Empowering Public Education Leaders

WHO WILL
TEACH OUR
KIDS?
A teacher shortage has
many worried about the
future of the profession
and what it means for
our kids. We’ll tell you
what some are doing
to fix the problem.
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EXECUTIVE
NOTE

THE ARGUMENT FOR STANDARDS
By Don Wotruba, CAE

Merriam-Webster defines
standards as “something
established by authority,
custom, or general consent
as a model or example.” So
standards can be accepted
practices within the culture of a
country or a business. Or they
may be the norms by which we
operate in a given situation.
Oftentimes the standards we
follow in our day-to-day lives are
ones that are not even written
down, but have been built into
our society over the years.
The commonality between
these examples is that
standards are the way we
collectively do things whether
they are formally adopted or
simply a part of the culture.
When they are documented,
they are intentionally concise,
written in plain language and
provide a shared definition of
terms. Given that associations
are representative of people
organized together for a
shared purpose, it’s a common
practice, expected even, that
an association would provide

its members with a mechanism
for how to do things related to
that purpose. It’s a far better
approach than having someone
else (like the Legislature)
establish those guidelines for us.
When people say that
“leadership starts at the top” I
can’t think of a better example
than a school board. In an
education setting, a school
board’s reach is so broad,
the standards by which they
operate and that the board
sets through policies can
have widespread impact. How
a school board conducts its
business affects the employees
of a district as they look to the
board to determine the level
of acceptable conduct in the
district in which they work.
Prospective employees will
look at how a board conducts
business to see if a district is
the right place to work. Parents
may choose a different district
for their children if they do not
see a board acting in a way that
is student focused or if they
see a board that is driven by
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personal agendas. A board that
does not operate in a studentfocused manner will also likely
see poor performance amongst
its students. People who
would consider running for a
board would likely pass if they
see regular turmoil amongst
the board and/or with the
administration.
This widespread impact is
exactly why MASB, with the
participation of many members
on the Standards Task Force
and through an open review
of a draft earlier this year,
created the new Michigan
Board of Education Governance
Standards. With the model of
school board governance and
public education in general
under ongoing attack from
a number of directions, your
Association wanted to provide
you with more tools and
resources to ensure you’re
operating as effectively as
possible. While adoption of
the standards is voluntary, it is
our hope that they will provide
a valuable framework for

conversation and reflection
at school board tables across
the state.
I believe we are at a critical
juncture in public education
governance and we must show
our detractors that locally
elected boards of education
do and can work. Taking the
step of adopting these
voluntary standards will also
show everyone that school
board members take their role
as caretakers of Michigan’s
public schoolchildren seriously
and we welcome being held to
a set of clear standards by
which we can be measured.
To access the standards
and other resources, visit
miboardstandards.com.
Don Wotruba, CAE, is MASB’s
Executive Director, and can be
reached at dwotruba@masb.org or
517.327.5900.
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NAME: Michael
Rochholz

AGE: 58
HOMETOWN:
Schoolcraft

CURRENTLY
RESIDE IN:
Schoolcraft

FAMILY: Spouse:
Brenda; Daughter:
Holly Smith, her husband Justin, and grandson Zach (Prairie
Grove, AR); Son: Michael Geesaman (Grand Haven, MI); Son: Brad
Geesaman, granddaughters Lauren, Faith and Addison, and grandson
Brayden (Vicksburg, MI); Son: Stephen Rochholz, his wife Kelli and
granddaughters Autumn and Mara (Portage, MI)
SCHOOLING: High School: Schoolcraft; College: Kalamazoo Valley
Community College, Machine Tool Technology Certification
Professional: Certified ISO Auditor

WHAT WAS YOUR FAVORITE CLASS DURING YOUR K-12
YEARS AND WHY?
Band; I had really wanted to be a band director, teaching students
music and theory.

HOBBIES: Public service and volunteering; I additionally
serve as the Mayor Pro Tempore for the Village of Schoolcraft.

FAVORITE VACATION SPOT IN MICHIGAN: Grand Haven
BEST BOOK YOU’VE EVER READ: “Abraham Lincoln:
Speeches & Writings 1859-1865,” written by Abraham Lincoln
and Don Fehrenbacher.

NAME ONE THING ABOUT YOURSELF THAT MOST PEOPLE
DON’T KNOW. I really disliked math in school, and yet I am
employed as a manufacturing engineer.

LIST THREE MISCONCEPTIONS THAT PEOPLE OFTEN HAVE
ABOUT YOU (AND, IF NONE, WHY). I don’t believe that there are any
misconceptions, as I believe my actions and communications are true to
who I am.

EDUCATION EXPERIENCE/BACKGROUND: 17 years as a school
board trustee, served on many committees, served 7+ years as
an MASB Director.

ROLE MODEL(S) AND HOW THEY INFLUENCED YOU: My
grandfather who served on the Schoolcraft School Board from 1956-1959,
and he was President of the Board in 1959. Ironically I was President of
the same school board 50 years later. He was also a village and township
trustee, and I too have been a Village of Schoolcraft Trustee and a Prairie
Ronde Township Clerk. My mother was also the Schoolcraft Village
Treasurer for 20 years! Public service and volunteering have been a trend
in my family.

WHAT
ATTRACTED
YOU TO
YOUR
CURRENT
POSITION:
I really wasn’t
attracted to
my current
positon at
MASB, I have
just always
believed in
serving others when asked.

FAVORITE APP: Starbucks!

WHAT IS THE #1 ISSUE FACING PUBLIC EDUCATION IN
MICHIGAN?

FAVORITE MOVIE: Lincoln

Lack of public understanding of what public education is, and what
would be lost, should it no longer be offered.

WHAT IS SOMETHING YOU’LL NEVER MISS: I really don’t know
how to answer this, as I embrace everything that I have an opportunity
to experience. . .good or bad, and would not change a thing, as those
are the things that have made me who I am.
WHAT MAKES YOU LAUGH: My grandchildren.

HOW DO YOU THINK IT WOULD BEST BE ADDRESSED? Hoping
that the public will recognize the potential loss of a system that is the
basis for our democracy. It will require much work from many
individuals and organizations, but ultimately the public will need to
become more engaged in understanding the process of public education
today, including what our students need to learn
for their future success.

ANYTHING ELSE YOU’D LIKE TO ADD? I
truly love serving our membership, and I don’t
believe that we would be as successful as we are if
we did not have the staff that we have at MASB.
I find it interesting that in the 68 years of MASB,
I have been the only individual to have had the
opportunity to serve in this role twice. My success
is not because of me, but because of the people I
have surrounded myself with!

PRESIDENT’S
MESSAGE

IT STARTS WITH GOOD GOVERNANCE
By Michael Rochholz
Schoolcraft Community Schools

Governance provides the
framework and process for
the sharing of decisionmaking
powers amongst school
trustees. Good governance
is the application of these
powers through principled
and shared leadership. School
boards are the example of
local governance in action.
Through their decisions and
policies, they demonstrate to
their communities, effective
stewardship of the board’s
resources in the interest of
students and the community
as a whole.
Ultimately, governance is the
exercise of authority, direction
and accountability to serve
the just purpose of public
education. A governance
structure defines the roles,
relationships and behavioral
limits for the board.
In education, the true test
of any board’s governance

structure is its effectiveness
in promoting and
sustaining a board’s
achievement standards,
accomplishing goals
designed to bring positive
results to their communities
and demonstrating
accountability. Effective
board governance relies on
a clear understanding of
roles and responsibilities.
Trustees, as individuals,
do not have the authority
to make decisions or take
action on behalf of the
board. They are members
of the board and it is the
board as a whole that
exercises authority, makes
decisions and does so in the
interests of all students of
the school district. Trustees
are required to uphold the
implementation of any board
action after it is passed
by the board. As trustees
communicate with their
constituents and hear their

MICHIG A N AS SOCIAT ION of SCHOOL BOARDS | L E A DE RBOA RD

concerns, they must, at the
same time, convey that any
changes to existing board
policy requires consideration
by the full board.
In carrying out their role,
trustees have the very real
challenge of balancing their
responsibilities and allegiances
as representatives of their
communities with their role as
education leaders within the
decisionmaking body of the
board. Trustees are committed
to, and are required to,
bring forward to the board
the concerns of parents,
students and supporters of
the board; yet as members
of a governing body, they
must work collaboratively
with fellow board members,
making policy decisions that
are beneficial to the entire
school district community.
The methods used to act on
those decisions not only have
an impact on the initial issue

in front of them, but may
impact how current employees
view the district, as well as the
ability to attract future talent.
Governance is not carried
out in a vacuum. A clear
understanding on the part of
the school board with regard
to its system of governance
will have a significant
impact on the effectiveness
of its policy development,
decisionmaking, business
practices and adherence to
its legal obligations. It will
also influence how the public
perceives the effectiveness of
the board and its value to the
community.

Michael Rochholz is MASB’s 20172018 President, and can be reached at
mrochholz@comcast.net.
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ASK
BRAD:

YOUR SCHOOL LAW
QUESTIONS ANSWERED

By Brad Banasik, J.D.

