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ESSA Topic:

Defining and achieving equitable access to effective educators

Relevant Requirements of ESSA law:

Under ESSA, States are required to describe how low-income and minority children enrolled in Title |
schools are not served at disproportionate rates by ineffective, out-of-field, or inexperienced teachers,
and the measures the State will use to evaluate and publicly report the progress of the State in closing
these gaps.

Further, ESSA requires that LEA plans explain how LEAs will identify and address any disparities that
result in low-income students and minority students being taught at higher rates than other students by
ineffective, inexperienced, or out-of-field teachers.

Title IIA funding under ESSA can be used to develop and implement initiatives to assist in recruiting,
hiring, and retaining effective teachers, particularly in low-income schools with high percentages of
ineffective teachers and high percentages of students who do not meet the challenging State academic
standards, to improve within-district equity in the distribution of teachers. Other Title IIA activities
explicitly authorized under ESSA include:

1. Expert help in screening candidates and enabling early hiring;

2. Differential and incentive pay for teachers, principals, or other school leaders in high-need
academic subject areas and specialty areas, which may include performance-based pay systems;

3. Teacher, paraprofessional, principal, or other school leader advancement and professional
growth, and an emphasis on leadership opportunities, multiple career paths, and pay
differentiation;

4. New teacher, principal, or other school leader induction and mentoring programs that are
designed to:

a. improve classroom instruction and student learning and achievement; and
b. increase the retention of effective teachers, principals, or other school leaders;

5. The development and provision of training for school leaders, coaches, mentors, and evaluators
on how accurately to differentiate performance, provide useful feedback, and use evaluation
results to inform decision making about professional development, improvement strategies, and
personnel decisions; and

6. A system for auditing the quality of evaluation and support systems

Relevant High Concept Ideas, if any:

To ensure that all students have equitable access to the most effective educators, regardless of their
physical location, the Department will support school districts, BOCES, and Institutions of Higher
Education, and other preparatory program providers to develop comprehensive systems of educator
support that address five common challenge areas: 1) preparation; 2) recruitment and hiring; 3)
professional development and growth; 4) retention of effective educators; and 5) extending the reach of
the most effective educators to the most high-need students.

Department Recommendations, if any:
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For purposes of defining “ineffective,” the Department will use results of Annual Professional
Performance Reviews (APPR), including both the overall rating that an educator receives and the
subcomponent scores.

For purposes of defining “out-of-field,” the Department will use teachers who do not hold
certification in the content area for all of the courses they teach.

For purposes of defining “inexperienced,” the Department will use teachers with three or fewer
years of experience.

For purposes of defining “low-income student,” the Department will use students who
participate in, or whose family participates in, economic assistance programs, such as the free or
reduced-price lunch programs, Social Security Insurance (SSI), Food Stamps, Foster Care,
Refugee Assistance (cash or medical assistance), Earned Income Tax Credit (EITC), Home Energy
Assistance Program (HEAP), Safety Net Assistance (SNA), Bureau of Indian Affairs (BIA), or Family
Assistance: Temporary Assistance for Needy Families (TANF).

For purposes of defining “minority student,” the Department will use students who are
identified as American Indian or Alaska Native, Asian, Black or African-American, Hispanic or
Latino, Native Hawaiian/Other Pacific Islander, and multiracial. Equity gap analyses conducted
related to race/ethnicity will compare access of Black or African-American and Hispanic or Latino
and Asian students to that of White students.

Questions for Consideration:

Should the Department produce equity profiles for districts that include analyses of the district’s
most significant equity gaps as defined under ESSA?

Should the Department require LEAs, in their annual funding applications, to describe how the
strategies they have selected for using their Title IIA funds will address the equity gaps that are
identified by the Department?

If strategies selected by LEAs to address their equity gaps do not close those gaps within three
years, should the Department require districts to provide a rational for the continued use of
funds to support the strategy and/or require LEAs to select a different strategy?

Should the Department explore the use of Title lIA funding for competitive grants that allow
LEAs to develop and implement comprehensive systems of educator support designed to
address our five common challenge areas?

