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Section 5: Supporting Excellent Educators 

5.1 Educator Development, Retention, and Advancement. 

  

Instructions: Consistent with sections 2101 and 2102 of the ESEA, if an SEA intends to use funds under one 

or more of the included programs for any of the following purposes, provide a description with the necessary 

information. 

  

A. Certification and Licensure Systems.  Does the SEA intend to use Title II, Part A funds or funds 

from other included programs for certifying and licensing teachers and principals or other school 

leaders? 

☒ Yes.  If yes, provide a description of the systems for certification and licensure below. 

☐  No. 

Delaware has a four-tiered licensure system for educators (see 14 Del. Code, Chapter 12).  

Regulations governing the educator licensure system were developed by the Professional Standards 

Board (PSB) and were approved by the State Board of Education 

(http://regulations.delaware.gov/AdminCode/title14/1500/index.shtml#TopOfPage).  The DDOE is 

responsible for the implementation of this licensure system. 

Applying for Delaware Licensure/Certification is a two-step process.  The license allows an educator 

to teach in Delaware, and the certificate identifies the subject(s) that can be taught by the educator.  

Educators may apply for only one license but multiple certificates. 

Licensure – The four tiers of the state licensure system are 

 Tier One – Provisional License (1 year) – awarded to an applicant who has: 

 Completed a bachelor’s degree from a regionally accredited, four-year college or university. 

 Achieved a passing score on an examination of general knowledge. 

 Achieved a passing score on a content-readiness exam. 

 Either completed a student teaching program or a state-approved equivalent: (a) 91 days in 

lieu of student teaching but not for educators in core content areas; (b) is enrolled and 

participating in an Alternate Route to Certification (ARTC) program; (c) is applying for a 

Provisional License and certification as a specialist and completes practical experience.  

 During this time, applicants who have not completed a performance assessment as part of 

their bachelor’s degree program have the opportunity to do so. 

 Tier Two – Initial License (3 or 4 years) – A three-year Initial License is awarded to an applicant 

who has met the requirements of the Provisional License.  Upon initial application, if an 

individual applicant meets all the qualifications, including the passage of a performance 

assessment, the individual is awarded a four-year Initial License. 

 Tier Three – Continuing License (5 years) – renewable license for educators with four or more 

years of experience.  Educators must complete 90 clock hours of professional development and 

complete a criminal affirmation to renew this license. 

 Tier Four – Advanced License (10 years) – Educators holding National Board Teaching 

Certificates are placed on an Advanced License.  An Advanced License is renewed when the 

National Board Teaching Certificate is renewed.  If an educator does not renew, the educator will 

be placed on a Continuing License. 

http://delcode.delaware.gov/title14/c012/sc02/index.shtml
http://regulations.delaware.gov/AdminCode/title14/1500/index.shtml#TopOfPage
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Certification – Certification is regulated by the PSB.  The mission of the PSB is to assure competence 

and promote excellence among professional educators in order to meet the needs of all learners in the 

state.  The PSB is a governor-appointed body that oversees the informing and writing of State 

Regulation specific to each certification content area.  Regulations are updated on a rotating, five-year 

schedule or as needed to fulfill changes in State Code. 

 

B. Educator Preparation Program Strategies.  Does the SEA intend to use Title II, Part A funds or 

funds from other included programs to support the State’s strategies to improve educator preparation 

programs consistent with section 2101(d)(2)(M) of the ESEA, particularly for educators of low-

income and minority students? 

☒ Yes. If yes, provide a description of the strategies to improve educator preparation programs 

below.  

☐  No. 

The DDOE is committed to building well-designed and competitive education preparation programs 

and supporting program graduates during their early years in the classroom and to preparing a diverse 

pool of aspiring educators who will enter the classroom learner-ready.  The DDOE will achieve this 

by: 

 Collecting and reporting key indicator data on educator preparation programs.  These indicators 

will enable the DDOE to make informed decisions regarding program renewal and will support 

educator preparation provider continuous improvement efforts. 

