




Virginia Board of Education
Committee on Evidence-Based Policymaking
Wednesday June 27, 2018
4:00 p.m. 
Washington Conference Room, James Monroe Building
101 North 14th Street, Richmond, Virginia

Welcome and Opening Comments 
The following Board of Education (Board) members were present for the June 27, 2018, meeting of the committee on evidence-based policymaking: Ms. Kim Adkins (chair); Mrs. Diane Atkinson; Dr. Jamelle Wilson, Dr. Tamara Wallace, Mr. Sal Romero, Mr. James Dillard and Mrs. Elizabeth Lodal.  Dr. James F. Lane, superintendent of public instruction was also present.

Ms. Adkins, chair of this committee, convened the meeting at 4 p.m. and provided an overview of the meeting agenda. 

Approval of the Minutes from the May 22, 2018 Committee Meeting 
Ms. Adkins recommended a change in the minutes to acknowledge Mr. Gecker’s presence at the meeting but asked that it be noted that he was not a participant for the full meeting. 

Mrs. Atkinson made a motion to approve the minutes from the May 22, 2018 committee meeting amending the above statement.  Dr. Wallace seconded the motion and carried unanimously.

Overview of Committee Progress to Date
Ms. Adkins provided an overview of the committee’s progress to include:

November 24, 2017: The Board of Education approved the formation of the special committee with the initial charge to review research and evidence-based practices, specially highlighting on our Comprehensive Plan, focusing on equity and teacher shortages.

January 24, 2018: The first official committee meeting in which the committee confirmed the definition of equity in comparison to the definition of equality. The definition of equality states that students receive the same resources. The definition of equity states that students receive the resources they need to be successful.  The committee agreed to explore the following two focus areas: teacher quality and development, and students’ access to high quality teachers.

April 2, 2018: The committee reviewed and agreed to use the Education Trust’s guidelines to access to strong teachers as framework for their discussions. 

To overturn inequities in access to strong teachers, the Education Trust’s guidelines say that state leaders must:
· Be transparent about which students get which teachers.
· Set clear improvement expectations for leaders at all levels and make meeting those expectations matter.
· Target resources to the districts and schools struggling most with this issue.
· Develop networks of district leaders to problem-solve together.
· Break down silos between efforts to increase access to strong teaching and school improvement work.

The Committee also reviewed the Board’s levers of action, which are to: 
· Issue guidance 
· Amend or create regulations 
· Request changes to the Code of Virginia 
· Request funding 
· Convene stakeholders and create alliances and partnerships 

[bookmark: _GoBack]Ms. Adkins also stated that additional progress is noted in the meeting minutes from May 22, 2018. A copy of Ms. Adkins presentation on the committee progress to date is available at Overview of Progress. 

Mrs. Lodal commended the committee on make good progress in their work.

Public Comment 
Ms. Adkins opened the floor to public comment.

Ms. Cathy Lee, Virginia Education Association, provided public comment on the proposed procedural guidelines for conducting licensure hearings.

Ms. Donna Sayegh, constituent from Portsmouth, VA, provided public comment on teacher equity.
 
Update on Teacher Retention, Mentorship and Induction Research 
Diane Atkinson, committee member, provided a presentation on access to excellent teachers.  Mrs. Atkinson volunteered to conduct a research on teacher retention, mentorship and induction.  Her research is based on information from the Learning Policy Institute: Solving the Teacher Shortage How to Attract and Retain Excellent Teachers and Learning Policy Institute: Teacher Turnover: Why It Matters and What We Can Do About It (August 2017).

Teacher attrition, which remains at a high level, is about 8% annually nationwide. Much of the demand for teachers is caused by attrition. Recently, it has accounted for more than 95% of demand, and in years to come, it will continue to account for at least 85% of annual demand.  About 1/3 of teacher attrition is due to retirement. Pre-retirement attrition accounts for the largest share of turnover.  Another 8% of teachers shift to different schools each year, bringing the total turnover rate closer to 16% of the total teacher workforce. 

