
TARGETED STRATEGY PLAN—MCD OUTCOME 16 

 

INTRODUCTION 

The following strategies will be used to target the barriers to achievement of Outcome 16: 

1. Implement recruitment activities and initiatives specified in the LAUSD Human Resources 
Recruitment Plan, 2006-07 to facilitate the hiring of qualified special education teachers. 

2. Implement a Priority Staffing Plan for 22 Program Improvement (PI) 4 and 5 senior high schools 
and their feeder middle schools to recruit fully credentialed, teachers, including special education 
teachers, to increase retention and provide candidates assistance throughout the entire 
employment process. 

3. Provide recruitment incentives for special education teachers in the following ways: 

a. Provide a one-time $5,000 recruitment incentive paid to newly-assigned (including new 
hires and transfers) fully credentialed special education teachers with English Learner 
certification at low-performing schools (Academic Performance Index 1, 2, and 3 
schools) through the 2008-09 school year. 

b. Provide a one-time $5,000 retention incentive paid to fully credentialed special education 
teachers with English Learner certification who remain at these schools for three years 
through the 2008-09 school year. 

c. Provide a $1,000 recruitment incentive and an annual stipend of $1,000 to qualified fully 
credentialed special education teachers with English Learner certification serving at any 
District school through the 2008-09 school year. 

d. Provide up to $5,000 reimbursement for educational expenses paid to special education 
teachers to earn a master’s degree and to encourage credentialed teachers in non-shortage 
fields to become credentialed in special education. 

These primary strategies were developed from (a) an analysis of various data, (b) a Human Resources 
task force and committees convened relative to the outcome, and (c) a review of the impact of particular 
action steps from the prior annual plan or plans. 

 

PERFORMANCE

Data for this outcome is based on information reported by the Human Resources office in April 2006.  
The disparity in qualified teachers is equal to the difference between the percentage of general education 
teachers who are credentialed and the percentage of special education teachers who are credentialed. 

No local district is currently meeting the outcome.1  All local districts, except Local District 6, and 
LAUSD showed a decrease in the disparity from the 2004-05 school year, with LAUSD decreasing the 
disparity by 3% to 15.9%.  Local Districts 3, 4, 5, 6, and 7, which contained the greatest number of hard-
to-staff schools, demonstrated higher disparity than the LAUSD at large. 

According to the Human Resources Special Education Certificated Employment Operations, recruitment 
efforts will likely result in an increase of the percent of qualified special education teachers.  In April, it 
was estimated that by the end of 2005-06, 79% of special education teachers will be credentialed.  May 
2006 data indicates that 79.59% of special education teachers are credentialed.  This is a significant 

                                                 
1 See Appendix C, Outcome 16:  Increase in Qualified Providers (Disparity Between GE and SE). 
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increase of 66.4% from 2000.  However, this will not reduce the disparity to the 3.4% required by the 
outcome. 

CURRENT DATA REGARDING QUALIFIED SPECIAL EDUCATION TEACHERS  

As of July 25, 2006, the District has a total of 4,003 special education teachers.  3,281 (82%) are fully 
credentialed.  405 (10%) are District Interns.  317 (8%) have provisional credentials.  The District is 
anticipating the need for an additional 409 fully credentialed teachers during 2006-2007.   

 

 2005-2006 ANNUAL PLAN 

The following activities identified as action steps in the 2005-2006 contributed to increased qualified 
special education teacher rates over 2004-2005.   

Recruitment and Early Contracts 

In special education in 2004, 47% of the new hires were credentialed as opposed to 46.5% in 2005.  The 
dip seems to be due to the fact that the economy improved in California which resulted in fewer teachers 
entering the field of education.  In view of this downward turn, it has been necessary to put forth a more 
intensive recruitment effort in the area of special education.2  The District has reinstituted and expanded 
its foreign recruitment efforts and has raised the early entry contract goal to ensure that LAUSD markedly 
decreases the disparity between the credentialed general education and special education teachers. 

During 2005-2006, the District expanded the number of special education initiative presentations and 
included more universities on its recruitment calendar3.  The partners included CSULA, CSUDH, 
CSULB, and Loyola Marymount.  Additionally, the District expanded the number of intern agreements at 
IHEs in the area of special education4.  The District has also increased the number of satellite offices 
utilized for recruitment and the frequency that recruiters hold office hours on campus.  These satellites 
currently include CSULA, CSUN, CSUDH, and CSULB. 

