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Even one year with a highly effective teacher has a llfe!ong impact on
students.

Great teaching changes lives.

-
Students are less and are earn a and save
with even likely to more higher more for
one top have likely to salary... retirement.
teacher...  children as attend

teenagers... college...

Analysis of 20 years of data on 2.5 million students in grades 3-8, including 18 million tests, and tax records on parent characteristics and adult outcomes. @)T"TP
Source: Chetty et al., 2011. 1t sugiee Lescing £ 2
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TNTP helps public schools districts and states advance great teachlng in four
key areas, so teachers thrive and students excel.

OUR GOAL

Great teaching for every student

FOUR PRIORITIES FOR THE TEACHING PROFESSION

005

SUPPLY  GROW  KEEP  REACH

strong new all teachers top teachers disadvantaged
teachers Provid= {eedback and support Ensure successiul teachers stay _students
Train and hire only new teachers that helps all teschersimpiove.  anduntuccessiul teachers leave. Prioritize grext teaching
«whoare consistencly effective. Tar high-poverly students.
+ TNTP
:{Qu Lesonir g/g



Debrief Goals

J SHARE background on our approach and methodology.

LI DISCUSS results from our inquiry into DCPS’s human capital and
instructional policies and practices.

LI IDENTIFY opportunities to shift policies and strategy for improved
results.
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- fhrough the initiatives under Goal 1 in .itnsms"t;;i:egic pAI“an, DCPS is working on
a number of initiatives to improve the quality of its teaching force.

L2

GROW ALL TEACHERS

DCPS is working to foster
teacher improvement with
access to excellent
instructional resources
and job-embedded PD.

SUPPLY STRONG NEW TEACHERS Clusrent Taacher, S T THanGe REACH DISADVANTAGED
DCPS is working to increase the Performance * ) STUDENTS

quality and quantity of new teachers : DCPS is implementing
in their pipeline. ——> \ 9 initiatives to ensure -

high-poverty
stuclents have more
effective teachers.

vt = = o
Less Effective -
DCPS is working to ensure that ... and most effective teachers stay
persistently less effective teachers leave... o working in Duval's schools.
KEEP TOP TEACHERS
@y INTP
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7 Wy
Policies and
Practices that
Support Teacher

Effectiveness

. What are DCPS's
current human
capital policies and
practices and are
they helping to
attract, develop and
retain excellent

\ teachers? /

Excellent Teaching
in Schools

What is the
instructional culture
in DCPS and are
teachers leading
lessons that will put
kids on a path to
success in college,

career and life?

o "
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tvery DCPS
student is

inspired and

prepared for
success in
college or a

career, and

life.
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TNTP used a variéfy of sources t”oig_enerafe the flndmgs and straﬂtméhghjie_s-
contained in the diagnostic

interviews

HRstaff

members

Academic
services staff
members

Region Chiefs

Select
Principals

Focus Groups:

Teachers and
Coaches

Surveys Ait:;;zis Data Analysis
Insight © District staffing . Teacher
Instructional and recruitment
Culture teacher ; onboarding and hiring

survey b processes
School
| School-based Collective assignment
- administrators " bargaining
Coaches ' agreements Retention
Salary | Compensation |
schedules
Evaluation
Evaluation
policy and
materials

School Visits

Classroom

Observations

Instructional
planning

" materials audit

Student work
analysis
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+ DCPS achieved one of the highest
survey completion rates of any of
our national partners and did so
in under one week. Our data
represents the opinions of more
than 90% of teachers and school
leaders in DCPS.

« Dr Vitti asked us to analyze
policies and practices across
departments in pursuit of
continuous improvement, and he

encouraged candor and honesty

DUVAL COUNTY from his team, resulting in open,

honest dialogue with central
PUBLIC SCHOGOLS office and school based staff.

» The schools we visited were
warm, welcoming and excited to
share their work and feedback.

L AL
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RESEARCH Research shows that late hires perform worse than other
teachers in their first year on the job, a trend that persists over
time.

