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Abstract

With increasing importance placed on student growth and achievement scores,
increasing teacher absenteeism, and increasing amounts of time students spend being taught
by substitute teachers, it is surprising that the preparation of substitute teachers does not
reflect the significance of the job they have in relation to these trends. Research shows that
training can increase substitute teacher effectiveness, which may positively affect student
growth and achievement. The purpose of this project was to determine what the substitute
teacher onboarding process was, including employment requirements and required training, for
substitute teachers in the Matanuska-Susitha Borough School District and to make
recommendations to the district for the training of substitute teachers. Substitute teachers in
the district were asked to complete a survey regarding their experience, current level of
training, and perceived training needs. | found that regardless of the amount of experience and
training substitute teachers already possess, they want more training not only in the programs
and initiatives utilized by the district, but also in effective instructional strategies, best
practices, and teaching methods in curricular areas. While the district onboarding process is
fairly comprehensive, as is the available optional training, | developed recommendations to
improve the onboarding process and training options for substitute teachers in the district to
strengthen substitute teacher effectiveness.



Description of Final Application Project

The final product is a list of recommendations regarding substitute teacher training in
the Matanuska-Susitna Borough School District. This will include the above-mentioned
correlation to the literature and suggestions for the method of delivery. It is my hope to devise
a delivery plan that will be little to no cost to the district to carry out because it will use the
current format of online delivery. My suggestion will be to utilize current staff to record lessons
for online delivery. There is also the opportunity to offer this as a class where participants can
get credit for developing and recording the lessons for substitute training. These lessons then
become available to new teachers coming into the district or to any veteran teacher who feels
the need to brush up on a subject.

Introduction

In the aftermath of the No Child Left Behind Act of 2002, when schools were publicly
ranked and monetary incentives paid to teachers based on high stakes test data, school districts
across the nation have continued to place an increasing importance on student growth and
achievement. The importance placed on the data from high stakes testing is incredibly high.
Teacher planning that is data driven is becoming more commonplace as is using research-based
teaching practices. Considering these trends in education, it is surprising that substitute teacher
preparedness does not reflect the importance of the job substitute teachers have in helping
students reach growth and achievement goals. The accumulating research and findings on what
positively affect student achievement and growth is used to guide school districts in developing
curriculum and choosing programs and materials that are believed to help schools attain the

desired results in their data. Districts have also offered teachers professional development to



increase student engagement, classroom management, and positively increase school climate
and culture to name a few. However, one area that needs to be considered is the preparation
of substitute teachers and the effect they have on student growth and achievement.
Statement of the Problem

One of the obstacles that schools face is teacher absenteeism. Teacher absenteeism is
occurring at an increasing rate. Another obstacle is the lack of substitute teacher availability. It
is becoming more and more difficult for schools to find substitute teachers to fill open teaching
positions when a teacher is absent. The Matanuska-Susitna Borough School District published
that there were 20 to 30 positions that were not filled daily in the December 2019 edition of
their newsletter for substitute teachers. If a substitute is found to fill in for a teacher, the
substitute may be ill equipped to teach following the curriculum or use the materials provided
effectively due to a lack of preparation. The purpose of this project is to develop a list of
recommended training for substitute teachers in the Matanuska-Susitna Borough School
District.
Project Questions

This project will show the importance of substitute teacher training and the positive effect
prepared substitutes can have on students. | would like to know what major themes are
prevalent in the literature regarding substitute teacher training and then use this information
to construct a list of recommendations for training of substitute teachers to the Matanuska-
Susitha Borough School District. My intention is that this list will be in addition to what the
District already has in place. Through this research | would like to answer the following

guestions: What are the effects of having a substitute teacher on students and their learning?



