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THE WHAT
OF MICRO-CREDENTIALS



THE WHAT
Micro-credentials:

• Offer self-directed learning.

• Break complex skills down into 

fundamental parts.

• Are designed around research-

based skills with demonstrated 

importance to the profession.

• Attest to qualifications, 

competencies or 

knowledge/skills.



DIGITAL BADGES
“Digital badges represent a broader 

movement in education away from 

seat time as a measure of completion 

to competency based professional 

learning. Rather than requiring 

educators attend a certain number of 

hours of professional learning 

experiences, badging requires educators 

to demonstrate mastery of a certain 

number of skills.” Reference

https://canvas.harvard.edu/courses/18482/files/3017755/download?verifier=CayQa1yi54q5EZiY4hP7P4rXJvzV48mvwkiYlBfr&wrap=1


T R A D I T I O N A L  

C O U R S E WO R K

E X P E R I E N C E

A D M I N I S T R AT O R

A C A D E M I E S

WO R K S H O P S  &  

C O N F E R E N C E S

I N D E P E N D E N T  

L E A R N I N G

R E S E A R C H

C O L L A B O R AT I O N

A badge represents an independent mix of learning and 

experiences which are unique to each earner.



THE WHY
OF MICRO-CREDENTIALS



THE WHY – THE LEARNER
• Recognition of formal and/or informal learning

• Offer scalable learning opportunities

• Provides evidence of achievements

• Can be accumulated over time to

move along a career pathway

• Opportunity to earn PD credits

• Potential for salary advancement

• Potential for licensure requirements

• Potential for master certification



THE WHY – THE EMPLOYER



THE HOW
OF MICRO-CREDENTIALS



Developed by field 

practitioners and 

content experts 

based on research 

and demand

Reviewed and 

approved by 3rd

party followed by 

a norming pilot 

process.

Delivered online 

via hosting 

platform.



C R E D E N T I A L
A R E A S



LEADERSHIP PARADIGM



PSEL



COACHING
Collaborative

Coaching

Communications

Instructional

Reflective

CREDENTIAL

AREAS OR

STACKS



3 R D PA R T Y  
R E V I E W  &  
N O R M I N G



MICRO-
CREDENTIAL
DOCUMENT





P U B L I S H



OUR
PLATFORM



THE
PILOT





Earn Earn micro-credential

Conference Conference with participants for follow-up

Submit Submit required evidence

Collaborate Collaborate via ELN closed community

Complete Complete Pre-Pilot survey

Review Review assessor form

Read Review micro-credential content document



DEMO
OF IPA’S  PLATFORM



HERE’S 
ARLIN

https://www.youtube.com/watch?v=aQNwhkwHcTA
https://www.youtube.com/watch?v=aQNwhkwHcTA&t=22s


CELEBRATION
OF OUR FIRST COMPLETERS



https://eln.bridgeapp.com/learner/lti_resource/19
https://eln.bridgeapp.com/learner/lti_resource/19


Q U E S T I O N S ?
J A S O N @ I L P R I N C I P A L S . O R G  



WANT TO 
PARTNER?
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Collaborative Leadership Coaching  
Coach engages the educational leader (principal, associate/assistant principal, district administrator, or teacher 

leader) in collegial and collaborative conversations in order to jointly address leadership issues or initiatives 

and co-develop a plan of action. 

 

Key Method 
The coach utilizes two-way communication with an educational leader to ensure shared analysis and 
decision-making. The coach provides support and works with the educational leader to strategize in co-
developing plans to improve performance.  
 

Method Components 
 
What is Collaborative Leadership Coaching? 
Collaborative Leadership Coaching is collegial, partnership coaching in which the coaching is focused on 
working together to raise the level of insight, resources, strategic decision-making, and planning in order to 
stretch desired goals and performance, and to positively impact leadership and school improvement. This 
approach and coaching role is different from that of the Reflective, Instructional, or Directive Leadership 
Coaching approaches.  
 
Components of Collaborative Leadership Coaching 
The Illinois Principals Association (IPA) has identified four method components for Collaborative Leadership 
Coaching: 

1. Engage in a collegial, trusting relationship to address leadership issues or initiatives 
2. Communicate collaboratively in an outcomes-based conversation 
3. Provide evidence-based communicative feedback, resources, and support  
4. Strategize to co-develop plans to improve performance 

 
1. Engage in a collegial, trusting relationship to address leadership issues or initiatives 
The School Leader Continuum states that “Schools need principals who are ethical, empathetic, always 
learning, building relationships, innovating, and advocating for their schools” (School Leadership Collaborative, 
2016). Included in The School Leader Continuum is the School Leader Paradigm (Paradigm), developed in 
order to provide a comprehensive view of principals as leaders of learning organizations. The Paradigm 
considers both the daily work of principals or “systems work,” as well as what is required of principals 
personally and socially (Kolzow, 2013), serving as a foundation for guiding effective leadership development 
and leadership coaching. In Trust Matters: Leadership for Successful Schools, Megan Tschannen-Moran 
(2004) defines trust as “one’s willingness to be vulnerable to another based on the confidence that the other is 
benevolent, honest, open, reliable, and competent.”  
 
Creating collegial, trusting relationships involves  
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§ Creating a safe environment to discuss issues 

§ Maintaining equality through open conversation 

§ Demonstrating support for the person being coached 

§ Incorporating the four elements of committed listening (See Component 2 below) 

§ Respecting knowledge and experience of individuals 

  
The Paradigm focuses on the term “intelligence,” based on Daniel Goleman’s (2001) work on emotional 
intelligence that includes personal, social, and systems intelligences. In the context of the Paradigm, each 
intelligence category has four key competencies with four attributes for each. The Paradigm, relative to 
building a collegial and trusting relationship to address leadership issues and initiatives, includes the following 
intelligences attributes: 
  

§ Personal Intelligence  

- 3D—Self-confident: seeks opportunities to learn and develop; listens to others’ ideas 

§ Social Intelligence  
- 1A—Empathetic: has the ability to recognize, value and share others’ feelings 
- 2B—Collaborative: works collaboratively with others toward a common purpose; enables 

others to succeed individually while accomplishing a collective outcome  
- 4A—Attentive: listens actively to the content and manner of others’ spoken messages and 

determines emotional stances via verbal and nonverbal cues 
§ Systems Intelligence  

- 2C—Responsive: responds to situations appropriately and constructively through effective 
listening, communication, and actions. 

 
2. Communicate collaboratively in an outcomes-based conversation 
The IPA Mentoring and Coaching Handbook stresses the importance of communication, with the effective 

strategies of being committed listening, purposeful paraphrasing, and high-level questioning. The following 

are the characteristics of communication that guide collaborative coaching: 

 

§ Jointly identifying a need or task requiring attention of the school leader 

§ Jointly defining the problem or challenge accurately 

§ Jointly describing the desired goal or outcome 

§ Providing motivation and support 

§ Co-developing a plan to monitor progress 

 

The four elements of committed listening include:  

1. Preparation for listening  

2. Engaged listening 

3. Empathic listening  

4. Processing of listening 

 

Purposeful paraphrasing sends four messages:  

1. I am listening  

2. I am interested  

3. I care  

4. I understand you (or I am trying to understand you)  
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Purposeful paraphrasing and high-level questioning should have a direct path to the desired and intentional 

goal. Purposeful paraphrasing should map out and lead conversations by moving from reflection that 

acknowledges and clarifies, to reflection/mediation that organizes and summarizes, to mediation that shifts 

the conceptual focus.  

 

High-Level Questioning 

In Results Coaching: The New Essential for School Leaders, Kathryn Kee (2010) notes that asking powerful 

questions gets results and has the following characteristics:  

§ reflects active listening and grasps the perspective of the receiver of the question; 

§ presumes positive intent and evokes discovery, insight, commitment, or action on behalf of the 

receiver of the question;  

§ challenges current assumptions;  

§ creates greater clarity or the possibility of new learning; and  

§ moves the receiver of the question toward what he or she wants. 

