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In the past year, overall teacher workforce trends in California have worsened, with especially severe
consequences in special education, math, and science, and significant threats in bilingual education.
Survey data suggest that, in addition to canceling courses and increasing class sizes, districts are responding
to shortages by hiring underprepared teachers (teachers who have not yet completed the subject matter

and teacher preparation requirements for a full credential); assigning some teachers out of their fields of
preparation; and hiring substitutes, who need only pass a basic skills test.? Relyin'g on underprepared, out-of-
field, and substitute teachers is a cause for concerm. Evidence shows that these teachers typically depress
student achievement and have higher attrition rates.2 The high attrition rates of underprepared teachers
create continuous demand for new teachers and exacerbate shortages.® Moreover, schools serving the most
vulnerable students, inclugding students in high-poﬁerty, high-minority, and high-English Learner schools,
disproportionately turn to underprepared teachers to meet their hiring needs.*

Current California Teacher Workforee Trends

+ Stagnant teacher supply is insufficlent to meet growing teacher demand. New California credentials
have remained constant at 11,500 sinde 2013-14, whiie the number of projected new hires has
exceeded 20,000 (see Figure 1),

Figure 1

Teacher Demand Continues to Grow

New preliminary teaching credentials issued and district-estimated new hires,
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Note: The 2015-16 credential data represent preilminary credentials ssued to new California-prepared teachers who
have met all initial credential requirements,

Source: Data on estimated teacher hires are from the California Department of Education. Daia on new credentials are from
the California Commission on Teacher Credentialing,
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*+ Enrollment in teacher preparation remains near historic lows. Despite a 10% lncreaee in teacher
~ preparation enrollments between 2013-14 and 2014-15, the number of teachmg cendldates enrolled in
2014-15 was just one-quarter of the number enrolled in 2001-02 (see Figure 2).

+ There have been slgnlficant Increases In substandard credentials and permits. In 2015-16, California
issued more than 10,000 intern credentials, permits, and waivers, more than double the number issued in
2012-13 (see Figure 3. These authorizations to teach were granted to those who had not completed—or
sometimes not even started—preparation for teaching. The greatest growth has been in emergency-style
permits known as Provisional Intern Permits (PIPs) and Short-Term Staff Permits (STSPs). ' '

Flgure 2
Enrollment in Teacher Preparation Remains Low

Number of candidates in California .enroﬁed in teacher preparation programs,
2001-02 to 2014-15
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Source: California Commission on Teacher Credentialing, Data evana hle at http://www.cte.ca.gov/reports/data/
titlell-prog-nfo.htiml, ‘

» In 2015-16, California had more than 4,000 teachers on PIPs and STSPs, nearly five times as many
as in 2012-13. About 1,700 PIPs and STSPs were issued in special education, and more than 450 in
math and science. ’

+ More special education teachers are entering the classroom on substandard credentials or permits than
are entering with full teaching credentials, Just 36% of new special education teachers in 2015-16 had a
preliminary credential. The remaining 64% of new speoial education teachers—more than 4,000 teachers—
entered the field as interns or with permits or waivers. No other major teaching field issues most of its '
credentfals to underprepared candidates. '
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Figure 3
Substandard Credentials and Permlts Doubled Between
2042-13 and 2015 16
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The plpeline of prepared math and sclence teachers continues to shrmk Between 2012 and 2016, the
proportlon of math and science teachers entering the field on substandard credentrals or perm!ts doubled
going from 20% to nearly 40% of the total while the number of such teachers entenng with full credentiats
dropped from 3 200 to only 2 200 over that time. frame '

Californla may be unprepared to meet the expected Increase In demand for bllmgual education teachers
as schools develop and expand bilmgual programs under Proposition 58. At 700 new blhngual teachers
in 2015- 16 California authorizés fewer than half the number of new bllinguai teachers lt dld ‘when bzhngual
educatlon hlrlng was at |ts peak in the mld 19905. ,_ s '

Shortages dlsproportionately impact Iew-[ncome and mlnority students Teachers hired on emergency—
style credentials are twice as likely to teach In high- poverty schoois than in Iow~poverty schools and are
three times more likely to teach in h1gh minority schools than | in low- mlnonty sohools '

