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Good afternoon, members of the Program Review & Investigations Commitiee and Education
Committee. My name is Dara Barlin. I am Senior Policy Analyst for the New Teacher Center at
the University of California, Santa Cruz, and I'm here to comment on Raised Bill 329 and Raised
Bill 330, pertaining to the BEST program recommendations. I'd like to provide you with

an overview of research on the impact of high quality mentoring.

Throughout the education and policy communities, teacher quality has come to the forefront as
the single most important factor influencing student achievement. The National Commission on
Teaching and America’s Future noted in 2003 that the nation “has reached a consensus that well-
prepared teachers are the most valuable resource a community can provide to its young people. !
Empirical research justifies this contention, demonstrating that effective teachers are critical to
student success. Students taught by high quality teachers perform dramatically better than
students assigned to ineffective teachers. % Teachers near the top of the quality distribution “can
get an entire year’s worth of additional learning out of their students compared to those near the
bottom of the distribution.’

However, the nation continues to struggle to provide all students with high quality teachers as
well-qualified, experienced teachers rarely choose to work with poor and minority students in
challenging schools. The students most in need of outstanding teachers instead are faced with a
succession of beginning teachers, many lacking full certification.! Despite their enthusiasm and
good intentions, too many of these beginning teachers are ineffective and their students fail to
reach the achievement levels of students taught by experienced teachers.” New teachers are also
the most likely to leave. All new teachers, not just those in difficult to staff schools, face such
challenging working conditions and find teaching so difficult that approximately 56% leave the
profession after only five years. This percentage increases significantly in low-income,
underperforming urban areas. °

! “No Dream Denied: A Pledge to America’s Children,” 2003, National Commission on Teaching and America’s
Future, p. 4, http:/fwww.nctaf.org/article/7c=4&sc=16
? Sanders, W. L. and Rivers, J.C. (1996). “Cumulative and Residual Effects of Teachers on Future Student
Achievement,” University of Tennessee Value-added Research and Assessment Center, Knoxville, Tennessee
> Hariushek, Eric A., July 2002, “The Fallure of Input-based Schooling Policies,” National Bureau of Economic
Research, p. 31
4 Shields, et. al., 2003, “Teaching and California’s Future, “The Status of the Teaching Profession 2003,” Santa
Cruz, CA: Center for the Future of Teaching and Learning, www.cftl.org

Rice, Jennifer, 2003. Teacher quality: Understanding the effectiveness of teacher attributes. Washington, DC:
Economic Policy Institute
6 Ingersoll, Richard, 2001, “Teacher Turnover, Teacher Shortages, and the Organization of Schools, © Center for the
Study of Teaching and Policy, University of Washington



The costs of new teacher turnover are significant, especially because it is not the least qualified,
but the most promising teachers that usually leave the profession first. Teachers with the highest
scores on certification tests are twice as likely to leave as those with the lowest scores’. Without
guidance and support, these promzsmg teachers fail to reach their peak level of effectiveness and
generally leave out of frustration®.

This loss of critical human resources hurts the most disadvantaged students most. New teachers
are disproportionately assigned to the most challenging schools and classrooms, which are
typically populated by high percentages of low-income and minority students. ° Despite
wonderful intentions, these new teachers have yet to develop their skills and knowledge in
teachmg As a result, they are often less effective than experienced colleagues in helping students
learn'®. Thus, the students most in need of the most highly accomplished teachers are more likely
to be taught by the least effective ones.

The inability to retain new teachers also has a significant fiscal impact on school budgets. The
National Commission on Teaching & Amenca s Future estimates that the nation loses $7.3
billion annually due to teacher turnover''. This hits state budgets hard as well. A 2000 Texas
Center for Education Research study estimated the annual cost of that state’s teacher attrition rate
at between $329 million and $2.1 billion'>. The Center for Strengthening the Teaching
Profession in Washington State found that it reqmres $42,000 of taxpayer money to replace
every new teacher who leaves the profession'®. In Washington, that’s $21 million lost every year.
This represents billions of lost taxpayer dollars due to inefficiencies in our system and our
inability to hold onto teachers. At the local level, the National Commission on Teaching and
America’s Future looked at one city in Connecticut and estimated that Hartford Public Schools
loses approximately $4,462,500 in attrition related costs.

Outside of the fiscal and equity implications, a revolving door of staff inhibits the ability of
schools to create highly functional environments where all children can learn. Consistency in the
teaching workforce is a key element of understanding the student population, maintaining strong
instructional programs, and ensuring cohesiveness and alignment across instructional programs.

" Robin R. Henke, Xianglei Chen, Sonya Geis. (2000). Progress Through the Teacher Pipeline: 1992-93 College
Graduates and Elementary/Secondary School Teaching as of 1997. 1.8, Department of Education, National Center
for Education Statistics: Washington, DC.

¥ Susan Moore Johnson. (2007). Finders and Keepers: Helping New Teachers Survive and Thrive in Our Schools,
Jossey-Bass: San Francisco, CA.
? Linda Darling-Hammond. (1997). Doing What Matters Most: Investing in Quality Teaching. National
Commission on Teaching and America’s Future: New York, NY. Heather G. Peske and Kati Haycock.
(2008). Teaching Inequality: How Poor and Minority Students Are Shortchanged on Teacher Quality. The
Education Trust: Washington, DC.
1% Steven G. Rivkin, Fric A. Hanushek, and John F. Kain. (2005.) “Teachers, Schools, and Academic Achievement.”
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While some level of attrition may be desirable, high levels of turnover among the best new
teachers significantly impede our efforts to provide a high-quality education for all students.
These trends have damaging repercussions for our public schools, our taxpayer dollars and most
importantly, the opportunities afforded to the next generation in our country.

However, when sufficient new teacher mentoring and induction programs are implemented
with integrity, these trends can be either slowed or reversed. Research has found that when
school systems incorporate a high quality induction program, attrition is decreased, the
effectiveness of teachers improved, and cost savings are provided to school systems. The charts
below illustrate the potential gains that can be made.



Mentoring and Support Cuts
Teacher Turnover

Teacher Intent to Remain in Their Current School

Source: Cansortum on Chicago School Research at the University of Chicago, 2007
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One of the principal benefits of high-quality teacher induction is reduced teacher turnover, enabling
schools and districts to hold onto their best and brightest educators. A recent survey of new teachers in
some of the Chicago’s most hard-to-staff schools shows that teachers who receive intensive induction are
much more likely to report a good experience and to remain in the profession. The Chicago New Teacher
Center has seen this impact on Chicago’s South Side where its full-release induction model has
strengthened teacher retention. Intensive induction programs can serve a critical tool for urban school
districts that typically evidence disruptively high rates of within-district teacher transfer.

Source:
» Kapadia, Kavita; Coca, Vanessa; and Easton, John Q. (2007). Keeping New Teachers: A First Look at the Influences of
Induction in the Chicago Public Schools. Chicago: Consortium on Chicago School Research at the University of Chicago.



Percent of Teacher Retention After Six Years
Comparing Rates of SCNTP Teachers to California & U.S. Statistics

Sources: Nation = ingersoll {2002); CA = CCTC {2002); SCNTP = Strong & St.John (2001)
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Two studies have shown that the Santa Cruz New Teacher Project’s retention rate for new teachers is
88% after six years, as compared to the national rate of 56% after five years.l California mandates a
beginning teacher support program with many elements of high quality induction. Based on experience,
the New Teacher Center hypothesizes that the reason why California retention is not as high as in SCNTP
districts is because quality of implementation of the elements vary widely across the state.



