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Introduction and summary

To succeed in today’s economy, organizations must capitalize on the skills, knowl-
edge, abilities, and experience of their employees. Research shows that investments
in human capital improve organizational performance—including team effective-
ness, employee retention, and innovation—in both the private and public sectors.!
In other words, companies that attract and develop strong employees by prioritizing
recruiting, investing in professional growth opportunities, and building positive

workplace cultures tend to have greater efficiency and better outcomes.”

To build effective human capital systems, organizations must use these proven
strategies, as well as be dynamic. Employers must adapt to new landscapes: shifts
in the labor market, new technologies, and advancing communication methods
all require employers to reexamine the way they approach recruiting, developing,
and retaining their employees.’ Within the past two years, for example, 79 percent
of job seekers have used online resources to search or apply for a new role—tools

that were nonexistent in earlier decades.*

Many entities in both the private and public sectors recognize that just as innova-
tion shifts the nature of their work, technology and new ideas must also influence
their human capital systems. In response, many organizations have modernized
their recruitment and professional development practices in order to recruit,

develop, and retain excellent employees.

While there are many techniques to cultivate top talent, many organizations with
effective human capital systems embrace the same best practices. They attract
quality talent using strategic recruitment systems that engage top candidates
through targeted outreach and technology.® They also develop selection processes
that evaluate candidates’ fit and expected performance on central job responsibili-
ties.® To retain highly sought employees, effective organizations foster positive
workplace cultures, compensate their employees at competitive levels, and create
opportunities for professional growth to ensure that candidates thrive and mature
within the organization.” In addition to an overarching human capital system,
many effective organizations also devise specific strategies to recruit and support

candidates who come from diverse backgrounds.®
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To better understand how school districts” human capital systems compare with

the best practices employed in other sectors, the Center for American Progress
performed the first national survey of school districts’ human capital practices. CAP
surveyed a sample of 108 nationally representative school districts and asked them
to describe how they recruit new talent, select whom to hire, induct new teachers,

develop teachers’ skills, and measure and reward teachers’ success in the classroom.

The results of the survey demonstrate that many public school districts have not
kept pace with the human capital innovations and best practices of other fields.
CAP’s analysis highlights challenges within the current landscape of human capi-

tal practices in school districts across the country:

* School districts’ recruitment strategies are hyperlocal, untargeted, or
nonexistent.

* School districts’ application and selection processes often emphasize static
application materials—such as written applications, resumes, and proof of
certifications—over performance-based measures.

* School districts do not provide new teachers with substantive mentoring or
onboarding opportunities to build new skills critical to their roles.

* School districts do not provide teachers with enough opportunities for
professional development or access to professional learning systems that
support teachers’ continuous growth.

* School districts do not compensate teachers similarly to college-educated
professionals in other fields or provide teachers with the resources they need
to do their jobs well.

* School districts do not strategically recruit diverse candidates or create

inclusive, supportive environments to retain them.

School districts across the country must compete with the companies that have
more sophisticated human capital systems and offer more competitive salaries.
As aresult, school districts face obstacles to recruiting and retaining excellent,

diverse talent.

Based on CAP’s analysis, this report offers the following recommendations for
school districts to improve their approach to recruiting, training, and retaining

excellent teachers:
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* School districts should devote more time and resources to intentional
recruitment.

* School districts should include performance measures in their application and
selection processes.

* School districts should provide new teachers with opportunities to build their
skills and gradually assume increased responsibility.

* School districts should offer teachers opportunities and time to grow, as well
as implement professional learning systems that support teachers’ continuous
growth.

* School districts should ensure that teachers’ compensation is similar to that of
other professions requiring the same level of education and provide teachers
with necessary teaching resources.

* School districts should prioritize teacher diversity and develop strategies to

attract and retain teacher of color.

This report provides a direct comparison of the human capital practices in public
school districts with best practices elsewhere to underscore the need to reform

district human capital practices in order to attract and retain top talent.
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A comparison of school districts’
human capital systems with
those of other fields

School districts’ human capital practices lag behind those of high-performing
organizations, affecting their ability to attract and retain talented professionals.
This section details the findings of a nationally representative survey of school
districts’ human capital practices, juxtaposing the findings with examples of best

practices in other fields.

School districts' recruitment strategies
are hyperlocal, untargeted, or nonexistent

Teacher quality is the most important in-school factor related to students’
academic success, and low-income students benefit most when taught by skilled
teachers.” Just as in other sectors, strategic recruitment in the education sector

is critical to identify candidates who are likely to succeed. Strategic recruitment
increases overall teacher quality, reduces shortages and turnover, and minimizes
the need for additional training. CAP’s human capital systems survey, however,
found that most school districts use hyperlocal and passive recruitment strategies,
meaning that they do not actively seek out new candidates from across the coun-

try. Additionally, they do not allocate enough time or resources for recruitment.

Fast facts: School districts’ recruitment practices

* An average school district has 1.8 employees assigned to * Only 21 percent of districts post job openings on websites of
recruitment and a student population of 3,721. alternative certification/preparation programs.

* Ninety-four percent of districts post job openings on their district * Fewer than half of districts travel to colleges or universities to
websites, but only 30 percent of districts post job openings on recruit at job fairs and other events. Among districts that travel
social media networks. to colleges and universities to recruit at job fairs and other

* Sixty-seven percent of districts post job openings on websites of events, only 22 percent travel outside of the state in which the
Schools of Education. Of those districts, only 29 percent post job district is located.

openings outside of the state in which the district is located.
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School districts’ recruitment policies and systems lag behind those of other indus-
tries and do not employ accepted best practices. For example, leveraging new
technology for recruitment is common across other sectors and fields: 96 percent
of job recruiters outside the education sector nationwide report using social

media to reach out to candidates in the recruiting process."

Additionally, organizations—even the most competitive—benefit from aggres-

sive recruitment strategies that cultivate personal relationships with candidates. For
example, FirstMerit Bank proactively identifies and contacts potential recruits. Rather
than using general job postings, the company asks all of its employees to participate in
the recruitment effort, increasing the reach of those searching for talent. Even before
positions are posted publicly, all employees at FirstMerit Bank identify and personally
contact prospective candidates, building a pool of candidates for future job place-
ments. Therefore, FirstMerit employees are always looking for potential employees
who could add value to the company. Furthermore, FirstMerit Bank dedicates a
significant portion of its budget to direct recruiting strategies. The company sends top
prospects cookies and cards on their birthdays and New Year’s Day with the aim of

contacting candidates at moments when they may be rethinking their career path."

The consulting firm Deloitte is another leader in innovative, targeted recruitment.
In addition to a robust employee referral program, Deloitte relies on social media
to attract those outside the firm’s network—often increasing the diversity of their
candidates.'” The company’s Twitter and Facebook accounts reach thousands of
talented candidates across the globe via targeted messaging and a universal com-

pany platform accessible in dozens of languages."

School districts’application and selection processes
often emphasize static application materials over
performance-based measures

Across all industries, selecting well-suited, high-quality candidates is critically
important for minimizing turnover and, by doing so, the costs of recruitment and
hiring."* While a teaching candidate’s certification, education, and experience are
one way to assess his or her qualifications, research provides mixed evidence on
whether these things correlate with a teacher’s performance in the classroom.'
Including performance-based tasks during the hiring process—by, for example,
requiring candidates to perform a sample lesson or submit a video of a previous
lesson—allows administrators to assess teaching style, management techniques,
and cultural fit.'* Unfortunately, CAP’s survey found that many school districts
hire candidates without first seeing them in action.
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Fast facts: School districts’ application

and selection processes

* More than 90 percent of districts require a written or online application, a resume,
a proof of certification, and a reference. Yet only 13 percent of districts require a
demonstration or a sample performance lesson with students to evaluate teacher
candidates.

* Only 6 percent of districts require a portfolio or a demonstration/sample performance
lesson with adults.

* More than one in three districts do not include an interview with the hiring principal
as part of the hiring process.

Most successful companies recognize the importance of each hiring decision and
consider more than education, experience, and certifications when evaluating
candidates’ fit. They assess prospective hires’ skills in tasks and situations that
they are expected to encounter in the role for which they are applying. Clothing
company Old Navy, for example, uses a holistic set of criteria when vetting all job
candidates. The company employs a multistep interview process, including group
interviews and unorthodox questions, that looks beyond GPA and past experience
to assess creativity, drive, and problem solving.'” This kind of application system
contributes to the company’s diversity. Across all Gap Inc. companies, includ-
ing Old Navy, women make up 74 percent of the employee population while

49 percent of all its U.S. employees identify themselves as ethnically diverse.'®
Old Navy’s emphasis on performance-based metrics during its selection process
ensures a strong cultural fit between the company and all hired candidates, and

contributes to the recruitment and retention of its diverse employee pool.

School districts do not provide new teachers with
substantive mentoring or onboarding opportunities
to build new skills critical to their roles

In most careers, professionals gradually gain increased autonomy over a number of
years, learning from more experienced employees and progressively demonstrating
their capacity to take on more significant tasks. Employees are not expected to com-
plete the same job on day one as they are after five years of experience. New teachers
need the same opportunity to refine their skills and assume greater responsibilities

as they gain experience. Beginning teachers need to learn new skills from master
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teachers, practice those skills, adjust their teaching methods based on actionable
feedback, and gradually assume increased responsibility in the classroom and at the
school level. Our human capital systems survey found that, while many school dis-
tricts offer induction programs, they often fail to provide new teachers with enough

opportunities to build their skills gradually and assume increased responsibility.

Fast facts: School districts’ mentoring
and onboarding opportunities

* Almost 20 percent of districts do not provide even the most basic formal district-
sponsored induction program for beginning teachers.

Among districts that do provide new teachers with a district-sponsored formal
induction program:
—Only 14 percent of districts provide beginning teachers classroom assistance,
such as teacher aides.
—Only 14 percent of districts provide beginning teachers with a residency year during
which teachers can practice their skills before leading a classroom of their own.
—Only 6 percent of districts provide beginning teachers with a reduced teaching load.
—Only 3 percent of districts have all beginning teachers co-teach.
—Only half of districts allow beginning teachers to attend regularly scheduled
meetings with their principal.

Among districts that do provide new teachers with instructional coaching:

—Only 7 percent of districts provide new teachers with instructional coaching
once a week.

—Only 18 percent of districts provide new teachers with instructional coaching
twice a month.

In contrast, companies committed to developing their employees’ talent often
provide new employees with an immersive onboarding experience that gives new
hires the opportunity to ask questions, learn important components of workplace
culture, develop relationships with colleagues, and gradually build their skills on
the job. Some companies also use data to better understand retention and work-
place engagement discrepancies so that they can mitigate attrition through induc-

tion programs, especially among employees of color.”

For example, Sodexo, a hospitality company that provides food services in 80 coun-
tries, instituted the Spirit of Mentoring program in 2004 with the aim of “establish-
ing a diverse pipeline, developing leaders, aligning resources and strategies, driving
organizational culture, and cutting costs.”>® Over the course of a year, Sodexo trains

and monitors the progress of mentors and mentees, who meet monthly.*' A survey
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of participants found that for every dollar spent on the mentoring program, there
was $2.28 realized in retention and increased productivity.?? A similar study also
found that 72 percent of mentees and 79 percent of mentors cited increased job
satisfaction as a benefit of the mentoring program, while 72 percent of mentees and

74 percent of mentors cited increased organizational commitment.*

In the early 2000s, IBM created its own Assimilation Process, through which
each new employee spends his or her first two years on the job developing new
skills, exploring his or her interests within the company, receiving coaching, and
integrating into IBM’s workplace culture.** Every new hire at IBM has access to
both the company’s global employee network and a Project Management Center

of Excellence, which offers courses related to each employee’s chosen skill set.

School districts do not provide teachers with enough opportunities
for professional development or access to professional learning
systems that support teachers’ continuous growth

Multiple studies have demonstrated that organizations that prioritize a per-
formance-management system that supports employees’ professional growth
outperform organizations that do not.* Similar to all professionals, teachers need
feedback and opportunities to develop and refine their practices.?® As their exper-
tise increases, excellent teachers want to take on additional responsibilities and
assume leadership roles within their schools.”” Unfortunately, few educators cur-
rently receive these kinds of opportunities for professional learning and growth.>
For example, well-developed, sustained professional learning communities, or
PLCs, can serve as powerful levers to improve teaching practice and increase
student achievement.” When implemented poorly, however, PLCs result in little

to no positive change in school performance.*

Our survey found that school districts often fail to provide frequent professional
development opportunities that can help teachers learn new techniques and become
more effective in their classrooms. Likewise, many districts do not provide teachers

with professional learning systems that support their continuous growth.
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Fast facts: School districts’ professional

learning systems

* More than half of districts do not provide or offer teachers coursework to improve
their teaching.

* One-quarter of districts do not provide or offer teachers the opportunity to
participate in professional learning communities, in which groups of educators work
collaboratively to improve their teaching skills.

* More than 40 percent of districts do not provide or offer teachers the opportunity to
participate in lesson study or study groups with other teachers.

* When responding to teacher evaluations, more than one-quarter of districts do not
provide teachers with additional opportunities for professional development.