1-Year Value-Added of Late Hires

Compared to Teachers Hired Before School Begins, Late hires occur
by Years of Teacher Experience disproportionately at the
0.02 most challenged schools.
i Reading Math
0.01 ‘ In 2006-07,

1in 3 new hires

U o T D T st T e [ 1
' in Charlotte’s lowest-
-0.01 : performing schools joined
after
-0.02 the beginning of the

0.03 school year.

0.04 ~ This further disadvantages
- students who need

-0.05 the most help.

-0.08

-0.07

Novice 2nd Year 3rd Year 4th Year 5th Year

Note: 4th-8th grade math and reading teachers in Charlotte-Mecklenberg Schools, 1998-99 to 2008-09
Source: “Teacher Employment Patterns and Student Results in Charlotte-Mecklenburg Schools,” Harvard Center for Education Policy Research, 2010.
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NATIONAL TNTP’s surveys of principals abouf 'rhe effechveness of”thelr
para teachers supports this finding.

Principal Perceptions of Teacher Effectiveness,
by Hire Date

100% -
80%
& Highly Effective
60% -
u Effective
« Developing
40% - i Ineffective
20% +—m—
8%
0% - T

Hired Before June 28 Hired After August 1

Source: TNTP surveys of principal perceptions of 400 teachers in a subset of low-performing schools in a large urban district, 2009-10.

(@} TNTP
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RELSE;}QCI.]MMutuaI consent” _policies create strong matches between
teachers and schools, with benefits for teachers, schools and
students.

Mutual consent policies have mutual
benefits for teachers and schools.

Teachers get to work at schools that are good
fits for their talents. 90% of Chicago teachers
who transferred under mutual consent rules
said the process resulted in a good match.

Schools get the strongest possible
instructional teams. 76% of Philadelphia
principals said mutual consent rules helped
them build strong teams.

o

Quality matches make for
more effective teachers.

Teachers are more effective when they work in
schools that are good fits—which is much
more likely to happen under mutual consent
staffing rules.

Research has shown that 25% of teachers’
effectiveness in the classroom depends on
the quality of the match with their school.*

* Source: C. Kirabo Jackson, “Match Quality, Worker Preductivity, and Worker Mobility: Direct Evidence From Teachers,” May 2010. The study
found that North Carolina elementary school teachers who transferred schools between 1995 and 2006 tended to be more effective (measured by
growth in standardized test scores) after they transferred due in part fo the “match effect” of their new schoals. m

) TNTP
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DCPS Compared to the top schools across the country, DCPS hires teachers
DATA far too late, therefore losing out on the best candidates and opening
the school year with vacancies.

Offer Date Reported by New Teachers Hired for SY 2072-13 and SY 2013-14
80%
70%
60%
50%
40%
30%
20%
10%

0%

Percent of New Teachers Given an
Offer

May 1 June 1 July 1 August 1
Vionth

e DCPS National Top Quartile

HR data indicates that 75% of vacant positions were staffed by the first week of
school in 2013-2014. However, 59% of principals reported continued staffing
through September or later during the 2013-14 school year.

&> TNTP
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DCPS DCPS routinely loses effective teachers during the surplus process and
DATA places teachers in schools where they have not interviewed with the

school leader.

63 percent of
principals indicated
that they have lost
teachers that they
wanted to keep during
position or budget
cuts over the past
three years

Seventy-nine percent of principals said that they have had a
teacher placed on their campus that they were not able to
interview.

SO v
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DCPS Schools serving the most high-need students are disproportionately
DATA disadvantaged by ineffective recruitment, selection, and staffing.

New Teacher Performance in Highest and
Lowest Need Schools, SY 12-13

Lowest-Need Schools Highest-Need Schools
n=103 n =215

u Least Effective ~ Average - Most Effective

Principal Satisfaction with Supply of
Teacher Candidates

30%
12%

| am satisfied with the | am satisfied with the
quantity of applicants. quality of applicants,

Highest-need Schools - Lowest-need Schools

@y TNTP
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_ IMPLICATIONS DCPS should consider .tl‘;e“fﬁhdildwing changés to pélicy and
strategy to improve the recruitment, selection and staffing
of its schools.

