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Tech Norms

36 Log In to the WebEX system

8 Engage camera (helps with understanding in virtual meetings)

& Upon entering, please share your name, role, and organization in the chat pod
38 Be in control... mute and unmute yourself

F8 Please ask questions either via chat pod (at any time) or by raising your hand in
WebEx (hand icon during discussion pieces)



CCSSO Inclusive Principal Leadership Webisode Series

Date/Time

Wednesday, March 11t: 2-3PM ET  Supporting Principals to
http://bit.ly/CCSSO-1LWebisodel0 Strategically Address Educator
Shortages

Tuesday, April 7th; 2-3PM ET Strengthening Executive
http://bit.ly/CCSSO-ILWebisodell Function Skills: Evidence-
Based Opportunities to Support

All Learners
Thursday, April 30t": Preparing Inclusive Teachers
2-3PM ET and Leaders for Today's

http://bit.ly/CCSSO-ILWebisodel12 Students

This webisode will focus on the principal’s role in
recruiting, supporting, and retaining effective
teachers of students with disabilities. Lindsey Hayes
and Lynn Holdheide of the Center on Great
Teachers and Leaders and Ryan Saunders of the
Learning Policy Institute will present.

This webisode will focus on bolstering school
leaders’ knowledge of evidence-based practices to
enhance executive function skills for all learners.
Holly McCormack of Brain Futures and Dr.
Jacquelyn F. Gamino, Director of the Adolescent
Reasoning Initiative at Center for BrainHealth, The
University of Texas at Dallas will present.

This webisode will focus on the preparation of
inclusive teachers and leaders. Jackie Rodriguez
and Caitlin Wilson of AACTE, Marvin Lynn of
Portland State University, and Mary Murray of
Bowling Green State University will present.


http://bit.ly/CCSSO-ILWebisode10
http://bit.ly/CCSSO-ILWebisode11
http://bit.ly/CCSSO-ILWebisode12

36 Introduction and Framing—James M. Paul and Kaylan Connally (5 Minutes)

36 Shortages Background, Research, and Resources—Lindsey Hayes and Ryan
Saunders (20 Minutes)

36 Question and Answer |—Moderated by James M. Paul (5 Minutes)
6 Examples in Effective Policy and Practice—Lynn Holdheide (20 Minutes)

#¢ Question and Answer Il and Conclusion—Moderated by James M. Paul (10
Minutes)




Supporting Inclusive Schools for the Success of Each

Chiid

¥ We, in partnership with the National Collaborative on Inclusive Principal Leadership
(NCIPL), CEEDAR Center, and Oak Foundation believe inclusive principal leaders are
vital to supporting students with disabilities and other diverse learners

¥ Together, we released Supporting Inclusive Schools for the Success of Each Child: A
Guide for States on Principal Leadership (www.ccssoinclusiveprincipalsguide.org)

¥
:

SUPPORTING INCLUSIV!LHOOLS



http://www.ccssoinclusiveprincipalsguide.org/

Strategy 4: Promote Principal Development on Inclusive

Practices

#8 Articulate a clear set of practices that advance inclusive and learner-centered leadership as
guidance to augment current principal development work

& Provide and promote effective systems of in-service support, evaluation, and professional
development for principals at the state and local levels using those practices

& Establish incentives for principal mentoring, coaching and induction programs to include a
deliberate focus on supporting the skills leaders need to establish optimal inclusive learning
environments

¥ Ensure that all leaders are knowledgeable of evidence-based and high-leverage
practices teachers need to advance positive outcomes for students with disabilities

6 Consider developing and using micro-credentials to ensure principals pursue professional
development opportunities that hone their skills to support students with disabilities


https://highleveragepractices.org/about-hlps/

Background

= Context on Special Education
Teacher Shortages

= The Role of Principals in Addressing
Teacher Shortages

Abstract

Districts around the country are
‘grappling with teacher shortages.
Given that attrition accounts for
nearly 90% of the demand for new
teachers, strategies that increase

plays a significant role in teacher
tumover. Teachers identify the
quality of administrative support as
akey factor in decisions to leave a
school. In addition, teachers point
tothe importance of school culture
and colleglal relationships, time

for

! LEARNING POLICY INSTITUTE RESEARCH BRIEF  FEB. 2017

The Role of Principals in Addressing
Teacher Shortages

Schools and districts around the country are grappling with teacher shortages
that threaten educational opportunities and outcomes, particularly for our
highestneed students. Responding to this pressing challenge, policymakers
at all leveis are shifting resources, rethinking practices, and enacting policles
10 attract and keep qualified educators in our nation's classfooms. Given the
significant role that attrition plays in exacerbating shortages—accounting for
nearly 90% of the demand for new teachers—strategies that plug the “leaky
bucket™ of teacher tumover are particularly high leverage.

