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IntroducBon	
  

§  ScoC	
  Thompson,	
  Deputy	
  Chief	
  of	
  Human	
  Capital	
  for	
  Teacher	
  EffecBveness	
  

§  EducaBon:	
  Bachelor	
  of	
  Arts	
  at	
  Stanford	
  University,	
  Masters	
  in	
  Teaching	
  at	
  Pace	
  University,	
  
Masters	
  in	
  Social	
  Policy	
  at	
  Oxford	
  University	
  as	
  a	
  Rhodes	
  Scholar	
  

§  Began	
  career	
  teaching	
  middle	
  and	
  high	
  school	
  history	
  in	
  New	
  York	
  City	
  Public	
  Schools	
  	
  

§  5	
  years	
  at	
  DC	
  Public	
  Schools	
  

§  Responsible	
  for:	
  
•  Teacher	
  evaluaBon	
  and	
  compensaBon	
  

•  Teacher	
  recruitment	
  and	
  selecBon	
  

•  Teacher	
  retenBon	
  and	
  recogniBon	
  

•  Teacher	
  leadership	
  

•  Teacher	
  development	
  strategy	
  

•  Teacher	
  effecBveness	
  research	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Agenda	
  

§  Background	
  on	
  D.C.	
  Public	
  Schools	
  

§  Teacher	
  contract,	
  evaluaBon,	
  and	
  
compensaBon	
  

§  Teacher	
  retenBon	
  and	
  recogniBon,	
  
recruitment	
  and	
  selecBon,	
  and	
  
leadership	
  roles	
  	
  

§  Results,	
  lessons	
  we’ve	
  learned,	
  
and	
  next	
  steps	
  

§  Discussion	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Background	
  on	
  Washington	
  D.C.	
  Public	
  Schools	
  (DCPS)	
  

§  46,000	
  students	
  
•  77%	
  high-­‐poverty	
  

•  69%	
  Black,	
  16%	
  LaBno,	
  11%	
  White	
  

§  110	
  schools,	
  4,000	
  teachers,	
  7,000	
  total	
  school-­‐based	
  staff	
  

§  Historically	
  one	
  of	
  the	
  lowest-­‐performing	
  school	
  districts	
  in	
  the	
  United	
  States	
  

•  In	
  2007,	
  only	
  12%	
  of	
  8th	
  graders	
  were	
  proficient	
  at	
  reading	
  according	
  to	
  the	
  NaBonal	
  Assessment	
  
of	
  EducaBonal	
  Progress	
  

•  Around	
  half	
  of	
  students	
  graduate	
  from	
  high	
  school	
  

§  In	
  2007,	
  the	
  school	
  district	
  was	
  placed	
  under	
  direct	
  control	
  of	
  the	
  Mayor	
  

§  For	
  the	
  past	
  seven	
  years,	
  the	
  district	
  has	
  been	
  led	
  by	
  reform-­‐oriented	
  
Chancellors	
  Michelle	
  Rhee	
  and	
  Kaya	
  Henderson	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Total	
  2013	
  NAEP	
  Gains	
  

Recent	
  results	
  from	
  the	
  NaBonal	
  Assessment	
  of	
  EducaBonal	
  
Progress	
  provide	
  evidence	
  that	
  our	
  reforms	
  are	
  working	
  

DC’s	
  students	
  showed	
  larger	
  gains	
  than	
  those	
  in	
  any	
  state	
  in	
  the	
  na4on.	
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Teachers	
  are	
  the	
  most	
  important	
  resource	
  in	
  our	
  schools	
  

Teacher	
  EffecDveness	
  IniDaDves	
  in	
  D.C.	
  Public	
  Schools	
  

	
  

Underperforming,	
  low-­‐income	
  children	
  who	
  
have	
  great	
  teachers	
  for	
  three	
  years	
  in	
  a	
  row	
  will	
  
catch	
  up	
  to	
  their	
  higher-­‐income	
  peers.	
  	
  In	
  short,	
  
great	
  teachers	
  can	
  close	
  the	
  achievement	
  gap.	
  	
  

	
  

-­‐-­‐	
  Eric	
  Hanushek	
  in	
  Teacher	
  Quality,	
  2002	
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We	
  have	
  a	
  simple	
  goal	
  for	
  our	
  teacher	
  effecBveness	
  work	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Create	
  a	
  system	
  in	
  which	
  all	
  parents	
  would	
  be	
  
saBsfied	
  randomly	
  assigning	
  their	
  children	
  to	
  any	
  

classroom	
  in	
  DCPS.	
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Where	
  we	
  were	
  in	
  2007 	
  	
  

Teacher	
  EffecDveness	
  IniDaDves	
  in	
  D.C.	
  Public	
  Schools	
  

12%	
  vs.	
  95%	
  
8th	
  Grade	
  Reading	
  	
  

Proficiency	
  (2007	
  NAEP)	
  
Teachers	
  MeeBng	
  or	
  

Exceeding	
  ExpectaBons	
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Our	
  human	
  capital	
  theory	
  of	
  acBon	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