According to a 2016 Gallup poll, Millennials rate the opportunity to “learn and
grow” as an extremely important aspect of jobs to which they might consider
applying.*' Eighty-seven percent of Millennials said that “development” was an
important part of a job.>> Unlike many school districts, various entities elsewhere
in the public sector and in the private sector have responded to their interests and
are increasing the amount of feedback, professional development opportunities,

and support they provide to employees.*

The U.S. military, for example, has developed a wide range of professional growth
opportunities to help recruit and retain highly skilled individuals.** Members of

the military can access a broad array of professional development options, such as
advanced education and technical training; opportunities to meet with senior lead-
ership; and chances to participate in leadership development forums.* Similarly, the
American Heart Association launched the American Heart University in 2008. The
university provides employees with 150 online, job-related courses on topics that

include advocacy, health care, fundraising, and technology.*®

School districts do not compensate teachers similarly to
college-educated professionals in other fields or provide
teachers with the resources they need to do their jobs well

A recent study showed that high-achieving undergraduates rank “salary for those
established in the career” as one of the four most important factors when consid-
ering a future career.”’” Many high-performing organizations prioritize competitive
compensation packages to attract qualified employees. Unfortunately, teacher

compensation has not kept pace with increases in salaries in other sectors.*®
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According to a 2016 nationally representative survey of more than 3,000 teachers,
nearly half of teachers would leave teaching “as soon as possible” if they could find
a higher-paying job.” Furthermore, most teachers are not rewarded for working
in hard-to-staff schools, in shortage areas, or for their excellence in the classroom.
(see Appendix B) As a result, teachers who have opportunities in better paying

fields are more likely to leave.*

Teachers’ low salaries are compounded by the fact that they frequently have to use
their own money to pay for basic school supplies. According to a 2015 survey of 1,000
teachers, 91 percent of teachers used some of their own money to pay for school
supplies, while 38 percent used only their money for school supplies.* Respondents
expected to spend an average of about $500 on school supplies during the school
year.” These survey results indicate that many school districts fail to provide teachers

with the instructional and classroom resources they need to do their jobs.

CAP’s human capital systems survey reinforced these findings.

Fast facts: School districts’ compensation structures

* The mean average salary for a teacher in all districts was just under $49,000.

* The mean base salary for the lowest paid full-time teachers in districts was
approximately $36,000.

* The mean base salary for the highest paid full-time teachers in districts was
approximately $66,000.

* Nearly two-thirds of districts are not able to offer pay incentives or differentiated pay
to teachers—for example, cash bonuses, salary increases, or different steps on the
salary schedule—to reward or recruit teachers.

* Three-quarters of districts do not use cash bonuses, salary increases, or different steps
on the salary schedule to recruit or retain teachers to teach in high-need schools.

* 41 percent of districts do not use cash bonuses, salary increases, or different steps on
the salary schedule to recruit or retain teachers to teach in fields with shortages.

* Just more than half of districts provide teachers with reimbursements for purchased
classroom supplies.
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FIGURE 1
Districts' mean teacher salaries

Mean base salary for the lowest paid full-time teachers
$36,000

Mean average salary for all teachers
$49,000

Mean base salary for the highest paid full-time teachers
$66,000

Source: See Appendix A for the survey methodology and Appendix B for the survey instrument.

In order to compete for top talent, many organizations carefully fine tune their
compensation programs to keep up with competitors. Netflix, for example, uses
base salaries that it believes will recruit candidates within a highly competitive
business environment. Due to Netflix’s rapid growth over the past decade, the
company had to strategically adapt its human capital policies to increase its work-
force. Netflix now offers higher market-based pay compared with its competitors

rather than the annual bonuses typical of many private-sector organizations.*

In instances when smaller organizations or nonprofits cannot compete with large
or private sector organizations, many organizations offer unique benefits—such as
comprehensive medical insurance plans, flexible schedules, or financial planning
services—to entice employees.* Alpert Jewish Family and Children’s Service, or
AJFCS, a nationally accredited social services agency in Palm Beach, Florida, uses
innovative benefits to recruit and retain talent—especially workers in the later
stages of their careers. AJFCS allows employees to customize their work schedules
to fit their needs. In addition, the organization offers a competitive benefits pack-
age, part of which includes a formal training program for staff and reimbursement

for tuition paid toward advanced degrees.*

School districts do not strategically recruit diverse candidates or
create inclusive, supportive environments to retain them

The teachers leading American classrooms remain overwhelmingly homog-
enous. While diversity of all kinds—gender, religious, cultural, and racial—is
beneficial for students and teachers alike, the lack of racial diversity among
teachers is especially problematic.* For example, students of color score slightly
higher on standardized tests when taught by teachers of color, possibly because

they tend to hold these students to higher expectations than other teachers do.*
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Furthermore, racial diversity of teachers has a positive effect on all students,
helping break down biases across races.* Yet while the majority of students
enrolled in public schools are students of color, only 18 percent of the teacher

workforce identifies as people of color.”

Our survey found that while school districts report that it is difficult to attract
and retain teachers of color, many are not yet implementing strategies to address

these challenges.*

Fast facts: School districts’ recruitment
and retention of diverse candidates

* On average, 90 percent of teachers in each surveyed district identified as white, non-
Hispanic.

* Forty-three percent of districts responded that teachers of color were “very difficult” to

hire, more so than special education teachers, teachers of English Language Learners,

and high school science teachers.

Only one in three districts actively recruits from institutions and organizations that

serve primarily minority populations.®’

Forty percent of districts consider “contribution to workforce diversity” minimally or
not at all when hiring teachers.

Eighty percent of districts do not provide any specific supports geared toward induct-
ing teachers of color.

Among districts that recruit from institutions and organizations that serve primarily

minority populations:

— Fifty-six percent of districts post job openings on websites targeting primarily
minority populations.

—Twenty-four percent of districts advertise job openings in publications targeting
primarily minority populations.

FIGURE 2
Most districts do not actively recruit and retain teachers of color

43 percent of districts responded that teachers of color were very difficult to hire.

43%

33 percent of districts actively recruit from institutions
and organizations that serve primarily minority populations.

33%

20 percent of districts provide specific supports geared toward inducting teachers of color.
20%

Source: See Appendix A for the survey methodology and Appendix B for the survey instrument.
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Many companies have revised their human capital systems to recruit a more
diverse talent pool and create a more inclusive work environment. For example,
traditional recruitment strategies that rely on informal networks for recruitment
often lead to an overwhelmingly homogeneous workforce. Individuals are more
likely to recruit those with experiences and backgrounds similar to their own.”
To counter this, some businesses now hold recruiting events at historically black
colleges and universities, such as Howard University, to diversify their applicant
pools.** These events allow companies to be more selective among a larger, more

diverse group of candidates.

The American Heart Association, or AHA, recognizes that a diverse workforce

is central to its business plan and has improved its recruitment and professional
development strategies to recruit and retain employees of all backgrounds and
perspectives.** The AHA invests in a diversity recruiting specialist who builds and
maintains relationships with various organizations to identify exemplar diverse
candidates.> In addition, the AHA employs a diversity and inclusion manager

who designs cultural awareness learning opportunities throughout the year.%

Some institutions of higher education have also pledged to increase the diversity
of their workforces by recruiting, supporting, and retaining more faculty members
of color. In 2015, Columbia University announced a $33 million commitment

to improve faculty diversity, including through funding grants to support junior
faculty research and creating various programs to provide mentoring and sup-
port to new faculty members.”” In addition to better supporting faculty of color,
Columbia’s initiative also seeks to expand the university’s pool of lesbian, gay,

bisexual, transgender, and queer, or LGBTQ, faculty members.>

These kinds of efforts are not exclusive to Columbia. In 2015, Yale University
created a new position—deputy provost for faculty development and diversity—
dedicated solely to diversifying the faculty.*® In 2014, Brown University’s presi-
dent announced a goal to double the percentage of the university’s faculty of color
by 2024.%° By promoting programs that provide faculty of color with mentoring

supports, these universities seek to create and sustain diverse faculty cohorts.
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Policy recommendations

Currently, school districts struggle to attract talented professionals into teaching,
especially as they are often heavily recruited for more lucrative opportunities outside
the classroom. In order to develop a strong teacher pipeline—similar to talent pipe-
lines developed by some of the country’s most successful organizations—school
districts should adapt their recruitment and retention strategies and adopt the best
practices of high-performing organizations. CAP has developed the following rec-

ommendations for school districts to strengthen their human capital systems:

1. School districts should devote more time and resources to intentional
recruitment. School districts should develop thoughtful recruitment strategies
to strengthen their talent pipelines, including by approaching talented candi-
dates individually. In addition to standard measures—such as posting job open-
ings online and recruiting at local universities—school districts should leverage
technology and personal networks to attract talent from near and far. Social
media platforms, such as Facebook and Twitter, provide additional avenues to
connect with possible candidates. School districts should also ensure that they
have ample staff to develop and implement innovative recruitment practices,

especially to address priorities based on areas with teacher shortages.

2. School districts should include performance measures in their application
and selection processes. School districts should ensure that all potential hires
undergo a multistep selection process that allows school districts and schools to
assess each candidate’s teaching ability, presence in the classroom, and overall cul-
tural fit. The selection process should include performance measures, including
model lessons, and present candidates with real-life teaching scenarios in order
to understand and evaluate each candidate’s decision-making skills when leading
a classroom. Districts should also include diverse perspectives—both in terms
of race and ethnicity and in terms of job position—on the hiring committee and
invite teachers to join school leaders and district representatives when interview-
ing candidates. By doing so, candidates will learn about the culture of the school

and teachers will have a voice in selecting their school’s instructional team.
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3. School districts should provide new teachers with opportunities to build their
skills and gradually assume increased responsibility. School districts should
provide new teachers with more intensive induction experiences that allow them
to practice their skills and orient themselves within the larger school environ-
ment. As a requirement of their preparation, teachers should participate in a
multiyear onboarding process that allows them to gradually assume increased
responsibility and practice essential teaching skills. Teachers should continue to
receive coaching from an accomplished mentor teacher as part of an intensive
induction experience that provides new teachers with valuable feedback, fosters
continual growth, and allows teachers to demonstrate progress and assume addi-
tional responsibilities in the classroom and at the school level. These experiences
ensure that new teachers understand their school’s professional expectations;
receive critical guidance and feedback from more experienced, accomplished

teachers; and build their skills over time, as they would in other professions.

4. School districts should offer teachers opportunities and time to grow, as well
as implement professional learning systems that support teachers’ continu-
ous growth. School districts should create avenues and mechanisms for teachers
to improve as educators and assume additional responsibilities. To do so, school
districts should prioritize professional development opportunities by ensur-
ing that high-quality skill-development opportunities are available to all teach-
ers and by providing teachers meaningful feedback on their practices. School
districts should also ensure that teachers have the time and resources to access a
system of continuous professional learning that provides them with actionable
recommendations to improve areas of needed growth. Similarly, districts should
provide professional learning that responds to teachers’ specific needs, rather than
generalizing it for all teachers. Additionally, school districts should create career
pathways for teachers as they gain experience, allowing these educators to serve as

valuable teacher leaders and mentors to their less experienced colleagues.

S. School districts should ensure that teachers’ compensation is similar to that of
other professions requiring the same level of education and provide teachers
with necessary teaching resources. School districts should increase teachers’
compensation so that starting and midcareer teachers’ salaries are in line with
similarly educated peers in other professions. School districts should also shorten
the timeline for teachers to achieve maximum salaries. Additionally, school
districts should provide teachers with increased compensation for assuming
leadership roles and acquiring new skills, thus creating opportunities for teach-
ers to grow professionally without leaving the classroom. School districts should

also compensate teachers more for working in hard-to-staff schools and subjects,
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including science, math, and special education, especially as these teachers often
have more profitable opportunities outside of the teaching profession due to their
expertise.' To increase overall take home pay, school districts should provide
adequate funding for school resources, ensuring that teachers do not have to

purchase necessary school supplies out of their own pockets.

6. School districts should prioritize teacher diversity and develop strategies to
attract and retain teacher candidates of color. School districts should focus
more of their recruitment efforts on identifying high-achieving, diverse can-
didates, especially through institutions that serve people of color, so that the
teacher workforce better reflects the United States” increasingly diverse student
population. Once hired, school districts should develop induction and mentor-
ing programs to ensure that teachers of color receive the supports they need to
remain in the profession and offer professional development opportunities for

all staff to cultivate an inclusive working environment.

While companies across the country have made efforts to modernize how they
recruit, train, and pay their employees, these changes have not yet become wide-
spread in the teaching profession. As a result, teaching has become a relatively
less attractive choice for talented professionals. In order to attract and retain the
excellent teachers that students in this country deserve, school districts must
adopt human capital best practices used to attract talent, increase productivity,

and improve outcomes within high-performing organizations.
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Conclusion

In his bestselling book, Good to Great: Why Some Companies Make the Leap...and
Others Don't, author Jim Collins argues that “great vision without great people

is irrelevant.”* In other words, talent management and human capital systems
are crucial parts of building a successful business. Great teachers play a simi-
larly important role in the success and performance of schools. More and more
research is available that demonstrates the impact that great teaching has on
students and schools, but school districts will not be able to attract and retain
these teachers unless they modernize their human capital systems. Doing so
could improve both the efficiency and effectiveness of schools, with benefits for

teachers and students alike.
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Appendix A: Methodology

The survey was developed, administered, and analyzed with support from Policy
Studies Associates, or PSA, CAP’s contractor for this project.

Survey sample

PSA used the 2012-13 Common Core of Data Local Education Agency Universe
Survey conducted by the National Center of Education Statistics, or NCES, to
develop the sampling frame, or the school districts selected to participate in the
survey.®® This publicly available dataset contains information on 18,968 elemen-
tary and secondary education agencies located in the 50 U.S. states and the
District of Columbia; Puerto Rico, American Samoa, Guam, the Commonwealth
of the Northern Mariana Islands, and the U.S. Virgin Islands; the Department of

Defense schools; and the Bureau of Indian Education.

From the dataset of 18,968 education agencies, 7,233 agencies were removed

that did not match the study population criteria, for a total of 11,73S districts in
the sample frame. In addition, the agencies located outside the 50 states and the
District of Columbia were removed from the sampling frame, as were agencies
that were not in operation; that were temporarily closed; or that were regional
education service agencies, federally and state-operated agencies, charter agencies,

or designated as “other education agencies.”

The dataset also included agencies that were component(s) of a supervisory
union, sharing a superintendent and administrative services with other local
school districts. In these cases, the agency defined as the “supervisory union” was
retained, but component agencies associated with the unions were removed. Also
removed from the sampling frame were local education agencies, or LEAs, that
did not directly educate students through the employment of teachers and the

operation of school buildings; many of these agencies represented towns that sent
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their students to neighboring districts or cooperative districts. Finally, agencies
that solely served specific segments of the population, such as vocational centers
or schools for special education students, were removed. Figure 3 summarizes the

deletions made to the dataset to arrive at the final sample frame.