Strategy Recommendations

1. Revisit goals for hiring timeline in the strategic plan and add applicant
quality and quality measures. Develop systems to track and monitor
those goals.

2. Provide targeted support for hard-to-staff schools, such as a dedicated
staffing unit, targeted recruitment and a pre-screen applicant pool.

3. Move up the timeline for vacancy identification.

4. Develop a more effective district-wide recruitment strategy.

Policy Recommendations
1. Address policy and contractual barriers to hiring early.
2. Protect the most effective teachers during surplussing processes.

Implement short and long term strategies to end the practice of forced
placement.

BN
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NATIONAL Nationally, school districts typically retain top teachers and low
DAaTA  performers at fairly similar rates.

School Retention Rates by Teacher Performance, 2009-10

86% 87%
79%
)
72% 7I5/° l
District A District B District C District D
M High Performers W Low Performers

Chart: School retention defined as teachers remaining at their school from one year to the next. Bottom slatement: Median years of experience 9-10 years g
across districts; Percentage planning to stay more than 10 years 48-62% across districts. Source: District data from SY 2008-09 through SY 2010-11 &’) THT

P
Paagitig Lesibing / 19
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DCPS Duval County has had success at retammg effective teachers at a
DATA greater rate than ineffective teachers, but a high percentage of low
performers remain in DCPS classrooms.

Retention Rates from SY 2012-13 to SY 2013-14 by Teacher Performance

in 2012-13
T 10%
6% " 8% 22%

14%

Most Effective Average Performance Least Effective

-~ Retained at Same Scxhool Transferred to DCPS School Left DCPS

BT 20
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DCPS Looking forward however, many of the district’s most effective
DATA teachers indicated that they plan to leave DCPS.

Of the district's most
effective teachers, 23
percent say they plan
to leave DCPS this
year or next.

The most common school-based factors cited for planning to
leave DCPS were workload, dissatisfaction with leadership, and
discretion with curricular decision making.

L ALY



NATIONAL When an excellent teacher leaves a low-performing school, the
nars  school is almost guaranteed to hire a less-effective replacement.

Likelihood of Replacing a High Performer with a Teacher of Similar Quality

AVERAGE SCHOOL

When a top teacher leaves ®
only L in 6 potential replacements !

gl

will be of similar quality

LOW-PERFORMING SCHOOL '
‘When a top teacher leaves ® ! ‘
only 1in 11 potential replacements

will be of similar quality R

When a great teacher leaves a school,
it can take 11 hires to find one teacher of comparable quality.

Estimales based on teachers with value-added or growth data; Low perferming schools include schools in the lowest quintile of proficiency by school level;

Percentage of high-performing potential replacements in all schools - District A: 12%; District B: 17%; District C: 15%; District D: 16%; Low-performing schoolsy;.,

- District A: 12% ; District B: 10%; District C: 3% District D: 9%. Source: District data from SY 2008-08 and SY 2008-10. W TNTP /22
Feuir Cduiing
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NATIONAL Attrltlon of high performers is often preventable.
DATA

Next Steps for High Performers Planning to Leave Their Schools
in District A, 2010-11

PLRARS 11% Hibt ¢
UHAVGIDABLE Retire PREVENTALLE 47% of DCPS
e 28% top performers
150 DN T planning to
anotherarea N | leave in the next
: two years
intend to teach
locally

Our national research indicates that 3 in 4 high-performing
teachers with plans to leave their schools
would stay if their top reason for leaving improved.

Population includes high performers only. Source: District A data and survey data. Trends confirmed across districts. @} TNTP /23
LISTTETRA T G
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DCPS ngh -need schools have less effective teacher teams than low-need
pATA Schools, lose top teachers at higher rates and hire lower performing
teachers to replace the teachers who leave.