9 

Recruit	
  and	
  
Select	
  the	
  Best	
  
Possible	
  Talent	
  

Rigorously	
  
Evaluate	
  

Performance	
  

Retain	
  the	
  Best	
  
and	
  Extend	
  
Their	
  Reach	
  

Provide	
  
Targeted	
  
Support	
  

Remove	
  the	
  
IneffecDve	
  

Increase	
  
Student	
  

Achievement	
  

Set	
  New	
  Hires	
  
Up	
  for	
  Success	
  

District of Columbia Public Schools  |  June 2014 



Agenda	
  

§  Background	
  on	
  D.C.	
  Public	
  Schools	
  

§  Teacher	
  contract,	
  evaluaBon,	
  and	
  
compensaBon	
  

§  Teacher	
  retenBon	
  and	
  recogniBon,	
  
recruitment	
  and	
  selecBon,	
  and	
  
leadership	
  roles	
  	
  

§  Results,	
  lessons	
  we’ve	
  learned,	
  
and	
  next	
  steps	
  

§  Discussion	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

District of Columbia Public Schools  |  June 2014 10 



A	
  first	
  priority:	
  Our	
  teachers’	
  contract	
  

§  Key	
  principle:	
  Teacher	
  performance	
  should	
  drive	
  all	
  human	
  capital	
  decisions	
  

§  Three	
  key	
  changes:	
  
1.  Performance-­‐based	
  terminaBon	
  and	
  excessing	
  –	
  end	
  of	
  tenure	
  as	
  guarantee	
  of	
  a	
  job	
  

regardless	
  of	
  performance	
  and	
  end	
  of	
  seniority	
  as	
  primary	
  driver	
  of	
  decisions	
  

2.  Mutual	
  consent	
  –	
  teachers	
  no	
  longer	
  assigned	
  to	
  schools	
  

3.  Performance-­‐based	
  compensaBon	
  

§  Note:	
  In	
  DCPS,	
  teacher	
  evaluaBon	
  is	
  not	
  subject	
  to	
  collecBve	
  bargaining	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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The	
  other	
  top	
  priority:	
  Teacher	
  evaluaBon	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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IMPACT	
  covers	
  all	
  school-­‐based	
  staff	
  members	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

§  Nearly	
  7,000	
  people	
  

§  Includes	
  principals	
  and	
  assistant	
  principals	
  

§  Approximately	
  1/3	
  are	
  not	
  teachers	
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IMPACT	
  Groups	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

§  Principals	
  
§  Assistant	
  Principals	
  	
  
§  Group	
  1:	
  Teachers	
  with	
  DC	
  CAS	
  Data	
  
§  Group	
  2:	
  Teachers	
  without	
  DC	
  CAS	
  Data	
  
§  Group	
  2a:	
  Early	
  Childhood	
  EducaBon	
  Teachers	
  
§  Group	
  3:	
  Special	
  EducaBon	
  Teachers	
  
§  Group	
  3a:	
  Special	
  EducaBon	
  Teachers	
  –	
  AuBsm	
  
§  Group	
  4:	
  Non-­‐IBnerant	
  ELL	
  Teachers	
  
§  Group	
  5:	
  IBnerant	
  ELL	
  Teachers	
  
§  Group	
  6:	
  Shared	
  Teachers	
  
§  Group	
  7:	
  VisiBng	
  InstrucBon	
  Service	
  Teachers	
  
§  Group	
  8:	
  Student	
  Support	
  Professionals	
  
§  Group	
  9:	
  Librarians	
  
§  Group	
  10:	
  Counselors	
  	
  

§  Group	
  11:	
  School-­‐based	
  Social	
  Workers	
  
§  Group	
  11a:	
  School-­‐based	
  Psychologists	
  
§  Group	
  12:	
  Related	
  Service	
  Providers	
  
§  Group	
  12a:	
  Speech-­‐Language	
  Pathologists	
  
§  Group	
  13:	
  Special	
  EducaBon	
  Coordinators	
  
§  Group	
  14:	
  Program	
  Coordinators	
  and	
  Deans	
  
§  Group	
  15:	
  InstrucBonal	
  Coaches	
  
§  Group	
  16:	
  Mentor	
  Teachers	
  
§  Group	
  17:	
  EducaBonal	
  Aides	
  
§  Group	
  18:	
  Office	
  Staff	
  
§  Group	
  19:	
  Custodial	
  Staff	
  
§  Group	
  20:	
  Other	
  

Google	
  “IMPACT	
  Guidebooks”	
  

District of Columbia Public Schools  |  June 2014 14 



IMPACT	
  Guidebooks	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

§  Each	
  group	
  has	
  a	
  unique	
  guidebook	
  which	
  contains	
  informaBon	
  about	
  all	
  
components,	
  rubrics,	
  and	
  addiBonal	
  group	
  specific	
  informaBon	
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Each	
  group	
  has	
  a	
  set	
  of	
  job-­‐specific	
  components	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Group	
  1	
  	
  
General	
  Ed	
  Teachers	
  

Group	
  3a	
  	
  
Special	
  Ed	
  AuDsm	
  Teachers	
  

	
  

Group	
  17	
  
EducaDonal	
  Aides	
  

	
  

§  Different	
  components	
  are	
  used	
  to	
  evaluate	
  different	
  groups	
  

