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Executive Summary
“The quality of an education system cannot exceed the quality of its teachers” p.13 ‘How the world’s best performing school systems come out on top’ – McKinsey Report September 2007

This research explored the leadership strategies required from school and systemic leadership to promote, develop and enhance teacher quality.

The study focused on schools and school systems identified as implementing strong and effective policies, processes and programs influencing teacher quality across four school systems in the United States of America (Washington DC, Boston, Chicago and West Linn/Wilsonville).

The research rationale was based on previous extensive research on the importance of teacher quality, particularly the 2007 McKinsey Report, “How the world’s best performing school systems come out on top”.  This research identified teacher quality as the prime driver for quality learning and sought to identify how high performing schools and systems led the promotion and development of teacher quality. 

Within the McKinsey report, three clear directions (or drivers) are delineated as areas that contribute most significantly in systems (and schools) that are at the top of Program for International Student Assessment (PISA) academic results.  These are:

1. getting the right people to become teachers
2. developing them into effective instructors

3. ensuring the system is able to deliver the best possible instruction to every child. 

This research primarily focuses on point 2 of the above list, that is, how school and systemic leadership, “develop them (teachers) into effective instructors”.
The research findings indicated that across the schools and systems visited there were some common policies and procedures that were viewed as critical to enhancing and supporting teacher quality. 

Common areas across the four school districts indicated as critical, and driven by school leadership, were: 

· selection and ‘termination’ of staff
· time provided for teacher collaborative planning
· the use of a mentor/instructional coach for staff within a school.
There were also policies and procedures that were differentiated in their implementation level from one school area to another, but nonetheless utilised by school and system leadership to promote teacher quality.  These were:

· performance pay and/or bonuses based on high-stake student assessments
· professional learning
· quality supervisory feedback to teachers

· school leadership.

These above items are discussed in detail within this report.

1.
Overview of the research study

This research was undertaken by David Nosworthy, Principal, Hazelbrook Public School as a recipient of the Western Sydney Region Leadership Fellowship 2010–2011, presented by the New South Wales Department of Education and Communities Deputy Director-General, Schools.
The focus of the research was to explore the thrust of the 2007 McKinsey Report, which clearly states that the essence of high student learning relies on the quality of the teacher.  The report explores how identified schools and systemic leadership support in four districts in the United States of America, develop and enhance teacher quality, and how those structures could be translated (if possible or relevant) into our schools and school systems in New South Wales.

2.
Background information

The research was initiated from the McKinsey Report How the world’s best performing systems come out on top.  The Report uses data from Program for International Student Assessment PISA 2006 academic results and literature meta-analysis, to identify high performing school systems, and analyse how their high results may have been achieved.

The report identifies a number of school systems from various countries as performing highly to ascertain strong student outcomes.  It was decided to visit schools and school systems comparable with the New South Wales Department of Education and Communities and therefore more likely to translate to our own school system.  To that end, the United States of America was selected. The 2007 McKinsey Report identified both Boston and Chicago Public School Districts as rapidly improving systems (page13).  Boston was again identified as continuing to improve in the follow-up report in 2009 by McKinsey & Company How the world’s most improved systems keep getting better (page12). 

To gain broader insight into potentially high quality locations, the United States of America based international education consultant, Mr Jamieson McKenzie (www.fno.org) and the United States National Council on Teacher Quality were contacted for advice on further site visits.  They were provided with the key questions: 

· How do individual school, groups of schools, and school system leadership promote, develop, sustain and enhance teacher quality?
· Could they suggest schools or systems where this was both a high priority and where successful programs or policies were being implemented?

From their return contact and recommendations, two additional action research locations were then added to the itinerary.  They were Washington DC (recommended by National Council on Teacher Quality), and West Linn/Wilsonville (recommended by Mr Jamieson McKenzie).
3.
Key research questions

Key research questions included:

· What practices are in place to support, develop and enhance teacher quality in identified high-performing schools?

· within the individual school
· within any community of schools

· within the system.

Questions supplementary to the research focus included:

· How are teacher professional development practices implemented within the school, within a group of schools and/or the school system?
· What role do school leaders play in developing effective teachers?