The final sample includes a nationally representative sample of 200 public

school districts.

FIGURE 3
Variables used to build the sample frame

Unduplicated
Variable name Variable description Use* LEAs subtracted  deletions**

Eliminated LEAs from locations outside the 50 states and

American National Standards the District of Columbia and states that have not adopted
FIPST Institute state code the Common Core State Standards 2,656 2,656
(X>56;X=2;X=27;X=31;X=48;X=51;and n = 2,642)
The boundary change indicator is
BOUND a classification of changes inalocal ~ Eliminated LEAs that had closed (X =2 and n=174) 210 2838

education agency’s boundaries or were temporarily closed (X =6 and n = 36)
since the last report to the NCES.

Eliminated agencies defined as “regional education service
agencies” (X =4 and n = 1,354); “state-operated agencies”
TYPE Agency type code (X =5 and n = 282); “federally operated agencies” (X = 19); 4,613 6,697
“charter agencies” (X = 7; n = 2,808); and “other education
agencies” (X =8 and n = 150)

UNION Indicator linking supervisory Eliminated agencies that were represented in the data set 701 7213
units and component agencies as component agencies of a “supervisory union” :

SCH Nymber of schools associated Eliminated LEAs that did not directly educate students 133 7233
with the agency (n=133)

Eliminated LEAs that served special populations of
N/A N/A students, such as special education students or youth 47 7,233
in the criminal justice system.

As stated in the figure, the FIPST variable eliminated LEAs that existed outside the 50 states and the District of Columbia and that have not adopted the Common Core State Standards; this variable
netted 2,656 deletions, which brought the total number of unduplicated deletions to 2,656.

*"X"stands for the variable name in each row.
**The unduplicated count is cumulative from top to bottom.
Source: See Appendix B for the survey instrument.

Survey development

The purpose of the survey was to understand district successes and challenges with
respect to teacher recruitment, selection, compensation, induction, evaluation,

and support. As part of survey development, PSA sent a draft of the instrument to
human resource directors or superintendents in 32 LEAs and asked them to review

it and provide feedback on the appropriateness and clarity of the wording and on
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the focus of the survey questions. PSA drew the sample randomly by assigning a
random number to each district. It then sorted the districts, using the first 32 for
the pilot sample and the remaining 200 for the full survey. The LEAs were also
asked to estimate the amount of time they would need to complete the survey and
to indicate who else in their district might be involved in responding to individual
items on the final survey. The final version of the survey reflects the feedback that
PSA received from the 12 districts that agreed to participate in the pilot. Because
the final survey did not change significantly from the draft survey, PSA did not

administer the survey a second time to the original 32 LEAs.

Survey administration

In late September 2015, CAP mailed a letter to human resource managers and/

or district superintendents of the sampled districts to describe the study purposes
and to invite their participation. Within one week, PSA emailed each respon-
dent inviting them to participate in the survey and directing them to click on the
personalized link embedded in the email to begin the online survey. PSA sent
reminder emails once a week for three weeks and then followed up by phone with
all non-respondents. Finally, toward the end of the survey administration period,
CAP mailed a hard copy version of the survey—including a self-addressed,
stamped envelope—to all nonrespondents and asked that they return the survey

to PSA as soon as possible.

As an incentive, all respondents received a $50 gift card for submitting their com-

pleted surveys.

Districts returned surveys between October and November 2015. PSA received
completed responses from 108 of the 200 districts, 7 partial responses, and 11

refusals in the sample; this corresponds to a response rate of 63 percent.
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Appendix B: Survey Instrument

Survey Administered by Policy Studies Associates
November 2015
108 Survey Respondents

Q1: As a Human Resources professional in your school district, to what extent do you face challenges in each of
the following areas of human resource management? NOTE: if you DO NOT have job responsibility for a
particular human resource area, select “N/A.”

Major Moderate Minor challenge Not a Not applicable
challenge challenge challenge
Teacher recruitment 24.07% 51.85% 10.19% 9.26% 4.63%
Teacher hiring and 15.74% 48.15% 17.59% 13.89% 4.63%
selection
Teacher induction 5.56% 19.44% 36.11% 28.70% 10.19%
programming

Teacher retention 12.04% 23.15% 32.41% 27.78% 4.63%
Teacher support 4.63% 22.22% 36.11% 31.48% 5.56%
Teacher evaluation 9.26% 26.85% 31.48% 25.00% 7.41%
Teacher dismissals 11.83% 18.28% 39.78% 21.51% 8.60%

Q2: Do you have job responsibilities related to teacher recruitment? (Data not included in this report)

Q3a: Does your district have a staff member(s)— YOS ittt st st esese e e e ene e 2. T Y0

in addition to yourself—whose job it is to recruit NO ittt eerass e ssssne s ssnenenns D 3. 490

teachers? Oher sttt senne e e 3.9 %

Q3b: How many staff members work on teacher MBAN ... ittt ettt st s e s er e e 1.8

recruitment in your district? Standard deviation.........cecceeveiveverrveiccsinineceeeee . 1.8

Q4: What among the following does your

district do to recruit teacher candidates?

Post job openings on your school district website YOS ittt et s enenen e e e ene e e 4. 2%
NO ettt ettt ser st sesene v senene 00 0. 800

Post job openings on websites of Schools of Education Y @St ceiteetereeeierirr s s e ste st e nssssessessssenssessesenenns 0 7.0%
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NO ot 33.0%0

Within the county in which the district is located Y S sttt se e s eees s ere e st sre e nn s ensanesreene s 0. 2%
NO ettt et s sress e esssesaesneeen s 34,850

Outside the county in which the district is located Y S ettt s s en e e . 8 2.6 00
NO . ctteiiteete ettt s seeste e svesnessssssessesnnnnnes L 1. 4%

Outside the state in which the district is located Y ESutiiesieetecece e et eee e sre e snssnessnansansses e nne s 29.0%0
NO ittt et e er e e srsse e ssssseesserss v nrsseenenns £ 1.0%

Post job openings on state education agency website Y @St vttt et erassene e st ses s sssseseneesene o 04 T %0
NO ettt st e e e e sse e sen e snn e ees 35,39

Post job openings on website of alternative certification/ Y @St iuecierereerierirreresestesresesssersssesessssnesresnesesnnsnsnens 2 1A%
preparation/certification programs NO ittt s s s seeneeene 1 8.6 00

Within the county in which the district is located R = OO USRSV o1 07/
NO ittt sre e ser s e e e seestesvesresesseansaeseesss 3 1. 80

Outside the county in which the district is located V@St ce st er e, 03.6%0
NO .o trtctrcire s seeensese e ensenenenns 30.4%

Outside the state in which the district is located Y @S cectecreceeeerierenrere e e sresnenenessessssssanesresnesnenn e s 40.9%
NO ittt v s eereeeresenaeeene e s D 9. 196

30.1%
69.9%

Post job openings on LinkedIn, Facebook, Y S sttt ettt ettt ettt e st e e et er e
Twitter, and/or other social media networks N Ottt ettt et s st b e s er e aeraenes

Travel to colleges/universities to recruit at Y S ttitieiieeeete et seenesnesresresnesnsenneneen s 49.5%
job fairs or other events NO oottt D0.5%

Within the county in which the district is located Y S ettt enerese e e s senseneeneneen . 4 3.1%
NO ettt sttt sttt st s e s s e s st s e sne e o0 00,9

...88.2%
11.8%

Outside the county in which the district is located Yes. .
NO i e

Outside the state in which the district is located Y @S e itevtirteierirrine e st sesseesierssseseanesresresenensennesenns 2 1.6%0
NO ittt sen e srnaennneeneeenen 1 8.4 %0

Recruit from institutions and organizations (e.g. Y Sttt e st s se e e s aes e e nees 33.0%0
universities, campus groups, religious groups) ...67.0%
that serve primarily minority populations

Advertise with newspapers/magazines YES.utrtertrieneeie et neree v s sesenesesenesenenesenenenenene 0 3. 1%
NO ittt e s s seeneenn 30.9%0

Within the county in which the district is located Y @St ciereeeeeierinr et seste s snsesertesassesesnssresresesnnnnsnens 1 2. 3%
NO ettt st et s sresesseensaesaes s 200 T O

..52.3%
47.7%

Outside the county in which the district is located Yes. .
N O ettt e e e e e e
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Outside the state in which the district is located

Obtain referrals from local Schools of Education

Obtain referrals from current teaching staff

Recruit retired teachers

Recruit teachers certified through alternative routes

Recruit substitute teachers

Provide assistance to paraprofessionals to become

certified teachers

Other

Y S ittt et e et et e e s e e aees
N Ottt ettt st s e et

Y Sttt ettt st st e e en e e

INO ettt et e e e

Y Sttt st e e e
N O ettt e e e e e e e

Yes.
NO ettt e e e s e

Y Sttt ettt e e et e e e e e s

N O ittt e e e e e e e e

Y Sttt ettt et et e et e e et st et e

N ittt e e e e e e e e

Yes.
N Ottt ettt e s et e e e

Y S ittt et et e e st et ae s
N Ottt s e e ee e s

24.6%
75.4%

53.4%

.46.6%

61.2%
38.8%

..30.1%
..69.9%

..42.0%

58.0%

.48.5%

51.5%

...34.0%

66.0%

..10.7%
..89.3%

Q5 (If checked “Recruit from institutions and organizations that serve minority populations”): What among the
following does your district do to recruit teacher candidates from institutions or organizations that serve

primarily minority populations?

Post job openings on websites of institutions or
organizations serving primarily minority populations

Travel to recruit at events such as job fairs at
institutions or organizations serving primarily minority

populations

Advertise in publications issued by institutions or
organizations serving primarily minority populations

Obtain referrals from staff

Other

Yes

INO ettt e et e e et e e e eees

Yes

INO ittt e e et et e e e

Yes

N Ottt ettt e s st et

Y S ittt ettt ettt st et st e

NO .ttt et e et e e s st s e e

Y Sttt s et e e e e s
NO et e e e e

23.5%
76.5%

44.1%

55.9%

14.7%

..85.3%

Q6: In what month(s) during the year is your district most actively recruiting teachers?

Month 1 Month 2 Month 3
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December
November
October
September
August
July

June

May

April
March
February
January

0.0%
0.0%
0.0%
0.0%
0.0%
3.9%
4.9%
19.4%
32.0%
26.2%
9.7%
3.9%

0.0% 0.0%
1.0% 2.1%
1.0% 1.0%
0.0% 1.0%
2.9% 10.3%
5.9% 16.5%
22.5% 18.6%
21.6% 25.8%
28.4% 16.5%
12.7% 5.2%
3.9% 3.1%
0.0% 0.0%

Q7: Does your district offer any of the following as recruiting incentives to teachers?

Signing bonus

Additional compensation for extra-curricular
or administrative functions

Flexibility in crediting teaching experience in
other districts or states

Flexibility in crediting job experience in
non-teaching occupations

Additional compensation for teaching in
teachers... e ...3.9%
hard-to- staff flelds

Additional compensation for National Board for
Professional Teaching Standards certification

Certification (i.e., if coming from outside the state)
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Yes, for all teachers...

Yes, but only for teachers in hlgh need areas....
NOLc it
DON"t KNOW...neiiiie vttt s e

Yes, for all teachers...

Yes, for all teachers...

Yes, for all teachers...

Yes, but only for teachers in hlgh need areas....
N O ittt e e e e e e e s
DON"t KNOW...eieie ettt e

Yes, for all

Yes, but only for teachers in high need areas....
NO L s
DON't KNOW...evieecee ettt ettt e r v aer e

Yes, for all teachers...

Yes, but only for teachers in h|gh need areas.......
N Ottt et e e e e e e e
DON"T KNOW.. ittt st es e ses e ene

Yes, for all teachers...

Yes, but only for teachers in hlgh need areas.......
N O ittt e e e e e e e e

.1.9%
10.7%
87.4%
0.0%

. e 79.4%
Yes, but only for teachers in hlgh need areas.......
NO e
DON't KNOW..ovieeieecve ettt ettt eaerer e

5.9%
14.7%
0.0%

. v 54.4%
Yes, but only for teachers in h|gh need areas....
NO ittt e e e e e e e
DON"T KNOW.. ittt er et ser s e ser e ses e ene

10.7%

..32.0%

2.9%

.. 15.5%

10.7%
69.9%
3.9%

23.3%
71.8%
1.0%

e 33.0%

0.0%
64.1%
2.9%

..23.3%

2.9%
66.0%



DON'T KNOW....cveeceecteceeeeerse et s nnsnevaeneeenes 7.8%

Induction program Yes, for all teachers... w0 59.2%
Yes, but only for teachers in hlgh need areas.......0.0%
NO ettt ettt st snnese e e senseenneneen 3 7.9 9B
DON"t KNOW...ueiiieeveeiece s 2.9%

Mentoring Yes, for all teachers... e 82.5%
Yes, but only for teachers in hlgh need areas.......3.9%
NO sttt sttt ens e ens v e enneseneennes 1 1.7
DON"t KNOW....viieiriiecireiire et seeisnene e 1.9%

Professional development (i.e., in addition to what Yes, for all teachers... e 70.9%
is already offered to current teachers) Yes, but only for teachers in h|gh need areas.,....1.9%
NO st s seeneenene . 20.2%0
DON't KNOW...cvriirrierrcererciesee e nereesercveseneneseeene e 1.0%

Subsidized college tuition Yes, for all teachers... e 32.0%
Yes, but only for teachers in hlgh need areas.......5.8%
NO.ccovenes ...61.2%
DoN"t KNOW....ceveieirenciie v 1.0%

Housing assistance Yes, for all teachers... e 1.9%
Yes, but only for teachers in h|gh need areas.......1.9%
NO Lttt s es s sneresssresnssneene e 90.1%
DON"t KNOW....ceereceiecirciirece e e senevee e 0.0%

Forgiveness of student loan(s) funded by the district Yes, for all teachers... e 7.8%
Yes, but only for teachers in hlgh need areas.......l.O%
NO sttt st sttt st s s e ser e s s e senseennene . 9 1.3%
DON"t KNOW. ...t evine e 0.0%

Finders’ fee to existing staff for new teacher referrals Yes, for all teachers... e 1.0%
Yes, but only for teachers in hlgh need areas.......0.0%
NO ettt et se e s e snnnneennene e 9 8. 1%
DON"t KNOW...uevviieveierie s 1.0%

Relocation assistance Yes, for all teachers... reeereennenn 1.0%
Yes, but only for teachers in h|gh need areas.......5.8%
NO ettt s er s e sesresre s nnnerennene s 9 1.3%
DON't KNOW.....uoceecteeteeeeerieriee e v e evserenenene. 1.9%

Other Yes, for all teachers... e 1.0%
Yes, but only for teachers in hlgh need areas.......l.O%
NO .ttt ettt s sre s anr s ses e e e . 80,4 %
DoN"t KNOW....coveeieivieiciieccice e 11.7%

Q8: To what extent does each of the following district factors challenge your district’s efforts to recruit
teachers? NOTE: If a particular factor does not apply to your district—e.g., you district is not located in a
remote/rural location—please select “N/A” for “Not applicable.”