§  Each	
  component	
  is	
  assessed	
  mulBple	
  Bmes	
  over	
  the	
  course	
  of	
  the	
  year	
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Each	
  components	
  has	
  a	
  scoring	
  rubric	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Group	
  1	
  -­‐	
  General	
  EducaBon	
  Teachers	
  with	
  IVA	
  Data	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Component	
  1:	
  Individual	
  Value-­‐Added	
  (IVA)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

35%	
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Component	
  1:	
  Individual	
  Value-­‐Added	
  (IVA)	
  

§  A	
  measure	
  of	
  a	
  teacher’s	
  impact	
  on	
  student	
  learning	
  

§  DOES	
  take	
  into	
  account	
  different	
  starBng	
  points	
  of	
  different	
  children	
  

§  DOES	
  take	
  into	
  account	
  other	
  factors	
  that	
  are	
  outside	
  the	
  teacher’s	
  control:	
  
for	
  example,	
  poverty,	
  special	
  educaBon	
  status,	
  etc.	
  

§  Does	
  NOT	
  depend	
  on	
  whether	
  students	
  have	
  passed	
  the	
  “proficiency”	
  line	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Component	
  1:	
  How	
  Does	
  Value-­‐Added	
  Work?	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Teacher’s	
  Level	
  of	
  ExpectaBons	
  

Teacher’s	
  Pedagogical	
  ExperBse	
  

Teacher’s	
  Ability	
  to	
  MoBvate	
  

Teacher’s	
  Content	
  Knowledge	
  

Student’s	
  Prior	
  Learning	
  

Student’s	
  Disability	
  (If	
  Any)	
  

Student’s	
  English	
  Proficiency	
  

Student’s	
  Resources	
  at	
  Home	
  
Student	
  

Achievement	
  
	
  

As	
  Measured	
  	
  
by	
  the	
  DC	
  CAS	
  

Value-­‐added	
  	
  
isolates	
  the	
  teacher’s	
  
impact	
  on	
  student	
  
achievement.	
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Component	
  2:	
  Teacher-­‐Assessed	
  Student	
  Achievement	
  Data	
  (TAS)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

15%	
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Component	
  2:	
  Teacher-­‐Assessed	
  Student	
  Achievement	
  Data	
  (TAS)	
  

§  A	
  measure	
  of	
  a	
  teacher’s	
  impact	
  on	
  student	
  learning	
  

§  Based	
  on	
  a	
  grade	
  and	
  subject	
  area	
  appropriate	
  assessment	
  

§  Goals	
  are	
  unique	
  and	
  developed	
  based	
  on	
  baseline	
  data	
  

§  School	
  leaders	
  and	
  teachers	
  determine	
  the	
  most	
  appropriate	
  assessment	
  
and	
  goals	
  during	
  a	
  beginning	
  of	
  the	
  year	
  TAS	
  conference	
  

§  Teachers	
  collect	
  data	
  over	
  the	
  course	
  of	
  the	
  year	
  and	
  meet	
  with	
  their	
  
principal	
  again	
  at	
  the	
  end	
  of	
  the	
  year	
  to	
  discuss	
  and	
  assign	
  a	
  final	
  TAS	
  score	
  

	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

40%	
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Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

§  Teach	
  1:	
  	
  Lead	
  well-­‐organized,	
  objecBve-­‐driven	
  lessons	
  	
  

§  Teach	
  2:	
  	
  Explain	
  content	
  clearly	
  
§  Teach	
  3:	
  	
  Engage	
  students	
  at	
  all	
  learning	
  levels	
  in	
  accessible	
  and	
  challenging	
  work	
  	
  
§  Teach	
  4:	
  	
  Provide	
  students	
  mulBple	
  ways	
  to	
  move	
  toward	
  mastery	
  	
  

§  Teach	
  5:	
  	
  Check	
  for	
  understanding	
  	
  
§  Teach	
  6:	
  	
  Respond	
  to	
  student	
  understanding	
  	
  

§  Teach	
  7:	
  	
  Develop	
  higher-­‐level	
  understanding	
  through	
  effecBve	
  quesBoning	
  	
  
§  Teach	
  8:	
  	
  Maximize	
  instrucBonal	
  Bme	
  	
  

§  Teach	
  9:	
  	
  Build	
  a	
  supporBve,	
  learning-­‐focused	
  classroom	
  community	
  	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

ObjecBve	
  
Importance	
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Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

§  The	
  number,	
  type,	
  and	
  date	
  of	
  observaBons	
  is	
  determined	
  by	
  your	
  stage	
  in	
  
our	
  teacher	
  career	
  ladder,	
  LIFT	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

ADMIN	
  INFORMAL	
  (Full)	
   ADMIN	
  FORMAL	
   ADMIN	
  FORMAL	
  

ME	
  FORMAL	
  (A=er	
  1/7	
  for	
  teachers	
  new	
  to	
  DCPS)	
  	
   ME	
  FORMAL	
  

SEPT	
  17	
   DEC	
  20	
   	
   	
  	
  	
  	
  	
  	
  MAR	
  1	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  JUNE	
  10	
  

FEB	
  15	
  

Teacher	
  

ADMIN	
  FORMAL	
   ADMIN	
  INFORMAL	
  (Brief)	
   ADMIN	
  FORMAL	
  

ME	
  FORMAL	
   ME	
  FORMAL	
  

SEPT	
  17	
   DEC	
  20	
   	
   	
  	