Research indicates that better quality teachers are those who are proactive and submit their applications 
early in the recruitment season.  Therefore, by offering early entry contracts the District is able to secure 
these individuals sooner in the hiring process and preclude other school districts that do not utilize this 
option as a recruitment strategy from hiring these teachers.  Last year in the field of special education the 
District offered 165 early entry contracts as of norm day, 2005.  Last year’s goal was 150.  The goal for 
2006-07 school year is 180 early entry contracts.  As of July 25, 2006, the District issued 168 early entry 
contracts and it is anticipated that this will increase considerably over the summer.  At this same time last 
year, the District had issued only 122 early entry contracts, indicating that the goal will be reached. 

The LAUSD Human Resources Recruitment Plan 2006-075 identifies the recruitment activities a list of 
strategies and initiatives that will be employed this year to continue successful recruitment efforts, 
including those specific for the recruitment of fully credentialed special education teachers.  The data in 
the table below exhibits the results of all special education teacher recruitment efforts from the November 
2004 through October 2005 recruitment cycle for the 2005-2006 school year by recruitment venue and by 
contract status.6  

                                                 
2 See Attachment C, Results of Recruitment Efforts, Teachers Hired Resulting form the Nov. 2004 – Oct. 2005 
Recruitment Cycle for the 2005-06 School Year, Los Angeles Unified School District, Human Resources Division. 
3 See Attachment C, Los Angeles Unified School District-Master Recruitment Calendar. 
4 See Attachment C, LAUSD/University Intern Programs. 
5 See Attachment C, Recruitment Plan 2006-07, Los Angeles Unified School District, Human Resources, 
Certificated Employment Branch 
6 See Appendix C, Results of Recruitment Efforts, Teachers Hired Resulting from the Nov. 2004-Oct. 2005 
Recruitment Cycle for the 2005-06 School Year Hired by Recruitment Venue and by Contract Status. 
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Venue Cert DI UI II STP PIP VY VW Total Hired 

Cal Stat U Campus 79 6 53 5 9 22 14 1 189 

U. of Calif Campus 3 1 1  1    6 

Private Calif Colleges 27 5 4 11 2 18 5  72 

California, Fairs, City Centers 14 1 4   1   20 

National Conferences 3  36  1 3 1  44 

Out of State 35 3    2   40 

International 15        15 

LAUSD Recruitment Center 88 22 14 9 11 16 12 3 175 

TOTAL 264 38 112 25 24 62 32 4 561 

LEGEND 

Cert:  Fully Credentialed 

DI:  District Intern 

UI:  University Intern 

 

II:  Individualized Intern 

STP:  Short Term Staff Permit 

PIP:  Provisional Intern Permit 

 

VY:  Provisional (Emergency Permit) 

VS:  Waiver 

Recruitment efforts associated with California State University campus recruitment, Out of state 
recruitment, private California college recruitment, and specific outreach activities by the LAUSD 
Recruitment Center have significantly contributed to an increase in LAUSD employment of fully 
credentialed special education teachers.  Employment of District Interns and University interns who have 
completed their credential programs has also increased the number of fully credentialed special education 
teachers. 

Priority Staffing Program to Increase Credentialed/Intern Special Education Teachers at Program 
Improvement (PI) 5 Schools 

While teachers on the eligibility list have been referred to Program Improvement (PI) 4 and 5 schools, in 
many cases the person has been unable to secure an interview.  As a result of these failures to staff both 
special education and general education vacancies, LAUSD staff proposed to the Board of Education as a 
2006-07 budget item a Priority Staffing Program (PSP) which targets the selection and support of the 
higher caliber teachers at these schools.  The Board of Education approved the plan. 

Each of the 22 PI 4 and 5 senior high schools7 will receive a teacher coordinator position who will report 
to the Local District.  The coordinator will be housed at the school site and will be the liaison for staffing 
schools in a timely fashion.  This individual will work closely with Human Resources in order to ensure 
that credentialed candidates, including special education teachers, are interviewed and selected for their 
school site.  Additionally, once the candidate has been selected, the coordinator will be responsible for 
assisting that individual to integrate into the school community and obtain needed resources.  This 
                                                 
7 See Attachment C, Year 4 and 5 Program Improvement Comprehensive Senior High Schools and Feeder Middle 
Schools, June 7, 2006. 