4.
Research methodology

A review of literature and reports was undertaken to help frame the research, but also to support any findings.  Research questions were based on teacher quality findings from the 2007 McKinsey Report and other identified articles.  Locations for gathering information were based on a combination of:

· referral of programs and system improvement from the 2007 McKinsey Report
· nomination from the National Council on Teacher Quality
· nomination from USA-based international education consultant, Mr Jamieson McKenzie.
The referral into Washington DC, triggered a separate application for research required by the Washington District of Columbia, Office of Accountability and Data (Appendix 5).  The request for this application from District of Columbia Schools came relatively close to my departure date and required substantial additional information (Appendices 5).  The eventual approval for the visit, did impose some limitation on the data collected (Appendix 3).

Questions were framed for individual schools to collect school level leadership information on methods to promote teacher quality, and similar but separate questions for central offices to isolate system level leadership strategies in the promotion and enhancement of teacher quality.

Consultation with the previously discussed school districts, helped identify individual school locations.  Each school district nominated individual schools and experts who they identified as having knowledge of, or were implementing best practice in leading teacher quality.  Each school district was collaborative and assisted with structured itineraries for the visit (Appendix 4).

An informal interview structure (Appendix 1) was used to gather information from principals and other identified leadership personnel within each school and leaders within the school system at Central Office level.

Information was gathered from four separate public school districts, Washington DC, Boston, Chicago and West Linn/Wilsonville.  Within these districts, 15 schools were visited (elementary schools to high schools), the main Administration Office (and key personnel) of each school district as well as Harvard University Education.  The schools ranged in size from 250 to 2,000 students.  Schools in Washington DC, Boston and Chicago were urban-environment schools often with low socio economic surroundings, while the schools in West Linn/Wilsonville were mostly semi-rural, with a higher socio economic surrounding area.

The school and Central Office visits took place between 29 March 2011 and 8 April 2011.  Along with data collected from interviews, information also came from systemic and school policy documents.

5.
Findings
5.1
School Leadership

What strategies were being used by school leaders to develop teacher quality in the schools visited?

Schools discussed a range of strategies used by their leadership to support and develop teacher quality.  These included:

· targeted professional learning (including time to embed learning)
· quality supervisory feedback to teachers
· individual growth plans developed by teachers
· team cohesion
· distributed leadership structures within the school
· school time to hold team meetings to allow collaborative planning
· the appropriate matching of teachers with a teacher to mentor (paired support) and leadership meetings.  

The strategies to develop teacher quality most often mentioned by school leadership teams were: 

· targeted professional learning 

· time for collaborative planning.

All the processes mentioned above were within the control of the principal.  Other systemic support (but implemented by individual school principals and leadership teams) mentioned as important for the development of teacher quality were: 

· the inclusion of an instructional coach on staff (other titles used for this position included Lead Teacher or Mentor)
· the capacity to hire staff at an individual school level
· a mentor with a significant time allowance assigned to new teachers for 12 months
· the capacity to remove, with relative ease, non-performing staff.

As a school leader what has been the most successful action/program you and/or the school has undertaken to support and develop teacher quality?

The most successful program or strategy or the one strategy that leaders would least afford to lose covered processes mentioned previously, but also included:

· establishing a common vision 

· developing a whole school action plan (based on data from State Assessments).

Leaders also re-emphasised the importance they placed on their capacity to: 

· implement targeted professional learning

· control of the entire school budget (including the capacity to hire staff to meet school needs). 

But, the critical strategies mentioned most frequently by school leadership personnel was the capacity to:

· autonomously hire staff 

· use instructional coaches within the school 

· allocate time for collaborative planning.

As the school leader, how do you/can you attract high quality teachers?
Solutions to this question varied, not just from school district to school district, but also from school to school within districts.

Two school districts had complete autonomy in acquiring staff (Washington DC and West Linn/Wilsonville).  In these systems all staff members were accredited teachers and new teachers were acquired by placing advertisements written to meet the specific needs of the school followed by what could be a quite demanding interview process. In West Linn/Wilsonville for example, there was the initial screening of applications before an interview by a school-based panel, then an interview by the District Superintendent, who would make the final recommendation.  This additional employment filter was in place to monitor and maintain the strong educational philosophy in the district to assure teachers entering their system on contract were of a standard required not just by the school, but also by the whole School District.

In the other school districts visited (Boston and Chicago), there was a stronger Teacher Union presence, and teacher tenure was easier to acquire. It was generally believed in these districts that as teachers had tenure, the flexibility within the school and system to drive control teacher quality diminished and the capacity to ‘remove’ poorly performing staff was considered more challenging.

