teaching Teaching Teaching Aid

105 1 3

EXPERIENCE
None 1-5 Years 3-5 Years 6-10 Years
3 9 2 6 2 1 1 8

11-15 Years 16-20 Years +20 Years
4 4 1

Private
Sector

0

Source: CSPD Federal Project (Lauritzen, 1990)

This methodology provides detailed information on such factors as the
geographic restriction, certification status, employment status, and experience level
of those actually seeking teaching positions.

In addition, telephone follow-up interviews can be conducted on a random
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sample of the applicants focusing on faetors such as current employment status, total
number of applications submitted, geographic restrictions, and future plans.

There-are limitations inherent in this approach. Using this technique on a
large scale would be costly and time consuming. The cooperation of districts can also
be problematic. Information can be gathered on only the certification areas where
there are, in fact, vacancies in a district. However, the information in Table 10 would
likely be indicative of other districts similar to this one. Therefore, a sampling of
districts (rural, suburban, and urban) would likely provide inforMation that could be
generalized to districts with similar demographics to those sampled.

B. Follow-up Studies
Follow-up studies can be carried out in a variety of ways. They provide a

source of information that can best be obtained by this type of research. Follow-up
studies can be:expensivelf sampling procedures are not followed. Two types of follow-
up studies using the Wisconsin data are presented below.

1 ) Follow-up Survey of Newly Trained Teachers
The follow-up survey described in this section is a recommended

option that provides information to supplement computer-generated data
that can not be obtained by other means. The survey offers an altemAive
method of collecting information. on the employment status of newly
certified teachers prepared .in-state.

The teacher training institutions are asked to supply a list of names
of all- their newly prepared/certified teachers completing their program
between July. 1. and June 30 of the previous year. From this state pool of
newly certified teachers, a random sample is selected. In certification
categories in which the total number of teachers is small, the entire
category shouldbe included. In large categories, the size of the sample
should be related to the number of individuals completing certification.
For further information on drawing random samples, consult Borg and
Gaii (1989), Education Research: An Introduction or a similar resource
on reSearch design. After the sample is selected for the follow-up,
trainkm4nstitutions are again contacted to obtain locator information on
the selected teachers. Those selected in the random sample are sent a
cover letter and survey instrument. If they do not respond by the given
deadline, they are followed up by a telephone version ot the questionnaire.

Previous research has shown that teachers have very high attritIon
rates during their first five oars of teaching. Due to the high turnover
rate of this group of teachers and their unique inservice needs, it is
recommended that the sample of teachers be followed for each year of a
four year cycle. It is also recommended that an independent body conduct
the bilow-up to eliminate errors of institutional reporting. This data
collection activity can be successfully contracted out to an IHE. When
training programs or placement offices conduct their own surveys, it may
be in their best interest to show high employment rates for their
graduates. Furthermore, the procedure recommended in this manual
provides common definitions and assures a consistent format for
reporting information. The data obtained provides a Metawide profile of
the employment status, as well as inservice and preservice needs of newly
trained teachers.

The most important feature of this survey is the employment profile
that it yields. This includes the number actually teaching in their area of
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-preparation,, the number who leave the state, the-number who work
outside' cif education,AbelitOber not seeking-employment, and the-number
whO obtain emplOyinentin-educatiOn-oUttidelheir area of preparation. It
-is impotaible-toniake an. accurate -determinagon Of-teacher supply
Withoutaadertaining, What' Percentage of 'newly Prepared teachers actually
rernain. in ,their- home -state -.to teach in -their, area of preparation.

This-survey -prOVide. an:opportunity 'to determine Perceived
training needs.Of newly,-preparedleachers. "Questions about salary, how
many years bay -intenc to:-,ternalw, in:teaching, and satisfaction/
distatigactionoin:41:50e indluded This group may be surveyed over a
period of years to _detain*.Cimninued training needs, changes:in attrition
rates,- salary, and .other ;:artinent: information required to answer
queitionaahAOt-the status ofteaching::-In addition, this survey'ban be used
to investigate both theSatisfying aspects of ,the teaching profession, as
well as those.factOrs thatantribute-to teacher dissatlifaction.

Table 11 is in example'Of the presentation of this information in the
field of special education.

TABLE 11
EMPLOYMENT pROFILE: OF SAMPLE OF NEWLY CERTIFIED

SPECIAL EDUCATIONTEACHERS

,
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1
a

f
* %

I
.0

8.
1

, at %

0

01I
ti

* %

a
1
a
bea

.2
1 . %

a0i
1a

i
* %

a
toa

1

* %

TOTAL
* %. 'Ca la State

Cm:41mi** out state
t

1 10 4 10

Z o , .

4 11 .

Z

6 15
1 . 10 4 to O o 2 5. 4 11 0 0 11 5In oitiiir.Ovin-or

:Sp** **cation X 20 6 15 2 5 0 0 8. 23 0013 9
F_01411.21*1-

- E d i t o s e i c a . , 0 0 1 2 1 3 t 2 0 0 2 5 5 20104140ild ai.
. l u a l l

_
2 20 2 4 2 7 3 9 2 6 0 0 11 5Ititplopti wish

Th**PPed
wo **Education

,. . , , . , 1 40 0 0 0 0 2 5 0 0 7 18 10 5
'f-iii0,4ii fi: nt* milt
gOdi_caPPed
cat ot Educticat 0 0 1 2 1 3 1 2 1 3 0 0 4 2,

,* RETURNS 10 41 37 42 43 39 212TOTAL . SAMPLE
,

14 sO so so 50 50 264

Source: Federal CSPD Special Project (Lauritzen, 1989)
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STEPS IN DATA COLLECTION

1. Request from each teacher preparation program a list of names of
each Student completing a certification program during the prior
year (July 1-June 30).

2. Using random numbers, draW a sample from each certification
Categery. (Sam* size depends on the number completing
programs.)
Request address, phone nunter, and parenrs address from each
teacher training institution of thoso'graduates selected in the
sample.,

4. Telephone teacher training, institutions not responding to request
locator information.

5. Contact,parents oe alumni associations tor addresses not available
.

from teacher training institutions. Parents are often easier to
locate and they wilisustially Provide needed- information.

6. Send itirvey tO random sample with coverletter including deadline.
7. Telephone these not responding after iieedline'has passed.
8. Devekop,table to reflect number and percent in each-employment

category.

2 ) Compilation of Placement Office Reports
This approach to obtaining follow-up data on recent program

graduates involves reqbesting the Macement office data from each teacher
training program in the state. FAirests are made to supply the
inforthetion following A consistent format. This approach to collecting
follow.up data is cost effective but may lack accuracy if some programs
fail to collect and provide the data. An example of this approach is shown
in Table 12.