In the past year, Cahfornla s teacher. shortage has wersened as teacher demand grows and teacher supply

staghates. As a result districts are havmg to hire a growmg number of teachers on substandard permits

and credentials, which are mcreaslng more quickly than are preliminary credentlals Fortunately, recent
California Ieglslatlon demonstrates a concern for addressmg the worsening teacher shortagés through funding
recrwtment efforts, 4 year integrated bachelor degree andteaching credential programs ‘@nd'up to 5 years of
postsecondary and teacher preparatlon trammg for classified staff.?
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California schools have had persistent difficulties filling special education vacancies, but in the past two years, these shortages
have skyrocketed, as evidenced by the growth of substandard special education authorizations. When schools struggle to

fill a position with a qualified teacher, they often hire teachers who are still in training or who hold emergency-type permits
without training.* Research has found that spectal education training significantly improves teachers’ capacity to effectively
teach students with special needs.? Special education teachers with more extensive pedagogical training and practice teaching
are better prepared 1o handie key teaching duties, such as planning lesscns, managing the ciassroom environment, fulfilling '
professional duties, and using a variety of instructiocnal methods,® Those teachers who are not prepared to meet the needs of
their students may contribute to classroom conditions that negatively impact student learning and well-being.*

Snecial Education Teacher Workforce Trends

» New, underprepared special education teachers outnumber those who are fuily prepared 2:1. No othet major
teaching field issues most of its new authorizations to underprepared candidates (see Figure 1).

Figure 1: New, Underprepared Special Education Teachers Outnumber Those Who Are
Fully Prepared 2:1
Proportion of preliminary and substandard special education authorizations Issued, 2013-14 to 2015-16

& Substandard Credentlals
and Permits
Prediminary Credentials

2013-14 2014-15 2018-16

Source: California Commission on Teacher Credentlaling.

+ Substandard credentials and permits nearly doubled between 2011~-12 and 2015-16, while preliminary
credentials to fully prepared teachers dropped 29%. The annua! pool of new special education teachers has increased
by neatly 30% over the past two vears, but these increases are being driven entirely by teachers on substandard
authorizations (see Figure 2). :

« Qver 1,700 underprepared special education teachers in 2015-16 were hired on emergency-style permits,® which
are issued to teachers with little to no preparation to teach. .

« Sybstandard credentials and permits are growing In every special education subspeclalty, with the greatest
Increases since 2012 in the areas of moderate/severe disabilities, where they have more than doubled, and mild/
moderate disabilities, where they increased by more than 60%. These types of speclal education authorizations
are needed to teach students with complex learning needs, including students diagnosed with autism, intellectual
disabllitles, and serlous emotional disturbance.®

» Shortages in special edycation are most likely to disproportionately affect English Learners, who are
overrepresented In speclal education by nearly 30%, and Black students, who are overrepresented [n special
education by nearly 50%.7
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+ Researchers project that over a quarter of Callfornla’s speclal education teachers who were teach'!ng In 2044 wili retire by
2024, more than in any other subject area.t In addition, in some counties, up to 86.5% may retire. With an aging teacher work-

=~ “foreerand fewer qualified new speclal education teachers; special education shortages may-become even-worse-in-future years:———

Figure 2: Trends in Special Education Teacher Supply
Preliminary and substandard authorizations lssued, 2011-12 to 2015-16
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Teacher shortages across the state significantly impact the already-limited supply of qualified special education teachers,
In the past two years, schools have seen a sharp increase in the number of undérprepared special education teachers
entering the field, which can undermine student achievement and well-being while creating much greater turnover, because
such teachers leave at higher rates. Solving the teacher shortage requires more than an influx of new teachers. New
teachers must also be well-prepared, well-mentored, and well-supported so that they stay in the profession and contribute
to a long-term solution. '

As we describe in our report on Californla teacher shortages,® strategles to accomplish this can include service scholarships
that support training for those who will teach in high-need flelds for several years; one-year residency programs that train
teachers in apprenticeships linked to credential coursework and mentoring in urban or rural districts where they pledge to
stay and teach; and Incentives to keep strong teachers in high-need fields who would otherwise retire.
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The passage of Proposition 58 In November 2016 removes restrictions on bilingual education programs for California'’s
English Learner {EL) students, allowing California school districts to more easily create or expand bilingual and immersion
programs, Proposition 58 amends and removes kay components of Proposition 227 that, when passed in 1998, severely
lImited the extent to which schocls could offer bilingual education. Now, schools and families have greater latitude to seek
bilingual education, which will likely lead to increased demand for teachers with bilingual authorizations, Teachers in bilingual
programs must be fluent in both English and the secend language of instruction, as well as pedagogically skilled to support
language acquisition and academic content masiery. Teacher shortages pose & unigue challenge in this context. As districts
and scheols attempt to create or expand bilingual programs, they will have to vie for an already limited supply of fully prepared
teachers, in addition to recruiting teachers with bilingual authorizations.

