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M eeting the Demand for Highly Qualified
Soecial Education Teachers During Severe Shortages.

What Should Policymakers Consider?

Mary T. Brownell, University of Florida
Eric Hirsch, Southeas€Centerfor Teading Quality
Seonjin Seo, University of Florida

In the authorsCresponse to the other articles in this special series, they acknowledge the dilemma that
chronic teacher shortages and recent demands for a quality teacher for every child pose for securing
sufficient numbers of special educators. We provide information about current policies and programs
that states and districts are implementing that hold promise for improving the supply of qualified spe-
cia educators. Although we recognize the potentia effectiveness of individual strategies, such asin-
duction programs, we emphasize the importance of a comprehensive, statewide reform effort as the
most viable mechanism for resolving teacher shortages.

Few problemdn specialeducatiorhave beenasvexing asthe
chronicundersupplyof specialeducatiorteachersAnnually,

the U.S. Department of Education, Office of Special Education

Programs, spends approximately $90 million to increase the

numbers of special education teachers available to serve our

nation©studentswith disabilities. Thesefundsarein addition
to ary incentive programsstateshave to increasehe number
of teachersin critical shortage areas. Unfortunately, these com-

bined costly efforts have been insufficient to adequately increase
the numberof qualified teachersn specialeducationpartic-
ularly teacherswho are culturally and linguistically diverse
(CLD).

Thearticlesin this specialseriegrovide research-based
informationthatimprovesourunderstandingf thefactorsre-
lated to teachershortagesgespeciallythe role that attrition
playsin thechronicdemandor teachersWeknow fromthese
articlesthatwe couldincreasaheyearlysupplyof teachersf
we would attendmorecarefullyto the factorsrelatedto attri-
tion. Specifcally, we know thatyoung,inexperiencedeach-
ersarea high attrition risk. Additionally, efforts to improve
teachersalariesand designwork ervironmentsthat support
teachersand resultin manageablavorkloadsshouldreduce
attrition-relatedshortages specialeducationMoreover, the
needto hire uncertifed teachercontinually exacerbateshe
attritionproblem particularlyin high-poverty schoolsanddis-
tricts. National and statevide studiescomparingspecialand
generaleducationteacheravho stay versusthosewho leave
(as opposed to studies examining intent) show that certification
is asignificantpredictorof attrition (Boe,Barkanic,& Leow,
1999; Henke, Chen,Geis, & Knepper;2000; Miller, Brow-
nell, & Smith,1999).

We know much lessaboutwhat factorskeep teachers
from enteringthe specialeducationprofession.The number
of elementarygeneraleducationteacherswvailablefor every
new positionis almostdoublethe numberof availablespecial
educatorgBoe,Cook,etal., 1999).Moreover, asMcLeslkey,
Tyler, and Flippin (this issue)point out, we have no knowl-
edge of how effective variousrecruitment effortsat local, state,
andfederallevelsarein increasinghesupplyof certified spe-
cial educatiorteachersWhatdistrictandstateadministrators
do know is thatin mary schoolsanddistricts,particularlyin
poorurbanandruralareasthey aredesperatéor certifiedspe-
cial educatiorteachers.

To complicatematters stateanddistrict administrators
feel considerablgressurdo recruitandretainteacheravho
canraisestudentachiezementin specialeducationwhile re-
ceiving confusingmessageabouthow to do so.On the one
hand,federalpolicymalkersdefine qualified teaters, partic-
ularly at the secondaryevel, asthosewho have the content
expertise to teach their subjects, with little regard for pedagog-
ical expertise.From this perspectie, teacherswith subject
matterknowledgearebestpositionedo helpstudentachieve.
On the otherhand,the samepolicymakersare communicat-
ing that pedagogyis essentialhenthey describequalified
teachers as those who collect ongoing student assessment data
toinform decisionsaboutwhich scientifcally basedractices
are appropriateto use.From this perspectie, qualified spe-
cial educationteacherdave considerableoreparationin im-
plementingresearch-basestratgiesandusingassessment.