Class Assignment and Achievement: Comparison
of Novice & Veteran Teachers in SCNTP District C

Source: Strong {(2006)
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Probably the most important benefit of high quality induction is shown here, improvements in teacher
effectiveness and a significant contribution to greater student learning. Two studies have shown that
students taught by teachers who receive comprehensive induction support for two years demonstrate
significantly greater learning gains. New teachers in these programs are about as effective as their more
experienced peers, despite being assigned to classrooms with more English Language Learner students.

Source: Michael Strong. (2006.) Research Brief: Does New Teacher Support Affect Student Achievement? New Teacher Center: Santa Cruz, CA.



Maintaining Intensive Induction Results in

Greater Student Learning Gains

Sources: » Fletcher, Strong,and Villar, . (2008) + Strong (2008)
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The implications from this data reinforce the importance of maintaining the rigor and intensity of
mentoring programs over, a least, the first two year’s of a beginning teacher’s career. This chart
summarizes findings from a NTC study of induction programs in three California districts. All three
districts had comprehensive mentoring for teachers in their first year, utilizing full-release mentors and
caseloads of 1:15. Only District C retained this model for the teachers’ second year, with District A
reverting to a buddy system and District B increasing the mentor-new teacher ratio to 1:35. Students
taught by District C’s new teachers showed the greatest achievement gains.

Sources: Fletcher, Stephen; Strong, Michael; and Villar, Anthony. (2008). An Investigation of the Effects of Variations in
Mentor-Based Induction on the Performance of Students in California. New York: Teachers College Record. « Strong,
Michael. (2006). Does New Teacher Suppore Affect Student Achievement?Some Farly Research Findings, Santa Cruz: New
Teacher Center at the University of California, Santa Cruz.



‘Comprehensive Induction Programs
Provide a Positive Return on Investment

Source: Viliar & Strong, 2007
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A recent New Teacher Center study measured the full range of benefits related to induction,
demonstrating a significant return on investment from expenditures on high-quality induction programs.
Using evidence from one medium-sized California school district, the study describes how every $1.00
invested in a comprehensive induction program provides a return on investment of $1.66 over a period of
five years. The analysis includes all major and minor costs for providing high-quality new teacher
suppott, including personnel, indirect costs (facilities, equipment & materials), program inputs (such as
room rental and substitute teachers), and client inputs (such as teachers’ personal time). Total costs for a
district induction program supporting 119 new teachets are approximately $786,000, representing a per
teacher cost of $6,603. Benefits include potential savings to districts in increased teacher retention,
increased new teacher effectiveness, and the time savings to principals for reducing the need to monitor
beginning teachers. The study compares published state and national retention data with district data for
the program.

In addition, five years of student test score data are analyzed. Gains in student achievement for new
teachers who had been mentored versus veteran teachers who had not previously been in a comprehensive
induction program demonstrated that new teachers were, on average, as effective as fourth-year teachers.
By looking at the salary differential between beginning and more veteran teachers, this apparent benefit
afforded by the induction program is monetized. In total, the study found that 47% of the benefits were
attributable to enhanced teacher effectiveness and 17% to turnover cost savings.

The study demonstrates that high-quality induction programs provide a positive return on investment both
because beginning teachers stay in greater numbers and because those who stay are more effective.

Sources: Strong, Michael and Villar, Anthony. (2007). Is Mentoring Worth the Money? A Benefit-Cost Analysis and Five-Year
Rate of Return of a Comprehensive Mentoring Program for Beginning Teachers. Alexandria, VA: ERS Spectrum. * Goldrick,
Liam. (2007). New Teacher Support Pays Off A Return on Investment for Educators and Kids. Santa Cruz: New Teacher Center
at the University of California, Santa Cruz.« Strong, Michael and Viliar, Anthony. (2007). The Costs and Benefits of a
Comprehensive Induction Program, Santa Cruz: New Teacher Center at the University of California, Santa Cruz.



Difference between high quality and traditional mentoring programs

High-quality mentoring and induction programs are effective vehicles for improving teacher quality,
reducing attrition, and lowering hiring and recruitment costs fueled by rampant teacher turnover.
However, we draw an important distinction between high-quality mentoring and traditional or
poor/mediocre mentoring. While high-quality programs focused intensively on instructional growth may
lead to the positive outcomes described above, investments in traditional or poor/mediocre induction
(a.k.a. “buddy systems”) generally yield little to no positive results in these areas. A focus on the
elements of high quality induction is necessary in order to realize the full potential of such programs.

The chart in Appendix A provides insights into what the NTC identifies as the critical components of high
quality induction and mentoring. This figure is generated from a mix of research and NTC’s 20 years
experience in the field. It is important to note that very few school systems have both the funding and the
capacity to implement all of the components listed under the “moving towards™ category. Most school
systems incorporate some components of best practice, and some components that are considered more
traditional practice. This chart is not to suggest where programs should have been by now, but rather it
exists to provide a vision for how programs can move forward to have greater level of impact on teachers
and students in the future.

Recommendations

Based on the above testimony, the NTC recommends to the Joint Committee that they create policy
options that enhance existing mentoring programs, support strategic implementation of the key elements
of high quality induction, and build quality and rigor within programs in ways that impact teacher
retention and student achievement. In order to accomplish this, NTC recommends that State leaders:

1) Conduct research on the quality of mentoring programs across the state, and the relative impacts
being made. Look for outcomes related to both teacher retention and student achievement.

2)  Assess current policies on mentoring to understand whether elements of high quality induction
are required and if they are being implemented with fidelity across the state.

3) Ensure there are sufficient resources to allow districts to implement elements with quality and
integrity.

4) Provide a laser-like focus on support to new teachers in hard-to-staff school systems and potential
model sites to allow for intensified programs. Ensure funding for research to assess program
impact regularly.

5) Provide technical assistance to help districts implement programs with quality and integrity.
6) Create a state-wide review process to ensure that programs “on the ground” mirror programs

described in documentation. Fund research to measure program impact on teacher and student
outcomes annually.
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The Costs and Benefits of a

Comprehensive Induction Program

Michael Strong, Ph.D., Director of Research, and
Anthony Villar, Research Specialist, New Teacher Center @ UCSC

Even when educational administrators acknowledge
the growing evidence that comprehensive induction
programs produce positive outcomes for beginning
teachers during their first two years in the profession,
they often baulk at the cost of such programs. Offered
the option of a form of induction support that is
less demanding on resources, maybe one that uses
in-school mentors with no release time and little
training, administrators may decide on the less costly
alternative because they have no information about the
potential returns on investment of different kinds of
mentoring programs. If they had such information,
they may make a different decision. In the same way,
legislators could benefit from understanding the
potential returns on such educational investments,
since it is often a financial justification that is
ultinately needed to pass costly reforms.

Until now there have been nio benefit-cost
studies of mentoring programns for beginning teachers
to provide legislatars, educational administrators,
and program leaders with the kind of economic
information they need for informed decision making.
In a benefit-cost analysis we estimate the financial
benefits of a given course of action against the
actual costs, and use the resulting balance to guide
decision making. Costs are either one-time, or may be
ongoing. Benefits are most often received over time.
In its simple form, benefit-cost analysis is carried out
using only actual financial costs and financial benefits.
A more sophisticated approach attempts also to put
a financial value on intangible costs and benefits, a
process that can be highly subjective.

