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Opportunities for Teachers, Results for Urban Students

Message from the CEO

At Teach Plus, we are driven to address a specific problem within the education system. 
Half of new teachers leave urban classrooms within their first three years, just as they are be-
ginning to have the greatest impact on student learning. 

We have developed two selective leadership programs for current teachers in urban schools 
to allow them the opportunity to grow professionally while remaining in the classroom. The 
first is the Teaching Policy Fellowship, which spans two school years, trains teachers in policy, 
and helps them advocate for their students and their profession. The second is T3: Turnaround 
Teacher Teams, which trains teams of teacher leaders (comprising 25 percent of the school 
faculty) to lead their peers in dramatically improving outcomes for students in historically 
low-performing schools. To date, almost 500 teachers nationwide have been selected and 
trained for these two programs, and most report that the opportunity to serve in a formal 
leadership role helped to extend their careers in the classroom. 

Our programs address the retention of high-performing teachers and are proof points that 
show that the availability of leadership opportunities matters to teachers. However, leadership 
opportunities alone are not enough to fix the attrition problem. 

We launched our first national survey, to better understand the systemic issues that inhibit 
the retention of the incoming generation of teachers, and the results are in this report. Deci-
sion-makers at the district, state and federal level need a better understanding of these teach-
ers’ interests and of how their interests are similar to and different from their predecessors’. 
The interests of those who are the future of the teaching profession must be considered as 
policy is made. In many of the most contentious debates of the current era, such as the battles 
over the use of student growth data in teacher evaluation, the difference in opinion between 
newer teachers and their more senior peers has not been considered. We hope the report 
provides direction for policy makers in building a profession that values excellence in the class-
room. 

Celine Coggins-
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If you are a student in an American classroom today, the odds that you will be assigned to an inexperienced 
teacher are higher than they have ever been.1 In fact, right now there are more first-year teachers in American 
classrooms than teachers at any other experience level. This is a dramatic change from a generation ago: in 
1987, an American student was mostly likely to be assigned to a 15-year veteran (See Figure 1 in Appendix A). 
What are these new entrants expecting of their profession? How are the interests of this incoming group dif-
ferent from and similar to their predecessors? What are the implications for policy making?

In early 2012, Teach Plus conducted its first national survey of teachers. One thousand and fifteen (1,015) 
teachers from around the country responded, forty-nine percent (49%) with 1-10 years of classroom experi-
ence and fifty-one percent (51%) with 11 or more years of experience. 

The survey examined three areas of reform that are central to teachers: 

	 •	 Standards and Accountability 
	 •	 Teacher Effectiveness and Evaluation 
	 •	 Working Conditions
The findings paint a picture of a new generation of teachers who have high expectations for their students and 
a strong desire to build a profession based on high standards. And while they are strikingly similar to their more 
veteran colleagues when it comes to certain traditional working conditions issues like class size, we found them  
to be more open to performance-driven options for how they are evaluated and paid.  In this report, we unpack 
the data in these three key reform areas, culminating in a set of recommendations on how these perspectives 
could inform policies and practices that would help retain more early-career teachers.

There are examples from all corners of the country of the types of imaginative leadership roles that recognize 
and reward teachers’ unique strengths, such as the opportunity to lead professional development or to serve 
as a policy advisor. Designing and implementing opportunities for teachers to lead from the classroom is ab-
solutely feasible – the districts and charter management organizations (CMOs) profiled in this paper demon-
strate that fact. However, the places in which meaningful leadership opportunities exist for teachers are still 
pockets of innovation, rather than the norm. Schools, districts and CMOs should be thinking creatively about 
how to capitalize on the abilities of their best teachers and be imaginative about creating leadership positions 
for teachers that allow them to contribute to their profession and student learning in a larger way. This paper 
highlights three strategies for retaining the best teachers for 10 years and beyond. 
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Thumbs up indicates more than half agree with the statement. 
Thumbs down indicates less than half agree with the statement.