Bitingual Education Trends

« There are 1.4 million English Learners In California, or about one in five students.! Before the passage of Proposition
227, about 30% of ELs were served by bilingual programs. A decade lzter, the number of EL students served by bilingual
programs decreased to just 5%.2 English learners are impacted by bilingual teacher shortages as well as shortages In
special education, in which they are overrepresented by nearly 30%.3

» Few teacher preparation institutions offer billngual authorization tralning programs. After the passage of Proposition
227, bilingual teacher preparaticn programs were greatly reduced across the state.* In 2009, the Commission on Teacher
Credentialing approved a set ¢f standards that would allow teachers to pursue bilinguat authorization through multivle
routes, with both coursework and examination options,® likely contributing to a greater share of bilingual authorizations
being issued to existing teaching credentials than to new teaching credentials (see Figure 1}. Currently, only 30 teacher
preparation institutions offer hilingual authorization training programs, compared with over 80 that grant secondary and
elementary teaching certifications (see Figure 2).%

» California authorizes fewer than half the number of new billngual teachers than it did when bilingual education was at
Its peak in the mid-1990s. At its peak, California granted over 1,800 bilingual authorizations in 1894-95, Even after the
passage of Proposition 227, California issued over 1,200 hilingual authorizations a year between 2003-04 and 2009-10.
Since then, there has been a steady decline in new bilingual authorizations, with fewer than 700 teachers authorized in
2015-186.

Despite the fact that bilingual education was seriously hampered in California for nearly two decades, districts already report
shortages of bilingual education teachers. In a fall 2016 survey of more than 200 California school districts, 14% reported
shortages of bilingual teachers,” Now that Proposition 58 allows for the expansion of bilingual programs, these shottages are
likely to grow. In other high-demand fields fike math, science, and especially special education, schools are filling vacancies

with underprepared teachers at an alarming rate.® The same should not be so for bilingual education, Research shows that
English Learners in wellimplemented billngual programs outperform ELs in English immersion programs in every subject by
middle or high school and are more likely to achieve at or sbove grade level® A review of the research on bilingual edueation
shows that bilingual students also experience cognitlve, social, and economic advantages.*® They have better focus, memory,
and problem-solving skills; a betier sense of self; better relationships with their parents; and are more likely to graduate high
school and go to college than their monolingual peers. However, successful program models require well-prepared teachers, and
teacher shortages can undermineg the programs' effectiveness. In anticipation of a growing need for qualified hilingual education
teachers, state policymakers should consider strategies for increasing the supply of these teachers in the near and long term.

These can include service scholarships that support training for those who will teach in high-need fields for several years;
one-year residency programs that train teachers in apprenticeships linked to credential coursework in urban or rural districts
where they pledge to stay and teach; and incentives to keep strong teachers in high-naed fislds who would otherwise retire,
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Figure 1

Bilingual Authorizations Issued 1990-91 t0 2015-<16
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Source: Data provided by the California Commission on Teacher Credentialing by request,

Figure 2

Few California Institutions Offer Bilingual Teacher Trainihg

Institutions with state-approved, active educator preparation programs
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In the fall of 2016, a survey® of 211 schoel districts in the California School Boards Association’s Delegate Assembly
revealed that they are experiencing slarming rates of teacher shortages. Approximately 75% of surveyed districts report
having a shortage of qualified teachers for the 201617 school year. Over 80% of these districts say that shortages have
worsened since the 2013—14 school year (see Figure 1). As one district administrator noted, "1 believe the worst is still to

comae. ... [1In the end, the students fose.”

While teacher shortages are
concentrated In districts serving high-
need students, large majorities of all
kinds of districts are experiencing
shortages.

83% of districts serving the targest
concentrations of low-income students
report having shortages, compared t¢
B5% of districts with the fewest.

83% of districts with the largest
concentrations of English learners
report having shortages, compared to
64% of districts with the fewest,

Shottages are greatest in the areas of
special ecducation, math, and science,
Of the districts reporting shortages:

Nearly nine in 10 districts report
shortages of special education
teachers,

A majority of districts report shortages

of math (58%) and science (57%) teachers,

Figure 1
Teacher Shortages Are Getting Worse
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Shortagas Shortages Reporting Change
in Shortages
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More than one-third of districts report shortages of elementary teachers.
14% of districts report shortages of bilingual teachers, a number likely 1o increase because of the passage of

Proposition 58.

Districts are experiencing shortages for a variety of reasons, with the most commonly reported cause being a
shrinking supply of newly credentialed teachers.
« 789% of the districts that reported shortages say that they are experiencing shostages hecause of the shrinking supply of

newly credentialed teachers.