EACH ISSUE OF MASB’S LEADERBOARD FEATURES HYPOTHETICAL SCHOOL LAW QUESTIONS THAT ARE SIMILAR TO THE QUESTIONS
THAT THE MASB LEGAL SERVICES DEPARTMENT RECEIVES FROM MEMBERS. THE ANSWERS TO THE QUESTIONS ARE INTENDED
TO PROVIDE LEGAL INFORMATION AND ENHANCE SCHOOL BOARD MEMBERS’ UNDERSTANDING OF SCHOOL LAW ISSUES BY
EXPLAINING HOW LAWS OR COURT CASES APPLY TO GIVEN SITUATIONS. IF YOU HAVE A SPECIFIC HYPOTHETICAL QUESTION THAT YOU
WOULD LIKE TO SEE ANSWERED IN A FUTURE ISSUE, PLEASE SUBMIT YOUR QUESTION TO WEBMASTER@MASB.ORG.

ABSENT SCHOOL
BOARD MEMBER
Members of a school board were
growing increasingly frustrated
with the attendance record of one
of the board’s members. The
board member missed the last five
meetings and only attended one
meeting within the last 12 months.
The other members of the board
discussed adopting an attendance
bylaw that would set rules for
meeting attendance and include a
process for declaring a school board
position vacant if a member missed
more than six meetings during a
year. Would this bylaw be legal?
The bylaw would not be legally
enforceable because, based on the
Michigan Election Law, excessive
absenteeism in regard to school
board meetings does not result in
a vacancy on a school board.
Section 310 of the Michigan
Election Law (MCL 168.310)
lists the events that result
in a school board position
becoming immediately vacant.
This list includes a board
member’s death, resignation,
removal from office, failure or
neglect to file the Acceptance
of Office or take the Oath of
Office, felony conviction (while
serving on the board), election or
appointment is declared void by
a competent tribunal, failure to
maintain the legal qualifications
for holding office, residence is

While the law provides that a
vacancy is created as a result
of a board member’s removal
from office, a school board is not
Thus, in MCL 168.310, the
authorized to carry out that
Legislature has specifically
task. “Removal” can only be
identified the events resulting
accomplished through a court
in a school board vacancy, but it
order, recall or MCL 380.1107,
has also limited the reasons for
which provides that the Governor
a vacancy.1 While other states
may remove a member of a
have identified absenteeism as
school board from office for gross
causing a vacancy2, Michigan’s
neglect of duty⁵, corrupt conduct
laws allow a school board member in office, or any other misfeasance
to miss multiple meetings without or malfeasance in office.
jeopardizing his or her position
If a board member’s absences
on the school board. In other
are due to a job relocation, a
words, the Legislature does not
divorce or any other reason
require meeting attendance as a
that causes the member to be
condition of serving on a school
absent from the school district,
board.
his or her office may be vacated
Because MCL 168.310 doesn’t
as a result of losing residency
include absenteeism as triggering in the school district. For the
a vacancy, a school board cannot
purposes of enforcing election
go beyond the law to remove a
laws, “residence” is defined as “[a]
member, who is an elected official, place at which a person habitually
by adopting a bylaw that creates
sleeps, keeps his or her personal
a process for declaring a vacancy
effects, and has a regular place
if the board member misses a
of lodging. If a person has more
certain amount of meetings. As a
than one residence, or if a wife
political subdivision of the state,
has a residence separate from
a school district only possesses
that of the husband, that place
the legal authority expressly or
at which the person resides the
implicitly conferred upon it
greater part of the time shall be
by the Legislature. And, any
his or her official residence.”⁶ If a
attempt by a local school board
school board member’s residence
to formulate a policy or make
falls outside of the school district
a decision that violates specific
under this definition, then a
statutory provisions governing
vacancy may be affirmed through
school boards is ultra vires3 and
a court order if the board member
void and unenforceable.⁴
refuses to resign.
moved from the school district, or
the board member is adjudicated
as insane or legally incapacitated.
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Brad Banasik, J.D., is MASB’s Legal
Counsel/Director of Labor Relations
& Policy, and can be reached at
bbanasik@masb.org or 517.327.5929.
1

Based on the legal principle of
expression unius est exclusion
alterius, which is a doctrine of statutory
construction holding that the express
mention in a statute of one thing
implies the exclusion of other similar
things.

2

For example, in Ohio, a school board
vacancy is caused by a school board
member’s absence from meetings of
the board for a period of 90 days, if
such absence is caused by reasons
declared insufficient by a two-thirds’
vote of the remaining members of the
board. R.C. § 3313.11.

3

Acts that are beyond the power
authorized by law for an entity.

4

Under its general powers’ authority, a
school board may exercise authority
incidental or appropriate to the
performance of a function related to
the operation of the school district
in the interest of education, but that
authority is subject to restrictions
or prohibitions found in other laws.
MCL 380.11a.

5

Excessive absenteeism could amount
to “gross neglect of duty,” but that
would be up to the Governor to
determine.

6

MCL 168.11.
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Teacher Certification

Teachers are Teachers for More Than One Reason
By Steven Cook
“If you can read this, thank a
teacher.”
We’ve all seen those bumper
stickers. But to make it true, there
had to be a teacher who could
connect with kids—an educator
who knew how to motivate,
engage, assess, redirect, challenge,
teach and lift young people.
Those teachers are not born,
they’re made. They are taught
HOW to teach. In Michigan, we
are fortunate to have several
universities with outstanding
colleges of education where the
bulk of Michigan teachers earn
their degrees.
It is a rigorous process to
earn an education degree and
complete teacher certification
requirements—for good reason.
Teaching is a demanding
profession. Understanding
students’ various learning styles
and adapting teaching techniques
to reach a classroom of 30+ kids
at different levels of understanding
is an art form. The preparation to
become a certified teacher exposes
prospective teachers to a wide
variety of techniques to ensure
their success.

10
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Being an expert in a subject is
wonderful, but possessing the
skill to impart that knowledge
is invaluable. Knowledge of
pedagogy is crucial. Just because
you understand chemistry doesn’t
mean you can explain chemical
reactions and experimental
processes to teenagers in a
way they can understand or
successfully manage a room full
of ninth graders safely once the
chemicals come out.
The question of teacher
certification is an issue of
professionalism. No one who
needed a surgical procedure
would choose to have it performed
by a college student who “read
a lot about it.” Similarly, not
everyone should be entrusted
with the responsibility of being
a teacher—a job that demands
practitioners juggle multiple
spinning plates simultaneously—
a job too important to leave
to chance. Amateur teaching
advocates such as “Teach for
America” fail to understand
the simple truth—studies have
repeatedly shown that teachers
get better over time. Meanwhile,
some aspiring teachers don’t

survive the rigors of student
teaching as it exists now.
Is the system perfect? No.
Many experts believe student
teachers would benefit from a
longer period of more targeted
mentoring and apprenticeship.
However, it stretches credulity
to argue our education system
would be improved by rotating
untrained amateurs through
the system who will leave the
profession after a couple of years.
Those attempting to make such
a case should ask themselves:
would a deliberate lack of
professionalism be acceptable for
MY children?

qualified. Parents should feel
confident their child’s teacher
knows subject matter, pedagogy
and classroom management
techniques. And Michigan
taxpayers should feel confident
that tax dollars spent on public
schools are being used effectively.
Teacher certification gives all
of these constituent groups the
confidence our public schools
deserve.

Steven Cook is the President of the
Michigan Education Association, and
can be reached at stcook@mea.org or
800.292.1934.

The general public says “no.”
The Michigan Department of
Education recently released
survey results showing strong
public support for both
certification and subject matter
endorsement as critical to the
quality of our public schools.
Teachers should feel confident
they have the skills and
knowledge to handle challenges
in the classroom. Students should
feel confident their teacher is
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THERE’S BEEN SOME RECENT DEBATE LATELY ABOUT THE LEVEL OF CERTIFICATION REQUIRED
TO BE A TEACHER. IS OUR CURRENT SYSTEM WORKING OR SHOULD WE LOOK AT ALTERNATIVES?
POINT/COUNTERPOINT OFFERS TWO DIFFERENT VIEWPOINTS AND LETS YOU DECIDE.*

Subject Matter Experts Could be a Boon for Public Education
By Beth DeShone

Teaching is a noble profession in
which adults are called to educate
our children and infuse a passion
for learning that will impact their
entire future.
Many people will argue that there
is a teacher shortage in Michigan,
while others will claim there is
no evidence to support that claim
because so many applications
are submitted for open positions.
Kate Walsh, in The Detroit News
on Oct. 21, 2016, mentions the
need for looking to our teacher
preparation institutions and
target the need for training
more effective teachers to fill the
chronic shortages in areas like
high school math and science.
This is one, but certainly not the
only, way to solve this challenge.
We must look more broadly for
a solution. Rather than narrowly
thinking of a “teacher shortage,”
we must recognize that there is
an untapped “expert shortage”
in our schools. One way this
shortage could be fixed is to
allow alternative certification for
educators.

While it is imperative to
continue improving our teacher
preparation institutions to
encourage new educators to enter
areas with shortages, we must
also create pathways to encourage
those with real-world know-how
to put their knowledge to use for
our kids. No doubt teaching is
different than doing, but many of
these experts have been training
others in their area for years. It
would be like prohibiting Bill
Gates from teaching and, instead,
denying students access to a
computer programming class.
Michigan has some of the best
and brightest experts in fields
like manufacturing, engineering,
programming and life sciences
research. All of these real-world
experts have some of the best
training and knowledge in
subjects like math and science.
There is no legitimate reason they
shouldn’t be allowed to help kids
in classrooms with shortages in
these areas. It makes one wonder
if the debate about blocking these
types of experts is a misplaced
focus on adult turf instead of

helping children.
Collaboration between these
business professionals and
educator professionals in the
building would open the door
to innovation in all areas of the
student’s education—which
should increase achievement
across the board and potentially
spark an enthusiasm for a future
career in these students.

