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I don’t live in New York,        I live in New York  

RURAL SCHOOLS PROGRAM TO HOST  

NATIONAL RURAL WORKFORCE FORUM 
 

In 2017 the federal administration created the Interagency 
Task Force on Agriculture and Rural Prosperity.  Their in-
tent was to identify legislative, regulatory and policy chang-
es to increase the prosperity of rural communities.  Not sur-
prisingly, initial findings of the Task Force identified the 
need for job opportunities to be filled by qualified individu-
als as the key to the issue.  In response, the U.S. Depart-

ments of Labor and Agriculture are collaborating to create the Rural Workforce Innova-
tion Network (RWIN) to address the national decline in the rural economy.   

The network seeks to: 

1. Conduct a gap analysis to identify opportunities for greater partnerships and collab-
orations to support rural workforce training and placements.  Using a member from 
the network, survey network members to better understand needs and resources.   

2. Convene listening sessions and roundtables to provide network members with an 
opportunity to identify and share resources and best practices and to identify future 
action steps for Rural Development to consider.  

3. Improve Federal coordination with agencies such as the U.S. Department of Labor, 
Veterans Affairs, EPA, etc., which all have their own workforce initiatives.  Inte-
grate rural specific resources into existing the Department of Labor framework 
where possible and explore joint funding opportunities or priorities for rural com-
munities.   

 

The Rural Schools Association of New York State and its affiliate, the Rural Schools 
Program (RSP) at Cornell University have been asked to help lead this effort in the 
northeast region of the country.  On September 13th in Room 401 of Warren Hall, RSP 
will host the northeast regional convening of network participants.  The keynote speaker 
is slated to be Richard Mayfield, New York State Director of Rural Development for 
the U.S. Department of Agriculture.  Experts in rural development from New England, 
the Eastern seaboard surrounding states will work to identify productive approaches to 
improving rural workforce opportunities and the development of rural communities. 

 

Space will be limited but those with an interest in this subject area should contact Na-
talie Mitchell, 275 Flex in Warren Hall, nam33@cornell.edu  
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State Budget Advocacy 
 

State Budget Analysis  
 

Joint Legislative Budget Hearing Testimony  

 

YOUR RSA HOLDS THE LINE ON DUES 
 

We like to think it’s the best $750 investment your district can make.  Membership in RSA provides advocacy, profes-
sional development and the latest information tailored specifically to the rural educational commu-
nity.  Nine years ago, RSA Directors Larry Kiley and Denny Sweeney laid out a timetable that 
would set RSA’s annual membership dues at $750 per school district.  They wanted to be sure that 
RSA was affordable, while able to provide the programs and services needed by its members.  After 
all these years, through careful budgeting and the expansion of our partnerships, sponsorships and 
programming, RSA’s dues are still $750 per year. 
 

At last week’s RSA Board of Director meeting, dues were set for 2019-2020 at…wait for it…$750.  
Maintaining such a longstanding dues structure hasn’t been easy. We’re providing more information, more advocacy 
and more training opportunities than ever before; not to mention the number of local and regional and national presen-
tations we provide to advance understanding of rural school challenges and enlist support for rural schools and the 
communities that host them.   
 

With the help of an outstanding Board of Directors representing all areas of rural New York State, we’ve kept close 
tabs on our mission and expanded our work to coincide with opportunities to expand our non-dues revenue.  That reve-
nue now amounts to close to 30% of RSA’s revenue.  We know that keeping the lid on local district costs is just as 
important as providing high quality advocacy and programming for our members.  So in planning your upcoming local 
school budgets, you can put that RSA membership number on the sheet in pen.  Still the best $750 investment your 
district can make!   

GIVING RURAL SCHOOLS A VOICE 

Coming Soon to a Location Near You! 
 

There is no question that our rural schools and communities are being challenged like never before.  As National Rural 
Teacher of the Year Wayne Owlette says, we’re doing the hard work of staying.  Some of those challenges are increas-
ing.  Rural New York’s population has dropped significantly since the last U.S. Census.  That means there’ll be fewer 
legislators representing our interests in the future.  We already see that all of our statewide leaders and all of our legisla-
tive leaders already come from highly populated areas.  The recent state budget would indicate that we have more work 
to do in informing them about rural issues and concerns.  So we’re going to do just that! 
 