  	
  	
  	
  	
  MAR	
  1	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  JUNE	
  10	
  

FEB	
  15	
  

Established	
  
Teacher	
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Component	
  3:	
  Teaching	
  and	
  Learning	
  Framework	
  (TLF)	
  

§  Master	
  Educators:	
  

•  Total	
  of	
  45	
  (approximately	
  1,500	
  applicaBons	
  from	
  DCPS	
  and	
  around	
  the	
  country)	
  

•  Go	
  through	
  an	
  extensive	
  4-­‐part	
  applicaBon	
  process	
  

•  Receive	
  6	
  weeks	
  of	
  iniBal	
  training,	
  more	
  throughout	
  the	
  year	
  

•  Are	
  subject-­‐specific	
  (not	
  school-­‐based)	
  

•  Are	
  full-­‐Bme	
  (Salary:	
  $92,000-­‐$97,000)	
  

•  Conduct	
  about	
  200	
  observaBons	
  per	
  year	
  

•  Provide	
  targeted	
  professional	
  development	
  through	
  post-­‐observaBon	
  
conferences,	
  subject	
  area	
  “inquiry	
  groups,”	
  new	
  teacher	
  visits,	
  and	
  other	
  venues	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Component	
  4:	
  Commitment	
  to	
  School	
  Community	
  (CSC)	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

10%	
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Component	
  4:	
  Commitment	
  to	
  School	
  Community	
  (CSC)	
  

§  Standard	
  1:	
  Support	
  of	
  Local	
  School	
  IniBaBves	
  

§  Standard	
  2:	
  Support	
  of	
  Special	
  EducaBon	
  and	
  English	
  Language	
  Learner	
  Teams	
  

§  Standard	
  3:	
  High	
  ExpectaBons	
  

§  Standard	
  4:	
  Partnership	
  with	
  Families	
  

§  Standard	
  5:	
  InstrucBonal	
  CollaboraBon	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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AddiBonal	
  Component:	
  Core	
  Professionalism	
  

§  Standards	
  

•  ACendance	
  

•  Tardiness	
  

•  Policies	
  and	
  procedures	
  

•  Respect	
  

§  RaBngs	
  

•  Meets	
  Standard	
  =	
  No	
  change	
  in	
  final	
  score	
  

•  Slightly	
  Below	
  Standard	
  =	
  10	
  point	
  deducBon	
  

•  Significantly	
  Below	
  Standard	
  =	
  20	
  point	
  deducBon	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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A	
  key:	
  Capturing	
  all	
  data	
  in	
  an	
  online	
  database	
  that	
  can	
  be	
  
accessed	
  by	
  teachers,	
  school	
  administrators,	
  and	
  central	
  office	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

impactdcps.dc.gov	
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Overall	
  IMPACT	
  Scale	
  

§  Overall	
  IMPACT	
  Scale	
  
§  100	
  Points	
  –	
  400	
  Points	
  
§  Five	
  RaBngs:	
  IneffecBve,	
  Minimally	
  EffecBve,	
  Developing,	
  EffecBve,	
  and	
  Highly	
  
EffecBve.	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

	
  

	
  

IMPACT	
  RaBngs	
  for	
  Teachers	
  and	
  Support	
  Staff	
  

35 

100	
  
Points	
  

200	
  
Points	
  

350	
  
Points	
  

400	
  
Points	
  

250	
  
Points	
  

Dismissal	
  
aqer	
  1	
  year	
  

Support	
  from	
  coach;	
  
pay	
  freeze	
  and	
  

subject	
  to	
  dismissal	
  
if	
  no	
  improvement	
  

aqer	
  2	
  years	
  

Support	
  
from	
  coach;	
  
eligible	
  to	
  
progress	
  up	
  
career	
  ladder	
  

Eligible	
  to	
  progress	
  
up	
  career	
  ladder;	
  
Bonuses	
  up	
  to	
  

$25,000	
  and	
  base	
  
salary	
  increases	
  

Developing	
   EffecBve	
   Highly	
  
EffecBve	
  IneffecBve	
   Minimally	
  

EffecBve	
  

300	
  
Points	
  

Support	
  from	
  coach;	
  
pay	
  freeze	
  and	
  

subject	
  to	
  dismissal	
  
if	
  no	
  improvement	
  

aqer	
  3	
  years	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Score	
  distribuBon:	
  2012-­‐13	
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0%	
  

5%	
  

10%	
  

15%	
  

20%	
  

25%	
  

30%	
  

35%	
  

40%	
  

45%	
  

50%	
  

IneffecBve	
   Minimally	
  
EffecBve	
  

Developing	
   EffecBve	
   Highly	
  EffecBve	
  

1%	
  

5%	
  	
  

20%	
  	
  

44%	
  	
  

29%	
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IMPACTplus	
  Bonus	
  Structure	
  	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

§  Our	
  best	
  teachers	
  in	
  our	
  highest	
  need	
  schools	
  are	
  eligible	
  for	
  up	
  to	
  a	
  $25,000	
  
annual	
  bonus.	
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IMPACTplus	
  Base	
  Salary	
  Increase	
  Structure	
  	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

.	
  