Background Information on the Recommendations and/or Questions for Consideration:

Evidence collected by the Department and review of related research indicate that there are five
common road blocks to LEA’s ability to ensure equitable access to effective educators:
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Although the Department believes the challenges described here are reflective of broad “root causes”
for the statewide equity gaps, it is important for each LEA to examine their unique equity issues and
potential root causes and develop comprehensive systems that address those root causes.

See, e.g.:

New York State’s Plan to Ensure Equitable Access

“What Matters Now: A New Compact for Teaching and Learning.” National Commission on
Teaching and America’s Future. Arlington, VA (2016). < http://nctaf.org/research/what-matters-

now/>
Doyle, D., and G. Locke. "Lacking Leaders: The Challenges of Principal Recruitment, Selection,
and Placement." The Fordham Institute, 24 June 2014.
<https://edexcellence.net/articles/lacking-leaders-the-challenges-of-principal-recruitment-

selection-and-placement>

Blazar, D. and M. Kraft. “Teacher and Teaching Effects on Students’ Attitudes and Behaviors.”
Educational Evaluation and Policy Analysis (2016). <
http://scholar.harvard.edu/mkraft/publications/teacher-and-teaching-effects-
students%E2%80%99-attitudes-and-behaviors>

Rice, Jennifer King. “Teacher Quality: Understanding the Effectiveness of Teacher Attributes.”

Washington, DC: Economic Policy Institute, 2003. Print.

Egalite, A. J., Kisida, B., and Winters, M.A. “Representation in the classroom: The effect of own-
race teachers on student achievement.” Economics on Education Review, 31, January, 2013.
<http://www.sciencedirect.com/science/article/pii/S0272775715000084>

Kane, Thomas J., Jonah E. Rockoff, and Douglas O. Staiger. "What Does Certification Tell Us
about Teacher Effectiveness? Evidence from New York City." Economics of Education Review
Working Paper No. W12155 (2006): 615-31. NBER. Economics of Education Review.
<http://www.nber.org/papers/w12155.pdf>.

"The Irreplaceables: Understanding the Real Retention Crisis in America’s Urban Schools."
TNTP.org. 2012. <http://tntp.org/assets/documents/TNTP_Irreplaceables 2012.pdf>.
Ahmad, F. and Boser U. “America’s Leaky Pipeline for Teachers of Color.” Center for American

Progress, May 2014. < https://www.americanprogress.org/wp-
content/uploads/2014/05/TeachersOfColor-report.pdf>
Ronfeldt, Matthew, Hamilton Lankford, Susanna Loeb, and James Wyckoff. "How Teacher

Turnover Harms Student Achievement." Www.nber.org. National Bureau of Economic Research,
June 2011. <http://www.nber.org/papers/w17176.pdf>.
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http://www.sciencedirect.com/science/article/pii/S0272775715000084
http://www.nber.org/papers/w12155.pdf
http://tntp.org/assets/documents/TNTP_Irreplaceables_2012.pdf
https://www.americanprogress.org/wp-content/uploads/2014/05/TeachersOfColor-report.pdf
https://www.americanprogress.org/wp-content/uploads/2014/05/TeachersOfColor-report.pdf
http://www.nber.org/papers/w17176.pdf
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ESSA Topic:

Supporting teacher and principal preparation and mentoring

Relevant Requirements of ESSA law:

Each state is required to describe its educator development, retention, and advancement systems,
including, among other things:

1.

The State’s system of certification and licensing of teachers and principals or other school
leaders;

The State’s system to ensure adequate preparation of new educators, particularly for low-
income and minority students; and

The State’s system of professional growth and improvement, which may include the use of an
evaluation and support system for educators that addresses induction, development,
compensation, and advancement for teachers, principals, and other school leaders.

Allowable State level activities under Title lIA include 1) implementing induction and mentoring
programs and 2) reforming teacher, principal, or other school leader certification, recertification,
licensing, or tenure systems or preparation program standards and approval processes to ensure that:

1.

teachers have the necessary subject-matter knowledge and teaching skills, as demonstrated
through measures determined by the State, which may include teacher performance
assessments, in the academic subjects that the teachers teach to help students meet
challenging State academic standards;

principals or other school leaders have the instructional leadership skills to help teachers
teach and to help students meet such challenging State academic standards; and

teacher certification or licensing requirements are aligned with such challenging State
academic standards.

Relevant High Concept Ideas, if any:

Preparation

1.