That is a win for students and a
win for Michigan education!

Beth DeShone is the Advocacy
Director of the Great Lakes Education
Project, and can be reached at
bdeshone@glep.org or 517.375.2769.

Michigan’s Legislature,
Department of Education and
local school districts should work
together to push for a variety of
solutions to current educational
shortages, including alternative
certification.
Imagine when Michigan’s
schools are top in the world for
innovation and learning. That can
be the reality if we break down
some of the barriers to allow
experts in fields like chemistry,
biology, engineering, CAD
programming, etc., to teach
our students in the real-world
techniques of these subjects.

*The views in Point/Counterpoint are those of the participants and do not necessarily reflect the views of MASB.
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What to look for when considering implementing
LED
Considering LED
Implementing an LED solution for your educational facility has many advantages: longevity,
quality of light, control integration (allowing teachers to enhance the learning environment
for their students) and energy efficiency. But how do you pick the right contractor or ESCO to
guide you through the process.

It’s important to protect the district
One of the most important areas of consideration is commercial insurance. In our opinion
these are the minimum limits and types a contractor should have:
$2,000,000 Commercial Liability
$1,000,000 Auto Liability
$5,000,000 Excess Liability
$1,000,000 Pollution and Errors and Omissions
Commercial liability insurance is there to protect the school from a future liability. Even if the
contractor goes out of business the insurance stays in effect. Contractors Pollution Liability
insurance is third party coverage for bodily injury, property damage and cleanup of
environmental damages resulting from pollution incidents caused by contractors work at a
job site. This is especially important for doing LED retrofit work. Contractor’s errors and
omission insurance covers faulty workmanship, design errors or omissions and the use of
defective products or materials. It also covers negligent acts, errors or omissions by the
insured or a person acting on its behalf in the performance of design services.

Photometric design and why it’s important
Photometry is the measurement of light in terms of perceived brightness to the human eye.
Photometric software generates a report or file that measure several key factors of a
luminaires performance such as average luminance, illuminance at a distance and zonal
lumen summary of a space. Photometric design when done properly will provide an accurate
snapshot of how much light will be in a given area both interior and exterior. Why it’s
important – there are local codes or minimum standards that are set by the Illuminating
Engineering Society. These standards are set for optimizing comfort of space, security/safety
or proper light levels of light for a certain task or event. Additionally these codes can limit
excessive illumination or light trespass.
Without photometric design you run the risk of not knowing what you’re getting. You also
reduce the ability to engineer the most energy efficient design based on the optics of any
given luminaire. It also helps protect yourself from future legal issues and headaches like not
having the proper light levels in a parking lot at night. Additionally it save you money in the
long run from not having to repurchase a solution if the first one doesn’t function to
standards. If a contractor or an ESCO cannot provide you with a photometric layout you have
a pretty good idea that they’re not lighting professionals.

Contact: Ray Brint
Phone: 517-366-2906
Email: ray@gogusco.com
12
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DISTRICT DEMOGRAPHICS
Location: Houghton County
Size: 6,700
Board Members and Terms of Service:
Nels S. Christopherson (1993-2023)
Gale W. Eilola (1998-2019)
Karen M. Johnson (1991-2021)
Robert E. Loukus (2013-2021)
Robert L. Roy (1988-2019)
Lisa A. Tarvainen (2007-2021)
Robert C. Tuomi (1999-2023)
Website: www.copperisd.org

DIS T RIC T SP O T L IG H T

COPPER COUNTRY ISD
DESCRIBE YOUR BOARD’S
LEADERSHIP STYLE IN ONE WORD.
Unified.

WHAT ARE YOUR DISTRICT’S MOST PRESSING
CHALLENGES?
Finding certified staff in all areas of special
education, including ancillary staff.

ONE PIECE OF ADVICE YOU WOULD GIVE
TO ALL SCHOOL BOARD MEMBERS.
Take advantage of having work sessions.
They are a great opportunity for a board and
superintendent to discuss in-depth new ideas.
Don’t be afraid of change!

YOUR BIGGEST ACCOMPLISHMENT(S)
AS A SCHOOL BOARD?
The superintendent and board surveyed all
our local schools to see how we were doing in
their eyes. The survey showed we are doing
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a lot of things right and are providing the
services needed. The survey also showed
areas where our locals could use more help,
and the superintendent and board are working
hard to provide those needed services.

WHAT IS YOUR FAVORITE MASB PRODUCT OR
SERVICE?
The CCISD appreciates MASB’s support of the
Copper Country Association of School Boards’
activities, including professional development,
the CBA awards program and acknowledgement
of local board members reaching CBA milestones
at the annual awards banquet. The amount
and quality of learning opportunities for board
members in our area has been greatly enhanced
through this support.
If you would like to recommend your district to be
featured in a future District Spotlight, please send
an email to webmaster@masb.org.
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Having
Trouble
Attracting
Teachers?
Maybe there’s help at the
bargaining table.
By Kacie Kefgen, J.D.

14
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There are many factors that can make it
difficult to fill teaching vacancies. Some of
these factors are faced by schools statewide—
fewer people entering the profession, higher
turnover among current teachers, and lots
of competition to attract teachers in key
shortage areas. However, there are some
elements in your collective bargaining
agreement that could be contributing to your
difficulties locally. Below are some issues
that could be addressed to make the district’s
recruiting goals easier to achieve.

Does Your CBA Limit
New Teacher Pay?
Here is some typical language that many
districts have in their CBAs:
Teaching Credit. All teachers may be given
credit on the salary schedule for up to five
years of teaching experience outside the
school district.
This type of language limits district
hiring in two ways. One, it would preclude
the district from increasing the pay of firstyear teachers in high-demand subject areas.
So, if the district needs a foreign language
teacher, for instance, and has a promising
first-year recruit, it could lose the recruit to
a neighboring district that has the flexibility
in their CBA to award steps on the salary
schedule to increase the teacher’s pay over
what your district is able to provide.
The second way this sort of language could
limit your district is in recruiting teachers
with extensive former experience in other
districts. Perhaps the district would like an
experienced special education teacher to fill
a leadership role within the department. If
the district is only able to credit the recruit
with five steps toward their placement on the
salary schedule, that could mean a pay cut for
that teacher to change jobs. While that may
be an option some teachers would consider,
it certainly does not help your efforts to
increase the number of great, experienced
applicants for a position.

your CBA that encourages early
retirement announcements.
Some districts have language such as:
In order to encourage retiring teachers to
notify the district as early as possible of
their retirement and to give the district
an opportunity to benefit most from the
teacher’s expertise, the district will offer an
early announcement incentive. A teacher
with at least 10 years of service to the
district, at least 20 years of total service as
defined by the Office of Retirement Services
who notifies the district in writing no later
than Dec. 1 of their retirement from the
district before the next school year, and
submits effective retirement paperwork with
ORS will receive the early announcement
incentive. The $3,000 incentive payment
will be made after their effective date of
retirement and after the last paycheck the
teacher receives for regular payroll.

Tuition Assistance
Many new teachers would like to do graduate
coursework to improve their professional
practice and advance their salary prospects.
Providing a tuition reimbursement benefit to
your teachers could help a district compete
for talent with another district that does not
offer that benefit. If your district would like
to include this benefit, consider:
• Limiting reimbursements to coursework
that is relevant to the teacher’s education
career.
• Limiting overall yearly spending
limits for all teachers to make
budgeting manageable.

Subsidized Housing?
Looking for ideas beyond the CBA? Your
community could look to Detroit for inspiration
where the city recently announced special
housing incentives for teachers. Those who work
for schools in Detroit will soon be able to get a
50% discount on land bank housing auctions.
Under the program, homes must be rehabbed
within six months of purchase and kept for three
years. School and city leaders hope the initiative
will increase the appeal of both teaching and
living in the community.

Looking Ahead
With the systemic challenges that are
contributing to a narrow supply of teachers, it is
unlikely that attracting high-quality applicants
will get easier anytime soon. However, if your
district builds a strategy to be as attractive to
teachers as possible, your students will surely
benefit from those efforts.

Kacie Kefgen, J.D. is MASB’s Assistant Director
of Labor Relations and Legal Services, and can
be reached at kkefgen@masb.org or 517.327.5914.

• Basing reimbursement on satisfactory
grades received in the courses taken.

Bonus for Announcing
Retirement Early
Unsurprisingly, if a district finds itself far into
the summer or mid-year with a teaching
vacancy, it will not get the widest applicant
pool possible. To put time on your side, you
could consider negotiating an incentive into
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Where have
all the
teachers
gone?