However there was also a different model for selecting quality teachers available to the educational leadership of some schools within Boston Public Schools. Within the state of Massachusetts a system to identify significantly underperforming schools had been established using the school’s yearly assessment regime.  Those schools identified as ‘significantly underperforming’ became part of the Turnaround School Program.  The schools attracted significantly different resourcing including a separate staffing model.  The Turnaround School Program appoints a new principal who has absolute autonomy to select qualified staff and to meet a specific educational philosophy (that of the principal).  

One of the two Turnaround Schools visited in Boston was Orchard Gardens, a Kindergarten – Year 8 School. The Turnaround School Program immediately replaced the current principal with another experienced principal who had greater autonomy to select teachers with an educational philosophy similar to that of the new principal. The principal then interviewed the staff currently at the school, retained only 20% of them, and replaced the other 80% through a teacher selection process. All new teachers had to hold appropriate teaching qualifications and be registered with the Massachusetts Department of Elementary and Secondary Education. The principal’s independent capacity to hire staff and the associated higher level of autonomy were considered critical to the development of a consistent school learning culture and to raising the quality of teaching in the school. 
Evidence from the Turnaround School Program indicated a rapid improvement in student learning outcomes, however at some Turnaround schools these outcomes would plateau (and even decline) when the newly appointed principal was moved to another school (to turn it around), and often re-hired teachers they had acquired for the previous school.  There was a belief that tenure for the Turnaround principal needed to be longer than the allocated two years to make and embed positive changes to the learning culture of the school.
As a school leader, how can teacher quality be identified, tracked and/or measured?

Schools in three of the four districts visited, relied heavily on high-stake standardised assessment data to measure teacher quality, these were Washington DC (District of Columbia Comprehensive Assessment System), Boston (Massachusetts Comprehensive Assessment Scheme) and Chicago.  The link to performance-pay for teachers through this assessment data has been made by these two districts and school leadership within the schools looks strongly at assessment data to identify teacher quality.

In Washington DC the teacher quality measurement tool, IMPACT (described as a teacher and learning framework) is used. It includes a rubric for teacher quality which is used by school leaders for professional discussions with their staff.  An IMPACT style process was being considered by Chicago Public Schools.

The use of IMPACT for measuring teacher quality in Washington has been, and continues to be, a controversial and divisive issue (see Rhee has ‘impact’ on DC schools, The Washington Times, 25 July 2010; In Washington DC, public school teachers put to new test, Jim Lehrer 2010). 
The pressure on schools (principal, staff and students) through the high-stake nature of IMPACT (with achievement data a key indicator) was easily observed in the schools visited.  This performance pressure was generally viewed by school leadership as negative. It placed intense pressure on principals, teachers and students to attain strong results in District Achievement tests, led to schools teaching to the test and leaders stated that they believed it did little to promote student learning outcomes.  However IMPACT as a whole, and as a tool to measure teacher quality, did have generalised support from principals.
It is important to also acknowledge here, that due to the political sensitivity of reforms in the District, the author’s contact into Washington DC schools, and his capacity to discuss Teacher Quality, was limited to specific personnel (see Appendix 3).

IMPACT is discussed in greater depth in section 5.2 Systemic Leadership below.

5.2
 Systemic Leadership

How does system leadership (at Central Office), promote develop and enhance teacher quality?
Districts discussed a range of programs or processes through systemic leadership to enhance teacher quality.  There have been system level directions implemented which allowed school level leadership to drive teacher quality.  These leadership processes are listed below.
Structures to hire and terminate staff

· Autonomy in processes of schools in two districts (Washington DC and West Linn/Wilsonville) to both attract appropriate staff and ‘terminate’ a contract where staff performance was below standard.

· When discussing enhancing Teacher Quality in Boston Public Schools at a District level where teacher tenure was stronger, the first process discussed was staff ‘termination’.  At Boston Public Schools Central Office, a small team had been structured to assist school principals through the process of staff termination for underperforming staff.  The local terminology for the head of this Office is the ‘Grim Reaper’.
Rubrics for school leaders to measure teacher quality

· In Washington DC and Chicago school districts, the use of rubrics to measure teacher quality that have been developed at a district level was supported by district leadership.  In Chicago a review was being conducted to determine if the program can continue to be resourced. 
An extended probation period (up to 3 years) for new teachers and mentors to support teachers
· The extended probation period beyond 1 year designed for a teacher new to the system was introduced to ensure that the school and system were getting the right people.  Within the probation period, it is easier to end a position if the person is acknowledged as unsuitable to teaching.
· Each district had an assigned funded mentor for each new teacher for the time of their probation.
Closer relationships with tertiary institutions 

· Closer relationships were encouraged to ensure universities were providing quality trainee teachers and to allow tertiary institutions to understand the needs of schools and school systems (for example Boston Schools worked with Harvard University). This approach also included targeting high quality students to encourage them to undertake teacher training. This is another essential component in the overall picture of teacher quality described in “How can we improve teacher quality’ – Andrew Leigh, page 32.
Teacher residency programs 

· Both Boston Teacher Residency and the Teach for America programs target students who have already completed undergraduate degrees, to enter teaching. Teach for America has their ‘corps’ members in the program for two United States of America years.  Boston Teacher Residency is a more intensive teacher preparation program with a high percentage of these personnel staying within the teaching profession.