  

Intelligence Attributes  

In the Paradigm, relevant to communicating collaboratively with the coach guiding outcome-based 

conversation, are the following intelligences and attributes: 

§ Personal Intelligence  

-  3A—Organized: plans and accomplishes things in a prioritized, orderly manner 

-  4A—Creative: solves problems or challenges in novel ways from new perspectives and seeks 

innovation in exploring potential options 

§ Social Intelligence  

-  3B—Guiding: acts as a trusted adviser, drawing from personal experience and expertise to 

offer guidance and support 

-  3C—Resourceful: garners personal, building, district, and community 

-  4C—Motivational: fosters in others an internal state that rouses them to action and specific 

desired behaviors 

§ Systems Intelligence  

- 2A—Responsible: demonstrates ownership and takes the responsibility necessary for achieving 

desired results. 

 
3. Provide evidence-based communicative feedback, resources and support 
In Coaching for Peak Performance, Karen Anderson (2007) distinguishes among three main types of feedback 
as negative, conciliatory, or communicative feedback. For collaborative leadership coaching, communicative 
feedback is essential, with the elements elaborated in the description. The following are the characteristics of 
effective feedback: 
 

§ Clarifying ideas or behavior under consideration 
§ Offering suggestions for action 
§ Communicating positive features 
§ Applying thought, effort, and time 
§ Promoting improvement in practice 

  
Intelligence Attributes  

In the Paradigm, relevant to providing evidence-based communicative feedback, resources, and support, are 
the following intelligences and attributes: 

§ Social Intelligence  
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- 1C—Generous: is kind, understanding, and unselfish and willing to give to others, including time, 
energy, advice, and talent 

- 4B—Communicative: shares information in ways that are understood by target audiences, are 
relevant and timely, and that allow for feedback 

§ Systems Intelligence  

- 1A—Analytic: uses knowledge, reasoning, and inquiry to analyze situations and develop 
constructive plans for improvement 

- 4B—Affiliative: values people and their feelings, seeks to accomplish tasks and goals without 
sacrificing the needs of students and staff, and emphasizes harmony and builds team resonance 

 
4. Strategize to co-develop plans to improve performance  
The distinguishing characteristics of strategic planning in collaborative coaching include: 

§ Focusing energy and actions on moving forward 

§ Jointly identifying specific research-based professional learning and practice 

§ Mutually selecting next steps to be initiated 

§ Jointly establishing a timeframe for completion 

§ Facilitating the growth of the leader 

 

In order to improve performance, strategic planning should follow the Cycle of Continuous Improvement as 

outlined in the School Leader Paradigm from the School Leader Continuum.  

 

The Cycle of Continuous Improvement 
This cycle reinforces the notion that both leaders and the learning organizations they serve should always be 

improving (Fullan, 2005). The cycle is broken into three parts: Planning, Implementation, and Reflection. 

Planning incorporates the collection and review of data, analysis of performance evaluations, development of 

actionable and measurable goals and objectives, and identification of the resources and support necessary to 

meet the goals and objectives identified. Implementation implies primarily that school leaders work with their 

learning organizations to make the goals and objectives a reality. Finally, school leaders and their learning 

organizations should reflect on their efforts in order to determine if they were successful in meeting their 

goals and objectives (Hayes, 2014). 

  

In collaborative leadership coaching, both the coach and school leader share an understanding of the school 

leadership paradigm. 

 

Intelligence Attributes  

In the Paradigm, relevant to strategizing to co-develop plans to improve performance, are the following 

intelligences and attributes: 

§ Personal Intelligence  

- 3A—Organized: plans and accomplishes things in a prioritized, orderly manner 

- 4A—Creative: solves problems or challenges in novel ways from new perspectives and seeks 

innovation in exploring potential options 

§ Social Intelligence  

- 4D—Catalytic: helps the school improve by continuously focusing on opportunities for growth, 

monitoring effects of internal and external influences, and fostering productive interpersonal 

relationships 

§ Systems Intelligence  

- 2B—Transformative: acts as a catalyst for change by leading through inquiry, challenging the 

status quo, being patient and persistent, and building strong relationships. 
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Supporting Research 
§ Anderson, Karen. (2007). Presentation for Chicago Leadership Academy: Coaching for Peak 

Performance.  

Karen Anderson provides high-level leadership coaching development, and this presentation gives the 
overview of various coaching approaches as well as specific strategies to build rapport and trust, map 
discussions to meaningful outcomes, and communicate effectively. 
 

§ Bloom, G., Costagna, C., Moir, E., & Warren, B. (2005). Blended Coaching: Skills and Strategies to 
Support Principal Development. Corwin Press. 
This book distinguishes among the various approaches to leadership coaching and clearly defines the 
application, language, and strategies for each approach, while emphasizing the need to utilize all 
approaches in a blended manner. It provides a research-based but practical guide to understanding 
and developing leadership coaching skills across four approaches 
 

§ Kee, K., Anderson, K., Dearing, V., Harris, E., & Shuster, F. (2010). Results Coaching: The New Essential 
for School Leaders. Corwin. 
This book illustrates and delineates how to use coaching to foster continuous growth and 
improvement in an entire staff with an emphasis on building trusting relationships with staff members 
to help them grow as professionals. It helps in developing coaching language and specific 
communications skills. 

 
§ Tschannen-Moran, Megan. (2004). Trust Matters: Leadership for Successful Schools. Jossey-Bass. 

This book provides a comprehensive overview of trust—what it is, how it is developed, and how it can 
be maintained or reestablished across a multitude of situations. It provides a terrific understanding of 
how to create a trusting relationship in order to communicate effectively, which is essential in 
leadership coaching. 

 

Resources 
§ DeWitt, Peter. (2016). Five Reasons Principals Should Be Coached. Education Week.  

http://bit.ly/2gOKeac 
This article provides a foundation for why and how principals should be coached. It succinctly outlines 
a successful approach to leadership development. 
 

§ Association of Washington School Principals. Mentor Handbook. 2017  
http://www.awsp.org/AWSPNew/Home.aspx 
 

§ Association of Washington School Principals Mentor Training Program  
http://www.awsp.org/AWSPNew/Home.aspx 

 
§ Illinois Principals Association. Mentor and Coach Handbook. 2017 

https://ilprincipals.org/grow/ipa-leadership-coaching/ 
 

§ Illinois Principals Association Mentor and Coach Development Program 
https://ilprincipals.org/grow/ipa-leadership-coaching/ 

 
§ National Association of Elementary School Principals Mentor Training Program  

https://www.naesp.org/mentor 
  

§ School Leadership Collaborative. The School Leader Continuum. 2016 
http://bit.ly/2yg3W9G 
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Submission Guidelines & Evaluation Criteria 
To earn the micro-credential for Collaborative Leadership Coaching, you must receive a culminating passing 
score of 16 to 20 points (see Scoring Rubric below) for the three submitted required submission parts. 
 
Part 1. Overview Questions  
(1,000-word limit total): 
 
Please answer the following questions: 

1. What strategies have you used to engage a school leader in a collegial, trusting relationship in order to 
address leadership issues or initiatives? 

2. What are the key communications skills that have supported you in working collaboratively with a 
school leader while the coach still guides the outcome-based conversation?  

3. What are the main considerations you take in providing evidence-based communicative feedback, 
resources, and support? 

4. What has collaborative leadership coaching looked like for you in co-developing plans to improve 
performance? 

 
Part 2. Work Examples/Artifacts 
Submit a 10–15-minute video of you coaching another school leader that captures one or more of the four 

method components for Collaborative Leadership Coaching. Please include a brief annotation that identifies 

which of the four components are included with approximate time location in the video. 

 

Example: 

(Video Minute)—(Brief description of method component) 

 

3:15—Here I am engaging in an outcomes-based conversation with one of my principal mentees. We are 

discussing reorganization of instructional time for high school math teachers based on new state standards.  

 

*Note: This is meant to be a snapshot of your coaching. We recognize that any coaching situation involves a 
blending of various coaching approaches. The focus in this should be on collaborative coaching. Parts 1 and 3 

help us gather more information on your ability to coach collaboratively.  

 
Part 3. Reflection 
(500-word limit) 
Submit in writing a summary of your experience of collaborative leadership coaching to highlight and provide 
specific examples of how you specifically applied the four components of Collaborative Leadership Coaching. 
This could include topics covered and how you mutually analyzed situations, made decisions together, or co-
developed plans.  
 
Scoring Rubric 
Parts 1, 2, and 3 together should highlight your demonstration of all four components of collaborative 
coaching. This rubric will be used to score the three submitted parts. In order to earn the micro-credential for 
Collaborative Leadership Coaching, a score of 16 to 20 points is required for all three parts combined. Each of 
the four components will be given a score out of five. 
 