 3



coordinator will also be instrumental in helping new special education teachers to receive assistance from 
experts outside of the school.  It is envisioned that this will ensure timely staffing as well as serve to 
increase the retention of special education teachers at the site.  2005-2006 data regarding special 
education certificated teachers that separated from LAUSD indicates that almost 50% of the 217 who 
separated retired.  Another 54.2% resigned.  3.7% were dismissed and 1.4% separated for an unknown 
reason.  Of the 99 respondents to a confidential separation questionnaire, the top five reasons for 
separating from the District include (1) retirement (36%); (2) paperwork/record keeping (28%); (3) 
moving (19%); (4) desire to rest/relax (16%); and (5) too many non-teaching related duties.8  
Consideration of reasons 2 and 5 will be included in assisting new special education teacher placed in 
these PI 4 and 5 schools as well as the additional supports.  PSP Coordinators have already begun to 
attend teacher Placement Fairs (for selection of fully credentialed and intern teacher) to assist their 
schools in the selection of new hires in order to establish this critical connection from the onset.  
Retention data on these schools will be maintained in order to evaluate the efficacy of such a model.    

The PSP coordinator will work closely with Human Resources and the site principal to establish 
interviews, shuttle candidates to schools, and promote the school to prospective teachers.  They will also 
assist newly hired teachers in integrating with the school staff and support them throughout the school  
year to increase retention rates.   

District Intern Education Specialist Program 
Five years ago, 18 participants enrolled in the Education Specialist District Intern Program.  Over this 
five-year period, the number increased to 100 participants with a current projection of 160 for the 2006-
07 school year.  The increase has been due to aggressive recruitment efforts involving a multi-media 
approach, campus presentations, city centers and special education career fairs throughout the State. 

A major factor in the expansion of the District Intern Program has been the addition of the CENTSE 
(Credentialed Educators Now Teaching Special Education) Program.  The initial CENTSE Program 
began during the 2004-05 school year with a cohort of 13 credentialed general educators.  During the 
2005-06 school year there were 39 credential teachers in the program.  At the present time, 62 participants 
are enrolled for the 2006-07 program.  A primary reason for the increased interest in the CENTSE 
Program is the newly approved option of teaching the Resource Specialist Program, which was added due 
to the need in the District, particularly at the secondary level, for Resource Specialist Teachers. 

This year LAUSD added the Moderate to Severe (MSD) component to the District Intern Education 
Specialist Credentialing Program.  This option is proving to be very popular and it is anticipated that a 
CENTSE version of the MSD  program will be developed for holders of general education credentials. 

The overall District five-year retention rate for newly hired teachers is 65% and the retention rate for 
District Interns is 70%.  The following table is a compilation of the regular Education Specialist Cohorts 
and the CENTSE (Credentialed Educators Now Teaching Special Education).  The program now moves 
teachers from an intern credential to a preliminary credential: 

Cohort No. of Interns No. Obtained Preliminary 
Credential 

No. Stayed in 
LAUSD After Clear 

Credential 

No. Currently 
Teaching in 

LAUSD9

2002-03 40 010 27 27 
2003-04 85 50 37 64 
2004-05 90 41 N/A 75 
2005-06 81 18 N/A 76 
2006-07 160 N/A N/A N/A 

                                                 
8 See Appendix C, Special Education Certificated Teachers That Separated from LAUSD during 2005-2006, 
Teacher Count and Reason for Separation, Los Angeles Unified School District, Human Resources, July 25, 2006. 
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It is believed that the higher retention factor for District Interns is due to the strong collegiality aspect of 
the program, the support that is provided, and the provision of a research-based, yet practical, curriculum 
component.  Other aspects that make this program appealing to recent college graduates and career 
changers are the ability to accrue salary points, and the fact that all District Interns receive a seniority date 
and thus enjoy greater job security.  At the culmination of their program, participants receive a clear 
California teaching credential, which they are able to obtain on a tuition-free basis. 