In order to provide an estimate of the potential
return on the investment in a comprehensive
mentoring program for beginning teachers we
colected actual cost data for the Santa Cruz
New Teacher Project across all its local contexts,

NEw
TEACHER

calculated the measured benefits, assigning them

a monetary value where possible, and computed
the net present value over five years. We looked at
net benefits or costs from multiple perspectives:
the state, the district, the school, the teacher, and
the student. The total of all these represents the net
benefit or cost to society.

‘We included ail major and minor costs in the
analysis, including Personnel, Indirect Costs (Facilities,
Equipment & Materials), Program Inputs (such as
room rental and substitute teachers) and Client inputs
{such as teachers’ personal time). As can be seen in
Table 1, “Total Ingredients Costs’ for a district project
supporting 119 new teachers are approximately $786
thousand, representing a per teacher cost of $6,605.
Disaggregated by the funding constituencies, the
district pays about $274 thousand (35%), the state
pays about $436 thousand (56%) through the BTSA
program, and the remaining $76 thousand, 9%, come
from time inputs imposed on new teachers and site
administrators as part of implementing the program.

In assessing benefits, we included potential
savings to districts and teachers on increased teacher
retention, potential benefits to the state and district

Table 1: Summary of Costs of a Comprehensive
induction Program for One District

Center Elten Moir, Executive Director « 725 Front Street, Suite 400 = Santa Cruz, Catifornia 95060
e o oo swmcnr. 831.659.4323  ° 831.459.3822 fox

+ ntc@ucsc.edu = www.newteachercenter.org




The costs of new teacher turnover are significant, especially because it is not the least qualified,
but the most promising teachers that usually leave the profession first. Teachers with the highest
scores on certification tests are twice as likely to leave as those with the lowest scores’. Without
guidance and support, these promising teachers fail to reach their peak level of effectiveness and
generally leave out of frustration®.

This loss of critical human resources hurts the most disadvantaged students most. New teachers
are disproportionately assigned to the most challenging schools and classrooms, which are
typically populated by high percentages of low-income and minority students. ° Despite
wonderful intentions, these new teachers have yet to develop their skills and knowledge in
teachzng As a result, they are often less effective than experienced colleagues in helping students
learn', Thus, the students most in need of the most highly accomplished teachers are more likely
to be taught by the least effective ones.

The inability to retain new teachers also has a significant fiscal impact on school budgets. The
National Commission on Teaching & America’s Future estimates that the nation loses $7.3
billion annually due to teacher turnover' ', This hits state budgets hard as well. A 2000 Texas
Center for Education Research study estimated the annual cost of that state’s teacher attrition rate
at between $329 million and $2.1 billion'?. The Center for Strengthening the Teaching
Profession in Washington State found that it requlres $42,000 of taxpayer money to replace
every new teacher who leaves the profession'®. In Washington, that’s $21 million lost every year.
This represents billions of lost taxpayer dollars due to inefficiencies in our system and our
inability to hold onto teachers. At the local level, the National Commission on Teaching and
America’s Future looked at one city in Connecticut and estimated that Hartford Public Schools
loses approximately $4,462,500 in attrition related costs.

Outside of the fiscal and equity implications, a revolving door of staff inhibits the ability of
schools to create highly functional environments where all children can learn. Consistency in the
teaching workforce is a key element of understanding the student population, maintaining strong
instructional programs, and ensuring cohesiveness and alignment across instructional programs.

" Robin R. Henke, Xianglei Chen, Sonya Geis. (2000). Progress Through the Teacher Pipeline: 1992-93 College
Graduates and Elementary/Secondary School Teaching as of 1997. U.S. Department of Education, National Center
for Education Statistics: Washington, DC.

¥ Susan Moore Johnson. (2007). Finders and Keepers: Helping New Teachers Survive and Thrive in Our Schools.
Jossey -Bass: San Francisco, CA.

? Linda Darling-Hammond. (1997). Doing What Matters Most: Investing in Quality Teaching. National
Commission on Teaching and America’s Future: New York, NY. Heather G. Peske and Kati Haycock.
(2008). Teaching Inequality: How Poor and Minority Students Are Shortchanged on Teacher Quality. The
Educatlon Trust: Washington, DC.

% Steven G. Rivkin, Eric A. Hanushek, and John F. Kain. (2005.) “Teachers, Schools, and Academic Achievement.”
Econometrica: Princeton, NJ,
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? Alliance for Excellent Education. (2005). Teacher Attrition: A Costly Loss to the Nation and to
the States. Washington, DC: Alliance for Excellent Education.
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While some level of attrition may be desirable, high levels of turnover among the best new
teachers significantly impede our efforts to provide a high-quality education for all students.
These trends have damaging repercussions for our public schools, our taxpayer dollars and most
importantly, the opportunities afforded to the next generation in our country.

However, when sufficient new teacher mentoring and induction programs are implemented
with integrity, these trends can be either slowed or reversed. Research has found that when
school systems incorporate a high quality induction program, attrition is decreased, the
effectiveness of teachers improved, and cost savings are provided to school systems. The charts
below illustrate the potential gains that can be made.
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One of the principal benefits of high-quality teacher induction is reduced teacher turnover, enabling
schools and districts to hold onto their best and brightest educators. A recent survey of new teachers in
some of the Chicago’s most hard-to-staff schools shows that teachers who receive intensive induction are
much more likely to report a good experience and to remain in the profession. The Chicago New Teacher
Center has seen this impact on Chicago’s South Side where its full-release induction model has
strengthened teacher retention. Intensive induction programs can serve a critical tool for urban school
districts that typically evidence disruptively high rates of within-district teacher transfer.

Source:
* Kapadia, Kavita; Coca, Vanessa; and Baston, John Q. (2007). Keeping New Teachers: A First Look at the Influences of
Induction in the Chicago Public Schools. Chicago: Consortium on Chicago School Research at the University of Chicago.



Percent of Teacher Retention After Six Years
Comparing Rates of SCNTP Teachers to California & U.S. Statistics

Sources: Natioh = Ingersoll (2002); CA = CCTC (2002); SCNTP = Streng & St.john (2001)

90+

80+

70+

60
50
40
30
20-

NONCNN

10-

0

Nation*

California*

SCNTP District

l Retention Rate|

*Extrapolated

SCNTP teachers all receive comprehensive mentoring during first two years; CA teachers all receive some form of
induction support; 88% of teachers throughout the nation receive some form of induction support

Two studies have shown that the Santa Cruz New Teacher Project’s retention rate for new teachers is
88% after six years, as compared to the national rate of 56% after five years.! California mandates a
beginning teacher support program with many elements of high quality induction. Based on experience,
the New Teacher Center hypothesizes that the reason why California retention is not as high as in SCNTP
districts is because quality of implementation of the elements vary widely across the state.



Class Assignment and Achievement: Comparison
of Novice & Veteran Teachers in SCNTP District C

Source: Strong (2006)
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Probably the most important benefit of high quality induction is shown here, improvements in teacher
effectiveness and a significant contribution to greater student learning. Two studies have shown that
students taught by teachers who receive comprehensive induction support for two years demonstrate
significantly greater learning gains. New teachers in these programs are about as effective as their more
experienced peers, despite being assigned to classrooms with more English Language Learner students.

Source: Michael Strong. {2006.) Research Brief: Does New Teacher Support Affect Student Achievement? New Teacher Center; Santa Cruz, CA.



