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Resource 10: Build-Your-Own State Plan to Ensure Equitable Access to Excellent Educators
Resource 10 consists of two tools to engage stakeholders in contributing to the development of the state equitable access plan. Tool 1 is a focus group discussion protocol that facilitates teacher and principal dialogue on realistic approaches to ensuring equitable access to excellent educators. Tool 2 provides a template for designing a post-discussion survey that will capture the perspectives of stakeholders who engaged in the discussion. 
Note: This resource is one of 12 companion resources to the Moving Toward Equity Stakeholder Engagement Guide (http://www.gtlcenter.org/stakeholder_engagement_guide). These 12 resources are provided in a format that allows for state adaptation (e.g., Microsoft Word, PowerPoint) so that they are useable in each state’s unique context. The Center on Great Teachers and Leaders grants permission for you to use or adapt the Moving Toward Equity resources for your state education agency or local education agency as needed.
Tool 1: Focus Group Discussion Protocol
To help structure the dialogue, Tool 1 presents various approaches for achieving equitable access as well as questions to facilitate productive discussions with both teachers and principals about the merits and drawbacks of each approach. Three approaches are focused on teachers, and three approaches are focused on principals. Each set of three can be discussed at a meeting that lasts 75–90 minutes. The purpose of these approaches is not to choose the “best” approach but rather to draw out the perceived usefulness, challenges, or potential unintended consequences of various strategies that your state could use as part of a plan to ensure access to excellent educators. Each set of approaches provides a platform for discussing the pros and cons of various options in a more concrete—rather than theoretical—manner. This platform is based on the Everyone at the Table model and the principles of choicework. More information is available at the Everyone at the Table website (http://www.everyoneatthetable.org/).
Moderator Instructions
Things to Consider Prior to the Meeting
· Room Setup. Set up the room in a way that is conducive to discussion and sharing. For example, arrange the seats in a large circle―possibly around a table―so participants can see one another as they interact. Include the option of moving chairs or using breakout rooms for small-group brainstorming sessions. Minimize any background noises.

· Goals and Processes. Prior to each meeting, establish clear and specific goals and processes for how stakeholder input will be shared with district or state decision makers. Communicate these goals and processes clearly and frankly to participants. To avoid any misunderstandings, communicate these goals at the time of stakeholder recruitment and again at the start of each meeting. 
· Note Taking. Assign a note taker other than yourself. After the discussion, you and the note taker can ensure that you both heard the same things. Then you may incorporate the notes into a set of recommendations or into the state plan.
The Role of the Focus Group Moderator

The main tasks of the moderator are as follows: (1) make sure the participants in the small-group discussions understand what they are supposed to be talking about and (2) keep the discussions focused and on schedule. Beyond these tasks, the moderator should make the conversations as participatory and productive as possible. A successful moderator is comfortable with the goal of an open dialogue without a predetermined conclusion. It is essential to the credibility of the dialogue that the moderator does not direct the outcomes of the conversations and remains neutral and unbiased. 
	Tips for Moderating the Focus Group

· Without controlling what is said during the conversation, think through the process to keep the time productive and the tone collaborative and respectful. 

· Encourage the active participation of all involved; do not let one person dominate the conversation. Consider calling on participants randomly. Encourage participants to speak openly and chime in if they have something to say in response to someone else.

· Give everyone a chance to speak, calling on participants if necessary.

· Make sure that you get through all three approaches. Keep time and limit the discussion of each to no more than 20–25 minutes.

· Encourage participants to build on each other’s ideas.

· Foster critical, reflective thinking through probes such as the following:

· Can you elaborate on that?

· Why do you think that was the case?

· Tell us more.

· Steer the conversation to focus on solutions and problem solving rather than airing grievances, with probes like: How would you suggest getting around that? or What would you suggest instead?

· If participants grow negative or disgruntled, use a similar tactic for questioning.

· If participants are quiet, focus on each prompt question instead of just letting the conversation flow. Again, call on participants if necessary and use prompts for other participants to build on each other’s points.

