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	SUBJECT:
	State Fiscal Stabilization Fund Indicator (a)(2): Update of California’s Teacher Equity Plan.


Summary of Key Issues

At the September 2010 State Board of Education (SBE) meeting, SBE approved the state’s Teacher Equity Plan (TEP), which was updated in accordance with State Fiscal Stabilization Fund indicator (a)(2). The SBE requested additional information on the following elements:

1) Data tables and data analysis from the Equitable Distribution Plan that show specific teacher qualification and experience information

2) Cross-cultural and Language Academic Development (CLAD) and Bilingual Cross-cultural Language Academic Development (BCLAD) authorizations added as data elements to the Requirement 2 data table and the Non-Compliant Teacher Action Plan
3) Sample plans submitted by Local Educational Agencies
4)  Data regarding teachers at schools in Los Angeles with greater than 90 percent minority students compared with schools with less than 40 percent minority status
Attachments
Attachment 1: 2009–10 Requirement 1, 2, 3, and 4 Analysis Questions and Data Tables 

                       (10 Pages) 
Attachment 2: Non-Compliant Teacher Action Plan and Requirement 2 Data Table with 
                       CLAD and BCLAD added (2 Pages)
Attachment 3: Benicia Unified School District 2009–10 Equitable Distribution Plan (EDP) 
                       (33 Pages) 
Attachment 4: Yuba City Unified School District Equitable Distribution Plan (116 Pages)  
2009-10 Requirement 1, 2, 3, and 4 Analysis Questions and Data Tables

Equitable Distribution Plan Requirement 1 Analysis Questions
	Requirement 1 Guiding Document

District:      

	Referring to Requirement 1 Data Tables as one source of data, address the following questions:

1. Which groups of teachers appear more likely to not be Highly Qualified or assigned out-of-field? How do these factors affect Annual Yearly Progress (AYP) or Annual Measurable Objectives (AMO)?

     
2. Are all Title I classes and Title II Class Size Reduction classes taught by Highly Qualified Teachers (HQT)?

       
3. Do teachers at high-poverty sites have a comparable percentage of teachers with supplemental and subject-matter authorizations? How do these factors affect AYP or AMO?

       
4. What specific steps does the district take to achieve an equitable distribution of highly-qualified teachers among high-poverty, high-minority and program improvement sites?

     
5. Looking at the AYP scores for middle schools, does there appear to be a correlation between certification type (e.g., multiple subjects) and not meeting AMO for student achievement?

     
6. Is there a correlation between subgroup populations that did not meet AYP (e.g., Special Education, English learners, etc.) and teachers who are teaching out-of-field?

     
7. How do district administrators support non-compliant teachers, monitor progress towards HQT, and hold teachers accountable for becoming highly-qualified as quickly as possible?  
     
8. What standards-based professional development does the local educational agency (LEA) offer to keep highly-qualified teachers up-to-date with curriculum and instructional materials (e.g., Math and Reading Professional Development, and subject matter projects)?
       
9. How does the LEA use available state and federal categorical funds to assist teachers in attaining HQT status (e.g., Title I Part A, Title II Part A, Intern program)?  

      


2009–10 Equitable Distribution Plan 
Requirement 1 District Overview Data Table 
	District: 
	District Average 
	High Poverty Sites 
	Program Improvement Sites 

	1. Percent of courses taught by NCLB compliant teachers (HQT) 
	88% 
	88% 
	88% 

	2. Percent of teachers with full certification in subject area 
	
	
	

	
	Elementary 
	96% 
	96% 
	96% 

	
	Middle School 
	71% 
	71% 
	71% 

	
	High School 
	56% 
	56% 
	56% 

	3. Percent of teachers out-of-field 
	
	
	

	
	District 
	30% 
	30% 
	30% 

	
	Middle School Mathematics 
	33% 
	33% 
	33% 

	
	Middle School English/Language Arts 
	86% 
	86% 
	86% 

	
	Middle School Science 
	71% 
	71% 
	71% 

	
	Middle School Social Science 
	29% 
	29% 
	29% 

	
	High School Mathematics 
	17% 
	17% 
	17% 

	
	High School English/Language Arts 
	8% 
	8% 
	8% 

	
	High School Science 
	17% 
	17% 
	17% 

	
	High School Social Science 
	8% 
	8% 
	8% 

	4. Percent of out-of-field teachers with supplemental authorizations in subject area 
	
	
	

	
	Middle School Mathematics 
	75% 
	75% 
	75% 

	
	Middle School English/Language Arts 
	0% 
	0% 
	0% 

	
	Middle School Science 
	80% 
	80% 
	80% 

	
	Middle School Social Science 
	50% 
	50% 
	50% 

	
	High School Mathematics 
	100% 
	100% 
	100% 

	
	High School English/Language Arts 
	100% 
	100% 
	100% 

	
	High School Science 
	50% 
	50% 
	100% 

	
	High School Social Science 
	100% 
	42% 
	100% 

	5. Middle school core teachers with multiple subject credentials 
	65% 
	65% 
	65% 


Equitable Distribution Plan 
Requirement 1 Data Table 

	
	Site Data
	Course Data
	Teacher Data

	
	Percent of Poverty at Site
	Program Improvement Year
	Total Number of NCLB Core Classes
	Number that are taught by an HQT
	Number that are not taught by an HQT
	Percent that are taught by an HQT
	Total number of teachers of core courses 
	Number of teachers with full certification in subject area 
	Number of secondary teachers HQT for subject via HOUSSE 
	Percent HQT via HOUSSE 
	Middle school core teachers with MS credentials 
	Total number of math teachers 

	Elementary

Sample Site 1 


	40 
	1 
	25 
	22 
	3 
	88% 
	25 
	24
	
	
	
	

	Middle

Sample Site 1


	45 
	5 
	67 
	57 
	10 
	85% 
	49 
	35 
	29 
	51% 
	32 
	12 

	High School

Sample Site 1


	40
	1
	56
	51
	5
	91%
	32
	18
	5
	10%
	
	12


	Automatic Calculations

	

	HQT Percentages
	
	Out of Field
	

	District Average

High Poverty Sites PI Sites
	88%

88%

88%
	
	District Average

High Poverty Sites PI Sites
	30%

30%

30%
	

	

	Full Certification
	
	Supplemental Authorizations
	
	Supplemental Authorizations

	
	
	Middle School
	
	High School

	Elementary

     District Average

High Poverty Sites

PI Sites
	96%

96%

96%
	
	Math

High Poverty Sites

PI Sites
	75%

75%

75%
	
	Math

High Poverty Schools

PI Sites
	100%

100%

100%



	Middle School

District Average

High Poverty Sites

PI Sites
	71%

71%

71%
	
	ELA

High Poverty Sites

PI Sites
	0%

0%

0%
	
	ELA

High Poverty Schools

PI Sites
	100%

100%

100%



	High School

District Average

High Poverty Sites

PI Sites
	56%

56%

56%


	
	Science 

High Poverty Sites

PI Sites
	80%

80%

80%
	
	Science

High Poverty Schools

PI Sites
	50%

50%

100%

	
	
	
	Science 

High Poverty Sites

PI Sites
	80%

80%

80%
	
	Social Science

High Poverty Sites

PI Sites 


	100%

42%

100%


Equitable Distribution Plan 
Requirement 1 Data Table (Cont.)
	
	
	
	Teacher Data  (Cont.)
	
	
	
	
	

	
	Number of math teachers out-of-field 
	Number of teachers with Math Supplemental Authorizations 
	Total number of ELA teachers 
	Number of ELA teachers out-​of-field 
	Number of teachers with ELA Supplemental Authorizations 
	Total number of science teachers 
	Number of science teachers out​-of-field 
	Number of teachers with science Supplemental Authorizations 
	Total number of social science teachers 
	Number of social science teachers out-of-field 
	Number of teachers with social science Supplemental Authorizations 

	Elementary

Sample Site 1 
	
	
	
	
	
	
	
	
	
	
	

	Middle

Sample Site 1
	
	
	
	
	
	
	
	
	
	
	

	
	
	3 
	14 
	12 
	0 
	7 
	5 
	4 
	7 
	2 
	1 

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	High School

Sample Site 1
	
	
	
	
	
	
	
	
	
	
	

	
	2 
	2 
	12 
	1 
	1 
	12 
	2 
	1 
	12 
	1 
	1 

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	


2009–10 Equitable Distribution Plan

Requirement 2 Analysis Questions

	Requirement 2 Guiding Document

District:      

	Using Requirement 2 Data Tables as one source of data, address the following questions:

1. Within the last three years, have teachers with Provisional Intern Permits (PIPs) been placed in high-poverty, high-minority, or program improvement schools?
           