Maintaining Intensive Induction Results in
Greater Student Learning Gains

Sources: » Fletcher, Strong,and Villar, . {2008} « Strong (2006}
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The implications from this data reinforce the importance of maintaining the rigor and intensity of
mentoring programs over, a least, the first two year’s of a beginning teacher’s career. This chart
summarizes findings from a NTC study of induction programs in three California districts. All three
districts had comprehensive mentoring for teachers in their first year, utilizing full-release mentors and
caseloads of 1:15. Only District C retained this model for the teachers’ second year, with District A
reverting to a buddy system and District B increasing the mentor-new teacher ratio to 1:35. Students
taught by District C’s new teachers showed the greatest achievement gains.

Sources: Fletcher, Stephen; Strong, Michael; and Villar, Anthony. (2008}. An Investigation of the Effects of Variations in
Mentor-Based Induction on the Performance of Students in California. New York: Teachers College Record. « Strong,
Michael. (2006). Does New Teacher Support Affect Student Achievement ?Some Early Research Findings. Santa Cruz: New
Teacher Center at the University of California, Santa Cruz.



 Comprehensive Induction Programs
Provide a Positive Return on Iinvestment

Saurge: Vilar & Strong, 2007
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A recent New Teacher Center study measured the full range of benefits related to induction,
demonstrating a significant return on investment from expenditures on high-quality induction programs.
Using evidence from one medium-sized California school district, the study describes how every $1.00
invested in a comprehensive induction program provides a return on investment of $1.66 over a period of
five years. The analysis includes all major and minor costs for providing high-quality new teacher
support, including personnel, indirect costs (facilities, equipment & materials), program inputs (such as
room rental and substitute teachers), and client inputs (such as teachers’ personal time). Total costs for a
district induction program supporting 119 new teachers are approximately $786,000, representing a per
teacher cost of $6,605. Benefits include potential savings to districts in increased teacher retention,
increased new teacher effectiveness, and the time savings to principals for reducing the need to monitor
beginning teachers. The study compares published state and national retention data with district data for
the program.

In addition, five years of student test score data are analyzed. Gains in student achievement for new
teachers who had been mentored versus veteran teachers who had not previously been in a comprehensive
induction program demonstrated that new teachers were, on average, as effective as fourth-year teachers.
By looking at the salary differential between beginning and more veteran teachers, this apparent benefit
afforded by the induction program is monetized. In total, the study found that 47% of the benefits were
attributable to enhanced teacher effectiveness and 17% to turnover cost savings.

The study demonstrates that high-quality induction programs provide a positive return on investment both
because beginning teachers stay in greater numbers and because those who stay are more effective,

Sources: Strong, Michael and Villar, Anthony. (2007). Is Mentoring Worth the Money? A Benefit-Cost Analysis and Five-Year
Rate of Return of a Comprehensive Mentoring Program for Beginning Teachers. Alexandria, VA: ERS Spectrum. « Goldrick,
Liam. (2007). New Teacher Support Pays Off: A Return on Investment for Educators and Kids. Santa Cruz; New Teacher Center
at the University of California, Santa Cruz.» Strong, Michael and Villar, Anthony, (2007). The Costs and Benefits of a
Comprehensive Induction Program. Santa Cruz: New Teacher Center at the University of California, Santa Cruz.



Difference between high quality and traditional mentoring programs

High-quality mentoring and induction programs are effective vehicles for improving teacher quality,
reducing attrition, and lowering hiring and recruitment costs fueled by rampant teacher turnover.
However, we draw an important distinction between high-quality mentoring and traditional or
poor/mediocre mentoring. While high-quality programs focused intensively on instructional growth may
lead to the positive outcomes described above, investments in traditional or poor/mediocre induction
(a.k.a. “buddy systems™) generally yield little to no positive resuits in these areas. A focus on the
elements of high quality induction is necessary in order to realize the full potential of such programs.

The chart in Appendix A provides insights into what the NTC identifies as the critical components of high
quality induction and mentoring. This figure is generated from a mix of research and NTC’s 20 years
experience in the field. It is important to note that very few school systems have both the funding and the
capacity to implement all of the components listed under the “moving towards” category. Most school
systems incorporate some components of best practice, and some components that are considered more
traditional practice. This chart is not to suggest where programs should have been by now, but rather it
exists to provide a vision for how programs can move forward to have greater level of impact on teachers
and students in the future.

Recommendations

Based on the above testimony, the NTC recommends to the Joint Committee that they create policy
options that enhance existing mentoring programs, support strategic implementation of the key elements
of high quality induction, and build quality and rigor within programs in ways that impact teacher
retention and student achievement. In order to accomplish this, NTC recommends that State leaders:

1) Conduct research on the quality of mentoring programs across the state, and the relative impacts
being made. Look for outcomes related to both teacher retention and student achievement.

2)  Assess current policies on mentoring to understand whether elements of high quality induction
are required and if they are being implemented with fidelity across the state.

3) Ensure there are sufficient resources to allow districts to implement elements with quality and
integrity.

4) Provide a laser-like focus on support to new teachers in hard-to-staff school systems and potential
model sites to allow for intensified programs. Ensure funding for research to assess program
impact regularly.

5) Provide technical assistance to help districts implement programs with quality and integrity.
6) Create a state-wide review process to ensure that programs “on the ground” mirror programs

described in documentation. Fund research to measure program impact on teacher and student
cutcomes annually.
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The Costs and Benefits of a

Comprehensive Induction Program

Michael Strong, Ph.D., Director of Research, and

Anthony Villar, Research Specialist, New Teacher Center @ UCSC
Even when educational administrators acknowledge
the growing evidence that comprehensive induction
programs produce positive outcomes for beginning
teachers during their first two years in the profession,
they often baulk at the cost of such programs. Offered
the option of a form of induction support that is
less dernanding on resources, maybe one that uses
in-school mentors with no release time and little
training, administrators may decide on the less costly
alternative because they have no information about the
potentiai returns on investment of different kinds of
mentoring programs. If they had such information,
they may make a different decision. In the same way,
legislators could benefit from understanding the
potential returns on such educational investiments,
since it is often a financial justification that is
ultimately needed to pass costly reforms,

Until now there have been no benefit-cost
studies of mentoring programs for beginning teachers
to provide legisiators, educational administrators,
and program leaders with the kind of economic
information they need for informed decision making.
In a benefit-cost analysis we estimate the financial
benefits of a given course of action against the
actual costs, and use the resulting balance to guide
decision rmaking. Costs are either one-time, or may be
ongoing. Benefits are most often received over time.
In its simple form, benefit-cost analysis is carried out
using only actual financial costs and financial benefits.
A more sophisticated approach attempts also to put
a financial value on intangible costs and benefits, a
process that can be highly subjective.

In order to provide an estimate of the potential
return on the investment in a comprehensive
mentoring program for beginning teachers we
collected actual cost data for the Santa Cruz
New Teacher Project across all its local contexts,
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calculated the measured benefits, assigning them

a monetary value where possible, and computed
the net present value over five years. We looked at
net benefits or costs from multiple perspectives:
the state, the district, the school, the teacher, and
the student. The total of all these represents the net
benefit or cost to society.