The following are the three scoring categories with associated point totals: 
 
Yes = 16 to 20 Points: The three submitted parts (written overview, video, and written reflection) together 
include evidence of all four Key Method Components for Collaborative Leadership Coaching, with 16 to 20 
Key Method Component Details being fully addressed. Submissions address all content and length 
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requirements. The written overview and written reflection provide specific examples and strategies that you 
have used. The video demonstrates leadership coaching with a focus on collaborative coaching. 
 
Almost = 13 to 15 Points: The three submitted parts (written overview, video, and written reflection) together 
include evidence of three or four Key Method Components for Collaborative Leadership Coaching, with 13 to 
15 Key Method Component Details being fully addressed. Submission may not meet length requirements. The 
written overview and/or written reflection provide some description of the four Key Method Components but 
may include limited examples or strategies used. The video provides leadership coaching and may 
demonstrate collaborative coaching. 
 
Not Yet = eight to 12 Points: The three submitted parts (written overview, video, and written reflection) 
together include evidence of three or less Key Method Components for Collaborative Leadership Coaching, 
with eight to 12 Key Method Component Details being fully addressed. Submission may not meet length 
requirements. The written overview and/or written reflection provide limited description of the four Key 
Method Components and include very few examples or strategies used. The video provides limited leadership 
coaching and/or collaborative coaching. 

 
Method Components Method Component Detail (One point per detail if evident in at 

least one of the three submitted Parts) 
Points 

Awarded for 
Evidence 

(_/5) 

1. Engages in collegial, 
trusting relationship to 
address leadership issues 
or initiatives 

§ Creates a safe environment to discuss issues 
§ Maintains equality through open conversation 
§ Demonstrates support for person being coached 
§ Incorporates four elements of committed listening 
§ Respects knowledge and experience of individuals 

 

2. Communicates 
collaboratively with the 
coach guiding outcome-
based conversation 

§ Jointly identifies a need or task requiring the attention of 
the school leader 

§ Jointly defines the problem or challenge accurately 
§ Jointly defines the desired goal or outcome 
§ Provides motivation and support  
§ Co-develops a plan to monitor progress 

 

3. Provides evidence-
based communicative 
feedback, resources, and 
support 

§ Clarifies ideas or behavior under consideration 
§ Offers suggestions for action  
§ Communicates positive features  
§ Applies thought, effort, and time 
§ Promotes improvement in practice 

 

4. Strategizes to co-
develop plans to improve 
performance 

§ Focuses energy and actions moving forward 
§ Jointly identifies specific research-based professional 

learning and practice 
§ Mutually selects next steps to initiate  
§ Jointly establishes timeframe for completion  
§ Facilitates growth of leader 

 

  TOTAL 
POINTS 
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Assessor Form 

 

 

Collaborative Leadership Coaching 
The practitioner (teacher leader, principal, district administrator) engages in powerful, collaborative, and self-
initiated coaching for the purpose of improved teaching and learning.  
 

Submission Guidelines & Evaluation Criteria 
To earn the micro-credential for Collaborative Leadership Coaching, you must receive a culminating passing score of 16 
to 20 points (see Scoring Rubric below) for the three submitted required submission parts. 
 
Part 1. Overview Questions  
(1,000-word limit total): 
 
Please answer the following questions: 

1. What strategies have you used to engage a school leader in a collegial, trusting relationship in order to 
address leadership issues or initiatives? 

2. What are the key communications skills that have supported you in working collaboratively with a school 
leader while the coach still guides the outcome-based conversation?  

3. What are the main considerations you take in providing evidence-based communicative feedback, resources, 
and support? 

4. What has collaborative leadership coaching looked like for you in co-developing plans to improve 
performance? 

 
Part 2. Work Examples/Artifacts 
Submit a 10–15-minute video of you coaching another school leader that captures one or more of the four method 

components for Collaborative Leadership Coaching. Please include a brief annotation that identifies which of the four 

components are included with approximate time location in the video. 

 

Example: 

(Video Minute)—(Brief description of method component) 

 

3:15—Here I am engaging in an outcomes-based conversation with one of my principal mentees. We are discussing 

reorganization of instructional time for high school math teachers based on new state standards.  

 

http://creativecommons.org/licenses/by-nc-nd/4.0/
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*Note: This is meant to be a snapshot of your coaching. We recognize that any coaching situation involves a blending of 

various coaching approaches. The focus in this should be on collaborative coaching. Parts 1 and 3 help us gather more 

information on your ability to coach collaboratively.  

 
Part 3. Reflection 
(500-word limit) 
Submit in writing a summary of your experience of collaborative leadership coaching to highlight and provide specific 
examples of how you specifically applied the four components of Collaborative Leadership Coaching. This could 
include topics covered and how you mutually analyzed situations, made decisions together, or co-developed plans.  
 
Scoring Rubric 
Parts 1, 2, and 3 together should highlight your demonstration of all four components of collaborative coaching. This 
rubric will be used to score the three submitted parts. In order to earn the micro-credential for Collaborative 
Leadership Coaching, a score of 16 to 20 points is required for all three parts combined. Each of the four components 
will be given a score out of five. 
 
The following are the three scoring categories with associated point totals: 
 
Yes = 16 to 20 Points: The three submitted parts (written overview, video, and written reflection) together include 
evidence of all four Key Method Components for Collaborative Leadership Coaching, with 16 to 20 Key Method 
Component Details being fully addressed. Submissions address all content and length requirements. The written 
overview and written reflection provide specific examples and strategies that you have used. The video demonstrates 
leadership coaching with a focus on collaborative coaching. 
 
Almost = 13 to 15 Points: The three submitted parts (written overview, video, and written reflection) together 
include evidence of three or four Key Method Components for Collaborative Leadership Coaching, with 13 to 15 Key 
Method Component Details being fully addressed. Submission may not meet length requirements. The written 
overview and/or written reflection provide some description of the four Key Method Components but may include 
limited examples or strategies used. The video provides leadership coaching and may demonstrate collaborative 
coaching. 
 
Not Yet = eight to 12 Points: The three submitted parts (written overview, video, and written reflection) together 
include evidence of three or less Key Method Components for Collaborative Leadership Coaching, with eight to 12 Key 
Method Component Details being fully addressed. Submission may not meet length requirements. The written 
overview and/or written reflection provide limited description of the four Key Method Components and include very 
few examples or strategies used. The video provides limited leadership coaching and/or collaborative coaching. 

 

Method Components Method Component Detail (One point per detail if evident in at least one 
of the three submitted Parts) 

Points 
Awarded for 

Evidence 
(_/5) 

1. Engages in collegial, 
trusting relationship to 
address leadership 
issues or initiatives 

▪ Creates a safe environment to discuss issues 
▪ Maintains equality through open conversation 
▪ Demonstrates support for person being coached 
▪ Incorporates four elements of committed listening 
▪ Respects knowledge and experience of individuals 

 

2. Communicates 
collaboratively with the 
coach guiding outcome-
based conversation 

▪ Jointly identifies a need or task requiring the attention of the 
school leader 

▪ Jointly defines the problem or challenge accurately 
▪ Jointly defines the desired goal or outcome 

 

http://creativecommons.org/licenses/by-nc-nd/4.0/
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▪ Provides motivation and support  
▪ Co-develops a plan to monitor progress 

3. Provides evidence-
based communicative 
feedback, resources, and 
support 

▪ Clarifies ideas or behavior under consideration 
▪ Offers suggestions for action  
▪ Communicates positive features  
▪ Applies thought, effort, and time 
▪ Promotes improvement in practice 

 

4. Strategizes to co-
develop plans to 
improve performance 

▪ Focuses energy and actions moving forward 
▪ Jointly identifies specific research-based professional learning 

and practice 
▪ Mutually selects next steps to initiate  
▪ Jointly establishes timeframe for completion  
▪ Facilitates growth of leader 

 

  TOTAL 
POINTS 
 
 

 
 
 

 
Comments: 
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District and State Micro-credential Implementation  
Best Practices Guide 

This guide highlights several best practices Digital Promise has identified from working with 

district and state partners leading highly-engaged micro-credential implementation efforts. The 

best practices fall into four categories - Engaging Educators, Organizational Management, 

Internal Communications and External Messaging, and Technical Management.  

