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4 To realize sustainable improvement, effective teaching must be the
guiding concern behind all elements of a district’'s human capital system.
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A comprehensive approach to managing human capital will ensure

that every classroom has an effective teacher.

Working Conditions
» Safe, healthy learning environments.

facilitate effective instruction.

School-Level Human Capital Management

 Informed, accountable decisions on hiring
and retention

» School-level performance management
(direction-setting, coaching, peer to
peer collaboration).

» Accountability of principals and other
personnel who affect teacher effectiveness

Retention / Dismissal

» More effective teachers are rewarded
non-monetarily.

* Probationary periods last long
enough to assess effectiveness
comprehensively.

» Tenure based on effectiveness.

+ Fair but efficient process for exiting
poor performers throughout career.

Compensation

* Responsive to supply/demand.

« Differentiated to drive strategic
retention of top performers and attrition
of less effective teachers.

Evaluation / Professional Development

» Assess teachers using credible evaluation systems to
differentiate levels of instructional effectiveness.

« Link effectiveness to key decisions such as development,
compensation, job security, and career ladder.

* Recognize excellence and immediately offer support-focused
interventions when there is evidence of ineffectiveness.

* Development tailored to each teacher’s unique performance
challenges.

Timely and coherent governance and
« Sufficient resources and technology to | budget decisions aligned with HC goals.

Recruitment

* Prioritizes sources of most effective teachers.

» Cultivate candidates who have the qualities linked to
effectiveness and are qualified for high-need subjects,
grades, schools.

* Messages set clear expectation that employment and
advancement are based on performance.

District Governance

Selection

» Competency-based selection model.

« Criteria aligned with research findings on
teacher effectiveness.

» Standardized tools and rubrics to support
differentiation of candidates.

» Training and periodic norming for HR staff
/ principals.

An effective

Training / Certification

teacher Training / . Baclfvyards deS|gp approach ’Ehat
. - explicitly emphasizes instructional
In every ertificatio effectiveness.

» Student growth data a primary factor in
recommendation for certification.
* Tailored to district needs

classroom

Hiring / Placement

» Based in mutual consent — no forcing.

« Early, efficient hiring to avoid loss of top
candidates.

« Selection training and norming for principals.

» Technology supports and facilitates effective

On- matching of candidates and schools.

Hiring /
Placement

Boarding On-Boarding

« Timely and accurate payroll, benefits and other new-hire
processes.

* Induction differentiated by subject, grade, and school and
that drives internalization of objectives, behavioral norms,
and performance expectations.

Measures of Student Learning
Accurately measures student
mastery of important standards
(including those that can’t be
measured on multiple-choice tests). 6
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