· Continually ask the group to compare and contrast the aspects of the approaches and to keep all options at the forefront of their minds.

· Play devil’s advocate if the discussion seems to veer toward one specific idea.

· Do not be frustrated if consensus is not reached in one meeting. Remain calm, positive, constructive, and solutions-oriented.


Instructions During the Activity 

1. Introduce yourself, and indicate the purpose and rationale of the meeting. 

2. Allow participants to introduce themselves. A suggested way to begin is to have each participant state his or her name and respond to the following sample prompts: 

a. What made you decide to come to this meeting today?

b. What do you hope to learn or gain by participating?

3. Read each approach (pages 4–7 for teacher approaches and pages 8–12 for principal approaches) as well as the respective discussion questions. Plan to spend about 20 minutes on each approach.

	General Strategies for Constructive Dialogue

The following tips, reprinted from the Everyone at the Table Moderator’s Guide, are intended to help you build constructive, open dialogue on hot-button issues:

· Encourage participants to ask questions.

· Practice using “wait time”: Provide three to five seconds of silence after asking a question or starting a discussion.

· Acknowledge all responses either passively or actively and with a neutral demeanor.

· Rephrase each question or discussion topic instead of merely repeating it.

· Withhold criticism when responding.

· Share key findings and “learning points’ on chart paper to demonstrate the good progress taking place.

· Make sure to move the conversation forward through healthy discussion; avoid arguing over the same topic for too long.”

Reprinted from page 13 of the Everyone at the Table Moderator’s Guide, available at http://www.everyoneatthetable.org/docs/faq_42_2718164459.pdf. Copyright © 2011 Public Agenda and American Institutes for Research. Reprinted with permission.


Three Approaches for Ensuring Equitable Access to Excellent Teachers 

Following are three approaches for ensuring equitable access to excellent teachers, to be used for the purposes of structuring a stakeholder dialogue. The approaches are (a) Turnaround Teacher Teams Initiative, (b) focus on retaining and developing teachers, and (c) focus on teacher recruitment.

Teacher Approach A: Turnaround Teacher Teams Initiative

Teacher Approach A involves moving teams of high-quality teacher leaders to high-need schools. It is based on the Turnaround Teacher Teams (T3) initiative, a teacher-designed school improvement model that addresses inequitable access to excellent teachers in high-poverty schools. The T3 Initiative was developed by fellows from Teach Plus, a teacher voice organization committed to improving teacher retention, teacher quality, and teacher policies by creating opportunities for teachers to engage in and lead policy initiatives. 

Key Features of Teacher Approach A

· The T3 Initiative uses a cohort model of staffing in which T3 teacher leaders comprise 20 percent to 25 percent of the school faculty.
· T3 teacher leaders lead teams of teachers to enhance instructional practice and advance student academic outcomes at the school.
· A strong, experienced principal leads the school.
· Ongoing training and professional development are available to the teacher leaders, including coaches who provide feedback based on classroom observations.
· Instructional resources (such as regular data on student progress) also are available to teacher leaders.
· Higher salaries are offered to compensate teacher leaders for the additional time required to serve in their leadership roles.

Discussion Questions for Teacher Approach A 

4. What do you think about Teacher Approach A? What do you like about it? What don’t you like about it?

5. Some say that transferring teacher leaders to low-performing schools rejuvenates school culture and morale and promotes student success. Others say this model alienates existing staff and hurts the social cohesion of the school community. What do you think? 
6. Some argue that that even with a team of strong teachers, a strong principal, professional development, instructional resources, and financial incentives, there are certain schools where they would not teach. What supports would it take for you to transfer to the most challenged school in your vicinity? 

a. How much would the financial incentives need to be? 

b. In what ways would the principal need to be effective? 

c. Specifically, what professional development and classroom resources would need to be made available to you?