2-­‐year	
  service	
  
credit	
  for	
  
teachers	
  in	
  
high-­‐poverty	
  

schools 

5-­‐year	
  service	
  
credit	
  for	
  
teachers	
  in	
  
high-­‐poverty	
  
schools;	
  	
  
move	
  to	
  	
  

master’s	
  band	
  
	
  if	
  applicable 

5-­‐year	
  service	
  
credit	
  for	
  
teachers	
  in	
  
high-­‐poverty	
  
schools;	
  	
  

move	
  to	
  PhD	
  
salary	
  band	
  	
  
if	
  applicable 
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Example:	
  Base	
  salary	
  increases	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

.	
  

A	
  teacher	
  in	
  her	
  sixth	
  year	
  teaching	
  who	
  moves	
  from	
  the	
  Advanced	
  to	
  the	
  
Dis4nguished	
  stage	
  will	
  see	
  a	
  significant	
  increase	
  in	
  compensa4on	
  

39 District of Columbia Public Schools  |  June 2014 



Our	
  best	
  teachers	
  in	
  our	
  high-­‐poverty	
  schools	
  have	
  the	
  potenBal	
  
to	
  earn	
  $100,000	
  in	
  salary	
  and	
  bonus	
  by	
  their	
  fourth	
  year	
  	
  

	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

District of Columbia Public Schools  |  June 2014 40 



Agenda	
  

§  Background	
  on	
  D.C.	
  Public	
  Schools	
  

§  Teacher	
  contract,	
  evaluaBon,	
  and	
  
compensaBon	
  

§  Teacher	
  retenBon	
  and	
  recogniBon,	
  
recruitment	
  and	
  selecBon,	
  and	
  
leadership	
  roles	
  	
  

§  Results,	
  lessons	
  we’ve	
  learned,	
  
and	
  next	
  steps	
  

§  Discussion	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

Four	
  key	
  strategies	
  for	
  retaining	
  our	
  best	
  teachers	
  

LIFT:	
  Leadership	
  opportuniBes,	
  differenBated	
  
IMPACT	
  observaBons,	
  addiBonal	
  compensaBon	
  

Professional	
  Development:	
  Content	
  PD,	
  peer	
  
observaBons,	
  online	
  portal,	
  new	
  teacher	
  support	
  

RecogniDon:	
  Excellence	
  In	
  Teaching	
  Awards,	
  
fellowships	
  and	
  grants,	
  high	
  touch	
  retenBon	
  

Principal	
  RetenDon:	
  Training	
  principals	
  on	
  
strategies	
  to	
  retain	
  Highly	
  EffecBve	
  teachers	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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LIFT:	
  DCPS’s	
  Teacher	
  Career	
  Ladder	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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TradiBonally,	
  many	
  teachers	
  have	
  found	
  that	
  the	
  only	
  
way	
  to	
  advance	
  in	
  their	
  careers	
  is	
  to	
  	
  

leave	
  the	
  classroom.	
  

The	
  problem	
  of	
  teacher	
  career	
  paths	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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LIFT	
  is	
  about	
  honoring	
  teachers	
  as	
  professionals,	
  and	
  making	
  DCPS	
  a	
  place	
  
where	
  teachers,	
  at	
  any	
  point	
  in	
  their	
  careers,	
  can	
  conBnue	
  to	
  learn	
  and	
  grow	
  

in	
  an	
  environment	
  where	
  they	
  are	
  respected	
  and	
  appreciated.	
  

A	
  Career	
  Ladder	
  In	
  Five	
  Stages	
  



Advancing	
  up	
  the	
  LIFT	
  ladder	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  	
  

Movement	
  between	
  the	
  stages	
  is	
  based	
  on	
  	
  
annual	
  performance	
  on	
  IMPACT	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  	
  
	
  

47 

DifferenBated	
  
IMPACT	
  

observaBons	
  

3	
  

More	
  
leadership	
  

opportuniBes	
  

1	
  

AddiBonal	
  
compensaBon	
  

2	
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Three	
  benefits	
  as	
  teachers	
  move	
  up	
  the	
  career	
  ladder	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Index of Opportunities