Areas of Low Agreement

Areas of High Agreement

1-10 years of exp 11+ years of exp

1-10 years of exp 11+ years of exp

 

Student growth should be a part of a 
teacher’s evaluation

Student growth should be 20% or more of 
a teacher’s evaluation

Compensation and tenure for higher salary 
should change

Pensions to pay for higher salaries should 
change*

Licensure tests covered skills I need to 
succeed in the classroom

More time to collaborate with peers is the 
best way to irmprove student outcomes

Clear measurable standards are needed 
for teaching to be recognized as profession

Current teacher evaluations are helpful in 
improving practice

Longer school day is needed 

Increasing class size is a viable strategy to 
pay teachers more

* Almost double the # of early-career teachers were interested in this option as compared to their more 	
   veteran peers.
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Three themes define the urgent need for this re-
search. First, early-career teachers today are the 
first to enter the profession during “the accountabil-
ity era.” Second, demographics within teaching are 
dramatically changing. Third, teacher turnover is ex-
pensive both in terms of real dollars and in terms of 
student learning.  

The imprint of “the accountability era.” Perhaps the 
greatest distinction between early-career teachers 
and their more veteran colleagues is the context of 
their entry into the profession. Those who have come 
into teaching in the last decade have done so in the 
era of No Child Left Behind (the name of the 2001 
version of the federal Elementary and Secondary Ed-
ucation Act). NCLB emerged after most states had 
developed basic standards and student assessments, 
and it solidified a federal emphasis on regularly mon-
itoring the progress of students and schools. Though 
much maligned, NCLB certainly changed the expec-
tations placed on new teachers in their training pro-
grams and schools from those of a generation ago, 
and put test-based accountability at the forefront of 
their experience.

Changing demographics. Two major demographic 
trends within the teaching force are rapidly chang-
ing who serves students. The first is the increasing 
number of retirements. 2012 is projected to be the 
year in which Baby Boomer retirements reach their 
apex.2 This group, which has made up the majority of 
the teaching force for much of the past half-century, 
is no longer the dominant force in our schools. We 
have reached a demographic tipping point—more 
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than half of teachers have 10 or fewer years of expe-
rience.3 Because of the seniority-driven nature of the 
teaching profession, it is important that we research 
the interests of this “New Majority” of teachers with 
less than a decade of experience and ensure they 
have a voice in the decisions that affect their class-
rooms and students. 

The second trend is the shrinking length of the typical 
teaching career. While large numbers of teachers re-
port an interest in staying in the profession over the 
long term,4 there is a troubling gap between intent 
and action—especially in urban schools. Half of new 
teachers leave urban classrooms within three years, 
just as they are beginning to have the greatest impact 
on student learning.5 

The need for stability and the high cost of turnover. 
TNTP estimates that the 50 largest school systems 
lose approximately 10,000 high-performing teachers 
each year.6 This turnover in large urban school sys-
tems can cost approximately $17,000 per teacher, 
which translates to a loss of approximately $7.3 bil-
lion annually on a national basis.7 The year-to-year 
staff stability of a school and its faculty cohesiveness 
have significant consequences for student learning.8  
The incoming generation of teachers is motivated by 
the idea of changing the lives of low-income students 
to a greater degree than their predecessors and will 
not stay in a profession that does not value their con-
tributions to students.9  

These three themes form the backdrop for our find-
ings. We will present the data in three categories:

	 1.	 Belief in the need for high standards and accountability;
	 2.	 Support for performance-driven teacher evaluations;
	 3.	 Interest in maintaining traditional working conditions, but 	 	
	 	 flexibility on compensation reform.
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Teachers who have entered the profession over the past decade 
are, to some degree, the product of their environment. While they 
have reservations about certain elements of the standards and 
accountability movement, they are much more likely to value high 
standards and measurement of progress against clear goals than 
their more veteran peers. We see this in their responses to ques-
tions about their schools, their classrooms, and their preparation 
programs.