7. If you could choose only two of the supports noted in Question 3, which would they be?

8. Some might argue that a school staff that is 20 percent to 25 percent “highly effective” is not enough to meet students’ needs or to attract other excellent teachers to the school; in your opinion, what percentage of excellent teachers is necessary? What percentage of “developing” teachers (bearing in mind that most new teachers are “developing”) is tolerable? Please note: Adapt the terms effective, highly effective, and developing to match the definitions used in your SEA or district. 
9. What if teachers were forced to move in this way, rather than volunteering? How would this change your opinion?
10. Now that we have discussed Teacher Approach A on the T3 Initiative and teacher transfers, what do you think about the features described in this approach? Does anyone have a different opinion? Please share.

Teacher Approach B: Focus on Retaining and Developing Teachers
Teacher Approach B does not involve moving any teachers but rather keeping teachers from moving out of high-need schools. In Teacher Approach B, a rigorous evaluation system places teachers on a 4-point rating scale. Intensive efforts are made to retain excellent teachers, counteracting the trend for such teachers to transfer out of challenging schools. Simultaneous efforts are made to develop all other teachers to become more effective (with consistently low-performing teachers exited). This approach draws on strategies from TNTP to encourage the retention of so-called “Irreplaceables”
 (teachers who are so effective they cannot be easily replaced) and Public Impact’s “Opportunity Culture.”
 
Key Features of Teacher Approach B
· Principals proactively encourage high-performing teachers to stay in low-performing or high-need schools.

· Principals let the teachers know how much they are valued and needed.
· Principals publicly praise these excellent teachers for a job well done.
· Principals and the school district seek out career development opportunities that will create opportunities for excellent teachers to have dynamic careers while remaining in the classroom. These opportunities may include:

· Serving in hybrid teacher-administrator roles

· Serving in part-time instructional leadership roles

· Serving on task forces or in other policy-related positions

· Extending their reach to more students through creative models such as team teaching, time-technology swaps, multiclassroom leadership, or specialization.

· Of particular note is the intensive coaching by excellent teachers to less effective teachers to improve their practice. Most teachers in the school meet twice weekly with a coach.

· Because of the expense of these supports, efforts to recruit excellent teachers to work in high-need schools are more passive than strategic, typically involving accepting the best of the bunch who apply.
Discussion Questions for Teacher Approach B 

11. What do you think about Teacher Approach B? What do you like about it? What don’t you like about it?

12. Some argue that encouragement from the principal will make teachers feel valued and encourage them to remain in a high-need setting; others argue that this encouragement will help only if the principal is a strong, admired leader, and if the teacher is able to be effective with students on a day-to-day basis. How far do you think principal encouragement goes?

13. Some argue that teacher leadership roles keep the job exciting by continually developing the teachers’ repertoire of skills and expanding their impact beyond their classroom alone. Others argue that these roles take excellent teachers outside of the classroom, further limiting student access. What is your opinion? Which teacher leader roles are most enticing to you?

14. Some argue that with the right coaching, nearly every teacher can be successful in high-need settings; others say that this is not the case and certain personal skills and dispositions built over many years are required. Which viewpoint do you think is more accurate? How much time and money is appropriate to invest in professional development to lead all teachers to be effective?

15. What other strategies should high-need school use to retain the strongest teachers? Have you experienced similar successful strategies? 

16. Now that we have discussed Teacher Approach B, what do you think about the features described in this approach? Does anyone have a different opinion? Please share.
Teacher Approach C: Focus on Teacher Recruitment 

Teacher Approach C takes a longer term perspective to addressing equitable access by focusing on the pipeline into the profession. Although results would not be seen for a number of years, this approach aims to attract college students from the top third of their college class into the profession. Responding to market research from McKinsey & Company,
 this approach involves many of the same factors as Teacher Approach A but is geared to attracting new teachers to the profession and specifically to high-need schools. 

Key Features of Teacher Approach C

· Dynamic career pathways continually challenge teachers even after they gain expertise in the classroom.