Based on work RSA recently did for the State of Georgia, this coming fall we will travel the state to hear from you.  We 
want to make sure that we know the depth and breadth of rural school issues going into the all-important 2020 legislative 
season when that new census will be done.  We will hold a Rural Issues Forum in every rural region of the state, partner-
ing with BOCES and the New York Schools Insurance Reciprocal to make your voices heard in Albany and Washington, 
D.C. 
 

At each forum, we’ll hear from everyone who wants to relay rural challenges and issues.  We’ll be recording them on 
screen so that everyone knows we got it down.  When the forums have concluded, we’ll empanel an expert task force to 
reform those concerns into a policy brief to provide state and federal leaders.  Then, based on the theory that you never 
tell government about a problem without also telling them the solution, RSA will create an advocacy plan to carry out 
the recommendations.   
 

With your help, we can overcome the numeric odds that seek to reduce the political impact of rural New York and its 
schools.  Look for a Rural Issues Forum in your area in early fall! 

https://docs.wixstatic.com/ugd/e437a7_7b6b54ed73f649819b235d6bafa13e47.pdf
https://docs.wixstatic.com/ugd/4f7b4b_1da08fae1f0d4ea186b5fc20035d3e07.pdf
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#Rural Reality-NY    #1 
  This is the first in a series of 12 weekly postings to help inform discussion and analysis of issues facing New 

York State’s small and rural schools. Each figure, table or map alone signals a particular characteristic, but 
together they will paint a complicated portrait of the state of NY’s rural school districts in 2019. We present 
these without judgement.  

 

  Here we see an increase in the number of NY’s smallest school districts. We now have 19 districts with fewer 
than 100 students k-12, and 108 districts between 100 and 500. Hence, the number of districts with fewer 
than 500 students has increased from 107 to 127 over the last decade. Likewise, the number of districts with 
fewer than 1000 students has increased from 235 to 270.  

 
 

 

 

 

NY School District Enrollment: ’08/’09 to ’18/‘19 

# of Students per District # of Districts* 

 2008-2009 2018-2019 

100 or less 17 19 

101 to 500 90 108 

501 to 1000 128 143 

1001 to 5000 373 342 

5001 to 10000 69 63 

More than 10000 17 13 

*Not including NYC 
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NREAC—MEDICAID IN SCHOOLS  
 

As part of our effort to expand the reach of RSA on behalf of New York State’s rural school districts, your Rural 
Schools Association helps lead the National Rural 
Education Advocacy Coalition.  NREAC recently 
held its national Advocacy Day and RSA took the 
opportunity to meet with our United States Senatori-
al education staff, as well as members of the New 
York Congressional Delegation having committee 
ties to public education.  We have included our one 
page fact sheet highlighting federal issues of im-
portance to our rural school districts.  Below you’ll 
also find our NREAC material on Medicaid claiming 
for services in schools.  This is an important source of revenue for districts and vital to 
providing our increasingly impoverished student population with the programs and services 
needed to succeed.  Your RSA Board of Directors recently designated Seneca Falls and RSA 
Board Member Heather Zellers as RSA’s Federal Issues Liaison.  Heather has already done 
great work on federal advocacy, creating the one page fact sheet and meeting with federal 
representatives.   

 

NREAC Medicaid in Schools Proposal 

 

For over thirty years, Medicaid has helped cover the costs for certain medically necessary 
services provided in school-based settings to children eligible for special education services. 
Medicaid can also reimburse school 
districts for health and mental 
health services delivered in schools 
to students and for providing other 
screening, diagnosis and treatment 

services like vision and hearing screenings, and diabetes and 
asthma management. 

 

As districts are faced with more children with critical health 
and mental health care needs and increasing demands for 
school personnel to provide those services, NREAC has sought 
a solution that will enable more small and rural districts to par-
ticipate in the Medicaid program. 