Teacher Composition at Schools by Percent of
Students Eligible for Free and Reduced Priced
Lunch, SY 2012-13

percent of top
teachers

9 2 retained at
i low-need
schools

percent of top

teachers
82 retained at
high-need
schools
Lowest-Need Schools Highest-Need Schools
u Least Effective Average . Most Effective

While DCPS’s lowest-need schools “traded-up,” the highest-need
schools “traded-down” between 2011-12 and 2012-13.
G e i

gin2ive
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N ATEON.AL Retentlon is affected by a number of factors, most of Wthh
nata  schools and districts can influence.

EMPLOYEE VALUE PROPOSITION
lntegration of human capital philosophy, programs & policies

;_ a Mﬁ’saoﬁiu ?i JIareing

Environment

A congenial place to work

Daily waork is where people feel valued \
connecteyd to a higher Current pay & benefits — Opportunity to pursue
purpose School leadership & adequate and fair mastery
e Opportunity to increas
Perceived brand & Opportunity and time ; ;;’p Y 'ba"la' E
prestige / peer group  School safety, work hours ~ horizon for future pay " UENce: responsibility
& flexibility & autonomy

Personal Drivers: e.g., geography, life stuge, responsibilities

i L0 jop teachers lecving due to salury sav “lengih of time 1o o 0 yood salary” wus u
aritical tucton.

* Mtrition rates are 50 percent higher af schools with weak cultures than at schools with strong
cultures.

@)THTP /25
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naTioNAaL From The Irreplaceables we know that simple, low-cost
pats  interventions by principals can double the time high performing
teachers plan to remain at their schools.

Low-Cost Retention Strategies for Irreplaceables

1. Pravided me with regular, positive feedback
FEEDBACK & DEVELOPMENT 2. Helped me identify areas of development

. Gave me critical feedback about my performance informally

. Recognized my accomplishments publicly

. Informed me that { am high-performing

) 6. ldentified opportunities or paths for teacher leader roles
RESPONSIBILITY & ADVANCEMENT i
/. Put me in charge of something important

RESOURCES 8. Provided me with access to additional resources for my classroom

Top teachers who experience two or more of these refenfion strategies plan to keep
teaching at their schools for nearly rwice as Jony (2-6 more years).

@ TNTP

Permicgie Lew s wing / 26
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DCPS -b—’Fev‘\ié‘rﬁ than half of effective teachers at bottom-quartlle -s-c—h-bglsh o
DATA experience even the simplest of these strategies, such as being told
they are high performers or receiving regular, positive feedback.

Percent Most Effective Teachers Reporting Experiencing Retention Strategy

Informed me that | am high performing

Provided me with regular, positive
feedback

Provided me with access to additional
resources for my classroom

Recognized my accomplishments publicly

Encouraged me to continue teaching at my
school next year

Put me in charge of something important

Identified opportunities for teacher
leadership roles

# Top-Quartile Schools (N=29) & Bottom-Quartile Schools (N=16)
W



NAT iGNAL ng:d semorlty—based pay scales and other counterproductwe
natTh policies make smart retention difficult for principals.

TBINTO

teachers say
‘ 1Hﬂqﬁl of time to
wcf@lifia good salary”
‘Was critical to their
- decision to leave
. - teachlng

55% :,
OFTOP TEACHERS

earn lower _
base salaraes L
than the average °
(neffective teacher

LT S —

GNP

Source: “The Irreplaceables,” TNTP, August 2012, =iy




pcps In DCPS, after cbﬁfrolling for ye-ars”o.f expéfience, there is no
paTa difference between the pay of the most and least effective teachers.

DCPS Teacher Gross Wages by Total Experience & Value-Add, 2012-13
$125,000

N = 3,105

$100,000

$75,000

$50,000

Gross Wage, 2012-13

$25,000

T 7 T ! 1)
0 10 20 30 40 50
Years of Expereince

Value-Added Rating — Highly Effective — Ineffective %
WV /26
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peps Instead, the largest raises go to teachers with 20+ years of experience.
DATA Most annual step increases are less than 3% until teachers reach level 18 on the salary schedule.