· Teachers have opportunities for collaboration with peers, a good portion of whom are also high achieving, highly dedicated, and effective in their practice.

· Classroom resources, including technology and supplies, aid excellent instruction.

· Teachers have access to coaches and high-quality professional learning opportunities within the school and district as well as externally.

· Starting salaries are higher, but teachers have flatter earning potentials after the first five years.
· Advertising and marketing are conducted on college campuses.

· Student teachers in high-need schools in nearby districts are targeted for recruitment, including a district presentation on the special supports that new teachers would receive if they come to the school.

· Career fairs open one day early for high-need schools only, to give these schools an advantage in speaking to (and possibly interviewing) prospective applicants first.

· Professional marketing materials and career fair booths are used to attract prospective new hires (while remaining accurate about the challenges that the school faces).

· Intensive recruitment is done through alternative preparation programs, such as Teach For America.

· Because of these expenses on new teacher recruitment, resources toward retaining and developing current teachers are more limited.
Discussion Questions for Teacher Approach C 

1. What do you think about Teacher Approach C? What do you like about it? What don’t you like about it?

2. After recruiting new teachers with higher salaries, the salary scale will flatten, with smaller increases over time. Is a flatter salary scale a good idea, or are other approaches to recruitment more appropriate?”
3. Is exposure at career fairs, through student teaching, or through marketing materials important for bringing excellent teachers to high-need schools? Which is most important, and what makes it so useful?

4. Some argue that alternative preparation programs (such as Teach For America) do not retain help to retain teachers beyond their service contract, do not elevate the profession, and do not serve the needs of high-need schools in a sustainable way. Others argue that alternatively prepared teachers plug a gap in the teacher supply and, in fact, are just as successful as more experienced teachers. Do you think intensive recruitment from these programs for high-need schools is appropriate?

5. What other strategies should high-need schools use to recruit new teachers? Have you experienced successful strategies for recruiting new staff?” 

6. Now that we have discussed Teacher Approach C, what do you think about the features described in this approach? Does anyone have a different opinion? Please share.

Three Approaches for Ensuring Equitable Access to Excellent Principals 

Following are three approaches for ensuring equitable access to excellent principals, to be used for the purposes of structuring a stakeholder dialogue. The approaches are (a) Aspiring Principals Program; (b) leadership academy that building a school, family, and community partnership; and (c) district-supported pipelines for principal leaders.

Principal Approach A: New York City Leadership Academy’s Aspiring Principals Program 
Principal Approach A involves selecting, preparing, and supporting potential leaders to lead in the city’s most high-need schools. New York City Leadership Academy’s Aspiring Principals Program is a nationally recognized standards-based program that focuses on building the skill set of aspiring leaders and providing continued support once they are placed in the field. The program focuses on “real-world leadership skills” and gives participants the opportunity to put theory into practice. The Aspiring Principals Program was founded out of the commitment to educational equity for all students. The goal of this kind of partnership, across the nation and abroad, is to bring forward-thinking organizations into the city to train the next generation of leaders.

Key Features of Principal Approach A 
· New York City Leadership Academy is an independent nonprofit organization committed to helping aspiring leaders master the “real-world skills” needed to drive change in their future roles as school leaders. The organization draws on the faculty’s vast experience in small, urban, and rural systems to transform and develop school leadership.

· New York City Leadership Academy specializes in training adult learners. The organization understands the day-to-day demands of school leaders because it is staffed by experienced school leaders, curriculum designers, and trainers who bring practical applications to the table. 