Marketing Campaign to Target Special Education Teachers 

For the past two years the Special Education Certificated Employment Operations division of the Human 
Resources Recruitment and Selection has used the services of Valencia, Perez and Echeveste (VP&E) as 
recruitment’s main marketing resource.  This company has assisted by planning and organizing the use of 
billboards and news media to advertise LAUSD’s need for qualified teachers of special education.  VP&E 
also develops all recruitment brochures, banners, and career fair incentives to further attract special 
education staff to the District.   

In February 2006, the second annual northern California Special Education Fair was held in Berkeley, 
California.  The 4th annual southern California Special Education recruitment fair was held on April 1st at 
Jefferson High School in Los Angeles. 

This aggressive marketing campaign has increased the opportunities for candidates to perceive LAUSD as 
the “District of first resort” in special education. 

Exploration of Financial Incentives 

At the direction of the Independent Monitor in the beginning of 2005-2006, the District’s Human 
Resources Division through the Human Resources Special Education Task Force has been exploring the 
possibility of offering financial incentives for certificated special education teachers since March 2005.  
The concept of a stipend was approved by the LAUSD Board of Education on May 23, 2006.  The 
incentives apply to credentialed teachers in the field of special education who hold the English Learner 
authorization and teach at decile 1-3 schools identified as Program Improvement. This funding is 
generated from a grant, “Teacher Recruitment and Student Support Program,” and is currently funded at 
$10.1 million for the 2006-09 school years and is expected to increase in future years.   

 

CONCLUSION

Despite the scope and depth of the District’s recruitment efforts to hire qualified special education 
teachers, the fact remains that special education remains a shortage field.  However, the District will be 
expanding its recruitment efforts for 2006-2007 and expanding the use of early entry contracts toward the 
projected need of 409 fully credentialed teachers. 

The District Intern Program is significantly contributing to a long-range solution.  While it does not 
immediately provide qualified special education teachers, it is contributing to decreasing the disparity 
between general education and special education teachers over time.  

Schools in greatest need of qualified special education teachers are significantly challenged in hiring and 
retaining qualified special education teachers.  The District is instituting a priority staffing program with 
structured support, assistance, and resources for newly hired special education teachers at PI 4 and 5 

                                                                                                                                                             
9 Some individuals are on an extension due to a variety of reasons (i.e., medical, passage of RICA). 
It is important to note that only CENTSE teachers are eligible for the preliminary credential after one year. 
10 District Interns moved directly to the clear credential. 
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senior high schools and their feeder middle schools.  These same teachers will also be eligible to receive 
the incentives that encourage teachers to work at these challenged schools.  LAUSD will employ 
incentives that encourage new teacher recruits to take assignments in these schools and experienced 
District teachers to transfer to them.   

Over the last year the District has explored incentives, and resources for funding them, that would 
contribute to decreasing the disparity between general education teachers and special education teachers 
while also placing qualified special education teachers in hard-to-staff schools.  In addition, and perhaps 
of greater consequence, qualified staff would contribute to decreasing suspension rates and increasing 
academic achievement in these schools, a significant reduction in long-term substitutes and teacher turn 
over.   This strategy in combination with the other proposed strategies is intended to contribute to overall 
increased employment of fully credentialed special education teachers in targeted schools within the 
District. 

The District submits these primary strategies— continued expansion of the District’s recruitment 
activities for 2006-2007, implementation of a Priority Staffing Plan for 22 PI 4 and 5 senior high schools 
and their feeder middle schools, and monetary incentives and stipends for teachers in the field of special 
education who hold the English Learner authorization and teach at decile 1-3 schools identified as 
Program Improvement--as key strategies that will significantly increase LAUSD’s opportunity for 
decreasing the disparity gap identified by Outcome 16.  The District’s proposed targeted strategy plan for 
Outcome 16 follows. 

 

INDEPENDENT MONITOR’S APPROVAL OF THE TARGETED STRATEGY PLAN

The Independent Monitor approved the Targeted Strategy Plan for Outcome 2 on August 11, 2006.  As a 
condition of the approval, he required the following activity to be completed by the District according to 
their corresponding date. 

July 2007 16-3.1:  Conduct a study to determine the effectiveness of the financial incentives 
in increasing the recruitment of fully credentialed special education teachers and 
report the findings of the study. 
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TARGETED STRATEGY PLAN 
Key Strategies to Achieve MCD Outcomes 

2006-2007 

 

Outcome #16:  Increase in Qualified Providers—The disparity between qualified regular education 
teachers and qualified special education teachers will decrease from 10.4%, which is the disparity in 
2002-2003, to 3.4%. 