15%

10%

ul
i

% Increase from Previous Year's Salary

|
" Jamunuﬂhﬂd““ﬁﬁﬂhh"ll’“l

1 2 3 4 5 6 7 8 9 101112 13 14 15 16 17 18 19 20 21 22 23 95
Level

Education Level . Bachelors. Maste:s- Specialist . Doctorate

L AL LA



ncps Over ateacher’s 24-year career, $173,926-$292,357 of their total

pata compensation will be based on seniority and advanced degrees
This funding could be reallocated to provide capital for performance-based compensation.

$80,000

$60,000

$40,000

2013-14 Salary

$20,000

$0

10 11 12 13 14 15 16 17 18 19 20 21 22 23 95
Salary Schedule Level

m Base Pay . Seniority Masters . Specialist . Doctorate

= -
M A
w -
.
(W B
o 4
~J -
00 4
LD_

%) TNTP
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" IMPLICATIONS DCPS should consider the following changes to policy and
strategy to retain more top performing teachers in its -
schools.

Strategy Recommendations

1. Revisit the annual district-wide teacher retention goal and set specific
targets for retention rates of the district’s most effective teachers and
their concentration in the highest-need schools.

2. Work with school leaders, especially those at high need schools, to
implement low-cost retention strategies with their most effective
teachers.

3. Identify high-need schools with strong instructional leadership and
high retention rates of effective teachers in order to identify best
practices and train other principals.

Policy Recommendations

1. Leverage SB 736 to design a bold new compensation system that
attracts high quality candidates and encourages the retention of
effective teachers.

2. Take steps to improve or exit low-performing teachers.

Lo AL
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To support the district's full transition to the new Florida standard’s next
year, we analyzed instructional quality against these more rigorous
expectations.

Classrooms have phased in the new standards
in grades K-2, while 3-12 students continued
o work toward Next Generation Sunshine
State Standards.

S P
; : ;
2010-2011 i 2011-2012 2012-2013 % 2013-2014 { 2014-2015
! |
Standards Blended Blended Blended Full
» implementation  Implementation !mplementation Implementation
Adoption ’ : . -
(K} {K-1) {K-2) (K-12)

Cur data on standards alignment and shifts in
instructionat practice show the district’s
starting point for full implementation of the
new standards

(@Tmpg /34



JATIONAL The transition to college and career readiness standards is

pATH critical, but challenging work.

In a survey of 20,000+ teachers, Scholastic found that 73% of teachers who
teach math, English language arts (ELA), science and/or social studies say
they are enthusiastic about the implementation of the Common Core in
their classrooms. That same percentage believe that implementation will be

challenging.

In New York State, which has
adopted college and career
readiness standards similar to
Florida’s and where districts
and the state invested in
aggressive teacher
preparation as part of their
implementation strategy,
student proficiency rates
dropped dramatically in the
first year of testing.

Sources: “Primary Sources,” i, v+

SCACIRENC. COIMuiNAry SuwWLaLingl

55% 64%

Percentage of NYS students in
grades 3-8 meeting proficiency
standards in literacy.

Percentage of NYS students in
grades 3-8 meeting proficiency
standards in math.

2011-2012 #2012-2013

12800 -the-C oMM 1-Core 14

“A New Baseline,” hitp. /v 12 tvied go fr el 20 1740711 3

SEINALELAGn Aai BERESENTATIONDECK v 2.pal

(@"' TFTFS /35



“ QCPS In a very short timeframe, DCPS has put strong infrastructure in place
pata to support instructional excellence; infrastructure that will be essential
to supporting the transition to more rigorous standards.

THEN

Sit and Get Centralized PD —

Limited Coaching Stoff : >
: . — >

Ad Hoc Curriculum :

Strategy

One-0ff Summer PD i >

Options

Few Structures for Teacher C =

Collaboration

NOW
Joh Embedded, school-
hased PD

Coaching Staff Across Schools

Revamped Curriculum Guides
with Aligned Assessments

Couch and Teacher Academies

Common Planning

BT /5



| DCPS Thgse s;;uctures have gotten some traction in schoois, where teachers
DATA 9enerally report regular collaboration, a commitment to school-based
PD and a focus on tracking toward academic goals.