In their schools. The introduction of No Child Left Behind changed 
how many state and school systems reported student test out-
comes.  Instead of presenting just the average result of the build-
ing, schools were required to disaggregate results based on stu-
dent subgroup performance (e.g. race/ethnicity, English Language 
Learner status, special education status, and Free and Reduced 
Price Lunch elegibility). We found that more than half of all teach-
ers believe this disaggregation by student subgroups is important, 
though New Majority teachers (78%) are far more likely to prior-
itize this over veteran teachers (59%). By the time New Majority 
teachers entered their teacher preparation programs, data on the 
nature and degree of achievement gaps between subgroups of 
students had become a key element of the pre-service curriculum. 
New Majority teachers recognize the need to drill deeper into data 
on student performance in the interest of closing those achieve-
ment gaps. (See Figure 2)

Belief in the Need for High 
Standards and Accountability

FIGURE 2
How important is it for the federal 
government to hold schools ac-
countable for measuring student 
learning gains for various groups, 
including poor students, students 
with disabilities, English Language 
Learners, and students from 
across racial and ethnic groups- 
as opposed to just measuring 
average learning gains?

Teacher Voice- Sujata
A year ago, in the Washington Post, I wrote a blog 
post called “I am a Bad Teacher,” in which I questioned 
education reform’s push for standardized test data.  A lot 
has happened since then.

After writing the piece, I decided not to focus on adapting 
my students to the test, but rather on using the test’s 
requirements to meet my students’ needs.  

Their needs are many.  I teach in Los Angeles at a Title 1 
school.  My students are largely English language learn-
ers, and our school is dotted and dashed with its share of 
poverty-related urgencies.  In the fall of 2010, my fourth 
grade class had come to me particularly unprepared. 

Since California’s standardized test for fourth grad-
ers measured skills almost all my students needed, I 
analyzed its requirements, broke them down into core 
concepts, and then worked and reworked these concepts 
with the students. 

It worked. The students succeeded wildly. They returned 
to me for fifth grade with heightened confidence. 

But there was also something more. They came back 
to me curious about numbers and stats. They wanted 
to know how many more points it would take to get to 
the next level. Even more than that, they understood 
that because every fourth grade public school kid in 
the state had taken this very test, they could measure 
themselves against their peers. Testing had begun the 
process of networking them into the world beyond our 
little schoolyard.

I watched these discoveries unfold, and I learned that 
students could gain something from standardized tests, 
data, and metrics. These things could be tools for stu-
dents as much as they were tools for us adults.

I’ve thus come to believe there’s a role for standardized 
testing within education.  As a limited portion of a multiple 
measure evaluation system, it helps teachers understand 
how well we’ve taught over the course of a year. It also 
helps students understand how much they mastered 
over that year and makes them agents in their own 
learning.

Much work still needs to be done to improve both testing 
and test-based evaluation measures. But what I learned 
from my students over the past year is that it makes 
more sense for me to work to create better data than to 
fight data. 

--Sujata Bhatt, Teacher, Grand View Boulevard 
Elementary School, Los Angeles 
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In their classrooms. When asked about serving students more effectively, New Majority teachers are more 
likely than veteran teachers to accord more importance to the use of data, to the importance of high standards 
and expectations for student learning, and to better systems of evaluation. The statistically significant differ-
ence (p<0.05) in how New Majority and veteran teachers respond to these questions suggest that for teachers 
who entered the teaching profession during the NCLB era, the emphasis on data and accountability has left an 
imprint on their perspectives. 
(See Figure 3) 

In their preparation programs.  New Majority teachers expect more of the teacher preparation and licensure 
process. In terms of the preparation process, New Majority teachers are more likely to indicate that better 
preparation is necessary to help teachers serve students more effectively. There is a statistically significant mar-
gin, at the 95% confidence level, between their responses and those of their veteran colleagues. Further, when 
it comes to licensure examinations, more than half of veteran teachers (54%) indicate that the tests adequately 
covered the skills necessary to succeed in the classroom. Just 39% of New Majority teachers agree, suggesting 
that this latter group believes that there is much room for improvement in how these tests prepare teachers. 
(See Figure 4)

FIGURE 3 On a scale of 1-5, what will it take to serve students more effectively?