Are there ways to support substitute teachers? What is the extent of mandatory training
substitute teachers must complete to substitute in the MSBSD? Can school and/or program
specific training for substitute teachers can have a positive effect on students?
Rationale
This project is needed to address the issue of substitute teacher preparedness in schools
within the Matanuska-Susitha Borough School District. While the District mandates some
training as a part of the substitute hiring process, | believe it is imperative to require more
training in the core programs and initiatives adopted by the District as well as offering site
specific training to equip substitute teachers for success and to maintain regular school routines
for students. Thus, positively affecting student growth and achievement.
Literature Review
Introduction
Substitute teachers are an integral part of the school experience for students. In fact,
research has informed us that on average students spend up to an entire school year with a
substitute teacher throughout their K-12 experience {Glatfelter, 2006). This may not be
surprising or even alarming but when you factor in and consider the preparedness of substitute
teachers, and the requirements for employment of substitute teachers by schools, it becomes
another story altogether. Many schools set a high school diploma as the minimum hire
requirement for substitute teacher positions (True et al., 2011). Furthermore, it was found that
less than half of the substitute teachers in the nation are offered an orientation and much less,
under 10%, get training for the positions they are hired to fill (Glatfelter, 2006; Minthorn, 2000;

True et al,, 2011). This is in severe contrast to the preparation requirements for full time



certified teachers. Not only do certified teachers need to complete an accredited university
program, meet requirements mandated by states, which includes taking college classes per
certification cycle, but they are also provided with continual professional development in order
to keep abreast of the ever changing landscape of the education field. This discrepancy in
preparedness between teachers and their substitute counterparts is partially due to districts
not having the money to pay for substitute teacher training (Glatfelter, 2006 ; Minthorn, 2000)
and the low priority designated by the education system to this task (Cardon, 2002; Ostapczuk,
1994).

Another discrepancy that may be cause for concern is the issue of evaluation. Certified
teachers must go through a stringent process of evaluation each year. For example, the
Matanuska-Susitha Borough School District has joined many other Districts across the nation in
utilizing Charlotte Danielson’s et al. Framework for Teaching Model, a research-based tool
known as the Danielson Model, for teacher evaluation. The Danielson Group states on their
website that the Framework for Teaching has “been validated through empirical studies as
predictive of student learning as measured by state assessments” (The Danielson Group, n.d.).
As part of the evaluation method, teachers must provide evidence that each component of the
framework was successfully met at a basic or proficient level. In addition to this, teachers are
often subjected to multiple observations throughout a school year. These include both formal
observations made by the principal and informal observations made by colleagues. For the
substitute teacher, evaluations and observations were rare if even existent (Minthorn, 2000).
However, Minthorn {(2000) found that both teachers and principals thought that substitute

teachers should be evaluated regularly. One of the problems Ostapczuk (1994) listed as being



cited in the research was “the lack of feedback of, and evaluation to substitutes,” (p. 5).
Glatfelter (2006), states that, in fact, “...substitute teachers believe feedback would help them
improve” (p. 62).
Effectiveness

Substitute teachers need support to be effective teachers who positively affect
students’ learning. Research shows that increasing substitute teacher preparedness through
training greatly increases the effectiveness of the substitute as a teacher (Byer, 2008; Minthorn,
2006). In his review of several studies, Ostapczuk (1994) states that “Several studies cite poor
classroom management skills as substitutes’ single greatest problem” (p. 1). Byer (2008) cites
research that shows substitutes trained “...to use effective classroom management techniques
and effective instructional strategies has improved students’ academic achievement” (p. 3).
Furthermore, Glatfelter (2006), building on prior research which showed training of substitute
teachers enhanced their self-efficacy, found that “...substitute teachers believed classroom
management is the key to their success, and that effective instruction and knowledge of the
curriculum are not just secondary and tertiary; rather, a mastery of these strategies strengthens
classroom management” (p. 67). Another problem Ostapczuk (1994) listed as being cited in the
research was “poor classroom management and disciplinary skills on the part of the substitute
teacher” (p. 6). It is interesting to note that school administrators believe disciplinary skills to be
their area of most concern (p. 6). One of the key themes that was evident in the literature was
the idea that effectiveness is positively affected by components central to school climate and
culture. Friendliness and helpfulness of staff towards the substitute, feeling welcome, feeling

included in the school team, and knowledge of the school layout all help to increase job



satisfaction which in turn has a positive effect on effectiveness (O’Connor, 2009). The premise
is that if a substitute has basic needs met, performance is positively impacted (Glatfelter, 2006).
Furthermore, “Research consistently shows that positive student and staff perceptions of their
school climate are linked to increased student academic achievement and graduation rates;”
(Fishel et al., 2019) In addition, it is believed that some sort of feedback or evaluation of
substitute teachers may increase their effectiveness as a teacher. O’Connor (2009) writes that
feedback helped him as a school principal to increase the quality of substitute teachers working
in his school.
Substitute Training