+ Other freguently cited explanations for shortages include teachers retiring (54%), teachers leaving the district (34%),
reductions in class size (32%), and a high cost of living (29%).
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Of districts that report having trouble filling thelr vacancles, nearly two-thirds are unable to staff all positions with

teachers who have full credentials in the appropriate subject area or grade level.

"« BB% of districts with shortagas report that they are hiring teachers with-substandard credentials. - -

+ Districts are also hiring substitutes at high rates {24%), assigning teachers to positions outside of their credential
fleld (22%), leaving poéltions vacant (17%), increasing class sizes (8%), and canceling courses {8%) (see Figure 2).

“Figure 2
How Are Districts Filling Vacant Teaching Positions?
Percent of districts with shortages that used the staffing sofution to fill vacant positions

Hiring teachers with substandard credentials
Hiring substitutes
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Districts report adopting a variety of strategies to recrult and/or retain qualified teachers, These strategies include
policies and practices that affect teachers’ preparation and pathway into the profession, compensation, hiring and
management, and working conditions, Districts most frequently cite the following policles:
« 72% of districts are working with teacher preparation programs to coordinate student teaching placements,
and 62% of districts are working with téa_cher preparation programs to communicate hiring needs.
« 5B6% of districts are developing differentiated roles for teacher leadership opportunities, and 53% of distrlcts offer
additional compensation for this increased responsibility.

Districts alone cannot solve teacher shortages—there are just not enough qualified teachers to go around, With an

~ inadequate statewide supply of teachers, districts must compete with each other to staff their classrooms. Even when -
districts are successful in recruiting teacheré, they often cannot hold on to them. High-poverty districts report teacher
turnover &s a reason their districts are facing shortages twice as often as low-poverty districts. The state needs to consider
investments in evidence-based teacher recruitment and retention strategies to increase the overall supply of qualified
teachers in California, particularly in subjects and schools with persistent shortages. At the same time, districts need

to evaluate their local contexts to determine what local policies wilk be most effective to recruit and retain competent,

committed teachers.
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As teacher shortages are once again becoming widespread in California and across the

nation, discussions of how 1o recruit and retain high-guality teachers are again beginning to

take center stage in policy circles, Newly emerging residency programs offer an innovative
approach to recruiting and retaining high-quality teachers, These programs;

they wili teach,

and

= Provide financial ingentives that will keep
teachers in the districts that have
invested in them,

Case Study: A
Residency at Work

I 2010, the San Francisco Unified School
District (SFUSD) partnered with the
University of Szn Frencisco {USF), Stanford
University, and United Educators of San
Francisco to create the San Francisco
Teacher Residency (SFTR). Residents
complete a year-long apprenticeship
teaching alongside an expert teacher in a
high-needs school, while taking courses
at night that are tightly integrated with
their clinical placement, The 32 residents
come together once a week for additional
coursework taught by SFTR and SFUSD
leadars on topics particularly relevant o
gistrict teachers, including implementing
restorative justice practices, developing
trauma-informed classrooms, and
understanding the SFUSD cémmon

care curricuium,

As part of the SFTR program, residents

also participate in "clinical instructional
rounds,” modeled on medical “rounds,” in
which they visit classrooms in other schools
1o ochserve expert instructional practices,
and then debrief with their supervisors.
Upon successful completion of the program,
residents are guaranteed a job teaching
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Create a vehicle to recruit teachers for high-needs fields and locations,
Offer recrults strong clinical preparation Speciﬁcally: for the kinds of schools in whigh

Connect new teachers to early career mentoring that will keep them in the profession,

There are at least 10 teacher
residency programs in California
currently meeting critical hiving
needs for a number of districts
and charter schools in urban
and rural areas across the state.
These include:

1. Alliance Teacher Residency
Program (Los Angeles)

2. Aspire Teacher Residency
{statewide} ]

3. Central Coast Partnership
for Teaching Excellence at
California State University
Monterey Bay and Cal Poly -
San Luig Obispo

4., Kern Rural Teacher
Residency at California State
University Bakersfield

5. Fresno Teacher Residency

6. Los Angeles Urban Teacher
Residency

7. Residency in Secondary
Educatlon (RISE} at California
State University Chico

8. San Francisco Teacher
Residency

9. STEM Teachers in Advanced
Residency at California Stata
University Dominguez Hills

10, UCLA IMPACT Urban Teacher
Residency



I SFUSD andreceive two years of additional intensive coaching and Mentorng-support—. .- .. .7 ———

known as Induction—from SFTR. As one SFTR graduate observed!