 Aligning educator preparation programs with current and projected workforce needs and 

providing authentic clinical experiences in Delaware schools. 

Educator Preparation Program Reports (see 14 Del. Code, Chapter 12 and see 14 Del. Admin Code) 

The DDOE published Educator Preparation Program Reports that reflect levels of program 

effectiveness.  Program categorization is based on program candidate and graduate data over the last 

five years.  A program’s overall rating determines their program renewal status.  The reports also 

measure graduates’ employment rates in high-need schools.  

Over the past year, DDOE led a monthly workgroup, including stakeholders from educator 

preparation programs and LEAs, to revise and improve program reports.  Based on stakeholder 

feedback, additional metrics are being considered to track equitable access to effective educators and 

educator preparation program effectiveness.  These metrics include student teaching placements in 

high-need schools and effectiveness of recent graduates in high-need schools.  

These reports are currently published biennially; however, the DDOE will provide annual reporting 

beginning in the 2018-2019 school year.  Reports may be accessed at 

http://www.doe.k12.de.us/domain/398 

Competitive Innovation Grants 

In order to address needs highlighted by the Educator Preparation Program Reports, the DDOE will 

provide Competitive Innovation Grants.  These innovation grants will provide supports for educator 

preparation programs and P-12 partners to focus on recruitment, deepening clinical practice, and 

supporting novice educators with priority given to our high need schools and LEAs. The grants 

provide an opportunity for schools and districts to work more closely with educator preparation 

programs to ensure aspiring educators are ready to meet the needs of all students.  

  

http://delcode.delaware.gov/title14/c012/sc02/index.shtml
http://delcode.delaware.gov/title14/c012/sc08/index.shtml
http://www.doe.k12.de.us/domain/398
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C. Educator Growth and Development Systems.  Does the SEA intend to use Title II, Part A funds or 

funds from other included programs to support the State's systems of professional growth and 

improvement for educators that addresses: 1) induction; 2) development, consistent with the 

definition of professional development in section 8002(42) of the ESEA; 3) compensation; and 4) 

advancement for teachers, principals, and other school leaders.  This may also include how the SEA 

will work with LEAs in the State to develop or implement systems of professional growth and 

improvement, consistent with section 2102(b)(2)(B) of the ESEA; or State or local educator 

evaluation and support systems consistent with section 2101(c)(4)(B)(ii) of the ESEA? 

  ☒ Yes. If yes, provide a description of the educator growth and development systems below.  

☐  No. 

New Educator Induction and Mentoring (see 14 Del. Admin Code §1503) 

Current research and stakeholder feedback received from survey results and educator equity focus 

groups highlight the need to provide greater support for Delaware’s newest educators to ensure all of 

Delaware’s students receive a quality education and are college and/or career ready. 

By providing comprehensive support to novice educators, the DDOE and LEAs work together toward 

increasing educator retention rates, improving teaching practices of both new and veteran staff 

members, and positively impacting student achievement.  The DDOE has provided support for 

teacher induction and mentoring since 1994. 

The DDOE began offering competitive grant opportunities to LEAs in the 2013-2014 school year.  

Induction grants fund LEA development and/or delivery of innovative induction program models for 

new educators.  The DDOE also provides new teacher and mentor academies and an online 

professional ethics course to support mentors and new teachers.  

Given that professional learning activities are more likely to be effective if they are part of a coherent 

program of ongoing professional development, the DDOE’s commitment to educator equity includes 

programs designed to create embedded, continuous and effective professional learning opportunities 

for educators at all stages of the profession. 

Teacher Leadership Initiatives and Pilot 

While the DDOE recognizes that LEAs are crucial partners in preparing leaders, many leadership 

pathways currently require teachers to leave the classroom for administrative positions.  Feedback 

from stakeholders, via survey responses, focus groups, and emails, has emphasized the importance of 

opportunities for educator professional growth and for keeping strong teachers in the classroom. 

