F-xcellent teaching.

Ensure students, especially ow
ncome students, have well-trainad
and highty effective teachers
with eflective prolessional
development opportunifies.

v

Improve the process and out-
comes of teacher preparation
programs,

Restruciure teacher preparation programs so
that candidates demonstrate content knowledge
and instructional skills in order to graduate with
feaching degrees.

i | Refine teacher certification requirements to ensure all
pre-K—12 teachers have acquired the content knowledge
and skills to be effective, especially with low-achieving
students. Provide clear coursework guidelines and
expectations and require all elementary and special
education teachers to pass the Foundations of Reading
and Math assessmants.

2 ! Require leacher candidates o have more in-classroom
field experiences and practical courses with at least one
field experience in a high-poverly school with an effective




teacher. Model some graduale teacher licensing programs
after yearlong urban teacher residency programs {o betier
prepare them o work in high-poverty setlings.

3| Improve the quality and diversity in teacher preparation
programs while mesting teacher shortage area demands.
Increase the growth of teacher Alternative Roule to
Cerlification (ARC) programs.

- { Require a uniform format for reporting data on
students and graduates of all teacher preparaticn
programs 1o the SDE and the public annually, Revcke the
approval of teacher preparation programs that do not
produce enough effective teachers.

Why This Recommendation Is Necessary

Jeacher preparation programs must prepare all teacher
candidates with the knowledge and skills they need to
be effective in the classroom. The four areas of teacher
preparation in Connecticut, outlined below, continue o
be of considerable concern,

The first area of concern is the teaching of reading and
math in elementary grades. Teacher candidate rosuils
from the Foundations of Reading Assessment show

that many are unprepared to teach reading.*® This may
occur, in part, because Connecticut elementary teacher
cerlification regulations permit great program discretion
in both general academic and professional education
courses.'® We do not know the preparation level of
elementary teacher candidates for math because it is not
assessed. Providing alt elementary and special educaticn
teacher candidates with standardized and rigorous
coursework, assessed by required Foundations of
Reading and Math assessments, would prepare them

to better maet the learning needs of studenits.

Tha second area is iob-embedded fisld experiences.
Connecticut teacher preparation field experience
requirements vary widely across teacher preparation
programs.'° Urban teacher residency programs with
intensive figld experience requirements such as Boston'’s
and Chicago’s have demonsiraled that their graduates
not only feel better prepared to be successful teachers,
but remain in urban classrooms longer. ' Modeling some
graduate teacher licensing programs after longer duration
urban residency programs wilt provide the system

with a supply of teachers better qualified to work in

these settings.

The third area is teacher shorlages in sorme content
areas. To curb the excessive production of elermentary
teachers and encourage teacher candidates to teach in
content shortage areas, SDE should limit the enrcliment
in elementary certification programs o the most highly
qualified applicants. SDE should partner with
philanthropic organizations'™ to support programs in
attracting teachers into content shortage areas. Basing
program approval on effectiveness measures would

encourage and atiract additional ARC programs with a
demonstraled ability to produce highly effective teachers,
especially in content shortage areas.

Finally, except for minimal test data, teacher preparation
programs are not required {o report specific data on

the qualifications or effectiveness of their graduates.'®

A transparent system of reporting wilf reveal which
programs are producing effeclive teachers that also
remain in teaching. This data will be useful in several other
ways: o inform the SBOE on which teacher preparation
programs 1o expand or close, to inform aspiring teachers
about effective preparation programs, and 1o assist
schools and districts in making hiring decisions.

Actions Required

— The SBOE must strengthen and act aggressively on
its teacher preparalion program approval and allow
effectiveness measures o substitute for NCATE
standards in approving some ARG programs

— The SDE/SBCE must actively pursue parinerships
with philanthropic and other crganizations to expand
teacher preparaticn oplions

— Changing certification regulations requires
Commissioner, BOE and AG approval, as well
as a legislative regutatory review

Weight teacher evaluation
towards student achievement.

Require schoot districts to institute a teacher evaluation

systerm in which preponderant weight is given to growth
in student achieverment, in addition io other factors such
as classroom practice observations and lesson planning.

i | Studeni achievermnent measures may include variables
besides assessment scores, such as demonstrated
learning on a project. These evaluation systems should
be linked to pay, placement and opportunitias for
advancement and dismissal.

< | Institute K—12 daia systems capable of linking
student, teacher, course and adminisirative data for use
in instructional improverment and performance svaluation.
Provide incentives to support districts in ulilizing these
systems prior to 2013

>+ These systems must include protections from
arbitrary dismissals.

4 | Should workforce reductions be necessary in addition
o seniority, ieacher effectiveness and evidence of
successful training in a school's special theme and
instructicnat needs must also be considered. These
decisions must be made at tha school levei, not the
district level,




Why This Recommendation Is Necessary

Connectlicut does not currently require the use of student
achlevemnent data in teacher evaluations, yet itis a
central tenet of current federal education policy and

is Increasingly accepted as a means of improving

boih teaching and sludent achievement.™ Thare is
also evidence that teachers themselves find the current
system of perdormance appraisal unsatisfactory. 1%
Recent legistation requires the SBOE to establish
guidelines for districts on a mode! teacher evaluation
program and provide guidance on the use of multiple
indicators of student academic growth in teacher
evaluations by July 1, 2013.1% It does not require that
the new svaluation systems give student achievement
either significant or preponderant weight in teacher
evaluation decisicns, 108

Actions Required

— Legistation and changes in instilutional praclice are
necessary to require all schoal districts have teacher
evaluation systems with a prepoenderant weight given
to student growth

— Legislation is necessary to require variables besides
seniority to be used in teacher fayoff decisions and as
part of teacher contracts and to require seniority to be
school-based

Keep effective leachers teaching.