Enrollment is down in teaching programs.
Fewer are interested in the profession.
Is there any hope?
By John Tramontana

A firefighter. A police officer. An
astronaut. A veterinarian.
We’ve all had something we
wanted to be when we grew
up. For Cassie Harris, that
occupation was a teacher.
From the moment she could
walk and talk, Harris wanted to
teach.
“I used to drag my sister
around to be my pretend
student,” Harris remembered.
“I think I was about 3 years
old.”
Harris graduated from Central
Michigan University in 2012
and got her first teaching job
a few months later as the
Preschool Program Director

16
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for Lakeshore Schools in
Stevensville. But after only
a limited time in front of
students, Harris opted out
of teaching to pursue a new
profession.
“I didn’t want to leave,” she
said. “I couldn’t survive as a
teacher on my single income
with student loans and
personal bills. It’s unfortunate.
Your life dreams get put on
hold when you have to worry
about finances and your
future.”
It’s a dream Harris still thinks
about.
“I miss teaching every day,”
she reflected. “I miss the kids.
I miss making a difference. I
miss the smiles on their faces
when they learned something
new. My heart went into my
work as an educator, and to
this day, I’ve yet to receive a
paycheck that feels as good as
making a difference in a child’s
life.”
Harris isn’t the only one who
went into teaching to make a
difference. Having the privilege
of making a lasting impact on a
student’s life is one of the best
parts of the profession.
Teachers are perhaps the
foundation of all we do.
Someone has to train us how
to be a firefighter, a police
officer, an astronaut or a
veterinarian. Without them,
where would we be? Who
would teach us? How would we
learn? It’s a scenario that may
become a reality in Michigan
(and across the country) over
the next several years if a
dangerous trend isn’t stopped.
Michigan high school students
aren’t as interested in the
profession as they once were.
In the past 15 years, Michigan
State University’s College
of Education enrollment has

dropped
45%.
It’s one of
the premier
teacher prep
colleges in the country, and
its enrollment was nearly cut
in half in just 15 years. In the
fall semester of 2002, 1,834
students were admitted to the
program compared to just 992
in the fall semester of 2016.¹
“We certainly have been seeing
one (a drop in enrollment),
especially over the past 10
years or so,” said Robert
Floden, Ph.D., Dean of MSU’s
College of Education. “Our
numbers ticked up a little this
year, but before that, they were
going down.”
It’s a problem that’s been
caused by several factors
including legislative changes
that haven’t been kind to the
profession, as well as the
Great Recession, which began
nearly 10 years ago.
“People don’t have a firm grasp
on this yet (the scope of the
problem),” Floden observed.
“It’s difficult because you’ve
got to find a way to ask
students about why they
didn’t make the choice to
pursue teaching. I think it’s a
combination of things. At the
beginning of the recession
in 2008, there were a lot of
stories about teacher layoffs.
Undergraduates are sensitive
to where they think they might
be able to get employment. I
think for a while there was a
sense that they might have
difficulty getting a job as a
teacher so they were choosing
something else.”
The numbers support that
claim. While MSU has seen
a 45% drop in enrollment,
other state institutions have
experienced a more significant
drop in enrollment.
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“Some of it is bad press and
the pressure—the pressure
that teachers are under and
how it’s become a more
stressful job, particularly with
the accountability factors,”
Floden said.
Teachers are perhaps under
a larger microscope than
ever before. Evaluation
requirements have changed,
tenure has been gutted by
the Legislature, health care
and retirement benefits have
also been cut (see page 26
for more). When the recession
hit, public school funding was
slashed. Nearly $1 billion was
cut out of the School Aid Fund
when Gov. Rick Snyder and a
new Legislature took office in
2011.² That forced local and
intermediate school districts to
cut programs and lay off staff.
Those reports were highly
publicized, and Floden believes
they contributed to many opting
out of the profession. He also
believes those cuts and other
legislative actions forced many
to reconsider teaching as a
viable career.
“Teacher salaries are highly
varied, but they’re not as high
as they have been in some
areas, particularly those at
the secondary level who are
pursuing a career in science
or mathematics. There are a

lot of high-paying opportunities
for those people outside of
education.”
Simply put, teachers with
the right skills can make
significantly more money in the
private sector, outside of the
classroom. And in some cases,
the accountability factor isn’t
as high.
Since those drastic cuts in
2011, however, the Governor
and the Legislature have been
increasing funding to public
schools in each of the last six
years, including the budget that
will go into effect this October.³
That extra money has helped
to replenish the coffers of
many districts, allowing them
to rehire staff and even add
new positions, for those with
growing enrollment numbers.
Because of that increased
demand and the fact that
fewer high school students
are pursuing teaching as a
profession, local districts are
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seeing fewer applicants for
open positions.
In DeWitt Public Schools, a
district where I sit on the board
of education, the number of
applicants has dropped. This
past summer, DeWitt received
33 applications for an English
teacher position at the Junior
High compared to 47 last year.
In 2016, 89 teachers applied
for a kindergarten opening,
compared to just 68 for one in
2017.
“We’re definitely not seeing the
same number of applicants
as we have in the past,” said
Superintendent John Deiter,
Ph.D. “We’ve had well over
100 applicants for elementary
positions in the past. Luckily,
even though the numbers are
down, we’re still seeing quality
applicants and are able to hire
good teachers.”
Floden said that’s one
encouraging sign—there are
still qualified applicants for
many of the openings
in Michigan.
“Even if applicants fall off
a bit, as long as you have
two or three highly qualified
applicants, you’re still in good
shape,” he said.
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institutions, more teachers
than there are positions
available in Michigan, so we’ve
always had a lot of people
leave the state.”
Floden added many come back
to the state once they can find
a suitable position close to
home. It’s that desire that he’s
witnessed over his 40-year
career, that makes him think
the industry will bounce back
sooner rather than later.
“I think it’s more of a dip
(course correction due to
those having difficulty finding
a job 10 years ago). Over time,
the popular majors change
and the popular occupations
change. Back when I started
40 years ago, we had a much
higher amount of people who
wanted to be teachers because
there were lots of jobs and a
huge demand for teachers.
The numbers have gone up
and down over the years to
some extent. This is people
responding to what they see
is the market. I don’t think
it will keep going down. Our
experience is it will continue
to tick up. I’ve heard those
predictions from others as well
so I don’t think it will continue
to go down.”

No, he doesn’t have a crystal
ball and can’t guarantee that
will happen. But over the
course of his career, interest
has been cyclical. What gives
him hope for the future is the
attention given to the teacher
shortage.
“The news stories now are
not about the layoffs, they’re
about a looming or existing
teacher shortage, which I think
will cause many people to stop
and think, ‘well, maybe I could
get a job as a teacher. This is
something I’d like to do and
there are opportunities
out there.’”
MSU’s College of Education is
helping to fight the shortage.
They’ve tweaked their process
to create more opportunities for
students. Those interested in
pursuing

“We’re also a participant in
the Young Educators Society
and the Future Teachers of
America. These organizations
are in high schools and help
promote the profession as a
desirable occupation.”

Every year since the 20122013 academic year at MSU,
the College of Education has
placed 98% of teachers who
graduate in each of those
years.4 Many have left the
state and gone to places that
are “friendlier” to teachers
and where demand is higher.
Floden mentioned states like
Texas, North Carolina, Arizona
and even California.

a focus on urban or global
education are now able
to be admitted to those
programs as freshman.
That hasn’t been the case
in the past.

“The state of Michigan over the
years has been a net exporting
state—always an exporting
state. We prepare, across
the various public and private

“They were admitted to MSU
in general and so it made it a
little harder to recruit people
into our programs once they
were here,” he explained. “So
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we created two focal programs.
Those have been helpful for us
in being able to promote our
programs because the university
lets us admit directly into those
programs so we can provide
special experiences for the
students in those programs from
the time they arrive at MSU.

The College of Education has
also worked with the university
to recruit more students from
urban areas. Students in urban
communities throughout the
state, though mostly in Detroit,
are able to visit and explore
MSU while they’re still high
school students to understand
what it’s like to be a student
there.
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Floden said they haven’t
spent more money on
marketing efforts and haven’t
changed their admission
requirements—it’s still and
will continue to be one of
the most prestigious teacher
prep programs in the nation.
Luckily, enrollment in the
college’s kinesiology program
has seen a significant increase
so no staff have been laid
off or programs cut. This
year, preliminary data show
that enrollment may be up
a tick from last fall. It’s an
encouraging sign, but Floden
isn’t sold yet.
“I wish I was more confident.
I’m waiting to see another
year’s data and see if we’ve
got movement in this direction
or if this is just an anomaly.”
Until then, Floden, the College
of Education and other
universities across the state
will continue to promote the
profession and encourage
more high school students to
make a career out of teaching.

of kids; you get a chance
to work with subject matter
that you’re interested in and
that you love, and just have a
feeling that you’re making a
difference in the world.”

John Tramontana is MASB’s Director
of Communications, PR & Marketing,
and can be reached at
jtramontana@masb.org
or 517.327.5908.
1 Michigan State University College
of Education. Enrollment Numbers
2002-2016.
2 State of Michigan School Aid
Fund budget, 2011-2012. Retrieved
from www.house.mi.gov/hfa/PDF/
SchoolAid/School_Aid_Proposal_A.
pdf, Aug. 2, 2017.
3 State of Michigan School Aid
Fund budget, 2012-2017. Retrieved
from www.house.mi.gov/hfa/PDF/
SchoolAid/School_Aid_Proposal_A.
pdf, Aug. 2, 2017.
4 MSU College of Education Annual
Graduate Survey (2012-2016).
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“It’s a tremendously rewarding
occupation. When you talk to
people out there in the field,
they’ll tell you about a student
or a class who have made a
difference in their lives. You
make a difference in the lives

MICHIG A N AS SOCIAT ION of SCHOOL BOARDS | L E A DE RBOA RD

FA L L 2017

19

NOT ALL HEROES WEAR CAPES BUT THEY
ALL POSSESS THE COURAGE TO LEAD.

			Network with

hundreds of board members
from across the state.

Innovation Nation: Open
The Curiosity Door
Steve Dembo
CEO, Teach42 and
School Board President,
Skokie, Ill. School District 69

Achievement and Opportunity
in America: Critical Next
Steps for School Boards
Daria Hall

Get more

Vice President
for Government Affairs,
The Education Trust

out of your
STEM program.