Engaging Educators 

● Leverage existing, or if necessary establish, Professional Learning Communities (PLCs) 

or other mechanisms that enable educators to collaborate and support each other as 

they go through the micro-credential process. This will help ensure a culture of 

collegiality and shared responsibility for growth. 

● Implement “chains of support” with instructional coaches, department heads, grade-

level chairs, etc. where educators can receive school-based and scaffolded guidance 

through their micro-credential process. 

● Ensure that classroom educators are involved in every stage of the micro-credential 

implementation process from planning to execution by establishing a taskforce or 

through another concerted effort. 

● Survey educators before, during, and after the pilot and integrate findings into next 

steps to ensure that educator voice and need are the foundation for the pilot’s 

structure and micro-credential content. 

Organizational Management  

● Identify specific district personnel to oversee implementation. Ideally, these individual(s) 

should sit in an already-established department (e.g., Office of Digital Learning, 

Department of Educational Technology, etc.) that has ownership over the goals and 

process of the pilot.  

● Create methods (e.g., bi-weekly virtual meetings/webinars, monthly pulse surveys, 

dedicated portions during staff meetings, etc.) to capture ongoing feedback from 

educators about the micro-credential pilot so that necessary shifts in implementation 

can be made.  

● Curate a specific catalogue of micro-credentials educators can choose to earn that 

aligns to district/state-level instructional priorities and the educator needs articulated in 

the pre-pilot survey.   



● Establish a clear mechanism to recognize the micro-credentials educators earn that is 

valuable and meaningful to educators and can be sustained at the district and/or state-

level through policy. 

Internal Communications and External Messaging 

● Ensure that messaging is clear, compelling, and frequent at each level -- district, school, 

and subject/grade department -- to convey the goals of the micro-credential pilot, how 

educators can participate, and where they can go to get support. 

● Create buy-in among administrators by providing them with additional support and 

information about micro-credentials and how they can support the pilot process. 

● Develop content and messaging collateral that speaks to the ways the micro-credential 

earning process reinforces growth and reflection, not necessarily mastery, as key to 

educator effectiveness. 

● Avoid circulating messaging that utilizes punitive language when describing the micro-

credential earning process and outcomes.  

Technical Management 

● Leverage an existing, if possible, LMS (Learning Management System) for educators 

(e.g., Canvas) to house micro-credential pilot information and facilitate the earning 

process.  

● Establish a district micro-credential technical troubleshooting process that educators 

can easily access. 

● Design or curate digitally-accessible resources to provide wraparound support for the 

micro-credential earning process. These could include curriculum maps extending the 

ways micro-credential content can be applied in the classroom or a recorded webinar 

explaining research supporting a teacher protocol explored by a micro-credential. 
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Research consistently articulates the dilemma 
of educator professional learning as one 
of misalignment: the formal professional 
development (PD) offered in most districts 
and schools does not respond to the evolving 
nature of the profession and educators’ 
immediate needs in facilitating a 21st century 
classroom, responsive to a complex world. 
In order for teaching to remain effective in 
our technologically-connected, increasingly 
diverse world, educators find themselves 
needing to adapt their classroom practice 
daily, with the help of teacher networks 
through social media and other informal 
means, to make sure student learning leads 
to college and career readiness. Yet, the vast 
majority of professional learning provided 
to educators currently does not support this 
experience shared by many educators. 

“Teachers Know Best: Teachers’ Views on 
Professional Development,” a 2015 Gates 
Foundation report, details research and 
trends on building more effective professional 
development. One of the major findings is 
that educators view professional development 
“more as a compliance exercise than a learning 
activity,” and more importantly, as an activity 
“over which they have limited, if any, choice.” 
This research makes the case for educators to 
have a role in managing their own learning. 
Educators have intimate knowledge of their 
classroom and students’ needs to ensure 
their professional learning provides the 
instructional support they actually need.

Many educators are looking for support 
as districts transition to student-centered, 
personalized learning models. In these new 

models, educators empower students to 
be autonomous learners and courageous 
thinkers, and to adapt content for each 
student —all within an increasingly diverse 
K-12 population. Additionally, to strengthen 
this shift to personalized student learning, 
many schools are experimenting with 
competency-based education models, 
which allow students to choose different 
ways to learn and show their knowledge of 
concrete skills. The ways the student learning 
experience is being reimagined are serving as 
starting points for reimagining the educator 
professional learning experience, as well.

We are on the cusp of a shift in educator 
PD business as usual. 

Bold questions are being raised and new 
ideas are emerging to expand educator 
professional learning experiences that are 
teacher-driven and outcome-focused. 
The logic behind personalized student 
learning and competency-based education 
is beginning to contour the ways districts 
and schools approach educator professional 
learning. Districts and schools are now 
imagining ways that educator voice and 
choice can serve as significant drivers of 
the professional learning they offer.  

In order for PD offerings to have overlap 
with an educator’s role in personalizing 
student learning, PD must support teachers 
as they customize their own professional 
development aligned to their unique student 
needs. In “How Teachers are Learning: 
Professional Development Remix,” EdSurge 
recommends that new PD models invite 

The state of educator professional learning in this country 
is recognizing the need to chart new ground. 

Introduction
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teacher choice, and  offer differentiation and 
content based on educators’ unique needs. 
Also, the report recommends PD offerings 
have aspects that integrate into a teacher’s 
actual work day. Further, EdSurge’s report  
asserts that districts need to become more 
flexible in how they recognize informal 
learning experiences as a part of district-
approved PD. But we are on the cusp of a 
shift in educator PD business as usual. 

The fact is teachers are already participating 
in  PD experiences outside school walls, such 
as Twitter chats, EdCamps, online courses, 
and conferences and unconferences — 
pulling lessons learned from those informal 
opportunities into their classroom practice. If 
formal professional development can begin 
acknowledging these experiences, then 
educators can feel empowered to continue 
learning in a format they find most useful. 

Micro-credentials are one way of bridging 
the gap between informal and formal 
professional learning. They recognize specific 
competencies that support a student-
centered classroom, such as: checking for 
understanding, using exit tickets, using student 
data for better decision making, or facilitating 
wait time in a group discussion. Micro-
credentials meet the need for customized 
content and format while giving educators 
the opportunity to manage and direct 
their own professional learning journey.  

To earn a micro-credential, educators 
submit authentic artifacts of learning, 
such as student work samples, classroom 
videos, or reflections, as evidence of the 
micro-credential’s articulated competency. 
Then, qualified assessors review that 
evidence, and award the micro-credential 
if the competency is demonstrated. 

Districts and state education agencies are beginning 
to consider the promise of micro-credentials as a way 
to recognize educators for the ongoing and informal 
learning they are already undertaking to best serve 
their students, whether through YouTube, Pinterest, 
partnering with other educators, or in traditional, 
more formal ways. As they begin this journey, a 
major consideration is how micro-credentials will be 
officially recognized as a benefit to the professional 
trajectory of an educator. 

This report provides a starting point 
for that conversation. 
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Local districts and state boards of education 
across the country are exploring the 
promise of micro-credentials within broader 
systems of professional learning, and as a 
way to align educator professional growth 
markers (continuing education units, points, 
relicensure, etc.) with the shared goal of 
ensuring college and career ready students. 

When transitioning to micro-credentials, 
incentives are an important consideration. 
Developing a set of rewards for earning 
micro-credentials is beneficial for broad 
adoption. This report has compiled some 
emerging strategies to expand educator 
engagement in earning micro-credentials. 
Following are three strategies to ensure 
micro-credentials are beneficial to the 
professional journey of educators.  

1. Micro-credentials 
Converting to Continuing 
Education Units (CEUs)

For many educators, professional learning 
is measured by a system of continuing 
education units (CEUs). The nomenclature 
may vary depending on district and state (e.g., 
continuing education units, credits, contact 
hours, points), but universally, these units 
signal whether educators are in professional 
“good standing” in a variety of high-stakes 
ways for educators. One is for the purpose 
of master’s equivalency degree standing 
for those seeking salary advancement or 
leadership opportunities, and another is for 
teacher re-certification and licensure renewal.

Several school districts and state-level 
education agencies have recently implemented 
systems that allow earned micro-credentials 
to convert into a specific number of CEUs, 
which educators can then use for re-licensure 
or to petition for a master’s equivalency. 
Baltimore County Public Schools and North 
Carolina Department of Public Instruction are 
two systems leveraging micro-credentials for 
CEUs and for the benefit of their educators. 