We included all major and minor costs in the
analysis, including Personnel, Indirect Costs (Facilities,
Equipment & Materials), Program Inputs (such as
room rental and substitute teachers) and Client inputs
(such as teachers’ personal time). As can be seen in
Table 1, “Total Ingredients Costs’ for a district project
supporting 119 new teachers are approximately $786
thousand, representing a per teacher cost of $6,605.
Disaggregated by the funding constituencies, the
district pays about $274 thousand (35%), the state
pays about $436 thousand (56%) through the BTSA
program, and the remaining $76 thousand, 9%, come
from time inputs imposed on new teachers and site
administrators as part of implementing the program.

In assessing benefits, we included potential
savings to districts and teachers on increased teacher
retention, potential benefits to the state and district

Table 1: Summary of Costs of a Comprehensive
Induction Program for One District

Santa Cruz, California 95060

e ptc@uesc.edu »  www.newteachercenter.org




_ ¥ increases in new teacher effectiveness; and the time
saving to principals for having to monitor beginning
teachers less. Using historical retention data from feachers
who had been it the program, we compared these to
published state and national data in order to estimate the
benefits added by the comprehensive induction prograrm.
We analyzed the student test score data for all teachers in
the district over five years, computing the value-added
gains for new teachers and comparing them to those of
experienced teachers who had not previously been in
the program. This analysis demonstrased that first- and
second-year teachers were as effective as fourth-year
teachers on average, sans the induction program. By
looking at the salary differential we could monetize
this apparent benefit afforded by the induction program.
The benefits are displayed in Table 2.

Table 2: Summary of Benefits of a Comprehensive
induction Program for One District

When costs and benefits are cornpused over five years
(costs are incurred only in the first two years, but benefits
continue to accrue), we are able to provide the net present
value of the program to each interested constituent. These
numbers are displayed in Table 3.

Subtraction of per-teacher costs of about $13,000
from the benefits of almost $21,500 shows each
investment in a new teacher yields returns a little over
$8,500 per teacher after five years. The present study
suggests that increasing teacher effectiveness provides
far greater benefits (47%0) than does simply reducing
teacher attrition costs {17%). When each constituency
is taken to account, the returns on time and program
resources expended show that all four groups—students,
new teachers, districts and the state—all benefit from
the investment in comprehensive induction. Students,
who invest not a dollax, proportionally benefit the most,

~ for One District

able 3: Costs, Benefits; and Marginal Returns

followed by new teachers who earn a return of $3.61 per
dollar, and the district at $1.88 per dollar invested. Even
the state manages to recoup 98 cents on the dollar from its
original investment. When costs and benefits are summed
up for society the program secures a return of $1.66 for
every dollar invested after five years, Clearly this type of
educational investment is 2 winner from all perspectives,

Most discussions of induction benefits and costs
focus on the savings from reduced turnover to justify
program investiments (see Fuller, 2000). By measuring the
fult range of benefit streams accruing to induction, we
were able to demonstrate that induction returns extend far
beyond mere retention questions. The infiuence on new
teacher practice is by far the most important benefit and
potentially extends farther if we consider the benefits to
children assigned to effective teachers over the course of
their K~12 careers,

While we valued as many theoretical effects from the
program as possible, we could rot include those that accrue
far into the future. For example, assignment benefits to
students were limited to two years, but properly analyzed,
could extend out to inchude valuations on increased access
to colleges and universities, or on increased earnings by the
time the students are ready to join the work force. Another
item not valued in this design is the benefit represented
by a fully trained mentor returning to the classroom., It is
highly likely that the mentoring experience adds value to
the teaching skills and raises the pedagogical level of the
veteran teacher, Nonetheless, we captured what we believe
is the most important impact of new teacher induction, the
change in classroom practice and its effect on students. For
a full list of theoretical benefits please refer to the full paper.

While mentoring programs for beginning teachers
have become more visibie during the past ten years, no
rigorous analysis, to our knowledge, has been performed
to assess the potential return on investment for such
programs. The analysis described here provides educational
decision-makers, either at school, district or policy levels,
with information to initiate simnilar discussions of their own
programmatic efforts that may guide them in spending
education dollars.

Fuller, E, (2000}, The cost of teacher rurnover. Report prepared fox the
‘Texas State Beard for Educator Certification (SBEC). Austin, TX: Texas
Center for Educational Research.
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New Teacher Support Pays Off:

A Return on Investment for Educators and Kids

The Q%ﬁ@gjty of a child’s teacher is the most important school-based factor determining
how much that child learns.! Research provides convincing evidence that students taught by effective
teachers perform dramatically better than those assigned 1o ineffective teachers.? These high-quality
teachers, however, are not eqvaély distributed across schools and districts; poor and minority students
are less likely to have fully-licensed, highly quaiiﬁeld teachers.’ One study found that poor and minority

students that have an effective teacher four years in a row can achieve at the same levels as their more

affluent white peers.’

New teacher suppott is a critical component of a comprehensive solution to achieving excelleﬁce in
teaching quality. High-quality support programs for new teachers—often referred to as induction
programs-—not only increase the retention of beginning teachers, but also their impact on student
tearning. The staff of the New Teacher Center at the University of California, Santa Cruz (NTC), has two

decades of experience developing induction programs that support and strengthen new teacher practice.

This Policy Brief describes why high-quality induction programs are an efficient and effective use
of public resources. This evidence should help to convince policymakers to invest in such programs.
Equally important, it also makes the case for public policies that strengthen the quality of induction

programs, maximizing their beneficial impact on educators and the students they teach,

iStcvenG Rivkir;,nl‘":ric A Hanushek, and John E Kain, {2005.) "'i‘-eachers, Schools, and Academic Achievement” Econometrica: Princeton,
NI

2 William L. Sanders and june C. Rivers. {1 996.) “Cumulative and Residual Effects of Teachers on Future Student Achievement,’ University
of Tenmessee Value-added Research and Assessment Center, Knonville, Tennessee. June C. Rivers-Sanders. {1999.) “The Impact of
Teacher Liffect on Student Math Compietency Achievement” Ph.D dissertation. University of Fennessee: Knoxville, TN, Jennifer Presley,
Bradford R. White and Yuqin Gong, (2005.) “Examining the Distribution and Impact of Teacher Quality in lllinois”" linois Education
Research Councik: Edwardsville, IL. .

3 Daniel C. Humphrey, fulia E. Koppich and Heather 1, Hough. {March 3, 2005.} “Sharing The Wealth: National Board Certified Teachers
and The Students Who Need Them Most” Bducation Policy Analysis Archives: Tempe, AZ. {Available at: htep://epaa.asu.edu/epaa/
vi3nid} Charles Clotfelter, Helen I Ladd, Jacob Vigdor and justin Wheeler. (March 2007.) High-Poverty Schools and The Distribution
of Teachers and Principals (Working Paper). Urban Institute, National Center for Analysis of Longitudinal Data in Education Research:
Washington, DC. [Available at: http-//www.caldercenterorg/PDF/ 1001057_High_Poverty.pdf.)

4 Robert Gordon, Thomas J. Kane, and Douglas O Staiger. (2006.} “Identifying Effective Teachers Using Performance on the Job" The
Brooldags Institation: Washington, DC,



High-Quality Induction

Not all programs that support new teachers are created
equal. They vary in quality from old-fashioned “buddy
systems” to comprehensive, systematized induction
programs that use trained mentors and provide
structured time for interaction focused on improving
new teachers content, classroom management, and
instructional skills, In order to be effective, induction
programs must move beyond informal mentoring

that provides periodic or haphazard logistical and
psychological support to new teachers. Comprehensive
induction models that focus on improving classroom
practice and offer opportunities for continuous
professional growth are needed to develop more
confident and more effective teachers.