2. Within the last three years have teachers with Short Term Staff Permits (STSPs) been placed in high-poverty, high-minority, or program improvement schools?
           
3. Are there more interns placed at high-poverty, high-minority, or program improvement schools?

If all schools are high-poverty, are there more interns at schools that have been in PI status for extended periods of time (i.e., schools in PI Year 5)?

     
4. How are district administrators working to achieve equitable distribution of fully prepared, experienced teachers among district schools?

     
5. How does the Human Resources Department take into consideration the HQT and experience staffing needs of program improvement schools when placing newly hired teachers?
          
6. How does the district support PIPs, STSPs, and Interns?

      
7. Do district administrators provide access to an approved induction program for teachers new to the profession? 

          
8. Does the LEA or school offer coaches, mentors, or support providers to new teachers and others who are in need?
                 
9. What support do district administrators provide (e.g., coaches or mentors) for teachers who are teaching out-of-field, new to the grade or subject, as well as those continuing to teach reading or math?
            

10. What other additional professional development resources are available (such as instructional materials training, classroom management, etc.)?

           


Equitable Distribution Plan 
Requirement 2 District Overview 
	District: 
	District 
	High-Poverty Sites 
	Program Improvement Sites

	 1. Number of Provisional Intern Permits (PIPs) applied for in NCLB core academic subjects 
	
	
	

	      2. Number of PIPs in 2008-09 School Year 
	
	
	

	      3. Number of PIPs in 2007-08 School Year
	
	
	

	 4. Number of current teachers with Short-Term Staff Permits (STSPs) teaching NCLB core academic subjects 
	
	
	

	     5. Number of STSPs in 2008-09 School Year
	
	
	

	     6. Number of STSPs in 2007-08 School Year
	
	
	

	 7. Number of current teachers with waivers
	
	
	

	     8. Number of waivers in 2008-09 School Year
	
	
	

	     9. Number of waivers in 2007-08 School Year
	
	
	

	 10. Number of Interns 
	
	
	

	   11. Percent of total interns in the district
	
	
	

	 12. Percent of new teachers that participated in an induction program (i.e.BTSA)
	
	
	

	    13. Percent of teachers participating in Certificated Staff Mentoring Program 
	
	
	

	14. Years of Experience (refer to the current school year)
	
	
	

	Number of Elementary Teachers with 0-3 Years Experience 
	
	
	

	4-9 Years 
	
	
	

	10+ Years 
	
	
	

	Number of Middle School Teachers with 0-3 Years Experience 
	
	
	

	4-9 Years 
	
	
	

	10+ Years 
	
	
	

	Number of High School Teachers with 0-3 Years Experience 
	
	
	

	4-9 Years 
	
	
	

	10+ Years 
	
	
	


2009–10 Equitable Distribution Plan

Requirement 3 Analysis Questions

	Requirement 3 Guiding Document

District:      

	Using Requirement 3 Data Tables as one source of data, address the following questions:

1. How are high needs areas identified (e.g., special education, mathematics, science teachers or multiple subject teachers reassigned to teach in a departmentalized setting)? 

          
2. Do district administrators and the teachers’ association work together to retain highly-qualified  teachers to teach in hard-to-staff schools by offering:

 FORMCHECKBOX 
 financial incentives

 FORMCHECKBOX 
 increased opportunities for collaboration

 FORMCHECKBOX 
 smaller class size

 FORMCHECKBOX 
 plentiful and innovative materials, curriculum, and resources

 FORMCHECKBOX 
 enhanced professional development

 FORMCHECKBOX 
 meaningful recognition incentives that would retain highly successful teachers 

 FORMCHECKBOX 
 opportunities for teacher leadership

3. How will district administrators utilize exit interviews and/or staff climate surveys to determine reasons why teachers leave the district or schools within the district?

           
4. How will district administrators monitor the transfer of employees to ensure that high-poverty, high-minority, or program improvement schools retain highly-qualified teachers and maintain a staff balanced with veteran and new teachers?

                 
5. How will district administrators monitor high-poverty or program improvement schools with demonstrated retention issues to provide early assistance in teacher retention?

       
6. Does the LEA use state-sponsored teacher development programs to recruit teachers and identify potential teachers (i.e., Para-professional Teacher Training and Intern programs)?

     
7. Are the Human Resource Department processes and procedures conducive to having an early hiring timeline resulting in the benefit of recruiting from a wide and deep pool of highly-qualified and experienced teacher candidates?

                 
8. How does the LEA market itself as an attractive place to work?

           
9. Does the recruitment plan identify placement centers, colleges and publications where there are significant numbers of candidates to meet the district’s needs?

















                                                October 20, 2009
Equitable Distribution Plan 
Requirement 3 District Overview Table

Instructions:

Complete one table for each grade-level cluster

District: _______________

Insert Rows as Needed
	School Site


	Teacher Retention: 2006-07
	Teacher Retention: 2007-08
	Teacher Retention: 2008-09
	
	

	Name of School Site
	Percent of Poverty at Site
	Program Improvement Year
	Grade Level
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Retention rate for 08-09 School Year
	Retention rate from 2007-09

	Sample School 1

	45
	5
	M
	15
	3
	2
	1
	0
	17
	9
	4
	4
	1
	16
	3
	2
	1
	0
	81%
	69%
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By submission of the local board approved Title Il Equitable Distribution of Teachers Plan (in lieu of the original
signature assurance page in hard copy), the LEA certifies that the plan has been locally adopted and original signed
copies of the assurances are on file in the LEA. The certification reads:

Certification: | hereby certify that all of the applicable state and federal rules and regulations will be observed by this
LEA and that, to the best of my knowledge, information contained in this Plan is correct and complete. Legal
assurances for all programs are accepted as the basic legal condition for the operation of selected projects and
programs and copies of assurances are retained onsite. | certify that we accept all general and program specific
assurances for Titles |, Il, and/or Il as appropriate, except for those for which a waiver has been obtained. A copy of
all waivers will remain on file. | certify that actual ink signatures for this Title Il Equitable Distribution of Teachers Plan
are on file.

Please keep on file at the district.



                                                                                                                                                                                                

2009–10 Equitable Distribution Plan

Requirement 4 Analysis Questions

	Requirement 4 Guiding Document

District:      

	Using Requirement 4 Data Tables as one source of data, address the following questions:

1. Does the LEA have a system to analyze the relationship between principal vacancies and teacher transfer request, non-reelection, resignation, and retirement?

     
2. How do district administrators analyze principal recruitment and retention data including results of climate surveys and exit interviews to determine if there are trends that affect program improvement schools?

     
3. Does the LEA have a system to analyze the relationship between principal experience levels and meeting AYP?  

     
4. How do district administrators monitor the placement of experienced principals to ensure that program improvement schools are not routinely lead by inexperienced principals?  
     
5. Do high-poverty, high-minority and program improvement schools have significantly fewer experienced principals than other schools in the district?
     
6. How do district administrators ensure that principals assigned to high poverty, high- minority and program improvement schools advocate and support high levels of learning for all students, including students identified as gifted, English learners, and students with disabilities?

     
7. Do district administrators ensure that principals at underperforming schools receive ongoing support from internal and /or external support providers focused on bringing about rapid academic improvement?  

     
8. Do they attend professional development that focuses on the specific needs of poor, minority and low-achieving students and their teachers?

        

9. Do the site administrators in high-poverty, high-minority, and program improvement schools participate in professional development as consistently as site administrators in other schools?
     
10. Are there verifiable trends in site administrator experience and their participation in professional development correlating with teacher retention at schools?

     


October 20, 2009
Equitable Distribution Plan 
Requirement 4 District Overview Table
District: ________________

Insert Rows as Needed

	School Site


	AYP Status
	Total Years Experience as a Site Principal

	Name of School Site

	Percent of Poverty at Site
	Program Improvement Year
	Grade Level
	English/Language Arts
	Mathematics
	Years as 

Principal at Site
	Total Years Principal Experience

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	



Non-Compliant Teacher Action Plan and Requirement 2 Data Table with

CLAD and BCLAD added
2010-2011 Non-Compliant Teacher Action Plan
Instructions

1. Complete one table for each site that does not meet 100% highly qualified teacher (HQT) requirements.

2. List each non-highly qualified teacher by assigned NCLB core subject area and describe what activities will occur to make each teacher highly qualified.