Inspiring Students to Touch the Sky
Capt. Barrington Irving
Founder, The Flying Classroom

Find your super power
to spur innovation.
THANK YOU SPONSORS

Nov. 9 – 12, 2017
Lansing Center

masb.org/alc

BOARD OF EDUCATION
GOVERNANCE STANDARDS
Developed

by school board members for school board members.

Introduction
Why do citizens serve on boards of education? School board members
consistently report coming to service on a school board because they care deeply
about doing the right things for children. In serving, school board members give
countless hours to the governance of public schools and open themselves up
to the scrutiny and, sometimes, acrimony of their fellow citizens. While school
board service is most certainly not for the timid or uninformed, it is an excellent
means of impacting the lives of children in one’s community. There is, after all,
a correlation between the work of school boards and student achievement. But,
for the school board’s impact on student achievement to be positive, the service
must be guided by principles that support excellent outcomes for students
and are reflective of research-based practices of effective school boards.
The Board of Education Governance Standards are intended for use by local
and intermediate school boards as well as individual school board members.
They were developed by school board members for school board members to
provide a shared framework for effective school district governance. By design,
the Governance Standards are in simple terms so as to be easily understood
and promote understanding across the board table and throughout communities.
Developing the Governance Standards was relatively straightforward work—
research has benchmarked the practices of effective school boards, and MASB
has access to the perspective and experiences of literally thousands of school
board members and superintendents. The more complex work related to
the Governance Standards must occur at school board tables across the state
—in living the Standards—in holding ourselves and fellow board members
accountable to the Standards. We must be disciplined in our own governance
behaviors. We must respect our board colleagues enough to expect them to
be disciplined in their governance behaviors. And we must have the courage
to speak up when the performance of individuals or the board is not in
alignment with the Standards. This is the challenge we must overcome
if we are to do the right things for children.

[tear out to keep with you.]

[tear out to keep with you.]

Board of Education
Governance Standards
Guiding Principles of the
Board of Education:
Accountability | Commitment to Learning | Inclusivity
Stewardship | Transparency | Vision-Driven

 The Board of Education, in cooperation with
the superintendent and stakeholders, establishes
and commits to a vision for the school district that
emphasizes high expectations for achievement
of all students and quality instruction.

 The Board of Education governs in a
manner that is dignified and worthy of trust.



The Board of Education is accountable
to the school district community.



The Board of Education holds the
superintendent accountable for creating the
outcomes identified in the school district plan.

22
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Individual Board Member
Governance Standards
Guiding Principles of the Individual
School Board Member:
Advocacy | Civility | Courage | Empathy | Inquiry
Integrity | Regard for Authority of the Board | Selflessness



The individual school board member
is motivated by and focuses on what is
in the best interest of all students.



The individual school board member
believes in the importance of and actively
engages in lifelong learning.



The individual school board member
understands and respects both the authority
and responsibilities of the Board of Education.



The individual school board member
approaches school governance work with
a spirit of inquiry.
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Restrictive laws, budget cuts
and feelings of being
undervalued are contributing
to a growing teacher shortage
By Stacy Bogard, CAE

My 10 th grade English teacher, Mrs. Hoppe,
inspired my love of the written word—both
in reading and creating it. I had to be
out of school for a month that year, and
she found ways to keep me involved
(this was in the predigital age), and
gave us creative projects to work on.
I remember each of us having a role
to read in “The Scarlet Letter” and
learning about poetry by “performing”
a piece by T.S. Eliot with one of
my classmates (it was from “Old
Possum’s Book
of Practical
Cats;” we even
made costumes
and it was as
embarrassing
as it sounds).
Based on the
most recent
information I
could track down,
she still had
been teaching at
my high school
through the late
2000s.
But what if, at some
point for any number of
reasons, Mrs. Hoppe
had decided the
teaching profession
wasn’t for her? How
would her absence
have changed my
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life and everyone else she influenced in her
decades-long career?
While many think the teaching profession
has it made—summers off, union
protection, a comfy pension, etc.—
it’s really not easy being a teacher,
particularly in the state of Michigan.
Most of these “perks” aren’t
even factors anymore.
Legislative, economic and
societal changes have
made it increasingly
difficult to bring in
and maintain quality,
committed individuals
as the instructors of
our current and future
generations.
As part of its coverage
on 2016’s Best & Worst
States for Teachers,
Wallethub notes, “According
to the National Center for
Education Statistics, about a
fifth of all newly minted public
school teachers leave their
positions before the end of
their first year—nearly half
of them never last more
than five. Many teachers,
especially novices, transfer
to other schools or
abandon the profession
altogether ‘as the result
of feeling overwhelmed,
ineffective and
unsupported,’ according
to the Association
for Supervision
and Curriculum
Development.”1
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The national average for those leaving the teaching profession
between the 2011-2012 and 2012-2013 school years was
7.7%—in Michigan, it was 10%. For those with plans to leave
as soon as possible/when another position opened up, our
state was on par with the national average at 6.5 and 6.6%,
respectively.2
Some of the contributing factors for leaving the field are a
growing culture of high stakes, test-based accountability,
salary, and whether or not they feel supported and valued.3

Constant Change
In addition to recent changes made by the Michigan
Legislature to the MPSERS retirement system (see page 34
for more), lawmakers have targeted teacher tenure, cost of
health care benefits, their evaluation systems, what they are
supposed to be teaching and even changed their certification
requirements—all in just the past seven years and many to the
teachers detriment.
Public Acts 100 and 101 of 2011 made major changes to the
Michigan Teacher Tenure Act affecting new teachers, including:
• An increase in the probationary period for teachers from four
to five years. Additionally, the probationary period could be
extended past five years if the teacher hasn’t been rated as
effective or highly effective on the three most recent year-end
performance evaluations.
• When a district has to notify a probationary
teacher or a teacher not on contract that they will be
continuing on the following year was changed from
60 days before the end of the school year
to 15.
• Any teacher who is on a probationary period
can be dismissed at any time.4
While these same laws put in place a stipulation
that teachers rated as ineffective for three years
were to be fired, they didn’t establish what the
evaluation system(s) determining these ratings
would look like. Those were finalized in 2015, following
a 2013 recommendation report from Gov. Rick Snyder’s
Michigan Council for Educator Effectiveness. The Council
proposed that a single standardized evaluation tool be adopted
to ensure consistent measurements. The Legislature felt
local control was more important and, while the state would
recommend evaluation tools, districts could adopt their own
versions. So while the evaluation system is the same throughout
the district (at least depending on how you’re classified), it likely
changes for a teacher who switches from one district to another.
In 2015-2016, 25% of a teacher’s evaluation was based on
student growth, as measured by state and local assessments.
The number will increase to 40% in 2018-2019, which is lower
than the 50% in previous law.5
In June 2010, the Michigan State Standards were adopted
for Mathematics and English Language Arts as the state K-12
content standards and there’s been turmoil and changes
ever since. This revised core curriculum was based on the
Common Core State Standards, which were developed by
a consortium of states and education professionals, and
adopted by more than 40 states. Some in the Legislature
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believe that this exerts federal-level
control over the state’s curriculum and have
been trying to abolish it almost every legislative
session. Most recently, the House Committee on Michigan
Competitiveness is considering House Bill 4192, which would
replace the Standards with the academic standards in effect in
Massachusetts during the 2008-2009 school year.
Tied to the Standards are the assessments students take
to measure how well they are progressing in “mastering” the
Standards for their grade level. Following years of using the
Michigan Educational Assessment Program, the Michigan Student
Test of Educational Progress was introduced in 2015 to correlate
with the Michigan State Standards. Again, the Legislature has
regularly been trying to change the assessment even though
best practice shows that at least three years’ worth of data is
necessary to gauge whether or not a system is working.
As mentioned above, a teacher’s evaluation is partially tied
to this state curriculum and assessment. The percentage of
Michigan teachers who worried about the security of their
job because of the performance of their students or school
on state and/or local tests was 18%; 6% above the national
average.2
Changes to teacher certification requirements were most recently
implemented in 2013. While some updates made the process
easier, if teachers don’t follow the strict renewal schedule for
their licenses, they can be fired and forfeit any tenure rights.6
More changes are on the horizon. The Michigan Department of
Education has been working with education stakeholders for
almost two years to further restructure teacher certifications
to reduce the grade-level ranges, allowing for greater focus in
teacher preparation programs.7

Modest Pay, Long
Work Hours
While any career is more than the types of benefits you receive,
we all are realistic that we need something that provides a living
wage and a reasonable time commitment. We need to feed and
clothe ourselves and have enough for a roof over our heads, as
well as, in some cases, providing for a family.
In 2015-2016, the average teacher salary in Michigan dropped
for the fifth consecutive year as reported by the Center for
Educational Performance and Information.
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According to a MLive article based on the CEPI data, three
factors have continued to depress teacher wages:
• Raises have been minimal in recent years and wage
rollbacks have occurred in some districts.
• Baby Boomers at the top of the salary scale continue to
retire and are being replaced by younger, less expensive
teachers. In 2008-2009, teachers with at least 30
years in their district comprised 6.4% of all Michigan 		
public school teachers. In 2015-2016, that dropped
to 1.9%.Meanwhile, the proportion of first-year teachers
increased from 6 to 8.9% of the teaching pool.
• Finally, the increase in charter schools appears to have
driven down salaries. The Legislature lifted the cap on the
number of charter schools in 2011, and charters enrolled
about 10% of the public school population in 2015-2016;
charters tend to pay less than traditional public schools.8
On average, regular full-time teachers in public schools spent
53 hours per week on all school-related activities, including
27 hours that they were paid to deliver instruction to students
during a typical full week.9 Not only are they regularly working
overtime (compared to the standard 40-hour work week) during
the school year, for many, their summers are spent at second
and/or third jobs, as well as taking the professional development
courses they need to maintain their certificates and to move up
the pay scale.10
Adding another layer of difficulty to their salaries, teachers in a
number of Michigan school districts have negotiated to limit the
pay of new hires, ensuring they cannot get full credit for prior
teaching experience.11
“I definitely feel stuck,” notes a speech language pathologist at
a district outside of Detroit who has 12 years in and a masters’
degree. “Even with a higher pay schedule at another district,
it would still take me a long time to achieve and earn back my
years, so I really have no place I can feasibly go for the rest of
my teaching career, even if I’m dissatisfied with other aspects
of my job.”
Lastly, when you look at teacher salary in comparison to similar
professions, they are bringing home 11.1% less even when
factoring in their benefits (17% lower without benefits).12