Education Policy Opportunities

�Q Chancellor’s Teachers’ Cabinet   32

�Q Hope Street Group National Teacher Fellowship   32

�Q Teachers Central to Leadership Fellowship   32

�Q Teach Plus Teaching Policy Fellowship   33

�Q U.S. Department of Education Teaching  
Ambassador Fellowship Program   33

Curricular Opportunities 

�Q Common Core Mathematics Corps    33

�Q Common Core Reading Corps    34

�Q Curriculum Writer   34

�Q STEM Master Teacher Corps   34

�Q Wilson Reading System Cohort   34

School Point of Contact Positions

�Q ACCESS Chair   35

�Q Burst Point of Contact   35

�Q Dual Language Lead Teacher   35

�Q Early Childhood Grade Level Chair   36

�Q Fundations Point of Contact   36

�Q Just Words Point of Contact   36

�Q Read 180 Point of Contact    37

�Q Scholastic Reading Inventory Point of Contact   37

School Leadership Opportunities

�Q Principal and Assistant Principal   37

�Q Teacher Lead   38

Leadership Development Programs

�Q Emerging Leaders Program   38

�Q Mary Jane Patterson Fellowship    39

�Q National Academy of Advanced Teacher  
Education   39

�Q New Leaders Aspiring Principals Program   39

Coaching and Mentoring Opportunities

�Q Early Childhood Education Instructional  
Specialist   40

�Q Instructional Coach   40

�Q Master Educator   40

�Q Monthly Meet-up Group Organizer   41

�Q Teaching in Action Consulting Teacher   41

Recruitment and Selection Opportunities

�Q Teaching Audition Host Teacher   41

�Q Teacher Selection Ambassador   42

Central Office Opportunities   42

Washington Teachers’ Union Opportunities   42

Other School-Based Opportunities    43

Fellowships, Grants, and Travel Opportunities 

�Q America Achieves Education Champions  
Fellowship   43

�Q DonorsChoose.org   44

�Q Fulbright-Hays Seminars Abroad   44

�Q Fund for Teachers   44

�Q Math for America DC Master Teacher  
Fellowship   45

�Q Teachers for Global Classrooms Grant Program   45
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Every	
  teacher	
  is	
  given	
  a	
  LIFT	
  guidebook,	
  which	
  includes	
  a	
  “course	
  
catalog”	
  of	
  leadership	
  opportuniBes	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

Standing	
  OvaBon:	
  An	
  annual	
  recogniBon	
  gala	
  for	
  our	
  best	
  teachers	
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Our	
  selecBon	
  model	
  is	
  designed	
  to	
  focus	
  on	
  instrucBonal	
  skills	
  
and	
  predict	
  teacher	
  performance	
  in	
  the	
  classroom	
  	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Stage	
  1	
  
Online	
  ApplicaBon	
  
(with	
  lesson	
  plan)	
  

Stage	
  2	
  
Phone	
  Interview	
  

Stage	
  3	
  
Teaching	
  AudiBon	
  
(video	
  upload)	
  

Moved	
  to	
  
Approved	
  

Pool	
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•  The	
  online	
  applicaBon	
  includes	
  a	
  lesson	
  plan	
  so	
  that	
  candidates	
  can	
  be	
  assessed	
  on	
  their	
  ability	
  to	
  
explain	
  content	
  clearly,	
  check	
  for	
  understanding,	
  and	
  anBcipate	
  student	
  misunderstandings	
  

•  Phone	
  interviews	
  are	
  conducted	
  by	
  Teacher	
  SelecBon	
  Ambassadors,	
  who	
  are	
  high-­‐performing	
  DCPS	
  
teachers	
  in	
  the	
  candidate’s	
  content	
  area,	
  and	
  include	
  follow-­‐up	
  quesBons	
  on	
  the	
  lesson	
  plan	
  

•  Teaching	
  audiBons	
  are	
  evaluated	
  based	
  on	
  a	
  subset	
  of	
  our	
  classroom	
  observaBon	
  standards	
  
•  High-­‐potenBal	
  candidates	
  are	
  idenBfied	
  at	
  each	
  stage	
  of	
  the	
  process	
  and	
  are	
  invited	
  to	
  submit	
  

addiBonal	
  evidence	
  of	
  effecBveness	
  for	
  consideraBon	
  for	
  the	
  Capital	
  Commitment	
  Fellowship	
  
•  All	
  three	
  stages	
  of	
  the	
  central	
  process	
  can	
  be	
  completed	
  remotely,	
  without	
  requiring	
  travel	
  to	
  DC	
  unBl	
  

the	
  school-­‐based	
  interviews,	
  which	
  improves	
  our	
  ability	
  to	
  aCract	
  candidates	
  naBonwide	
  	
  



Engaging	
  in	
  much	
  more	
  extensive	
  teacher	
  recruitment	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

www.joindcpublicschools.com	
  
District of Columbia Public Schools  |  June 2014 51 



We’re	
  tesBng	
  out	
  new	
  teacher	
  leadership	
  roles	
  at	
  seven	
  schools	
  
in	
  our	
  Teacher	
  Leadership	
  InnovaBon	
  (TLI)	
  pilot	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

The	
  ulBmate	
  goal	
  for	
  the	
  TLI	
  pilot	
  is	
  to	
  
design	
  innovaDve	
  and	
  financially	
  
sustainable	
  roles	
  for	
  teachers	
  that	
  

leverage	
  Dme	
  and	
  talent	
  in	
  new	
  ways,	
  
with	
  a	
  dramaBc	
  impact	
  on	
  student	
  

achievement.	
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All	
  TLI	
  roles	
  had	
  to	
  meet	
  three	
  design	
  principles	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Work	
  directly	
  with	
  students	
  for	
  a	
  significant	
  
part	
  of	
  the	
  day	
  

Lead	
  other	
  teachers	
  as	
  a	
  coach,	
  mentor,	
  or	
  
supervisor	
  

Focus	
  on	
  improving	
  teacher	
  pracBce	
  in	
  the	
  
classroom	
  

1	
  

2	
  

3	
  

Teacher	
  leaders	
  will:	
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Agenda	
  

§  Background	
  on	
  D.C.	
  Public	
  Schools	
  

§  Teacher	
  contract,	
  evaluaBon,	
  and	
  
compensaBon	
  

§  Teacher	
  retenBon	
  and	
  recogniBon,	
  
recruitment	
  and	
  selecBon,	
  and	
  
leadership	
  roles	
  	
  

§  Results,	
  lessons	
  we’ve	
  learned,	
  
and	
  next	
  steps	
  

§  Discussion	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

So	
  is	
  it	
  working?	
  Key	
  findings	
  from	
  recent	
  study	
  by	
  Stanford/UVA	
  
economists	
  Thomas	
  Dee	
  and	
  Jim	
  Wyckoff	
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IMPACT	
  causes	
  teachers	
  to	
  improve.	
  