Any definition of a qualified specialeducationteacher
however, is unlikely to allay the fearsof districtsand states
alreadysuffering severe shortagesWithout differentincen-
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tivesor supportsthesestatesanddistrictsareunlikely to re-
cruit specialeducatiorteacheravith contentexpertise those
well-preparedn usingresearch-basqaracticespr thosewith
expertisein both. How canpolicymakersandadministrators
focustheir efforts on recruiting andretainingqualified spe-
cial educators, given thelimited and shrinking state budgets?
Also, how can they insist on high standards for the preparation
of new specialeducatorsvhenthey needsomary? Although
researcton specialeducatiorteachergnay beinsuficient to
answer these questions, the findingsin general education com-
binedwith ourresearcibasein specialeducatiorprovide ev-
idenceuponwhich policymakerscanact.In ourresponseywe
discuskey stratgiesthatstatescanimplementthatmayhelp
alleviate shotages.Althoughwe recaynize thesestrategies as
individually successfulwe emphasiz& comprehensi setof
policy strat@iesasthe mostpowerful meandor ensuringan
adequatesupplyof qualified specialeducatiorteachers.

Induction Programs
and Improving Retention

Beginning teachersare the most vulnerableto attrition and
shouldbe the target of ary major retentioneffort. While all
beginningteachersreanattritionrisk, specialeducatorsnay
be moreatrisk becausef the demandinghatureof teaching
specialeducation(Billingsley, this issue),and mary enter
teachingwithout sufficient certification (Billingsley, 2002).
The attrition risk beginning teacherspose has compelled
mary statesto implementinduction programs.Thirty states
currentlyhave inductionprogramsn place;however, the ex-
tent of those programsislargely unknown, and only 16 of those
statesrequireand fund inductionfor all new teachergEdu-
cation Week, 2003). Recentresearchshavs that extensve,
well-designednduction programsincreaseintentionto stay
and reduceattrition ratesfor beginning generaland special
educatiorteachersin Californiaandthreecitiesin Ohio, in-
ductionprogramseducedattrition ratesfor beginningteach-
ersby two thirds or more (Berry, 2001; Darling-Hammond,
1997). Attrition data, however, were not disaggreated by
gradelevel or contentareataughtso that programeffective-
nessfor differenttypesof teachersould be determined.
When crafting statevide teacherinduction programs,
policymakers and educators must consider components of
effectiveinductionprogramsandfundthemsuficiently. Well-
articulatedsupportsystemsand mechanismdor evaluating
beginning teachingare key componentgo succesgGriffin,
Winn, Otis-Wilburn, & Kilgore, in press) Specifcally, high-
quality inductionprogramga) have cleargoalsfor improving
teaching,(b) provide sufficient opportunitiesfor new teach-
ersto work with trainedmentors,(c) include extensve pro-
fessionaldevelopmentactiities alignedwith programgoals,
and (d) provide adequatdiscal and political support.More-
over, evaluationof beginning teacherds separatedrom the

mentoringcomponenbf theseprogramsandis basedn con-
sensusboutquality teaching.

Suchconsensuaboutteachings essentiato creatinga
cohesive system for preparing teachers. Ofeachers are not fin-
ished products when they complete a teacher preparation
programQ(National Commissioron TeachingandAmerica®
Future,2003,p. 79). Strongpartnershipbetweerpreparation
programsandschoolsareessentiato successfuinduction,as
thesepartnershipsreatecoherencdetweernpreparatiorand
classroonpractice makingit easierfor beginningteacherso
operationalizehe skills they have learned.The University of
CaliforniabSant@&ruzandtheUniversity of Washingtorhave
built thesepartnershipsvith schoolsto mentorinexperienced
teachersandareexperiencingmpressve successk-or exam-
ple, the New TeacherCenterat the University of Californiab
SantaCruz hasdevelopeda teacherinduction programthat
retains95% of new teacher®veranll-yearmeriod(National
Commissioron TeachingandAmerica®Future,2003).