 

In December 2018, we participated in a survey of over 750 
school leaders in 41 states about their participation in the 
school-based Medicaid program and found the complex admin-
istrative and paperwork requirements necessary to obtain Medi-
caid reimbursement significantly hindered school district par-
ticipation in the program.  

 

Our report outlines how Congress and the Administration must 
work together to provide States with the flexibility to reduce 
the administrative burdens that unfairly diminish the amount of 
reimbursement school districts receive, or worse, create insur-
mountable barriers that freeze out small and rural schools from 
even attempting to receive reimbursement school district partic-
ipation in the program.  

 



 

 

 

 

 

Rural Schools Association Federal Priorities 
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A SURPRISING NUMBER OF SCHOOL  
DISTRICTS HAVE SWITCHED  

TO A FOUR-DAY WEEK 
 
 

A Louisiana district is the latest to implement a four-day school 
week, but the effect on student performance is still unclear 

Hundreds of school districts across the country are cutting classes. 

Louisiana’s Avoyelles Parish recently announced that it’s moving to a four-day school week next year, joining 
the approximately 560 school districts in 25 states that have already embraced three-day weekends year-round. 

“We have to think outside of the box when it comes to stuff like this,” Avoyelles Parish School Board member 
Rickey Adams told central Louisiana NBC/CBS affiliate KALB on Wednesday, a day after the board voted 7-
2 in favor of the shorter school week for its 5,300 students in the rural 10-school district. 

The move is expected to cut costs, as Avoyelles Parish superintendent Blaine Dauzat told Yahoo News that, 
“We are dead last in the state in teachers’ salaries,” as well as help hire and retain teachers who would still be 
paid five-day salaries while working for four days, albeit by extending the length they teach during the days 
that they’re on. 

Four-day weeks aren’t new — they’ve tended to cycle during times of financial crises, such as the 1930s and 
most recently during the Great Recession, when struggling Western states like Idaho, Missouri, South Dakota 
and Montana saw more schools drop either Mondays or Fridays to save transportation and utility costs one day 
per week. Today more than half of Colorado’s school districts (98 out of 178) have switched to a four-day 
week, as have about 40% of New Mexico’s districts. Schools in Florida (2012), Iowa (2013) and Texas (2016) 
have shortened their school weeks in the past few years, as well. 

 

 

 

 

 

 

 

 

 

 

 

https://www.kalb.com/content/news/Avoyelles-Parish-students-will-have-four-day-weeks-next-school-year--507077581.html
https://www.yahoo.com/lifestyle/southern-district-latest-adopt-4-day-school-week-think-outside-box-200421600.html
https://www.crpe.org/publications/what-do-we-actually-know-about-four-day-school-week
http://www.uft.org/education-nation/four-day-school-week-yea-or-nay
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Most districts run Monday through Thursday, although a few have gone the Tuesday through Friday route, and 
the remaining school days are extended about an hour or an hour and a half longer to deliver the same amount 
of instructional time over fewer days, as required by state law. 

But while the shorter workweek may sound great on paper — especially for teachers, many of whom would 
like to enjoy the popular shortened workweek perk enjoyed by employees at Shake Shack and a growing roster 
of companies — many parents and educators are concerned about what the long-term effect of a shorter week 
will have on their kids’ education. 

For one thing, academic outcomes have been mixed. While one Colorado study saw some higher math scores 
after students switched to four days, another found no significant difference. An unpublished Oregon study 
found a temporary decline in academic performance among minority, low-income and special needs students, 
in particular. 

Worse, another recent study in Colorado estimated that shifting to a four-day schedule increased juvenile ar-
rests for property crime (particularly larceny) by 73%. 

Critics also note that losing a day of school is especially hard on lower-income parents and dual-income house-
holds who have to scramble to find affordable child care an extra day each week now that their kids don’t have 
class. Also, many low-income students depend on public schools for breakfast and lunch, so they would also 
lose a couple of essential meals. 

Paul T. Hill, a research professor at the University of Washington Bothell who founded the Center on Rein-
venting Public Education, has written several articles questioning the impact that four-day school weeks have 
on students. 