1	
  

DCPS	
  is	
  retaining	
  its	
  best	
  teachers	
  at	
  
very	
  high	
  rates.	
  

2	
  

IMPACT	
  causes	
  many	
  low-­‐performing	
  
teachers	
  to	
  leave	
  on	
  their	
  own;	
  those	
  
hired	
  to	
  replace	
  them	
  perform	
  beCer.	
  

3	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

	
  Minimally	
  EffecDve	
  teachers	
  who	
  scored	
  below	
  the	
  
EffecBve	
  threshold	
  improved	
  their	
  performance	
  

substanBally	
  –	
  12.6	
  IMPACT	
  points	
  more	
  than	
  teachers	
  
who	
  scored	
  at	
  or	
  above	
  the	
  EffecBve	
  threshold.	
  

+12.6	
  

	
  Highly	
  EffecDve	
  teachers	
  who	
  were	
  eligible	
  for	
  a	
  
permanent	
  pay	
  increase	
  if	
  they	
  maintained	
  their	
  

raBng	
  for	
  a	
  second	
  consecuBve	
  year	
  improved	
  their	
  
performance	
  by	
  10.9	
  IMPACT	
  points.	
  

+10.9	
  

Finding	
  #1:	
  IMPACT	
  causes	
  teachers	
  to	
  improve	
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“We	
  find	
  strong	
  evidence	
  that	
  this	
  system	
  causes	
  meaningful	
  increases	
  	
  
in	
  teacher	
  performance.”	
  

	
  
-­‐	
  Professor	
  James	
  Wyckoff,	
  Study	
  Co-­‐Author	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

Finding	
  #2:	
  DCPS	
  is	
  retaining	
  its	
  best	
  teachers	
  at	
  very	
  high	
  rates	
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DCPS	
  retained	
  92%	
  of	
  teachers	
  who	
  were	
  rated	
  Highly	
  Effec4ve.	
  In	
  contrast,	
  	
  
only	
  59%	
  of	
  teachers	
  rated	
  Minimally	
  Effec4ve	
  were	
  retained.	
  

Minimally	
  EffecBve	
   EffecBve	
   Highly	
  EffecBve	
  

59%	
  

92%	
  86%	
  

%	
  of	
  Teachers	
  Retained,	
  2010-­‐11	
  and	
  2011-­‐12	
  



240	
  

250	
  

260	
  

270	
  

280	
  

290	
  

Teachers	
  Who	
  Leq	
  the	
  
District	
  in	
  2011	
  

Teachers	
  Who	
  Were	
  
Hired	
  in	
  2012	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  
	
  

Finding	
  #3:	
  IMPACT	
  causes	
  many	
  low-­‐performing	
  teachers	
  to	
  
leave	
  on	
  their	
  own;	
  those	
  hired	
  to	
  replace	
  them	
  perform	
  beCer	
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Teachers	
  hired	
  in	
  the	
  2011-­‐2012	
  school	
  year	
  substan4ally	
  outperformed	
  those	
  who	
  
le=	
  DCPS	
  in	
  2010-­‐2011.	
  

26	
  	
  
IMPACT	
  
Points	
  

IMPACT	
  
Scores	
  



Key	
  finding	
  from	
  TNTP’s	
  report	
  The	
  Irreplaceables:	
  We	
  have	
  moved	
  out	
  
dramaBcally	
  more	
  low	
  performers	
  without	
  losing	
  our	
  best	
  teachers	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

88%	
  
83%	
  

88%	
  
92%	
   94%	
  

45%	
  

79%	
   81%	
   84%	
  

94%	
  

DCPS	
   District	
  A	
   District	
  B	
   District	
  C	
   District	
  D	
  

District	
  RetenDon	
  Rates	
  by	
  Teacher	
  Performance	
  

Top	
  Performers	
   Low	
  Performers	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Lesson	
  1:	
  Setng	
  high	
  expectaBons	
  and	
  collecBng	
  robust	
  teacher	
  
performance	
  data	
  has	
  been	
  transformaBve	
  for	
  our	
  district	
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IneffecBve	
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  Scores,	
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First Years 

2 or more Years 

Average	
  first	
  year	
  
	
  teacher	
  =	
  283	
  

Average	
  for	
  teachers	
  
with	
  2+	
  years	
  experience	
  
=	
  299	
  

Minimally	
  	
  
EffecBve	
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EffecBve	
  

IMPACT	
  Score	
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  First	
  years	
  

	
  	
  2	
  or	
  more	
  years	
  



Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

	
  