· One systemic leader generalised Teach for America candidates’ perception of teaching for two years as equivalent to ‘volunteer’ work in another country, “they wanted to help out with teaching in public schools as a type of charity”.
Teacher performance linked to salary 

· Performance-pay was very relevant in Chicago and Washington DC.  High-stakes standardised student assessments and teacher assessments were used as a primary tool to assess teacher quality and this then informed performance pay and teacher bonuses.
A note of caution must be raised in systems for teacher assessment including the use of high-stake student assessments, which was noted as creating extreme stress on students, teacher and school leadership without the result of improved student learning outcomes. (See ‘Hysteria over PISA misses the point’ – The Washington Post, 12 July 2010.)

· Systemic leadership and principals agreed that standardised assessments placed extremely high pressure on systems, schools and teachers. Ingvarson & Rowe in ‘Conceptualising and Evaluating Teacher Quality: Substantive and methodological issues’, page 6 acknowledge the difficulty in conceptualising teacher quality to a form that is simply measureable. 
IMPACT – measuring teacher quality

· IMPACT is an effective assessment system for school-based personnel.  It is a complex and high-stake system using a range of measures for general education teachers.  Similar measures are included for other school-based roles such as support teachers, instructional coaches and administrative staff.  It is high-stake because teachers’ jobs and/or performance pay are reliant on the result of the IMPACT, and it is complex because of the number of measures taken for each individual teacher.  These measures include:
· Individual value-added student achievement data – this is the ‘value-added’ a teacher has had on a student’s learning outcomes data over a twelve month period.  This assessment represents 50% of a teacher’s IMPACT score.

· Teaching and learning framework – this measures a teacher’s ‘instructional expertise’ with observations undertaken over a year by school leadership and a ‘Master Educator’, who separately assesses a teacher twice a year.  This assessment represents 35% of a teacher’s IMPACT score.

· Commitment to the school community – this measures the extent a teacher supports and collaborates with the school community. Assessment is undertaken by school-based leadership and represents 10% of a teacher’s IMPACT score.

· School value-added student achievement data – this information comes from the whole school’s ‘value-added’ as assessed by DC CAS.  This assessment represents 5% of a teacher’s IMPACT score.

· Core Professionalism – is assessed by school leadership on a scale of: ‘meets standard’, slightly below standard, and, significantly below standard.  The measurement can affect the overall IMPACT score made up of the previous measurements.
· IMPACT is undergoing ongoing review, particularly following the ‘termination’ of Washington DC Schools Superintendent, Ms Michelle Rhee who was the architect of the program.

6.
Implications for the practice of leadership

Across the four school districts and schools visited, it was obvious that systemic and school leadership all had a focus on teacher quality.  There were varying degrees of success witnessed and expressed in the implementation by school leaders of programs and strategies to promote, develop and enhance teacher quality.

It is apparent from the McKinsey Report and other corroborating research, that strategies to: get the right people into teaching and effectively supporting those we have are key drivers in ensuring a system and school deliver the best possible instruction to every child.

A number of the strategies used by schools and systems to support teacher quality in the United States of America are in place in New South Wales and in some cases it could be argued that the strategies are more successful here.  Other strategies that were observed are extensions of the capacity New South Wales schools and system leadership currently holds, whilst further strategies observed are not used or even possible at this stage within New South Wales public schools.

School leadership needs to maintain and expand a focus on getting the right people into teaching, these processes are essentially designed and implemented by systemic leadership, however there is a role for school leadership (principals) in advocating review strategies and programs to get the right people into teaching.

At both the school and the system level, leaders need to ensure the maintenance and improvement of support for teachers already in the system to continue ongoing improvement of teacher quality.