The dilemma that districts and schools face is what should substitute preparation look
like? Deciding what topics should be included, duration and frequency, delivery method,
whether or not these are conditions of employment or offered as elective professional
development, incentives for completion, and evaluation of the program are just some of the
issues districts consider in developing a preparation program for substitute teachers. As
previously stated, research suggests that many of these decisions will be based on availability of
funding and the priority and value placed on preparing substitute teachers. In reviewing the
literature about substitute teaching, Ostapczuk (1994) identified problems with substitute
teaching and compiled a list of recommendations that were mentioned in the research. He
ranked the recommendations according to the number of times they were mentioned in the
literature he reviewed. Ostapczuk explained that he reviewed 13 sources but that 2 of the
sources were specific to certain areas of study so were not represented in the

recommendations. It is not surprising that the recommendation that was mentioned most



frequently was to “Provide substitute teachers with inservice training on topics such as
discipline, classroom management, etc.” (p. 8). Improving the collaboration between substitute
teachers and the school district and evaluating and providing feedback to substitute teachers
were mentioned, respectively. Improving recruitment procedures was mentioned in 5 sources
and “Provide a substitute teacher’'s handbook on rules and policies” (p. 8) was mentioned in 4
sources as was “Provide role clarification and clear expectations of all substitute teachers” (p.
8). The least mentioned recommendation was to provide better lesson plans. It was mentioned
in 2 sources (p. 9). Ostapczuk also shared findings from an “extensive study” by Koelling in 1983
that showed about 3/4 of 1728 school districts surveyed did not provide inservice training or
“evaluation of, and feedback to substitute teachers” (p. 9). Furthermore, more than half the
districts surveyed did not provide a substitute handbook. Ostapczuk (1994) surmises that
“perhaps due to the sample size its findings might also have external validity throughout most
of the United States” (p. 9). He also states that the problems and recommended solutions
evident throughout the literature he reviewed “...are longstanding in nature” (p. 11). In
contrast to using a broad view taken from a compilation of research, others have a much
narrower view guiding the direction of their substitute teacher training. One such author is
Robert Minthorn (2000). He published an article outlining the implementation of a substitute
training program for the district in which he worked. The goal was to increase substitute
teacher effectiveness while reducing any “performance related issues (p. 28) and to reduce
liability because of action by substitutes that required investigation. They surveyed key
stakeholders (e.g., teachers, administrators, and substitute teachers). The responses informed

them of perceived strengths and weaknesses of the current substitute teacher program (p. 30).



Next, they formed a substitute training committee which eventually resulted in the
development and implementation of a substitute training program (pp. 30-38). To evaluate the
success of the program they looked at the number of unsatisfactory performance reports that
were made. They found that substitutes completing 10 days of training had half the rate of
reports made than those who completed 3 days of training (p. 38). Another idea for the
development of a substitute training program comes from a manuscript produced by the
Connexions Project. This manuscript uses a theoretical framework from the literature to define
four “attributes of a quality substitute teacher program and explore specific strategies that can
be used to improve substitute teacher programs” (True et al., 2011). The four attributes
include the selection of high quality substitute teachers; induction of the substitute in a manner
that creates a feeling of “partnership” (p. 3) while giving the substitute “as much information as
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possible for them to do their jobs well” (p. 3); development of “pedagogical knowledge and
skill” (p. 3) including effective teaching strategies to ensure student engagement, effective
classroom management, and continuity of learning by learning community participation; and
evaluation using feedback between principal, teacher, and substitute with the goal of improved
effectiveness of the substitute teacher. Regardless of the method used, a well-executed
substitute teacher program must have an evaluative piece to determine if the goals of the
program are being met.