Teacher salary Very challenging.......cceeeeevveveveeceieincreecesie . 34.0%
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Teacher benefits package

Nonrenewable teaching contracts

District’s location near other districts or states
offering more competitive teacher
compensation packages

District’s remote/rural location

District’s high cost of living

District’s history of low student

performance

Other
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Somewhat challenging.........cccccoviviinnincnnnenn.29.1%
Minimally challenging... .
Not at all challenging.......c.ccoceveevevieineee e

DON"t KNOW...oieviieireeeeiirecie sttt eeise s seeineeees L
Not applicable.......oeveveeceiiireccciiinecrecce e 00

Very challenging.......cceeevvevevrceceinineciesiesennnnennn 12.6%
Somewhat challenging.......ccccoevenicenincneennee.30.1%
Minimally challenging........ccooccevvvvvcnvercvnncennn.27.2%
Not at all challenging.......ccccooceveeeiinivii v 29.1%
DON"t KNOW....viivieiiisiriie e s seee v 1.0%
Not applicable......ccouvevececie e, 0.0%

Very challenging.......cccveeeevvevvvrveeinineeesesennenenennn 1.0%
Somewhat challenging.......cccocovevnininnnccc . 9.7%
Minimally challenging.......ccccceoevcvivenniiniinnnnn. 17.5%
Not at all challenging.......cccccoevevvvvevccecie e 42.7%
DON"t KNOW...oviveiiireeesieinece sttt s seenene . 5.8 %
Not applicable.......oeveveeeierrccirrirece e 23.3%

Very challenging.......cccveeevvevevrveenineneice e 23.3%
Somewhat challenging.........cccociniinniinc .. 37.9%
Minimally challenging........ccccoveecvvecrneencecnnenen.21.4%
Not at all challenging.......c.cocevevevvvine . 14.6%
DON"t KNOW...oviieieireieieinece et seeissaeeseienene. 1.9%
Not applicable.....uevivevcevercceiirecce e 1.0%

Very challenging.......ccuvvvvccecnincnciecie s 22.3%
Somewhat challenging.......cccccoonviinincc . 29.1%
Minimally challenging.......cccoceoeveineeenicinecnnnnne. 15.5%
Not at all challenging.......cccceoevevecvvvivccecceenn.. 18.4%
DON"t KNOW...ovievieiiesiciie st sese v 1.0%
Not applicable......cccveeveceicienircnircrecece . 13.6%

Very challenging.......cccvvvevievveccvininecce e e senneeennnnn 1.9%
Somewhat challenging........cccccvvevercneccneenne.. 10.7%
Minimally challenging......cccceveveeivecniinicennnn. 21.4%
Not at all challenging.......c.cccceveevevirvvece v, 57.3%
DON"t KNOW...oveienieiree ettt sseisnseesenieneen . 2.9%
Not applicable.......ceveiceverecceeeeece . 5.8%

Very challenging......ccvevevvevcevevercenveene e seneneenen4.9%
Somewhat challenging.
Minimally challenging...
Not at all challenging....
Don’t Know................
Not applicable.......oeveveeceieeeeeiirrece e el B0

Very challenging.........
Somewhat challenging..
Minimally challenging...
Not at all challenging.... .
DON"t KNOW...oeiviieireeeieirecie e s O




Not applicable.......ocoveinivninrcerreee. 76.7%

Q9: In the past three years, what has been your district’'s most common strategy for addressing unfilled teacher
vacancies?

INCIEASE ClASS SIZES...ciiueitecieceetietiet e e steste st et et et ass e steste st seses et aesersaaeste et sensessasaessrsensate et sessssssssnssssarsssesteseesesnsessesnnenneess 0. 800
Assign a teacher to teach out-of-field/outside their area of

JI MG U .ttt ettt et e ettt cb e s ea et b sea et che sea et ea s2s et 4 et £t eb s et et sen et ehe st s sen et et et eeebenennreatenennes 230 3D
Hire long-term

SUDSTITUTES ...ttt et et st s et st et st s e e st et e et ses e e saes e etenensneenesentesenesneneeasenensneanesenennene - 0.8 %0
Hire day-to-day/short-term

SUBSTIEULES ..ttt et st et b s et e st ses b e et et b et e et s bt eae st s e st et s e erennenene s D O IO
Don’t

KINMOW ...ttt ettt et e et e e eh st s s bt et et st b st ebe st s ene senseneneses s ene sensenenesesenenesnennenenesees s 2. O T
(0 1 =T PO RUTRSPRRRRPRR: - 37 &

Q10: What involvement do district central office staff have in teacher hiring decisions?

TOtAl INVOIVEMENT ... ettt ettt et st st st e eb et se e sae st sasesses et sesassansasestesesenssssessssessasesseseesesssnsessesens 300 10
MOdErate INVOIVEMENT.......cvieiieie ettt ettt er s s e st st sae e s s s tebarssreste st st snssssssssssansssestesssnsssssnsanseneeses 20,200
Litt]e tO NO INVOIVEMENT ... .ottt ettt et st st e e b s e ase st sresessessessesassaseasesnessesensensssnssassassasesne s 30 1 T0
(0 1 =T O T TR RUPPPRPRRTTRRPRS I 1 o1

Q11: Which of the following are required as part of the teacher application process?

Written or online application Y @S uiieiie vt reeeeieranr e sre v seseriesass e snssresresneseneens 2. 2%
1o TP SRSRUPTPPURUPTUPRPRRPRRRY A I

Resume Y Sttt et e e ennne e sne e e 92,200
i 7.8%

Certification exam scores YES ittt ee e e sresneesersersessse e eresnesnennnen e 81T %
NO it st srr e e e D 8. 3%

College grade point average (GPA) YEStiieteirirecesetier e s srerse v erssssresnvssnanesnenen e 49.5%
NO ittt ettt et st ste e ee e essaesaeree e 0.5 %

Writing sample YESiiiiiiinece ettt senenene . 13,690
NO Lttt e . 80,4 %

Teaching portfolio Y Sttt sttt et st s s e 0. B0
NO ettt rerteireser et ser e sere e senens e senenseneseeensenenee e 9. 2%

Proof of certification | =TT SUTRTRUPPRURRPRRRRPRPRRIRN - Lo /3
NO ettt ettt e e v snesraesne e sesnne e e s 6.9 %

References/recommendations R =SOSR TRUUPRTRRRRRRRRRN © Lo 00
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Demonstration lesson or other performance activity
with adults

Demonstration lesson or other performance activity
with students

Interviews with a hiring/selection committee
Interviews with hiring principal(s) (i.e., separate
from committee)

Interviews with district staff (i.e., separate from
committee)

Written/online personality test (e.g., Myers Briggs)

Don’t know or varies by principal

Other

NO ittt e e esr e aesseen e nee e . 6.9 %0

D =SOSR PR URRPPRRPRRPRI. 8 -
NO ettt ere e esernessaessennnnenenn 94, 2%

R USROS RPRURRRRRPR: 70 o
NO st st svasre e st sre e nsenaenenn e 8 1. 4%

Y Sttt ettt e e e snesne 0. 80,000
NO .ttt ste e se e e sresseereessaesseneennes L9.4 %6

R ST STTPRURSRRPRRPRIRN o 1o 1 0 7
NO ittt e snssvesrese e snneens 39.0%

Y S ittt s e e esenssnenennee e e . 29, 1%
NO ettt st se e s eesaesees e snenennes 0.9

Y Sttt et e et et e e e een e eaes D
N ittt e e s s e

Y ES.uiiitece e eeererreresennesreeteseeesssaessessnnesnessesnesnnenns 1.0 %0
NO ittt st st ssreeresseree s sne e nneen s 99.0%

Y S ittt e s ssraes e e e snesneeneenn s . 9T
1o TSP RSUUSRUPPTRPRUPRIRRPRRRN < 1o T8 &

Q12: To what extent does the district consider each of the following factors when hiring teachers?

College grade point average, or GPA

Quality of teaching portfolio

Teaching experience

Whether candidate has an advanced degree

References/recommendations
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To a great extent.......ccceveevevevenvcceineienecce s 9.5%
SOMEWNAL ... 49.2%
MiINIMally....cveieeeeeeee e s 36.5%
Not at all

To a great extent....cceevevevevvvenccvinincneeennnnn. 11.1%
Somewhat.......coccivinncincernce e 36.5%
MINIMaAllY ... 25.4%
Not at @l . 27.0%

To a great extent......ccovevvvvceccierinssvesnnne e eneee. 50.8%
Somewhat......... ...34.9%
Minimally
NOt At @l s

To a great extent.......cccceeevvvvieevnicinncnccnecnennne.. 14.3%
Somewhat.....cccceivevcineciscnecer e . 50.8%
MinIMally....coooreiie e 27.0%
NOt at Al 7.9%

To a great extent.......cccceeevvvervecnicinecnccineeeeennne..62.9%
Somewhat......ccoivviviiccrinnesie . 33.9%
MiINIMAlY ..o 3.2 70
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Certification in subject area to be taught

Performance in teaching sample lesson

Instructional practices align with district’s

teaching standards

Subject matter knowledge demonstrated
in the interview

Data analysis skills demonstrated in the

interview

Professional/career goals

Contribution to workforce diversity

Cultural sensitivity

Leadership experience

Willingness to serve on committees

Willingness to manage school-based
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Not at all..ccoeeeeeeeee e e 0.0%
To a great extent......ccovevvvvvevececcivenceeene . 91.9%
SOMEWhaAL.....cctierece e e 3.2%
MiINIMallY ... 1.O%
Not at allccece e . 3.2%

To a great extent.......cccceeeeverice v 22.9%
Somewhat.....ceivevcinecncneceece 0. 29.2%
MiNIMally...ccooreiie e 16.7%
NOt @t @l s s 31.3%

To a great extent.......ccccevvvvveniviecvennnnesenneene. 33.3%
Somewhat.......cocivcricincennece e 39.6%
MiINIMallY .o, 20.8%
Not at all.cccoveeevcirece e . 6.3%

To a great extent......ccovevvvvinivecieivinenie e v .68.8%
SomeWhat......ccocveieeecece e 27.1%
MiINIMallY .o 6.2%
Not at @l e 0.0%

To a great extent.......cceveeceeevicieincvecnee e 29.2%
SOMEWHAL....viecrierce e e 39.6 %
MiNIMally....cveeeeeee e 25.0%
NOt At all.ccveeeceeiee e s .0.3%

To a great extent.......cceeevccrevccrvcinecnncinee .. 20.8%
Somewhat......covvvinernevne . 45.8%
MiNIMallY ..o 29.2%
Not at all....cccvvvvicinicnisi i 4.2%

To a great extent.....ccceeevvviecivnnrvineennereeeene . 16.7%
Somewhat......... ...43.8%
MiINIMallY...coo o e 27.1%
Not at @l . 12.5%

To a great extent......ccoevee e vcevveevvveieccieccennnnnn. 33.3%
SOMEWhAL....cviiierieee et s 33.3%
MinIMally....oveeeeeeee e e 27.1%
Not at all.....cccceveieireicee e e 0.3%

To a great extent.. ..
SOMEWHNAL ...ttt e

MiINIMallY ... 29.2%
Not at @l 2.1%

To a great extent.......ccceee i 16.7%
Somewhat......coivvivnicrinenie e . 43.8%
Minimally.... ...35.4%
Notat all....cccvvvvniininccnccncn . 4.2%

To a great extent......ccccevvvvvieccensnneee e, 18.8%



extracurricular activities (e.g., sports teams,
debate team, etc.)

Selectivity of teacher preparation or

alternative certification program

Score on telephone screening

Timed submission of required documents

Ability to navigate the interview process

Other

Somewhat.......cccovirivecve e, 50.0%
Minimally... ..22.9%
Not at @l 8.3%

To a great extent.....ccoceeveveecevvecvinicccceeccennennnn . 14.6%
SOMEWNAL....cvivieeieee e e e 8 7.9%
MiINIMallY .o 29.2%
Not at all......ccceeieireicecce e e e 8.3%

To a great extent......ccceeveeeevcrceinecneecece e 8.3%
SOMEWNAL....vieiiererie e 8.3 70
MiNIMally...coooreiie e s 14.6%
NOt @t @l e s . 8.8 %

To a great extent.....ccveevveivccinscinciencnneeenenn. 33.3%
SomeWhat.....ccoevvneveincnecre e . 45.8%
MiNIMallY..cceeee e e, 14.6%
Notatall....ccovevvcccivienicre v . 6.3%

To a great extent......cccoveevvvierervnnnne e eeveeceennen . 35.4%
Somewhat......ccccveieececie e e 45.8%
MiINIMaAlY .0 16.7%
Not at @l . 2.1%

Toagreat extent....ccoveceeeveevvneciveciesneene e 2.1%
SOMEWhAL....ciitieriecece et 2. 1%
MinNiMally....cveieeeee e, 0.3%
Not at all....oceceieeecececececcee e 00000, 89.6%

Q13: During the hiring process, to what extent does your district have a sufficient pool of applicants for open

teaching positions?