If the attrition rate could be reduced from 8% to 4%, closer to where it is in some other countries, U.S. hiring needs would decrease by around 130,000 teachers annually, cutting annual demand by nearly half and eliminating the teacher shortage. Additionally, it would allow for increased selectivity in hiring, boost the quality of teachers in the nation’s classrooms, and significantly reduce the substantial costs for replacing teachers who leave. 

In the fall of 2015, tens of thousands of teachers were hired on emergency or temporary credentials to meet the teacher shortage needs. These individuals were not fully prepared to teach which had an impact of teacher attrition.

Teachers are more likely to leave schools that have lower salaries and less-desirable working conditions. About one in four of the first-year teachers surveyed, 15% of all teachers surveyed, had entered teaching through an alternative pathway, which typically requires that teachers train on the job while they are teaching, often with little or no opportunity for student teaching prior to entry.

Teachers of color, who made up 18% of the public school workforce in 2012 are twice as likely to enter teaching through an alternative pathway and have higher turnover rates than white teachers overall. This difference is often due to the high-need schools in which they work. Three in four teachers of color teach in the quartile of schools with the most students of color, which are often under-resourced and contend with challenging teaching conditions. When teachers of color and white teachers work in schools with the same proportion of students of color, their turnover rates are comparable. 

Higher teacher turnover negatively effects student achievement, hard to staff schools suffer from diminished collegial relationships, a lack of institutional knowledge, and the expense of training new teachers who, oftentimes, will not stay.

A Board member asked if school leadership was the biggest factor in teacher attrition. Mrs. Atkinson responded that school leadership is an important component but only one piece of the complex issue.

Mrs. Atkinson explained four factors that contributed to the teacher recruitment and retention: 
· Compensation
· Preparation
· Mentoring and induction
· Teaching conditions

A Board member shared a story about a teacher who experienced a lot of challenged and frustrations in the classroom. A Board member responded that relationships are key in building a successful classroom, especially a relationship with the child’s parent. Further, he stated that additional professional development is needed for teachers. 

Some of the conditions that are associated with a teacher’s decision to leave or stay may include the quality of instructional leadership, the school culture, collegial relationships, time for collaboration and planning, teachers’ decision-making power, experiences with professional development, facilities, parental support, and resources.

Possible policy recommendations that will curb teacher’s retention include: 
· Creating competitive, equitable compensation packages that allow teachers to make a reasonable living across all kinds of communities. 
· Leveraging more competitive and equitable salaries by providing district incentives to raise teacher salaries, increasing statewide salary schedules, and/or using weighted student funding formulas that direct resources to districts in relation to the students they serve.
· Creating incentives that make living as a teacher more affordable by offering other financial incentives.
· Enhancing the supply of qualified teachers into high-need fields and locations through targeted training subsidies and high-retention pathways. In critical shortage fields—mathematics, science, special education, and bilingual/ESL education, and in urban and rural areas with perennial shortages
· Improving teacher retention, especially in hard-to-staff schools, through improved mentoring, induction, working conditions, and career development.
· School leadership —Effective leadership drives high-quality support for new teachers, improves teaching conditions, and increases teacher retention.

A Board member asked if these policy recommendations intertwine with the state and division level. Mrs. Atkinson responded that yes, these are recommendations that cut across the state and division. 

Mrs. Atkinson referenced another article from the Learning Policy Institute that discusses diversifying the teaching profession, and the benefits for all students to have a diverse teacher core. She volunteered to review this article for the next committee meeting.

A Board member shared information about the education system in Finland and the importance that Finland places on the teaching profession. 

A Board member agreed that mentorship and induction are incredibly important to teacher attrition.
 
Fairfax County Public School’s School Improvement Model:  Project Momentum 
Mr. Mark Greenfelder, Executive Director, Office of School Support in Fairfax County Public Schools presented to the Board an overview of Project Momentum.