33
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Elementary Ed./
Early Childhood

English

Ooreign Language

E.S.L

Math

Music

Art

Physcial Ed.

Science

Social Studies

Bus./ Dist. Ed.

Drillers Ed./Safety

Special Ed.,

28

TABLE 12
POSMONS OBTAINED BY SUBJECT FELD
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Source: Wisconsin Teacher Supply/Demand Project (Lauritzen, 1990)
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C. Teacher Attrition Studies
Computer analysis of the state's employment file provides the opportunity to do

a variety of teacher attrition studies. Caution is advised; the length of computer runs
can be conskierable with this analysis.

60

1) State Attrition
This attrition figure shows the extent of teecher loss on a state wide

basis. This figute.would not include teachers who move from one district
to-another-within-the-same-state. Calculation of state attrition ifiives
Imparing the state's teacher employment file from tha past year with the

current file to identify the number of teachers who left tlaching in the
state by certification category.

The numbiikif teachers who left in each category by age is then
divided by the total number of teachers in that-category who were
employed the previous year. :It IS also possible to combine the total
categories within a field to look at the comparable rates in elementary
education, secondary/specialty fields, and special education. It is
recommended thet an attrition study be done on teachers with emergency
licenses to measire the turnover rate of less-than-fully-prepared.,
teachers. Figures 7 through,10 are examples of the type of information
that can be obtained with this analysis.

Figure 7 Figure 8
Elementa K-8 En lish

40

20

CtilIC21111:21,3
sh In mr It In In la la ftAdo II II I I I ma"' la 11I ICI r 112 val 10n T In In CI

Figure 9
Math

1:2 = 4CI1 olvil v
Iniin Ir Int C11113110Noss to see=

wel 12 re CI gm 10
IN II It NIr In In CI

Figufe 10
Emotional Disturbance

0

CIIIVIItrII=I WIIIWIIP1:11In In In 13* 111 In W2 CI 0Nsee II IIIV1
10 go CI two CI II. CI v.rd ii on VI 111 V3

Source: Federal CSPD Special Project (Lauritzen 1989)
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Table 13 is an example of longitudinal attrition data on Michigan Special Education Teachers.

TABLE 13
RETENTION OF SPECIAL MUCATiON INSTRUCCONALAND

ANCILLARY PERSONNEL: MICHIGAN, 1989W-

Ceti/Endorse. SCHOOL YEAR
Aressrodes° 1980-81 1981-82 1982-83 19113-84 198445 1915-86 1986,87 1987-88

Mt:nutty Imp. 2,187 2,192 2,278 2,406 2.612 2,759 2.975 3,361(110-1304A-S1) 59% 63% 67% 69% 76% 78% 111% 913
Emodonally Imp. 1,105 1.139 1,184 1.282 1,480 1.681 1,871 2,145(140E) 59% 63% 65% 69%_ 73% 77% 83% 90%

Laming Ns. 1,664 1,753 1,828 1,973 2.180 2,350 2,542 2,852(150/SM) 77% 81% 79% 81% 85% 87% 91% 93%

Hearing Imp, 269 278 278 291 316 325 341 Al(160/S14 56% 60% 62% 67% 74% 76% 81% 910-

Visually Imp, 101 100 106 112 116 119 133 143(170(5K) 59% 67% 70% 723 S)% 82% 89% 92%
P.0.11.1. 181 175 177 1119 204 211 231 260(I80/SC) 63% 66%. 68% 72% 74% 77% 87% 1)5%

Sp./Lang. Imp. 1.077 1.057 1.045 1,102 1,158 1,222 1,265 1,435(290/513:- 68% 73% 75% 78% 81% 83% 88% 72%
TC01-014.1 Imp. 179 11J8 200 199 200 213 199 222(210/S. , 64% 74% 71% 69% 75% 77% 88% 913
Homebound/Hosp. 45 46 47 51 50 49 54 59(280/SH) 30% 45% 53% 63% 64% 70% 78% 843

52 St 52 51 58 60 57 62(SI) 48% 51% 61% 60% 74% 83% 88% 93%
5ch. Psych. 476 474 481 503 529 555 590 663(SP.50) 61% 64% 61% V% 82% 84% 88% 9c%
Social Worker 598 566 549 585 634 668 748 862(SD) 59% 66% 69% 72% 78% 81% 89% 943
Oee/ritY Thm 196 199 213 227 264

281 317 372(NU) 59% 64% 69% 71% 1;% 82% 58% 90%
TOTALS 8,130 8,213 8,438 2.971 .9,801 10,493 11,323 12.79763% 67% 70% 73% 72% 111% 86% 92%

Inserpreutlem Of the 12,980 (Table 1) personnel totals in 1980-81. 8.130 or 62.6% were stIll employetl in theume assignments in 1988-89.

Source: State of Michigan Department of Education (Baxter & Gomez, 1990)
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2 ) District Attrition
The district attrition figure shows,the eitent to which teacher

turnover impacts on local school districts. The only difference between
this calculation,and the state attrition rate is that teacher movement
between districtt-within the state is included in this rate. A comparison
of the district attrition to the state attjition will identify the number of
teachers trans;srring between districts.

-The method of caloilating attrition by district is the same as
previously described for state-level attrition in that loss of teachers
from each school district in the state is determined. With this procedure,
it is possible to identify individual districts with unusually high or low
attrition rates.

Figure 11

.
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Figure 12

GREEN BAY

Sk 2940 3149 39.40 61.4S 4940 $1. 11 940 41.4S 41.

Source: Wisconsin Handicapped Needs Assessment Project (Lauritzen, 1990)

3 ) Regional Attrition
Most states are divided up into different iegions for administration

purposes. Table 14 shows the variance in attrition in the different
regions in Kansas special education fields.

TABLE 14
SPECIAL EDUCATION PERSONNPL AMMON PV

GEOGRAPHICAL REGION: KANSAS, 1988 8s

Region* Employed Lost 41

3. 255 39 15
2 350 56 16
3 348 52 15
4 666 91 14
5 738 104 14
6 388 69 18
7 1037 121 12
8 785 109 14
9 410 59 14

Total 4977 700 14
Source: McKnab, 1989
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4 ) Attrition by Level
A similar-analysis by level for Kansas special education programs is

shown in Table 15.