“You can see where children of fairly privileged families said, ‘Oh here’s my chance to take my kid to the col-
lege-prep course or on a tour or to get involved in an enrichment project of some kind.’ The kids could come 
out fine from that,” he said in a 2017 interview. “But what we’re concerned about are two sets of kids. One, 
little kids who were, because of the way four-day weeks were structured, going to school a lot longer days; it 
wasn’t clear to anybody that they were able to handle that. Secondly, the kids of poorer families or families 
who weren’t two-earner families where the kids might be at loose ends on the fifth day.” 

But on the plus side, some schools have reported lower absentee rates from students and staff by switching to 
the shorter week. And some parents and teachers have said they enjoy the improved work-life balance of hav-
ing an extra weekday to run errands or work on lesson plans. Third grade teacher Michelle Lopez, from Jal, 
New Mexico, told the United Federation of Teachers that, “We [now] have extended blocks of time during the 
week for reading and math interventions for students who need help. A lot of us come in on Fridays anyway 
for lesson plans and other paperwork.” 

 

 

Reprinted from Market Watch ( www.marketwatch.com), Published: Mar 15, 2019 3:49 p.m. ET  

http://www.ncsl.org/research/education/school-calendar-four-day-school-week-overview.aspx
https://www.marketwatch.com/story/even-shake-shack-is-trying-a-four-day-workweek-2019-03-15
https://www.marketwatch.com/story/even-shake-shack-is-trying-a-four-day-workweek-2019-03-15
https://www.mitpressjournals.org/doi/full/10.1162/EDFP_a_00165#.Vd3cGGA7_Js
https://files.eric.ed.gov/fulltext/EJ987605.pdf
http://www.pdx.edu/sites/www.pdx.edu.econ/files/Thompson_fourday_school_week_draft.pdf
http://www.cob.calpoly.edu/undergrad/wp-content/uploads/sites/3/2016/07/paper1606.pdf
https://www.crpe.org/news/what-if-students-only-went-school-four-days-week
http://www.uft.org/education-nation/four-day-school-week-yea-or-nay
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HOW TO FIGHT THE GROWING  

TEACHER SHORTAGE 

By: Tim Hodges 

Each summer, Gallup surveys the nation's school superinten-
dents to collect their opinions on a range of topics. One thing 
we usually ask district leaders to identify is the issues they an-
ticipate will be a challenge for their district in the year ahead. 
And every year, certain topics rise to the top of the list. 

This year's top challenges again included budget shortfalls and issues such as the effects of poverty on student learning 
and improving the performance of underprepared students. But the No. 1 challenge identified on this year's poll was 
new, and it debuted at the top of the list. Sixty-one percent of superintendents strongly agreed that "recruiting and retain-
ing talented teachers" would be a challenge for their district. 

All of us have heard about the national teacher shortage, and many of us have experienced it in our own districts. Several 
factors have converged to create the current shortage. In some ways, the issue is as simple as the basic supply-demand 
curve. For at least a decade, the supply of teachers has been in decline. Fewer teachers are entering teacher preparation 
programs, with a decline from more than 700,000 enrollments in 2010 to fewer than 500,000 in recent years. While a 
higher percentage of teachers who enroll in teacher preparation programs complete them, this sharp decline has put a 
strain on the supply of new teachers entering the market. 

Sixty-one percent of superintendents strongly agreed that  
"recruiting and retaining talented teachers" would be a challenge for their district. 

 
The demand side of the equation isn't helping. Student enrollment in public schools has been increasing steadily. Many 
states have enacted legislation limiting class size, which exacerbates the need for teachers. Finally, demographic shifts 
and market pressures have accelerated retirements and given teachers other reasons to leave the profession. 

The Best Teachers Care 

So, we know that there is a teacher shortage, and we understand why. But how can we recruit and retain talented teach-
ers? To answer that question, take a moment to recall the best teacher you've ever known. It might be a teacher in the 
school you currently lead or even a teacher with whom you worked in the past. Once you've identified that exemplary 
teacher, consider what makes that person so special. What one word best describes it? 