Policymalkersandeducatorsnterestedn implementing
a statevide teacherinduction programthat hasincorporated
mary of theseimportantcomponentsandpartnershipgould
look to Connecticut and California for guidance. The Connec-
ticut Beginning Educator Support and Testing (BEST) Program
andCalifornia®Beginning TeacherSupportandAssessment
(BTSA) Programareexamplesof comprehensie supportsys-
temsfor beginning teachers (Hirsch, Koppich, & Knapp, 2001,
Wilson, Darling-Hammondg& Berry, 2001).Both programs
includeindividual supportto new teachersadvancedstudy
frequentreflection on the practiceof teaching,and perfor-
mance assessment. Eval uation studies al so show that these pro-
gramsare effective in retainingteachersand ensuringtheir
competenceSpecifcally, the CaliforniaResearciBureau(as
citedin Hirsch,2001)foundthatteachergarticipatingin the
BTSA hadattrition ratesof 9% over 5 years,comparedvith
37%for nonparticipatingeachersHowever, we shouldnote
thatteachersnustbefully preparedo qualify for thissupport
(seewww.btsa.ca.go), arequirementhatwould precludethe
participationof mary new specialeducatorsvorking out-of-
field. In Connecticut,extensive mentoringsupportto meet
performancestandardsand a rigorous portfolio assessment
systembasedon thosestandardseta high bar for new spe-
cial educationteachersSeven percentof specialeducation
teacheravereunableto successfullymeetperformancestan-
dardsduringtheirfirst 2 yearsandrecevedathird yearof in-
ductionsupport(Moirs & Fiske-Natale,2002),suggestinga
rigoroussystenthatis likely to ensureeachingcompetence.
Additionally, low attrition rates for all teachers(approxi-
mately3% annually)andanadequatesupplyof certified spe-
cial educatorsuggesthatthe programis helpfulin retaining
teachers.

Two major beneits of a comprehensk stateinduction
programareits costeffectivenessandits ability to improve
teachersGkills. Connecticut®BEST program costs $3.6 million
annually, and its estimated cost per teacher over the 2-year
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period is $1,384.Much of thosefundsgo to mentortraining
andevaluationswhich sene asprofessionatievelopmentin-
vestmentdor veteranteachergnvolved as mentorsand as-
sessorgPecheone?2002).The costof this statevide program
is a baigainwhenone considerghe costof replacingteach-
ers.A recentstudy estimatedhat the costto Texas systems
for losingateacherangedirom $8,231for ateachemith no
experienceo $13,122or onewith 20 years@periencewith
anaveragecostof $11,120(Benner 2000).

Clearly, well-designednduction programsrepresent
powerful strategy that states can employ to simultaneously
reduce teacher attrition and improve quality. However, policy-
makersandeducatorsnterestedn this stratey mustbe sen-
sitive to the needsof beginning specialeducationteachers,
particularly culturally and linguistically diverse teachersin
their review of teacherinductionresearchGriffin et al. (in
press)assertedhat new teachersvantedguidancefrom ex-
periencedspecialeducationteacherdo develop specialized
skills needed for working with students with disabilities.
Moreover, theseteachersbelieved that they were isolated
from the mainstreanof generaleducationandlacked colle-
gial support.Certainly thefeeling of beinganoutsidercould
beintensifedfor CLD specialeducatiorteacherswho might
perceve themselesasexisting outsidethe dominantculture
of societyandschoolsFurthermorespecialeducatorsreex-
pectedo senein mary roles,have awide rangeof expertise,
and, often, sene studentsacrossgradelevels and disability
groupsAs aresult,they areexpectedo have abroaderange
of knowledgeaboutcurriculumandinterventionsthanmary
generaleducatorsAdditionally, theseteachersare expected
to providedirectinstructionto studentsvhile coordinatinghe
collaboratve efforts of professional&ndparents.