The schools visited were all, to differing degrees, reflective and focussed on teacher quality.  All had programs or structures in place to support the growth of teacher quality.  At a school level however, there were fewer strategies that weren’t ‘granted’ to schools via systemic processes that were under the direct control of school leaders.
7.
Recommendations arising from the research study
That the New South Wales Department of Education and Communities:

1. Strongly support and enhance processes for schools to ‘acquire’ staff that meet the needs of the school.
· Increased flexibility within school staffing for school leaders to interview for staff, is one essential ingredient in developing a culture of teacher quality to promote student learning.
2. Review processes within Teacher Improvement Programs, so the capacity to remove poorly performing staff is simplified.  

· Despite the streamlining of Teacher improvement programs in New South Wales public schools, the procedures remain problematic.  All schools and systems visited as part of this research, commented on the need to be able to remove teachers that were not suited to the role.  It must be fair but it also must be easier.
3. Further strengthen relationships with tertiary institutions to enhance the quality of teacher candidates entering the teaching service.  The Department of Education and Communities is a ‘primary employer’ and university graduates should meet the specific needs of the New South Wales public education system.

· Boston and Chicago Public Schools (and to a lesser extent West Linn/Wilsonville), negotiated a strength of relationship with specific universities to provide teacher graduates that meet the needs, capacity and quality required by the individual systems.
4. Teacher probation needs to be extended to three years before an offer of tenure and before the award of a Teacher’s Certificate.

· The early career teachers need to be supported.  Equally, if in the early years, a graduate to teaching has worked through the university training and ‘practice’ system to be a probationary teacher, there has to be an extended capacity to be able to remove that teacher should teaching not be their right vocation.  By extending the probationary period, early years support can be extended, but also counselling into another career and removal from the teaching system is appropriately simplified.
That school principals and leaders:

1. Coaches/mentors

Implement, within the capacity of school resources, a role that allows for a teacher to be identified as a curriculum leader (coach, mentor, instructional leader) with time for that ‘lead’ teacher to collaborate with staff and demonstrate best practice. This may more easily be coordinated within a community of schools (in recognition of school’s current capacities and limitations).  
(Most schools visited had access to one, sometimes two or three, mentors, coaches or instructional leaders within their school staffing structure and it was rated as an essential area to lead the development of teacher quality.)
2. Collaborative planning
Support the implementation of teacher collaborative planning to the full extent of the resources available to school leaders.  Teachers need to be able to work together during the school day, to plan, analyse, develop programs, inform consistent judgement and share was rated as integral to enhancing teacher quality in a high percentage of the sites visited.
3. Professional learning
Provide appropriate professional learning for teachers to promote the learning culture and needs of the school.  
(Professional learning directions from the system or directed professional learning was not rated highly in the United States sites visited.  However, ongoing learning for teachers, as a profession, was seen as essential.)

4. Staff acquisition – selection of staff

Select new staff through interview at every opportunity available within the current staffing framework.  Leading in this way can assist set a standard in the school where consistency in teacher quality and educational philosophy becomes sustainable.
(The school’s capacity to select its own staff was highlighted as absolutely critical to supporting teacher quality and enhancing the quality of the school in each of the school systems visited. One school district, West Linn/Wilsonville, believe that they attract a high quality of applicants because of the philosophy of learning within each school, and the district.)
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Appendix 1 - Questions for interviews – Principal visits 

Teacher Quality – Regional Leadership Fellowship 2011 – Western Sydney

“School leaders creating and sustaining conditions to enhance, promote and develop teacher quality”

School System Information (for school visits)

Number of students: _______
Number of Schools: _______________
Number of Staff: __________

Setting (Urban/rural/name): ​​​​​​​​​​​_____________________________ 

Other relevant generic information 

	Question
	Response

	1. How does the school system and leaders at this level (Central Office promote/develop/enhance teacher quality in schools?  (How are these programs developed and implemented
	

	2. What has been the most successful action/program you (as a leader) and / or the school system undertaken to improve and support teacher quality?
	

	3. Does the school system (Central Office) support principals, to ‘acquire’ quality teachers?  If so, how?
	

	4. How does the school system support Principals, to promote and develop teacher quality?
	

	5. From your understandings, what is community perception of teachers and teaching as a career?  Does this affect capacity/methods to attract and retain quality teaching staff?   How?
	

	6. As a school leader, how can Teacher Quality be identified?
	

	7. Is Teacher Quality tracked / measured?  How?
	

	8. What have been the most effective strategies you have seen in schools to enhance teacher quality?  From a leadership perspective, how have these strategies been implemented?
	