Nearly every week, I meet with educators, and almost every time I ask them to do this exercise, there's a consistent 
theme. We don't often think of the best teacher as the one with the most years of experience or the most prestigious de-
gree or certification. We almost always fondly remember their excellence in terms of how they made us feel. The word 
most often mentioned is that they "care" about us. 

This isn't new -- it's been a consistent theme for decades. In the early 1970s, Don Clifton and his team of researchers set 
out to accomplish a clear mission: "Our greatest contribution is to be sure there is a teacher in every classroom who cares 
that every student, every day, learns and grows and feels like a real human being." That could be the tagline for most of 
today's efforts surrounding a positive school culture, approaching the needs of the whole child or addressing students' 
social-emotional needs. While it is not a new idea, it is time to refocus our efforts on what we've always known to be 
true. 

Tapping Into Talent 

Recruiting and selecting talented teachers is a difficult job that requires heroic efforts on the part of principals and other 
leaders who ultimately make the hiring decisions. It's tempting to focus on the profile of teacher applicants and prioritize 
teaching experience, advanced degrees and additional certifications. These factors are easy to measure, and although 
they certainly have some value, we often place more emphasis on them than on the talent of the teacher. 

"Our greatest contribution is to be sure there is a teacher in every classroom who cares  
that every student, every day, learns and grows and feels like a real human being." 

 

https://www.gallup.com/education/237275/why-best-teachers-leaving-ways-keep.aspx?g_source=link_wwwv9&g_campaign=item_247727&g_medium=copy
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Teaching excellence requires a certain level of knowledge and skills, but it starts with whether a teacher has talents simi-
lar to those of other great educators. Gallup defines talent as a "naturally recurring pattern of thought, feeling or behavior 
that can be productively applied." Every person has talent, but different roles require different talents. The best teachers 
have three key talent dimensions in common: 

1. Achievement drive. This is the motivation to enable students to succeed in the classroom. Great teachers have an 
intrinsic motivation that drives them to ensure that their students win. 

2. Classroom structure and planning. This is the balance of innovation and discipline. Great teachers are thoughtful and 
creative and establish a sense of order, creating an engaging environment that works for their students. 

3. Student and parent relationships. Relationships are the key to student success as well as parent engagement. Great 
teachers know this and possess the talent to build positive relationships throughout their constituency. 

These talents don't always come through clearly in a resume, on a transcript or in a letter of recommendation. Structured 
interview questions can help school leaders identify whether teacher candidates have the potential -- the talent -- to be 
the teachers our students need for the future. 

Measuring Teacher Value 

Evidence illustrates the value of teacher talent. Recent Gallup research says that teachers with top-quartile talent were 
2.8 times more likely to be engaged than teachers who scored in the bottom half of the applicant pool. Teachers who 
scored in the top quartile on a pre-employment talent assessment were 2.5 times more likely to be recognized as top per-
formers by their principals. Finally, teachers who scored in the top half of the assessment were 1.65 times more likely to 
receive a "highly effective" value-added model rating than teachers who scored in the bottom half. Simply put, talented 
teachers are more engaged, more likely to be evaluated favorably, and more likely to have students who grow and 
achieve academically. 

We offer six strategies to address the teacher shortage: 

1. Study your district's hiring processes and successes. What are your best sources of great candidates? What is the re-
turn on investment (ROI) from each of your recruiting strategies? 

2. Start early and grow your own. Recent research suggests that as many as 60% of today's classroom teachers are em-
ployed in a school within 20 miles of the high school from which they graduated. So while recruiting teacher appli-
cants nationally can have value, the majority of your efforts should be focused locally, planting a seed with current 
students who might grow into top applicants in the future. 

3. Prioritize natural teaching talent. Review your hiring processes and ensure that each of the criteria you use to make a 
selection links to the future performance of the teacher. If you look only at advanced degrees, experience and certifi-
cations, it might be time to focus more intently on measures that matter. 