TABLE 15
SPECIAL EDUCATION PERSONNEL ATTRITION
TOR 1988-89 BY LEVEL; ps. INSTRUCTION

LEVEL Employed Lost Is

Preschool 186 26 13.9
Primaiy 429 5, 13.2
Intermediates 141 17 12.1
Junior High 348 39 11.2
Senior High 491 61 12.4
Preschool/Primary 2 1 50.0
Primiry/Intermadiate 1113 161 14.5
Intermediate/Junior High 292 46 15.7
Junior Righ/Sonior High 458 60 13.1
All Levels 1517 232 15.3

Total 4977 700 14.1
Source: McKnab, 1989

0. Geographical Analysis
This section, of the manual will present several different approaches for

evaidatinglhe quality/type of educational services provided to 'students in various
reciens of,tht state. Adoption of these procedures allows reconciliation of each state's
unique service delivery system and geographical patterns.

1 ) (omParison of urban/rural. areas
This- analysis identifies significant differences Ll services provided

to children in cities versus services proSded in rural areas. A variety of
problents, can be studied with this approach suer as the drop-out rate,
pruPortion of emergency licenses- issued, proportion of handicapped
children .served by disability, and pupil achievement. Previous research
has shown significant differences in these comparisons.

In carrying 4ut this comparison, the larger city districts are
separated froth those,that are, rural. The-selection of city districts should
be based on the fact that their size is such that they would not consolidate
with other small towns. This results in a cleiarer separation of rural and
urban distrtts. Another method to verify this separation -If rural and
urban areas is te &Ade the city population into the itupil population ofthe district. Those districts with a low proportion would' be considered
urban since the population of convidated town and rural areas would not
contribute to the city population total.

2 ) Geographical Regions
Most states have some form of regional service agency that dMdes

the state into various administrative units. The analysis of data between
these regions can show large differences in such variables such as the

,...
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incidence of handicapped children served and the proportion of emergency
licenses Issued.

The methodology for,comparing the incidence of children served by
disability in the differepkwvice regions of a state is described. The
procedure for this calculation appears very complex, but actually
involves no more than a few steps of division. Figure 13 is a diagram of
the steps for the calculation.

FIGURE 13

SERVICES PROVIDED TO CHILDREN WTTH Dr8ABIU11ES BY REGION

Totai- Number of Children Total Pupil Population in
In a Category in a Region a Category in the State

Percentage
Total Pupil Population Total Pupil, Population of Students
In a Region In the State Above or

Below State
Total Pupil Population in Average
A Category in the State Incidence

For a
Total Pupil Population Category
In the State

STEPS IN DATA COLLECTION

1. Identify the total population of each category of children being
investigated In each region of the state. Identify the total pupil population
in each region. By clividing the total number of children in a category in a
region by the total pupil populationin a region, th9 proportion of
children by each category in each region is calculated.

2. Identify the total population of eaCh category of chiltim being
invesagated in the state. Identify the total pupil population in the state.
Calculate the proportion of children in the category in tr..) state by
dividing the total pupil population in the Category in the state by the total
pupil population in the state.

3. Compare the proportion obtained for a region with the statewide
proponion by subtracting (2) from (1). The result of this difference is
a metnure of the discrepancy between the extent of serVices offered in
that region and the statewide average.

4. Determine the percentage of services provided in the region in
relationship to the statewide average by dividing the discrepancy (i.e.,
result of-step 3) by the percent of services in the total pupil population
(i.e., result of step 2).

Figure 14 is a graphic representation of the data obtained in Wisconsin. An
example of the type of data obtained is presented in Table 16.
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Figure 1 4

COMPARISON PROPORTION OF SPECIAL EDUCATION SERVICES
PROVIDED IN EACH CESA GEOGRAPHICAL AREA

2

-1ErIZIE1

NOTE: The ho..7 graph rept sents the peretrdtage of seMces provided inrelation to the state alit ne (either abcve or below).

Source: Comprehensive Assessment of Service Needs for Special Education in Wisconsin(Lauritzen, 1989)
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TABLE 16
SERVICES PROVIDED TO

lot t...0

STUDENTS

ED

wn-H HANDIGAPS

I St. Total

BY (.;EA
Total Pupil
Enrollment

N

I p0
004P1b pc

3.054
1.28
-.14
10

9.572
4.00
-.03

.1

4.561
1.91

.35
23

11.557
4.83
+.07

.1

29.744
12.01

+.23
2

239.293

N

P
2 0

PC

1.642
1.44
4..02

41

4.182
3.88
45
4

,735
1.53

-1

5.071
4.46

4

12.63C
11.11

4
113.730

N
P
0

PC

397
1.72

4..3

.21

1,081
4.68
.:65
.16

309
1.34
-.21
-14

1.294
520
+24
.18

3.081
13.33
41.57

413

23.118

N

P4
0

PC

574
1.72
4..30
+21

1.534
4.59
..56
.14

455
1.36
-.19
12

1,532
4.59
-.17

.4

4.095
.12.26

+30
44

33.408

N
P

5
0

PC

704
las
-.04

4

1.935
3.80
-.23

43

6d3
1.34
-.21
.14

2,287
4.49
-.27
4

5.6011
11.01

-.75
4

50,919

NI

a P
0

PC

Loss
1.29
..13

-0

3.520
4.18
.15"

1.127
1.34
21
.14

3.983
- 4.73

-.03
1

9.716
11.54

-22
-2

84.178

N

P7
0

PC

1.168
1.60
..161
.13-

3.068
4.21
4..18

IA

1.289
1.74
.19
.12

3,919
5.38
.12
.13

9.422
12.92
.1.16

.10

72.904

N
P

a
0

PO

334
1.40
-.02

-1

1.142
4.79
4..78
4.19

377
1.58
4..od

4

1,218
5.11
4..zs

7

3.07112.86-
4.1.12 23.9 8

.10
N
a

9 0
PC

405
1.10
-.23
-IS

1 .529
4.50
..47
.12

441

1,30
-.25
16

1.750
LIS
+20
4

4.128
12.13
+.37 34.003
4

ti
P10
0

PC

723
911..26

4..49
45

1.233
3
-.78
-19

404
1.07
-.48

-31

1.756
4.63
-.13

-3

4.116
10.86

-.9 37.9070

N

11 P
0

PC

WO
1.53
..11
4

1.859
3.88
-.17

-4

518
1.20
-.35
23

1.775
4.13
-.63
13

4.012
10.72 43.007
-1.04

4
N

12 P
0

Pc

247
1.33
-.09

-8

789
4.29
.22

45 ,.

138
.74
-.81
.52

703
3.79

. -.97
.20

1.876
10.12 18.542
-1.614

44
10,993 31 243 12,017 38,8415 91,098 774,857

55,1814f1088 ill:
Madan te tow 1.42
220.22,1,...... .