Giventhe needsof specialeducatorsandthe complec-
ity of theirjobs,ary effortsto designinductionprogramsnust
consider(a) stratgies for including new specialeducation
teachersn thebroadeischoolcontet and(b) eachspecialed-
ucator®specifc needspasedon his or her prior experience,
level of expertise, rolein the school, and the popul ation served.
Moreover, datawill benecessarjor determiningthe specifc
componentsfinductionprogramsiecessarfor meetingspe-
cial educators@ried needs.

Increasing the Availability of
Quality Alternative Routes

Well-designedhlternatie preparatiorprogramscanprovide a
mechanisnfor increasinghe numbey andperhapghe qual-
ity, of specialeducatorsparticularlythosewhoareCLD. One
of the mostwell-documentedspectof alternatve routesis
their capacityfor recruitinghigherpercentagesf CLD teach-
ers into both special and general education (Rosenberg &
Sindelar, 2001; Zeichner & Schulte, 2001). Nationally, the per-
centages of CLD ingliduals graduating from alternegicer-
tification programsversustraditional programsare 21% and

13%,respectiely. However, someprogramsarefarmoresuc-
cessful in recruiting CLD individual sthan others. For example,
thePathwaysto TeachingCareers’rogramastep-ugprogram
designedto prepareparaprofessionalto becometeachers
(DeWitt Wallace Reader$Digest Fund, n.d.), and the Mil-
waukee Metropolitan Teacher Education Program (Haberman,
1999)have CLD participationratesof 79%and78%,respec-
tively. Troopsfor Teacherg TFT) have fewer but nonetheless
significantnumbersof CLD individualscompletingprepara-
tion routes(29%).

A small numberof researctstudiessuggesthat grad-
uates from more intensive alternate routes are likely to stay
in teachingongerandbe moresuccessfulBerry (2001)and
Darling-Hammond (1999) demonstrated that graduates of short-
cut alternatve routes(e.qg., bachelor&degreeplus intensie
summeittrainingin ateachingfield) werehigh attrition risks.
Specifcally, about60%of graduatesf shortcutroutedeft the
field, comparedvith 30%of graduate$rom 4-yearprograms
and 10% to 15% of graduates of 5-year programs. In contrast,
graduategrom moreintensve alternatve programshave im-
pressve retentionrates(SoutheasCenterfor TeachingQual-
ity, 2002a).For example,paraprofessionatep-upprograms
have demonstratedemarkableretentionrates,rangingfrom
90% to 99% (DeWitt Wallace ReaderODigest Fund, n.d.;
Southeas€Centerfor TeachingQuality, 2002b).In specialed-
ucation,a paraprofessionatep-upprogramfundedthrough
the Office of SpecialEducationProgramsggraduatedL9 stu-
dents,and16 werestill teachingin the program5 yearslater
(RennellsSindelar & Austrich,1997).

Moreintensive alternative preparation programsal so show
promise for developing competent teachers (DeWitt Wallace
ReaderDigestFund,n.d.; Sindelar Rennells Daunic,Aus-
trich, & Eisele,1999). Sindelaret al. found that beginning
teachersdevel oped through the collaborative efforts of districts
anduniversitiesoutperformedjraduate®f alternatve routes
createdexclusively by districts. Similar findings have been
obtainedor graduatesf the Pathwaysprogramwho demon-
strated,at @ minimum, an averagelevel of competenceon
PRAXIS Il (DeWtt WallaceReader€DigestFund,n.d.).