R

Elements of High-Quality Induction

NTC research and experience suggests some
critical elements that high-quality induction
programs have in common:

~+ A multi-year program, spanning at least the first
two years of teaching

« Sanctioned time for mentor-new teacher
interaction; .

« Rigorous mentor selection criteria;

« Initial training and on-going professtonal
development and support for mentors;

Pairing of new teachers and mentors in similar
subject areas and grade levels; and

« Documentation and evidence of new teacher
growth. -

Induction programs coincide with a formative stage

of a teacher’s career. Research shows that teacher
experience is untelated to effectiveness, except during the
initial years in the profession.’ High-quality induction
programs can address this challenge by accelerating new
teachers’ professional growth and making them more
effective practitioners during their early years in the
classroom:.

High-quality induction programs also improve teacher
retention, where lesser quality approaches do not.
Research by Thomas Smith of Vanderbilt University, and
Richard Ingersoll of the University of Pennsylvania, has
shown that more than half of all teachers receive only

5 Eric A, Hanushek, foha F Kain, Daniel M. (FBrien, and Steven
3, Rivkin. (2005.) “The Market for Teacher Quality” NBER
Working Paper 11154. National Bureau of Economic Research:

- Cambridge, MA. [Available at: hetpi//wwwinber.org/papers/
- wlil54.]

basic on-the-job support that provides no significant
benefits. The one-year attrition rate for these teachers

is almost identical to that for teachers who receive no
induction support at all (39% vs. 41%). High intensity
induction programs reduce the one-year attrition rate
to 18%. Despite the power of this approach, less than
1% of new teachers currently benefit from high intensity
induction programs.®

While all schools and students can benefit from more
effective teachers, the power of high-quality induction
holds special promise for hard-to-staff schools that
serve disproportionately low-income and minority
students, where teacher turniover is rampant, and which
often employ a disproportionately high pescentage of

" inexperienced and out-of-feld teachers. High-quality

induction programs can develop the human capacity that
these high-need schools require for success. Without
teachers at the heart of a functioning learaing community
that nurtures professional growth, the academically-
disadvantaged stedents who overwhelmingly populate
these schools will continue to flounder.

The cast of high-guality induction programs often
dissuades policymakers and school administrators

from authorizing and implementing them. The annual
per teacher cost of such programs can run as high as
$6,000-$7,000; however, a recent study pegged the cost of
a single teacher leaving urban scheol districts including
Milwaukee Public Schools and Chicago Public Schools at
$15,325 and $17,872, respectively.

Numerous school districts and some states have begun

to recognize the importance of supporting new teachers
through high-quality induction, States such as California
and Oregon and urban districts such as Chicago, Boston,
and Durham are examples of places that have prioritized
the development of policies and program infrastructure
to im;ﬁlement comprehensive, robust induction programs.

Policymakers should consider comprehensive

policy strategies to address teacher preparation and
recruitment—particulariy in hard-to-staff schools and -
subject areas—but they also must focus on supporting
these new educators to succeed and stay in the profession.

& Thomas M. Smith and Richard M. Ingersoll. (2004.) “What
Are The Effects of Induction and Mentoring on Beginning
Teacher Turnover?” American Educational Research Journal:

Washington, DC, {Avaitable at: hitpi//www.gse.upenn edu/fac-
ulty_research/Smith&Ingersoll AER]InductionMay2004.pdf.|

7 Gary Barnes, Edward Crowe, and Benjamin Schaefer. (2007.)
The Cost of Teacher Turnover in Five School Districts: A
Pilot $tudy. National Commission on Teaching and Amerjea’s
Future {NCTAF): Washington, [DC. [Available at: http://
www.nctaf.org/resources/demonstration, projects/turnovez/
Teacher TurnoverCostStudyhtm.}; Thomas G, Carroll, (2007.)
Policy Brief: "The High Cost of Teacher Turnover. NCTAF:
Washington, DC.
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Witheut assistance and mentoring from a carefully-
selected and traified veteran teacher, most new teachers
will struggle, some will leave the school or the profession
entirely, and all will fail to be as effective as they could be
given such professional support. '

The NTC has research evidence, demonstrating that high-
quality induction programs not only increase the retention
of beginning teachers (consistent with Ingersoll and
Smith’s work), but also improve their teaching practice
and raise student achievement. Two studies documented
the Santa Cruz/Silicon Valley New Teacher Projectin
California as having a new teacher retention rate of 88%
after six years.! Another found that the students of
beginning teachers whe received comprehensive, multi-
year induction support achieved reading gains at rates
not significantly different from those of more experienced
teachers in the same district” More than just a response
to teacher shortages, high-intensity educator induction
prograns strengthen the capacity of educators to improve
student learning,

NTC Research Study:

Is Mentoring Worth the Money?

A Benefit-Cost Analysis and Five-Year Rate of
Return of a Comprehensive Mentoring Program
for Beginning Teachers

While maost discussions of the benefits of induction focus

on the savings from reduced teacher turnover to justify
program investments,” a new NTC study demonstrates
induction’s potential for improving student fearning,

in addition to keeping teachers in the classroom. By
measuring the full range of benefits related to induction,
this study demonstrates a significant return on investment
from expenditures on high-quality induction programs.

~ The November 2007 issue of ERS Spectrum-—a
peer-reviewed research journal for researchers and
administrators—publishes the findings of this benefit-
cost study by NTC researchers Anthony Villar and
Michael Strong. Using evidence from one meditum-sized
California school district, the article describes how every
$1.00 invested in a comprehensive induction program

Michael Strong. (2005.} Research Brief: Mentoring New
Teachers To Incrense Retention. New Teacher Center: Santa
Cruz, CA, | Available at: http/fwww.newteachercenter.org/pdfs/
NTCResearchBrief05-01.pdf)

9 Michael Strong. (2006.) Research Briéf: Does New Teacher
Support Affect Student Achievement? New Teacher Center: Santa
Cruz, CA. [Available at: http//www.newteachercenter.crg/pdfs/
NTCResearchBrief06-01.pdf)

- 10 Ed Puiler, (2000.} The cost of teacher turnover. A Report pre-

pared for the Texas State Board for Educator Certification, Texas

Centet for Educational Research: Austin, TX; Carroll. {2007.)

Policy Brief: The High Cost of Teacher Turnover.

produces a return of $1.66 after five years, adjusted for
inflation.

Costs .

In order to provide an estimate of the potentidl return on
the investment in a comprehensive mentoring program for
beginning teachers, NTC researchers collected actual cost
data for the Santa Cruz New Teacher Project across all its
local contexts, calculated the measured benefits, assigning
them a monetary value where possible, and computed

the net present value over five years, They looked at net
benefits and costs from multiple perspectives: the state,
the district, the school, the teacher, and the student. The
total of all these represents the net benefit or cost to
society. ‘

The analysis included all nrajor and minor costs for
providing high-quality new teacher support, including
personnel, indireet costs (facilities, equipme:it &
materials), program inputs (such as room rental and
substitute teachers), and client inputs {such as teachers’
personal time). Total costs for a district induction
program supporting 119 new teachers are approximately
$786,000, representing a per teacher cost of $6,605.

The district pays about 35% of these costs, the state of
California pays about 56% through the Beginning Teacher
Support and Assessment Program, and the balance reflects
the additional time burden of implementing the program
on administrators and teachers.