The size of our applicant pool significantly varies depending on the type of position........cccccveveninrcencieieenn . 44.7%
We have an excessive number of applicants for most POSItIONS........ccovuriveriineiierennece s s e 0.8%
We have a desirable number of applicants for Most POSItIONS.........ccoueevreeiniceeneecneecreecreecree s sevenenenen. 19.4%
28.2%

Our applicant pool is too sMall fOr MOSt POSITIONS.....cceveeeieeierire ettt st e r e e e et st sees s benasnens
ORIl et e st e

Q14: To what extent is it difficult for your district to fill positions for each of the following types of teachers?
NOTE: If your district does not hire or offer positions for particular type(s) of teachers, select “N/A” below.

Special education teachers

Teachers of English Language Learners (ELLs)
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Very difficult........
Somewhat difficult.
Minimally difficult..
Not at all difficult....
Not applicable.......ccveeeececceveeeccsreveece e L

Very difficult......oeceiececrecssrce e, 28.2%
Somewhat difficult.......ccccoeivervieiniiniinc . 28.2%
Minimally difficult.........cccoveervicnncrncrncne.22.3%



Not at all difficult......cccoeeveveececiieieeece 0. 6.8 %
Not applicable......ucviieeieceece e e

Pre-K/Kindergarten teachers Very difficult....ccccevieiceceiececnece e 1.9%
Somewhat difficult.......cccooeeveeinieieicecie e, 11.7%
Minimally difficult.......ccccocevvininirccece . 35.0%
Not at all difficult.......cccceeveeeveecccieieicece e 47.6%
Not applicable......cccccveivieivicecieie e 3.9%

High school math teachers Very difficult.....cccvivivicece . 40.8%
Somewhat difficult........ccccceevivieeecice . 34.0%
Minimally difficult.......ccccoveevenineee . 8.7%
Not at all difficult.......cccceeeerive v 4.9%
Not applicable.......cooeoevrniieiniinecrccneerene. 11.7%

High school science teachers Very difficult......ccooeveinnnincnnceveeee e 41.7%
Somewhat difficult.......c.ccoceevenivenivencininennn. 32.0%
Minimally difficult........ccccoveivinniinii . 9.7%
Not at all difficult......coevernerccrcrrceneenee.4.9%
Not applicable.......cccoevevvveircciinnccnecrecnnn. 11.7%

Middle school math teachers Very difficult.....cceeenccnccrccncieecenee. 29.1%
Somewhat difficult.......ccccoeveenivninninicnnn 43.7%
Minimally difficult........cccooccvoivcivniinicrne . 21.4%
Not at all difficult.....cccocovircniiiciiniiccnieen . 4.9%
Not applicable.......c.coooevvceevenricennecrnecrrecnerene. 1.0%

Middle school science teachers Very difficult. ...
Somewhat difficult......ccooccveveiniiincrincee,
Minimally difficult........c.coovevenenniie e,
Not at all difficult... »
Not applicable.......couiceveericecreriice e 1

Elementary school teachers Very difficult.....ccoce v 1
Somewhat difficult....
Minimally difficult..
Not at all difficult... .
Not applicable......cccceininineicecce e 1

Music/art teachers Very difficult.....cccveveeveiceie 0. 19.4%
Somewhat difficult.......cccooeveieiiicieiceiie . 28.2%
Minimally difficult.......ccccovenininicee 0. 22.3%
Not at all difficult.......cccceevevevecccieieeee 0. 23.3%
Not applicable......ccoveiveniceiie e .. 6.8%

Foreign language teachers Very difficult....cccccoeveieeienececc e, 37.9%
Somewhat difficult.......cccooeeveeeinieicccecie e 27.2%
Minimally difficult.......ccccocevinnciiceieviren. 16.5%
Not at all difficult.......ccoevevcnveiiiniiniicinin . 8.7%
Not applicable.....cccoeieiniriceccece 000 9.7%

Career and technical education teachers Very difficult.....ccovivececeecece . 25.2%
Somewhat difficult.......ccccoevvviennicnciiiicnnnn. 25.2%
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Minimally difficult........ccoeoevinicenniii . 19.4%
Not at all difficult.... ...9.7%
Not applicable.......cceeeveeceiieserceenireireeee 0. 20.4%

Reading specialists Very difficult.....ccoveeeeieeie 000000 9.7%
Somewhat difficult.......ccccovervencnicencriiencnin.20.4%
Minimally difficult......ccccovvevivecie i 37.9%
Not at all difficult.......cccooeeveecerieieieecce . 22.3%
Not applicable......ccoeivevvceiievircceinineireeee . 9.7%

Teachers of color Very difficulte....ccocceineceececeie e 42.7%
Somewhat difficult.........cccccovivivrivciece ... 16.5%
Minimally difficult.......cccoeininiciieiirrciccn. 22.3%
Not at all difficult.......cccoeeeveveeccieieeee e 7.8%
Not applicable.....ccocceivininicice i 10.7%

Male teachers Very difficult.......cceveicecccieceneccenenice 0. 9.7%
Somewhat difficult.......ccoccoviievniininiini . 39.8%
Minimally difficult........ccoccvevivevvcrnecinecne. 30.1%
Not at all difficult.......ccccceovieinirniiicrcinceene. 15.5%
Not applicable.......cccvrnercncneesccrrccecceneen.4.9%

Teachers with experience working in low-performing Very difficult.....coenecnnecnnecrnecnnecninecnene. 10.7%
schools Somewhat difficult.........cccevvrvcivniiniiinieen.32.0%
Minimally difficult.........cccveevvevnncrcncnen.23.3%
Not at all difficult.......ccceeviceriviiniviniiinicnn. 15.5%
Not applicable.......cccovevncrncnirenirerice . 18.4%

Other teaching staff Very difficult......c.coveeeniccnenirne e, 1.0%
Somewhat difficult........ccooeveveniriveniiveninninenn.. 19.4%
Minimally difficult........cccoveeonniinii . 12.6%
Not at all difficult......ccoverievicrciriciriee . 9.7%
Not applicable.......ccoevevininenniciiee v 57.3%

Q15: When a teacher begins teaching in this district, does he/she participate in a district-sponsored formal
induction program?

Yes, all teachers NEW 0 the iSTrCt.......cvi ittt st et s sr s eer b e sre st sbesassnssensersessesnnesnesnesneennens 03,09
Yes, but only for first-time teachers. ..11.5%

...19.8%
e 5.2%

Q16 (If teachers participate in a district-sponsored formal orientation program): Which of the following, if
anything, are part of the new teacher induction program?

Assigned a mentor teacher YOS ettt n 8 1. DT0
NO ittt

Receive instructional coaching VS iirtiieriineieseerie s evess v ssssss v ssssenssesnssssanssnsnsene s 02.5%
NO ettt ettt e e e e e seeneeseseseeees 3 7.0 %0
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Receive additional principal observations YOS it en . 05.3%
..34.7%

Attend regularly scheduled meetings with the principal YES o rtvieseiienerineneree s e ser e serenesenenesesenesesenesenenenenenes 00.0%
NO ..t e e s eneeeenn s D0.0%

Have a reduced teaching load R = OO RUTUPRRRRPT N -1 7
NO ettt st sssreersersaes e e . 9.4 %

Receive classroom assistance Y Sttt ettt st sre e ereeraeseseeesnesnesnesneenns 1 3.9%0
...86.1%

Receive professional development targeted specifically Y S it rireeeerinrere e ee st s erterass e s sre st e e nn e s 00. 7%
to new teachers NO ettt s ees e s 33,300

Participate in a residency year Y S ittt s e e er e e eeene e e e ennens L. 3. 9%
NO Lottt 80. 1%

Co-teach Y S ettt et et s et r s e e et st sre s enneraens 2. 800
NO ittt e sresernnnne e e e D 7. 20

Participate in district’s new teacher R =TRSO ROPPRVRUPRRRTRRRRPI - o o b/
orientation program NO ittt st st rese e eeavessseenenees L. 3.9%0

Receive a new teacher handbook R =T O STT RO RURRSPRRPRRY . 3 o
NO vttt seer e et sree v s e s sesnenssesnneaneens D 1. A%

Other YOS it it ce st reerier e eeere st ses e s s seseseesessesnesnenenenners L ATB
NO ettt et cer et sen e nesr e neen e D 8.6 %

Q16 (If teachers receive instructional coaching): How frequently do new teachers in your district receive
instructional coaching?

ONICE @ WEEK .. v ceecee ettt ettt steeteste s rea et et tes s sae st st sessesaessestesasareaas et stesssnessessessrsarssnsstestessssssessnssnsassaessestesessesnsnnenes D0 7 0D
TWICE @ MONTN ..ottt s s et sttt et sttt ses et st ses b ess st sessresbessssesasessssesasesessesasessssessssasesess L 1 0@ TD
ONCE @ MONTN...etictict ettt st st s et s s e ste st ses seseses s arserease st sessesssssessesassareasestessesssssnsessnsarsaresseasessensens 200 700
DN @ SEIMBSTEN et cueieeetietiet e rte st eteeteee et et et e e e st ebestesaeas st aesbesea st sbe sbeetesrs et aessessenssnnss saestessesnssssansaessenassssessesssrenes 30,000
[ 1 1= PO U OO SPUPUSRRPRRPRPRRRRRY . 3 b1
DION T KNMOW....cuiittite ittt ettt e ete et ettt et et s sasste et st sessestes s arssas et et st sssnsssessesarsarseaeas st sssnsnsessesarsansaresressesssnsnsessesarsssens S0 D00

Q16 (If teachers participate in a new teacher orientation program): For how many hours or days do teachers
participate in the district’s orientation program?

ONE 1O FOUI NOUIS ...ttt ettt st ea et et es s saeste st s esaestesaesarsareate st ssssssnssesassassseasessesssnsssessesassassaseasessens LO.1TD
FIVE 10 QIZNT NOUIS .ttt s ettt s st st s s et et s eae et st ses seses s besssaneass st seesensnssssssensenes 2D 80
TWO GAYS vttt ettt ettt st et e e eb e b b e eb s et ebe ses et s e et e et st et ses bt eu sen et en sessesene et essneatenensesanesenseenesenseneesns 1. 2.9 %0
TNIEE 10 FIVE GAYS . uitieeieciiet ettt sttt s et e st b s ettt st ses et st s b st st ses s st snssesasssnssasensesenssssessessssesasesnsssnsesnns 22,000
More than five days. ..17.7%
DON"T KNMOW ettt ittt sttt st s s e et ebe s e s i s eh st eae seseue seseae sessre seseu seseue sessne sessnesessn sessn sensn sessnesesenesenens B0 8T
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Q17: Does your district provide any supports geared specifically towards inducting teachers of color?

Y S ettt et st et et e ettt e ettt ea e et eeea e St 4ea e eae£ek e ehe 4ok e ehe ek ben ebeSsben et eaeen e Sue4es e saeaes e ere et en ehe et e e en

No....

DION’T KNMOW....teteeeieeietiet it et eeete et e ea et aes et e eae et st sasesaesbes et aaseae st ete stessssesbesbesarsare et et st nsssensessesssas et et seesernssnesans

e 3.9%
e 80.3%
cveneennnnnnn 15.8%

Q18: To your knowledge, which of the following are the most common reasons why teachers leave your district?

Retirement Y S ettt et sne e enes 1 0.7 00
NO ettt st er s sre st sresnenneneeens 23,390

Transfer to another district Y Sttt ettt et st en e e snesneeeee D 7. 300
NO ettt et e serreeenesnvenne e e 2. T %

Reduction in force Y @S cuectecreceeeerierier e ee e eveseeesnessesssssssneeresnesnennnnens L4 O%
NO ittt e ser e e a0 8. 4%

Change of career Y S i cterereeierinr et er s e are s sresne e nssessnsenes Do 1 00
NO ettt seernaeraessesnee e e 90.3%

Personal reasons R =TTV UPUUUSTUPTUPPRRPRRSRRRRR: Jo 3 0 b/
NO ittt s e en e e ene . 05.0%

Transfer out of state Y S tirtiienieieeee st eree s eres et ssn b sss s st snssesenssssnsenes 1 3.0
NO ittt e e s e ene e 0. 8 0.4

Dismissal/involuntary termination YOS ettt st e s e s s e e neneens 3. 900
NO ettt sttt sttt ser e s s e s e s e e ennnesenene o0 90, 1%

Pay scale YES st st sttt e ser e sev e s s e s sen e sen e sen e 20,290
NO .o £ 3.8%0

Working conditions YOS it ee e seererier e e se st sresnssnsesaerenesnesnesnesnenennnnenss .99
NO ittt st e s er s aer e e e 9D, 1%

. 5.8%

Resigned in lieu of termination
....94.2%

Other Y S i iteviieeetinrine e st seeseeessesensanessesnesresnssensensenenns 6. 9%
....95.1%

...1.0%
....99.0%

Don’t know Yes....

Q19: Among the following what was the most common reason why teachers were dismissed or did not have
their contracts renewed this past school year (2014-2015)?