16-1 STRATEGY:  Implement recruitment activities and initiatives specified in the LAUSD 
Human Resources Recruitment Plan, 2006-07, to facilitate the hiring of qualified special 
education teachers. 

RESOURCE ALLOCATON:  $2.6 million 

16-1.1 Issue Early Entry Contracts to fully credentialed or those soon to be credentialed special 
education teachers. 

Accountable Personnel: 

Chief Officer, Human Resources 

• Oversee implementation of Early Entry Contracts in accordance with the Recruitment 
Plan, 2006-07. 

Special Education Certificated Employment Office, Human Resources

• Execute Early Entry Contracts for fully credentialed, or soon to be credentialed, special 
education teachers.. 

Initiation Timeline:  July 2006 

Progress Monitoring:   
 

Intervals Indicators 

July-October 2006  Percentage of special education teachers hired by categories 
(credentialed, intern, and provisional) compared to 2005-06 data 

November 2006-January 
2007 

Percent of Early Entry Contracts in relation to total special education 
teachers hired compared to 2005-06 data 

February 2007-June 2007 Percent of Early Entry Contracts in relation to total special education 
teachers hired compared to 2005-06 data 

 

16-1.2 Further develop and promote satellite offices at CSULA, CSUN, CSUDH and CSULB. 

Accountable Personnel: 

Chief Officer, Human Resources 

• Oversee staffing and implementation of satellite offices for increased recruitment of 
special education teachers. 
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Special Education Certificated Employment Office, Human Resources

• Staff satellite offices and increase promotion of LAUSD employment of special 
education teachers at these sites. 

• Analyze data from the various sites to determine increasing and decreasing recruitment 
trends. 

Initiation Timeline:  July 2006 

Progress Monitoring:  6 month intervals using satellite office recruitment data 
 

Intervals Indicators 

January 2007 Data regarding fully credentialed special education teachers recruited 
through various satellite offices compared to 2005-2006 data 

June 2007 Data regarding fully credentialed special education teachers recruited 
through various satellite offices compared to 2005-2006 data 

 

16-1.3 Continue expanded recruitment activities in California, nationally, and internationally. 

Accountable Personnel: 

Chief Officer, Human Resources 

• Oversee staffing and implementation of California, national, and international 
recruitment of special education teachers. 

Special Education Certificated Employment Office, Human Resources

• Execute recruitment activities in California, nationally, and internationally in accordance 
with the Recruitment Plan, 2006-07 and the recruitment calendar. 

Initiation Timeline:  July 2006 

Progress Monitoring:  6 month intervals new hire data broken down by California, national and 
international results. 
 

Intervals Indicators 

January 2007 Data regarding recruitment of fully credential special education 
teachers in California, nationally out of state, and internationally 
compared to 2005-2006 data. 

June 2007 Data regarding recruitment of fully credential special education 
teachers in California, nationally out of state, and internationally 
compared to 2005-2006 data. 
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16-2 STRATEGY:  Implement a Priority Staffing Plan for 22 Program Improvement (PI) 4 and 5 
senior high schools and their feeder middle schools to recruit fully credentialed, teachers, 
including special education teachers, to increase retention and provide candidates assistance 
throughout the entire employment process. 

RESOURCE ALLOCATON:   $1.9 million 

16.2-1 Establish Priority Staffing Program (PSP) Coordinator (Teacher Advisor) for identified 
Program Improvement (PI) 4 and 5 senior high schools and their feeder middle schools11 to 
strengthen hiring practices, provide support to teachers in orientation to the school, 
identifying and joining of networks, developing instructional strategies, learning course 
content, and enhancing classroom management skills. 

Accountable Personnel: 

Chief Officer, Human Resources

• Identify special education teacher candidates for potential employment at PSP schools. 

• Coordinate employment activities with PSP Coordinators. 

Local District Superintendent

• Oversee establishment of and enforcement of PSP Staffing Program at target 22 senior 
high schools and their feeder middle schools. 

• Support PSP Coordinators assigned to the school to facilitate hiring and retention of 
qualified special education teachers.  

PSP Coordinators

• Attend training 

• Guide prospective teachers through the interview process and new-hire processing 
requirements 

• Provide assistance for teachers to become oriented to the school and community, find 
housing if necessary, meet key staff members, identify and join support networks, 
develop instructional strategies, learn course content, and enhance classroom 
management skills to support retention of new teachers. 