· The Aspiring Principals Program begins with a self-assessment, identifying what leaders need to know and what tools they need to succeed. After these characteristics are identified, participants complete Phase 1, a six-week summer intensive to enhance their knowledge and skills. “School simulations” based on teamwork shape this first phase of the program. 
· The Phase 2 of the program involves a six-month school-based residency in which participants are paired with an experienced principal mentor. This residency is followed the Phase 3, a summer session during which participants transition into a leadership position.
· The program’s leadership model emphasizes hands-on, job-embedded learning that is rooted in practical skills and applications with a continuous self-reflection process. The Aspiring Principals Program aligns its curriculum to the priorities of schools. This alignment ensures that leaders are qualified and can easily transition into actual positions.
Discussion Questions for Principal Approach A 

17. What do you think about Principal Approach A? What do you like about it? What don’t you like about it?

18. Some districts have made the decision to place only experienced and proven leadership in the most challenging of schools. Although these schools often are the most hard-to-staff assignments in a given district, this stipulation may limit the pool of qualified candidates. The Aspiring Principals Program candidates are capable leaders who have undergone a strenuous preparation program. Some would argue that placing new innovative leaders in low-performing schools rejuvenates school culture and morale and promotes student success. Others say this model alienates existing leaders and hurts the social cohesion of the school community. What do you think? 

19. Some argue that that even with a team of strong teachers, a strong and supportive district office, professional development, instructional resources, financial incentives, and a rich preparatory program, there are certain schools where they would not work. What supports would it take for you to accept a leadership position in the most challenged school in your vicinity? 

a. How much would the financial incentives need to be? 

b. In what ways would the district office need to be effective? 

c. Specifically, what professional development and instructional resources would need to be made available to you or your staff?

20. If you could choose only two of the supports noted in Question 3, which would they be and why? Rank the remainder in order from the most critical to least critical in terms of moving a school forward.
21. The success of any school leader is directly related to the instructional program and the ability of teachers to deliver differentiated support. Some might argue that a school staff that is 20 percent to 25 percent “highly effective” is not enough to meet students’ needs or to attract and retain good leaders; in your opinion, what percentage of highly effective teachers is necessary? What percentage of “developing” teachers (bearing in mind that most new teachers are “developing”) is tolerable?

22. What if leaders were forced to move or were assigned to schools based on need rather than individual choice to pursue opportunities? How would this change your opinion?

23. Now that we have discussed Principal Approach A on the New York City Leadership Academy Aspiring Principals Program and other principal preparation and support programs, what do you think about the specific features described in this approach? Does anyone have a different opinion? Please share. 

Principal Approach B: Leadership Academy That Builds a School, Family, and Community Partnership 

Principal Approach B does not single out the principal or district staff as school leaders. In contrast, it encourages the collaboration among various stakeholders. Sacramento City Unified School District in California, for example, has established a Leadership Academy consisting of nine sessions designed for parents, school staff, and community leaders who want to gain a better understanding of the issues facing the K–12 educational system. Principals who participate in this program have the benefit of robust conversations from distinctively different stakeholders. Each of the nine sessions affords participants the opportunity to engage top leaders with expertise in policy, administration, curriculum, and school finance. Aspiring and practicing principals are immersed in a diversity of perspectives as they work through real-world scenarios. 
Key Features of Principal Approach B

· Principals in the Leadership Academy participate in rich conversations examining the strategies and experiences of actual schools that have turned around. 
· Principals in the Leadership Academy draw on research to explore the essential supports for improving schools, including the need for “coherent, orchestrated actions.”

· Principals explore the structures of school and parent groups and their role in the effort to ensure equity across all schools in their district. In this heterogeneous grouping of stakeholders, principals have the opportunity to hear possibly conflicting concerns, including the perceptions of noneducators.

· The school curriculum is presented in a manner befitting the mixed cohort to encourage principals and participants to gain a deeper understanding of content standards and required assessments. 
· Principals become familiar with innovative research on school, family, and community partnerships; theory of partnerships; the structures of a partnership action plan; and seven key areas connecting the roles of school and parents:

· Home/school communication

· Parenting

· Home-learning

· Advocacy

· Volunteering

· Decision making and leadership

· Partnering with the community

Discussion Questions for Principal Approach B 

24. What do you think about Principal Approach B? What do you like about it? What don’t you like about it?

25. Some argue that encouragement from the principal will make parents and other stakeholders feel valued and encourage them to remain actively engaged in the education of all children; others argue that this encouragement will help only if the principal is a highly effective, admired leader, and if the parent/stakeholder is able to effectively interact with staff and leaders on a day-to-day basis. How far do you think principal encouragement goes?