Layoffs due to school closing YOS ittt et s es e enesne e e e neneens 0.0%0
NO ettt st st s serere s e s e snsinesnsesesnseseenineennens L00.0%

Layoffs due to school mergers YES. ittt sesens e senenes 0.0%
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NO ot 100.0%

Layoffs due to reduced enrollment Y @S ceceeeereeretirr e ere e stesne e sssesass e snesveseesnennnnnnnens L. 0%
NO .ttt st sren e esraes e e e 80.0%

Other reductions in force, unrelated to reduced Y @S cuecteeeeeererierier e ee e ere e sssessesssseesressennnnnnesennene 9.0%
enrollment or school closings (e.g., budget cuts) NO sttt st evssesreresesresne e nennnnnenns 9 1.0%

Failure to meet NCLB-defined Highly Qualified Y S it ie e st sereerier e seete st s s s aereseeessesnesnenenneneers 3.090
Teacher (HQT) requirements NO .ottt sennenen: 9 7.0%

Poor performance (e.g., failed to perform professional YESiiiecieriecrrerirecte e seree e ersse e 4 1,69
duties and responsibilities, did not meet performance NO ettt s s st s s s s e D 8.4 %
expectations)

Teacher misconduct (e.g., exhibited behavior that was Y S ettt st er e see s seneeneneene . 9%
illegal, disruptive, and/or counter to standard norms NO ittt e esrereerenesneevesresnennnensns 94, 1%
of conduct; generally not related to performance)

Other Y S it cieeeeerertrr e e s st snseranresesssnesresnesnn e e s 20.0%
NO ettt ettt aerane e seraeesneessennes 75.0%

Q20: To what extent does your district have difficulty retaining, for any reason, each of the following types of
teachers? NOTE: If your district does not hire a particular type of teacher, please select “N/A—my district does
not hire this type of teacher.”

New teachers (0-3 years of experience) Very difficult......eveece i 3.4%
Somewhat difficult......c.ccceeveivivecieseiccneeeen. 23.0%
Minimally difficult.......cccooevivenciicenciciee ... 36.8%
Not at all difficult.........cccceeeievierice . 34.5%
DON"t KNOW...nviueieireneeieserie s sevieseviesevieseeneneeenes 1.1%
Not applicable.....ccoeieiricccece e 1.1%

Veteran teachers (i.e., 10+ years of teaching experience) Very difficult.....cooviinnicincncernece . 0.0%
Somewhat difficult......cccccoveevrecirnecnnecninenne. 12.6%
Minimally difficult..
Not at all difficult....
Don’t Know..........
Not applicable........cveverenecrecrecrecreenenn 2.

Special education teachers Very difficult......ccoeecnecnecrnecrecnecnsecneecne e 5.7%
Somewhat difficult....
Minimally difficult..
Not at all difficult....
Don’t Know..........
Not applicable......ccciniviniceieiircirr e 30

Teachers of English Language Learners (ELLs) Very difficult........... .
Somewhat difficult........cccocveveeieeiieiecevee e B,
Minimally difficult........cccovieieniiniiencinice .. 31.0%
Not at all difficult.......ccccevveiviviiciine 0. 20.7%
DON't KNOW.....oooveceeeeictierieeee et eriereeneeene . 5.7 %
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Pre-K/Kindergarten teachers

High school math teachers

High school science teachers

Middle school math teachers

Middle school science teachers

Music/art teachers

Foreign language teachers

Career and technical education teachers
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Not applicable......cueieeeecceee e

Very difficUlt....ceecce e
Somewhat difficult.......c.cooveeeeniriveniienie e
Minimally difficult........coooueieevnicinieince e,
Not at all difficult.......c.ooeeeneieiiiiiie e
DON’'Tt KNOW.....uoivecteeeeetietiette e et eraenaens
Not applicable.....ccueirireieie e

Very difficult......ou e
Somewhat difficult.......ccccooeeveieininiieeccece e,
Minimally difficult.......cccooveeininee s
Not at all difficult....c.cccceeeeeeeeecceceeeee e,
DON"t KNOW ..ttt sttt et s
Not applicable.......ccoeeneeineciieece e

Very difficulte.... e
Somewhat difficult......ccccceivriveeece e
Minimally difficult........coovivereeiineieiece e,
Not at all difficult.......cccoeeeeeeiieeeecece e
DON"t KNOW...ivitiieieriee ettt e er et
Not applicable.....cocueio i e

Very difficult. ...
Somewhat difficult.....c.ccoveeireeincireecre e
Minimally difficult........coocuveveniin e,
Not at all difficult.......cooeeeneieieiiirce e
DON’'T KNOW.....oeeveereeeeietierierie ettt eraen s
Not applicable......ceieireeeece e

Very difficult......o e
..23.0%
...35.6%
.33.3%
e 1.1%

Somewhat difficult.
Minimally difficult..
Not at all difficult...
Don’t Know..........

Not applicable......cuvceiieeiceecriee e

Very difficulte... e e
Somewhat difficult....
Minimally difficult........cccoveiveiieine e
Not at all difficult.......cccoeeeeeiieeeee e
DON't KNOW... ittt serene v e seeene e
Not applicable.....couviee v e

Very difficult......o e
Somewhat difficult.......ccooeeveiniciniiinie
Minimally difficult........coocvveveneincrirece
Not at all difficult......ccooeeeveneriienrecrecrcccees
DON’'T KNOW....ooeteeieceietieriet e ee e st eresaen s
Not applicable.....cueieirenieie e

Very difficult.....co e
Somewhat difficult........ccccceueiveiveieeie e

25.3%

.. 1.1%
..3.4%
29.9%
59.8%
..1.1%
..4.6%

12.6%
18.4%
31.0%
25.3%
.1.1%
11.5%

..9.2%
21.8%
29.9%
26.4%
..1.1%
11.5%

10.3%
16.1%
36.8%
34.5%
..1.1%
.. 1.1%

..5.7%

.1.1%

..5.7%

..14.9%

.29.9%
40.2%
..1.1%
...8.0%

12.6%
13.8%
.31.0%
28.7%
..1.1%
12.6%

.4.6%
21.8%



Minimally difficult.........ccoeveeeeiee . 23.0%
Not at all difficult .27.6%
DON’'t KNOW.....ocveeeeeveriereecese e s eevieveseeseseseenennns 1.1 %
Not applicable.......ccccoververcncinecvcirrcieneen.21.8%

Reading specialists Very difficult. ..o 2.3%
Somewhat difficult.........cccevvvciiiiiiiiniiiinnn.9.2%
Minimally difficult........cccccoe v, 31.0%
Not at all difficult......ccccocevricvivnvniiiinniinenn.41.4%
DON't KNOW ..ot 3.4%
Not applicable.......covevncrncininenrecrrecnnen. 12.6%

Teachers of color Very difficult. ..., 8.0%
Somewhat difficult.......cccccoerniininiciciinicn . 11.5%
Minimally difficult.....c.ccoecenireninncrire . 28.7%
Not at all difficult......ccccoevvveeirivenirenire . 33.3%
DON"t KNOW....veiriciiecieeireete e 8.0%
Not applicable......ccocvivicerinricesrccinececeriee . 10.3%

Male teachers Very difficult.....oeveveieencciecrenecennesce 000 2.3%
Somewhat difficult......ccccccvevenncinncincne . 17.2%
Minimally difficult........ccoccvevvevvcirecne . 32.2%
Not at all difficult.......ccccceovveinirncniiincn . 43.7%
DON't KNOW...cvercecte ettt s eevierennenn. 2.3%
Not applicable......cviveveiveiievrrciininecce e 2.3%

Teachers in low-performing Very difficulte....c e 4.6 %
schools Somewhat difficult.......cccccevvrviceiiecerecieneee . 6.9%
Minimally difficult.........ccccveevecnnecrnecrncnne.23.0%
Not at all difficult.........ccceveiniinniinnie .. 36.8%
DON't KNOW...oveeetecreeteeeetieeie et erinene . 12.6%
Not applicable......cccoeivenicecieirccccvinirecce . 16.1%

Other teaching staff Very difficult.....cceevvce s, 0.0%
Somewhat difficult......cccocvveveivenecccinniiceeee . 2.3%
Minimally difficult.......ccccoeeevinciinincieninicenen. 3.4%
Not at all difficult.......cccoeviiivircii . 3.4%
DON't KNOW...eecvecveecierierece e ceeeerereer e e e 20.7%
Not applicable..

Q21: On a scale of 1-5, where "1" is low teacher retention and "5" is high teacher retention, how would you
characterize the teacher retention rate in your district?

High.............
Medium-high
Medium......
Medium-low..
LOW et ittt et st et e st et e sttt e she et s she et ea sae et bea e eae4ea e aue 4ok ea Sae ek en She 4bten ea eae4en e eae4en e eaeteses saeeebees e eaeeebaen sheeebaen sheeees

..32.0%
..46.0%
...15.0%
...4.0%
...3.0%

Q22: To what extent is the teacher retention rate a concern in your district?

39 Center for American Progress | To Attract Great Teachers, School Districts Must Improve Their Human Capital Systems



1Y/ o] g olo T o Yol =1 o 1A OO OO SRS ERR RS RPRSRRTRRRRPRRRN = N O b/
Somewhat of a concern .
VI O COMCEIN .ttt ettt et e st e e et st et ene e et es e e see s4e st eueareeesesbes esenes ses sbe eueaaeersaessesbes an et oo ses st sbesreeeensereeessaneanen

NOT @ CONCEIN ..ttt ettt ettt st st ste st es et et et e e e st etesaesressaesaessassennssnsessessesnesrssssarssessssssnsssssessesssessesseesansaneenes 20,000
OB ettt ettt s st st e e a et et eae b et ses s et tes s eae et ete sesesesbesasereare et see e sesbentesareaseasessessssssessesaeseaseass Lo OTD

Q23: How many K-12 certified teaching staff were employed by your district at the start of the 2014-15 school
year? NOTE: Please provide HEAD COUNTS, not FTEs (full-time equivalents). Also, if you do not know or the data
are unavailable, please type “DK” (Don’t know) or “ND” (No data) in the box.

IVIBN ..ttt et e ettt ettt e et e et sae st e eee b es ea e e she ek eue ettt es s en e ea nee ebe aueaueee et aessentesaensen e ntessnteseessesenseessesssersensen D ] L
SEO. DBV .ttt ettt ettt eeete e te st e s et et s ae et et st e s es st aasete et st et aenbesbes st ereeteete st nsanentesaesasseneatestesssssesaesesaressesesnennersnnss P OO
IVI@X ettt cte ettt et eette e eae st tete e tea e eaeeeaaee eaesesaes ete st bentesesaenna easaennen eaesesae eaesesaeeete sesbentesrssenntesrsaenneeerssesseeetesestenssessssnnenseseenrens D, 038
INO At ettt ettt st st st e et et et e ea st saa ses s ek ettt eaeehe st st seses s aesareene et stessnsenstesansaneeseeseseesenssnsenseses 300
DON’T KNOW ...t ittt e et se et et et s e sae st st seses et s eaesre st saesesssssesaesensans st stesssssssestesassasessestesssssssessssarseseassssessesessensssnnsensdh O

Q24: For the 2014-15 school year, how many K-12 certified teaching staff were newly hired by this district for
grades K-12 and comparable ungraded levels? NOTES: “Comparable ungraded levels” refers to schools that
classify students by an alternative means other than particular grade levels. “Newly hired” teachers are teachers
not employed in this district last school year (2013-14) as teachers. Please provide HEAD COUNTS, not FTEs (full-
time equivalent). If NONE, write “0” in the space provided. If you do not know or the data are unavailable,
please type “DK” (Do not know) or “ND” (No data) in the box.

IVLRAN .. et ettt ettt sttt st et s et e et b e she b ea sae s ea she et tea e 4t 4ea e eae e ek ee she e ehea She St s e et esben e enetes it saeaenaeeeteaesbeeeteentbennteens 2D
SO DIBV.utitiece ettt ettt e s et e s s et s e e et e4e ses s s st e et er 4o S4e neses ek et £t eRe et e4e e sesbes et eueeRe et et sennes st teeeneanessnnsenseraesasaesses D ]
IML@X . ettt ettt ettt e e st e e et te e st et e sae ettt et eestes et seten e aaeten e aaeaes e eaeaesbeetesestenteseesssensseansaensesssasnresseesrnnssessrennnesreeseenses s FE0)
[N o T I - 1S PO T O R U PTUSTSRRTPSTRPR)
DION T KNMOW. ...t ite ittt ettt et et st et et et et saeeaeebeste s sabessesarsaseate st sbsseasessessessrseree st sssnsssessesansansasestessensnnsssessesassansasessesenssssesses L

Q25: Approximately how many K-12 certified teaching staff left the district FOR ANY REASON (e.g., dismissed,
retired, moved away, etc.) over the course of the 2014-15 school year? NOTE: If NONE, please write “0” in the
space provided. If you do not know or the data are unavailable, please type “DF” (Don’t know) or “ND” (No
data) in the box.

IVIB@N .. ettt et st et ettt ettt e et st st sue sae et e ee et es ea e e she ek eueaue et es ek esen e nee b she eue et aestes s bessenen nee et st ebeeneaneassaessensensessensenses LO
Std. Dev...

No data.......
DION"T KNMOW....ui it st ettt st ce e ste sttt et et et e ste st sesses es es s eassueete ses sessesses s ersare et e aessessesseseeaae et sbe aes ensassessessrsane et sensensnssessesens

Q26: Of the K-12 certified teaching staff who left the district this past school year (i.e., 2014-15), approximately
how many were DISMISSED or did not have their contracts renewed for any reason? NOTE: If NONE, please
write “0” in the space provided. If you do not know or the data are unavailable, please type “DF” (Don’t know)
or “ND” (No data) in the box.

IVLBAN .. oottt ettt sttt ettt et e e sttt e sae e b e sae et es she et ten sa eae4ea e eae 4ok e Sae e b ea She 4ot 4en ehe4e4en e eae4en e aaetea e eaeeeses ete et en et arnten e aneeen D

40 Center for American Progress |



R e R 0T OO RUP T SRRRRUTSPRRRT -

IMI@X . 11t tettet et st ste et et et et et e e sae et sueaae et e st es e e et eheaReeue e e ek aes s eaeR e ee eheaueeae e s et senen e et ebeaneeneersaesaessennesntesressessearenserserssneessens DO
NO AL ettt ettt et cte st et b e b et sreeteebesbe e easesbeb s eassae et et sbssanesbesbessesareate et sressnsanesterassarsanseteetessessssnnessessrsessrearessD)
DION T KNMOW....cutiuecte st st et ettt e ste st st seses et st eresteste st st sesses et eesasesasate et st sesses et sesseseasaee et stn sensssssssessesansersasessesessssssnsessnsarsnseae ]

Q27: Does your district offer teacher tenure?