This brief summarizes research on the Important role that school leaders can
play in reducing the steady chum of teachers that can worsen shor tages and
undemine stucents’ educational opportunities. It concludes with a discussion
of how lacal, state, and federal policymakers can strengthen the preparation and
ongoing of principals to e that better

d teachers allke 1o thrive

making input—also areas in which
the principal plays a central role.
Principals tend ta be weaker

in high-poverty, low-achieving
schools, where principal quality can
have an even greater bearing on
teacher attrition. Local, state, and
federal policymakers have a role

How Does School Leadership Affect Teacher Retention?

Principal leadership and suppOrt are among the most IMportant factors in
teachers’ decisions about whether to stay Ina school or I the profession (see

Figure 1). Studies across the nation have found that the quality of leadership can
have a large effect on teacher tumover. I fact, teachers often identify the quality

play training
principals. The passage of ESSA
provides ane such opportunity, as
Tocal and state policymakers can
leverage federal ESSA funding to
strengthen principal preparation
and development.

“This brief can be found online at
hitps/leamingpolicyinstitute.ory
Troduct/role-leadership-solving.
teacher-shortages.

LPI's workin this area is supported
by funding from the §.0. Bechtel, r.
Foundation, the Stuart Foundation,
and the Sandler Foundation.

of support as totheir decision than salaries,
One recent study found that improvements in school leadership were strongly
related to reductions in teacher tumover.' Recent data show teacher turnover
rates reaching nearly 25% among teachers who strongly disagree that their

encourages and staff, clear vision,
and generally runs a school well. That is more than double the attrition rate of
teachers who feel their administrators are supportive.?

In additon to salaries and resources for teaching, other key factors in teachers”
professional decisions school culture and collegial retationships, ime

tor aa e In which the principal
plays a central role. Moreover, talented principals who femain In their schools can
be associated with retaining more effective teachers, even when controlling for
student and school characteristics.

LEARNING POLICY INSTITUTE | RESEARCH BRIEF 1




Special Education Teacher Shortages

= 48 states and the District of Columbia report shortages of special
education teachers.

= 42 states report a shortage of early intervention providers.

= Enrollment in teacher preparation programs is down 35% over the
last 5 years.

= Special education teachers leave the profession at nearly twice
the rate of general education teachers.

Source: Council for Exceptional Children, 2018.



Underprepared Teachers Undermine Teacher Quality

and Student Achievement

@ Higher attrition
(2-3 times greater
. ,/’ than those who are
7 well-prepared)

A
N

. @

A

Teachers with
little/no preparation T Lower student outcomes




Percentage of Uncertified Teachers in Schools With

Low and High Student of Color Enroliment

PERCENTAGE OF TEACHERS
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Note: “Schools with low enroliment of students of color” are schools in the bottom quintile nationally, in which 0% to 13%
of students enrolled are students of color. “Schools with high enrollment of students of color” are schools in the top
quintile nationally, in which 86% to 100% of students enrolled are students of color.

Data source: U.S. Department of Education, Office of Civil Rights. (n.d.). Civil Rights Data Collection (public-use data files
for 2014 and 2016). https://ocrdata.ed.gov/.




Equity Issues in Special Education

= 90% of high-poverty school districts report difficulty attracting qualified
special education teachers.

= There are severe and persistent shortages of special educators from diverse
backgrounds.

= Students with serious emotional & behavioral disorders are
disproportionately affected.

Source: Council for Exceptional Children, 2018; Fall & Billingsley, 2011.



How Do Principals Support Teacher
Retention?




Leadership Matters
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Administrative Support Impacts Teacher Turnover

Predicted Teacher Turnover Rate,

by Administrative Support When teachers strongly
disagree that their
administration is
supportive, they are more

than twice as likely to
move schools or leave
teaching than when they
strongly agree that their
administration is
supportive.
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ADMINISTRATION IS SUPPORTIVE






Administrative Support

= Can matter more than teacher workload.
= Encompasses emotional and instructional supports.