The Need for Comprehensive
Personnel Databases

In the currentpolicy contet, mary stateandfederalpolicy-
malkershave demonstratedninterestin vehiclesfor improv-
ing teachequality. Regulationssetforth underTitle 11 of the
Higher EducationAct and No Child Left Behind (NCLB), along
with fundingallocatedo carryouttheseregulations(e.g.,the
TeacherQuality EnhancemengrantsandTitle II, Part A, of
NCLB), emphasizehe importanceof teacherquality at the
federallevel. More than 30 stateshave enactedegislationto
upgrade the teaching profession by improving teacher salaries,
teachingstandardsteachereducation beginning-teachein-
duction,and professionatevelopment(Hirsch et al., 2001).
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However, statesdistricts,andinstitutionsof highereducation
thatprovide incentivesor securegrantsto improve theteach-
ing profession have little data to draw on to determine the
effectivenessof their efforts becausamost states@ersonnel
databases are woefully insufficient (Southeast Center for Teach-
ing Quality, 2000b;Voorheest Barnes2003).

Devel oping and implementing strategiesthat improvethe
supplyandquality of specialeducatorss unlikely to beanat-
tainablegoalwithoutsufficientpersonnetlatabasesStatesio
not have personnetlatabaseto trackteacherdrom thetime
they entera preparatiorrouteto thetime they leave theclass-
room. As a consequenceagsearchersind policymakers are
unable to determinethe effectivenessof recruitmentstrate-
gies, licensuremechanismspreparatiorroutes,or retention
strategies with regard to increasing the supply of specia edu-
cation teachers, particularly CLD teachers, and improving the
overall quality of the specialeducationteachingworkforce.
Moreover, they areunableto determinehow recruitmentand
retentionstratgjies,especiallythosedesignedo alsoimprove
teacher quality, relateto student achievement (Clements, 2001).

Policymalersandeducatorsieedthesedatasystemgo
malke wise decisionsabouthow to spendpublic funds, par-
ticularly at a time whenstateandfederalbudgetsaresolim-
ited. TheinformationthatsomestatessuchasKentuck and
North Carolinaprovide throughpersonnetlatathey have col-
lectedsuggesthe potentialthatcoherentlata-collectiorsys-
temshold. The Kentuck/ EducationProfessionalStandards
Board(KEPSB)andthe North CarolinaStateDepartmenbf
Education, in collaboration with the North Carolina Education
Research Council (NCERC), collect datato determine supply-
and-demandssuesacrosgheir statesPersonnetiatain both
statesallow stateadministratorsand policymalkersto deter-
minehow supplyvariesaccordingo geographidocationand
subjectarea.

Additionally, both statescollect informationrelatedto
teacheipreparatiorandretention.Usingteachemandsupervi-
sorsuneys, Kentucky andNorth Carolinahave beenableto
determine how prepared teachers feel to deal with certain
aspectsof their job. Focusingexclusively on new teachers,
Kentuck/@ statedepartmenbf educatiorhasusedsurwey in-
formationto determinehow well teachereducatiorprograms
are preparingteacherdor their positions.To improve reten-
tion, the KEPSBhasdevelopeda systemfor examiningmo-
bility andretentionpatterndor ary subjectgraderange,and
numberof yearsof experienceUsingthissystemKEPSBhas
beenableto demonstratéhe effectivenesf their beginning-
teacheiinternshipprogram.Specifcally, the attrition ratefor
teachersn their first 5 yearsis 75%to 80%, comparedvith
50%for teachersationally

North Carolina also collects information that can po-
tentially decrease teacher turnover and improve working
conditions. NCERC compilesa turnover reportthatincludes
longitudinalinformationonwhy teacher¢eave theirpositions
(NC SchoolsFirstin America,2002) Recentlythegovernor®
office surweyed42,000teacherso assessvorking conditions,

to betterunderstandheir impacton teacherrecruitmentand
retention decisions (Governor Mike Easley( Teacher Working
Conditionslnitiative, 2003). Thesereportsprovide powerful
datafor informing statepolicy analysesanddeliberations.