4.33 1.55 4.78 11.76

consiste of dates Vila tigabaltes being prodded services in etch CESA, incluchtej EC. MC. a SN programs
merles et servicza'pecrefied So $11288848 'we* hanclosps in relesionebis to dte CESA toe poi enrcitmen,

°' decespency bemoan te powder) ot setvices provided in OM CESA and the stare avemb
poresseste (above or beim) sase-wide maze at services presided to mews with Nent1C208

Source: Comprehensive Assessment of Service Needs for Special Education in Wiscfinsin
(Lauritzen, 1990)
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CHAPTER IV
INSERVICE

kommeadluarmisalteecla
This manual briefly summarizes and highlights the important aspects of inservice

assessment and training. A number of excellent resources are available in this area, making
duplication here unnecessary. The unique nature of individual states' delivery systems of
inservice programming also makes development of a single procedure difficult.

The first step in developing a comprehensive plan for addressing inservice needs should
be to establish a planning committee whose responsibifities would include needs assessment,
identification of objectives for inservice programs, and -plans for implementation of these
programs. Committee-activities should result in comprehensive plans for staff development.

The planning committee should include representatives from the fields of general and
special education. Members on this committee should include-representation from school
boards, superintendents, education administration, supporrwe services personnel, parents, and
teacher trainers. Committee members may be identified by election of peers, volunteering, or
appointment by the SEA.

The first function of the committee should be to determine the needs in target
populations. A. the basis of this review, assessment instruments should be developed. These
assessment instruments could include surveys of questionnaires; interviews with teachers,
parents, etc.; group discussions; and/or observation. Sample assessment forms are available
from sources such as the PANAMS Project (Planning a Needs Assessment Management System).

Those targeted for needs assessment could include general and special education teachers
and administrators, psychologists, speech/language clinicians, schoel counselors and socialworkers, parents, volunteers, foster parents, vocational educators, paraprofessionals, and any
others responsible for providing services to students.

The planning committee is then responsible for gathering assessment data, analyzing and
interpreting data, and diaseminating results of the needs assessment to respondents. Inservice
plans are developed by the planning committee to reflect the expressed needs of the targetpopulations.

The inservice activities should be designed so that participants can learn new techniques
and methods. All plans should include goals and programs that will be implemented within aspecified time frame, specific inservice objectives, long range sequence of activities (ideally 4to 5 year plans), detailed descriptions of major workshops and activities during the first 12 to18 months, a list of resource persons and materials to be utilized, and a budget that supportsthe inservice program.

Planning for implementation of the inservice programs is critical to the success of these
programs. Inservice activities should be advertised and incentives should be designed so thatparticipants will be motivated to attend and iparticipate. Participants should be fully informedof the topic, goals, methods, times, and dates of the inservice.

Finally, methods of evaluating the inservice programs shctild be developed. These maybe follow-up surveys, evaluation forms, interviews with participants, observation, orperformance records. Evaluation of the-inservice-proqrams is the re.spontibility of theplanning committee. The evaluation process should be ongoing to assure that tPe inservice planis accomplishing its expressed goals and objectives. Evaluation should be a process thatdetermines the value of the inservice to he participants, identifies potential problems,clarifies needs, improves activities, reinforces positive performance, and continues the needsassessment process. Effective evaluation insures program quality, professional and personalgrowth, and the basis for 'inure decision making.

4 2
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CHAPTER V
RESOURCES

Overview

The resources presented in this chapter were identified on the basis of recent or current
fedt,..al project support in the area of teacher supply/demand. Additional individuals who had
direct contact with this project are included. This selection procedure may well have omitted
prominent individuals who have contributed to the understanding of the teacher personnel
supply issues and inservice training needs. We apologize to those we unknowlingly may have
omitted. The individuals in Table 16 are grouped to approximate their areas of expertise or
current responsibilities.

TABLE 16
INDIVIDIIALS WITH EXPERTISE

AttritioR
Friedman, Stephen
Gomez, Joe
Lauritzen, Paul
McKnab, Paul
Metzke, LirJa

Jnservice_TralaIng
Bundschuh, Ernest
Gi ves, Laveme

. Murray, Karl
Smith-Davis, Judy
Ueberle, Jerrie

Models_ to Project Teacher Sup*
Boii, Ening
Bunsen, Theresa
Friedman, Stephen
Lauritzen, Paul
Wilson, Jim

Recruitment/Retention
Graves, Laverne
Smith-Davis, Judy
Prothro, Hayes

New Federal Projects
Davis, Larry (Project CSPD)
Bowen, Mack (Project SESPE)
Murray, Karl (Project CEC)

Regional Resource Centers
Carlson, Larry
Newton, Anne
Turley, Christy Riffle
Zeller, Dick

Description of Resource Personnel

Er ling Boe
Professor of Education
University of Pennsylvania
3700 Walnut Street
Philadelphia, PN 19104
(215) 898-5697

Erling Boe has served as a vis:ting scholar at the National Center for Educational Statistics
(NCES) and dealt with the analysis of the National Cools and Staffing Survey. He has also
worked wit') teacher supply/demand issues for the Office of Special Education and Rehabilitation
Services (OSERS) and the Office of Bilingual Education and Minority Language Affairs
(OBEMLA).

43
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Made. Bowen

Department of Specialized Education Development
Fairchild 'Hall
Illinois State University
Bloomington, IL 61761
(309) 436-5415

Mack Bowen has had an extensive background in teacher training. He has worked in the
Office of Special Education and Rehabilitation Services and is currently director of a federally
supported special project. Project SESPE (Special Education Supply of. Preservice Educators),
is to be funded during 1990-93 at Illinois State University has the overall goal to identify and
evaluate national information concerning the present and projected new supply of special
educators and the capacity of institutions of higher education (IHEs) to prepare special
educators. As such, project activities will include analysis and synthesis of information
relevant to the study andNalidation of both new supply at the preservice level and the capacity
of institutions to train peiSonnel. Two main studies are projected to be conducted. A study will
be conducted using chief state certification officers and state directors of'special education to
determine for each state certification authority the specific patterns and methods-of special
eduCation certification, types of certification categories and the magnitude of annual
certification requests. A second study:will be conducted with a prototype preservice supply and
capacity instrument that will be developed and piloted for use in obtaining information from
IHEs concerning present and projected supply of preservice special educators who are eligiblefor initial certification.