FIGURE 4
To what extent do you agree 
with this statement: My licen-
sure tests adequately covered 
the skills I need to succeed in 
the classroom.

Strongly Agree & Somewhat Agree

NEW
39%

VET
54%
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Teachers at all levels of experience agree that having clear, meas-
urable standards of effectiveness is critical for teaching to be rec-
ognized as a true profession. In fact, 63 percent of veteran teach-
ers and 79 percent of New Majority teachers agree that measures 
of effectiveness will help improve the profession. (See Figure 5)

While teachers agree that the profession is in need of clear stand-
ards of effectiveness, one of the key tools for establishing and 
communicating standards -- the teacher evaluation system -- is 
falling short for many of them.  Almost half of New Majority and 
veteran teachers alike report that they either did not receive 
feedback from their supervisor through a formal evaluation within 
the past year or, if they were evaluated, did not find the evaluation 
useful in improving their instruction.  In fact, only 14 percent of 
New Majority teachers and 15 percent of veteran teachers indi-
cated that their most recent evaluation was very useful towards 
improving their teaching. These findings suggest that evaluation 
reform would be welcomed by most teachers.  

Whereas the notion of standards of effectiveness finds broad sup-
port among all teachers, measuring teacher effectiveness sees far 
less support among veteran teachers.  New Majority teachers are 

Support for performance-
driven teacher evaluations

Teacher Voice- Caitlin & Shakera
The experience of having little to no feedback is a com-
mon one for teachers.  Across the country, states and 
districts are working to change that.  In 2011, the Massa-
chusetts Department of Elementary and Secondary Edu-
cation passed a new plan for teacher evaluation.  If done 
right, this plan could open the door to the kind of valuable 
teacher evaluation that could help to provide all students 
with the outstanding educators they deserve, and offer a 
model for other teacher evaluation systems nationwide.  
We have three recommendations that will make this plan 
and others like it across the country successful:
Help the good become great: We encourage leaders 
to ensure that the emphasis is placed not on the small 
percentage of teachers who are underperforming, but on 
the large majority who are good ... and who can become 
outstanding with the right support.

Revamp professional development: Tens of millions of 
dollars are spent on professional development in Massa-
chusetts and other states each year. Yet the current mod-
el of workshop-style professional development hasn’t 
shown dramatic results. Redesigning this time would 
help schools implement meaningful evaluations and give 
teachers the time to reflect and de-brief observations 
with evaluators and fellow teachers.

Develop peer evaluators: Principals can’t do this job 
alone. And as we learned early in our teaching careers, 
sometimes the most useful feedback comes from more 
experienced colleagues. Peer Assistance and Review 
programs -- in which experienced educators are trained 
to evaluate and coach fellow teachers -- have been 
successful in cities across the country. We urge districts 
to pilot such programs in order to give more extensive 
support to teachers who need it and make the system 
doable for already-busy principals.

--Caitlin Hollister, Teacher, Boston Public Schools 
& Shakera Walker, Former Teacher, Boston Public 
Schools

FIGURE 5 
New Majority and Veteran teachers believe that clear, measurable 
standards of effectiveness are critical for teaching to be recognized 
as a true profession, though the New Majority feel more strongly 
on the same issue.
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Teacher Voice- Kyle Hunsberger
The concept of a metric designed to isolate the actual 
effects of teaching practices is intriguing, not only for me, 
but for the thousands of other teachers who have always 
known we’ve made an impact, but yearn to know how 
much.