Initiation Timeline:  July 2006 

Progress Monitoring:  6 month intervals PSP special education teacher data 
 

Intervals Indicators 

January 2007 Compare 2006-2007 PSP data to base year 2005-2006 for identified 
schools to determine whether percentage of special education teachers 
at targeted schools is increasing. 

June 2007 Compare 2006-2007 PSP data to base year 2005-2006 for identified 
schools to determine whether percentage of special education teachers 

                                                 
11 See Appendix C for list of schools. 
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Intervals Indicators 

at targeted schools is increasing. 
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16-3 STRATEGY:  Use the following incentives to recruit fully credentialed special education 
teachers  at low performing schools: 

(a) A one-time $5,000 recruitment incentive paid to newly-assigned (including new hires 
and transfers) fully credentialed special education teachers with English Learner 
certification at low-performing schools (Academic Performance Index 1, 2, and 3 
schools) through the 2008-09 school year. 

(b) A one-time $5,000 retention incentive paid to fully credentialed special education 
teachers with English Learner certification who remain at these schools for three 
years through the 2008-09 school year. 

(c) a $1,000 recruitment incentive and an annual stipend of $1,000 to qualified fully 
credentialed special education teachers with English Learner certification serving at 
any District school through the 2008-09 school year. 

(d) Reimbursement for up to $5,000 for educational expenses paid to special education 
teachers to earn a master’s degree and to encourage credentialed teachers in non-
shortage fields to become credentialed in special education. 

RESOURCE ALLOCATION:  $3.4 million 

16-3.1:  Include incentives in established recruitment special education initiative university 
presentations, including CSULA, CSUDH, CSULB and Loyola Marymount. 

Accountable Personnel: 

Chief Officer, Human Resources 

• Oversee inclusion of incentives in special education initiative university presentations 
and other recruitment efforts. 

Special Education Certificated Employment Office, Human Resources

• Include incentives in execution of recruitment activities for university recruitment 
efforts.   

Initiation Timeline:  July 2006 

Progress Monitoring:  4 month intervals  
 

Intervals Indicators 

October 2006 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage 
of special education teachers at each identified site to determine if 
there has been an increase. 

February 2007 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage 
of special education teachers at each identified site to determine if 
there has been an increase. 
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Intervals Indicators 

June 2007 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage 
of special education teachers at each identified site to determine if 
there has been an increase. 

 

16-3.2:  Include incentives in marketing campaign for LAUSD teacher recruitment, including 
California special education recruitment fairs. 

Accountable Personnel: 

Chief Officer, Human Resources 

• Include and explain incentives in special education initiatives at university presentations. 

Initiation Timeline:  July 2006 

Progress Monitoring:  4 month intervals recruitment data 
 

Intervals Indicators 

October 2006 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage of 
special education teachers at each identified site to determine if there has 
been an increase. 

April 2007 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage of 
special education teachers at each identified site to determine if there has 
been an increase. 

June 2007 Hiring and transfer data for identified schools to determine candidates 
have taken advantage of the incentive program and review percentage of 
special education teachers at each identified site to determine if there has 
been an increase. 

 
 
16-3.3:  Sponsor forums for priority school staffing  principals to attend for interviewing and 
recruiting qualified teachers, including special education teachers. 
Accountable Personnel: 

Chief Officer, Human Resources 

• Sponsor early recruitment opportunities for priority school staffing principals. 

Priority School Staffing Principals 

• Attend forums to recruit qualified special education teachers as applicable. 

Initiation Timeline:  July 2006 
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Progress Monitoring:  4 month intervals recruitment data 
 

Intervals Indicators 

October 
2006 

Hiring and transfer data for identified schools to determine candidates have taken advantage 
of the incentive program and review percentage of special education teachers at each 
identified site to determine if there has been an increase. 

February 
2007 

Hiring and transfer data for identified schools to determine candidates have taken advantage 
of the incentive program and review percentage of special education teachers at each 
identified site to determine if there has been an increase. 

June 
2007 

Hiring and transfer data for identified schools to determine candidates have taken advantage 
of the incentive program and review percentage of special education teachers at each 
identified site to determine if there has been an increase. 
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