Ernest Bundschuh
PANAMS Project
850 College Station Road
Athens, Georgia 30610
(404) 542 3900

Ernest Bundschuh is the director of the federally supported project PANAMS (PlanningA Needs Assessment Manacevnent System). Th:s project has developed a variety of computer'
scored needs assessment instruments to evaluate various populations. Instruments are
currently available for special education physir;al education, related services personnel, and
parents. Currently under devetoparent is an instrument to assess training needs of individualsworking with young handicapped chliren.

Theresa Bunsen
Education Programs Specialiq
Division-of -Personnel Preparation
Office of Special Education and Rehabilitation Services
United States Department of Education
400 Maryland Ave., S.W.
Washington, D.C. 20202-2651
(202) 732-1083

Theresa Bunsen is on the staff in the Office of Special Education and Rehabilitation
Services (OSERS). She has responsibility for monitoring state CSPD plans and has worked with
Michael Small (1989) in developing a system to prolect special education teachers. Thissystem has been successfully piloted in the State of Michigan (PITH, 1990).
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tarry Carlson
Federal.Rngional Resource Center
314 MineraLkidustrial Bld
UOtersity of -Kentucky
,LOngton-, Kenjucky 40506-0051
"(6016) 257-7373

The-Resource Centers across th*United States provide direct technical support to states
and jurir4ctions im.their region and are resources-for materials in the area of personnel needs.
Larry Carlson:has:Worked vith the various Regional Resource Centers to provide technical
asristance to &number of-states.'

Larry "Smokey° Oalifis
The National AssOa,Vi7n of State
Director* of-Special .El*ication
2021: K Street, N.M. Suite-315
'Washington, DC 20006
(20 2) 2 96,1 800

&pokey iDavis. is Director of Training kr the National- Associaton of State Directors of
Special Edudation. A former state, director of spciateducatign and CSPD coordinator for the _

Nevada- Departmentof Education, he has an extensive background in the recruitment and training
of:special .education: personnel. He is currently project director of the NASDSE SPecial Project
Presidents' Council in,the joint training of new state directors and CSPD cocrdinators. He also
servesav a member of tha,Steering Committee of the OSEP initiative on the CSPD which is being
carried out in cooperation with the Mid-South Regional Resource Center.

Stephen Friedman
Dept. of- Psythology
UW-Whitewater
Whitewatér, WI 53190
(414) 472-5 429

Stephen Friedman has worked for the past two years as the research associate and project
evaluator on the federally supported CSPD Special Project. He has contributed to this manual
and'has been responsible for validating the statistical procedures in the new-hires model. He
specializes im educational-measurement and statistics.

Jde 00111Eq, Jr.
Department of Education
-P.0; Box; 30008
tensing, -MI 48909
i'17) 373-6488

Joe Gomez has compiled the data for the report 24ecial Education Personnel in Michigan
EubllagitigisL.1931:a. His analysis includeri longitudinal attrition data, services by region,
individual* certified by -training institution, and other data points necessary to project the
teacher supply bated Oh the analysis of new hires.

45
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Laveme Graves
Eturea4 of:Education for
:ExcePtiorrif:Children

--Fiorida-Dept of Education
,Knoff Bu'Ictintj
Tallahassee,.FL 32399
(304) 488-4246

Laverne Graves is an experienced CSPD Coordinator who has an extensive background in
'Intl:In/ice, training and the recruitment of edtiCational personnel. She has worked with the state
:oUFlorida redruitment program which is recognized as on of the most effective programs in this
area.

Paul Lauri?.=
Dept. of Speclal'Education
UWANnitewater
Whitewater, WI 53190
(414) 472-1660

Paul- Lauritzen has bor the past three years directed a federally supported special project
which objectives were to,develop and pilot aceurate4nd comprehensive procedures to assess
personnsrneeds in education. He has authored this technical manual and developed many of the
proceduree which are coinoonents, of the new hires model His work has involved the evaluation
of varioas state education, feta to investigate their potential to use the new hires model to
projedt Aheir educational Ptirsonnel needs.

Paul Lauritzen has .for the past two years, following the new hires model, conducted the
teacher supply/demand'study, for the state of Wisconsin. The past eleven years he has produced
the-Wisconein CSPD data repOrt on special educatiOn personnel needs. His research has also
Included several comprehensive teacher attrition studies, teacher career paths and the cultural
factors,that influeAce a person'e employability as a teacher.

Paul MO.:nab
DOision of Psychology and
Special Education
Emporia_State-University
1 200-Commercial-
Eniporia, Kansas 66801-5087
(pia) 343-1200

Paul Mcknab has conductedeeverai extensive attrition studies that have incorporated such
variableeas.differences betweertgeographical areas, teaching fields, and the age level taught.
Misiongitudinal data has .contebuted. to national ,Projections in this,area.

Uncle Metzke
FIFES Box

Concord, VM .05824

Unda Metzke, is a general and special education teacher trainer who has two years I
.exPerionce in data analysis for the Wisconsin CSFD report and one year as the research

4 6
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assistant on this federal project, assessing perionnel needs in education. She has done extensive
research on the causes of teacher attribon and on the variables contributing to teacher
retention.

Karl Murray
Project Director
National Institute on CSPD Collaboration
The Coundil for Exceptional Children
1920 Association Drive
Reston, VA 22091
(703) 620-3660

Kari Murray's past experience includes assistant state director of special education and
CSPD coordinator in California. He serves as president of the CSPD Caucus and will be-the
project director of the CEC *Oa! project. This project has a primary focus of bringing
together the SEA, IHE, and LEA personnel development efforts. Working in a collaborative
mode., CES propbses, in collaboration with the National CSPD Caucus to: (1) research best
practices and training models for collaborative planning and needs assessment; (2) provide two
level regional (basel on RRC regions) institutes for SEA/IHE/LEA and other CSPD personnel
regarding collaborative planning for CSPD; and (3) dikeminate significant information derived
froM educational research, demonstration projects, and best practices.

It is anticipated that at the end of year one, 150 persons will have received training in
collaborative rlanning.for a CSPD, thru three regional in-depth trainings. In years two and
three, teams from the additional three regions will receive in-depth training and follow-up
will begin in collaborative planning for a CSPD. .Additionally, all states and territories will
have received quarterly distribution of CSPD research, demonstration projects and best
practices from throughout the United States. All graft wtivities will be coordinated by CEC and
the grant will have a National Advisory Committee with representatives from at least the
following: TED/CEC, OSEP, CASE/CEC, National CSPD Caucus, NASDSE, RRC, SEA's, LEA's, and
parents.