= Includes supporting teachers with instructional resources,

teaching materials, and professional learning opportunities that
Impact retention.

= Maintains communication channels.




Leadership Style

= Not traditional, omnipotent, ‘top-down’ administrators

= Faclilitators, collaborators, team leaders, or leaders of teams

= Building a broad sense of ownership and supporting school-based
decisions




Principals and Special Education Teacher Preparation

= Special educators with more extensive preparation:
= Boost achievement for students with disabilities.
= Are better prepared to use a variety of instructional methods.
= Are less likely to turn over.

= Critical for principals:

= Prioritizing early career mentoring and induction supports that work to
retain teachers entering through substandard credentials.

= Advancing partnerships with preparation programs to develop more
coordinated recruitment and preparation efforts.



The Challenge

#8 Principals are left with few choices and often rely on “fast-track” and

emergency-certified teachers with little preparation and no classroom
experience to fill positions.

F8 Short-term solutions exacerbate quantity and quality issues and create a
revolving door.

#6 Long-term solutions like policy change take time!

Source: Boe, Cook, & Sunderland, 2006; Feng & Sass, 2013; Ingersoll, Merrill, & May, 2014.



The Solution: What Can Inclusive Principal Leaders Do

To Address Shortages?

Invest in a comprehensive
educator talent management
strategy that:

= Spans the entire educator
career continuum

= Balances short- and long-
ATTRACT term recruitment and
il retention strategies

EFFECTIVE
PERSONNEL
FOR ALL




Educator Shortages in Special Education:

Toolkit for Developing Local Strategies

TOOLKIT

FACILITATION
GUIDE

SPECIAL EDUCATION
TEACHER SHORTAGES

PRIMER

'ANALYZING SPECIAL
EDUCATION TEACHER
SHORTAGES:

WA DATA TOOL

“FOR PRACTITIONERS

SHORTAGE STRATEGY

SELECTION
TOOL




Short-Term Strategies for Principals to Address

Shortages

Look-fors when hiring

candidates:
Short-Term = Experience as a
Strategy #1 paraprofessional.
= Experience with children.
Hire candidates = Experience with individuals with
with the most disabilities.

potential = Experience in schools.




Short-Term Strategies for Principals to Address

Shortages

Short-Term
Strategy #2

Provide New Hires
With Intensive
Professional
Learning Supports

Match novice teachers with
appropriate mentors.

Offer orientation prior to the
beginning of the school year.

Provide just-in-time professional
development grounded in
High-Leverage Practices (HLPS).

Pair novice teachers with
knowledgeable paraprofessionals.




Resources to

Support Short-Term Strate

SPECIAL EDUCATION
TEACHER SHORTAGES

PRIMER

Preparing and Retaining Effective Special
Education Teachers: Short-Term Strategies for
Long-Term Solutions

A Policy Brief

Prepared by:
The CEEDAR Center
t Téachers and L

Many states struggle with shortages of special education teachers (SET). To address
the shortage problem in the long term, polic P provi and
state and district administrators must ensure that any short-term strategies are

L. i with a compr plan that includes long-term systemic strategies
to the supply, p: ion, and of special education teachers.

Introducing

\"4 High-Leverage Practices

.V/.\\I in Special Education

A Professional Development Guide for School Leaders

Scope of the Special Education Teacher Shortage—Research Findings

« Forty-eight states and the District of Colusibia currently report special education teacher shartages
(Sutcher, Dasling- Hamenond, & Carver- Thomas, 2016).

« Certain populations of students ase more disadvastaged by shortages— students in high-poverty urban
schoals, remote rurad schools, and students with serious emotsonal and behavioral disorders (ARweche,
fohns, Mounsteven, & Oloraunda, 2009; McClesky, Tyler, & Flippin, 2003)

« The pipeline of novice special education teachers was pever sufficient and dwindled further during
America’s Great Recesslon (Sutcher et al 2016)

« Shortages are exacerbated by high rates of attrition of special education teachers found to be 2.5 times
moee lkely 10 lewve the prodession as teachers in general education {Smith & Ingersall, 2004).