Where’s the Love?
According to a Detroit Free Press article, “Anecdotally, what
we have heard from practicing teachers, they tell us that. .
.the satisfaction that was once derived from teaching—life of
the mind, working with children, making a difference—aren’t
sufficient in the face of stagnating salaries here in Michigan,”
said Margaret Crocco, chairperson of the department of teacher
education, at Michigan State University.
And there’s something else: “The respect which members of
the community afforded teachers, that’s changed. So as people
calculate what it is that they want to do—low pay, the business
of pensions and other benefits—I think these things end up being
symbolic about the declining respect that the public or at least
policy makers have for education.”13
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So not only are all of the legislative and economic changes
effectively telling teachers that their profession is not highly valued,
society as a whole places a lot of criticism and blame on the field
for our collective woes.
“We not only expect schools to educate our children, we also
demand that they make up for parenting deficiencies, society’s
problems and diplomatic blunders,” notes author Nick Morrison.14

What Can be Done to
Keep Them?
Just as there wasn’t one factor that started the teacher shortage,
there isn’t one that will stop it and what works for some may not
work for others.
In a recent analysis by GoodCall of the 2017 Best Cities for K-12
Teachers, two Michigan school districts were ranked in the top
10—Troy School District was fifth and Southfield Public Schools
came in sixth. Analysts ranked the cities based on eight metrics
that identify places that are affordable and pay teachers well,
including median teacher salary as a percentage of the overall
local median salary, safe, have jobs available, have a populace
that values education and are nice places to live with abundant
amenities.15
In the three full school years that Superintendent Richard
Machesky, Ph.D., has been with the Troy School District, they
have taken very deliberate and intentional steps toward building
a culture that focuses on customer service, including teachers
as one of their customers, as well as centering the culture on
their core values.
“One of our core values is creating a collaborative culture and
it starts with the board and carries down throughout all levels
of the district,” Machesky shared. “We work hard to involve
teaching staff in all decisionmaking as much as possible,
particularly those that impact them. Teachers have told me that,
at the beginning, they might have viewed this as something that
was just talked about, but they now see it as something we all
live on a daily basis.”
Troy also transitioned to an interest-based bargaining process
three years ago, which has helped tremendously by allowing
for more cooperative conversation. “The bargaining process
previously was more contentious,” Machesky said. “The new
process allows us to speak about common interests and has
grown trust. If you’re going to have a strong culture, it has to be
built on trust. We strive to be better every day; don’t always get
it right, but we certainly try.”
Lastly, the district has made it a priority to help teachers
maintain career advancement and to keep as many of their
resources in the classroom as possible. “We haven’t been
immune to the economy with pay freezes, etc., but we have
been resourceful in making sure that is a priority because it is
important to our teachers.”

Stacy Bogard, CAE, is MASB’s Assistant Director for Communications, PR &
Marketing, and can be reached at sbogard@masb.org or 517.327.5907.
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The
Disappearing
Superintendent
Applicant
Does Michigan have enough qualified
superintendent candidates?
By Donna Oser, CAE
Some years ago, a scholarly article was written that
referenced the disappearing superintendent applicant.¹
The authors predicted that—because the superintendency
was becoming less and less desirable for a variety of
reasons—fewer people would choose to apply for the
position in the years to come. In the nearly two decades
that have passed, time has proven half of the
predication to be true and the other half to be,
well, complicated.
There is considerable mobility in the
superintendency. National studies place the
average superintendent tenure between three
to five years,² but it very much depends on
contributing factors. Each year, roughly 15-20%
of local school districts in Michigan experience
a vacancy in the district’s lead staff position.
This percentage has remained relatively consistent
for the past four years.³ It represents an increase
in the velocity of transitions compared to what
districts experienced prior to Michigan’s 2010
early retirement incentive and begs the question: Why do
superintendents leave?
The job of the superintendent has indeed become less desirable
over the past two decades. This aspect of the prediction is
true. Some of the most prevalent factors that contribute to
superintendent job dissatisfaction (and departure) include:
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• Diminishing financial resources
• Increased expectations at local, state and federal levels
• Demands from special interest groups
• Pressures from the community
• Daunting time demands (80+ hours per week)
• Salary and benefits not commensurate with demands
of position4
But the number one reason superintendents leave a position
is the quality of the relationship between themselves and
the school board, as well as among school board members.
It is THE decisive element in superintendent tenure and
job satisfaction. Poor quality relationships between the
superintendent and the board lead to a decrease in district
stability and morale; increased conflict over instructional goals
and objectives; a lack of collaboration around visioning and
long-range planning; and negative perceptions of superintendent
trustworthiness and credibility. When these conditions
are present, the superintendent’s ability to be effective is
compromised and so is his/her job satisfaction.
MASB reached out to Chris Wigent, Executive Director of
the Michigan Association of School Administrators, to get
perspective on this issue. Wigent explains it this way: “Board
members that consistently demonstrate a deep knowledge
of the governance role of the school board, work well with
each other and the district administration, and treat their
superintendent appropriately and professionally are the
ones who will end up with [and keep] the highest skilled
superintendents serving in their districts.”
Ironically, while more superintendents are leaving their current
positions, there are more applicants for positions. When
considering just numbers, it appears the forecasters got it

wrong. Michigan districts have experienced a steady increase
in the number of applicants for superintendent vacancies
since June 2013. At that time, a school board conducting a
search could expect somewhere around 20 applicants for
their vacancy. As of June 2017, that number was more likely
to be closer to 35—a significant increase! The issue is more
complicated, however, when we consider how many of those
applicants have superintendent experience and/or specific
preparation to be a superintendent.
Most vacancies are filled by individuals with no prior experience
as a superintendent. Three-quarters of the superintendent
positions in the last four school years were filled by first-time
superintendents. Why? Because the average applicant pool
for a local district superintendency contains relatively few
individuals with prior experience. Most
applicants are principals and, to a lesser
extent, frontline administrators in central
office positons.
To further complicate matters, firsttime superintendents today begin
their superintendency in larger—and
often more complex—districts than
their predecessors did a decade ago.
Wigent describes it thusly, “There
are superintendents being hired
in districts that may have been a
second stop on a superintendent’s
career ladder but, now, because of
the reduced number of [experienced]
applicants, they begin their career
as a superintendent in larger
districts than in prior years.”
Michigan needs to shift from quantity
to quality by developing a pool of
prospective superintendents that
are well prepared for the rigors of
the job. Job experience is but one
factor in preparation. When choosing
a superintendent, school boards
must also seriously evaluate the extent
to which applicants are highly qualified.
One aspect of that is Michigan’s K-12
Administrator Certificate. While Michigan
doesn’t require individuals to have their
certification to be hired, if an individual is hired
without his/her administrator certificate, they
must begin a a program to earn it within six
months and complete it within three years.
Because the certificate is appropriate for any
K-12 administrator (principal, central office,
superintendent), this is a minimum expectation,
and districts whose administrators fail to
comply are fined heavily. When it comes to
superintendent qualifications in many cases, it’s appropriate
for boards of education to have higher expectations than just
certification.
MASB’s Executive Search Services estimates that only around a
quarter of applicants have participated in professional learning
programs designed specifically to prepare them for the role
of superintendent. Wigent believes this can be an important
point of distinction in hiring a superintendent. “It is critical
that those who are interested make the decision to pursue
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this career opportunity based on the reality of the position
and not just what they might observe in their district or read in
the media. [Universities] also need to continue to adjust their
advanced degree programs to ensure that they are preparing
superintendent candidates with the information and skills
that are relevant to what is actually occurring in today’s public
education environment.”
When selecting a superintendent—especially when considering
applicants without prior experience in the position—it makes
sense for school boards to evaluate the nature and quality of
preparation applicants have participated in that are specific to
the superintendency. Earning a Superintendent or Central Office
Endorsement or Specialty Endorsement on an Administrator
Certificate illustrates that an applicant has engaged in
specialized, performance-based professional development to
prepare him/her to be in a district leadership position. (This is
often considered applied learning.) Similarly, candidates that
have earned doctorate or education specialist degrees have
demonstrated a commitment to preparation and developing
mastery-level knowledge related to education. (Some view
these programs as more theoretical or research related.)
Just the act of committing to and completing either type of
program separates the opportunists from those who have
intentionally developed themselves to be district leaders.
In closing, school board members can take heart in knowing that
superintendent applicants are not disappearing—we have more
applicants now than ever before. However, we do need to take
our work of attracting, vetting and retaining a superintendent very
seriously because we must discern those who are well prepared
to succeed from those who require additional preparation.
Remember, people buy into the leader before
they ever buy into the vision.5
Is your board looking for a new superintendent, to tighten up its
governance structures or explore a different governance model?
MASB’s skilled consultants can help! Contact the Leadership
Development and Executive Search Services Department at
517.327.5900 to request assistance.