Compensate, support and devalop teachars throughout
their careers to improve instructional practice and student
achisverment.

i + Provide teachers with opportunities for effective
mentoring, professicnal development and collaboration
to improve instructional practice. Adeguate funding must
ba provided.

2 | Restructure teacher compensation to include career
levels with increasing pay and performance bonuses.
Career levels shalt be attained via a rigorous evaluation
process, which includes data on student growth,
classroom practice, lesson preparation and planning,
and other factors. A career ladder with up to five levels,
ranging from novice through intermediate to master
leacher, is recommended. Base pay shall be determined
by career level. Bonus pay for teachers may be based on
school, greup and/or individual performance.

Why This Recommendation Is Necessary

High-quality professional development is critical to
raximizing the effectiveness of teachers. Gonnacticut
spends significant doliars on professional davelopment
each year, but there is no statewide process of collscting
data on its quality or impact, Menloring, coupled with time

for teachers to collaborate, provides them with feedback
on how {o improve their instructional practice and 1each
their students.’™

Connecticut does not currently have a requirement o
structure teacher compensation using a combination

of career levels and effectiveness bonuses. Current
compensation systems do not distinguish betwesn an
effective and an ineffective teacher.’'® As a resuli, the only
way for a teacher to advance and increase compensation
beyond the set salary schedule is to Isave and teach in a
more affluent school or district, accrue addilional degrees
or certifications, or become a schodl administrator.

If feacher compensation were based on a combination of
earned career lsvels and compensation bonuses, districts
would be better able 1o keep and develop teacher talent.
if this were adopted, it would incentivize leachers o
continuaily improve thair instructionat practices and to
accept additional leadership or professional teacher
responsibililies. Several districis and slates are creating
career ladders for tgachers. '

Action Required

— Enact fegislation requiring a career ladder
framework with an aligned base pay and bonus
compensation system

Relate teacher tenure to
effectiveness,
Demonstraled teaching effectiveness must be at the heart

of tenure decisions. Tenure should not be a barrier to the
rermoval of ineffective 1eachers.

¢ | The ability of school districls to impose additional
training requirements and to terminate ineffective
teachers must be tied to teacher evaluations, with the
preponderant emphasis on student achieverment and
wilhout regard to how long a teacher has been teaching.

| Grant teachers a specific period of time for
improvement based on an individualized professional
improvement plan as part of this process.

3 Revise the standards and process for dismissal to

permit timely action and contract termination, unless
such action is arbitrary, wilh student needs as a
dominant component.

Why This Recommendation Is Necessary

Slate policy must ensure all students have effective
teachers in the classroom. Tenure should be granted only
to teachers who have earned the distinction of being
effective. Currently, teachers are granted tenurs after four
years, rnot necessarily because they are deemed effective.
Today's tenure termination policy is aimed at the removal




of incompetent teachars, not ineffective teachers, and
the process is lengthy. involving muftiple hearings and
appeals.t’? The process needs to ba streamlined further
to permit the timely removal of ineffective teachers.

Actions Required

— Enact legislation o modily the Teacher Tenure Act
so that it permits removal of ineffective teachers in a
imely manner

— Legislation is necessary to revise the standards
for dismissal to include student needs as a
dominant component

Get highly effective teachers to
the most challenged schools,

Ensure that the lowest-achieving schools can atiract and
ratain highly effeclive feachers, Hold school districts
accountabls for implementing plans to recruit, develop
and retain highly effective teachers and place them in
low-achieving schools.

1 { Provide additional support and mentoring for teachers
in these districts to improve instructional praclice.

2 | The state should partner with philanthropic
organizations to offer financial incentives to facilitate the

process, Philanthropic organizations and businesses must

be permitied to participate in strengthening the: teaching
force in thase districts.

3 | Report data on the distribution of ieachers
by effectiveness to the public without the use of
individual names.

4 | Require that teachers inform their school districts of
their intent to retire or resign at the end of the schoo! year
by March or receive a financial penalty. This will not apply
in instances of emergency or illness.

Why This Recommendation Is Necessary

Research shows that the most important factor in
studsnls’ academic success is the quality of their
teachers. 3 The lowest-achieving schools require highly
elfective leachers, those with a proven track record of
helping students cover more than one year's conlent in
one year of schooling. ' Connecticut does not yel have
syslemns in place for identifying highly effective teachers,
but current data on district staffing vacancies suggests
that incentives will be required to recruit and retain these
teachers in the lowest achiaving schools. In 2009-2010,
the state’s needisst districts entered the school year with
a 16% vacancy rate compared with a 2% vacancy rate in
districts with the lowest need, 15

Under current local policies, teachers may retire with litlie
advance notice to their schools and districts. ¢ Telling

districts of a decision to leave at the very end of a school
year places that district at a disadvantage in hiring a
talented replacement. A recent Connecticut report found
that school districts benefit from recruiting and hiring for
teacher vacancies earlier in the school year, as the quality
of the applicant poal is greater.'"? Since the greatest
“sutfiow” of teachers is from lower-achieving scheol
districts, their hiring burden is greater with the majority

of hires occurring over the summer. '8

Actions Required

— Increase the types of incentives proven to be effective
in recruiting and retaining highly effective jeachers

— Legislation is necessary to guarantee that philanthropic
assistance can be used for this purpose in any district

— Legislation requiring the earlier notice of plans to leave
is necessary