Project Momentum was created in the 2014-2015 school year and its primary goal is to support the schools that were at the greatest risk of not meeting full accreditation and to increase academic achievement of all students. 

Project Momentum assists schools in four tiers:
· Universal schools are those school that met all Federal and State accreditation requirements and do not qualify for any additional supports.
· Universal Plus schools are those schools that have been identified by FCPS as qualifying for additional staffing allocation.
· Targeted schools are those schools that have missed a state benchmark, have significant gap points, or negative trend data demonstrating a significant change; indicating the possibility of becoming an “Intensive” school. These schools may receive staffing allocated by the FCPS needs based staffing formula.
· Intensive schools are a small group of schools, identified by the school support formula as most in need of significant support and resources; critically in danger of not meeting Accreditation Standards.  These schools may receive staffing allocated by the FCPS needs based staffing formula. 

Intensive schools receive instructional support, extended contracts for teacher leaders, funding for accelerated school innovation and improvement plans, up to two instructional coaches, access to Title I staffing for additional collaborative team time, customized professional development and resources from the Office of School Support, interdisciplinary monthly meeting with OSS staff and region leadership, and differentiated support from the Department of Human Resources. 

Since implementation of this program, the number of schools in FCPS not fully accredited has dropped from 18 in 2014-2015 to 1 in 2018-2019. A Board member asked how many schools are in FCPS. Mr. Greenfelder responded that there are 196 schools in FCPS. 

Mr. Greenfelder discussed FCPS’ process for moving administrative and instructional staff. Principals as well as teachers are sometimes moved to different schools for the betterment of students. Each school needs high-level administrative and teacher teams that will greatly impact the culture allowing change to happen more quickly.  With changes in the administrative and teacher teams, attrition rates have fallen drastically. 

A Board member asked what hiring pool principals had access to for replacing teachers. Mr. Greenfelder responded that FCPS held a transfer fair specifically for Project Momentum schools and moved up the hiring window by three weeks for these schools. 

A Board member asked Mr. Greenfelder to quantify the supports for Intensive schools. He responded that the program is not cheap but it is important and the right thing to do for students. Extended contracts are about $1,500 per teacher. 

Dr. Lane stated that one role of the Board is to share best practices with other school divisions and suggested that the Board could help tell the story of Project Momentum and the success of FCPS. 

Dr. Lane shared that while large school divisions have the ability to receive student data very rapidly from SOL assessments; this is not the case for most small school divisions. It is a responsibility of VDOE to get this data to small school divisions more rapidly.

Dr. Lane asked if FCPS is thinking about tailoring supports differently under the revised Standards of Accreditation since any school with one red indictor will be required to have a corrective action plan.  Further, Dr. Lane asked if FCPS considered moving students in order to obtain diversity in the schools. Mr. Greenfelder responded that FCPS is considering some boundary adjustments to relieve overcrowding. Further, the mindset at FCPS is that each student will receive the best education regardless of the make-up of the school.  In responding to Dr. Lane’s first question, Mr. Greenfelder responded that under the new accreditation system, any school that receives a red indicator will automatically be placed in targeted school status for next year. Targeted schools will receive help developing their school improvement plan. which will include five key factors: high performing teams, support plan for students, high-quality tier one instruction, ensure lesson planning matches the state’s standards, and consistent high-level feedback for teacher by the administrators on weekly basis. 

The committee thanked Mr. Greenfelder for his work and dedication to Project Momentum.

Discussion on Next Steps 
Ms. Adkins discussed the next steps for the committee. Committee members will review research and presentations received. For the next meeting, the committee will begin the discussion on developing recommendations for the full Board to consider. The committee agreed to meet during the Board’s July meetings. 
Mrs. Atkinson agreed to continue summarizing teacher attraction and retention research. 
Ms. Adkins agreed to review and map all presentations received by the committee for consistencies by the next meeting. 
Adjournment

There being no further business, the meeting adjourned at 5:35 p.m. 
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