Why Systemic Reform Is Critical

Historically, specialeducator$iave worried abouttheimpact
of chronicteachershortage®n schools@nddistricts@apac-
ity for ensuringa free and appropriateeducationfor all stu-
dents(Billingsley & Cross,1991;Brownell & Smith,1992).
However, thefield hasbeenunableto remedytheseshortages
despiteconsiderablesffort by the federalgovernment, state
governments,local districts,and professionabrganizations,
such as the Council for Exceptional Children. The field®
struggleto adequatelyaddresshis problemis mostlikely due
to two perniciousproblems First, the approacho resolving
shortagedasoften beena piecemeabne,focusingonly on
particularaspect®of the teachingprofessionsuchasrecruit-
ing sufficientnumbersof specialeducatiorteachersSecond,
specialeducatioris only a small partof the educatiorenter-
priseand,consequentlyhasdifficulty influencingthe restof
the system.Thoughconcernsaboutsecuringsufiicient num-
bers of qualified specialeducatorsare long-standing,only
within thelast10yearshave statepolicymakersdemonstrated
aseriousinterest inimproving the quality of the teaching work-
force. The attentioncurrently focusedon teachershortages
andteacheiquality providesa prime opportunityfor thefield
of specialeducationto becomeinvolvedin efforts to recruit
and retain highly qualified specialeducatorsHowever, the
somavhat haphazargolicy approachmoststatesaretaking
to resolvingshortagesandimproving quality is likely to be
insufiicient.

Panickedaboutpendingshortagesmnary stateshave in-
stitutedvariousrecruitmenstratgies.ln 2000,approximately
450 bills addressingeacherrecruitmentwere introducedin
the legislative session®f 41 stategHirsch, 2001).Approxi-
matelyhalf of stateshow have scholarshirloan-foilgiveness
programsln 1999, statesinvestedmorethan$80 million in
scholarshipsandloan forgivenessfor teachers (Education Week,
2000). Somestatesare spendingconsiderablesumsto pay
signing bonuses for teachers willing tork in critical short-
ageareagSoutheastCenterfor TeachingQuality, 2002b) Yet,
the successf thesestratgies is questionableWhile New
York hasexperiencedsomereductionin the overall demand
for teachersSouthCarolinawasunableto recruitteacherdor
high-need areas, despite an $18,000 signing bonus per teacher.
Moreover, for years stateshave involved specialeducatorsn
professionatlevelopmentand,morerecently inductionpro-
grams)with little knowledgeof theimpactof theseprograms
on teachemguality.

A reactive approachto policy development,combined
with insufiicient personneldata, thwarts the creationof co-
herentstatevide strat@iesthat, at leastin generaleducation,
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seemto work in increasingthe supply of qualified teachers.
Both ConnecticutandNorth Carolina,becausef strongpo-

litical and administratve leadershipand significant invest-

ments, have taken a systemicapproach,professionalizing
teachingby creatingperformance-basestandardghat pro-

vide both supportand accountabilityto teacherghroughout
their career

Since1986andthe passag®f the EducationEnhance-
ment Act, Connecticut has gradually built a system that profes-
sionalizegeachingoy (a)raisingsalariefrom a1986average
of $29,437to $47,823in 1991,(b) creatinga tieredlicensing
system|c) implementinga beginning-teacheimductionpro-
gram, and (d) focusingprofessionadevelopmentefforts on
standardsnd studentdata(Wilson et al., 2001). The BEST
program,describeckarlier andprofessionatlevelopmentef-
forts are centered on the state® Common Core of Teaching and
discipline-basegrofessionaktandardsThesestandardare
usedo determingeachers@arningneedsandjudgetheirper-
formancefor moving from initial to professionalicensure.
The statehasalsoworked to link professionadevelopment
directly to gapsin studentachiezement.With guidancefrom
thestate districtsmustcreateprofessionatievelopmeniplans
thatmeetstateandnationalstandardshataretargetedto iden-
tified studentachiezementneeds.

Connecticutstatavide, systemicapproachappeargo
work, as they can make impressive claims about their capacity
for improving the supplyof qualified teacher®verall (South-
eastCenterfor TeachingQuality, 2002a) Moreover, Connec-
ticut® teachersare consideredsomeof the bestpreparedn
thecountry demonstratinghathigh standard$or studentnd
teacherperformanceand sufficient resourcesto supporta
comprehensie reformeffort resultin amoreprofessionaén-
vironmentfor teachersNonemore capableof attractingand
retainingthem.