3. Cluster by content area.
	District:              Example                     School Name:                 Sample School 1
CDS Code:        123456                        Title I School?                Yes



Insert Rows as Needed

	SEID
	CALPADS Course Number and Course Name
	NCLB Core Subject
	Academic Level
	Grade
	HQT Compliance Plan
	Final Completion Date
	Parent notification letter sent (Title I only)
	Date Letter Sent
	CLAD or BCLAD

	1389922609
	3241 History
	History
	S
	12
	Major equivalent in NCLB core subject (32 units)
	3/14/10
	Yes
	8/15/09
	Yes

	1389922608
	2431 Floriculture
	Biological Sciences
	S
	11
	CTC-approved subject matter program
	12/31/09
	Yes
	8/15/09
	No

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	


2010-11 Equitable Distribution Plan Requirement 2 District Overview
	District:

	District
	High-Poverty Sites
	Program Improvement

Sites

	1. Number of Provisional Intern Permits (PIPs) applied for in NCLB core academic subjects
	
	
	

	           2. Number of PIPs in 2008-09 School Year
	
	
	

	           3. Number of PIPs in 2007-08 School Year
	
	
	

	4  Number of current teachers with Short-Term Staff Permits (STSPs) teaching NCLB core academic subjects
	
	
	

	           5. Number of STSPs in 2008-09 School Year
	
	
	

	           6. Number of STSPs in 2007-08 School Year
	
	
	

	7.  Number of current teachers with waivers
	
	
	

	           8. Number of waivers in 2008-09 School Year
	
	
	

	           9. Number of waivers in 2007-08 School Year
	
	
	

	10. Number of Interns
	
	
	

	         11. Percent of total interns in the district
	
	
	

	12. Percent of new teachers that participated in an induction program (i.e., BTSA)
	
	
	

	         13. Percent of teachers participating in Certificated Staff Mentoring Program
	
	
	

	14. Percentage of teachers that hold CLAD or BCLAD credentials
	
	
	

	15. Years of Experience (refer to 2010-11 school year)
	
	
	

	Number of Elementary Teachers with 0-3 Years Experience
	
	
	

	4-9 Years
	
	
	

	10+ Years
	
	
	

	Number of Middle School Teachers with 0-3 Years Experience
	
	
	

	4-9 Years
	
	
	

	10+ Years
	
	
	

	Number of High School Teachers with 0-3 Years Experience
	
	
	

	4-9 Years
	
	
	

	10+ Years
	
	
	


Benicia Unified School District 2009–10 Sample Plan

2009-10 Non-Compliant Teacher Action Plan – Benicia Unified School District
Instructions

1. Complete one table for each site that does not meet 100% highly qualified teacher (HQT) requirements.

2. List each non-highly qualified teacher by assigned NCLB core subject area and describe what activities will occur to make each teacher highly qualified.

3. Cluster by content area.
	District:              Benicia USD                                    School Name:                 Benicia High School
CDS Code:        4870524-4831004                            Title I School?                No



Insert Rows as Needed

	SEID
	CALPADS Course Number and Course Name
	NCLB Core Subject
	Academic Level
	Grade
	HQT Compliance Plan
	Final Completion Date
	Parent notification letter sent (Title I only)
	Date Letter Sent

	
	2822 MathC Alg 1A S
	Mathematics
	S
	
	Advanced Certification – VPSS 
	6/30/10
	No
	

	
	2839 Math D Alg 1B  S
	Mathematics
	S
	
	Advanced Certification – VPSS
	6/30/10
	No
	

	
	
	
	
	
	
	
	
	

	
	7115 Oppor - Engl
	English/Language Arts/Reading
	S
	
	Advanced Certification – VPSS 
	6/30/11
	
	

	
	7117 Oppor - Science
	Science
	S
	
	Advanced Certification – VPSS 
	6/30/10
	
	

	
	
	
	
	
	
	
	
	

	
	2899 Biology S
	Science
	S
	
	Advanced Certification – VPSS
	6/30/10
	
	

	
	2862 World Civ S
	Social Science
	S
	
	
	6/30/10
	
	

	
	2891 US Gov/Econ S
	Social Science
	S
	
	
	
	
	

	
	2804 US History (R/D)
	Social Science
	S
	
	
	6/30/10
	
	

	
	2846 World Civ (R/D)
	Social Science
	S
	
	
	6/30/10
	
	

	
	2880 US Gov/Econ (R/D)
	Social Science
	S
	
	
	6/30/10
	
	


Non-Compliant Teacher Action Plan (Cont.)
Instructions

1. Complete one table for each site that does not meet 100% highly qualified teacher (HQT) requirements.

2. List each non-highly qualified teacher by assigned NCLB core subject area and describe what activities will occur to make each teacher highly qualified.

3. Cluster by content area.
	District:              Benicia USD                                    School Name:                 Liberty Continuation High School
CDS Code:        4870524-4830048                            Title I School?                No




Insert Rows as Needed

	SEID
	CALPADS Course Number and Course Name
	NCLB Core Subject
	Academic Level
	Grade
	HQT Compliance Plan
	Final Completion Date
	Parent notification letter sent (Title I only)
	Date Letter Sent

	
	0102 English 10
	English/Language Arts/Reading
	S
	10
	Subject matter examination (CSET)
	6/30/10
	No
	

	
	0103 English 11
	English/Language Arts/Reading
	S
	11
	Subject matter examination (CSET)
	6/30/10
	No
	

	
	0104 English 12
	English/Language Arts/Reading
	S
	12
	Subject matter examination (CSET)
	6/30/10
	No
	


Non-Compliant Teacher Action Plan (Cont.)
Instructions

1. Complete one table for each site that does not meet 100% highly qualified teacher (HQT) requirements.

2. List each non-highly qualified teacher by assigned NCLB core subject area and describe what activities will occur to make each teacher highly qualified.

3. Cluster by content area.
	District:              Benicia USD                                    School Name                 Benicia Middle School
CDS Code        4870524-6050983                            Title I School?                No




Insert Rows as Needed

	SEID
	CALPADS Course Number and Course Name
	NCLB Core Subject
	Academic Level
	Grade
	HQT Compliance Plan
	Final Completion Date
	Parent notification letter sent (Title I only)
	Date Letter Sent

	3808196277
	1410 Math 6
	Mathematics
	S
	
	
	
	
	


	Requirement 1 Guiding Document

District: Benicia USD

	Referring to Requirement 1 Data Tables as one source of data, address the following questions:

1. Which groups of teachers appear more likely to not be Highly Qualified or assigned out-of-field? How does this affect AYP or AMO? 
Secondary (9-12) special education and alternative education teachers are least likely to be HQT; however, as of yet, AYP and AMO has not been adversely affected.

2. Are all Title I classes and Title II Class Size Reduction class taught by Highly Qualified teachers?

All elementary teachers, including those at Title I schools, are already certified HQT. All teachers at our Title I middle school, except for one Mathematics teacher, are also HQT. That one teacher has met the requirements for a supplemental authorization in mathematics which has been filed for, and which will certify her HQT, but not yet issued by the CCTC.

3. Do teachers at high-poverty sites have a comparable percentage of teachers with supplemental and subject-matter authorizations? How does this affect AYP or AMO?

We really have no high-poverty sites per se. Benicia Middle School, a title I school that is our only PI school, has a very high percentage of staff with supplemental authorization, most especially in mathematics, but a relatively low percentage of ELA staff with supplemental authorization. The school did not meet its AYP in 08-09 in either subject.
4. What specific steps does the district take to achieve an equitable distribution of highly-qualified teachers among high-poverty, high-minority and program improvement sites?
The district is committed to ensuring equity among all school sites and levels in high teacher qualifications. High HQT percentages are maintained and strengthened through the hiring process in that we seek to recruit and hire only fully-credentialed HQT teachers at all school sites. Existing teachers receive an ongoing complement of staff development in areas including PLC implementation, data analysis, formative and summative assessment, new curriculum implementation (Mathematics), and diversity/poverty (Ruby Payne).
5. Looking at the AYP scores for middle schools, does there appear to be a correlation between certification type (e.g. multiple subjects) and not meeting AMO for student achievement?

There appears to be a correlation between AYP goals in ELA and mathematics and the rather high percentage of teachers at the site who possess multiple subjects’ credentials with supplemental authorizations in their subject areas.
6. Is there a correlation between subgroup populations that did not meet AYP (i.e., Special Education) and teachers who are teaching out-of-field?