To ensure that all students have equitable access to the most effective educators, regardless
of their physical location, the Department will work with Institutions of Higher Education and
other preparatory program providers to support initiatives that identify and recruit promising
candidates into education preparatory programs.

To ensure that all students have equitable access to the most effective educators, regardless
of their physical location, the Department will facilitate communication and partnerships
between Institutions of Higher Education and other preparatory program providers and
districts/BOCES that address the greatest areas of shortage/need.

To ensure that educators entering the field understand and are prepared to enter the
profession, the Department will enhance clinical practice requirements. These enhancements
may include:

a. Increasing the minimum field experience requirement of 100 hours prior to the
student teaching placement and require that such experiences occur throughout the
preparatory program to allow prospective educators exposure to the rigors of the
profession before committing to program completion

i. The Department will develop guidance and resources that encourage
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Institutions of Higher Education and other preparatory program providers
and school districts/BOCES to align field experiences to evidence-based
practices.
Requiring that the student teaching placement, which occurs after the field
experience requirement is completed, include a full-time workload for an extended
period (e.g., one semester)
Requiring Institutions of Higher Education and other preparatory program providers
to align program completion with a candidate’s demonstration of positive impact on
student outcomes. This should include multiple measures where practicable (e.g.,
portfolios, evidence from observations, student growth/achievement, etc.)

4. To ensure that educators entering the field from Institutions of Higher Education and other
preparatory programs understand the demands of the profession and are prepared to enter
it, the Department will work to expand programs that provide greater opportunities for
candidates to apply the knowledge and skills they acquire in authentic settings.

5. Provide better professional learning and support for current school building leaders and
aspiring principals:

a.

Organize certification around the 2015 Professional Standards for Educational
Leaders (PSEL).

Strengthen university-based SBL programs by closely linking the 2015 PSEL with
extended school-based internship.

Create pathways, options, and/or opportunities leading to full-time, year-long,
school-based internships for aspiring principals.

Adapt preparation to account for varied setting (rural vs urban), level (elementary vs
secondary), age (early childhood), school type (Title | vs non-Title |), student need
(those with disabilities, English learners, gifted & talented), or school focus (STEM,
Career Tech).

Early Career Supports

1. To ensure that novice educators receive the supports that are necessary to succeed in the
profession, the Department will seek to revise the current first year mentoring requirement
to require mentoring that spans the first 180 school days of employment in an LEA. Further
the Department will encourage LEAs to develop mentoring programs that provide educators
with differentiated supports that will provide new teachers and school leaders with what they
need to succeed.

2. To ensure that early career educators (both those new to teaching and to leadership) receive
the supports that are necessary to persist in the profession, the Department will develop and
encourage districts/Boards of Cooperative Education Services (BOCES) to adopt induction
models that provide a menu of differentiated supports to educators during the first three
years of their careers that are tailored to what they need to succeed. These systems should
promote the personal and professional growth of educators, and should recognize the multi-
dimensional nature of the profession.

Department Recommendations, if any:

1. Consider revisions to the current clinical practice requirements for preparatory candidates.
These revisions should ensure that candidates have opportunities for field experiences
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throughout their programs (including early in their programs) and should also ensure that
candidates have opportunities for longer-term, intensive student teaching placements and
school building leader internships.

2. Consider revision of the current regulatory language requiring that educators (both teachers
and principals) receive a mentored experience in their first year of teaching or school
leadership to clarify that this experience must span at least the first 180 school days of
employment in an LEA.

Questions for Consideration:

1. Should the Department explore the creation of induction standards and/or models that would
provide supports to early career educators beyond just their first year of practice?

2. Should the Department explore the use of Title lIA funding to encourage IHE — district
partnerships to create clinically rich preparatory programs?

3. Should the Department develop a process for reviewing LEA’s current mentoring programs
(already submitted as part of their professional development plans) and providing technical
assistance to LEAs to ensure that these programs are addressing the district’s needs and are
aligned to evidence-based practices?

4. Should the Department explore the use of Title lIA funding to encourage LEAs to adopt
comprehensive, evidence-based induction models that improve the quality and retention of
early career educators?

Background Information on the Recommendations and/or Questions for Consideration:

Preparation
New and experienced educators repeatedly cite the opportunities to practice as being the most

critical element of their preparation. This is not because they devalue the content or theory, but
because their preparation did not provide adequate opportunity for them to learn how to use what
they knew in a supportive, highly mentored environment.