26. Some argue that principal leadership roles keep the job exciting by continually developing principals’ repertoire of skills and expanding their impact beyond their individual school. Others argue that these roles take effective leaders outside of at-risk schools, further limiting student access. What is your opinion? Which principal leader roles are most enticing to you?

27. Some argue that with the right supports and interaction, nearly every principal can be highly effective and successful in high-need settings; others say that this is not the case, and certain personal skills and dispositions built over many years are required. Which viewpoint do you think is more accurate? How much time and money is appropriate to invest in professional development to lead all principals to be effective?

28. What other strategies should high-need schools use to retain and support the most effective leaders? Have you experienced similar successful strategies? 

29. Now that we have discussed Principal Approach B, what do you think about the features described in this approach? Does anyone have a different opinion? Please share.
Principal Approach C: District-Supported Pipelines for Principal Leaders 

Principal Approach C takes the longer term perspective that district-supported professional development is associated with higher principal self-efficacy to address equitable access through a focus on the pipeline into the leadership profession. Although results would not be seen for a number of years, this approach aims to attract and support leaders who have shown promise and a desire to face the most challenging situations. In Principal Approach C, districts seek out the support of outside agencies such as external partners and/or universities and pursue grants to develop and implement principal pipeline programs. These programs are district, specific, and grounded in innovative research on developing the capacity of turnaround leaders while ensuring the sustainability of the staff at large. 

Key Features of Principal Approach C

· Dynamic career pathways continually challenge principals even after they gain expertise at the building level. Through principal-specific professional development, leaders can expand their skills as they progress through their career—thus becoming better instructional leaders and more effective managers of their school buildings.

· Principals have opportunities for collaboration with peers, a good portion of whom are also high achieving, highly dedicated, and effective in their practice.

· The pipeline approach provides responsive, needs-based support that challenges principals to deepen instructional skills; leverage knowledge and experience; and become disciplined planners, communicators, implementers, and monitors.

· The pipeline approach awards those principals who complete the training and accept challenging position with monetary compensation. Compensation is contingent upon completion and retention in the district.

Discussion Questions for Principal Approach C 

1. What do you think about Principal Approach C? What do you like about it? What don’t you like about it?

2. After identifying and placing new principals with higher salaries, the salary scale will flatten, with smaller increases over time. Is a flatter salary scale a good idea, or are other approaches to recruitment more appropriate?”
3. Is exposure at career fairs, through district-based graduate programs, or through marketing materials important for bringing excellent principals to high-need schools? Which is most important, and what makes it so useful?

4. Successful principals start as credible and innovative teachers. Some argue that alternative preparation programs do not retain principals beyond their service contract, elevate the profession, produce successful leaders, or serve the needs of high-need schools in a sustainable way. Others argue that alternatively prepared principals who successfully enter into leadership roles plug a gap in the principal supply and, in fact, are just as effective as more experienced leaders. Do you think intensive recruitment from these programs for high-need schools is appropriate?

5. What other strategies should high-need schools use to recruit, retain, and support new principals? Have you experienced successful strategies for recruiting new staff?

6. Now that we have discussed Principal Approach C, what do you think about the features described in this approach? Does anyone have a different opinion? Please share.

Wrapping Up the Discussion (for Either Teacher Approaches or Principal Approaches) 
· Remind participants that the goal of this discussion is not to select one of the three approaches for ensuring equitable access to teachers or principals, now or in the future, but rather to clarify the perceived usefulness, challenges, or potential unintended consequences of various strategies that your state could use as part of a comprehensive approach to addressing equitable access.