Unfortunately, a lot of the outcry over new teacher 
evaluation systems misses the point. While no evalua-
tion system will ever be perfect, this should not keep us 
from moving forward to develop one that actually serves 
the teaching profession. As teachers, we know the impor-
tance of giving our students meaningful feedback on their 
work -- not as judgment, but as opportunity for improve-
ment. This same attitude should be driving the develop-
ment of teacher evaluation systems. By having better 
data available, my district, Los Angeles Unified, will be 
able to learn from their own teachers what practices 
are working and, in so doing, develop more meaningful 
professional development opportunities.

There are still many unanswered questions regarding 
both the reliability and consequences of using a measure 
of how much value teachers add to their students’ learn-
ing. While I fully believe in the value of using student 
growth data, LAUSD must address both concerns around 
the accuracy of the metric and the potential unintended 
consequences that a test-based metric can create. But 
these issues ought to be starting points for powerful 
conversations between districts, teachers, families, and 
the union about not only how we measure excellence, 
but what we do with the knowledge when we find out.

--Kyle Hunsberger, Teacher, Los Angeles Unified 
School District

FIGURE 6
New Majority teachers, more so than Veteran teachers, believe 
that growth in student learning should be included as part of a 
teacher’s evaluation.

far more likely to agree that growth in student learning should be 
included as part of a teacher’s evaluation.  When asked about the 
use of student growth measures in their evaluations, 71% of New 
Majority teachers agree that student gains should be included in 
teacher evaluations as compared to 41% of veteran teachers.  See 
figure 6

Not only are New Majority teachers more likely than their veteran 
colleagues to support the use of student growth measures in their 
evaluations, they are also more likely to want a larger proportion of 
their evaluation to be based on student outcomes.  Specifically, 51 
percent of New Majority teachers indicate that 20 percent or more 
of a teacher’s evaluation should be linked to student gains, where-
as just 23 percent of veteran teachers share the same perspective.  
New Majority teachers are also more likely than veteran teachers 
to believe that better teacher evaluation systems would translate 
to serving students more effectively. (See Figure 7)

FIGURE 7
51% of New Majority teachers indicat-
ed that more than 20% of evaluations 
should be tied to student gains as com-
pared to just 22% of veteran teachers.

Teachers of all experience levels seem to agree that their profession will benefit from having measurable 
standards of effectiveness and indicate that the current evaluation tools leave much to be desired in terms of 
quality and usefulness of the feedback. A sharp generational difference emerges, however, when confronted 
with the details about how to enact these standards and the trend towards using student growth measures 
as the means to include standards in teacher evaluations.  As New Majority teachers see a role for the use of 
data to improve classroom instruction (see Figure X), it stands to reason that they are also more supportive of 
including student outcome results to measure their own performance in the classroom.   

New Majority Teachers

Veteran Teachers

51%

22%

Agree

Neutral

Disagree

71% New

3% New

26% New 

41% Veteran

3% Veteran

56% Veteran
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When asked what types of working conditions changes could 
help them to serve students more effectively, teachers across the 
experience spectrum are nearly unanimous in their top choices, 
as well as on the strategy that they believe has the least poten-
tial. The top-rated choices in order are: time in the school day for 
collaboration; more flexible class groupings; and better teacher 
preparation. A longer school day is the bottom-ranked choice for 
all teachers. (See Figure 8)

Interest in maintaining traditional 
working conditions, but flexibility on 
compensation reform

FIGURE 8

Teacher Voice- Jaime Siebrase Hudgins
The conversation around teacher compensation 
highlights a valid critique of education: that unlike fields 
like finance, engineering and medicine, education does 
not tend to attract -- and retain -- the top tier of college 
graduates. As a teacher, I’m interested in shifting the 
conversation from whether we’re paid too little or too 
much towards how we can make education more entic-
ing to high performers, both in our early careers and as 
we progress.