The DDOE directly provides leadership opportunities to educators, supports LEAs in creating 

teacher-leader pathways, and works to elevate the profession by providing: 

 Teacher-Leader Pilot program in select LEAs, which is designed to develop teacher leadership in 

partner schools and identify best practices to spread throughout the state. 

 Delaware Talent Cooperative, which is a forum for professional learning, collaboration and 

recognition among Delaware’s top educators in high-needs schools.   

 Support to LEAs and other stakeholders for improving compensation, incentives, and leadership 

opportunities for teachers. 

Educator Feedback Cycles and Evaluation (see 14 Del. Code, Chapter 12) 

DDOE has both a statewide educator evaluation system and alternatively approved educator 

evaluation systems as permitted by state law.  District administrators, charter school leaders, 

educators, and DDOE officials have consistently noted that stakeholders must work together to bring 

http://regulations.delaware.gov/AdminCode/title14/1500/1503.shtml#TopOfPage
http://delcode.delaware.gov/title14/c012/sc07/index.shtml
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greater integrity to educator evaluation.  Specifically, evaluation must provide individualized 

feedback/coaching, accurate ratings, and an overall integration of multiple measures of student 

growth and teacher effectiveness.  The DDOE will provide training and coaching supports for 

principals and LEAs to enhance educator evaluation implementation and thereby improve instruction 

through more regular and targeted observations and individualized feedback. 

5.2 Support for Educators. 

 

Instructions: Consistent with sections 2101 and 2102 of the ESEA, if the SEA intends to use funds under one 

or more of the included programs for any of the following purposes, provide a description with the necessary 

information. 

 

A. Resources to Support State-Level Strategies.  Describe how the SEA will use Title II, Part A funds 

and funds from other included programs, consistent with allowable uses of funds provided under 

those programs, to support State-level strategies designed to: 

i. Increase student achievement consistent with the challenging State academic standards; 

ii. Improve the quality and effectiveness of teachers, principals, and other school leaders;  

iii. Increase the number of teachers, principals, and other school leaders who are effective in 

improving student academic achievement in schools; and 

iv. Provide low-income and minority students greater access to effective teachers, principals, and 

other school leaders consistent with the educator equity provisions in 34 C.F.R. § 299.18(c).  

The DDOE uses a combination of Title II, Part A program and state funds to improve educator 

effectiveness and equity by supporting LEA efforts to recruit, develop, and retain the best 

educators; providing resources for comprehensive induction and mentoring programs; and by 

making robust and actionable educator effectiveness and preparation program effectiveness data 

available to LEAs.  

Focus groups, online survey comments, and feedback from school leaders also support 

development of a comprehensive induction program to support new school leaders and to provide 

greater access to leadership development. 

Based on stakeholder feedback, the DDOE will: 

 Provide LEAs with competitive grants to design, implement, and support school leadership 

opportunities to build local capacity with a focus on recruitment and preparation, professional 

learning, retention, and compensation. 

 Support a comprehensive induction program for new or novice school leaders. 

 Develop multiple, high-quality educator preparation programs and alternative routes to 

certification for promising college graduates and professionals, especially in high-need areas 

and high-need schools.  This includes evaluating program effectiveness with a concentration 

on high-need schools, and identifying and spreading the most effective practices and 

programs statewide. 
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B. Skills to Address Specific Learning Needs.  Describe how the SEA will improve the skills of 

teachers, principals, or other school leaders in identifying students with specific learning needs and 

providing instruction based on the needs of such students, consistent with section 2101(d)(2)(J) of the 

ESEA.   

State and local leaders are committed to providing educators opportunities to improve their practice 

through meaningful and differentiated professional learning experiences that are aligned with the 

state’s standards for professional learning (see 14 Del. Admin Code).   