R OO T OO TP U R P TP TRURTRPTRPRUPRPRRRPRPRNY o1 - B 1/
1o TP SSRSRRP T RPRRRURRPTSRRPRRSTRPRR: X1 B A

Q28: Of the K-12 certified teaching staff who left the district for any reason this past school year, how many
were denied tenure? NOTE: If NONE, please write “0” in the space provided. If you do not know or the data are
unavailable, please type “DF” (Don’t know) or “ND” (No data) in the box.

IVLBAN ..ttt ettt ettt ettt ettt st et e st e bt sae e ea e sae e eb e ehe e ehtea ehe Sesea eh Sstea et Seten e Saefen e Sae4en e eae£es e ehe ek e ehedes e ereaes e eheeet e ebeans
SEO. DBV .ttt et et st et et ettt sae st st st es et tes e ereate et sa e et et aee e eae a4 S4e eee neneses 4ot £aseueeeeeEe See eeeenAes Aot as et e e eee nenen st aeeeeeneare et enen
IML@X . 11ttt tet et et ste et ettt et e e se st sue et et es et es e e et She eRe e ane e 4 es ek eaeR e e4 eheeueeae e ee et ses en e et ek eseeneeretessessen et st eteeneereesersesssneessens LO
INO BT, et e ettt et ettt cteeae st et e s bbbt e ete et st e seasesbessessessasebe ebe saeeasessesbesseseas et ehe sbe seeneaAesbesaesarseheebesbeneaneabesbesarseae et eresrennann
DION T KNMOW ...ttt ittt ettt ettt e ste st st st es et v as et sae et st sesesses et et ereeaeaue et stesessessassessseusaue et sen sensesssssessesareeressestesesssnsnnsessnsnssesaase ]

onN R

[N

Q29: Of the K-12 certified staff who were dismissed or did not have their contracts renewed this past school
year (i.e., 2014-15), how many had tenure in the district? NOTE: If NONE, please write “0” in the space provided.
If you do not know or the data are unavailable, please type “DF” (Don’t know) or “ND” (No data) in the box.

IVLRAN ..ttt et sttt ettt sttt st ea e sae s e she e ea e eae e estea eheSestea eh Sesten et Seden e Sae4en e Sae4en e eae£es e eue4es e eheaes e ehetes e eheeet e ereaes
SEO. DBVttt et et st et et et e et sae st st st ses e s et et eaeere et et saeeseseateseee e eae St e4e See neR eses4es 4t eueaReehe ehe eeeeaesbesdes e e eaeebe eee easentetaeeereaneeeee

S I e N S SN

Q30a: Of the K-12 certified teaching staff who were dismissed or did not have their contacts renewed this past
school year (i.e., 2014-15), how many were NOVICE teachers (i.e., teaching for less than 1 year and up to 3
years)? NOTE: If NONE, please write “0” in the space provided. If you do not know or the data are unavailable,
please type “DF” (Don’t know) or “ND” (No data) in the box.

Mean....
Std. Dev...
Min... .
IMI@X . 1.ttt et et st see et ettt et e e see eteeueeue e ees et enea e et eheaaeeus e st aen s eaea e et eheeueeaeeestessannen e et eteeneaneersaessensennssssestessesseereenesserseneesnens DO
INO At ittt ettt e st st et et ettt st st e s et es e ea ehe see seses s st et eRe ehe et st enes ek ettt et ea ebe nen nen s ettt et eneer et sense D
DON T KNMOW....cutiitite st et ettt eteste et st es et et s saesae st st sassesaes s aesesseae et st ssssesses et aesarsansase st ssssssssssnssrsssssnsasessesessesssasssrsessaseasesseses L0

ool

Q30b: Of the K-12 certified teaching staff who were dismissed or did not have their contacts renewed this past
school year (i.e., 2014-15), how many were VETERAN teachers (i.e., teaching for more than 3 years)? NOTE: If
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NONE, please write “0” in the space provided. If you do not know or the data are unavailable, please type “DF”
(Don’t know) or “ND” (No data) in the box.

BN .. ettt et ettt ettt e e st st et saeeat ettt st es s ea e e 4 et eueeae e £ es ek en e e e she eae eue et £t s besea et she she eue et es et s benen e e se ebeene
SEO. DBVttt eecte sttt ettt et et eteste st sea e s et es et easete et et eesaes ettt are e et ehe eeeeasesAet4serseaeeh et eeaeasesbes 4t euseReeb et eeennAes et eeeeeeennenberterenaen
MaX...covieeeireieenene
NO BT, cee et ettt ettt et ettt s et e sae et st e s et e b aesaeseaeeebe sessessesbes st sas et ebe ebeeesesAes bt eeseaeeh ebe sbeneaAesbes bt arseaeehe st nseneabesaesasere s
DION"T KNMOW ...ttt it ettt et eteete st et et et aes e sae et see seses es et ersere et ste sessessesbeseserease et seesessessessessreare et st nes es et aesseseasau abe sen sensessesassens

o Wnowo kR

Q31: How many teachers new to your district in 2014-15 are certified through an alternative certification
provider (e.g., Teach For America, The New Teacher Project, etc.?) NOTE: If NONE, please write “0” in the space
provided. If you do not know or the data are unavailable, please type “DF” (Don’t know) or “ND” (No data) in
the box.

IVLBAN ...ttt ettt ettt et ettt e sae et e st et et e sae et ea she et tes saees4ea e eae4ea e Sae 4ok ee She 4ok aea ehe S s ea sa 4sdea e aae4en e eaetes e eaeeesben etesestennaeeseen D)
SEO. DBVttt ettt ettt et et ste s e et st et et seses et et eeeae a4 see seses ek et et aRe et e4e st ea et ekt e ere et eeenesesben b e ane et etesnsenterantereaneenses 22
IMI@X . 11ttt e et st et et ettt et e e st st sa et ettt et es s ea e ne et she eae et e s testessen e e st st eueaneentestessensnsennensesntestesreeneessassasnsensnnensensnnensees 200
[N o F- ) - 1S TR STSUSPRPRPRR.
DONT KNMOW...tiuteitietire et ettt ettt et et see et et sts et s ses et es sas et s stsses st et sesssabe ses et eae sas s et sbssesars ssesssesesessesas sensesasesensesesssssesarsssessssss 1O

Q32: For the past school year (2014-15), what PERCENT of teachers (both part-time and full-time) in the district
this past school year (2014-15) were classified among the following racial/ethnic categories? NOTE: If you do not
know or the data are unavailable, please type “DF” (Don’t know) or “ND” (No data) in the box.

Mean Std. Dev Min. Max.

Percent Hispanic or Latino
teachers 1.8% 3.0% 0.0% 11.0%
Percent White, not of
Hispanic or Latino origin
teachers 90.3% 20.5% 2.0% 100.0%
Percent Black or African
American teachers, not of
Hispanic or Latino origin 3.4% 10.9% 0.0% 73.0%
Percent Asian teachers 0.4% 1.0% 0.0% 7.0%
Percent Native Hawaiian or
Other Pacific Islander

teachers 0.1% 0.3% 0.0% 1.0%
Percent American Indian or
Alaskan Native teachers 0.2% 1.2% 0.0% 9.0%
Percent mixed race teachers 0.5% 1.9% 0.0% 12.0%

Q33: Thinking about the teachers in this district this school year (2015-16), what is:

The average teacher salary, in dollars per year MEAN.....cirierrirereserer e ses s e ssresssae s enssa s enren s D48, 784
StA. DEV.ueeeceeceveeveereerenveneennesensensensensenseneenne . 910,091
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MINIMUM e e e 930,000

Maximum.... ...$80,000
The base salary of the LOWEST paid full-time teacher, MEAN.....cirrerriere st esress e sss s e sns s e snsesesaeeens 936,432
in dollars per year? StA. DOVt ene e sen e 96,143

MiNIMUM e s s a0 927,000
MaXiIMUM .ot ere e 960,000

The base salary of the HIGHEST paid full-time teacher, Y =TT o VOO ORRRRRRIN. - 1< W< VX
in dollars per year? StA. D@V.ecveeecerveeeree e enreeenvee v e ennne s 317,655
Minimum.... ...$32,350
MaXiMUM e.ivieiriee e eer e e e 9133,000

Q34: Does your district—or state—require teachers to meet in grade-level or subject-area teams?

[ = OO OO PSSR O SO SPSPRPRRRPRRRRY oY 1 o1/
No.... ...28.1%
Do not know... A4.2%

BRI e ettt ettt ettt e e et et b e et eb et eaeeteeheebeea s Aes bt st eas et ebe sbeen et aes bt srseae et et sansnnesbesaesareestessensenensersesareess 30 10D

Q35: Among the following, what types of professional development did your district provide or offer to teachers
this past school year (2014-15)? NOTE: For each type of professional development activity that the district
provided in 2014-2015, indicate whether teacher participation was mandatory or voluntary. If the professional
development activity was not among district-sponsored offerings, select “N/A.”

In-person workshops (e.g., district- or state-sponsored District provided: Participation mandatory........ 71.9%
training, often held onsite, that helps educators learn District provided: Participation voluntary.......... 21.9%
a skill or content area that does not extend beyond N/A: Not among offerings.......cceevevvveverevecceinnnnnnn.3.1%
one day) DON"t KNOW.....oeeiieie et 3.1%
Seminars (e.g., district- or state-sponsored training District provided: Participation mandatory........ 25.0%
that helps educators learn a skill or content area that District provided: Participation voluntary..........56.3%
extends beyond one day) N/A: Not among offerings..........cccueunee. 11.5%

DON"t KNOW ..ttt seereesvssveeennennns 7.3 %
Conferences (e.g., multiday learning experiences, District provided: Participation mandatory........ 13.5%
sponsored by the district, state, or an educational District provided: Participation voluntary..........69.8%
association, that help educators learn a new skill/ N/A: Not among offerings......cc.ccevveevvveennrnennnn. 14.6%
content area or build connections with colleagues) DON't KNOW...cvrviircirecereecicecrercnecnseenine e 2. 1%
Summer institutes/academies District provided: Participation mandatory..........5.

District provided: Participation voluntary..........
N/A: Not among offerings......c.ccccvevreescnecernenns
DON"t KNOW...cuiiie ittt et s 3

College Courses District provided: Participation mandatory..........2.1%
District provided: Participation voluntary..........37.5%
N/A: Not among offerings......cc.ceccevvnerevrnenne. 53.1%
DON"t KNOW...vivnrercreicrcieeeecneieeeennceseeeeenenees 1.3%

Professional learning communities District provided: Participation mandatory........50.0%
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Professional learning communities

Coaching/mentoring

Lesson study

Study groups

Critical friends groups

Webinars or other online learning

Opportunities to observe teaching in other schools

in the district

Opportunities to observe teaching in schools
outside the district/state

Other

District provided: Participation mandatory........ 50.0%
District provided: Participation voluntary.......... 24.0%
N/A: Not among offerings.......ccccceevveeverneennn. 24.0%
DON"t KNOW...nceieie it 2. 1%

District provided: Participation mandatory........44.8%
District provided: Participation voluntary..........35.4%
N/A: Not among offerings.......ccccceeveveiveiveeennn. 17.7%
DON't KNOW..ovveeeeeeeecrecteeeeetiereee e e ervereenenn 2. 1%

District provided: Participation mandatory.......... 7.3%
District provided: Participation voluntary.......... 39.6%
N/A: Not among offerings.......cecovcvevrecrinenenn42.7%
DON"t KNOW....oeeeiueveeireie e seneee e 10.4%

District provided: Participation mandatory..........4.2%
District provided: Participation voluntary.........
N/A: Not among offerings.........cceeveeveveveeeveenne.
DON"t KNOW ..ttt s e s

District provided: Participation mandatory.......... 0.0%
District provided: Participation voluntary..........11.5%
N/A: Not among offerings........c.ccoceenveeicenneen.. 70.8%
Don’t kKnow.....c.cceeevveveinne.

District provided: Participation mandatory. .
District provided: Participation voluntary..........
N/A: Not among offerings.........ccveveeeeereecvereenns
DON"t KNOW...ucviiiievieietee ettt seeree s nnene e L s

District provided: Participation mandatory..........2.1%
District provided: Participation voluntary.......... 65.6%
N/A: Not among offerings.........cccceeueeee .

DON't KNOW...cuoviiirieniie s 7

District provided: Participation mandatory..........1.0%
District provided: Participation voluntary.......... 52.1%
N/A: Not among offerings......c...cccveceveerereerennnn. 39.6%
DON"t KNOW...uceieie vttt s seieeee e 7.3%

District provided: Participation mandatory.........1.1%
District provided: Participation voluntary .
N/A: Not among offerings.........ccveveeeeveveeeveeenenn.

DON’'t KNOW...ovieeitecte ettt et eraen e

Q36: Does your district administer an annual survey that asks teachers about their job satisfaction?

Yes...
No....

DION’ T KNMOW ... tutitiee ettt et ettt e e e te st s et et ee e sae st et sae ses essesses s eaeeae et see sessessestsereareaes see ssssessaessesarsensarestn sensennen

...34.4%
v 59.4%
crereenennnnn6.3%
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Q37: Which of the following areas does the annual survey of teachers ask about?