Some Short-Term Strategies May Be Counterproductive

+ In respoese 10 the shortage, some states are reducing requisements foe entry Isto teaching and are
creating fast tracks into the classroom. States may have 5o other choice In the shoet term, but such
strategies will mot solve the shartage problem in the long term and could in fact create additional
challenges associated with students not being educated by eficctive teachers.

« Because underprepared special edscation teachers are less effective and mast likely to leave the ficld, fast
g door. A mare systemic approach 10 salving special education
teacher shoctages s needed to complement quick fixes.

tracks to the classroom create a revoly

1 Prapuring and Retaining CHecth Soacial ESucation Teachers: Short: Term Strategien for Long Term Saktions

TOOLKIT

FACILITATION
GUIDE

EDUCATOR SHORTAGES
’F“ IN SPECIAL EDUCATION
q Toolkin s

foc D

g Local Strategics

FACILITATOR'S GUIDE

Cestet 00
GREAY TEACHERS
& LEADERS

17*« CEEDAR




Long-Term Strategies for Principals to Address

Shortages

What levers do principals
have for long-term strategies
to address shortages?

= Pathways into the profession

Attract, prepare, = Recruitment and hiring
and retain an = Partnerships with prep

Fetivar h = Professional learning supports
SHISCUIVS LEathies: = Teaching and learning conditions

workforce = Teacher career advancement

Long-Term
Strategies




Resources to Support Long-Term Strategies

SOLUTIONS TOOLKIT

SHORTAGE STRATEGY m {51 Request access

SELECTION il
Talking About the Teacher Shortage Explore by State How to Solve It Find Resources
Tools for Solving

i EEN. the Teacher ¥

Pathways into the v Preparation Program Professional Learning and S h O | I a e
Profession

Content and Pedagogy Support
Grow Your Own Programs Certification and Licensure > Career Advancement v !
Alternative Routes to Certification
Program v Teacher Leadership
Recruitment, Selection, & ) Approval/Improvement @0) The Teacher Shortage
Hiring Tiered Licensure
itati Extending the Reach
acerediation 9 To give every child a quality education, we need a quality teacher in every classroom. But severe teacher shortages in
Continuous Improvement Teaching and Learning > c.ommun.iti.es across the country deprive many children of the opportunities they need to prepare for college, a career, and
Conditions civic participation.

In 2017, more than 100,000 teaching positions were filled by teachers with inadequate training. Because they are
underprepared for the challenges of the classroom, these teachers are less effective and more likely to leave the
profession. At the same time, uncompetitive compensation, high student debt, and poor teaching conditions can drive out




Toolkit Web Tour

Toolkit Link: gtlcenter.org

TOOLKIT
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GUIDE

SPECIAL EDUCATION
TEACHER SHORTAGES

PRIMER

'ANALYZING SPECIAL
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Discussion, Reflection and Moving Forward

Discussion and Reflection Moving Forward
& What questions or comments do 8 How could the work and resources
you have for Lindsey and Ryan? Lindsey and Ryan shared be

applied in your context?
¥ What additional guestions did the
presentations spark for you? $ Do you have resources or work
underway that aligns to Lindsey

and Ryan’s presentations that could
help peers?



Examples in Effective Policy and Practice: Role Guides

SHORTAGE STRATEGY

SELECTION
TOOL

6 Grow Your Own Programs

SEA
« Offer competitive grants to districts to establish

Center on
GREAT TEACHERS & LEADERS

at the American Institutes for Research® B

j’ Y"x CEEDAR @k

Attract Strategies Role Guide

Grow your

own programs

State education agency role

Offer competitive grants to districts to
establish Grow Your Own (GYQ) programs in
shortage areas, including special education.
Secure private funding to establish statewide
or regional GYO programs in shortage areas,
including special education.

Offer guidance or resource documents to
educator preparation programs (EPPs) and
districts to advance GYO programs in
shortage areas, including special education.
Convene stakeholders (EPPs, local
education agencies, rural associations, and
others) to discuss local challenges, share
priorities with each other and the state
education agency (SEA), and create GYQ
partnerships.

Ensure that grants prioritize local needs or
gaps by identifying those needs and gaps
and offering priority points or similar
strategies to target local needs.

Collect and share educator data that other
stakeholders can use to inform GYO
program development and changes.
Establish marketing materials for statewide
use.

Establish standards for EPPs and curricula for
education and training programs (for high
school students), with an emphasis on
shortage areas, including special education.