While teacher professional learning can come in various forms, professional learning content should 

be related to teachers’ professional growth needs and the needs of their students.  Examples of 

initiatives to improve the skills of educators in identifying and providing instructional skills based on 

student need are outlined below. 

Response to Intervention (RTI) Guiding Coalition 

The DDOE provides supports and structures to all stakeholders on the practice of providing high-

quality instruction and interventions matched to student needs via the RTI Guiding Coalition.  This 

coalition includes stakeholders from each of the three counties at the elementary and secondary levels 

in both mathematics and reading/writing.  The RTI Guiding Coalition will: 

 Identify barriers to the implementation of RTI at all three tiers, with recommendations of how to 

clear the path. 

 Identify bright spots of RTI implementation as opportunities for replication. 

 Research and make recommendations about resource allocations and professional learning. 

Reading Writing Project 

The DDOE provides systemic structures and supports for teachers to identify students with specific 

learning needs and provide instruction based on student needs.  The DDOE will support cohorts of 

grade-level teams, including special education teachers, to create Delaware State Standards-aligned 

ELA units for statewide use.  Cohort professional learning will focus on:  

 Learning progressions to help teachers better understand the trajectory of instruction toward 

mastery of a standard. 

 Formative assessment aligned to learning progressions to better ascertain where learning breaks 

down and to determine appropriate instruction based on the needs of the students. 

 Strengthening tier 1 instruction and better defining tier 2 and tier 3 instruction. 

Learning Leader Network 

The DDOE provides supports for school leaders to identify effective instruction and provide effective 

feedback to teachers based on student achievement by implementing the strategies learned through 

this network.  

A cohort of principals and other school leaders will participate in formative classroom walkthroughs 

in schools throughout the state.  Successful implementation will include: 

 A common language for educators (principals, teachers, central office, coaches) to describe the 

impact of effective instruction on student learning and achievement. 

 The confidence, knowledge, and skills necessary for principals to drive professional learning 

forward for individual teachers and instructional teams. 

 The confidence, knowledge, and skill to design and differentiate professional development plans 

for individuals and groups. 

http://regulations.delaware.gov/AdminCode/title14/1500/1598.shtml
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Reimagining Professional Learning Innovation Grants 

The DDOE provides innovation grants designed to improve standards-based instruction.  

Reimagining Professional Learning Grants support the work of schools to improve the quality and 

efficacy of professional learning for teachers.  In spring 2016, the DDOE awarded 21 elementary, 

middle, and high schools across the state a collective total of $413,068 to redesign professional 

learning around improved student achievement.  Awards were based on each school’s integration of 

the DDOE’s professional learning standards (Learning Forward Standards for Professional Learning).  

Grants incorporated innovative, rigorous models of professional development for instructional 

strategies to strengthen teaching and student learning in ELA, mathematics, and literacy. 

Collaborative Feedback Loops 

Feedback loops between the DDOE and LEAs were established to strengthen state standards 

implementation.  Delaware State Standards Site Visits to LEAs were established in SY 2014-2015.  

In addition, LEA staff members participate in monthly coalition (curriculum administrators) and 

cadre (specialist/ instructional coach) meetings throughout the school year. 

5.3 Educator Equity. 

 

A. Definitions.  Provide the SEA’s different definitions, using distinct criteria, for the following key 

terms: 

Key Term Statewide Definition (or Statewide Guidelines)  

Ineffective teacher* A teacher who has shown a pattern of ineffective teaching as defined 

in Delaware statute as follows:  A pattern of ineffective teaching shall 

be based on the most recent Summative Evaluation ratings of a 

teacher using the Delaware Performance Appraisal System (DPAS) II 

process or a state-approved alternate evaluation system. 

Out-of-field teacher*+ Teachers who do not hold full certification required for a particular 

class and have not demonstrated subject-matter competence for the 

content of the class as outlined in Delaware statute 

(http://delcode.delaware.gov/title14/c012/sc02/index.shtml). 