Part of low regard for the teaching profession, I believe, 
stems from the way teacher salaries are determined. 
Most public school teachers are paid like factory 
employees -- strictly based on their seniority level and 
educational attainment -- on a pay scale that doesn’t take 
performance into account.

Why would a high-achieving young adult want to enter 
a career where hard work and high performance are 
devalued by a rigid compensation system in which 
their lifetime earning potential is exactly the same as a 
colleague who does the bare minimum? 
To be effective, any system that seeks to reward edu-
cators based on performance must be clear and fair to 
teachers, use multiple measures to determine teacher 
effectiveness, and be linked to student outcomes. Such a 
system should improve student outcomes. 

--Jaime Siebrase Hudgins, Teacher, Memphis City 
Schools

 When asked separately about what changes would elevate the 
profession, teachers frequently cite raising salaries as a key mech-
anism. In fact, large numbers of teachers in this survey rate it their 
top choice for boosting the quality of and respect for teaching. 
Also, 34% of New Majority teachers rank it first, as do 28 percent 
of veteran teachers.

Asked what steps they would be willing to take to pay for those 
higher salaries, teachers at all levels of experience strongly op-
posed raising class size. Just 4 percent of veteran teachers and 6 
percent of New Majority teachers would be willing to increase 
class sizes in exchange for a higher salary.  Slightly over half of 
teachers at all levels of experience suggested raising taxes as their 
preferred strategy for paying for larger salaries, indicating disinter-

The
m

e
 3: C

o
nd

itio
ns

4.4

3.9

4.1

2.7

3.9

3.9

3.9

2.3

School day time to 
collaborate and grow

More Flexible Class 
Groupings

Better teacher prepa-
ration

Longer School Day



11

Opportunities for Teachers, Results for Urban Students

FIGURE 9 In order to pay for higher teacher salaries, would you 		
	       support the following?

est in trading off class size, a longer year, or a new pension system 
to pay for the potential increase. (See Figure 9)

Almost twice as many New Majority teachers (41 percent) are 
interested in replacing defined benefit pensions with 401(k) or de-
fined contribution plans as their veteran colleagues (22 percent), 
indicating a level of flexibility around this aspect of compensation 
reform. However, a majority of both early-career and veteran 
teachers do not support pursuing this option.

Teacher Voice- Aadina Balti
Having just entered my eleventh year in the classroom, 
I understand how many of my veteran colleagues feel 
about the protections afforded them by the current tenure 
system.  I understand because I’ve put in my time.  I 
understand because I value my job security.  Sometimes 
I even understand that it’s easy to get comfortable and 
fall into doing the same old thing.

What I do not understand is settling for that. I got into 
this profession because I want to have a positive impact 
on society; because I feel confident that all children can 
learn.  As an educator, it’s my job to make that happen. I 
ask my students to push themselves every day.  If I’m not 
doing that too, then I’m not just a failure to myself, but I’m 
also a failure to my students. 

That’s why I am willing to give up some of my current 
tenure protections in favor of a new system that empha-
sizes performance.  I know many teachers who could 
be great at their jobs, but who are no longer putting in 
the effort to be excellent every day because the current 
system does not hold them accountable for their work.  
We have to be willing to improve constantly, and we 
need a tenure system that asks us to do that by making 
us earn our protections and keep them by maintaining 
our effectiveness.

As teachers, it is our responsibility to be innovative and 
relentless in our pursuit of excellence for the sake of our 
students, not just our first year in the field, not just in our 
first few years, but always.  

--Aadina Balti, Teacher, Boston Public Schools

41%

6%

22%

4%

Pension Class Sizes Longer 
Year

Higher 
Taxes

[Note: New Majority teachers rate better preparation slightly higher than flexible groupings. For veteran 
teachers the order of importance is reversed. ]

Finally, we asked teachers if they would be willing to replace the current compensation and tenure systems 
with a performance-based system with much higher starting and top salaries.  Here, New Majority teachers 
are far more supportive of a change to the status quo; specifically, 42 percent of New Majority teachers and 
just 15 percent of veteran teachers support such a change.
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This report is based on data collected through an online survey Teach Plus administered in January, 2012 
and distributed through social media sites and education organizations.  The survey was directed towards 
classroom teachers; 1,015 complete responses were collected.