Educator preparation program/

community college role

Provide on-site, in-district
courses to paraprofessionals
working toward certification in
shortage areas, including special
education.

Partner with districts to establish
a GYO program for current EPP
students, paraprofessionals, and
future educators (high school
students).

Offer dual credit for EPP
courses—and potentially other
core courses—in partnership
with districts to expand
recruitment, matriculation, and
the pipeline of future teachers.
Work with districts—and the SEA
as needed—to count classroom
experience as a paraprofessional
as field experience in the EPP.
Create marketing materials for
use in districts that clearly define
the path, costs, and next steps
for educator preparation.

® Determine if current pathway(s) to

certification meet district staffing
needs. If not, determine demand
and look to revise the current
model andfor embrace a new
model.

.

District role

Work with the SEA, local businesses, career and
technical education specizlists, and EPPs to
develop a GYO curriculum.

Work with EPPs—and the SEA as needed—to
allow classroom experience as a
paraprofessional to count as field experience in
the EPP.

Work with EPPs and community colleges to offer
or expand dual-credit opportunities for educator
preparation courses—and potentially other core
courses—to increase the pipeline of future
teachers.

Copyright @ 2020 American Institutes for Research® and University of Florida. All rights reserved.

GYO programs in shortage areas, including
special education.

EPP

* Provide on-site, in-district courses to
paraprofessionals working toward certification
in shortage areas, including special education.

LEA

« Work with the EPP and community colleges to
offer or expand dual credit opportunities for
educator preparation courses — and potentially
other core courses — to increase the pipeline of
future teachers.



Examples in Effective Policy and Practice: Funding

Guide
SHORTAGE STRATEGY
S E L E CT I o N Teacher and Leader Incentive Fund Grant: ESEA, Title II-B

Eligible entities and funding mechanisms

To o L Eligible entities: SEAs with one or more LEAs; LEAs or consortium of LEAs; nonprofit organizations in partnership
with one or more LEAs or an LEA and SEA. The majority of schools where educators participate must be high-
need schools {a public elementary or secondary school that is located in an area in which the percentage of

Center on O/ O/ \® CEEDAR @ students from families with incomes below the poverty line is 30% or mare).
GREAT TEACHERS & LEADERS \‘ °ff" Mechanism: Competitive grants administered by the U5, Department of Education. Reguires a 50% match.

e Poge

at the American Institutes for Research™ B

Resources

. . . . . . . Program information: https://oese ed gov/offices/office-of-discretionany-grants-support-services/ effective-
Shortages in Special Education Toolkit: Strategies Funding Guide educator-development-proprams/teacher-and-schoolleader-incentive-prosram/

Legislation: https/fwww2_ed sov/policy/elsec/leg/essa/legislation/titleii tmiETITLE-I-PART-B

Authorized activities

A
B
-}

Attract Prepare

The Teacher and Leader Incentive Fund supports the development and implementation of performance-based

Approval/lmps
Learning and
Advancement

Recruitment,
Selection, and
Support

Pathways Into
the Profession
Hiring
Preparation
Professional
Teaching
Conditions

Career

‘i 48 » - - teacher and principal compensation systems and related human capital management strategies that increase
> 53 2 g HE . L o
3| EE 2 .§‘§ ] % s £ 2| E access to effective educators in high-need schools. Allowable activities include:
.| 8 g |= |z C AR £ 15 |£15 HE
E|% eglt [2|z|585:|E|5¢ g g [2)2 E =1 i i iril
| &5 g,ﬁ g é E|Eoe(= 5888 § == 2 (£, i 45 * Performance-Based Compensation Systems #+ Recruitment and Hiring
g EEIZE |g|2|28 8|5 ElE E E |2ls [8|3|% |2 |5|8
5|lalw = H gl2=L|a|l8|25|8 5|2 g |5|ls |52 -] E . .
HEIHE: g% R ELE gg?gﬁE%;j% HE PELPE HEE HEEE * Human Capital Management System * Teacher Leadership
==|2|2| 28 (s &5 8|8 C=|2 85|25 2 R EEEE R THE R E
13 E|l 8% |s5|lg|%= | = od |5 O = Eegl e 2ls -] ZIElSs - .
Potential Funding Sources HEE £ 8| E s %?E 22|52 \2|8|E 235385 = 512|238 g * Educator Evaluation » Teacher and Leader Residency Programs
. o|f|h|E|lx =4 k=] a o @|lw|=T|E|a| 0 < £ xS |F|d|O0|lw|3|O
School Improvement Funds: . . . . . | . ..
ESEA, Title |, Section 1002
Improving Basic Programs . . . . [N}