There may be some correlation between the failure of Special Education students to meet AYP and the certification of secondary Special Education teachers as HQT. We are currently remedying the certification issue by sending all secondary Special Education teachers to VPSS training in their assigned core academic areas at the Solano County Office of Education.



	Requirement 1 Guiding Document (Cont.)
District:  Benicia USD

	7. How do district administrators support non-compliant teachers, monitor progress, and hold teachers accountable for becoming highly-qualified as quickly as possible?
The Assistant Superintendent, HR assumes greatest responsibility for certifying non-compliant teachers as HQT by meeting individually with such teachers, developing a written HQT status attainment plan with each of them, including timeline, and by providing access to testing and training opportunities and Title ll reimbursement to defray the costs of such opportunities to teachers. Teachers who do not demonstrate sufficient progress in becoming HQT are either released from employment or reassigned to other positions as replaces by teachers who are HQT.
8. What standards-based professional development does the LEA offer to keep highly-qualified teachers up-to-date with curriculum, materials and instructional materials (e.g., Math and Reading Professional Development, and subject matter projects)?
The District provides continued opportunities for training and staff development by hiring and bringing experts and consultants into the District for such topics as implementing newly-adopted curricula, Professional Learning Community implementation, curriculum pacing, development of benchmark assessments, theory and instructional strategies for EL students, and poverty and diversity issues. This year, several 4th – 8th grade teachers are participating in the U.C. Davis Mathematics Project, and several teachers at the high school are participating in the American History Academy of the U.C. Davis History Project.
9. How does the LEA use available state and federal categorical funds to assist teachers in attaining Highly Qualified Teacher status (e.g., Title I Part A, Title II, Intern program)?  

The District annually allocates a combination of Federal Title ll, Part A Teacher Quality funds, Title lll funds, EIA funds, TIG funds, and General Fund resources to support teachers who are not yet certified HQT to become HQT. Such funds are used to defray the cost of CSET Exam preparation courses, CSET Exam fees, taking college-level coursework needed for completing major equivalents, and enrollment in needed credential/certification programs.


Benicia Unified School District Equitable Distribution Plan 
Requirement 1 Data Table 

	
	Site Data
	Course Data
	Teacher Data

	
	Percent of Poverty at Site
	Program Improvement Year
	Total Number of NCLB Core Classes
	Number that are taught by an HQT
	Number that are not taught by an HQT
	Percent that are taught by an HQT
	Total number of teachers of core courses 
	Number of teachers with full certification in subject area 
	Number of secondary teachers HQT for subject via HOUSSE 
	Percent HQT via HOUSSE 
	Middle school core teachers with MS credentials 
	Total number of math teachers 

	Elementary

  Mary Farmar

  Joe Henderson

  Robert Semple

  Matthew Turner
	27 

17

44

7
	0

0

0

0
	21

25 

19

21
	21 

25

19

21
	0

0 

0

0
	100% 

100%

100%

100%
	21

26

22 

21
	21

26

22

21
	
	
	
	

	Middle

  Benicia Middle


	17
	1 
	199
	194 
	5 
	97% 
	44
	43 
	11 
	25% 
	18 
	9 

	High School

  Benicia High

  Liberty High


	11

27
	0

0
	275

24
	260

23
	15

1
	95%

96%
	69

7
	64

7
	7

3
	3%

13%
	
	11

1


	Automatic Calculations

	

	HQT Percentages
	
	Out of Field
	

	District Average

High Poverty Sites 
PI Sites
	98%

97%
	
	District Average

High Poverty Sites PI Sites
	1%

3%
	

	

	Full Certification
	
	Supplemental Authorizations
	
	Supplemental Authorizations

	
	
	Middle School
	
	High School

	Elementary

     District Average

High Poverty Sites

PI Sites
	100%


	
	Math

High Poverty Sites

PI Sites
	78%

78%
	
	Math

High Poverty Schools

PI Sites
	0%



	Middle School

District Average

High Poverty Sites

PI Sites
	97%

97%
	
	ELA

High Poverty Sites

PI Sites
	13%

13%
	
	ELA

High Poverty Schools

PI Sites
	7%



	High School

District Average

High Poverty Sites

PI Sites
	96%


	
	Science 

High Poverty Sites

PI Sites
	50%

50%
	
	Science

High Poverty Schools

PI Sites
	17%



	
	
	
	Science 

High Poverty Sites

PI Sites
	67%

67%
	
	Social Science

High Poverty Sites

PI Sites 


	9%




Equitable Distribution Plan Requirement 1 Data Table (Cont.)

	
	
	
	Teacher Data  (Cont.)
	
	
	
	
	

	
	Number of math teachers out-of-field 
	Number of teachers with Math Supplemental Authorizations 
	Total number of ELA teachers 
	Number of ELA teachers out-​of-field 
	Number of teachers with ELA Supplemental Authorizations 
	Total number of science teachers 
	Number of science teachers out​-of-field 
	Number of teachers with science Supplemental Authorizations 
	Total number of social science teachers 
	Number of social science teachers out-of-field 
	Number of teachers with social science Supplemental Authorizations 

	Elementary

  Mary Farmar

  Joe Henderson

  Robert Semple

 Matthew Turner
	
	
	
	
	
	
	
	
	
	
	

	Middle

  Benicia Middle
	
	
	
	
	
	
	
	
	
	
	

	
	1
	7
	8
	0 
	1 
	8 
	0 
	4 
	9
	0
	6

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	High School
	
	
	
	
	
	
	
	
	
	
	

	 Benicia High
	0
	0
	14
	0
	1
	12
	0
	2
	11
	0
	1

	 Liberty High
	0
	0
	2
	1
	0
	1
	0
	0
	2
	0
	0

	
	
	
	
	
	
	
	
	
	
	
	


Benicia Unified School District Equitable Distribution Plan 
Requirement 1 District Overview Table 
	District: 
	District Average 
	High Poverty Sites 
	Program Improvement Sites 

	1. Percent of courses taught by NCLB compliant teachers (HQT) 
	98% 
	0% 
	97% 

	2. Percent of teachers with full certification in subject area 
	
	
	

	
	Elementary 
	100% 
	0% 
	0% 

	
	Middle School 
	97% 
	0% 
	97% 

	
	High School 
	96% 
	0% 
	0% 

	3. Percent of teachers out-of-field 
	
	
	

	
	District 
	1% 
	0% 
	3% 

	
	Middle School Mathematics 
	11% 
	
	11% 

	
	Middle School English/Language Arts 
	0% 
	
	0% 

	
	Middle School Science 
	0% 
	
	0% 

	
	Middle School Social Science 
	0% 
	
	0% 

	
	High School Mathematics 
	0% 
	
	

	
	High School English/Language Arts 
	0% 
	
	

	
	High School Science 
	0% 
	
	

	
	High School Social Science 
	0% 
	
	

	4. Percent of out-of-field teachers with supplemental authorizations in subject area 
	
	
	

	
	Middle School Mathematics 
	78% 
	0% 
	78% 

	
	Middle School English/Language Arts 
	13% 
	0%
	13% 

	
	Middle School Science 
	50% 
	0%
	50% 

	
	Middle School Social Science 
	67% 
	0%
	67% 

	
	High School Mathematics 
	0% 
	0% 
	0% 

	
	High School English/Language Arts 
	7% 
	0%
	0%

	
	High School Science 
	17% 
	0%
	0%

	
	High School Social Science 
	9% 
	0%
	0%

	5. Middle school core teachers with multiple subject credentials 
	
	
	41% 


Benicia Unified School District 

Requirement 1 
Professional Development Needs Assessment 2009-10 

Benicia Unified School District

The Benicia Unified School District has a joint committee of teachers and administrators that oversees professional development for the teachers of the district. The committee consists of teachers from elementary, middle, and high school along with site administrators and the Director of Curriculum and Instruction. The responsibility of the committee is to determine the professional development needs of the staff and develop a Professional Development Plan for the district. Annually the committee examines student demographic data, student achievement data, curricular needs, teacher quality data, and school safety data. Members of the committee are responsible for developing options and surveying school sites to determine professional development priorities for the year based upon an analysis of data and staff surveys, the committee identified the following areas of focus for 2009–10:

	Professional Development
	Demonstrated
Need
	Scientifically
Based
	Teachers of
Focus
	Timeframe
	Funding