“f set up the classroom with my cooperating teacher the week before the first
day of school... and | started from the very, very first day of school. | got to
see an entire year, five days a week. Just seelng the fuil year, | knew what to
expect, and | felt fike | had so much more experiance.”

The San Francisco Teacher Residency offers a morg affordable pathway into téaching_

for many prospective teachers while providing intensive preparation for the challenges of
teaching in a high-needs school. In exchange for a commitment to teach for at least three
years in SFUSD, residents receive a B0 percent tultion remission at USF and signfficant
schatarship support and foan forgiveness at Stanford. Residents also recsive more than
$17,000 In stipends (in part from AmeriCorps), $15,000 In housing granis, and free health
care benefits. Many residents identify this strong financial supportas a Key reascn why they
chose SFTR over other pathways Into teaching. -

Mentor teachers are carefully chosen based on a demanstrated track record of successfut
teaching as well as their interest in mentoring the next generation of teachers. They are
pravided significant professional learning oppertunities through SFTR {with paid substitutes)
and a $2,500 stipend. As one SFTR mentor teacher stated:

“What I really enjoy about being a mentor teacher is the fact that it doesn’t
keep me stale in my teaching, It really keeps me young, It keeps me engaged.”

Additionally, building on the professional development school model, SFTR places reS|dents
in a small number of “teaching academies.” These schools, which serve primarily low-
income students of color, have been identified as “hard to staff” by the district while at the
same time having strong leadership and teaching practices. As one principal who has hired
mukiple SFTR graduates observed:

“The residents who are now teaching here definitely have a leg up. They
undersiand the students and the micro-systems we have created to.
accomplish specific tasks ... They know the curriculum, and they usually know
the parents ... The Kids already know thelr faces! It woulid be great if all new
teachers could came in with that sort of knowledge, able to start off without

' heing averwhelmed by everything and anything.”

Since 2010, SFTR has prepared nearly 150 aspiring teachers to work in high-needs
schools within the San Francisco Unified School District. Now in its sixth yaar, the district’s
investment appears to be paying off.

+  SFTR graduates show remarkably high retention rates. After five years, 8C percent of
SFTR graduates are still teaching in SFUSD, compared with 38 percent of other beginning
teachers hired by SFUSD ahd 20 percant of Teach for America corps members placed
in SFUSD. Of all SFTR graduates over the past five years (including first, second-, third-,
and fourth-year teachers), 97 percent are still teaching, with 82 percent still teaching In
SFUSD.

. SI;TR grads are helping to diversify the SFUSD teacher workforce, 66 percent of
SFTR grads are teachers of color, compared with 49 percent of SFUSD teachersasa |
whole. '

s+ SFUSD principals say SFTR graduates are more effectlve than other new teachers.
One hundred percent of peincipals agree that SFTR graduates are more effective than
- pther new teachers from both university-based and afternative route programs.

« Students taught by SETR graduates have high levels of confidence In their teachers’
competence. On the YouthTruth Student Survey administered to more than 1,700
middle and high school students taught by SFTR graduates, students wera especially
confident in their teachers' ability 1o engage, develep personal relationships; and
employ academic rigor, high expectations, and strong instructional metheds with them.
High school students also rated their teachers as having strong expertise in creating a
positive classroom cutture, '
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Comparison of Five-Year
Teacher Retention Rates;
SFUSD

90% -

'SFUSD - SFUSD - TRA
{InSFUSD) (all new  {allnew (i 5FUSD}
tres]  hires with, -
"o o phor

enperience)

Source: SFUSD Human Resotrces Depart-
ment; San Franciseo Teacher Residency

Emcinagtes

1. Retention data afe drawn from materials

prepared by the SFUSD Human Resources
Department as well as SFTR. Additional data
on SFTR's impact are drawn from Jtipi//ww.

sfteacherresidency.or/impact/, last vistted on
1/2/18, including Urban Teacher Residency
United, Measuring UTRL Network Program
Impact, August 2015,
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Teacher shortages pose a recurring problem in American education.
Teacher salarles lag behind those of other occupatidné_that réquire a
college degree, and young people often accrue significant debt to prepare
for the profession. Recruitment and retention challenges are typicaily
greatest in underserved urban and rural communities, as well as in
subjects like math, science, and special education in which people can
earn significantly higher starting salaries in private sector jobs. Even
after adjusting for the shorter work year, beginhing teachers nationally
earn about 20% less than individuals with college degrees who enter
other fields, a gap that widens to 30% by mid-career.* Compounding this
challenge, more than two-thirds of those entering the education field
borrow money to pay for their higher education, resulting in an average
debt of $20 0090 for those with a bachelor's degree and $50,000 for
those with a master's degree.? College loans represent a significant debt
burden for many prospective teachers and a potential disincentive to
enter the profession.?