4. Hire for the district as well as the school. Most districts value the opinion of the local principal, as they should. The 
principal-teacher relationship is a key factor in teacher retention, but principals and teachers aren't likely to work 
together at the same schools throughout their careers. Create consistency in hiring across the district to ensure that 
teachers can be successful with or without the principal who initially hired them. 

5. Create a great place to work. Employee engagement is a leading predictor of teacher retention. Measuring and creat-
ing a culture of employee engagement helps ensure that your best teachers don't leave and create another vacancy to 
fill. 

6. Develop the strengths of each educator throughout their career. A recent Gallup study found that career advancement 
was the most common job-related reason that caused teachers to voluntarily leave the classroom. That doesn't neces-
sarily mean they wanted to be promoted out of the role, but rather to advance within it. Great schools create class-
room heroes in ways that improve teacher retention. 

The national teacher shortage is a major challenge, but it doesn't have to define us. Principals who put these strategies to 
work will be well-positioned to recruit and retain the talented teachers who ensure our students succeed. 

From: Gallup.com 



10 

 

  

 

U.S. Department of Education Delivers on  

Key School Safety Report Recommendation 

 
Resource Guide will Help School Leaders and Teachers  

Foster Positive Learning Environments  

 

WASHINGTON— Acting on the recommendations of the Federal Commission on School Safety, U.S. Secre-

tary of Education Betsy DeVos today announced the release of the Parent and Educator Guide to School Cli-

mate Resources. This guide, produced jointly by the Department’s Office of Elementary and Secondary Edu-

cation and Office for Special Education and Rehabilitative Services, provides best practices and includes re-

sources school leaders and teachers can utilize as they work to achieve a positive school climate, lower disci-

plinary issues and enhance school safety.  

 

“We know that fostering a positive school climate is critical to the well-being, safety and long-term success of 

all students,” said Secretary DeVos. “In the absence of a safe and positive learning environment, a student 

may feel disconnected, disregard consequences, and engage in bullying or other destructive behaviors. As 

teachers and school leaders assess the unique needs of their school communities, we hope this guide helps 

them make the decisions that are right for their students and also provides parents and guardians with effective 

tools to support teachers in making those decisions.” 

 

The Q&A document, which is available on the Department of Education’s website, provides parents and edu-

cators with useful decision-making frameworks and implementation tools, as well as best practices that school 

leaders can consider as they work to foster positive and inclusive learning environments.  Examples from 

schools across the country are included to illustrate the various interventions communities are employing to 

enhance student behavior and achievement. With recent research highlighting the importance of evaluating 

school climate through a range of indicators, the guide provides diagnostic tools so educators can collect and 

utilize data to drive their climate improvement strategy. 

 

Additionally, the Parent and Educator Guide to School Climate Resources provides information to teachers 

and school leaders on how they can receive support from the Department’s two technical assistance centers 

dedicated to promoting safe and supportive schools, including the National Center of Safe and Supportive 

Learning Environments (https://safesupportivelearning.ed.gov), and the Technical Assistance Center on Posi-

tive Behavioral Interventions and Sup-ports (www.pbis.org). The guide includes an appendix of additional 

resources spanning the work of government agencies and private organizations, equipping parents and educa-

tors to create positive learning environments for all students. 

To view the Parent and Educator Guide to School Climate Resources, click here. 

https://safesupportivelearning.ed.gov
http://www.pbis.org
http://links.govdelivery.com:80/track?type=click&enid=ZWFzPTEmbWFpbGluZ2lkPTIwMTkwNDEwLjQ1MDMwMTEmbWVzc2FnZWlkPU1EQi1QUkQtQlVMLTIwMTkwNDEwLjQ1MDMwMTEmZGF0YWJhc2VpZD0xMDAxJnNlcmlhbD0xODA4MDU4NSZlbWFpbGlkPW1pY2hhZWwuY2hhbWJlcmxhaW5AZWQuZ292JnVzZXJpZD1taWNoYWVsL
https://www2.ed.gov/policy/elsec/leg/essa/essaguidetoschoolclimate041019.pdf?utm_content=&utm_medium=email&utm_name=&utm_source=govdelivery&utm_term=
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