· For reflection: Did your initial stance or beliefs for each approach shift during the course of this discussion? Why or why not? What surprised you? Did anything discussed confirm a belief you already held?
· Clarify how the outcomes of the conversation will be used in the equity planning process and what future opportunities there will be for participants to be engaged.
Tool 2: Post-Discussion Survey 

Surveys often are used as a means of obtaining stakeholder input and can be especially insightful when used immediately following an in-depth, focus-group-style conversation using structured protocols that promote consideration of the key issues from all angles. The following surveys capture the perspectives of teachers and principals on the most meaningful equitable-access metrics as well as the most appropriate strategies for addressing equitable access.
After Tool 1 is used to discuss the perceived usefulness, challenges, or potential unintended consequences of various approaches, Tool 2 can be used to capture and document the relative perceived usefulness of various approaches. As with Tool 1, the goal of Tool 2 is to develop a comprehensive approach to addressing equitable access to excellent educators that includes all strategies deemed important.
Facilitator Instructions 

· Modify the surveys (see pages 14–15 for the teacher survey and pages 16–17 for the principal survey) so they capture the content that is relevant in your context. Be sure to modify the introductory language as needed.
· Remember: The shorter the survey, the more likely that stakeholders will complete it. Be sure to focus only on content that is most pertinent.

· Administer the survey in paper format or online (e.g., using SurveyMonkey or a similar tool) either immediately following a focus group, through e-mail afterwards, or at the start of a subsequent meeting.

· When compiling and presenting the data, be sure to clarify how many individuals completed the survey, as both a number and a percentage. This information will allow all audiences to employ some precaution when interpreting the survey data.

· To ensure confidentiality and honest feedback, remind respondents to avoid including their name or any identifying information on their survey responses. 

· Avoid any possible misuse of the survey data.

Teacher Survey on Increasing Access to Excellent Educators

Instructions: Please indicate your level of agreement with the following statements. If you are unfamiliar with the item or do not have an opinion, check “N/A.” The survey should take no longer than [insert time] minutes to complete. Your completion of the survey is completely voluntary. All responses will remain anonymous.
	1. To ensure that students from all backgrounds have equitable access to excellent educators, we should focus on ensuring that teachers demonstrate strong ratings in the following areas:

	Area
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	a. Annual evaluation ratings
	
	
	
	
	
	

	b. Value-added scores (when available)
	
	
	
	
	
	

	c. Level of experience as a teacher 
	
	
	
	
	
	

	d. Highly qualified teacher (HQT) status
	
	
	
	
	
	

	e. SAT scores
	
	
	
	
	
	

	f. Student survey scores
	
	
	
	
	
	

	g. Parent survey scores
	
	
	
	
	
	

	h. Peer survey scores
	
	
	
	
	
	

	i. Other (specify):

	
	
	
	
	
	

	j. Other (specify):

	
	
	
	
	
	

	2. To address inequities in student access to excellent educators, we should focus primarily on the following strategies:

	Strategy
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	a. Recruiting more academically able candidates to the profession
	
	
	
	
	
	

	b. Recruiting candidates to the profession who have more grit to succeed in challenging settings
	
	
	
	
	
	

	c. Better preparing candidates to teach in high-need settings
	
	
	
	
	
	

	d. Better preparing candidates in teaching their subject area
	
	
	
	
	
	

	Strategy
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	e. Exposing preservice candidates to high-need school settings
	
	
	
	
	
	

	f. Changing the hiring process to make it easier for high-need schools to hire strong candidates
	
	
	
	
	
	

	g. Strengthening new teacher induction and mentoring
	
	
	
	
	
	

	h. Strengthening professional learning opportunities through one’s career
	
	
	
	
	
	

	i. Increasing opportunities for teachers to collaborate
	
	
	
	
	
	

	j. Increasing salaries for teachers who work in challenging schools or classrooms
	
	
	
	
	
	

	k. Creating leadership opportunities or career pathways (for aspiring leaders or teacher leaders)
	
	
	
	
	
	

	l. Improving school safety
	
	
	
	
	
	

	m. Improving school culture in terms of trust and collegiality
	
	
	
	
	