As in other professions, such as medicine, a promising approach to
attracting and keeping teachers in the profession involves offering
subsidies for preparation—loan forgiveness or service scholarships—tied
to requirements for service in high-need fields or locations. If recipients
do not complete their service commitment, they must repay a porticn of
the scholarship or loan, sometimes with interest and penalties.

The federal government and the states have long offered such incentiveé
to medical professionals to fill needed positions and have periodically
done so for teachers as well.* In both medicine and teaching, research
suggests that these programs have been successful when the subsidies
are large enough to substantially offset training costs. More affordable
than across-the-board salary i'ncreases, loan forgiveness and scholarship
programs offer a targeted, short-term approach to increasing teachers’
overall compensation package at the time that it matters most to
individuals' career decisions.®
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Loan Forgiveness & Service Scholarship Programs In Medicine

- ~Multiple studies have-found that loan forgiveness and service scholarship programs are effective at recruiting_
and retaining healthcare professionals Into geographic and practice areas with shortages. An analysis of
43 studies exploring the effectiveness of financial incentive programs in recruitlng'an'd retaining healthcare
workers in underserved areas found that financial incentives {including service scholarships, loan forgiveness,
and loan repayment programs) contributed to large numbers of healthcare workers working In underserved
areas.® In addition, participants in these programs were more likely than non-participants to work in underserved
areas in the long run.” One study of state loan repayment programs and service scholarships for physiciéns who
committed to work in underserved communities for.a designated perichl of time found that 93% of participants
completed their commitment, and approximately two-thirds remained in these communities for more than eight
years.? Another study of 220 medical students found that students who were more competitive at the time cf their

~ admission to medical school were more likely to say that they woulid be less likely to accept a service schiolarship
if it contained a penalty provision.? In addition, 48% said they would be more likely to return to an underserved
community in their home state if they received loan forgiveness to do so.!?

Loan Forgiveness & Service Scholarship Programs for Teacher‘s'

The federal government and more than 40 states offer loan forgiveness and/or service scholarship programs
to individuals interested in teaching.!* These programs are typically smaller-and less consistently available than
those for the medical profession. Nonetheless, the research that exists indicates that'well-designed programs
can Influence the recruitment and retention of talentéd teachers in high-need areas and locations.

The more debt college students incur, the less likely they are to choose to work in a lower-wage profession. A
recent study of students at a highly selective undergraduate institution found that incurring debt increased the
odds that students chose “substantially higher-salary jobs” and “reduce[d] the probahility that students [chose]
low-paid ‘public interest’ jobs.” The influence of debt on job choice was “most notable on the propensity to work
in the education industry."*? In other words, the top»berforming studenits were more likely to pursue a céreer in
education when they did not have a large debt. Other research has found that minority stu_dehts and students
from low-income households perceive student loans as a greater burden than other students with similar
student debt earning similar salaries.”® This reseérch suggests that loan forgiveness and service scholarships
may be especially effective for recruiting teacher candidates from low-income and minority backgrounds.

Research on loan forgiveness and service scholarship pregrams for teachers has found these programs are
effective at attracting individuals into the teaching profession and particularly into hi‘gh-n'eed schools, For example,
the National Science Foundation Robert Noyce Teacher Scholarship provides scholarships for prospective
teachers in sclence, technology, engineering, and mathematics who commit to teach in high-need schools for at
least two years per each year of funding. A 2007 survey of 555 recipients found that 56% of recipients identified
the scholarship as influential in their decision to complete a teacher certification program; Approximately 70%
of recipients noted that the scholarship infiuenced their commitment to teach in a high-need school and remain
in such a school for the full term of their commitment.™ The higher the percentage of tuition covered by the

. scholafship, the greater the Influence the funding had on the recipients’ decisions to becoime teachers and o

teach in high-need schools.®
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A study of the Wobdrow Wilson Fel!owship program found that ts reorprents were more likely to teach students
in high-need schools and moreé effective teachers The program provides a one year $30 000 sefvice scholarshrp
10 hrgh—achlevmg candldates who comp]ete a master s degree program rn a STEM focused téacher preparatlon
program and commlt toteachin a hlgh -heed school for three years Based on data from the first | year of the
program |n M|ch|gan the study j }