By creating clinically based preparation programs, in the form of laboratory experiences and school-
embedded clinical practice, as a required part of teacher and principal preparation, we believe and
research confirms that educators will be better prepared to enter the profession and are more likely
to persist in the profession.

Clinical experiences provide prospective educators with the opportunities to connect theory and
content with practice; hone their skills; and have their performance be regularly assessed as they
work with mentors who are not only expert practitioners, but highly trained educators.

See, e.g.:
e Cheney, G., Davis, J., Garrett, K., and Holleran. “A New Approach to Principal Preparation.” <
http://www.anewapproach.org/docs/a new approach.pdf>

e Brenda J. Turnbull, Derek L. Riley, Jaclyn R. MacFarlane. “Building a Stronger Principalship,
Vol. 2: Cultivating Talent Through a Principal Pipeline.” Wallace Foundation. <
http://www.wallacefoundation.org/knowledge-center/Pages/Building-a-Stronger-



http://www.anewapproach.org/docs/a_new_approach.pdf
http://www.wallacefoundation.org/knowledge-center/Pages/Building-a-Stronger-Principalship-Vol-2-Cultivating-Talent-Through-a-Principal-Pipeline.aspx
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Principalship-Vol-2-Cultivating-Talent-Through-a-Principal-Pipeline.aspx>

e “The Case Study Project: Clinically Oriented Teacher Preparation.” The National Center for
Teacher Residencies. < http://nctresidencies.org/wp-content/uploads/2016/09/The-Case-
Study-Project-COTP-1.pdf>

e Silva, T., McKie, A., Knechtel, V., Gleason, P., and Makowsky. “Teacher Residency Programs: A

Multisite Look at a New Model to Prepare Teachers for High-Need Schools.” Washington, DC:
National Center for Education Evaluation and Regional Assistance, Institute of Education
Sciences, U.S. Department of Education < https://ies.ed.gov/ncee/pubs/20154015/>

e Guha, R., Hyler, M.E., and Darling-Hammond, L. “The Teacher Residency: An Innovative Model
for Preparing Teachers.” Palo Alto, CA: Learning Policy Institute. <
https://learningpolicyinstitute.org/product/teacher-residency>

Supports for Early Career Educators
The purpose of the mentoring requirement is to provide beginning educators in teaching or school

building leadership service with support to gain skillfulness and more easily make the transition to
one’s first professional experience under an Initial certificate. Research consistently shows that
quality mentoring helps to ensure that new educators can develop the skills and knowledge that they
need early in their career to increase their effectiveness. Such systems have also been shown to
improve retention and professional growth of educators.

Further, recognizing that teachers and school leaders need support beyond just their first year in that
role, many work group members are supporting expanding the mentoring requirement to encompass
the first three years of an educator’s career. Research consistently shows that mentoring and
induction initiatives support the recruitment, retention, and growth of educators.

See, e.g.:

e Burkhauser, S., Gates S., Hamilton S. and lkemoto, G. “First Year Principals in Urban School
Districts: How Actions and Working Conditions Relate to Outcomes.” (Santa Monica, CA:
RAND, 2012). <http://www.rand.org/pubs/technical reports/TR1191.html >

e Podolsky A., Kini T., Bishop J., and Darling-Hammond, L. “Solving the Teacher Shortage: How
to Attract and Retain Excellent Educators.” (Palo Alto, CA: Learning Policy Institute, 2016).
<https://learningpolicyinstitute.org/sites/default/files/product-
files/Solving Teacher Shortage Attract Retain Educators REPORT.pdf>

e “Keeping Irreplaceables in D.C. Public Schools: Lessons in Smart Teacher Rentention.”
TNTP.org. 2012. < http://tntp.org/publications/view/keeping-irreplaceables-in-d.c.-public-
schools-smart-teacher-retention>

e Jacques C. and Potemski A. “21st Century Educators: Developing and Supporting Great Career
and Technical Education Teachers.” Center on Great Teachers and Leaders, February 2014. <
http://www.gtlcenter.org/sites/default/files/21CenturyEducators.pdf>