Donna Oser, CAE, is MASB’s Director of Leadership Development
and Executive Search Services, and can be reached at doser@masb.org
or 517.327.5923.
1 Keane, W.G. and Moore, D. The disappearing superintendent applicant; the
invitation to apply goes unanswered. The New Superintendency, 6 / Edition
1, 2001.
2 Kowalski, T., McCord, R., Petersen, G., Young, I., and Ellerson, N. The
American School Superintendent: 2010 Decennial Study. Rowman &
Littlefield Education, 2010.
3 Michigan Association of School Boards. Superintendent Vacancies
2013-2018 dataset. 2017.
4 Domene, D. A study of factors influencing superintendent departure.
ProQuest LLC, Ed.D. Dissertation, California State University, Fullerton,
2012.

Superintendent Preparation
Certificate in K-12 Administration
This certificate illustrates that a person has completed a state boardapproved administrator preparation program as determined by the
superintendent of public instruction. MASB recommends this as a
minimum expectation for superintendent applicants.
Basic Central Office Endorsement
This is earned through graduate work beyond a Master of Arts degree
in Education Leadership or Administration through an MDE-approved
higher education program in Educational Leadership or Administration.
Superintendent Specialty Endorsement
(or Central Office Specialty Endorsement)
Specialty endorsements are performance-based against MDE-approved
standards. Candidates are recommended for Specialty Endorsements
by a sponsoring MDE-approved professional association based on
successful completion of a program.
Superintendent Enhanced Endorsement
(or Central Office Enhanced Endorsement)
Enhanced Endorsement programs must be both performance- and
impact-based against MDE-approved standards. Candidates are
recommended for Enhanced Endorsements by the sponsoring MDEapproved professional association based on successful completion
of program.
Ed.S.—Education Specialist degree. It is a post-master’s degree for
those working in educational administration.
Ed.D.—A Doctorate in Education with a focus on applying research and
foundational knowledge to real-world organizational, leadership and
education issues. This degree is conferred by a college of education.
Ph.D.—A Doctorate degree in Philosophy. The Ph.D. in Education is
earned through a research degree program designed for individuals
whose career goals include teaching and conducting research at the
university level who may have chosen to specialize in an educationrelated field.
Note: Program participation is not proof of degree or endorsement;
endorsements must be verified by MDE documentation and degrees
must be verified by university documentation.

5 Maxwell, J. The 360 Degree Leader: Developing Your Influence From
Anywhere in the Organization. Thomas Nelson, 2006.
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The Governor signed Public Act 92 on
July 13, 2017, creating an entirely new
401k-style and hybrid plan within the
Michigan Public School Employees
Retirement System.

What Does it
Mean for Current
Employees?
The new law increases employer
contributions to the current defined
contribution plans, as well as new
ones, to match the current benefit state
employees receive. The employer deposits
4% of the employee’s salary into a 401k
or 401k-style plan, and matches the
employee’s contributions up to another 3%
of salary. This will take effect for current
employees on Oct. 1 and all employees
hired on or after that date.
The other piece that will affect current
employees, as well as new, is the ban on
purchasing service credits for any reason
other than military service. It will not
affect purchase plans that are currently in
place, but will not allow new plans to be
commenced after Sept. 1, 2017 at 5 p.m.
MASB Comments: We supported
increasing the defined contributions to
match the state benefit. However, we
opposed extending the ban on purchasing
service credits to all employees and for all
reasons, especially for parental leave and
employer-approved sabbaticals.

By Jennifer Smith
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The major changes in the hybrid system
begin with new employees hired on or
after Feb. 1, 2018. All new employees will
continue to be able to choose between
the hybrid or defined contribution plans,
however if a choice is not made, the
employee will default into the DC plan. A
district will be required to provide a form
for an employee to sign stating they were
made aware of both options. An employee
would pay approximately 6% of his/her
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salary to cover the “normal” costs of the
hybrid. Also, if the hybrid system becomes
underfunded by any amount, there will
be 50/50 sharing of costs between the
employer and employee to make the
system whole.
As stated above, a new employee would
not be able to purchase service credits,
except for military service, and would have
a 4% contribution with a 3% match in the
DC plan.
MASB Comments: The increased risk in
the hybrid plan is very concerning. There
are no limits on the amount an individual
might have to pay out of his/her paycheck
if the plan becomes underfunded. Also, an
individual in the hybrid plan has no control
over the investments made by the state
for the plan and, therefore, no control
over whether or not the plan becomes
underfunded. The same goes for districts
as well. Districts are already paying a
known amount on the current unfunded
liabilities; this cost sharing would add
unknown expenses to a district.

What Does it
Mean for You?
The new system will cost districts more.
The law does state that the 3% matching
contribution to the DC plans be paid
out of the School Aid Fund rather than
from a district’s operating fund. Under
current law a district is paying up to
3% matching funds; this change will
require 4% be paid by the district. Also,
in the current hybrid, the employer pays
3.05% of salary and the new system will
require a district to pay 6.02%. Finally, if
the system is ever underfunded, the costs
would be borne 50/50 by employer and
employee.

by the change in the district’s current
operating expenditures. The UAAL rate will
also not be allowed to decline from one
year to the next.
MASB Comments: In committee, the
argument was made that costs to districts
would be revenue neutral with the School
Aid Fund paying for the increased matching
contributions under the new DC plan. In
the new hybrid plan, however, normal costs
will increase for the employer. There is an
appropriation in the School Aid Budget to
cover this increased cost on the individual
district, but only for the first two years.
Either way, it will diminish funds available to
districts from the SAF.
There are many concerns regarding adjusting
a district’s UAAL rate based on the current
operating expenditures. Most concerning
is that there is not a clear answer as to
what will be used in the calculation. We will
continue to seek guidance and clarity from
Treasury on this issue.

What Will it Cost
Overall?
The Senate Fiscal Analysis shows an
increase in costs of $23.1 million for the
first year, this has been appropriated in
the upcoming School Aid Budget.
The budget also

includes a set aside for the second year
of the new plan. However, by the fifth year,
it is estimated costs will increase by $80
million and, by year 30, increases will be in
excess of $810 million.
This law does not affect any of the current
costs of the MPSERS system, nor does it
address any of the current unfunded liabilities.
MASB Comments: Fiscal analysis has
consistently shown that costs continue
to grow each year, and Treasury testified
to that as well. At the time of passage,
there was no analysis beyond year five.
After passage, the numbers were revised
and done through 30 years. The cost
continues to grow, and there are no longterm cost savings.

What Other
Changes Does
it Make?
The law also allows the MPSERS board
to change the retirement age based on
mortality information. This change would
affect all employees in the new hybrid
system (those hired on or after
Feb. 1, 2018).

Also, it will allow for the unfunded actuarial
accrued liability payment rate that is
currently applied to payroll to be adjusted
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It would protect employees within five years
of the retirement age, or up to eight if the
board extends it the extra years. Retirement
age would remain at 70 for all current
employees.
The law also includes a trigger to close the
hybrid system completely. If the new hybrid
system is funded at 85% or less for two
consecutive years, the Legislature would
have 12 months to fund it at 85% or it will
close.
MASB Comments: This makes a person’s
retirement age a moving target. We are
concerned these provisions in the new
hybrid plan will make it even harder to
attract and retain talent when employees will
be putting their paychecks and retirement
on the line under this new proposal.

closure of the system would come with
significant costs.
While the final outcome was discouraging,
we thank all of you who took action and
talked to your legislators. Your efforts led
to close votes in the House and Senate.
We appreciate your advocacy!

Jennifer Smith is MASB’s Director of Government
Relations, and can be reached at jsmith@masb.org
or 517.327.5912.

Also, any closure of the system brings
back the transition costs we’ve been
concerned about all along, except now we
can’t calculate exactly what those costs
will be since there’s no way to know for
sure when, or if, it will happen. But any
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LET’S HELP SCHOOLS SAVE
ENERGY AND MONEY.
• School districts in Michigan have implemented energy
efficiency upgrades
• Michigan schools have received more than $15 million in
energy efficiency rebates since 2009
• Michigan schools are expected to save more than $200
million on energy costs over the lifetime of the improvements

Consumers Energy for Business
Let’s do business. Together.
Call us for more information at 800-805-0490,
or visit ConsumersEnergy.com/businessmatters

#CE4BIZ
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Who’s
Teaching
Your Online
Courses?
By Jamey Fitzpatrick

