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So how do school
leaders hire and retain

effective teachers?




—George Santayana,
philosopher
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Susan s a young woman whom we would like to be a public school teacher,
She is academically able (she scored a 1350 on her SATs and has earned a
cumulative 3.8 grade average in what is considered a very difficult major at 2
prestigions liberal arts college), she is personable, and she has a great deal of

ion for people. -, 85 Susan on her career expecta-
tions and teaching, it became apparent she could not teach,

Barnetn Berry, College of Education, Undversity of South Carolina, Colunbia, SC 20208,
Thee Urian Review =986 Agathon Press, Inc, Vol 18, No, 4
268
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What were the major
findings from these studies
of teacher development

over the last 20 years?
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Developing workplaces where ———
teachers stay, improve & succeed

Probability that Massachusetts teachers intend to transfer away
from their school percentile of working conditions with predicted
relationship overlaid.
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Probability teacher
intends to transfer




Estimated returns
for teachers at different points
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Strong professional
environment

——75th percentile
—-average

——25th percentile

3 4 5 6 7 8 9 10+
Years of experience

Kraft & Papay, 2014
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Teachers working
in schools

with strong
professional
environments
improved 38%

more over ten
years than
teachers working
in weak
professional
environments.

Kraft and Papay, 2016




Schools in
which teachers
reported better
quality
collaboration
had better

average
achievement
gains in math
and reading.

Kraft and Papay, 2016




School-level value added

as result of instructional collaboration

_ Variables | Model1 | Model2 | Modell |  Model2

General 0.4254%** 0.1789**x*
collaboration (0.081) (0.050)
Instruction 0.2971** 0.1266*
collaboration (0.099) (0.051)
Student 0.1763* 0.1091*
collaboration (0.079) (0.050)
Assessment 0.2514*** 0.0749
collaboration (0.069) (0.058)

Note: Robust standard errors are clustered at the school level (in parentheses); school response rates
on surveys are used as probability weights. *p<.05 **p<.01 ***p<.001

®° Ronfeldt, M., et al., 2015
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Actions that would help
teachers in day-to-day teaching

More planning time during school day N 19%
Smaller class sizes [ IIIINIGGENNENEEN 17%
More time to collaborate with other teachers... NG 34%
More financial compensation [N 238%
More instructional time with my students S 27%
Greater access to classroom-based technology I 17%
More high-quality professional development [ 15%
Curricula better aligned to my state's standards [l 12%
More parent-teacher collaboration [N 11%

Better benefits M 79,
Center on Education Policy, 2016
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7 conditions for teacher
leadership

vision and
strategy =ah strong

5515/ collaboration

-1\ supportive
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Teachers who never
observe others and offer
feedback

us | 50
singapore [[EEININ 20%
Japan [N 6%

TALIS, 2014
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Teachers who never
teach jointly

s | 5+
Singapore -260/0
verage | 42°%

TALIS, 2014
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Teachers who receive
feedback and mentoring

85%

B principals massighed mentors m other teachers

0
50% >4%

US Singapore Average
° TALIS, 2014
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Limited time to assess—————

My school has dedicated time for teachers to analyze
interim assessments and to re-teach content based on

0% 20% 40% 60% 80% 100%

From Florida district in Fall 2014, w/ ~2000 teachers,
conducted after several years of implementing new curriculum
mandates and more rigorous teacher evaluation system
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Low quality feedback

The teacher
evaluation
process helps
identify my
strengths and
weaknesses.

359

From Florida district in Fall 2014, w/ ~2000 teachers,
conducted after several years of implementing new curriculum
mandates and more rigorous teacher evaluation system

O' CENTER FOR TEACHING QUALITY



Leadership limitations

The teachers who deserve
leadership positions at my
school are the most likely

to get them.

4890

There are opportunities
for me to advance at
my school.

29%

From Florida district in Fall 2014, w/ ~2000 teachers,
conducted after several years of implementing new curriculum
mandates and more rigorous teacher evaluation system
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New roles for principals

Identify
strengths
Organize
time

Broker
ideas
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Principals who are learning
leaders inspire teachers to
become learning leaders. This
creates

from the ground up.”

—Alil Wright

Kentucky DOE

fectiveness Coach & recent
CTQ Teacherprene




Lessons from Glenn O. Swing——
Elementary School
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—Anonymous




Barnett Berry

CEO and Founder, Center for Teaching Quality

@BarnettCTQ
@TeachingQuality

TEACHER|
PRENEURS

EEEEEEEEEEEEEEEEEE |
EAD BUT DON'T LEAVE |
. !

, \ #teacherpreneurs

teachingquality.org
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