Among the group of survey respondents, 500 or 49% had 10 or fewer years of teaching experience while 
515 or 51% had more than 10 years of teaching experience, which is reflective of the national population of 
teachers.  Seven percent of the teachers reported working in an early childhood setting, 34% with elemen-
tary students, 30% with middle grade students, 29% with high school students, and less than one percent 
with in another setting (see Figure 1).  Throughout this report, we refer to teachers with more than ten 
years of classroom experience as “veteran teachers.”  We recognize that teachers with five, eight, and ten 
years of experience can rightfully be referred to as veterans themselves; for the purposes of our study, we 
have chosen the term “veteran” as a convenient label for the group of teachers who have more than ten 
years of experience.  

The 2008 School and Staffing Survey shows that nationally, 63% of public school teachers (non-private) are 
teaching in kindergarten to 8th grade, 32% are in grades 9 to 12, and 5% are in combined grade classrooms.  
The Teach Plus sample of 1,015 teachers reflects the broader pool of teachers in the United States with 
regards to teaching experience and grade level distribution.
In this sample, 87 percent of respondents indicated they taught in district schools, 10 percent from char-
ter schools, and three percent in other types of schools.  Charter school teachers comprise 1.9% of public 
school teachers (non-private), from the 2008 School and Staffing Survey.
To help interpret results from the survey, we used a t-test to determine if differences between the New 
Majority and veteran groups of teachers were statistically significant at the 95% confidence level.  

Methodology

1-2 yrs
5%

Other
1%

Early Childhood
8%

Elementary
33%

Middle
28%

High
30%

3-5 yrs
15%

6-10 yrs
29%

11-15 yrs
19%

16+ yrs
32%

Distribution of survey respondents 
by years of classroom experience

Distribution of survey re-
spondents by grade level
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Summary Table Methods
Areas of Low Agreement

Areas of High Agreement

1-10 years of exp 11+ years of exp

1-10 years of exp 11+ years of exp

Student growth should be a 
part of evaluation

Student growth should be 20% 
or more of evaluation

Interest in changing compensation 
and tenure for higher salary

Interest in changing pensions to 
pay for higher salaries 

Licensure tests covered skills I 
need to succeed in classroom

More time to collaborate with 
peers is best way to improve 
student outcomes

Clear measurable standards needed 
for teaching to be recognized as a 
profession

Current evaluations helpful in 
improving practice

Longer school day needed

Increasing class size is a viable 
strategy to pay teachers more

73% in support

Notes

42% in support

Notes

51% in support

60% in support

41% in support

39% in support

23% in support

20% in support

22% in support

54% in support

Almost double the number 
of early-career teachers 
were interested in this option
as compared to their more 
veteran colleagues

Ranked first
among 8 
strategies

79% in support

14% in support

Ranked last 
among 8
strategies 

6% in support

Ranked first 
among 8 
strategies

When given the choice
of 8 strategies, both 
groups of teachers chose 
time to collaborate as 
the most important.

63% in support

15% in support

Ranked last 
among 8
strategies

4% in support

When given the choice
of eight strategies, both 
groups of teachers chose
longer school day as the 
least important.
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The mission of Teach Plus is to improve outcomes 
for urban children by ensuring that a greater propor-
tion of students have access to effective, experienced 
teachers.  It is founded on the premise that teachers 
want to learn and grow in the profession, and want 
to ensure that their development results in increased 
learning among their students. In order for schools to 
continuously improve student achievement, teaching 
must become a career that motivates and rewards 
continuous improvement among practitioners.

www. teachp lu s .o rg 
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