The state’s teacher shortage continues to put new pressures on schools.
Many districts have begun to use long-term substitute teachers as a
strategy to address the growing problem. Going forward, this trend
may cause some districts to accelerate their use of online learning to
accommodate student needs, especially for low-enrollment courses.
Online learning has the potential to address teacher shortage issues.
However, districts need to be fully aware of the implications of this
approach, including policy, performance and risk considerations. This
briefing outlines the history of Michigan’s advancement of online
learning and suggests some of the important points to consider when
reviewing or constructing a district approach.
It’s hard to believe that more than 10 years have passed since
Michigan became the first state in the nation to adopt an online
learning requirement for high school graduation. Online learning
continues to grow at a rapid pace within the state and nationally.
In addition to the online learning requirement, the Michigan
Legislature took action in 2013 to expand student access to digital
learning options through Section 21f of the State School Aid Act. As
a result, students enrolled in a local public district or public school
academy are eligible to enroll in up to two online courses during an
academic term—or more if parents, students and school leadership
agree that more than two are in the best interest of the child.
During the 2015-2016 school year, nearly 91,000 Michigan K-12
students enrolled in more than 450,000 online courses. Nearly 60%
of these enrollments came from local district solutions that often
included the use of a third-party provider. More than a third of
the enrollments came from full-time cyber schools, and Michigan
Virtual™ accounted for less than 5% of the enrollments.
The recent growth in online learning has not resulted in uniform
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academic success for all online learners. The statewide completion
rate for all online courses is approximately 58%. However, this
percentage does not tell the full story on student success with online
learning. An analysis of the enrollment data indicates that 50% of the
students passed all of their online courses, 25% had mixed results and
approximately 25% failed all of their online courses. Unfortunately, at
least 7,800 students in Michigan failed five or more online courses in
the 2015-2016 school year.
State policies designed to foster innovation and expand
online student learning options do not appear
to be equally available to all student
populations. Based on research
completed by Michigan
Virtual’s Michigan
Virtual Learning Research
Institute®, Michigan
schools appear to be
disproportionately selecting
lower-performing students to
take online courses. This trend
does not seem to be slowing.
A major selling theme often
associated with online learning is
“anytime, anywhere, any pace learning.”
Instead of helping students go farther
faster, it appears that most schools are
using online learning as a vehicle to address
the growing challenges associated with
student needs for credit recovery options.
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Online learning is still in its infancy but will continue to have a
major impact on educational services delivered in the world of work,
at the postsecondary level and within the K-12 community. Most
school boards have not taken the time to examine online learning
and adopt policies that reflect local standards/expectations.
The following items suggest possible areas where school boards may
want to develop or refine policy or create administrative procedures
as they relate to online learning:
• Communications—How will the district inform students,
parents and staff of online learning options?
• Grades/Credit—What process will the district use to grant
academic grades/credit earned through online courses?
• Attendance Policies—How will the district handle student
supervision protocols to accommodate work in online courses
on and off campus?
• Denial/Acceptance Policies—What process will the district use
to accept and deny student requests to enroll in online courses?
• Student Support—What methods will the district use to
support students enrolled in online courses, including local
mentors?

• Online Course Quality—What is the process used by the
district to determine the rigor and quality of online courses,
including the selection of vendors?
• Effectiveness—Will the district annually review online course
completion rates to determine the efficacy of online learning?
A sample school board policy related to online learning can be
accessed online at the following address: micourses.org/resources/
pdf/toolkit/board_policy_long.pdf.
When looking to the future—and asking the important question,
“Who will teach our kids?,” local policy leaders need to examine many
factors, including the possible use of online teachers not employed
by their local district. As a foundation, districts should establish an
informed board policy that includes guidelines for choosing quality
courses taught by qualified teachers for students taking online
courses.

Jamey Fitzpatrick is the President and CEO of Michigan Virtual™
(formally known as Michigan Virtual University®), and can be reached at
jfitz@mivu.org or 888.532.5806.

• District Technical Infrastructure—What is the district’s
technical capacity to support online learners, including access
to devices and Internet connections?
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National Perspective

Best States
for Teachers
Compiled By Stacy Bogard, CAE

According to the most recent report from

1. The state’s high overall academic and

adjusted for cost of living. Wyoming’s pay

Wallethub¹, the following states are the

work environment ranking helped to land

of $46,626, which is 1.9 times higher than

best for teachers when looking at the

New Jersey in the top slot. With relatively

the lowest, placed them in the top five once

following criteria (all adjusted for cost of

low pupil-to-teacher ratios, high average

cost-of-living adjustments were made.2

living in each state):

spending per student and the second to
best score for overall school system ranking,

• Average starting salary
• Median annual salary
• Projected income growth potential
• Average teacher pensions
• Projected teacher demand
• Public School Enrollment
Growth (2014 vs. 2015)
• 10-year change in salaries
• Annual evaluation requirement
• Teacher effectiveness

honor of best school system ranking of all

and competition rank (which averaged the

the states. However, although their score

first seven criteria on the list above), but

was still relatively high compared with the

42nd in academic and work environment

rest of the country, the job opportunities

(average of the other nine criteria).

and the overall cost of living in the state
took them out of the running for the very
Stacy Bogard, CAE is MASB’s Assistant Director

top slot.2
3. The relatively low cost of living and
working as a teacher in the state of Illinois
is one of the reasons its overall ranking
came out toward the top of this list. Of all

• School safety

had the second highest rank for salary

• Public school spending
per student
• Average commute time
• Working moms ranking
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all other factors, our rank tumbled to 31
overall. We were 16th in job opportunity

the states analyzed for this report, Illinois

• Underprivileged children ranking

highest annual salary, after considering

2. Massachusetts schools received the

• Pupil-teacher ratio

• School systems ranking
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it’s not difficult to understand why.2

While Michigan was number one for

when adjusted for cost of living.2
4. Relatively low cost of living coupled
with plenty of job opportunities makes
Minnesota one of the best places for
teachers to work in the country.2

of Communications, PR & Marketing, and can be
reached at sbogard@masb.org or 517.327.5907.
1 Bernardo, R. 2016’s Best & Worst States for
Teachers. Retrieved from https://wallethub.com/
edu/best-and-worst-states-for-teachers/7159/, July
19, 2017.
2 WalletHub: New Jersey Is 2016’s Best State For
Teachers. Retrieved from www.payscale.com/
career-news/2016/10/2016s-best-states-teachers,
July 19, 2017.

5. Wyoming actually had the highest
average starting salary for teachers, when
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WHAT’S THE SUREST ROUTE TO THE MOST
COMPETITIVE BENEFITS STRATEGY?
With relevant data, you have reliable markers on the road
to confident decision making. Gallagher’s Benefits Strategy
& Benchmarking Survey gives you access to data from
over 4,000 employers, and multiple insights for
effectively implementing your employee benefits.

DATA
DRIVES
DECISIONS™

Let us help you map a measurable, sustainable strategy
for containing costs and competing for the right talent.

BENEFITS | COMPENSATION | RETIREMENT | RISK MANAGEMENT

To learn more, visit www.ajg.com or contact:
“World’s Most Ethical Companies” and “Ethisphere”
names and marks are registered trademarks of
Ethisphere LLC. Arthur J. Gallagher & Co. named
one of the World’s Most Ethical Companies® for
2017. Ethisphere Institute, March 2017.
© 2017 Gallagher Benefit Services, Inc. | AJG.COM

Gallagher Benefit Services, Inc.
30150 Telegraph Rd., Ste. 408
Bingham Farms, MI 48025
T: 248.203.0626

32028A
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MASB Feature Article Quiz
How closely were you paying attention? The answers to the following questions
can be found in the three feature articles on pages 16-19 and 26-33. Submit your answers
online at bit.ly/sept-quiz-answers by Oct. 13, 2017; five prize winners will be
randomly selected from the correct submissions and contacted after that date.
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1. What was Michigan’s
average percent of people
leaving the teaching
profession between
2011-2013?

6. How much has
enrollment into Michigan
State University’s College
of Education declined in
the past 15 years?

2. According to the article,
name two contributing
factors for people leaving
the teaching field.

7. How many applicants
did DeWitt Public Schools
get for a kindergarten
teaching position in 2017?

3. When were the Michigan
State Standards adopted for
Mathematics and English
Language Arts?

8. How much money was
cut out of the School Aid
Fund in 2011?

4. National studies place
the average superintendent
tenure between
___ to ___ years.

9. According to the
article, name two of the
factors that contribute
to superintendent job
dissatisfaction.

5. True or false? Most
superintendent vacancies
are filled by individuals with
lots of prior experience.

10. Fill in the blank.
“People buy into the
______ before they
ever buy into the vision.
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TAKING CARE OF YO U
SO YOU CAN
TAKE CA RE OF THE M
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DIFFERENCE

EMPLOYEE BENEFITS | PROPERTY/CASUALTY | WORKERS’ COMPENSATION
www.setseg.org
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Michigan Association
of School Boards
1001 Centennial Way, Ste. 400
Lansing, MI 48917
MASB.ORG

EVENTS CALENDAR
OCT. 3, 2017

NOV. 9 − 12, 2017

Superintendent Administrative Professionals Workshop

Board Member Certification Classes (CBAs)

MASB, LANSING

LANSING CENTER

OCT. 12, 2017

Behind the Scenes at the Capitol
STATE CAPITOL, LANSING

OCT. 26, 2017

Restorative Justice Workshop
LCC WEST, LANSING

OCT. 13 − 14, 2017

Board Member Certification Classes (CBAs)
DELTA-SCHOOLCRAFT ISD

NOV. 9, 2017

Michigan Council of School Attorneys Fall Conference
LANSING CENTER

Delegate Assembly
LANSING CENTER

NOV. 10 − 11, 2017

Annual Leadership Conference and Exhibit Show
LANSING CENTER

DEC. 9, 2017

Board Member Certification Classes (CBAs)
OAKLAND SCHOOLS

FEB. 4 − 6, 2018

NSBA Advocacy Institute
MARRIOTT MARQUIS, WASHINGTON, D.C.

APRIL 7 − 9, 2018

NSBA Annual Conference
SAN ANTONIO, TEXAS
For more information about these events, visit the MASB website,
www.masb.org/calendar, or call 517.327.5900.