	

	n. Publicly acknowledging the work of teachers in high-need settings
	
	
	
	
	
	

	o. Encouraging supervisors to verbally encourage high-performing teachers to stay in their high-need schools
	
	
	
	
	
	

	p. Forcing teachers to move to the schools where they are needed most
	
	
	
	
	
	

	q. Other (specify):

	
	
	
	
	
	

	r. Other (specify):

	
	
	
	
	
	

	s. Other (specify):

	
	
	
	
	
	


Principal Survey on Increasing Access to Effective Educators

Instructions: Please indicate your level of agreement with the following statements. If you are unfamiliar with the item or do not have an opinion, check “N/A.” The survey should take no longer than [insert time] minutes to complete. Your completion of the survey is completely voluntary. All responses will remain anonymous.
	1. To ensure that students from all backgrounds have equitable access to effective educators, we should focus on ensuring that principals demonstrate strong ratings in the following areas:

	Area
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	a. Annual evaluation ratings
	
	
	
	
	
	

	b. Value-added scores (when available)
	
	
	
	
	
	

	c. Levels of experience as a building principal
	
	
	
	
	
	

	d. State certification based on Interstate School Leaders Licensure Consortium (ISLLC) standards
	
	
	
	
	
	

	e. Student survey scores
	
	
	
	
	
	

	f. Parent survey scores
	
	
	
	
	
	

	g. Teacher survey scores
	
	
	
	
	
	

	h. Other (specify):

	
	
	
	
	
	

	i. Other (specify):


	
	
	
	
	
	

	2. To address inequities in student access to effective educators, we should focus primarily on the following strategies:

	Strategy
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	a. Recruiting more academically able principals to the profession
	
	
	
	
	
	

	b. Recruiting principals to the profession who have more grit to succeed in challenging settings
	
	
	
	
	
	

	c. Better preparing principals to lead in high-need settings
	
	
	
	
	
	

	d. Better preparing principals in effectively monitoring the instruction through observations 
	
	
	
	
	
	

	Strategy
	Strongly Disagree
	Disagree
	Neither Agree Nor Disagree
	Agree
	Strongly Agree
	N/A

	e. Exposing preservice candidates to high-need school settings
	
	
	
	
	
	

	f. Changing the hiring process to make it easier for high-need schools to hire strong candidates
	
	
	
	
	
	

	g. Strengthening new principal induction and mentoring
	
	
	
	
	
	

	h. Strengthening professional learning opportunities through one’s career
	
	
	
	
	
	

	i. Increasing opportunities for principals to collaborate both in and out of the district
	
	
	
	
	
	

	j. Increasing salaries for principals who work in challenging schools or classrooms
	
	
	
	
	
	

	k. Creating leadership opportunities or career pathways (for aspiring leaders or teacher leaders)
	
	
	
	
	
	

	l. Improving school safety
	
	
	
	
	
	

	m. Improving school culture in terms of trust and collegiality
	
	
	
	
	
	

	n. Publicly acknowledging the work of principals in high-need settings
	
	
	
	
	
	

	o. Encouraging district level supervisors to verbally encourage high-performing principals to stay in their high-need schools
	
	
	
	
	
	

	p. Forcing principals to move to the schools where they are needed most
	
	
	
	
	
	

	q. Other (specify):


	
	
	
	
	
	

	r. Other (specify):


	
	
	
	
	
	

	s. Other (specify):


	
	
	
	
	
	


� For more information, visit � HYPERLINK "http://tntp.org/publications/view/the-irreplaceables-understanding-the-real-retention-crisis" �http://tntp.org/publications/view/the-irreplaceables-understanding-the-real-retention-crisis�. 


� For more information, visit � HYPERLINK "http://opportunityculture.org/reach/" �http://opportunityculture.org/reach/�. 


� For more information, visit � HYPERLINK "http://mckinseyonsociety.com/closing-the-talent-gap/" �http://mckinseyonsociety.com/closing-the-talent-gap/�. 
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