e Griffen, C., Winn, J., and Kilgore K. “New Teacher Induction in Special Education.” University
of Florida, 2003. < http://copsse.education.ufl.edu/docs/RS-5/1/RS-5.pdf>



http://www.wallacefoundation.org/knowledge-center/Pages/Building-a-Stronger-Principalship-Vol-2-Cultivating-Talent-Through-a-Principal-Pipeline.aspx
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http://nctresidencies.org/wp-content/uploads/2016/09/The-Case-Study-Project-COTP-1.pdf
https://ies.ed.gov/ncee/pubs/20154015/
https://learningpolicyinstitute.org/product/teacher-residency
http://www.rand.org/pubs/technical_reports/TR1191.html
https://learningpolicyinstitute.org/sites/default/files/product-files/Solving_Teacher_Shortage_Attract_Retain_Educators_REPORT.pdf
https://learningpolicyinstitute.org/sites/default/files/product-files/Solving_Teacher_Shortage_Attract_Retain_Educators_REPORT.pdf
http://tntp.org/publications/view/keeping-irreplaceables-in-d.c.-public-schools-smart-teacher-retention
http://tntp.org/publications/view/keeping-irreplaceables-in-d.c.-public-schools-smart-teacher-retention
http://www.gtlcenter.org/sites/default/files/21CenturyEducators.pdf
http://copsse.education.ufl.edu/docs/RS-5/1/RS-5.pdf
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e Barnes, G., Crowe, E., and Schaefer, B. “The Cost of Teacher Turnover in Five Districts: A Pilot
Study.” National Commission on Teaching and America’s Future.
<http://files.eric.ed.gov/fulltext/ED497176.pdf>

ESSA Topic:

Professional supports for educators (teachers and administrators) and the optional 3% set-aside
under Title 1A

Relevant Requirements of ESSA law:

Each state is required to describe its educator development, retention, and advancement systems,
including the State’s system of professional growth and improvement, which may include the use of
an educator evaluation and support system, for educators that addresses induction, development,
compensation, and advancement for teachers, principals, and other school leaders.

Additionally, under ESSA, every State receives Title lIA funding. 5% of this funding goes to the State
Education Department and 95% goes out to LEAs through a formula.

Under ESSA, State Education Departments can also choose to set-aside an additional 3% of the
funding otherwise available to school districts to provided targeted supports to principals or other
school leaders.

The Department proposes to use this additional set-aside for systematic initiatives that support
principals and other school leaders. These types of activities and networks may be especially
beneficial to smaller districts that would now have the means to tap into larger statewide programs
and activities.

Relevant High Concept Ideas, if any:

1. To ensure that all students have equitable access to the most effective educators, regardless
of their physical location, the Department will support school districts, BOCES, Institutions of
Higher Education, and other preparatory program providers to develop comprehensive
systems of educator support that address five common challenge areas:

a. 1) preparation;

2) recruitment and hiring;

3) professional development and growth;

4) retention of effective educators;

5) extending the reach of the most effective educators to the most high-need

students.

2. To ensure that principals and other school leaders receive the supports that are necessary,
the Department will use the optional 3% set-aside under Title lIA to develop programs
focused on promoting effective educational leadership and that address emerging needs.
Focus areas and support systems will be developed collaboratively based on needs identified

®aooT
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by a broad range of stakeholders including the Department, school leaders, preparatory
programs, etc.

Department Recommendations, if any:
1. The Department will take the optional 3% set-aside under Title IIA for State-level initiatives
that are focused on supporting school building leaders.

Questions for Consideration:

1. Should the Department create tools and resources that assist LEAs in conducting root cause
analysis and needs/gap analysis to identify priority areas for professional development and
supports for educators?

2. Should the Department require that LEAs, in their annual applications, address how their use
of Title IIA funding for professional development are designed to address priority areas of
need identified through the needs/gap analysis?

3. Should the Department explore the use of Title IIA funding to encourage LEAs to develop
evidence-based career ladders designed to strengthen the continuum of supports for
educators?

4. Assuming the Department takes the 3% set-aside, should the Department create an advisory
group or steering committee of stakeholders most impacted by this work to determine the
emerging needs and types of programs that will be funded?

5. Assuming the Department takes the 3% set-aside, should the Department use it for activities
that are available to all LEAs across the State or should the Department use these funds for
competitive grants?