	Professional Learning Communities: The major initiative in BUSD is to continue the process of developing as a professional learning community. Our primary focus for staff development for leadership teams has been in this area.
	Approximately 65% of students achieve at proficient or advanced
	Solution Tree: Work of Richard DuFour
	K​–12 all staff
	2008-09
2009-10
	Title ll funds

	Addressing the needs of low socio-economic students: Our district staff development day was based on Ruby Payne’s work with The Culture of Poverty. The percentage of lower SES students is small but growing and this group has been identified as performing at lower rates than the general population.
	SES students achieve at lower levels than general population
	
	K–12 district wide staff development. Site level study groups
	2009-10
	Title ll funds

	Our district adopted EnVision Mathematics in kindergarten through 8th grades and staff development to support the implementation of the new adoption was provided. 
	New math adoption
	Publisher and staff on-going support
	K–8 teachers to support implementation of adoption
	2009-10
	General fund

	Teachers of mathematics in grades 4th–8th have received training through the UC Davis Mathematics Project throughout the year to develop skill in the instruction of algebra readiness.
	Algebra readiness identified as area of need
	UCDavis Math Project
	Teachers in grades 4–8
	2009-11
	Title ll funds

	All secondary administrators received two days of Diversity Training through the Pacific Group and will continue with on-going training to improve their competency in this area.
	CHKS data indicates a higher rate of suspension for African American Students
	
	Secondary administrators
	2009-10
2010-11
	General fund


Benicia Unified School District 

Requirement 2 Analysis Questions

	Requirement 2 Guiding Document

District: Benicia USD

	Using Requirement 2 Data Tables as one source of data, address the following questions:

1. Within the last three years, have teachers with PIPs been placed in high-poverty, high-minority, or program improvement schools?
No, they have not.
2. Within the last three years have teachers with STSPs been placed in high-poverty, high-minority, or program improvement schools?
No, they have not.
3. Are there more interns placed at high-poverty, high-minority, or program improvement schools?

If all schools are high-poverty, are there more interns at schools that have been in PI status for extended periods of time (i.e., school in PI Year 5)?

No. Most of our interns have either been assigned in core areas or in Special Education at the high school level. Our high schools are not high poverty/high minority/PI schools.
4. How are district administrators working to achieve equitable distribution of fully prepared, experienced teachers among district schools?

The Assistant Superintendent, HR and site principals work to ensure that all new teacher recruits and hires are, to the greatest extent possible, already certified HQT. We also seek to recruit and hire proven, experienced teachers in core academic areas who are already certified HQT for all school sites as often as possible. As of this time the distribution of fully prepared, qualified teachers is very comparable across all District sites.
5. How does the Human Resources Department take into consideration the HQT and experience staffing needs of program improvement schools when placing newly hired teachers?
The Human Resources Department has and will continue to work with Benicia Middle School administration (our only current PI school) and administration from other school sites which may become PI to ensure that newly-hired teachers are fully-credentialed, HQT, and fully prepared to embrace the needs for improving student achievement at those sites.

6. How does the district support PIPs, STSPs, and Interns?
Such teachers are assigned to participate in the Solano Intern program through the Solano County Office of Education where they receive training, credential program support, and are assigned a supportive, exemplary content-area mentor from their school site as they complete their credential program requirements.



Benicia Unified School District 

Requirement 2 Analysis Questions (Cont.)
	Requirement 2 Guiding Document

District: Benicia USD

	7. Do district administrators provide access to an approved induction program(s) for teachers new to the profession? 

Yes, all newly hired teachers with a preliminary credential participate in the local Beginning Teacher Support and Assessment (BTSA) program, which is support through the Yolo-Solano BTSA Teacher Induction Program.
8. Does the LEA or school offer coaches, mentors, or support providers to new teachers and others who are in need?
Yes.
9. What support do district administrators provide (e.g. coaches or mentors) for teachers who are teaching out-of-field, new to the grade or subject, as well as those continuing to teach reading or math?
District administrators do a combination of things depending upon the individual needs of the teacher. They may provide more frequent classroom observations and feedback, solicit funding from PAR to send the teacher to needed conferences/workshops, assign a site-based mentor for support, co-planning, etc., release the teacher from his/her class to observe other effective teachers within the content area, etc. 

10. What other additional professional development resources are available (such as instructional materials training, classroom management, etc.)?

Teachers are invited annually to conduct a special project or alternative evaluation project to support their own needs for professional growth and their interests. Funds are made available through PAR and Title ll to provide conference/workshop fees, release time, relevant materials/supplies in support of such interests. Three Staff Development Days are held each year. This year, the implementation of our new mathematics program, Envision Math, has been supported through ongoing professional development to teachers. Additionally, this past fall, Dr. Anthony Muhammed presented to teachers on the topic of Transforming School Culture, and teacher received a presentation/training on A Culture of Poverty using the work of Ruby Paine.



Benicia Unified School District 

Equitable Distribution Plan Requirement 2 

Board Policy Regarding Teacher Assignments

BP  4113  Personnel 

Assignment
In order to serve the best interests of students and the educational program, the Governing Board authorizes the Superintendent or designee to assign certificated personnel to positions for which their preparation, certification, professional experience, and aptitude qualify them. 
(cf. 4112.2 - Certification) 
(cf. 4112.21 - Interns) 
(cf. 4112.22 - Staff Teaching Students of Limited English Proficiency) 
(cf. 4112.23 - Special Education Staff) 
(cf. 4112.8/4212.8/4312.8 - Employment of Relatives) 
Teachers may be assigned to any school within the district in accordance with the collective bargaining agreement or Board policy. 
(cf. 4141/4241 - Collective Bargaining Agreement) 
Assignment to Courses/Classes 

The Superintendent or designee shall assign teachers to courses based on the grade level and subject matter authorized by their credentials. 
When there is no credential authorization requirement for teaching an elective course, the Superintendent or designee shall select the credentialed teacher whose knowledge and skills best prepare him/her to provide instruction in that subject. 
Teachers who are assigned to teach core academic subjects shall meet the requirements of the No Child Left Behind Act (NCLB) pertaining to qualifications of highly qualified teachers. (20 USC 6319, 7801; 5 CCR 6100-6126) 
(cf. 4112.24 - Teacher Qualifications Under the No Child Left Behind Act) 
The Superintendent or designee may assign a teacher, with his/her consent, to a position outside his/her credential authorization when specifically authorized by law or regulation, and in accordance with the local teaching assignment options described in the Commission on Teacher Credentialing Administrator's Assignment Manual. Assignments made pursuant to Education Code 44256, 44258.2, and 44263 shall be annually approved by Board resolution. In such cases, the Superintendent or designee shall reference in district records the statute or regulation under which the assignment is authorized. 
(cf. 3580 - District Records) The Superintendent or designee shall periodically report to the Board on teacher assignments and vacancies, including the number and type of assignments made outside a teacher's credential authorization through a local teaching assignment option. Whenever district misassignments and vacancies are reviewed by the County Superintendent of Schools or Commission on Teacher Credentialing, as applicable, the Superintendent or designee shall report the results to the Board and shall provide recommendations for remedying any identified issues. 
(cf. 1312.4 - Williams Uniform Complaint Procedures) 
Equitable Distribution of Qualified Teachers 
In order to ensure that highly qualified and experienced teachers are equitably distributed among district schools, including those with higher than average levels of low-income, minority, and/or academically underperforming students, the Superintendent or designee shall: 
1. Verify that all teachers of core academic subjects possess the qualifications of highly qualified teachers as required by NCLB or develop immediate and long-term solutions for ensuring that all core academic classes will be taught by highly qualified teachers 
2. Not assign teachers with provisional internship permits, short-term staffing permits, or credential waivers to schools that have 40 percent or higher poverty or are ranked in deciles 1-3 on the statewide Academic Performance Index 
3. Not place interns in high-poverty, low-performing schools in greater numbers than in schools with low poverty or higher academic achievement 
4. Compare teacher retention rates across district schools and develop strategies to recruit and retain experienced and effective teachers in hard-to-staff schools 
(cf. 4111 - Recruitment and Selection) 
The Superintendent or designee may annually report to the Board and the California Department of Education (CDE) comparisons of teacher qualifications across district schools. When required by the CDE, the Superintendent or designee shall develop an equitable distribution plan to identify strategies for recruiting, developing, and retaining highly qualified teachers in low-performing schools. As needed, the Board may direct the Superintendent to transfer teachers to high-need schools in accordance with law and the collective bargaining agreement, and/or may align district resources to improve the skills and qualifications of teachers at those schools. 
(cf. 4114 - Transfers) 
(cf. 4131 - Staff Development) 
(cf. 4131.1 - Beginning Teacher Support/Induction) 
(cf. 4138 - Mentor Teachers) 
Legal Reference: 
EDUCATION CODE 
33126 School accountability report card 
35035 Additional powers and duties of superintendent 
35186 Complaint process 
37616 Assignment of teachers to year-round schools
44225.6 Commission report to the legislature re: teachers 
44250-44277 Credentials and assignments of teachers
44314 Subject matter programs, approved subjects 
44395-44398 Incentives for assigning NBPTS-certified teachers to high-priority schools 
44824 Assignment of teachers to weekend classes 
44955 Reduction in number of employees 
GOVERNMENT CODE 
3543.2 Scope of representation 
CODE OF REGULATIONS, TITLE 5 
6100-6126 Teacher qualifications, No Child Left Behind Act 
80003-80005 Credential authorizations 
80020-80020.5 Additional assignment authorizations 
80335 Performance of unauthorized professional services 
80339-80339.6 Unauthorized certificated employee assignment 
UNITED STATES CODE, TITLE 20 
6311 State plan
6319 Highly qualified teachers 
6601-6651 Teacher and Principal Training and Recruiting Fund 
7801 Definitions, highly qualified teacher CODE OF FEDERAL REGULATIONS, TITLE 34 
200.55-200.57 Highly qualified teachers 
Management Resources: 
CALIFORNIA DEPARTMENT OF EDUCATION PUBLICATIONS 
Revised State Plan for the No Child Left Behind Act, rev. September 2008 
COMMISSION ON TEACHER CREDENTIALING PUBLICATIONS 
The Administrator's Assignment Manual, rev. September 2007 
U.S. DEPARTMENT OF EDUCATION GUIDANCE 
Improving Teacher Quality State Grants: ESEA Title II, Part A, rev. October 5, 2006 
WEB SITES 
CSBA: http://www.csba.org 
California Department of Education: http://www.cde.ca.gov 
Commission on Teacher Credentialing: http://www.ctc.ca.gov 
Santa Clara County Office of Education, Personnel Management Assistance Team: 
http://www.sccoe.org/depts/pmat 
U.S. Department of Education: http://www.ed.gov 
Board Approved 6/24/2010
Benicia Unified School District Equitable Distribution Plan 
Requirement 2 District Overview Data Table
	District: 
	District 
	High-Poverty Sites 
	Program Improvement Sites