Inexperienced teacher*+ Teachers with zero to four years of experience.  Generally, teachers 

continue to increase in their effectiveness for at least the first few 

years in the classroom. 

Low-income student Students are categorized as “low-income” if they receive either 

Temporary Assistance for Needy Families (TANF) or Supplemental 

Assistance Nutrition Program (SNAP) (jointly referred to as “Direct 

Certification”). 

Minority student Students of color identifying as any race/ethnicity other than white. 

*Definitions of these terms must provide useful information about educator equity. 

+Definitions of these terms must be consistent with the definitions that a State uses under 34 C.F.R. § 

200.37. 

  

http://delcode.delaware.gov/title14/c012/sc02/index.shtml
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Other Key Terms 

(optional) Statewide Definition 

High-need school A school will be designated as “high need” if it is in the top grade-

levela quartile for three or more of the five categories listed below, or 

if 90% or more of its students are members of the socioeconomic or 

race categories listed below: 

 Low-income (based on SNAP/TANF eligibility),  

 Non-white,  

 Underrepresented students of color (includes Hispanic/Latino, 

American Indian, African American, Multiracial) 

 ELs, and  

 SWDs 
a) Separate quartile groups were created for elementary schools and 

middle/high schools schools. 

 

B. Rates and Differences in Rates.  In Appendix B, calculate and provide the statewide rates at which 

low-income and minority students enrolled in schools receiving funds under Title I, Part A are taught 

by ineffective, out-of-field, and inexperienced teachers compared to non-low-income and non-

minority students enrolled in schools not receiving funds under Title I, Part A using the definitions 

provided in section 5.3.A.  The SEA must calculate the statewide rates using student-level data. 

 

C. Public Reporting.  Provide the Web address or URL of, or a direct link to, where the SEA will 

publish and annually update, consistent with 34 C.F.R. § 299.18(c)(4):  

i. The rates and differences in rates calculated in 5.3.B;  

ii. The percentage of teachers categorized in each LEA at each effectiveness level established as 

part of the definition of “ineffective teacher,” consistent with applicable State privacy 

policies;  

iii. The percentage of teachers categorized as out-of-field teachers consistent with 34 C.F.R. § 

200.37; and 

iv. The percentage of teachers categorized as inexperienced teachers consistent with 34 C.F.R. § 

200.37.  

DDOE is committed to improving educational outcomes for all students.  “Equitable access to 

excellent educators” is one of the DDOE’s strategic priorities.  The DDOE’s educator equity plan 

outlines specific DDOE activities, and provides recommended actions and supports for LEAs to 

ensure that inexperienced, unqualified, or out-of-field teachers do not teach students from low-income 

families and students of color at a higher rate.  The plan also includes measures that DDOE will use 

to evaluate and publicly report state and/or LEA progress.  Given the importance of strong school 

leadership, the plan also addresses students from low-income families and students of color’s access 

to high-performing school principals.   

The DDOE has identified the following data sets for educator equity data reporting and analysis:  

 Climate survey with an emphasis on teaching and learning working conditions; 

 Ongoing educator evaluation data for all educators; 

 Fiscal auditing and management; 

 New licensure and educator preparation standards implementation; and 

 Ongoing protocols of stakeholder groups. 
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The DDOE will provide annual public reporting of these data sets.  This will include progress reports 

on the DDOE website with notification to LEAs and stakeholders.  The DDOE will engage 

stakeholders and formally update this plan at least every three years based on new data, new analyses 

of root causes, and new strategies.  This information will also be published on LEA and school 

profiles (Annual Local Education Agency Report Cards) as required in ESSA. 

Beginning in fall 2017, the DDOE will publicly release annual Excellent Educator Dashboard (EED) 

reports that track state-, LEA-, and school-level progress toward reducing educator equity gaps.  EED 

reports will include educator effectiveness metrics as outlined in the DDOE educator equity plan.  