Benefits

Benefits include potential savings to districts in increased

teacher retention, increased new teacher effectiveness,

and the time savings to principals for reducing the need
to monitor beginning teachers. The study compared
published state and national retention data with district
data for the program. In addition, five years of student test
score data were analyzed. Gains in student achievement
for new teachers who had been mentored versus veteran
teachers who had not previously been in a comprehensive
induction program demonstrated that new teachers were,
on average, as effective as fourth-year teachers. '* By
looking at the salary differential between beginning and
mare veteran teachers, this apparent benefit afforded by

11 Anthony Villar & Michael Strong. (November 2007.) “Is
Mentoring Worth the Money? A Benefit-Cost Analysis and Five-
year Rate of Return of a Comprehensive Mentoring Program for
Beginning Teachers." ERS Spectrum: Alexandria, VA. In press.
[Available at: http:/fwww.newteachercenter.org/egi-binfnorti
area/research.cgi.)

12 Michael Strong, Stephen Fletcher, and Anthony Viltar. {2008.)
“An Investigation of the Effects of Variations in Mentor-Based
Induction on the Performance of Students in California”
Teachers College Record: New York, NY. in press.
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the induction §1‘0gram can be monetized. In total, the
study found that 47% of the benefits were attributable to
enhanced teacher effectiveness and 17% to turnover cost
savings.

R Ak -
Analysis of Costs and Benefits
net present value of return on investment

Return
on

Benefits $1.00

Costs

Student

New
Teacher

District

State

Total

Cost-Benefit Analysis ,

~The study demonstrates that high-quality induction
programs provide a positive réturn on investment both
because beginning teachers stay in greater numbers and
because those who stay are more effective. Specifically, the
study shows that subtraction of per-teacher costs of about
$13,000 from the benefits of almost $21,500 results in a
return of a little over $8,500 per teacher after five years.
When costs and benefits are summed up for society the
program secures a return after five years of $1.66 for
every dollar invested.

Because costs are incurred only in the first two years,

hut benefits continte to accrue, the net present value

of the program can be calculated for each interested
constituent. When each constituency is taken to account,
the returns on time and program resources expended
show that all four groups - students, new teachers,
districts and the state - benefit from the investment in

comprehensive induction. Students, who invest not a
dollar, proportionally benefit the most, followed by new
teachers who earn a return of $3.61 per dollar, and the
district at $1.88 per dollar. Even the state recoups 98 cents
on the doltar from its original investment.

This study takes a conservative ap'proach to estimating the
benefits that accrue as a result of high-quality induction.
Other possible program benefits not measured in the
study include the impact on student achievernent beyond
the (ive-year period studied, and the influence of the
mentoring experience on the teaching skills, leadership
capabilities, and job satisfaction of the mentor teacher.

For a more detailed summary of the study, please refer
to the NTC Research Brief, The Costs and Benefits of A
Comprehensive Induction Program, fune 2007, '

Conclusion

Too often overlooked in the quest for school improvernent
is a focus on the professionals who can make jt happen,
Strengthening the capacity of public school teachers is

a cost-effective way to accomplish what policymakers,
practitioners and parents each seek: greater student
learning. However, such professional development must
be structured in a way that serves the best interests of
teachers and students. High-quality induction for new
educators meets that test.

The cost-benefit analysis described in this Policy Brief

makes the case that comprehensive, intensive support
programs for new educators are both an effective and

an efficient public investment. High-quality teacher
induction and mentoring programs can reduce the rate
of new teacher attrition, accelerate the professional
growth of beginning teachers, and provide a positive
return on investment through reduced personnel costs
and enhanced student learning. Hopefully, this evidence
will provide education policymakers and administrators
with valuable information to guide them in the effective
allocation of pubii¢ education dollars. '

This Policy Brief was produced with grant suypoft from the Joyce Foundation.

New Teacher Center at the University of California, Santa Cruz



This year has seen a wealth of state and federal
policy proposals focused on strengthening
support for beginning educators.

~—Liam Goldrick

NEW TEACH 'E:l

2 The Teacher Excellence for
“All Children {TEACH) Act
“:Sponsored by U.S, Senator Edward
. Kennedy (MA) and U.S. Congressman
~.George Miller {CA), the Act has
~-been incorporated into early drafts
of a reauthorized NCLB by the U.S.
" House Committee on Education
‘& Labor. It Includes: (1) a $200-
mliisgn_r_:_aree_r.ladder program to
-augment the salaries of teachers in
‘high-need schools who accept new
.';professuonal and leadership roles;
-(2) a:$300-million grant program
- 'to allow states and high-need local
“educational agencies to develop
- state-of-the-art teacher induction
. progranis; and (3) a $100-million
-pnnc:pal training and induction
 grant program for 10 states to

develop, implement, and evaluate

pilot programs for performance-
-based certification and training of
'exemplary prmapa?s

“The Schoo[ lmprovement through
“Teacher Quality Act -

U5, Senator Jack Reed {R1) has
‘introduced legislation to amend

; _T]tie 11 of NCLB to create a new 5500

million funding stream of targeted

"ass:stance to low-performing, high-
: poverty schools to help develop
- effective teachers and principals
- through the impiementation of:
{3} comprehensive, high-guality
‘multi-year induction and mentoring
- programis for beginning teachers;
.and (2) systematic, sustained,
“team-based, job-embedded
-professional development for
:fexpenenced teachers.

‘The innovatton Dlstrlcts for School
‘Improvement Act

+“ Proposed by LS. Senator Barack
::Obama {IL), thls bill would authorize

a $15 billion annual grant program

-3:for local educational agencies (LEAs)
wto support anumber of allowable
f--.reforms including teacher mentoring
“and career ladders for mentor
-'teacher_s."{he bifl would require LEAs

1o establish Teacher Academies based
upon models of successful induction

:programs and residency-based
‘teacher training.

11
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"Cahforma

3 Proposed legislation (Senate B;II
+ 961) would establish a leadersth

coac:hmg program for public schooi

- administrators. The bill would require
“ a'state allocation of 5,000 per year:-

per prmcrpal and the local education
agency to contribute $1,000 per year .

- for each parttc:patmg pnnc:pal

' Cahforma Ieads the nationin -~
teacher induction. The Beginnifig:
- Teacher Support and Assessment

(BTSA) Program was created in -

1992 It provided approxtmateEy ._
43900 perﬁrst— and second-year. . -

. teacher in the 2006—07 school year
- to fund formative assessment and
individualized support. California’s 20
- teacher induction program standards:
| guide the design and lmplementatlon
: of local BTSA programs '

'_'_.'Arlzona :
Atizona’ tnpied fun ing for-
- Governor Janet Napolitano’ s'_;
.';'MasterTeacher Program. ..
““Operated in partnership -
. with the Arizona K—12 Cen’{er;
- the $3 million program taps

exemp!ary teachers toserve -

B
“schools: It funds mentor
training;a $5,000 stipend
. for the master teacher; and
 provides up 0$40,000 for:
- each mentor’s releas tlme
i See page 8




Making a Case for Policy Investments
that Help New Teachers Succeed

The Question:

WHAT ARE THE CONSEQUENCES OF TEACHER TURNOVER?

* Perpetuating Inequity
New teachers are disproportionately assigned to the most challenging schools and classrooms
disproportionately populated by low-income and minority students. Despite wonderful
intentions, these new teachers have yet to develop their skills and knowledge. As a result,
they are often less effective than experienced colleagues in helping students learn.” Thus, the
students most in need of the most highly accomplished teachers are more likely to be taught
by the least effective ones.