Micro-credentials and an 
Educator’s Master’s  
Degree Equivalency

Baltimore County Public Schools (BCPS) 
began their micro-credential pilot during 
the 2015-2016 school year as a way to 
recognize educators as they personalize 
learning for students through technology, 
which is a district priority. The micro-
credentials chosen for the pilot aligned 
with the district’s vision of BCPS as a 21st 
century, learner-centered environment.

Professional development for BCPS 
educators is measured through continuing 
professional development credits (CPD), the 
district’s equivalent of CEUs. These units 
can count towards an educator’s Master’s 
degree equivalency. BCPS wanted there to 
be multiple incentives for earning micro-
credentials. Beyond serving the direct purpose 
of recognizing educators creating customized, 
digital learning environments for the district’s 
students, BCPS created a system where 
micro-credentials convert to continuing 
professional development credits (CPD).

Incentive Strategies for 
Educator Micro-credentials
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Here’s the math behind the system: every 
two BCPS approved micro-credentials 
earned can fulfill one Maryland State 
Department of Education CPD credit. 36 
post-baccalaureate credits must be presented 
for a master’s equivalency to be granted, 
15 of which can come from CPD work. 

Through this incentive structure, BCPS 
educators who use earned micro-credentials 
toward a master’s equivalency are able 
to increase their compensation, and may 
become eligible for leadership opportunities. 
Also, because micro-credentials articulate 
skill and competency in an explicit and 
transparent way, BCPS is at the beginning 
stages of implementing a way for earned 
micro-credentials to serve as “district teacher 
leadership endorsements,” according to the 
district’s Chief of Organizational Effectiveness, 
Billy Burke. Through this system’s ability to 
identify expert teacher talent, those educators 
who want to remain in the classroom can 
do so, while still receiving district-level 
leadership recognition and access. The 
incentive structures being explored by BCPS 
for earning micro-credentials recognizes the 
increasing demands placed on educators 
committed to effective 21st century teaching, 
and at the same time, empowers educators 
to own their role in that journey.

Micro-credentials and an Educator’s 
Licensure Renewal Efforts

North Carolina Department of Public 
Instruction (NCDPI) manages teacher 
licensure in the state, and now offers teachers 
the opportunity to include earned micro-
credentials in their license renewal efforts. 

NCDPI requires that educator licenses 
be renewed every five years. A certain 
number of renewal credits or CEUs 
must be obtained, depending on the 
licensure area. Renewal credit is a time-
based unit that can come from college or 

university coursework, in-service courses 
or workshops, or classes and workshops 
approved by a Local Education Agency 
(LEA), synonymous with school district).

Let’s consider what this looks like in practice: 
if a Durham Public Schools kindergarten 
teacher completes a week-long (40 
hour) in-service workshop on phonemic 
awareness, the teacher would receive four 
CEUs,and could submit those CEUs to the 
Licensure Section at Durham Public Schools. 
Those CEUs would then count toward the 
teacher’s required eight renewal credits. 

The state’s licensure renewal process has 
been recently redesigned to ensure that 
classroom teachers are continually growing 
their professional knowledge and sharpening 
their pedagogical competency. This shift 
to a process that prioritizes ongoing skill 
development has led the way for the state 
to recognize earned micro-credentials as a 
part of licensure renewal requirements.

One way North Carolina educators can include 
micro-credentials as part of their CEUs for 
licensure renewal is through Massive Open 
Online Courses for Educators (MOOC-Eds), 
state-approved professional development 
offered by NC State University. MOOC-Eds 
were recently redesigned to integrate micro-
credentials throughout certain courses. 

MOOC-Eds are designed to create engaged 
communities of educators through free, 
flexible online course modules on specific 
topics. These MOOCs include information, 
multimedia resources, a community of 
practice, and guidance by experts in the field. 
NC State awards a certain number of CEUs to 
each MOOC-Ed, depending on course length 
and difficulty. Participating educators need 
to earn all micro-credentials associated with 
their MOOC-Ed in order to be awarded CEUs. 
For example, the Institute developed the 
“Learning Differences” MOOC-Ed, a six-week 
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course that explores research and instructional 
strategies to better meet the needs of diverse 
student learning styles. In partnership with 
Digital Promise, Friday Institute developed 
micro-credentials to support each unit of 
study. NC State equated completion of this 
MOOC-Ed, including embedded micro-
credentials, to 30 hours of professional 
development, or three renewal credits.  

The partnership between the Friday 
Institute at NC State University and NCDPI 
shows how traditional state-approved 
professional learning opportunities can 
leverage micro-credentials to strengthen 
the professional advancement of teachers. 

2. Micro-credentials Leading 
to Base Salary Increases
Kettle Moraine School District (KMSD), located 
in Wales, Wisconsin, designed a compensation 
structure that connects an educator’s salary 
advancement with earned micro-credentials. 
This salary model aligns with KMSD’s value 
placed on continuous and reflective educator 
learning and practice.

In spring 2014, KMSD received school board 
approval to pilot a compensation system 
where earned micro-credentials would 
lead to increases in a teacher’s base salary. 
According to Superintendent Patricia Deklotz, 
board approval was unanimous since they 
“understood how this model supported 
KMSD’s priority of collaborative, competency-
based teacher practice and also, how it could 
serve as an on-ramp for providing personalized 
learning experiences for students.” 

Kettle Moraine worked closely with a focus 
group of teachers during the summer of 
2014 to refine the details surrounding the 
new salary structure, being sure to develop 
a flexible model that would not penalize 
teachers who did not earn micro-credentials. 
KMSD officially implemented its new salary 
model during the 2015-2016 school year.  

This new compensation model awards a 
permanent base salary increase, ranging from 
$200 to $600, depending on the difficulty of 
each earned micro-credential. The process 
of earning micro-credentials and achieving 
salary advancement in Kettle Moraine School 
District is coordinated by the Office of 
Human Resources and the Office of Teaching 
and Learning. First, educators seek what 
KMSD calls “pre-approval.” During this step, 
educators provide written rationale for the 
micro-credentials they’ve selected, including 
the impact they will have on students and their 
alignment with the district’s mission. Once 
approval is granted, the educator focuses 
on developing their skills, and collecting the 
artifacts and evidence required to earn the 
micro-credential. If successful, they submit 
proof of the earned micro-credential to 
the Office of Human Resources at KMSD, 
and the salary increase takes effect. 

Connecting the district’s salary scale to earned 
micro-credentials encourages continuous 
and ongoing professional learning amongst 
KMSD teachers. KMSD originally considered 
a stipend model, which would have awarded 
a one-time monetary amount to teachers 
for earned micro-credential. However, 
Superintendent Deklotz felt it was important 
that micro-credentials led to permanent 
salary increases. She observed that “stipends 
are for completed work; micro-credentials 
for our district’s students and teachers are 
worthy of more than one-time recognition. 
Personalizing learning is ongoing work.”

3. Micro-credentials  
Featuring in Professional 
Growth Plans (PGP)

Clark County School District, serving 
students in the city of Las Vegas, Nevada, 
has developed a Professional Growth System 
that is tied to educators’ salary advancement. 
When entering the district, each educator 
is placed on the pay scale according to his 



or her educational attainment and previous 
maximum teaching salary. Once on the 
scale, a teacher begins accruing professional 
development time, also known as contact 
units, to increase his or her base salary. 

All teachers are required to get 675 hours of 
professional development, or 225 CU (contact 
units), to move over one salary column. To 
attain these units, educators work with their 
school leader to develop a Professional Growth 
Plan (PGP). This PGP outlines the professional 
development activities the educator proposes 
to undertake, such as conferences, inservice 
workshops, or online courses, that are aligned 
to the state’s rubric for effective teaching, the 
Nevada Educator Performance Framework. 
For the 2016-17 school year, Clark County 
educators can earn up to 30 CUs for approved 
micro-credentials. Micro-credentials must 
be related to the educator’s licensure 
area, and approved by Digital Promise. 

This ensures educators are developing 
competencies that will be beneficial to 
their classroom practice, and that all micro-
credentials are vetted and research-backed. 