The DDOE released a version of this data to LEAs in fall 2016.  These data will be used by LEAs to 

create their respective LEA equity plans.  Over the course of the 2016-2017 school year, stakeholders 

from across the state will meet to provide feedback on the data reporting structure and components in 

preparation for a full public release in the fall of 2017.  

The EED tracks key leading and lagging indicators of educator effectiveness—pre-service 

preparation, recruitment, induction and mentoring, educator evaluation outcomes, professional 

learning opportunities, compensation and career pathways, retention, etc.  The compilation of metrics 

could result in a score/tier for the state and for each LEA and school.  Scores will be used to 

determine progress toward closing equity gaps and to identify differentiated supports for LEAs and 

schools.  LEAs and schools will also use these data during their comprehensive needs analysis and 

planning processes. 

EED data will be provided and traditional data sets established to meet “highly-qualified” 

requirements.  The DDOE is vetting, refining, and further defining metrics listed below in 

consultation with stakeholders.  During the ongoing consultation process, component weights will be 

determined. 

Metrics (based upon priority equity gaps and stakeholder input) may include: 

Student Access to Experienced Educators 

 Percentage of students scoring in the bottom quartile of state assessment performance who are 

taught by novice (inexperienced) educators as compared with students in other quartiles; 

 Percentage of novice teachers in high-need schools compared with non-high-need schools; 

 Percentage of first-year teachers in high-need schools compared with non-high-need schools. 

Student Access to Excellent Educators 

 Percentage of educators in tested subjects earning an “Exceeds” rating on the DSSF student 

growth measure in high-need versus non-high-need schools; 

 Average educator evaluation criterion-level ratings for educators in high-need versus non-high-

need schools; 

 Percentage of educators earning highly effective summative ratings in high-need versus non-high-

need schools. 

Student Exposure to Exiting Educators 

 Total rate of educator turnover, pooled over five years, in high-need versus non-high-need 

schools; 

 Rate of highly effective educator turnover in high-need versus non-high-need schools; 

 Total rate of school leader turnover in high-need versus non-high-need schools. 
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Student and Educator Access to “Positive” Environment 

 Percentage of educators reporting their school is a “good place to work and learn” in high-need 

versus non-high-need schools; 

 Gap between average compensation in high-need versus non-high-need schools; 

 Other school climate or educator working conditions metric (to be determined). 

The following metrics may also be included as part of the EED: 

 Percentage of all educators who are new to a district and who are hired by June 15 (recruitment); 

 Increase in number of applications for positions in high-need schools (recruitment); 

 Percentage of first-year mathematics and ELA teachers rated exceeds on Student Growth 

Component (recruitment/induction); 

 Increase in the percentage of educators agreeing with the following statement: “Provided supports 

(i.e., instructional coaching, professional learning communities) translate to improvements in 

instructional practices by teachers” (professional development); 

 Percentage of an LEA’s schools in the top quartile for teacher ratings and the lowest quartile for 

student achievement (evaluation); 

 Percentage of an LEA’s schools with less than 50% of students proficient and more than 90% of 

educators rated satisfactory on all observational components (evaluation); 

 Percentage of an LEA’s experienced educators with a Student Growth Component score lower 

than the LEA’s average novice teacher score (evaluation). 

 

D. Likely Causes of Most Significant Differences.  If there is one or more difference in rates in 5.3.B, 

describe the likely causes (e.g., teacher shortages, working conditions, school leadership, 

compensation, or other causes), which may vary across districts or schools, of the most significant 

statewide differences in rates in 5.3.B.  The description must include whether those differences in 

rates reflect gaps between districts, within districts, and within schools.  