	 1. Number of Provisional Intern Permits (PIPs) applied for in NCLB core academic subjects 
	0
	
	0

	       2. Number of PIPs in 2008-09 School Year 
	1
	
	0

	       3. Number of PIPs in 2007-08 School Year
	0
	
	0

	 4. Number of current teachers with Short-Term Staff Permits (STSPs) teaching NCLB core academic subjects 
	0
	
	0

	       5. Number of STSPs in 2008-09 School Year
	0
	
	0

	       6. Number of STSPs in 2007-08 School Year
	0
	
	0

	 7. Number of current teachers with waivers
	0
	
	0

	       8. Number of waivers in 2008-09 School Year
	0
	
	0

	       9. Number of waivers in 2007-08 School Year
	1
	
	0

	 10. Number of Interns 
	2
	
	0

	      11. Percent of total interns in the district
	1%
	
	0%

	 12. Percent of new teachers that participated in an induction program (i.e.,BTSA)
	100%
	
	N/A

	      13. Percent of teachers participating in Certificated Staff Mentoring Program 
	0%
	
	0%

	14. Years of Experience
	
	
	

	Number of Elementary Teachers with 0-3 Years Experience 
	12
	
	

	4-9 Years 
	12
	
	

	10+ Years 
	81
	
	

	Number of Middle School Teachers with 0-3 Years Experience 
	5
	
	5

	4-9 Years 
	10
	
	10

	10+ Years 
	40
	
	40

	Number of High School Teachers with 0-3 Years Experience 
	13
	
	

	4-9 Years 
	27
	
	

	10+ Years 
	53
	
	


	Requirement 2 Documentation



	New Teacher Support Plan



	District: Benicia USD



	Activity

	Description

	Teacher of Focus

	Timeframe

	Funding Source

	Yolo-Solano BTSA Induction Consortium
	Designed to support the professional development of newly credentialed, 

beginning teachers
(see attached documents)
	First and second year teachers
	2 Years
	BTSA Program 

funds/PAR funds

	Solano County Office of Education Intern Program
	Matches employed pre-interns and interns with experienced site mentors during completion of their credential programs and provides periodic training programs for interns and mentors throughout the school year
(see attached documents)
	Waivered-, Pre-intern, and intern teachers
	Usually one year
	SCOE Grant Program Funds


Benicia Unified School District

Requirement 3 Analysis Questions

	Requirement 3 Guiding Document

District: Benicia USD

	Using Requirement 3 Data Tables as one source of data, address the following questions:

1. How are high needs areas identified (e.g., special education, mathematics, science teachers or multiple subject teachers reassigned to teach in a departmentalized setting)? 
      BUSD typically has very low employee attrition; accordingly there are often no high need areas.

       However, there are academic areas in which the District has had more vacancies per year than

       are/would be expected. These are identified high need areas. For example, during the last 3 years

       the District has had four secondary vacancies in Spanish. This is an atypically high number;

       accordingly, Spanish has been a high need area at the secondary level.
2. Do district administrators and the teachers’ association work together to retain highly-qualified  teachers to teach in hard-to-staff schools by offering:

financial incentives  (ex:  differential placement on salary schedule upon initial hire)
increased opportunities for collaboration
smaller class size  (we offer the lowest class sizes/daily contacts in the county)
plentiful and innovative materials, curriculum, and resources
enhanced professional development  (ex:  have paid for specialized training)
meaningful recognition incentives that would retain highly successful teachers 
opportunities for teacher leadership

** It is important to note, however, that Benicia Unified does not have hard-to-staff schools. We

 receive far more applications for teaching positions each year than we have vacancies available

 at both the elementary and secondary levels. Our district and its schools are considered to

 be among the most desirable in the area.
3. How will district administrators utilize exit interviews and/or staff climate surveys to determine reasons why teachers leave the district or schools within the district?

      As stated above, teacher attrition is extremely low in our district. Accordingly, the district is

       not particularly concerned about high annual employee exodus. Exit interviews are conducted

       at employee request upon separation from the district. Climate surveys are not regularly used.

       Teachers who leave our district most often do so for maternity/paternity/childcare, relocation out

       of the area, or to retire.
4. How will district administrators monitor the transfer of employees to ensure that high-poverty, high-minority, or program improvement schools retain highly-qualified teachers and maintain a staff balanced with veteran and new teachers?
           Voluntary transfers, as per the teachers collective bargaining agreement, are permissive, not

             mandatory. Teachers have no automatic right allowing their transfer among district sites.

             Involuntary transfers can, by contract, be made for any educational reason or purpose. Therefore,

             Site administrators have full authority to determine which teachers will/will not be assigned among

             school sites. This ensures that all schools, including PI schools, may have a balance of veteran

             and new teachers.
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Requirement 3 Analysis Questions (Cont.)
	Requirement 3 Guiding Document

District: Benicia USD

	5. How will district administrators monitor high-poverty or program improvement schools with demonstrated retention issues to provide early assistance in teacher retention?

  This is not an issue for our district. None of our schools has demonstrated retention issues,

  and no such issues are anticipated.
6. Does the LEA use state-sponsored teacher development programs to recruit teachers and identify potential teachers (i.e., Para-professional Teacher Training and Intern programs)?
Our district participates in the Solano County Teacher Intern Program which maintains an

ongoing and up-to-date “clearinghouse” of local candidates who are intern eligible in various

academic subjects. Furthermore, the Assistant Superintendent for Human Resources has

established many professional alliances with representatives from institutions of higher education 

       (including CSUS, CSUEB, SFSU, St. Mary’s College, UC Berkeley, Touro University) which provides 

       a sufficient pool of potential teaching candidates in the district.
7. Are the Human Resource Department processes and procedures conducive to having an early hiring timeline resulting in the benefit of recruiting from a wide and deep pool of highly-qualified and experienced teacher candidates?