Program Evaluation

In the report Best Practices in Evaluating Teacher Professional Development Hanover

Research (2015) found that professional development that results in positive changes in

teacher effectiveness and student results “...uses a variety of sources and types of educator,
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student, and system data to plan, assess, and evaluate professional learning” (as cited in
Learning Forward). Additionally found was a recommendation by Brown University’s Annenberg
Institute for School Reform that school improvement issues should be approached “...by using a
standardized inquiry framework...” (as cited in Barnes) and that for activities in professional
development, this framework assists in providing a “...consistent approach to improvement
that can be duplicated in different contexts” (as cited in Haslam). The report stated that while
there is a trend of increased professional development (p. 5) it is often “...ineffective in
improving teacher performance.” (p. 5) Furthermore, there is a lack of objective assessment to
measure the effect of professional development on teacher performance and student
outcomes (p. 7). In addressing “best practices and strategies for evaluating the effectiveness of
P.D” (p. 7) the report indicates that “In the past decade, three professional development
evaluation models have gained popularity in the education field: the Kirkpatrick, Guskey, and
Clarke-Hollingsworth models” (p. 8). The conceptualization of “teacher change” is a differing
factor of these models however each model shows a chain of events that specifies “how
teacher learning, student impact, and professional development activities influence each other”
(p. 8). The Kirkpatrick Training Evaluation Model by Dr. Donald Kirkpatrick is a linear approach
where a sequential process to teacher change exists. This model comprises 4 levels that “aims
to provide a more detailed layer of assessment at each successive level” (9). The Guskey model
by Dr. Thomas Guskey, founded on the Kirkpatrick model, is also a linear approach and was
developed for an educational setting. This model differs from the Kirkpatrick in that change in

teacher attitudes and beliefs occur through their practice and reflection of that practice rather

than a change in knowledge and beliefs that occur because of acquired information (p. 9). This
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model also differs from the Kirkpatrick in that it has an added level which allows for an
examination of access to resources and support from the institution for teachers. This level is
called “Organizational Support and Change” (p. 10). The Clarke-Hollingsworth model is a
distributive model that builds on the Guskey model. In the Clarke-Hollingsworth model
hierarchical levels are eliminated and domains structure the evaluation framework. Rather than
following a linear path teacher change can begin with changes in any domain. The report states
that while this model was not made explicitly as an evaluation model, “the Clark-Hollingsworth
model of teacher growth is designated as an analytical tool that facilitates the assessment of
professional development activities” (p. 11). The report discusses considerations for
implementation such as Usability of the Models which speaks to summative and formative
evaluations, Identifying Change Through Comparison which speaks to comparison being the
primary method used to measure change and summarizes the most common types of
comparisons used, and Data Collection which speaks to the process of collecting data. The
report states that the 3 models “examine many of the core areas” (p. 14). The report then
provides a review of “the tools and strategies used to collect data for each of the evaluation
areas associated with the Gusky, Kirkpatrick, and Clark-Hollingsworth models...” {p. 14) The 5
areas reviewed include Participant Feedback, Participant Learning, Organizational Context,
Application of Learning, and Student Outcomes. Regardless of the model or method used to
evaluate professional development, the literature is clear, effective training programs will

include an evaluative piece.
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Theoretical Perspectives

Aims and Objectives

e To develop recommendations for the training of substitute teachers in the

Matanuska-Susitna Borough School District

e To determine the training completed by substitute teachers in MSBSD

e To identify perceived training needs of substitute teachers in MSBSD

e To identify educational background and experience of substitute teachers in

MSBSD
Methods and Methodologies
The purpose of this project is to compile a list of recommendations for training of

substitute teachers for the Matanuska-Susitna Borough School District. This list will be an
addition to the current substitute training program. | will also provide suggestions for delivery
methods for the training at little to no cost to the district. If allowed, | will familiarize myself
with the extent of training that is currently available to substitute teachers in the MSBSD. | will
compile a list of programs and initiatives that have been adopted by the Matanuska-Susitna
Borough School District and are currently being used in the district. | will use this information to
develop and administer a survey to MSBSD substitute teachers. The survey will consist of both
gualitative and quantitative questions. Key concepts evident in the literature include substitute
teacher needs for training, specifically increased knowledge in classroom management
techniques and instructional strategies, perceptions of the substitute teachers, and the
effectiveness of the substitute teachers as a teacher. There are several learning theories that