as compared to non-remprents -

A study of Californla s Governor [ Teaching Fellowshrp (GTE) _p'rogram, which also Iooked at partmrpants in
Califomia § Assumptlon Program of Loans for Educatlon APLE) loan -forgrveness program found that both
programs had attracted teachers to Iow performrng schoots and kept them In these schools at rates hrgher than .
the state average retentlon rate desplte such schools usually hawng much hlgher attntlon a In exchange for |
teaching at [east four years in a tow performlng school APLE prowded loan forg:veness of $:1.1 00010 $19 000,
while the GTE rowded $20 OOO scho{arshr s.t0 a more sele trve rou of ros' ectl\re teachers 18 The authors .
of the study s ols
than the 'non—re
' two of every sei

in 2003 the lllinois Student Asslstance Commission conducted astudy of the state’s two loan forglveness—'-
programs that provrded $5 OOO for each year of postsecondary schoollng in exchange for a one—year teachrng

payments to teachers in hard-to-staff subjectareas contrrbute to thelr decrslons to stay in ihe professron as
longas they are’ receivmg the frnanc:lal stlpend * The FCTSP provrded Ioan forglveness of $2 500 per year .
to undergraduates and $5, OOD per year to graduates up to $1O 000 The study found that Ioan forglveness
“significantly reduces the probablllty of emt" for teachers of middle- and hrgh-school math and science, forergn
Ianguage and Engilsh as a Second Language 28
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A study of the Woodrow Wilson Fellowship program found that its recipients were more likely to teach students
in high-need schools and more effective teachers. The program provides a one-year $30, 000 service schclarship
to high- achievrng candidates who complete a master's degree program in a STEM-focused teacher preparation
program and commit to teach In a high-need school for three years. Based on ‘data from the first year of the
program in Michigan, the study found that recrplents were two times tnore likely to teach low-Income students
and three times more Irkely to teach Engirsh Ianguage Iearners as compared to non- fellows. The study also
found that In Indiana, which had muitrple years of data; recrpients were more effective than both experienced
and inexperlenced non-teciplents at rarsing mlnorrty students test scores in middle-school math midd!e-school
science, and algebra Recipients were also almost twice as Iikely o persrst in Indrana 5 publlc high-needs schools
as compared to non-recipients.*® R P il

A study of Californla’s Governor's Teaching Fellowship (GTF) program which also looked at participants in
Callfornia’s Assumptron Program of Loans for Education (APLE) loaf forgiveness program found that both
programs had attracted teachers to low- performrng schools and kept them in these schools at rates higher than
the state average retention rate, despite such schools usually havrng much higher attrition.”” In exchange for |
teaching at least four years in a low-performing school, APLE provided loan forgrveness of $14,000 to $19,000,
while the GTF provided $20,000 scholarships.to a more selective group of prospective teachers, *“The authors
of the study suggest that the GTF recipients “had wea ker predlsposmons” to teach in icw-performlng schools
than the non—recrprents in their study (i.e., mdrvrduals who only received APLE loan forglveness) and that about

' two of every seven feilowshrp recrprents wou]d not ha\re taught rn such schools in the absehce of the mcentlve 19

In 2003, the [llinois Student Assistance COmm|ssion conducted a study of the state 5 two !oan fcrgrveness
' prograims that provided $5,000 for each year of postsecondary schpoling ih exchange for a one-year teaching
commitment per each year of subsrdy It found that, of the 1,167 recipients who had passed the grace perrod
of loan deferment 86% were repayrng or had repald their loans. through teachmg and 14% were pursuing other
careers. Of those who recerved and accepted teachmg posrtrcns after graduatlon 43% mdlcated the program ‘
'was very mfluentlal rn thelr decrs;cn to become a teacher ELE

Addrtional research suggests that Ioan fcrglveness and scholarship programs aiso attract hrgh—qualrty
individuals to the teaching professron A survey of 400 Natronai and State Teachers of the Year found that
75% and 64% of the teachers said that “scholarshlp programs for education students” and "student loan
forgiveness progral ms" were the most effectrve recru |tment strategres for new teachers respectrvely

A longrtudrnal study of the North Carolina Teachlng Fellows Program (see next page)a Iong standrng
scholarshlp program that recrurted high -ability hlgh school graduates and prowded them an enhanced teacher
preparatron program in exchange for a commrtment to teach for at Ieast four years |n the staté—~found that
these fellows not only’ had hrgher rates of retentron but they were aiso generally more effectrve educators than _
thelr peet teachers as measured by test score gains of their students 2As shown in Figure 1, more than 90%
of Teaching Fellows returned for a th|rd year; and 75% returned fora frfth year. as cornpared to other In- state
prepared teachers (80% and 68% respectwely) 23, '