6	
  Full-­‐Time	
  Staff	
  Members	
  

	
  
	
  

	
  
OperaBng	
  Costs,	
  SY	
  11-­‐12	
  

	
  

$1.8	
  Million	
  	
  

IMPACT	
  OperaBons	
  

	
  
Phone	
  and	
  Email	
  Helplines	
  

	
  

7.5	
  hours	
  of	
  phone	
  calls	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
on	
  a	
  busy	
  day	
  	
  	
  	
  	
  	
  

	
  
Trainings	
  

	
  

250	
  hours	
  per	
  year	
  

Lesson	
  2:	
  ImplementaBon	
  is	
  everything	
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Six	
  levels	
  of	
  implementaBon	
  

1.  ExecuBon:	
  Are	
  the	
  observaBons	
  happening?	
  

2.  Fidelity:	
  Are	
  the	
  observaBons	
  happening	
  in	
  the	
  way	
  they’re	
  supposed	
  to?	
  

3.  Reliability:	
  Are	
  different	
  observers	
  raBng	
  teachers	
  in	
  the	
  same	
  way?	
  

4.  Validity:	
  Are	
  the	
  observaBons	
  measuring	
  the	
  right	
  things?	
  

5.  LegiBmacy:	
  Do	
  teachers	
  think	
  that	
  the	
  observaBons	
  are	
  fair?	
  

6.  Development:	
  Are	
  the	
  observaBons	
  improving	
  teacher	
  pracBce?	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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We’ve	
  developed	
  a	
  fully	
  online	
  training	
  plavorm	
  for	
  our	
  evaluators	
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We	
  can	
  now	
  monitor	
  the	
  reliability	
  of	
  our	
  school	
  administrators	
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We	
  also	
  now	
  have	
  a	
  rich	
  online	
  library	
  of	
  videos	
  for	
  iniBal	
  training,	
  
ongoing	
  pracBce	
  and	
  calibraBon,	
  and	
  professional	
  development	
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Lesson	
  3:	
  Stakeholder	
  input	
  can	
  only	
  get	
  you	
  so	
  far	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Excerpted	
  feedback	
  from	
  educators	
  during	
  IMPACT	
  focus	
  groups:	
  

“I	
  want	
  someone	
  other	
  than	
  my	
  
principal	
  to	
  observe	
  me.”	
  

“I	
  don’t	
  trust	
  outsiders	
  to	
  observe	
  me	
  
fairly.”	
  

“Teamwork	
  is	
  really	
  important.”	
   “I	
  should	
  only	
  be	
  evaluated	
  on	
  the	
  
things	
  that	
  I	
  do.”	
  

“Student	
  achievement	
  is	
  the	
  most	
  
important	
  thing.”	
  

“Student	
  achievement	
  shouldn’t	
  be	
  	
  	
  
part	
  of	
  my	
  evaluaBon.”	
  

“You	
  can’t	
  hold	
  me	
  accountable	
  for	
  
anything	
  beyond	
  the	
  contract.”	
  

“I	
  should	
  get	
  credit	
  for	
  coming	
  to	
  school	
  
at	
  6:00	
  a.m.	
  and	
  leaving	
  at	
  6:00	
  p.m.”	
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Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
  

Lesson	
  4:	
  These	
  reforms	
  are	
  a	
  radical	
  change	
  for	
  teachers	
  –	
  and	
  it	
  
takes	
  some	
  Bme	
  for	
  teachers	
  to	
  feel	
  comfortable	
  with	
  them	
  

“IMPACT	
  is	
  stressful.	
  	
  I	
  never	
  
know	
  when	
  someone	
  is	
  going	
  
to	
  walk	
  into	
  my	
  classroom	
  to	
  

evaluate	
  me.”	
  
	
  

–	
  Elementary	
  Teacher,	
  
Murch	
  ES	
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“Thank	
  you	
  so	
  much	
  for	
  your	
  kind	
  
words.	
  The	
  first	
  few	
  weeks	
  of	
  teaching	
  
have	
  been	
  a	
  bit	
  of	
  a	
  struggle	
  as	
  we	
  
talked	
  about,	
  so	
  I	
  really	
  can't	
  tell	
  you	
  

how	
  much	
  I	
  appreciated	
  your	
  
sugges4ons	
  for	
  improvement	
  and	
  your	
  
candid	
  advice.	
  I'm	
  looking	
  forward	
  to	
  
working	
  with	
  you	
  more	
  this	
  year!”	
  

	
  
-­‐	
  Special	
  EducaBon	
  Teacher,	
  	
  

Columbia	
  Heights	
  EC	
  



Next	
  areas	
  of	
  focus	
  

§  Teacher	
  professional	
  development	
  and	
  support	
  

§  New	
  teacher	
  training	
  

§  Teacher	
  leadership	
  and	
  the	
  teacher	
  role	
  

§  School	
  leaders	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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Discussion	
  

ScoC	
  Thompson,	
  Deputy	
  Chief	
  of	
  Human	
  Capital	
  	
  

scoC.thompson@dc.gov	
  	
  

	
  

	
  

	
  

	
  

Teacher	
  quality	
  reforms	
  in	
  the	
  Washington	
  D.C.	
  Public	
  Schools	
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