Punctuatedby the passag®ef the ExcellentSchoolsAct
in 1997, North Carolinahasgradually expandedsuccessful
recruitment programs, such as the state® Teaching Fellows
program; revamped master@ programs; and increased salaries,
including a 12% increase for national boardExertified teachers.
Like Connecticut, North Carolina is interested in improving
schoolsandretainingteachershroughimprovedprofessional
developmentandschoolleadershiplt shouldnot be surpris-
ing thatboth Connecticutand North Carolinahave seensig-
nificant increasesin studentachiezementon the National
Assessmendf EducationaProgressEvidenceindicatesthat
changesn statepolicy helpedexplain thosegains(Darling-
Hammond,1999).

Conclusion

Over the next decade, policymakers are unlikely to amass
additional resourcego raise teachers@alariessignificantly,
particularly given the vulnerablenatureof the economyand
dwindling stateand federalbudgets.For example,in 2001,

Marylandcreatedaprogramn whichthestateprovidedapor-
tion of salaryincreasedor districts that increasedteacher
compensatiorMorethan$30million wascutfromthesalary-
matchingprogramthis year (National Conferenceof State
Legislatures2003).Giventhelack of datagatherecandfew
evaluationsof programeffectivenessijt will be difficult for
legislatorsto decidewhereto make cuts.Clearly, afirst step
policymakers cantake is to implementpoliciesthatdemon-
stratethe mostpotentialfor increasingthe supply of special
educatorsandavoid implementinghosethatarelik ely to ex-
acerbatd¢eachershortage®r do little to resohe them.

NCLB, andultimatelythereauthorizedDEA, will pro-
videall stateswith opportunitiesto reassesstheir state systems
by requiringa focuson defining a Ohighlyqualiied&teacher
Yet, to do this in away thatwill addressll aspectf qual-
ity, statesshouldfocuslesson theseacts@andatesandre-
guirementsand more on reachinga consensun what a
highly qualified teacheshouldknow andbeableto do atvar-
ious careerstagesldeally, stateswill usefederaldefinitions
provided by NCLB andIDEA to guidetheir own cornversa-
tions about what teaching quality looksdiln special educa-
tion, how to asses#, andhow to preparenew candidatesind
supportexisting teachergo reachhigh standardsYet, pro-
ductive conversationsamong key stakehol dersin states depend
on data. Researchers, state administrators, and district admin-
istratorsneedto work collaboratvely to collectandinterpret
datathatidentify personneheedsthefactorscontrikbuting to
thoseneedsandeffective stratgjiesfor remediation.

Systemicreform efforts will alsorequireeducatorand
policymakersto usefederalfundingto designandimplement
stratgieswith thegreatespotentialfor increasinghe supply
of qualified specialeducatiorteachersCurrently moniesare
availablethroughTitle Il of theHigherEducatiorAct (HEA),
NCLB, andIDEA to improve preparationinduction,andpro-
fessionadevelopmentSomeof thesegrantsincludetheTitle
[l Teacher Quality Enhancement Grants, the NCLB Improving
TeacherQuality StateGrants,anda variety of grantopportu-
nities available throughthe U.S. Departmentof Education,
Office of SpecialEducationProgramge.g.,PersonnePrepa-
ration, StatelmprovementGrants,Projectsof National Sig-
nificance). State education agencies, local districts, and
universitiesshouldwork strateically to develop comprehen-
sive teacherguality improvementefforts thatwill alsofocus
on increasingthe supply and retentionof specialeducation
teachersparticularlythosegoingto high-needschoolsWith-
outacomprehensi, collaboratve approacho defining what
a quality specialeducatoiis, or researctdemonstratindhon
to attractandretainsuchindividuals,we arelikely to be dis-
cussingthe perniciousproblemof teachershortagesn spe-
cial educatiorfor decadeso come.
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