Clark County School District’s micro-
credential incentive structure strengthens 
its already robust professional development 
offerings. By earning micro-credentials, 
Clark County educators can now utilize 
informal pathways, as well as more formal 
routes available, to grow professionally 
and be recognized for their learning. 

The micro-credential engagement strategy 
Clark County School District is exploring 
strengthens its already robust professional 
development offerings. By earning micro-
credentials, Clark County educators can utilize 
informal pathways, as well as more formal 
routes available, to grow professionally.  

Each of these three engagement strategies 
incentivizes educators to earn micro-
credentials. Districts and states are discovering 
how micro-credentials support competency-
based, continuous professional learning. 
Recognizing earned micro-credentials can 
advance both formal and informal professional 
learning, while creating vibrant communities of 
effective educators.

Micro-credentials help create self-driven 
and reflective professional learning 
environments for educators, and in turn 
serve to advance high quality, personalized, 
and competency based environments 
for supporting student learning. 

Moving Forward



The Challenge of Teacher Professional Development 
State education agencies make it clear that professional development is critical to  
the success of teachers and, subsequently, their students. On its website, one state 
education agency stated that, “Every child in every community deserves excellent 
classroom teachers and building leaders who are supported in their professional 
growth” (Colorado Department of Education, 2017, para. 1). Another website said, 
“The purpose of all teacher professional development is to help teachers develop  
and apply the knowledge and skills necessary to help students learn” (Oregon 
Department of Education, 2017, para. 1). 

As they acknowledge, promote, and support the importance of professional 
development, state education agencies continue to search for professional learning 
opportunities for teachers that align with their educational standards and focus on 
instructional skills that will result in improved teaching and learning. But these efforts 
are unlikely to uncover excellent resources. Research on professional development 
has shown that its effects on teaching and learning are uneven (TNTP, 2016). Some 
promising and effective professional development materials and programs exist, but 
many do not deliver the anticipated results. Teachers know this too and are likely to 
discount the importance and benefits of continuing education and other professional 
learning offered by states and school districts (DeMonte, 2013).

According to one report (Boston Consulting Group, 2014), states and districts in the 
United States spend more than $18 billion per year on professional development, and  
a teacher will, on average, spend about 68 hours per year in professional learning 
activities paid for by states and districts. For that investment, states and districts 
want to see results. 

Teachers want to participate in professional development opportunities that are 
related to the work they do in their own classrooms (DeMonte, 2013). They also want 
professional development that extends over time, rather than one-shot, sit-and-get 
programs (Archibald, Coggshall, Croft, & Goe, 2011). Teachers have expressed 
interest in using technology in their professional learning, and they value the  
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flexibility it gives them to create their own schedule for engaging in professional learning 
(Will, 2017a). In addition, teachers in rural or remote areas need access to high-quality 
professional learning opportunities through technology when other options do not exist 
(Will, 2017b). 

Why Micro-credentials?
The challenge of providing high-quality, relevant, flexible, and broadly accessible 
professional learning experiences for teachers has led some states to investigate and 
experiment with the use of micro-credentials for teacher professional development. 
Micro-credentials offer a strategy for teachers to expand and validate their learning and to 
receive recognition as they achieve milestones in their professional learning trajectories. 

One reason micro-credentials are appealing is that they break down complex 
instructional skills into fundamental parts. Educators can develop and demonstrate 
competence in each bite-sized element of instruction, and then weave together these 
skills to demonstrate mastery in complex skills. Teachers can choose which skill, or 
which parts of a skill, would most benefit their professional practice, and then they can 
demonstrate their competency by providing evidence of what they know and can do.

For states, micro-credentials have noteworthy benefits. For one, states can more easily 
offer micro-credentials that are aligned with teaching standards and other state initiatives 
(for example, to support efforts to help all teachers develop the skills needed to teach 
English language learners). For another, micro-credential training is often delivered online, 
meaning it can be more accessible to rural educators and those who need to engage 
in professional learning in the evening, on weekends, or during school breaks. Lastly, 
states using micro-credentials demonstrate their support for educators’ abilities to 
understand their own professional learning needs.

Currently, the research on micro-credentials for educators is thin. Most of the available 
research is based on teacher feedback about their own use of micro-credentials. For 
example, a report by Teaching Matters (2016) on the use of leadership micro-credentials 
noted that teachers like using micro-credentials, they thought the skills they had to learn 
to earn a micro-credential were important, and they believed that their learning would 
lead to greater student learning. Another report by Digital Promise (2016a) of teachers 
who pursued micro-credentials revealed that teachers liked the approach and felt that 
their practice had improved through earning them. The Friday Institute at North Carolina 
State University (Acree, 2016) designed 15 micro-credentials, collected survey and 
interview data from teachers earning the micro-credentials, and reported their findings 
in a report. Among the findings: Teachers earning micro-credentials use what they 
have learned in their teaching, and the design and online platform have an effect on 
the experience of users. The report included examples of the artifacts provided by 
teachers as evidence of their competency related to the instructional skill laid out in 
the micro-credential.

Many aspects related to the design, implementation, and impacts of micro-credentials 
could benefit from focused studies. For example, it would be useful to know how micro-
credentials influence teachers’ instructional practice. Does demonstrating teaching 
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competency by earning a micro-credential translate into observable differences in 
teachers’ classroom practices? What structures or processes are more advantageous 
or effective when implementing micro-credentials? Which instructional or other skills 
and competencies best lend themselves to the use of micro-credentials? How should 
mastery of the targeted skills be assessed and documented? Should micro-credentials 
be a complement or supplement to other professional development approaches? What 
other issues should states, districts, and micro-credential issuers consider as they 
develop and use micro-credentials?

Early implementing states can offer some lessons learned about using micro-credentials.

The Origins of Micro-credentials: Workforce Training

Micro-credentials have their roots in the “digital badge” movement that first gained traction  

as a way to support adult learning for the workforce. One of the earliest players was a group 

called Open Badges, created by Mozilla Foundation in 2013 with funding from the MacArthur 

Foundation.1 Open Badges specified technical standards for digital badges and provided a 

place where individuals could collect badges that met these technical standards. The previous 

year, Mozilla and Peer 2 Peer University in collaboration with MacArthur (2013) released a 

working paper that described their vision of digital badging as a vehicle for lifelong learning for 

adults. The same year, the Clinton Global Initiative announced an effort to expand access to 

Open Badges to help workers certify their skills and improve their economic futures (MacArthur 

Foundation, 2013). Since then, hundreds of issuers have created and posted badges on many 

different sites that can be earned in a variety of disciplines and fields. In January 2017, the 

IMS Learning Consortium took over a notable portion of Open Badges’ responsibilities.  

Around the same time, a report published by American Institutes for Research in 2013 

(Finkelstein, Knight, & Manning, 2013)—funded by the U.S. Department of Education’s 

Office of Vocational and Adult Education—noted that digital badges could help validate 

functional skills valued in workplace settings. Among the examples highlighted in the report  

were Badges for Veterans (to help them validate military job skills for civilian settings) and  

the Manufacturing Institute’s National Manufacturing Badge System. A number of industries 

use digital badging as a way for workers to demonstrate and be recognized for specific 

competencies. The Interstate Renewable Energy Council, for example, offers badges to 

trainers and instructors that recognize their ability to lead learning.2 TechWriter Certification 

awards badges to those who demonstrate competence in technical writing.3

Meanwhile, education organizations noted teachers’ growing interest in technology—such as 

Twitter chats, online courses, and EdCamps—to help them connect to their colleagues and to 

provide access to better professional learning (Digital Promise, 2016b). The growing interest in 

and experimentation with digital badges among industry and adult learning advocates likely 

contributed to the exploration of micro-credentials for teacher professional development. 

1 For more information about Open Badges, see https://openbadges.org/about/.
2 For more information on the Dynamic Digital Credential from the Interstate Renewable Energy Council,  

see http://www.irecusa.org/credentialing/instructor-certification/dynamic-digital-credential/.
3 For more information about the TechWriter Certification, visit http://techwriter-certification.com/index.html.
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What Are Micro-credentials for Teachers?
Micro-credentials are an approach to professional learning that provides teachers with 

the opportunity to learn and demonstrate competency in new skills, while also getting 

feedback from an outside evaluator and earning recognition for mastery by earning the 

micro-credential. Commonly, each micro-credential addresses a fine-grained, discrete 

set of educational practices. 