* Loss of Highest Quality Teachers

& It is not the least qualified, but the most promising teachers that usually leave the profession
ﬁmﬁ first. Teachers with the highest scotes on certification tests are twice as likely to leave as
S ~ those with the lowest scores.® Without guidance and support, these promising teachers fail to
v reach their peak level of effectiveness and generally leave out of frustration.”

* Loss of Education Dollars
The inability to retain new teachers has a significant fiscal impact on school budgets. For
example, Houston Public Schools loses $35 million in costs related to teacher turnover, while
New York City public schools lose about $115 million each year. The National Commission
on Teaching & America’s Future estimates that the nation loses $7.3 billion annuaily due to
teacher turnover. ® This represents billions of lost taxpayer dollars due to inefficiencies in our
system and our inability to hold onto teachers.

*» Reduaced School Capacity
A revolving door of staff inhibits the ability of schools to develop human capital, create
strong instructional programs, and create educational environments where kids can thrive.”
While some level of attrition may be desirable, high levels of turnover among the best new
teachers significantly impede our efforts to provide a high-quality education for all students.

© New Teacher Center, University of Catifornia at Santa Cruz, 2007 Page1ofz
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I'he Answer:

HIGH-QUALITY INDUCTION CAN HELP PROVIDE A SOLUTION

* Reduced New Teacher Attrition
One of the principal benefits of high-quality teacher induction is the reduction in the rate of teacher turnover,
enabling schools to hold onto their best and brightest teachers. Two studies have shown that 88% of new
teachers remain in teaching after six years after participating in a support program that incorporates the key
elements of effective induction. Retention rates increase to 94% when including teachers who move into
school and district feadership positions.™ '

* Improved Student Learning
High-quality induction improves teacher effectiveness and contributes to greater student learning. Two studies
have shown that students taught by teachers who receive comprehensive induction support for two years
demonstrate significantly greater learning gains. New teachers in these programs are about as effective as their
more experienced peers, despite being assigned to classrooms with more challenging students. !

* Return on Investment/Cost Savings

An upfront investment in high-quality induction yields cost savings and improved student outcomes. A recent
analysis found that, in Chicago, the cost of recruiting and training a replacement for each teacher who leaves
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New Teacher Center at the University of California, Santa Cruz

High Quality Mentoring & Induction Practices

A resource for education leaders seeking to create and/or improve induction programs with practices that support
teacher retention, teacher development, and improved student learning

Rigorous mentor selection based on qualities of an
effective mentor

Qualities may include: evidence of outstanding teaching
practice, strong intra- and inter-personal skills, experience
with adult learners, respect of peers, current knowledge of
professional development. '

Ongoing professional development and support for
mentors

Effective teachers don’t always know what it is about
their teaching that is effective, Many mentors are also
surprised to find that translating knowledge to students is
not the same as translating knowledge to adults. High
quality and ongoing fraining, as well as a professional
learning community, are needed to help mentors develop
the skills to identify and translate the elements of effective
teaching to beginning teachers.

Sanctioned time for mentor-teacher interactions
Mentors need sanctioned time to focus on beginning
teacher development. Mentors and beginning teachers
should have 1.25-2.5 hours per week to allow for the most
rigorous mentoring activities. That time should be
protected by teachers and administrators.

Multi-year mentoring

Mentoring should be intensive and ongoing (for at least
two years) in order to improve teacher practice and
consequently student achievement. NTC and other
research suggest that most deep learning about
instruction (through mentoring) happens during the
second and third years of teaching.
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Choosing mentors without criteria or an
explicit process

Without strong criteria and a rigorous selection
process, there is a risk that mentors may be
chosen based more on availability or seniority,
rather than their qualifications to engage in

- meaningful interactions with beginning

teachers.

Insufficient professional development and
support for mentors

Without initial, and ongoing, high-quality -
training to support their development,
mentors miss out on the guidance and
professional community they need to support
the developing practice of beginning teachers
and address the challenges they face.

Meetings happen occasionally or ‘whenever
the mentor and teacher are available’

Often both parties are so busy that meeting
time gets relegated down the list of priorities.
The short fragments of time that may be found
are typically insufficient for fostering real
relationships and growth.

Mentoring for first year teachers only
One-year mentoring programs are great at
providing the initial support first-year
teachers need to survive but are insufficient
to help teachers reach optimal effectiveness.
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Intensive and specific guidance moving teaching practice
forward

Mentors who are trained to draw upon professional teaching
standards and appropriate content area standards can focus
their support on instructional growth and concrete steps to
help new teachers improve their practice. Example: “Let’s
look at your assessment data and talk abouf what strategies
will help you address the concern you had about reaching
your struggling English Language Learner students.”

Professional teaching standards and data-driven
conversations

Just like student learning, beginning teacher learning should be
data~driven and standards-based. To be effective, feedback to
beginning teachers must be grounded in evidence about their
practice, including information gathered through classroom
observations and student work. Use of professional teaching
standards, documentation of mentoring conversations, and
data collection on various components of classroom practice
ensures a solid structure for focusing on continuouns
instructional growth.

Ongoing beginning teacher professional development
Beginning teachers benefit from a professional learning
community that is guided by professional teaching standards
and the appropriate content area standards, and focused on
teacher development, problem solving and mutual support.
Opportunities such as regularly scheduled seminars and online
learning communities provide a context for rich networking,
professional dialogue and reflection, as well as combating
isolation.

' Clear roles and responsibilities for administrators
Administrators play a critical role in setting the stage for
beginning teacher and mentor success, creating time for
induction, and establishing a positive culture for teacher
development in their buildings and in the system. Professional
development for administrators and ongoing communication
with them about the needs of new teachers, and the nature of
the program ensures that they understand their role in fully
supporting induction.

Collaboration with all stakeholders

Strong communication and collaboration among stakeholders,
including administration, school boards, union/association
leadership, and professional partners, creates a culture of
commitment and ensures success,
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Nori-specific, emotional or togistical support
alone ‘ '
Emotional support is important, but alone is not
sufficient 1o improve teacher practice. Without
specific instructional feedback, mentoring can not
impact student learning. Example: “You're doing a
great job, Jane. Keep it up!”

Informal and non-evidenced based feedback
The rigor of the program may be compromised
when interactions are too often based on informal
conversation and opinions not drawn from
evidence. Without a structure and focus on real-
tirme data derived from beginning teacher practice,
interactions may not result in improved teaching
practice,

Professional development NOT specifically
tailored to the needs of beginning teachers
Novices are in a unique developmental phase that
can not be addressed by “one size fits all”
workshops or trainings, Professional development
disconnected from teacher needs can feel irrelevant,
at best, and in many situations, only serves to
overwhelm beginning teachers.

Lack of training/communication with
ddministrators '

Without clearly articulated strategies to support
beginning teachers, and protected induction activity
time, principals may inadvertently undermine the
prospects of beginning teacher success (e.g.,
assignitig beginning teachers the most challenging
classes, assigning additional responsibilities, or not
anticipating their needs for basic resources).

Isolated programming and lack of alignment
Without strong partnerships and alignment,
instructional initiatives can be undermined.
Beginning teachers may receive mixed messages
from varying support providers, and feel
overwhelmed, confused and frustrated by all the
different layers of information coming at them.
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