I regularly meet with other teachers
throughout my school or district who teach
in my same grade or subject area to plan
and share resources.

TS0/ My school is committed to improving my
1 : instructional practice.

Teachers at my school track the
OO/ performance of their
'&. /O students toward measurable academic
goals.

?"T"TP /37



E;C;"S ‘ In classroom observatlons of 152 teachers we saw Ilmlted ewdence

pata of key instructional shifts needed for students meet the new
standards.

Percent of Reviewed Lessons That Indicate Teacher Is Making Necessary

Instructional Shifts
e S o eYmY
Hoio
Q
28% 32
6%
K-12 Literacy n=67 K-12 Math n=49 Secondary History,
Science & Technical
Subjects n=36
- Fully Incorporated Somewhat Incorporated

ALy
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Because of the transition timeline, most instructional materials have
not yet been aligned to the new Florida Standards, and we saw this in
our analysis of teacher products. The transition to the new standards
will be a dramatic, rapid change in most classrooms.

percent of long-term plans collected met a high bar
8 for rigor,

_ .. percent of math assessments balanced conceptual
2 3 understanding, procedural skill and fluency, and
real-world application, and

3 percent of literacy assessments featured texts with
‘. the appropriate level of complexity for the grade.
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DCPS“ N-ééfl} threé-;]uartérs o-f-t'hé_;ssignments wér re\ne;fved showea_ﬁéak o;
pATA ho alignment to the new Florida standards.

Percent of Reviewed Assignments that Aligned with the Content and
Performance Requirements of the Standards

e

Excellent Strong Weak No Alignment

n= 94 assignments examined .@Iﬂlﬂﬁ /40
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DCPS Fully optlmlzmg promising structures like common plannmg and
DATA coaching across all schools would help support the transition to the
new standards.

Teacher Satisfaction with Development and Support

Professional development | am satisfied with the support |
opportunities at my school include receive at my school for instructional
demonstrations of effective teaching. planning.

u DCPS © National Top Quartile

Lo TNTP
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'IMPLICATIONS DCPS should consider the following changes to policy and
strategy to improve instructional quality and culture in its
schools.

Strategy Recommendations

1. Central office staff have a vision for excellent instruction; invest time to
communicate and build understanding of that vision in schools.

2. Set annual district-wide and school-level goals around key indicators
or instructional quality.

3. Set goals for and measure the effectiveness of school-level supports,
including return on investment.

4. Provide model resources that exemplify the vision for excellent
instruction.

5. Investin improved coach selection, skill development and evaluation.

Policy Recommendations

1. Allocate coaches across schools according to teachers’ development
needs.

L AL LI
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vationar  Schools with strong instructional cultures achieve greater
paTa academic success with students, and they also retain more of
their most effective teachers.

Instructional Culture Matters
for Teachers and Students

Bottom-Quartile Schools Greenhouse Schools
(Weak Instructional Culture} (Strong Instructional Culture}

Fs

lose twice as many of their student proficiency rates are
effective teachers in the next 21 percentage points higher
two years... in math and 14 percentage

points higher in reading.

(@ TNTP
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DCPS There are wide variations in the strength of instructional culture

DATA school to school, especially on the Insight Index items correlated to

improved outcomes and retention. DCPS Schools - Spring 2014
Top
Doman SHUE e
Difference
instructional Culture index
= My school is _commikted to_impr'o -‘ing my %rws;ru;t(ona_l pr;c;ice.
I(.e;)lm ;tations for effective teaching =re clearly defined at my ] 55 3.0
Teachers at my school share a common vision of what efiective
reaching looks like.
Learning Environment 8.0 5.7 2.3
Observation & Feedback 7.7 6.0
Student Growth Measures 7.6 6.4 1.2
Professional Development 7.8 6.1 1.7
Instructional Planning 8.1 6.3 1.8
Evaluation 7.4 5.8 i.6
Peer Culture 8.1 6.6 1.5
Career Progression 6.7 54 1.6
Leadership 8.0 5.7 2.3
&) INTP
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DCPS CAST has not provided teachers with effective feedback, but some
DATA schools have created successful instructional cultures outside of the
formal system.