Operated by LEAs: ESEA,

Leadership Professional Development Grants

Preparing, Training, and o . . . .| . . . . . . s |0 o |e @ s 8w

Recruiting High-Quality

Program: Increasing the Capacity of Leaders to

ESEA, Title ll-A
Teacher and Leader Incentive

Strengthen Systems Serving Students with
Disabilities

Copyright ©® 2019 American Institutes for Research® and University of Florida. All rights reserved. 1 httDS ://WWWZ . ed . qOV/Dqu ram S/OSeDDre D/i ndexl htm I



https://www2.ed.gov/programs/osepprep/index.html

Georgia Teacher Pipeline Summit

Teacher Pipeline Action
Planning Stages

Understanding the Why Identifiy Root Causes SHTH'L?&"&:LMQ Long-Term Strategies

i e \“
\ Georgia ‘\\

\ Teacher |\
/Pipeline

) Summit /
.\ 4

Stage 2: Analyze Data
Use the Georgia Teacher Pipeline Data Tool for Practitioners to start a conversation across LEA teams and
— ¢ partners about the points along the career continuum where shortages are developing.

-3

What is the scope of teacher shortages in our school system?

What region and student populations are most affected by teacher shortages in our district?

At what stages along the career continuum are teacher shortages developing or expanding?

Which partners (state, district, EPP) are involved at the points where the shortages are developing or
expanding?

« How do teacher shortages differ between high-performing and low-performing schools?

Q0 S R

ey

ATTRACT PREPARE DEVELOP SUPPORT RETAIN




Washington Inclusionary Practices Professional

Development Project

- WAESHB 11009:
« $25,000,000 to over fiscal years 2020
($10M) and 2021 ($15M)
* Professional development in support
of inclusionary practices

Priority Areas:

Coaching/mentoring

State and local capacity to
demonstrate positive peer
relationships

State and local capacity to utilize
the expertise of WA public
education faculty, staff and leaders

Strengthen and align existing
professional development and
support activities

Engaging parents and families
Building student independence




Arizona Department of Education

Teacher Retention: A Camp for New Special Ed Teachers

& Teacher Empowerment Project

= Supporting three districts in a
regional area.

= Meeting with teachers addressing
High Leverage Practice #16:
Explicit Instruction.

= Providing virtual coaching support
& Team Camp to mentors and administrators.

= New system of support for special
education teachers in their first or
second year of teaching.

= Ongoing support in 2019-20 school
year.



Discussion, Reflection and Moving Forward, Part |1l

Discussion and Reflection Moving Forward
& What questions or comments do 8 How could the work and resources
you have for Lynn? Lynn shared be applied in your
context?

¥ What additional guestions did the

presentations spark for you? 3 Do you have resources or work
underway that aligns to Lynn’s
presentations that could help
peers?



Thank you for joining us. Please reach out to James M. Paul at james.paul@ccsso.org with

any questions about the webisode series. Please join us for upcoming webisodes.

Date/Time

Tuesday, April 7th: 2-3PM ET Strengthening Executive
http://bit.ly/CCSSO-ILWebisodell Function Skills: Evidence-
Based Opportunities to Support

All Learners
Thursday, April 30t"; Preparing Inclusive Teachers
2-3PM ET and Leaders for Today's

http://bit.ly/CCSSO-ILWebisodel?2 Students

This webisode will focus on bolstering school
leaders’ knowledge of evidence-based practices to
enhance executive function skills for all learners.
Holly McCormack of Brain Futures and Dr.
Jacquelyn F. Gamino, Director of the Adolescent
Reasoning Initiative at Center for BrainHealth, The
University of Texas at Dallas will present.

This webisode will focus on the preparation of
inclusive teachers and leaders. Jackie Rodriguez
and Caitlin Wilson of AACTE, Marvin Lynn of
Portland State University, and Mary Murray of
Bowling Green State University will present.


mailto:james.paul@ccsso.org
http://bit.ly/CCSSO-ILWebisode11
http://bit.ly/CCSSO-ILWebisode12
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