There are hundreds of micro-credentials available, which have been created by dozens 

of different “issuers.” Some are available to anyone who wishes to try to earn them, 

such as those on the public webpage at the Digital Promise website.4 Others have been 

designed specifically for a state, district, or program and are not publicly available. The 

exact cost charged by the issuer depends on the arrangements between states and 

issuers, but typically the cost of scoring is included.

In addition, BloomBoard—the company that provides the technical platform for many 

micro-credentials—has partnered with five universities that will award credits toward  

a graduate degree to someone completing a designated micro-credential.5 The micro-

credentials available for graduate credit are marked by a yellow banner on the website.6 

The cost of the credit and its value toward graduation differ depending on the university, 

from $40 to $75.7

Almost always each micro-credential is part of a “stack” that is organized around a 

particular area of teaching. For example, a stack of micro-credentials titled “Checking 

for Understanding” includes three separate micro-credentials: Using Ask, Ask, Ask; 

Using Gestures; and Using Whiteboards. Another stack titled “Data Literacy” includes 

Designing and Evaluating Multiple Choice Questions, Disaggregating Data, and Setting 

Goals for Students.8 To earn a micro-credential, a teacher must demonstrate competency 

in the specific skill—a skill already mastered or a skill new to the teacher who needs to 

study and practice before collecting and providing evidence of competency.

A teacher considering pursuing a micro-credential will typically go to the hosting website, 

click on the name of the micro-credential, and find:

 � the objective of the competency to be demonstrated through the micro-credential;

 � the research supporting the efficacy of the teaching competency; 

 � resources to support learning the teaching competency, such a weblinks to 
videos or written texts; 

 � the evidence that must be submitted to earn the micro-credential; and

 � the rubric and scoring for how that evidence will be assessed. 

4 See https://bloomboard.com/microcredential/provider/ac2f23c8-274d-449d-ac3f-6ad29e399737.
5 The five universities are Brandman University, Fresno Pacific University, University of the Pacific, Portland 

State University, and University of San Diego.
6 See the BloomBoard micro-credential website: https://bloomboard.com/microcredential/provider/

ac2f23c8-274d-449d-ac3f-6ad29e399737.
7 See https://bloomboard.com/graduate-credit.
8 See https://bloomboard.com/microcredential/provider/ac2f23c8-274d-449d-ac3f-6ad29e399737.

Commonly, each micro-
credential addresses a 

fine-grained, discrete set 
of educational practices.



5

Often, the evidence required to earn a micro-credential includes a video of instruction, 

student work, answers to open-ended questions, reflections, or a combination of 

these. When the teacher has collected evidence that she believes demonstrates her 

achievement of the teaching competency, she uploads it to the link included in the 

online platform. This evidence is sent to a scorer who reviews the evidence, scores  

it against a rubric, and then determines whether the teacher has earned the micro-

credential. 

When the scoring is complete, the teacher is notified whether she has earned the 

micro-credential. In most cases, the teacher will receive specific feedback from  

the scorer about the quality of the evidence. If the teacher did not earn the micro-

credential, then the scorer indicates what she could do to improve the evidence.  

The teacher can resubmit evidence as needed. 

How States Are Using Micro-credentials
States and districts use micro-credentials as a resource to supplement traditional 

professional development and as a way for teachers to demonstrate competency in 

instructional skills. In some states, the micro-credentials can count as professional 

development “credit” toward requirements for retaining a teaching license. For example, 

North Carolina and Wisconsin allow districts to decide whether to use micro-credentials 

for this purpose (Sawchuk, 2016). 

Teachers usually can choose from a selection of state education agency preapproved 

micro-credentials to personalize their own professional learning. For example, the Kettle 

Moraine school district in Wisconsin was researching competency-based education 

when it learned about micro-credentialing for teachers. The district incorporated micro-

credentials into its professional development program, which allows teachers to propose 

courses of study for themselves and pursue micro-credentials aligned with the course 

topic (Sawchuk, 2016). Teachers who completed micro-credentials could earn small 

base-salary increases.

What Early Adopter States Have Learned

Three early adopter states—Arkansas, Delaware, and Tennessee—offered to share 

what they learned so far. Officials in these states are quick to point out that they are 

still learning how best to use micro-credentials. What they have already learned might 

help other states looking into micro-credentialing as a means to address the current 

needs and challenges with traditional teacher professional development. Other states 

that have started to give teachers the option of using micro-credentials for their continuing 

education units include Illinois, Maryland, Massachusetts, Montana, New York, North 

Carolina, Texas, and Wyoming.9

9 BloomBoard’s question-and-answer page helps teachers determine how to receive credit (https://help.
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The lessons learned offered by these three states fall into the following five categories: 

 � Decide on your purpose

 � Start small

 � Provide choice (but not too much)

 � Keep an eye on the score

 � Communicate, communicate, communicate

Decide on Your Purpose

As states begin to use micro-credentials, leaders must make decisions on the intended 

use and goals. This first step is critical because dozens of stacks of micro-credentials 

are available. Knowing the intended use will make it easier to select appropriate 

micro-credentials.

Having an articulated purpose for micro-credentials will help guide the program design. 

In addition, having a well-stated purpose can help states collect and interpret information 

gleaned from their initial use of micro-credentials. For example, a well-defined purpose 

allows states to consider questions such as: Did teachers use micro-credentials as 

intended? Did teachers believe the micro-credentials included in the program helped 

them learn intended skills? 

To shape their micro-credential pilot, state education officials in Delaware determined 

that micro-credentials would be used to give teachers additional choices for professional 

development. Michael Watson, chief academic officer and associate secretary for the 

Delaware Department of Education, said that he and his colleagues gave considerable 

thought to redesigning professional learning and wanted to give teachers the opportunity 

to be in charge of their professional learning. “This is one avenue to personalize 

professional learning for an educator,” Watson said. “We believe that deep, engaging, 

ongoing professional learning is what good professional development looks like. Teachers 

want great professional development that’s not a one-shot event. Micro-credentials can  

be part of that.”10

In Arkansas, state education leaders started with a different perspective. “First, we 

had to decide what we really wanted someone getting a micro-credential to know,” 

said Sandra Hurst, director of educator effectiveness in Arkansas. Early on, the state 

department of education began using micro-credentials as part of the induction 

program for new educators. “We’re also thinking about using them to offer 

professional development on the science of reading,” Hurst said.

Tennessee education officials ultimately settled on two purposes for their micro-

credential effort: to offer personalized professional learning to educators and to 

develop an innovative approach to educator licensure, said Machel Mills, director,

bloomboard.com/hc/en-us/articles/207791866-Receive-formal-PD-credit-for-a-micro-credential).
10 All quotations were obtained from personal conversations with the author in preparation of this report.
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professional learning systems, Tennessee Department of Education.11 “When we were 

making plans to start using micro-credentials, the first step was to make sure it was 

going to be a learning experience for our educators,” Mills said. Her advice for states 

starting to think about using micro-credentials: “Have a strong rationale for how and 

why you plan to use micro-credentials because there are lots of paths you take when 

you get into it.”

Start Small

Although determining and articulating a specific purpose helps states launch a focused 

a micro-credentialing pilot program, starting with a small number of educators can help 

them uncover complexities or unintended outcomes while the program is easily managed 

given its small size. 

State educators in Delaware emphasized the importance of starting with a small pilot 

program and learning from that experience. “On the surface, this doesn’t appear complex, 

but the work is actually very complex,” said Watson. For example, states might learn that 

some of the micro-credentials selected for the program are not attractive to teachers, 

whereas others are extremely popular. States might want to reconsider what constitutes 

appropriate evidence for earning a micro-credential after reviewing the evidence submitted 

by teachers in a pilot program. Watson said his advice to other states starting a micro-

credentialing program would be to “start very small, and take your time. Micro-credentials 

have so much potential, and I’d hate to see them disappear because we didn’t go at it 

slow enough.” Delaware’s pilot program started with just 19 teachers. Tennessee’s 2016 

pilot program began with a similar number of teachers.

Jennifer Kabaker, director of educator micro-credentials at Digital Promise, said her 

organization has worked with about 15 districts to launch small pilot programs. “You 

start small so you can learn about what works, and then refine your approach as you 

scale up,” she said. For example, by starting small states can get firsthand knowledge 

of the kind of evidence teachers submit. States might review the evidence and decide 

to choose a different micro-credential to offer before they scale up the program for 

hundreds of teachers—one that might be more closely aligned to state initiative.