Teacher Satisfaction with Quality of Feedback

i II b ll ‘

I get enough feedback on my instructional  The feedback | get from being observed helps
practice. me improve student outcomes.

DCPS Bottom Quartile & DCPS Average # DCPS Top Quartile = National Top Quartile

& TNTP

FELaEghe L a:.'a'n,;/ 46



DCPS Strong instructional leadership is the key to establishing school
DATA cultures that foster effective feedback and development.

Teacher Satisfaction with Evaluators

41% 39%

The person who evaluates my performance  The person who evaluates my performance
has an accurate perception of my classroom  knows how much growth and progress my
practice. students have made this year.

DCPS Bottom Quartile = DCPS Average ™ DCPS Top Quartile - National Top Quartile

Schools with strong instructional cultures were also more likely
to have higher value-added scores.

@7
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" IMPLICATIONS DCPS should consider the following changes to policy and _
strategy to improve instructional culture in its schools.

Strategy Recommendations

1. Set annual district-wide and school-level goals around key indicators
or instructional culture.

2. Invest in evaluator skill development in observing lessons, applying
evidence to a rubric, identifying strengths and growth areas, and
providing useful feedback.
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Cbntents

Background and Methodology

Teacher Recruitment, Selection and Staffing
Teacher Retention

[nstructional Quality

Instructional Culture

Teacher Evaluation
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NATIONAL  Across the country, we routinely find that the vast majority of
DATA teachers are rated in the top two performance categories on

their evaluations.

AKRON PUBLIC SCHOOLS SY 05-06 to 07-08
improvenant

Quisterding Very Goud Satisfoctory 152020 Unesfastory

rse
638 (60.1%) 332(31.3%) 858.0%) 7(07%)  0(00%)

CHICAGO PUBLIC SCHOOLS SY 03-04 10 07-08

Liparior cxceleny Satisfac ¥
25,332 (68.7%) 9176 (24.9%) 2,232‘(6.1%)

Unsatisfactory

149 (0.4%)

CINCINNATI PUBLIC SCHOOLS SY 03-C4 to 07-08%

Proficieny’  féot Praficieny .
2 Basic Unsatisfoctory

Distinguizhed sic
12 (6.9%) 1(0.6%)

100 (57.8%)

Satst
60 (34.7%)

DISTRICT U-46 (ELGIN) SY 03-04 to 06-07

Exceilent Satislactory Ursatiefsciory
2,035 (88.1%) 264 (11.4%) 11 (0.5%)
&

ROCKFORD PUBLIC SCHOOLS S 03-04 1o 07-08

Excellant tisfactor Uns

56 fusteing
1,583 (80.2%) 374 (18.9%) 18 (0.9%)
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NATIONAL Yet these d

-

E% N

DATA

ata often stand in sh
achievement results, as this example from

Frequency of Unsatisfaciory Ratings

arp réi‘iéfha.

gainst student
Denver illustrates.

in Denver Public Schools thal Did Not Meet AYP

g Gl EER d{rl

B Y e e e m e

W EE B B EEN e B

il ol e R o R

B EEF S B A e e e
SY 05-06

=1 Schools Not Meeting AYP

e=i Schools Not Meeting AYP
with at Least One Tenured
Teacher Rated Unsatisfactory

5{6.3%}

- 8O -

1

B Gl i R R B B

G e Y B R GER am

Baf EOER B ATV ERR BN R pas

By el mEA e EE

it EEER BRI AR R R R E

R R EER B BT R
SY 06-07

Ty
i3 {14 8%

‘m;mwmew%‘m@l

88
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B ERLY N ES BN R B g
ﬂﬂ@iﬂm%%#@ﬁﬁ
@Bi@ﬁwmimw%w
MIH&1%TW%12&‘{@?%‘]

;mmimmﬁﬂwmwm

SY 07-08

In Denver schools that did not make adequate yearly
progress (AYP) for three consecutive years (2005-06
to 2007-08), more than 98 percent of tenured
teachers received the highest rating—satisfactory:
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Number of Teachers

CAST summative ratings indicate that DCPS has very similar challenge,
but in fact, evaluation raw scores do reveal a more realistic
distribution of performance that could be used to drive decision

making.