            Yes. Although the district is now in layoff mode, and will therefore engage only in very limited

              recruiting this year, it most often recruits very early each Spring and at several local colleges and  

              universities. Enrollment and staffing allocations are determined by February, and most, if not

              all teaching vacancies, are usually filled by late June for the pending school year.

              Please also refer to the item marked ** in item #2 above.
8. How does the LEA market itself as an attractive place to work?

      The District has a longstanding reputation as an excellent place to teach, so it markets itself well.

       Marketing materials have been developed to highlight the advantages of the district, including its

       location in a historic, intimate, affordable, and safe small town where education is prioritized and

       valued by the local community.  During recruitment events, arrangements are made with the most

       promising teaching candidates to visit Benicia and its schools prior to interview and selection so

              that the candidates can view the schools in action for themselves.      
9. Does the recruitment plan identify placement centers, colleges and publications where there are significant numbers of candidates to meet the district’s needs?
Yes. (Note again that the District laid off teachers due to state fiscal constraints in both Spring 2009 and Spring 2010. The most recent extensive recruitment efforts occurred in the 2007-08

       school year. That year’s recruitment plan is attached in support of our district’s recruitment efforts.)



Benicia Unified School District Equitable Distribution Plan 
Requirement 3 District Overview Data Table

Instructions:

Complete one table for each grade-level cluster

District: _______________

Insert Rows as Needed
	School Site


	Teacher Retention: 2006-07
	Teacher Retention: 2007-08
	Teacher Retention: 2008-09
	
	

	Name of School Site
	Percent of Poverty at Site
	Program Improvement Year
	Grade Level
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Total number of FTE positions
	Total vacancies to be filled
	Resignations
	Transfers
	Retirements
	Retention rate for 08-09 School Year
	Retention rate from 2007-09

	Mary Farmar Elem
	27
	0
	E
	21
	1
	1
	0
	0
	23
	3
	0
	0
	1
	24
	1
	0
	1
	1
	96%
	93%

	Joe Henderson Elem
	17
	0
	E
	27
	0
	1
	0
	0
	30
	3
	3
	0
	1
	30
	3
	1
	1
	0
	90%
	93%

	Robert Semple Elem
	44
	0
	E
	21
	0
	0
	0
	0
	22
	1
	0
	1
	0
	24
	1
	0
	0
	0
	96%
	97%

	Matthew Turner Elem
	7
	0
	E
	24
	0
	1
	1
	0
	26
	4
	1
	0
	2
	26
	0
	1
	1
	0
	100%
	95%

	Benicia Middle
	17
	1
	M
	49
	1
	3
	0
	0
	51
	3
	1
	1
	3
	51
	1
	1
	1
	1
	98%
	97%

	Benicia High
	11
	0
	H
	73
	0
	2
	0
	2
	82
	5
	1
	0
	2
	86
	5
	3
	1
	5
	94%
	96%

	Liberty Continuation
High
	27
	0
	H
	6
	1
	0
	0
	1
	7
	0
	0
	0
	1
	8/
	2
	0
	0
	1
	75%
	86%

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


                                                                                                                                                                                                


Benicia Unified School District

Human Resources Department
Certificated

Employee Recruitment

Procedures

The Benicia Unified School District seeks to recruit and employ the most qualified, highly skilled, and promising employees available to educate the students in the community of Benicia.  

Candidates who meet these criteria are those who have:

1) Completed an undergraduate education;

2) Completed, or are in the process of completing, state credential requirements;

3) An articulated sense of purpose;

4) Passion for working with and educating all children; 

5) A compelling vision of quality education for all students;

6) A broad repertoire of instructional strategies;

7) A clear understanding of intended learner outcomes;

8) Strong interpersonal skills.

Toward that end, the Benicia Unified School District undertakes substantial efforts each spring to recruit and hire certificated employees who meet these criteria to fill teaching vacancies for the upcoming school year.

Who is involved in recruitment?
District-level administrators, site Principals and Assistant Principals, and selected certificated non-management employees, attend scheduled recruitment events.

When will recruitment occur?
Recruitment efforts are ongoing throughout each school year. However, they take particular priority each spring. It begins in January with a review of enrollment and staffing projections, an assessment of our current recruiting materials, scheduling the district to attend various Bay Area recruitment events, and preparing and distributing documentation which allows current certificated employees to express their employment intentions for the upcoming school year. Teams of District administrators and employees attend recruitment events from 

February through May. The District posts all certificated vacancies at all District sites and on Ed Join, a web-based educational employment opportunity resource.  

Where does recruitment occur?

Recruitment occurs throughout the San Francisco Bay Area, including at U.C. Berkeley, CSU East Bay, St. Mary’s College, San Francisco State University, and at the Northern California CAEE Educational Employment Fair.  

What happens after the recruitment events?

Following each recruitment event, recruitment teams discuss which candidates appear to be the most promising and worthy of interview. The Human Resources Office then coordinates interviews for our strongest applicants for various vacant positions. Interviews are conducted in mid- May and June at the school site level, with teams comprised of the site administrator(s) and teaching staff. The panelists rate each candidate and check references of top candidates. They then make a recommendation to hire the strongest candidates to the Human Resources Office.

The Human Resources Office then offers employment contracts beginning in late May or early June for the pending school year. 

Does hiring end there?

No! Hiring continues throughout the summer months and even after the start of school as necessary in response to certificated employee attrition and adjustments in student registration and enrollment.

	Requirement Three Documentation

	Teacher Retention Plan for 2009-10 and 2010-11

	District:   Benicia USD

	Timeline
	Activity
	Personnel Involved

	By 4/30/10
	Create an exit interview instrument for use with teachers leaving the district for any reason other than retirement and those pursuing voluntary transfer
	Asst. Supt., HR

	By 5/15/10
	Using historical data included in Requirement Three Data Table, identify any schools that have higher-than-usual attrition for reasons other than retirement in 09-10.
	Asst. Supt., HR

Site Principal(s)

Relevant teachers

	5/15/10 -5/27/10


	Meet with principals of any such identified schools to discuss the higher-than-usual attrition, to communicate timeline for exit interviews, and to discuss plans to be followed after exit interviews are conducted.
	

	5/31/10 -
6/11/10
	Conduct exit interviews with all teachers who are leaving from the district for any reason other than retirement and those pursuing voluntary transfer.
	

	July 2010
	Analyze results of exit interviews to share with principals upon return from summer break.
	Superintendent

Asst. Supt., HR

	8/2/10 -
8/13/10
	Meet with site administrators to discuss information gained from exit interviews and to create a site retention action plan for 
10-11. 
	Asst. Supt., HR

Site Principal(s)


	Teacher Retention Plan (Continued)

	8/16/10 -
11/30/10
	Implement goals/activities identified in site retention plan.
	Site Principal(s) and

Assistant Principals

	December

2010
	Conduct mid-year progress meeting with principal(s) re: progress in implementing site retention plan.
	Asst. Supt., HR

Site Principal(s)

	1/1/11 -
4/30/11
	Continue to implement goals activities in site retention plan.
	Site Principal(s) and

Assistant Principals

	By 5/15/11
	Determine rate of anticipated attrition in all schools as of the end of 10-11, with particular emphasis on school(s) of focus during this school year.
	Asst. Supt., HR

	By 5/31/11
	Meet with site principal of school(s) of focus to analyze new attrition data for 10-11 and assess effectiveness of retention plan. Make plan adjustments as necessary for implementation in 11-12.
	Asst. Supt., HR

Site Principal(s)


BENICIA UNIFIED SCHOOL DISTRICT

Human Resources Department

CERTIFICATED EMPLOYEE RECRUITMENT EVENTS

FOR 2007-2008, 2008-2009, AND 2009-2010 SCHOOL YEARS

RECRUITMENT EVENTS FOR 2007-2008 SCHOOL YEAR

February 25, 2008

U.C. Berkeley MACSME

       Berkeley, CA






Presentation

February 26, 2008

U.C. Berkeley DTE Presentation
        Berkeley, CA

April 4, 2008


St. Mary’s College 


        Moraga, CA

April 9, 2008


San Francisco State University
        SF, CA





Teacher Symposium

April 12, 2008

CAEE Educ Employment Fair
        Dublin, CA

April 19, 2008

Solano County Office of Ed                   Fairfield, CA






Job Fair

April 25, 2008

San Francisco State University
        SF, CA






Job Fair

RECRUITMENT EVENTS FOR 2008-2009 SCHOOL YEAR

March 12, 2009

San Francisco State University
        SF, CA






Teacher Symposium

April 4, 2009


CAEE Educ Employment Fair
        Dublin, CA

May 1, 2009


Solano County Office of Education       Fairfield, CA






Job Fair

RECRUITMENT EVENTS FOR 2009-2010 SCHOOL YEAR

March 16, 2010

U.C. Berkeley Teacher Symposium       Berkeley, CA

April 15, 2010

San Francisco State University
         SF, CA






Teacher Symposium

May 1, 2010


CAEE Educ Employment Fair
         Dublin, CA

April 14, 2006

U.C. Berkeley

                    Berkeley, CA

April 27, 2006

San Francisco State University
         San Francisco, CA

Benicia Unified School District 

Requirement 4 Analysis Questions

	Requirement 4 Guiding Document

District: Benicia USD

	Using Requirement Four Data Tables as one source of data, address the following questions:
1. Does the LEA have a system to analyze the relationship between principal vacancies and teacher transfer request, non-reelection, resignation, and retirement?
  The District has no such formalized tracking system in place at this time. That stated, all