Background Information on the Recommendations and/or Questions for Consideration:

Research consistently shows that teaching is the single most important school-based factor impacting
student learning, and that access to experienced, effective teachers can have a dramatic impact on
student growth. Research also shows that effective school leadership is second only to teaching
among school-related factors in improving student achievement; principals are multipliers of effective
teaching; and effective school leadership has a particularly significant impact on high-poverty schools,
and can promote recruitment and retention of effective teachers.

Evidence collected by NYSED suggests that there are several root causes that impact the ability of
districts and BOCES to retain their most effective educators. Among the most often cited causes for
this challenge are that educators do not feel that they are receiving enough support and that there
are not enough opportunities for career advancement in the profession. By providing long term
differentiated systems of professional development and support and career advancement for
educators, districts/BOCES who are experiencing problems with retaining their top talent may be able
to address this issue.

Title IlA funding, both at the local level and State level can be used to support systems of professional
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growth and improvement, which may include the use of an educator evaluation and support system,
for educators that addresses induction, development, compensation, and advancement for teachers,
principals, and other school leaders if the State has elected to implement such a system.

See, e.g.:

Podolsky A., Kini T., Bishop J., and Darling-Hammond, L. “Solving the Teacher Shortage: How
to Attract and Retain Excellent Educators.” (Palo Alto, CA: Learning Policy Institute, 2016).
<https://learningpolicyinstitute.org/sites/default/files/product-

files/Solving Teacher Shortage Attract Retain Educators REPORT.pdf>

Epstein, R. H., Gates, S., Arifkhanova, A., Bega, A., Chavez-Herrerias, E., Han, E., Harris, M.,
Leschitz J., and Wrabel. “School Leadership Interventions Under the Every Student Succeeds
Act: Evidence Review: Updated and Expanded.” Santa Monica, CA: RAND Corporation, 2017.
<http://www.rand.org/pubs/research_reports/RR1550-2.html.>

“Keeping Irreplaceables in D.C. Public Schools: Lessons in Smart Teacher Rentention.”
TNTP.org. 2012. < http://tntp.org/publications/view/keeping-irreplaceables-in-d.c.-public-
schools-smart-teacher-retention>

"The Irreplaceables: Understanding the Real Retention Crisis in America’s Urban Schools."
TNTP.org. 2012. <http://tntp.org/assets/documents/TNTP_Irreplaceables 2012.pdf>.

“The Mirage: Confronting the Truth About Our Quest for Teacher Development.” TNTP.org.
2015. < http://tntp.org/assets/documents/TNTP-Mirage 2015.pdf>

Ronfeldt, Matthew, Hamilton Lankford, Susanna Loeb, and James Wyckoff. "How Teacher
Turnover Harms Student Achievement." Www.nber.org. National Bureau of Economic
Research, June 2011. <http://www.nber.org/papers/w17176.pdf>.

Jacques, Catherine, Gretchen Weber, David Bosso, Derek Olson, and Katherine Bassett. "Great
to Influential: Teacher Leaders' Roles in Supporting Instruction." (2016)
<http://www.gtlcenter.org/sites/default/files/Great To Influential.pdf>

Louis K., Leithwood, K., Wahlstrom, K., and Anderson, S. “Learning from Leadership:

Investigating the Links to Improved Student Learning.” Center for Applied Research and
Educational Improvement, 2010. < http://www.wallacefoundation.org/knowledge-

center/Documents/Investigating-the-Links-to-Improved-Student-Learning.pdf>
“CHURN: The High Cost of Principal Turnover.” (Hinsdale, MA: School Leaders Network, 2014).
<https://connectleadsucceed.org/sites/default/files/principal turnover cost.pdf>

Burkhauser, S., Gates, S., Hamilton, L., lkemoto, G. “First Year Principals in Urban School
Districts: How Actions and Working Conditions Relate to Outcomes.” (Santa Monica, CA:
RAND, 2012). http://www.rand.org/pubs/technical_reports/TR1191.html

Manna, P. “Developing Excellent School Principals to Advance Teaching and Learning:
Considerations for State Policy.” The Wallace Foundation, 2015. <
http://www.wallacefoundation.org/knowledge-center/Pages/Developing-Excellent-School-
Principals.aspx>
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