may help to explain the relationship between training and substitute teacher effectiveness, but
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the Humanistic approach seems most closely aligned to the nature of the concepts inherent in
substitute teaching and training. Another theory that may explain how teacher knowledge
affects student achievement is the Symbolic Interactionist Theory. This is mostly due to teacher
expectations of a student possibly affecting how well a student performs. For this project |
conducted applied research to develop recommendations for the training of substitute teachers
in the Matanuska-Susitna Borough School District. This project was exploratory research in that
| explored the issue of substitute preparation. This project was descriptive research in that |
described the process of substitute training in the MSBSD. This project utilized a mixed
methods research design. | collected data through a survey with both qualitative (to
understand opinions and experiences of respondents) and quantitative questions (for statistical
data). | also collected information about the training of substitutes by the Matanuska-Susitna
Borough School District. This was a cross-sectional study. The participants completed a one
time survey and there was no follow-up.
Limitations/Delimitations

There are limitations to this project. First, the timing of this project was not conducive
to participation of all of the substitute teachers. The District was in the midst of a new
Superintendent coming on and the administrative team was meeting daily to prepare Covid-19
mitigation plans for schools opening in the fall so it took longer than anticipated to get approval
to administer a survey and to get permission and access to the available training for substitute
teachers. Once | had access to the training, | spent time completing the training prior to
developing the survey. By the time the survey went out, summer was well underway. Another

limitation is the design of the survey. | wanted the survey to be useful to me for this project of
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course but | also wanted it to be useful to the District. With that in mind, and my lack of
experience completing a survey at this level, | realized that the survey may have exceeded the
scope of the project. The survey is long and has a few open-ended questions making it difficult
to synthesize some areas of information collected from the survey. Another limitation with the
survey was due to an error on my part. | was not aware that the survey would not let
respondents leave a blank answer to a question so several were forced to make a selection
even though it was not true of them. Some respondents did self report when this happened to
them. One delimitation pertains to the district initiatives and programs. | tried to make a
complete list of programs and initiatives. However, there is not a single place that | could go to
to find an exhaustive list of district programs and initiatives, and | am not familiar with every
district program or initiative. So, | limited my focus to programs at the elementary school level
and tried to be as concise as | could. There are a few secondary programs listed but it is not a
complete list. | did add a question to the survey to account for any omissions thus giving
respondents an opportunity to include those programs not listed. Another delimitation to this
project was not including any information about trauma-engaged practice. | think this is
important because we are in the midst of a pandemic. This topic is important for all educators.
Application for the Field

For this project | wanted to provide the Matanuska-Susitna Borough School District with
a list of recommendations for the training of substitute teachers in the district. After reviewing
the literature to discover key themes in the area of substitute teacher preparation, | developed
a survey to find out the extent of substitute teacher preparation in MSBSD and also to discover

perceived training needs. | partnered with the Human Resources Department for the
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dissemination of the survey. The survey link was sent out to 960+ email addresses and a follow
up letter sent to 929 addresses. The district reported that they had a little over 300 active
substitute teachers from this list. There were 51 responses to the survey. While the district
employment requirement to substitute teach is a high school diploma or GED, | found it
interesting that 37 of the respondents were college graduates, 17 of which were either certified
or retired teachers (See Figure 1). Another thing that | found interesting was that half of the
respondents have substitute taught for 3 years or less, the majority having substitute taught
just one year. 30 respondents substitute teach primarily at the elementary level (See Figure 2),
which is where | originally wanted to focus. It was surprising that while about half of the
respondents believed that the district training requirements adequately met their training
needs (See Figure 3), the same respondents said they would like more training (See Figure 4)
and selected many programs and initiatives in which they desire training (See Figure 7). 14
respondents did not believe that the district training requirements met their needs (See Figure
4). When | began to look at the training available to substitute teachers offered by MSBSD | was
fairly surprised. In addition to mandated training such as blood borne pathogens and child
abuse reporting, subtitutes must spend 3 days shadowing at a school site. The district also has a
substantial amount of optional training available to substitute teachers online. Through the
survey | discovered that some of the substitute teachers did not know that these were available
through the MISBSD Professional Growth Resource Library. | also found that while substitutes
generally felt like they were familiar with the curriculum for the grade level they substitute
taught in (See Figure 5), about one-third of them didn’t know how to access the district

curriculum (See Figure 6). One of the things that | was happy to discover was that the majority
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