  Personnel Action Listings, which include certificated hires, voluntary and involuntary

  teacher transfers, probationary non-reelections/resignations, resignations, and retirements,

  for the past 10+ years are stored electronically in the Office I-Drive. Such data is therefore

  easily compiled and analyzed if/when deemed necessary. 

2. How do district administrators analyze principal recruitment and retention data including results of climate surveys and exit interviews to determine if there are trends that affect program improvement schools?
      Climate surveys to which teachers, students, and parents respond have been utilized by

       the district for the purposes of crafting Comprehensive School Safety Plans and Single

       School Plans for Student Achievement. However, they have not been used, nor have

       exit interviews been used, to shed light on principal recruitment and retention nor to

       determine trends that affect PI schools (of which we have only 1). We are hiring two new

       elementary principals this Spring and will conduct facilitated meetings with each school

       staff and school community to determine the attributes, qualities, and skills sought in each

       new site principal. Such input will guide our selection of the new site principals to conform

       to perceived school site and district needs.

3. Does the LEA have a system to analyze the relationship between principal experience levels and meeting AYP?  
     The district analyzes AYP results each August/September against not only the experience

      but also the curricular/instructional leadership efforts and initiatives of each site principal.

      Strategies which yield positive and significant results are then shared by the implementing

      principal with other principals in the district. All schools have met AYP in all previous

      school years with the most recent exception of Benicia Middle School.

4. How do district administrators monitor the placement of experienced principals to ensure that program improvement schools are not routinely lead by inexperienced principals?  
      Having only one PI school in its history, this has not been an issue in our district. That

       stated, the Superintendent/Cabinet will continue to carefully monitor the achievement of all

       school sites to ensure that all schools are led by competent site principals, be they new or

       experienced.
5. Do high-poverty, high-minority and program improvement schools have significantly fewer experienced principals than other schools in the district?

No. Quite frankly, every site principal in our district possesses many years of administrative

experience either within or outside Benicia USD. Our one PI school has had the same school principal assigned for the past 11 school years.



Benicia Unified School District 

Requirement 4 Analysis Questions (Cont.)
	Requirement 4 Guiding Document

District: Benicia USD

	6. How do district administrators ensure that principals assigned to high- poverty, high minority and program improvement schools advocate and support high levels of learning for all students, including students identified as gifted, English learners, and students with disabilities?

The Superintendent and Director of Curriculum and Instruction provide additional presence

and hands-on support to principals of PI schools. Such principals receive additional

on-site leadership and mentoring support from the Solano County Office of Education, which leads the staff through various exercises intended to focus the school staff on the improvement of student achievement. Such activities include facilitating academic progress surveys with staff, training in student achievement data analysis, crafting of pacing schedules and common benchmark assessments, and school wide and department-based goal setting. PI principals also receive professional development training and support above and beyond that which is provided to non-PI school principals.

7. Do district administrators ensure that principals at underperforming schools receive ongoing support from internal and/or external support providers focused on bringing about rapid academic improvement?  

Benicia Unified currently does not have underperforming schools. However, at schools which are determined to not be performing at their maximum levels, principals receive additional support from Superintendent/Cabinet in virtually every aspect of the school’s functioning. Cabinet members assist such principals on site with budget development, Single School Plan development, creation of the master schedule and assignment of teachers to departments/grade levels, and, among others, identification of and defrayal of costs for effective professional development activities. Such principals have been/are also offered on-site consultation and support with proven principals and school leaders who are retired. 
8. Do they attend professional development that focuses on the specific needs of poor, minority and low-achieving students and their teachers?
This school year, professional development has been offered based upon specific identified needs and has included presentations of the work and strategies of Ruby Paine in A Culture of Poverty and Beyond Diversity training. 
9. Do the site administrators in high-poverty, high-minority, and program improvement schools participate in professional development as consistently as site administrators in other schools?

Our district has no high-poverty, high minority schools. Our one PI school principal has participated in at least as much, if not more, professional development than other site principals.

10. Are there verifiable trends in site administrator experience and their participation in professional development correlating with teacher retention at schools?

There is no data currently available that correlates the experience of school site administrators and their participation in staff development activities with teacher retention in our school sites. Most all of our school sites have extremely high rates of teacher retention, and our lowest teacher retention site, Liberty Continuation High School, has a lower rate of retention due to the recent retirements of three long-time teachers on that site.



Benicia Unified School District Equitable Distribution Plan 
Requirement 4 District Overview Data Table
District: Benicia USD

Insert Rows as Needed
	School Site
	AYP Status
	Total Years

Experience as a Site

Principal

	Name of School Site
	Percent of Poverty at Site
	Program Improvement Year
	Grade Level
	English/Language Arts
	Mathematics
	Years as 

Principal at Site
	Ttl. Yrs. Principal Experience

	Mary Farmar Elementary
	27
	0
	E
	Not Met
	Met
	5
	5

	Joe Henderson Elementary
	17
	0
	E
	Met
	Met
	8
	8

	Robert Semple Elementary
	44
	0
	E
	Met
	Met
	3
	9

	Matthew Turner Elementary
	7
	0
	E
	Met
	Met
	8
	8

	
	
	
	
	
	
	
	

	Benicia Middle
	17
	1
	M
	Not Met
	Not Met
	11
	11

	
	
	
	
	
	
	
	

	Benicia High
	11
	0
	H
	Met
	Met
	1
	1

	Liberty Continuation High
	27
	0
	H
	Met
	Met
	4
	4

	
	
	
	
	
	
	
	


	Equitable Distribution Plan Requirement 4 Documentation



	Principal Support Plan


	District:  Benicia USD



	Activity
	Description
	Funding Source

	Beyond Diversity Training
	2-day training designed to assist school leaders and teachers to recognize, address, and eliminate racism within school systems
	General Fund

	Professional Learning Communities Leadership Training
	Continued ongoing series of training to develop principal capacity to lead
	Title ll Funds

	ACSA Walkabout Training
	2-day training sponsored by ACSA to develop capacity of site principals to make effective, ongoing informal observations of teachers and classrooms
	General Fund

	A Culture of Poverty
(Ruby Payne)
	1 day professional development workshop intended to build capacity of site leaders and teachers to close the achievement gap with the District’s low SES population
	Title ll Funds

	Miscellaneous ACSA Academies
	7 month professional development program for leaders offered by ACSA in areas including curriculum, Special needs, and Human Resources administration
(administrators select academies based upon areas of personal need and interest)
	Private funds/General Funds


Three-year district retention rate           69%





Three-year retention rate at high-poverty schools          69%





Three-year retention rate at program improvement schools          69%








Grade Level Key:





Elementary (encompassing grades K–6 or combination of these grade levels)                   E





Middle (encompassing grades 6–8 or 7–8)                                                                               M





High School                                                                                                                                  H





Atypical (i.e., K–8)                                                                                                                        A





Grade Level Key:





Elementary (encompassing grades K–6 or combination of these grade levels)                   E





Middle (encompassing grades 6–8 or 7–8)                                                                               M





High School                                                                                                                                  H





Atypical (i.e., K–8)                                                                                                                        A





Three-year district retention rate           94%





      Three-year retention rate at high-poverty schools          





Three-year retention rate at program improvement schools          97%








Grade Level Key:





Elementary (encompassing grades K–6 or combination of these grade levels)                   E





Middle (encompassing grades 6–8 or 7–8)                                                                               M





High School                                                                                                                                  H





Atypical (i.e., K–8)                                                                                                                        A
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