Anne Newton
Region Laboratory for Education
Improvement for the Northeast and Islands
300.13rickstone-Square- Suite 900
Andover, Mass. 01810
(508) 470-0098

Anne Newton facilitates the implementation of teacher supply/demand data through the
activities of the regional laboratory. She works closely with the renional teacher supply/
demand project conducted by the Massachusetts Institute for Economic and Social Research
(MISER). Her work involves the removal of certification barriers which restrict
teacher/administrator mobility and the improvement of the quality of education through the
support of induction and other programs. The laboratory is working toward regional siandards
for educational personnel.

Hayes Prothro
5912 Sunshine Drive
Austin, TX 78757
(512) 452-2940 4 7
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Hayes Prothro has extensive experience with state level CSPD, collaboration with director
of special edipation, teachrr training personnel and parents. He is an experienced inservice
trainer for general and special education personnel ahd as a group facilitator. His work also
includes networking, dissemination, and the planning/coordination of training events

Judy Smith-Davis
10860 Hampton Rosd
Fairfax Station, VA 22039
(703) 239-1 557

Judy Smith-Davis designed and conducted the study and authored the report of the most
comprehensive investigation of SPecial education personnel supply/dem-1rd on a national level
that has as yet been undertaken

(EelsonnaLla_eduCattliltlhandicagpastimAmericaLarggly_and
demaniagmaargiuminattykisvaint, 1984, University of Maryland) and participated in a
follow-up two Years later. She has also been the editor of the Supply/Demand and Recruitment/
gamin bulletin boards and databases on SpecialNet since their inception in 1988. Since
1976, She has been closely involved in activities, publications, ....urveys, and projects
concerning inservice, preservice, and participatory planning, and is Currently working with
several state departments of education on these issues. She has recently assisted the Florida
Department of Education in preparation of a handbook on recruitment and retention, and will
prepare a separate and different document on this topic for the California Department of
Education. She is involved in independent research and has a long history of working together
with CSFD Coordinators in state governments. She is also skilled in the dissemination of
information and-promising practices via several media, and has expertise in organization
development andplanned change. She is also a member of the Steering Committee of the national
CSPD initiative being undertaken by OSEP in cooperation with the Mid-South Regional Resource
Center.

Christey Riffle Turley
Mid-South Regional Resource Center
123 Porter Building
University of Kentucky
Lexington, Kentucky 40508-0205
(606) 257-4921

Christey Riffle Turley is assistant director of the Mid-South Regional Resource Center,
which has shown leadership in addressing teacher supply/demand problems in special education.
The Resource Center Provides direct technkli support to states and jurisdictions in their regionand is a resourot for materials in the area of personnel needs.

Jerrie Ueberle
Global Interactions, Inc.
P.O. Box 23244
Phoenix, Az. 85063
(P02)-272-3438

Jerrie Ueberle has a varied background including experience as a state CSPD director,
experience with various national level CSPD projects, participatory4p8anning and inservice
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trainer. She will be working with the CSPD special project through thc ,EC organization and
specializes in the organization of a CSPD plan.

Jim Wilson
University of Massachusetts
At Amherst
Thompson Hall
Amherst, MA 01003
(413) 546-3460

Jim Wilson is Senior Project Analyst of the MISER federally supported project
(Massachusetts Institute for Social and Economic Research), involved with the states in the
North Eastern Region to project supply/demand data for teachers and assess the variables that
impact-on personnel needs for this area. This project uses econometric models of education
labor sup* and demand. Models employ a combination of duration and market analysis in
dealing with personnel data. In addition, the estimated model is then coded into simulation
Software to allow sensitivity analySes and policy simulation.

Dick Zeller
Westem Regional Resource Center
Clinical SeMcbe Building
University of Oregon
Eugene, Oregon 97403-1215
(503) 686-5641

Dick Zeller is director of the Western Regional Resource Center, which has shown
leadership ih addressing teacher supply/demand problems in special education. The Resource
Center provides direct technical support to states and jurisdictions in their region and is a
resource for materials in the area of personnel needs.

4 9
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CHAPTER VI
SPECIAL EDUCATION CSPD EVALUATION MODEL

Evaluation_Modet

States that receive federal funding through the Education of All Handicapped Children Act
(P.L 94-142) are required to submit an annual program plan which includes procedures for
the development and implementation of a comprehensive system of personnel development. The
purpose of this plan is to provide a system to insure that children identified as handicapped are
receiving their education from well qualified and competent individuals. This includes inservice
needs of special and regular educators, parents, administrators, and support personnel.
Preservice neads of special educators are a part of providing qualified personnel.

The CSPD model has the potential to satisfy several goals. It should enhance the
cooperative personnel plannirig within the state among college and university personnel,
regional and local education perssonnel, and the SEA so that a planning system can be developed.
It should provide IHEs with a basis for advising and assigning students to majors relevant to the
supply/demand for teachers. Accurate data about new trends in certification can be supplied to
professionals working in the field of special education so ,that teachers can provide the best
possible programs fdr their students, as well as establish a'professional identity and sense of
security for themselves. The CSPD section of the state program plan in the past has had limited
emphasis, yet this is one section' of the law that deals with the quality of education available for
children with disabilities.

This project reviewed all state CSPD plans and the absence of a consistent format made it
difficult to assess this program. area. This is due, in part, to the fact that regulations were
passed before a strong model for the CSPD report was available. Thuo, an outline for a model
CSPD report was designed (See Appendix A). Adoption of this outline will facilitate evaluation of
these reports and provide a consistent model for data milection so that goals can be reviowed and
attained.

The first step in the process of developing the model was to review current CSPD
regulations (See Appendik B). The outline inoporates all areas required by the current
regulations. The second step in the process was to determine information required to develop
reliable data bases necessary to accurately predict supply/demand for special education
personnel and enhance decision-making regarding personnel issues at the local, state, regional,
and national levels. These areas were added to the outline as suggested supplemental areas.

A point system was developed to quantify the evaluation of each CSPD plan. Higher points
were assigned to required areas than were assigned to supplemental areas. It should be noted
that the lower points for supplemental areas do not reflect the relative importance of these
areas, but the fact that these areas are not currently required in the regulations.

Results of the evaluation revealed wide discrepancies in the quality and type of
information contained in these reports. If states would submit CSPD plans following a standard
outline, evaluation of those plans could be improved, and the information supplied in these
documents could more readily provide the information required to predict personnel needs and
highlight inservice needs in special education.
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Appendix A'
OUTLINE FOR CSPD MODEL

I. Administrative
A. Representatives on Committee

1. RepreselnrAtives on Committee
a. Parenta
b. General Education Teachess
C. Special Education Teachers
d. Teacher Trainers
e. Administrators
f. Other (advocacy groups, etc.)