One key to designing a good, small pilot program is to target the micro-credentials for 

a specific purpose and group of teachers. “Some [states] decide to start with their 

novice teachers, and so they focus the micro-credentials they choose on fundamental 

teaching skills, like classroom management,” Kabaker said. “Others might start with 

their coaches, who are already high-flyers, and use micro-credentials to give them 

support and learning that will help them give feedback to mentees.” 

11 Tennessee included a description of the pilot program using micro-credentials in its state plan submitted 
to the U.S. Department of Education under the Every Student Succeeds Act (see https://tn.gov/assets/
entities/education/attachments/ESSA_Draft_Plan_Full.pdf).
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Provide Choice (But Not Too Much)

A frequently cited strength of micro-credentials is that they allow teachers to personalize 

their professional learning. Officials in states that have piloted micro-credential programs 

agree. “One of the goals of our micro-credentialing program was to offer teachers ‘voice 

and choice’ in their professional development, something that teachers always say they 

want,” said Tennessee’s Mills. Tennessee, like the other states quoted in this brief, 

selected the micro-credentials to be made available to teachers and then allowed 

teachers to choose which they wanted to earn.

Arkansas chose to offer micro-credentials that align with the Framework for Teaching, 

the rubric used in its teacher evaluation system.12 State officials selected a handful  

of micro-credentials related to Domain 2: Classroom Environment and Domain 3: 

Instruction, and these options were offered to teachers in the pilot program. Teachers 

could choose which micro-credential to work on, but the choice “set” for micro-

credentials was limited to those that state officials believed were directly related  

to their state’s instructional standards.

Watson, in Delaware, said this work is akin to curating a large collection to find the 

most useful pieces. The work of selecting is important because it sets the stage for 

the professional learning for educators. “The menu that is offered becomes the 

opportunity for teacher learning,” he said.

Keep an Eye on the Score

When teachers submit materials required to earn a micro-credential, those artifacts 

and evidence go to a scorer. Often, scorers work for the organization issuing or hosting 

micro-credentials, but in some cases, scorers work for the state education agency.13 

The scorer, who has been trained to evaluate submissions using a rubric often specific 

to each micro-credential, reviews the submitted evidence (e.g., video of teaching, student 

work, and/or teacher responses to questions) required to earn the micro-credential. If 

these receive sufficient scores on the rubric, then the teacher is notified that she has 

earned the micro-credential.

Understanding how micro-credentials are scored is something states should pay close 

attention to, said Delaware’s Watson. “Looking at scoring is an important step for 

states getting involved in micro-credentials,” he said.

In Arkansas, state education officials focused on the process for scoring and quality 

assurance. Hurst said that she and her team made sure that everyone in leadership 

understood the importance of the scoring process. “We made sure everyone here 

understood the importance of having people score with validity so we had quality 

assurance,” she said.

12 For more information on the Framework for Teaching, visit http://www.danielsongroup.org/framework.
13 For example, Digital Promise, Teaching Matters, and BloomBoard all employ and train scorers.
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Mary Strain, director of national partnerships at Teaching Matters, said that even 

before they begin scoring a district’s micro-credentials, they work closely with the 

district to create a program that is meaningful to the district. “Micro-credentials can 

define what a school system values, so the content that is offered is important.” 

Scoring then becomes a critical part of ensuring that the micro-credentials document 

these skills that are meaningful to the district. “We spend a tremendous amount of 

time norming scoring, so we have a good idea of what competency in a particular skill 

looks like across the system,” Strain said. “Because of this, district officials can be 

assured that what is being scored is valid, reliable, and meaningful.”

Communicate, Communicate, Communicate

State officials in Arkansas, Delaware, and Tennessee agreed that communication was 

essential to their early work in micro-credentialing, whether that meant bringing the 

right people to the table to do the work or beefing up technology tools so teachers 

can connect with each other. 

In Arkansas, Hurst said that she quickly realized that she needed to get her state’s 

education leadership up to speed on micro-credentials for the program to be a 

success. “We got started and got great feedback, so we sat down with leadership  

to show them all the steps involved. Not just the creation of micro-credentials, but 

where do you house them, how does the submission process work, and so on,” she 

said. “We started with our small team, but then pulled in the school improvement 

team and strategic planning team.” In addition to communicating with the leadership 

team, Hurst had to spearhead efforts to get the legislature to change the language in 

the legislation related to professional development to move away from accumulating 

hours of professional development toward allowing micro-credentialing to count for 

required professional learning. Hurst’s efforts were successful.  

“Delaware’s role is to convene the correct people to understand, work on, and 

implement the program,” said Watson. In this case, that meant bringing educators 

from the field to be part of the process early on. “We are doing this from the ground  

up, and we are doing this with teachers,” he said.

Tennessee made sure to include new and experienced teachers by asking veterans  

to reach out to novices. “When we sent invitations to participate in the pilot to 

experienced teachers, we asked them to invite a novice teacher to join them in the 

process. We wanted to embed the spirit of collaboration into the micro-credentialing 

work from the beginning,” said Mills. One communication issue that surfaced during 

the early micro-credentialing work was the lack of a strong online community among 

educators. “We did not have a robust online community, and we want to improve that 

so that our teachers across the state can share and learn from each other,” Mills said.
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What Is Next for Micro-credentialing
Even though micro-credentials are gaining in popularity for teacher professional 

development across districts and states, there are still a number of important  

areas for future work.

First, there is a need for systematic research on micro-credentials as states continue 

to experiment with them. The initial responses from teachers noted above are heartening; 

teachers often like earning a micro-credential and see the value in improving their 

professional practice. But a stronger research agenda could start with work to catalogue 

the purposes states have for using them as well as the micro-credentials they choose 

to match those purposes. Another line of research might be to study the design and 

content of different micro-credentials as a first step toward understanding whether 

and how earning them influences what teachers know and can do. Do design differences 

account for variation in teacher competencies after earning a micro-credential? The 

scoring of micro-credentials presents its own set of questions. For example, is a 

higher or lower score on the micro-credential related to whether teachers retain the 

competency they may have learned? A powerful piece of research would be to study 

teachers’ practices before and after earning a micro-credential or a stack of micro-

credentials to detect differences that may have been influenced by earning the micro-

credential. Documenting changes in teaching practice and any impact on student 

learning could be beneficial in determining micro-credentials’ return on investment for 

districts and states. Such research could indicate that earning a micro-credential is  

a signal of what teachers know and can do to improve student learning.

Second, although micro-credentials can influence teaching practice, they are likely 

best implemented as part of larger professional learning strategy for teachers. For 

example, if teachers receive coaching related to a specific skill, then engaging in a 

micro-credential would help a teacher and coach know whether the coaching was 

helpful. Or, in the example from the Kettle Moraine school district noted previously, 

teachers could create their own course of professional study and use micro-credentials 

to demonstrate competencies at the end of the course. Giving teachers control of their 

own professional learning may be an important part of the power of micro-credentials; 

this question could also be worthy of investigation.

Finally, micro-credentials could be part of a continuum of career development strategies 

for teachers. Arkansas is using them as part of an induction program, while Teaching 

Matters has designed them to support teachers hoping to become teacher leaders  

in their schools (Teaching Matters, 2016). Another option could be to link them to 

certifications for experienced teachers. For example, a veteran teacher may want to earn 

an additional certification to teach a different grade level or to teach students who are 

English language learners. However, it is unclear whether an earned micro-credential 

recognized in a state or district would be valued if a teacher moved to another state or 

district. It would be easier for states and districts to assign meaningful value to micro-

credentials if there were evidence that teachers who earned those micro-credentials 

actually demonstrated improved instructional practices as a result. Those kinds of data 
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about specific stacks of micro-credentials might give states and districts the 

opportunity to use them to offer licensure advancement or endorsement or even  

to change educator pay.

It will likely be awhile before that kind of impact evidence is available about micro-

credentials. In the meantime, expect to see the micro-credential universe grow and  

to watch states and districts experiment with this novel approach to support teacher 

professional learning.

Jenny DeMonte is a senior technical assistance consultant specializing in teacher 

preparation and licensure who has worked on research and policy issues related to 

teacher quality and school improvement for more than two decades—first as a 

journalist and now as a researcher.
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