Their job

Their school leaders

Their working conditions

The effectiveness of the professional development

they receive

The induction program

The quality of curricular materials

Other

Y Sttt ettt e e e et e e st s e
N O ettt e e e e e e

Y S ettt et e e e e et s
N O ettt ettt e s e et

Y Sttt ettt e st e e et et e
...26.5%

Y Sttt ettt e et e et e et e st e s
N Ottt e et et e e s aees

Y S ittt ettt et e et e et et st e s
N Ottt e e s

Y Sttt ettt et s e e e st e
Nttt et et e et st e e eane

Y S ettt et e e et e et e et e e
NO ettt ettt et s e e e e s

70.6%
29.4%

.79.4%

20.6%

73.5%

91.2%

..8.8%

32.4%
67.6%

52.9%

A47.1%

..2.9%
97.1%

Q38: Is your district able (e.g., allowed by law) to offer pay incentives or differentiated pay to teachers (e.g.,
cash bonuses, salary increases, or different steps on the salary schedule) to reward or recruit teachers?

Y Sttt et et et ettt et e st et s et eae ettt es s ea e e e sk eaeeae e e et fesbes en e nee et eueeneeneees s tensen e st st sreeneensensaessennennenseeesesreseeneeeens 2 D02 IO
N Ottt ettt et ettt e et et e et et s ebeees s st ses et sae ebs et st et s bt ete eea bt sa ebateteue et setarsebenssbs et asa bt sae enasessrserenessesatesentessresnssesenesreneraneesns 00,000
DO NOT KNMOW ..ottt et ettt ettt eteste st e et bbb st sae et sbe st seasessessesarsaneeessensasensessesarssssestessesesnssnessesssssnsereessesses D 200

Q39: Does your district currently use any pay incentives (e.g., cash bonuses, salary increases, or different steps
on the salary schedule) for the following purposes?

Reward teachers who have attained National
Board for Professional Teaching Standards
certification

Reward excellence in teaching

Recruit or retain teachers to teach in a less
desirable location

Recruit or retain teachers to teach in fields
of shortage

Reward teachers for coaching or mentoring
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Y S ettt et e e et e st e e n e

No....

DON'T KNOW....oviectecte ettt ettt st ev s

Y S ettt e e e e e

No...

DON'T KNOW...oiieeee ettt st s e e s

Y Sttt ettt ettt e e e e et s e s
...75.9%

No....

DON't KNOW..vvieieecee ettt et st s even

| =T USRS U USRIt
...41.4%

No...

DON't KNOW...iovieiecee ettt et s e

Y Sttt ettt e s et e s e

41.4%
..58.6%

..0.0%

..31.0%
..65.6%
...3.4%

20.7%

..3.4%

55.2%

..3.4%

69.0%



other teachers NO ettt e e neenee e 2. 7 .00
Don’t know.

Reward teachers for taking on additional roles YES i rtvie st serireserie s e ser e sen e s e s e sensnesensnesennnes 1 9. 390
within the school that benefit the school community NO e st se e eraeresseesresnesresssnnnneneens L 7. 290
DON"t KNOW...uviteieciiiciesienrceseeveeevsevise st seeinn e e 3.4%

Other D =S UPTEUUTTVRYSPURPRIPRRRRN o W b
NO ittt ettt e ev e et sns s snassseevennneeens D 1. 7%
DON't KNOW....ceeececteeteeetnrie e ecenenieneenenn . 4 1.4%

Q40: Can a teacher advance through the salary schedule faster based on performance?

Y S ettt et ettt e st st e ettt b s ea e e she b eae et s et ek enen se et su eueene et aestes en e nn seeteenesnnansanssensensenenssesaesreaneeseensenens 0. 000
VT O SRSPTST U UURTPPURRSSTRPTRPRTPRPRRTN. J01 &
DION"E KNMOW ..ttt ettt ettt sttt et s et e ettt et st et ses et eas ses s s sbs et sasebeses bt et sasbesaesesbes et sessesasessnssesasesnssesesssssnsereasensesases D2 30D

Q41: Does your district provide any of the following opportunities, supports, and benefits to teachers?

Opportunity to select curricular materials R =T U UTUORPRVRUPTRSRRRRVRIRS - 1o M=)/
NO ittt ettt eee e steste e ss s aessessessnsesnenneenes L 1. D0
DON"t KNOW...uceieiereceie e . 4.6%

All or most of the necessary curricular materials R U UR U RURPPRRUPRUPRRRRPRPRIR - A 1/
[\ [o T .9.2%
DON"t KNOW ...t 3.4%

Money/gift cards/reimbursement for classroom Y S tiete e ceeer et sreete e e seraesaersennennesneene e D 2.9%
supplies NO ..t eve s s eneene e 80.2%
DON"t KNOW....oviieveiiiecresieieece s evse v v e sevienaee 00 0.9%

General medical insurance YOSttt st st e ss s e essne st see e nnnens 9 DA%
1\ TSRS TPRUPRRRSTRSRRY” ) o1/
DON"t KNOW...vivireeeveeierie s sseiseseesaevenane 0. 0.0%

Dental insurance R =TT SUSUUU PR EUUUOURSPRRRPRRRRRE - 3 I o1/
NO ittt st sneveeresesesnesssnsnnnsesens L 7. 200
DON't KNOW...ovieeece et eve et s snesnennenn 1. 1%

Group life insurance YES ittt s e . O 2. 80
[\ e ..14.9%
DON"E KNOW...coerircrierrceecr et e seree e 2. 3%

Defined-benefit retirement plan YOS ittt et ee e e e e e e e s S 1.0
NO sttt sttt sttt sttt e iseenneesen e enssseenneneens 10,190
DON"t KNOW....viiciiceieeiee et 2.3%

Defined-contribution retirement plan YOS ittt e e e ene s 09.0%
NO sttt ettt ettt eretsise s enineennieeenn 20.3%0
DON"t KNOW....uviieireniie e 5. 7%
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Tuition reimbursement R =TT OO PO R T PPPRRRRRPRRPROR . 5 B &

.56.3%

2.3%

Housing, housing subsidies, or rent assistance Y Sttt ettt er s aeraes e ne e sneere s sn e s 2.0 %
No.... et serres e serresenesennensnesnesnennne o0 92.0%

DON't KNOW..oviececve ettt s enieeeens 3.4%

Subsidized meals (e.g., free meals in the school cafeteria) Y S ittt se e s eress e esesssvesnesennsnsnenne o 6O %
NO ittt st eresr s e 9 3. 1%
DON"t KNOW....ceveieiriiiic i 2.3%

Subsidized transportation Y S it st et st er s ee s sresresnnnesaenes D0 T 0B
NO et s eer s e eee e 9 2.0%
DON't KNOW..cuevevie et seeie e 2.3%

Other VS uirtieseierieeeereste s er e srsssesssss e ssesessesasesesseseneos 3. 4%
NO ittt er e et ere et sen et snssen s snenaneene D0.3%
DON't KNOW...oueevecreceeeierierieree e e everenen e . 40.2%

Q42: To what extent are each of the following measures used to evaluate the performance of teachers of tested
and nontested grades and subjects?

N/A—district d

Teachers of state- Teachers of / _—_— :Jss::hisoes
tested grades and nonstate-tested
. . measure to
subjects grades and subjects
evaluate teachers
Yes No Yes No Yes No

Classroom observations by principal 97.9% 2.1% 72.3% 27.7% 2.1% 97.9%

Classroom observations by an
external observer/reviewer (i.e.,
individuals hired by the district to 22.3% 77.7% 14.9% 85.1% 76.6% 23.4%

come into schools from the outside
to observe and evaluate teachers)

Feedback from students on the

teaching they receive
Feedback from parents 27.7% 72.3% 27.7% 72.3% 70.2% 29.8%

Evidence of student learning based
on district assessments

29.8% 70.2% 26.6% 73.4% 67.0% 33.0%

77.7% 22.3% 48.9% 51.1% 22.3% 77.7%

Evidence of student learning based
on teacher-defined student learning 68.1% 31.9% 46.8% 53.2% 31.9% 68.1%
objectives (SLOs)

Evidence of student learning based
on the state test
Evidence of student learning based
on other measures (e.g., PSAT, AP 52.1% 47.9% 31.9% 68.1% 46.8% 53.2%
exams, etc.)

Teacher's classroom management
skills

77.7% 22.3% 34.0% 66.0% 22.3% 77.7%

95.7% 4.3% 70.2% 29.8% 4.3% 95.7%

47 Center for American Progress |



Professional development
undertaken by the teacher
Teacher's professionalism (e.g., show

up on time, works well with 95.7% 4.3% 72.3% 27.7% 5.3% 94.7%
colleagues, etc.)
Assumption of additional school-level
roles and responsibilities (e.g., grade- 58.5% 41.5% 41.5% 58.5% 41.5% 58.5%

level chair, athletic coach, etc.)
Other measures of practice 11.7% 88.3% 9.6% 90.4% 89.4% 10.6%

70.2% 29.8% 53.2% 46.8% 29.8% 70.2%

Q43: When teachers' work is evaluated in this district, can these appraisals directly lead to any of the following
consequences for the teacher? NOTE: If a particular consequence is not applied to teachers in this district, select
“N/A” for “Not applicable.”

A change in salary YES.iiriiiiriirece sttt s neneneseenenenes 1D.3%0
NO ottt enene e 80.0%
DON"t KNOW...cvveeriieircicirece et 3.5%

A financial bonus or another kind of YSuirtiesiierieeeserise et ser s st sesesesesnssssesesnessssessenssnnes 1. 1%
monetary reward NO ettt e es s eeeeneens £ 9.6%0
DON't KNOW....oviececte ettt st eree00e0. 5.8%

A change in the likelihood of career R = OO TR VTUSTRRRPRRRR: 12 3 - 1"/
advancement NO ittt et st ersereer e seere s nsaensenens D0.6%
DON't KNOW...ooviveece ettt ste et s sn e 3.5%

Opportunities for professional development YES.uitiiiirece sttt s s e . 00. 7 %0
activities NO.citir e 27.8%
DON"t KNOW...ucvveeicieirciciriece s seneene e 1.1%

Change in teachers’ work responsibilities VS uittte sttt sttt st b e ettt sttt ses et et
to make their job more attractive NO ettt et r et et st e e era e
Don’t know...

New placement or job assignment
(e.g., different grade or subject area)

A development or training plan to improve YES.oiiiiiirece e s senenene . 90.9%

their teaching No.....
N/A.............
Don’t kno

Dismissal YOSttt st st e ses s e ens v seeses e sennens 4. 2%
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Tenure decision

Contract renewal

Additional observations or other performance

monitoring measures

Other

NO ottt ettt e essraeesne e aennne e . T SO
N/A. .
DON't KNOW..ocuveveeieeieeicvireiece s seeesenneese e svesee e Ol

YOS ittt ettt e st s e se e e enn s e s D 2.3 70
NO ittt ersvasr e se e snensnseneeneee e 30. 7%
DON't KNOW...ovieievieiceierineinece e e sessiseveneae e 15.9%

Y S ittt ettt et st et e st st et e aean
No... .
DON"t KNOW....viveciieriee e erene e ssese v e 0.0%

R OOV USRRPTURURIRRPRRRRRPRIRY - 1o T b/
NO ettt s aerasr e e ene 802 00
DON't KNOW....coo ettt ervereneeenene e 0.7 %

Y S ittt ettt et e et st e ea e sae e 2.4%
N Ottt ettt e s et e s s e e
DON't KNOW...oeeeecrecreieietieriee e erserene e v 0000, 05.9%

Q44: Among the consequences that can occur for teachers based on their evaluations, which are the TWO most

common in your district? (Select up to two choices)

A change in salary

A financial bonus/monetary reward

A change in the likelihood of career advancement

Opportunities for professional development activities

Changes in teachers’ work responsibilities that

make their job more attractive

New placement or job assignment
(e.g., different grade or subject area)

A development or training plan to improve
teaching

Dismissal
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Y Sttt ettt e s s se e enn s sensen e 0. 0.4 50
NO ettt et sre e sn e e sneene e D 3.0 %0

R =T SUSSTTPRPRTRPRRRRY” S 1

NO ottt 95,7 %0

.2.1%
97.9%

Y S ettt ettt et e et e e eb e e e e an
NO ettt e e et s st s ane

Y Sttt ettt st s ee e ansaensenennen s 2 10 T SO
NO ettt s ee e st sresnenserenseneeeens £ 2.3 %0

Y S ittt st et e s sae st e aneeneasnaes s 20 L0
NO et s sresesreensaenene s D 7.9%0

e 7.4%
....92.6%

R =T TR RSRRRURTPPRRRRRRRR. | o I &
NO ettt st siesnsseneee e o 43,6 %

Y S it steeteeeee e ere st eer et e s e e st srestesneansaneessansaens L 2.8 K0
...87.2%




Tenure decision R =TT O ORTPRPRRTRPRRRRPRRPRN: X S b
..85.1%

Contract renewal Y S tiiteeeeceierietiere et sre e s enraessesnenennesne e ane e 8 1.5%
NO ottt sr e sr e e e 0es 8.5 %

Additional observations or other performance YOS .itie e ceeeerirtarr e e ste st s esss s s e srestesnesennnneens L 8. 1%
monitoring measures NO oottt e 8 1.9 %0

Other consequences YES.iioiierinecrrinec e s enesnnneene 10 0.0%0
w0 100.0%

Q45: To the extent that your district confronts any significant HR challenges, please tell us what they are AND
what you believe would be solutions to those challenges? (Data not included in this report)

Q46: What is your primary role in the district?

ASSISTANT SUPEIINTENUENT....ceeetiece ettt ce e sttt et asr s saesteste s et assassersstestessesensessssassasserssse st seeserssssnssesarseseesnss D, O 0D
District direCtor Of NUMa@N FESOUICES.......o.eovieeie ettt ettt es e etesre st s essesaesssssseatesresne s sssnessssssseneeneese s 232000

OB ettt e et st et et et e b st eb st ea e et £ et s £t ebe s e st et e et ettt ebesenbeneseaesaeereensreeseneneeessenens L L. 8TD
SUPEITINTENAENT .t ceee ettt st e st et e st s e et e e et et et e hs et e s st s e st bt st e ettt ens bt ennteennsreennseens DO O IO
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