2. Operation/Responsibility of Advisory Groups
a Frequency of meetings
b. Abtivities and responsibilities of committee
C. Some of funding for group activities
d. Adequacy of funding -

II. Critical Areas-Teacher Availability
A Current Teacher Supply

1. Current Teacher Supply
2. Number Needed by Category
3. Number of Personnel Requiring Retraining

B. Number of New Teachers Prepared Yearly
1. By Institution
2. By Category

C. Number of Newly Trained Teachers Employed in
Teaching (Employment Profile)
1. Follow-up Survey of State Data Base

D. Number of Teachers Employed Who Are Not
Fully Certified
1. By Category

E. Number of Newly Hired Teachers
1. Number Trained In-State
2. Number. Trained Out-of-State

F. Numbers of Support Personnel

I I I. Supplemental Areas-Teacher Availability
A. Teacher Attrition Rates

1. By Category
2. By Age
3. By Geographical Area

B. Pupil/Teacher Ratios
C. Geographical Distribution of Senlices
D. Least Restrictive Placement
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E. Public School Programs
F. Private School Programs
G Highef Education
H. Voeatiotil/Tethnical Schools
I. Institutions

1 . 'State Operated
2. Child Caring

J. Homebourid

IV. Assessment-Critical Areas
A Descriplion ofAssessment Process

1 . Special Education Teachers
2. Genes* Education Teachers
3. Administrators
4. Support Personnel
5. Parents

B. Imp ementation
1. nserviceiorSpecial Education Teachers
2. nservice.for GeneraLEducation Teachers
3.. nservice ,for Administrators
4. nservice, for Support Personna
5. nservice for Parents
6. peographical Scope of Training
7. Staffing ot,Inservide
8. Funding-grin-service/Time Frame
9. Evaluation of lnservice

C. Preservice
1. Areas of Training Need
2. Target Population

D. Innovative Practices
1. Incentives to Insure Participation
2. Local Staff Involvement
3. -Cavelopment of Instructional Materials
4. Dissemination of information from Research

And Dernonstration Projects

E. Dissemination
1. To Teachers'
2. To Administrators
3. To Agencies and prganizations
4. Training, to:EstabiWk Innovative Programs and

Practices
5. Reassessment of Current Practices

V. Technical Assistance

VI. Evaluation Procedures
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Appendix B
EVALUATION MODEL FOR CSPD PLANS

This evaluation model provides a basis for the qualitative amssment of the CSPD sections
of each state's program plan mandated by P.L. 94-142. The evaluation model includes critical
areas of common data co3ections so that a national picture of personnel needs in special
education can be determined. This model is comprehensive since all areas relevant to personnel
needs are included in the data base. The model provides for collection of both current and
longitudinal data that allow each state to examine its entire specie! education program. Those
areas stipulated by the regulations are identified. The 100 point scoring sy.Vem is weighted
according to the importance ot each section. At tits time the model is intended to be used as a
standard for the improvement of state CSPD plans. Furthermore, it is hoped that this model
will allow regulations governing CSPD plans to be strengthened and revised to require the
information necessary to develop quality teacher training and inservice programs. The goal 1or
this evaluation model is to insure that children with exceptional educational needs receive the
highest quality of educational services.

I . ADMINISTRATNE VARIABLES
A State advisory committee for CSPD activities

RATIONALE: Mandated by Federal Regulation Code 34(34CFR) section
76.101(e)(3)(ii), 300.381(b), 300.38(f)(7), and 300.387.
Although all states are required to have advisory commitIces, states with small
populations may be allowed to use their state special education advir.ory committee for
this purpose.
1. Committee based on state size
2. Representation on committee

a parents
b. general education teachers
C. special education teachers
d. teacher trainere
e. administrators
f. other (e.g., advocacy groups)

3. Frequency of meetings/time device to advising and evaluation of reports

TIMELINE: Within the three year cycle
JUSTIFICATION: An ongoing advisory committee will ensure quality reports.

B. Funding for state CSPD report
RATIONALE: Adequate funding for the state CSPD report is necessary if meaningful, high
quality data is to be provided. Funding should show a relationship between the amount of
federal expenditures, inservice needs, and the size of the population with disabilities.
1. Adequacy of budget relative to the size of the state
2. Source of funding for CSPD activities

TIMELINE: Yearly
JUSTIFICATION: This is necessary for accurate aod comprehensive CSPD plans.

11. SUPPLY OF tLEWY TRAINED TEACHERS
A Current teacher supply
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1. Number currently teaching
2. Number needed by category
3. Number of pIrsonnel requiring retraining
RATIONALE: MaAdated by 34CFR section 300.382(c).
TIMELINE: Yearly
JUSTIFICATION: Yearly data provides a basis for longitudinal assessment.

B. Number of new teachers prepared yearly by teacher training institution/certification
category
RATIONALE: Mandated by 34CFR section 300.382(b)(1), 300.382(c), and 300.383.
The number of newly trained teachers is essential for determining if a sufficient
number of qualified personnel are being trained to provide appropriate educational
services to students with exceptional educational needs.

TIMEUNE: Yearly
JUSTIFICATION: Yearly data provide a basis for longitudinal assessment of trends in
teacher supply and demand.

C. Number of newly trained teachers employed in teaching (employment profile)
RATIONALE: Longitudinal follow-up studies of newly certified teachers provide
information on inservice needs, teacher satisfaction, and current employment status.
Follow-up studies also show the proportion of newly prepared teachers who actually
enter the field to teach students wIth handicaps. This information provides initial
attrition data as well as information about the climate of the field of special education.

TIMELINE: Yearly
JUSTIFICATION: The cost of gathering this data yearly is prohibitive.

D. Number of teachers employed who are not fully certified
RATIONALE: Mandated by 34CFR section 300.382(b)(1). The number of teachers
certified on a temporary basis license provides an indication of: (1) which areas in
special education have the greatest need for trained personnel, and (2) how critic& the
shortage is in each disability category. The number of emergency licenses issued for
general education would be of value for the purposes of comparison.

TIMELINE: Yearly
JUSTIFICATION: Yearly data allow for longitudinal studies of need for trained teachers in
each area.

E. Number of newly hired teachers
1. Number trained in-state
2. Ntgnber trained out-of-state
RATIONALE: This information provides state with the dat..L, required for the formula used
to project training needs.

TIMELINE: Yearly
JUSTIFICATION: Longitudinal studies and trends require yearly data collection.
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F. Related services/support personnel trained
RATIONALE: Mandated by 34CFR section 300.382(b)(1) and 300.382(c). The number
of support personnel providing related services as defined in 300.13 is essential to
determine the overall quality of services provided to students with disabilities.