A recent study of the Florrda Cntrcal Teacher Shortage Program (FCTSP) suggests that loan forglveness
payments to teachers I hard—to—staff subiect ateas contnbute to their decisions 1o stay in the profession, as
longas they are receiving the fm.anciai stipend.?* The FCTSP provided loan forgiveness of $2,500 per year

to undergraduates-and $_5,00G per year to graduates, up to $10,000. The study found that Ioan forgiveness
“significantly reduces the probability of exit” for teachers of middle- and high-school math and science, foreign
language, and English as a Second Language.”® ' '
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Loan Forgiveness: One"Te'ach'er"sfStory" i

After spending a summer in college teaching low-income students

in San Jose, CA, Irene Castillon knew she wanted to work to improve
educational opportunities in under-resourced communities. As the
first in her family to graduate high school, Castillon understood from
personal experience the role education plays in creating pathways to
opportunity. Without a service scholarship and a forgivable loan, the
cost of a teacher preparation program would have been prohibitive,
and Castillon—now a sixth-year teacher—might have instead chosen
another role in the education ecosystem.

“Teachers lead by example, and we need more passionate teachers
that want to enter the profession to set this example for future
generations,” says Castillon, who teaches history at Luis Valdez
Leadership Academy. Her passion and accompiishments have
inspired countless students who identify with her life experiences. The daughter of immigrant
parents from Mexu:o Castillon grew up in a low-income community outside of Los Angeles and
received Perkins and Stafford federal loans to finance her undergraduate studies at Brown University.

Castillon (right) with a former student at
Brown University

As college graduation approached, Castillon knew she wanted to be involved in education, but she
was unsure the path to become a teacher was the right one for her. Her parents were struggling
financially, and, like many young people, Castillon felt competing tugs—to continue her education
at the graduate level or to enter the workforce so she could help to support her family.

Fortunately, Castillon learned about multiple funding sources for her graduate teacher
preparation studies. She received loans and service scholarships that covered 100 percent of her
graduate studies and helped “fight against her urge” to return home after graduating from Brown,
including the Assumption Program of Loans for Education forgivable loan, the Woodrow Wilson-
Rockefeller Brothers Fund Fellowship for Aspiring Teachers of Color, and an Avery Forgivable
Loan for Stanford students,

“Without the financial assistance, I don’t think that I would have enrolled in a teacher preparation
program and pursued a Master’s degree,” says Castillon.

After graduating from Stanford’s teacher preparation program six years ago, Castillon taught

history and government at Downtown College Prep in San Jose. In 2014 she moved to the Luis

Valdez Leadership Academy in East San jose, where she is the Founding Academic Dean and
Mexican-American history teacher. Both schools serve a student populatmn that is more than 90%
low-income and Latino—students that the loan forgiveness progranis incentivized Irene to teach.
Castillon is also pursuing an administrative credential at San Jose State University.

Castillon’s passion for teaching has encouraged her first-generation students to believe that
higher education, even teaching in their own community one day, is within their reach. One of
her students—a DREAMer on a full-ride scholarship at Loyola Marymount University—~wrote her
this note: “I thank you for ... believing in me when I didn’t believe in myself and making me fall in
Jove with history and teaching. Can I be like you when I grow up? I want to be someone’s

Ms. Castillon one day!”
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Conclusion

Existing research on teacher toan forgiveness and service soholarship programs suggests that, when the
financial benefit meaningfully offsets the cost of a teacher’s professjonal preparation,'these programs can be
successful in. both recruiting and retaining teachers. Research suggests that the following five design principles
could 'guid_ze the development of loan forgiveness and service scholarshib programs:

1. Covers all or a large percentage of tuition.
2. Targets high-need fields and/or schools

3. Recru:ts and selec:ts cand|dates who are academlcally strong, commltted to teachmg, and
well-prepared.?® A

4. Comm[ts remplents o teach Wlth reasonable financial consequences xf recuplents do not fulfll[ the
' commltment (btit not S0 pumtwe that they avold the scholarshlp entlrely) 50

5. Bureaucratlcally méanageable for partlmpatmg teachers, distrlcts and higher educatlon institutions,

lmportantly, researoh ﬂnds that these programs are effective at attractmg strong teachers into the
professnon genera!ly and lnto hlgh -need schools and fields in partlcular. Résearch also finds that these -
programs are successful in promotmg teacher retention. Teacher loan forglveness and service scholarsmp
programs prowde states and dlstrlcts with optlons for addressing the high rate of attrition at dlsadvantaged
schoo[s that ocCurs when schools must recruit ca ndidates without the preparatlon or mcentlves that would
strengthen their commitment. 81
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