Distribution of Total Evaluation Points versus Summative CAST Ratings, SY 2012-13

150

100

50

'835%5
10%
0,
0.1% 5% .
50 75 100 125 150 175 200 Unsatisfactory Needs Effective Highly
Total Evaluation Points n=9 Improvement  n=6916 Effective
n=394 n=833
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Standard Deviation Change in Student Achievement

| EESE;REH_ When identii’;{ing effective“’nc;;hér:s, qualifications“b}'o;ridém
some insight - but past performance is by far the best indicator.
Effects of Teacher Characteristi

¢s on Student Performance

]
!
1.00 |
’ Change in student achievement
required to close the 4th grade
020 4; Change in student achievement black~whlt:'3na;'1'1;te;ement gap
i required to close the 4t grade
| black-white achievement gap
0.60 | in Reading
i 0.46
{
0.40 +
0.20 4
i
! 0.01 g0 0.02 poq
0.00 g — —
!’ -0.01 _gg2 0.00
-0.20 - i . . : s § 5 e 2 . -
Masters' Degree in Licensure Test National Board Pathway: Teach for Pathway: NYC 90th vs, 50th
Education Scores Certification America Teaching Fellows Percentile in Past
Performance
Clotfelter, Ladd & - Clotfelter, Ladd & Clotfelter, Ladd & Kane, Rockoff & | Kane, Rockoff & Nye,
Vigdor (2007), Vigdor (2007), Math Vigdor (2007), Math Staiger (2006), Math g Staiger (2008}, . Konstantopulous &
Reading i Clotfetter, Ladd & Clotfelter, Ladd & Xu, Hannaway & ‘ Reading Hedges (2004), Math
Rivkin, Hanushek 0 Vigdor (2007), Vigdor (2007), Taylor (2008) | Boyd et al. (2006), Nye,
& Kain (2005), Math Reading Reading Boyd et al. (2006) ELA (Grades 6-8) Konstantopulous &
Rivkin, Hanushek - ELA (Grades 4-5) Boyd et al. (2006), Hedges (2004),
& Kain (2005), Math (Grades 6-8) Reading
Reading i
Note: Results depicted above are limited to those that are statistically significant @, TNTP
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||le i’LICATlONS DCPSs:hould r‘cons'ide~r t-he foll_owma cl;;nges topaltc; én'd )

strategy to ensure accurate and meaningful teacher
evaluations.

Strategy Recommendations

1. Set annual district-wide and school-level goals for evaluation accuracy

and usefulness.

2. Develop messaging and communication that explicitly connects
teacher evaluation to the district’s vision for effective instruction.

Policy Recommendations

1. Use raw teacher evaluation data rather than summative evaluation
ratings to make internal decisions related to human capital strategy
and resource allocation.

2. Design an observation rubric that reflects the district’s vision of
excellence to be implemented in SY 2015-16.
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APPENDIX




TNTP used the following data definitions throughout the diagnostic:

Most und Least Effective Teachers

< Teachers identified as “most effective” or “least effective” are based on TNTP's analysis of
total CAST evaluation points, not summative ratings. The “most effective” teachers are the
20 percent of teachers with the highest total evaluation points and the “least efiective”
are the 20 percent with the lowest total points.

Instructional Culture

+ The schools identified as having tihe strongest and weakest instructional cuitures are
those in the top and bottom 25 percent of DCPS schools based on their scare on TNTP's
Instructional Culture Index.

High-Need and Low-Need Schools

<+ The highest- and lowest-need schools are defined as the 20 percent of schools with the
greatest and least percentage of students eligible for free or reduced priced lunch.

District-wide Summary of Teacher Survey Data

< All data points collected through the Insight teacher survey that represent district-wide
data points are based on averages of school-level averages in order to ensure
comparability between survey results in DCPS and national data
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