TIMEUNE: Within the three year cycle
JUSTIFICATION: Although longitudina1 data in this area would provide additional
information, the cost of yearly assessment is not justified.

I I I . SUPPLEMENTAL

While federal regulations do not mandate the following components. se components provide
information critical to a comprehensive assessment of personnel ir. ,Jecial education. Unle6s
attrition rates and pupil/teacher ratios are known, the actual quality and availability of
services provided to special needs students cannot be determined. The number of newly trained
teachers, without data on current employment and attrition, does not provide an accurate
picture of personnel supply and demand.

A Attrition
RATIONALE: Attrition information is an important variable in the identification of
future personnel needs in special education, allowing sufficient numbers of future
teachers to be recruited and trained in order to maintain quality service delivery to
students with special needs. Furthermore, this information provides critical data about
the stability of teachers in special education. In addition, a study of the causes of
attrition identifies current conditions in the field that can be ameliorated to retain
qualified personnel.

TIMEUNE: Within the thr2-e year cycle
JUSTIFICATION: The cost of gathering this data yearly is prohibitive.

B. Pupil/Teacher ratios (including number of F.T.E. certified teachers) in relationship to
the number of special 'education students served
RATIONALE: Student/teacher ratios are an indication of the quality of services provided
to students with special needs and the implementation of individualized instruction as
mandated by P.L 94-142.

TIMEUNE: Within the three year cycle
JUSTIFICATION: This information is relatively stable over a three year period.

C. Distribution of services to handicapped children by geographical area
RATIONALE: Studies have shown that the quality of services may be dependent on the
geographical area in which the student lives. Attrition rates are often higher in rural
areas, creating another service delivery issue.

TIMELINE: Within the three year cycle
JUSTIFICATION: Without information about service delivery in relation to geographical
areas it is difficult to monitor the quality of services in rural areas.
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D. Least restrictive placement
RATIONALE: Mandated by P.L 94-142 that students be placed in the least restrictive
environment. This component gives information about the proportion of students
maInstmamed, in integrated special classes, in segregated programs, and in institutional
programs.

TIMEUNE: Within the three year cycie
JUSTIFICATION: Without this information it is impossible to assess whetner or not
students are being served in the least restrictive environment.

E Services
RATIONALE: This component provides comprehensive information about various service
delivery institutions from birth orough 21. This information is pertinent in assessing
the availability of special education services in both public and private sectors. Trends
in number of children served impadts on personnel needs.

1. Public schools
TIMELINE: Yearly

2. Private schools (Elementary and secondary day schools)
TIMEUNE: Within the three year cycle

3. Vocatkmal/Technical schools (State operated post se)ondarvI
TIMELINE: Within_the three year cycle

4. Higher education (Public and private colleges
TIMEUNE: Within the three year cycle

5. Homebound instruction (Students provioed instructional services at home)
TIMEUNE: Within the three year cycle

6. Institutions
a. State operated
b. Child caring (Residential treatment centers that serve handicapped children with

indirect, state financial support)
TIMEUNE: Within the three year cycle
JUSTIFICATION: This inforination is needed in order to accurately predict the
number of teachers needed to serve in each categorical area.

IV. ASSESSMENT/CRITICAL AREAS

RATIONALE: Mandated by 34CFR sections 300.382(e), 300.382(0(1), (2), (3), and
(4). Nn assessment of training needs provides an insight into the quality of teacher training
progra 's. Assessment of the inservice needs of general education teachers and support
personnel should enhance cooperation between general education teachers and special
education teachers, which will insure quality services for students with special needs. The
assessment of parent needs provides input and cooperation from parents.

A. Description of assessment process
1. Special education teachers
2. General education teachers
3. Support personnel
4. Parents
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TIMELINE: W;thin the three year cycle
JUSTIFICATION: The training needs of these groups remain relatively stable cwer the
three year period.

B. Implementation
RATIONALE: Mandated by 34CFR sections 300.382(f)(5)(i), 300.382(f)(5)(ii),
300.3g2(f)(6)(ii), and 300.383(b). Without implomentation, the assessment of
inservice needs of teachers, support personnel, and parents will not function to improve
speoial education programs. In addition, implementation plans can serve to provide
other states with information about practices that lead to quality inservice programs.
Educational progress depends on the evaluation and dissemination of educational
practices.
1. Special education teachers
2. Inservice for general education Wachers
3. inservice for support personnel
4. Inservice for parents
5. Delivery of iiiservice by geographical area
6. Methods used to staff inservice
7. Sources of funding for inservice
8. Time frame for presentation of inservice oroorams
9. Evaluation of inservice

TIMEUNE: Yearly
JUSTIFICATION: The listing of activities should be done during the three year cycle in
order to provide an overall picture of training offered.

C. Preservice training
RATIONALE: Mandated by 34CFR sections 300.383(b) and (c).
1. Areas of training needed
2. Target populations

TIMEUNE: Yearly
JUSTIFICATION: Ths listing of activities should be done during the three year cycle to
provide and overall picture of training offered.

D. Innovative practices
RATIONALE: Mandated by 34CFR sections 300.382(e)(1), (3)(2), and (e)(3). If
education is to continue to improve and meet the needs of students and society, the
practices that lead to excellence in education must be presented to teachers. Research in
education loses its meaning if theory is not translated and applied to practice in the
classroom.

E. Dissemination
PATIONALE: Information dissemination is mandated by 34CFR sections 77.101(e)(iii)
and (iv); 300.384(a) and 300.384(b)(1-3). Training components are mandated by
34CFR 76.101(e)(3)(Iii) and 300.385(a)(b) and (c). Dissemination of information
about innovative practices to all those who are involved with children mill special needs
I Lk necessary to meet the needs of these students.
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1. Information- dissemination
a. Information to teaching personnel
b. inforOation to administrators
C. Information to agencies
d. InforniatIon to organizations
e. Information to current practices

2. Training,
a, 'To establish innovative practices
b. To utilize instructional materials

TIMELINE: Within the three year cycle
JUSTIFICATION: This activity should be ongoing during the three year cycle with
appropriate groups targeted each year.

V. TECHNICAL ASSISTANCE
RATIONALE: Technical assistance by SEAs to LEAs is mandated by 34CFR 76.101(e)(3)(ii)
and 300.837.

VI. EVALUATION PROCEDURES
RATIONALE: Monitoring the extent to which program objectives are being met is mandated
by 34CFR 75.101(e1(3)(11).
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