Stakeholder engagement with district administrators, Delaware Principals Advisory Group, Delaware 

Talent Cooperative, nonprofit partners, charter school leaders, the Data Analyst Working Group, 

Delaware State Education Association, Delaware Association of School Administrators, the DDOE’s 

Directors Council, the Licensure and Certification Committee, Delaware Workforce Development 

Board, Wilmington Education Think Tank, P-20 Council, Teaching and Learning Cadre, 

Congressional Delegation, LEA Human Resource directors, Parent Advocacy Council for Education, 

Professional Standards Board, and the Delaware State Board of Education occurred during the 

development of the equity plan.  The following likely causes of significant differences were 

identified: 

 Insufficient school leadership, including leadership skills, principal turnover, resource allocation, 

and school leader autonomy; 

 Insufficient educator preparation, including not preparing educators for success in high-need 

schools, too little hands-on experience, and a lack of collaboration between LEAs and institutes 

of higher education (IHEs); 

 Lack of effective recruitment, selection, and staff management practices, including strategic 

placement, late hiring, contractual hindrances, and difficulty removing ineffective educators; 

 Need additional induction and mentoring of new educators, including strategic execution of 

existing mentoring programs; 

 Low compensation and lack of career pathways. 
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E. Identification of Strategies.  If there is one or more difference in rates in 5.3.B, provide the SEA’s 

strategies, including timelines and Federal or non-Federal funding sources, that are: 

i. Designed to address the likely causes of the most significant differences identified in 5.3.D 

and 

ii. Prioritized to address the most significant differences in the rates provided in 5.3.B, including 

by prioritizing strategies to support any schools identified for comprehensive or targeted 

support and improvement under 34 C.F.R. § 200.19 that are contributing to those differences 

in rates. 

Stakeholders, including human resource directors, Teaching and Learning Cadre members, the Equity 

Steering Committee, and the State Board of Education, also identified strategies for addressing 

significant differences in the rates for which student subgroups are taught by ineffective, out-of-field, 

and inexperienced teachers.  Identified root causes and strategies to address them are outlined in the 

table below. 

Likely Causes of Most Significant Differences 

in Rates 

Strategies  

(Including Timeline and Funding Sources) 

Insufficient school leadership, including 

leadership skills, principal turnover, resource 

allocation, and school leader autonomy. 

Provide training and support in educator 

evaluation, including supporting administrators 

in using multiple tools to differentiate supports to 

each teacher’s needs. 

Insufficient educator preparation, including not 

preparing educators for success in high-needs 

schools, too little hands-on experience, and a 

lack of collaboration between LEAs and IHEs. 

Publish scorecards for educator preparation 

programs, work with IHEs to meet LEA needs, 

and pursue alternative educator programs that are 

high quality and targeting high-needs schools. 

Lack of effective recruitment, selection and staff 

management practices, including strategic 

placement, late hiring, contractual hindrances, 

and difficulty removing ineffective educators. 

Continue to provide JoinDelawareSchools.com; 

improve educator data and analytics; including 

support for using numerous platforms currently 

provided, and developing an educator equity 

dashboard; support school leaders to effectively 

use educator evaluation systems to target 

supports to teachers. 

Need additional induction and mentoring of new 

educators, including strategic execution of 

existing mentoring programs. 

Continue to support LEAs improvement of 

Delaware’s Comprehensive Induction program, 

including performance requirements. 

Low compensation and lack of career pathways. Work with LEAs to develop teacher leadership 

pathways, including a statewide pilot. 

The immediate need for additional stakeholder 

input in prioritizing and executing the above 

strategies was identified. 

Educator Equity Working Group was created to 

serve as the primary advisors on overall progress 

and ongoing challenges.  It continues to be 

critical to involve all communities in this effort, 

and to ensure that diverse perspectives are being 

heard—across socioeconomic, racial, geographic, 

and other lines of differences. 
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F. Timelines and Interim Targets.  If there is one or more difference in rates in 5.3.B, describe the 

SEA’s timelines and interim targets for eliminating all differences in rates.  

The DDOE will collaboratively address timelines and interim targets by developing each in 

collaboration with the Equity Steering Committee and additional stakeholders.  

  