Teacher Quality – Regional Leadership Fellowship 2011 – Western Sydney

“School leaders creating and sustaining conditions to enhance, promote and develop teacher quality”

General School information (for school visits)

Number of students: _______
School Type: _______________
Number of Staff: __________

Setting (name & district): ​​​​​​​​​​​_____________________________ Socio economic level:
 low
medium
high

Other relevant information (eg budget structure, class sizes, support classes, school structure, staff numbers/type)

	Question
	Response

	1. As the school principal, what is done to promote/develop/enhance teacher quality in your school?  (How do leaders/you create and sustain conditions under which quality teaching thrives?)
	

	2. What has been the most successful action/program you (as a leader) and / or the school have undertaken to improve and support teacher quality?
	

	3. How does your school system support you, as Principal, to ‘acquire’ quality teachers? 
	

	4. How does the school system support you, as Principal, to promote and develop teacher quality?
	

	5. From your understandings, what is community perception of teachers and teaching as a career?  Does this affect capacity/methods to attract and retain quality teaching staff?   How?


	

	6. As a school leader, how can Teacher Quality be identified?
	

	7. Is Teacher Quality tracked / measured?  How?


	


Appendix 2 - Sites visited
All schools visited and Central Administrative Offices were within the public school system

· Washington DC

· DC Central Office

· Emma Osore – Office of Principal Human Capital

· Alice Deal Middle School

· Smothers Elementary School

· John Eaton Elementary School

· Columbia Heights Education Campus (Middle & High School)

· Boston

· Boston Public Schools Central Office

· Jeff Riley – Academic Superintendent

· Dale Libkin – Director Performance Management / Evaluation

· Bethany Wood – International Programs

· Craig Chin – Director Human Resources

· Carol Johnson – Superintendent of Schools

· Lesley Ryan – Director Teacher Development

· Harvard (Education)

· Orchard Gardens Middle School

· Warren Prescott Elementary School

· Dearborn Middle School

· Eliot K-8 School

· Madison Park Technical Vocational High School

· Chicago

· Chicago Public Schools Central Office

· David Kovach – Director Teacher Advancement Program (TAP)

· Debbie Gray – Human Capital Strategies

· Future Teacher Evaluation – Matt Lyons

· Teacher Evaluation, New Teacher Induction – Sheila Cashman & Megan Zefran

· Principal Preparation & Development – Nell McKitrick

· D.R. Cameron Elementary School

· West Linn/Wilsonville

· West Linn/Wilsonville Schools Office

· Dr Roger Woehl – Schools Superintendent

· Rosemont Ridge Middle School

· Athey Creek Middle School

· Willamette Elementary Primary School

· Wood Middle School

· West Linn High School

Appendix 3
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Agreement between District of Columbia Public Schools and David Nosworthy

David Nosworthy will be visiting the District of Columbia Public Schools (DCPS) on March 28 and 29, 2011.  The trip fulfills part of the requirements for his Leadership Fellowship through the New South Wales Department of Education and Training in Australia.  He will be meeting with DCPS Central Office staff and one or two principals about how school leadership can better support, develop and enhance teacher quality.

Mr. Nosworthy and DCPS will abide by the following guidelines for the visit:

1. Mr. Nosworthy will be accompanied by a staff member from the Office of Human Capital while on school grounds. 

2. Mr. Nosworthy will only have the opportunity to speak with principals, not teachers. 

3. Mr. Nosworthy will not conduct any classroom visits while students are present. 

4. Mr. Nosworthy will only speak with staff who have agreed to speak with him.  Any participation in the project is voluntary.

Researcher:







  Name (Print): ___________________________     Date:  __________________________


  Organization: ___________________________
     Signature:  ________________________

Principal:

  Name (Print): ___________________________     Date:  __________________________


  School: ________________________________
     Signature:  ________________________

Principal:

  Name (Print): ___________________________     Date:  __________________________


  School: ________________________________
     Signature:  ________________________

Appendix 4

Each school district developed and provided a structured itinerary for visits into their school districts.  An example of one itinerary, from Washington DC Schools, is below.

Monday, March 28th, 2011

Alice Deal Middle School 

	Time
	Location
	Contact

	9:00am
	Arrive at DCPS Central Office for welcome and information

Address: 1200 First St. NE 10th Floor Washington, DC 20002
Phone: 202-577-1074
	Emma Osore, Office of Principal Human Capital

	9:30am
	Depart for Alice Deal MS
	Nicole Bryant, Office of Teacher Human Capital will escort you there.

	10:00am  
	Arrive at Deal MS

Address: 3815 Fort Drive Northwest, Washington, DC 20016. 

Phone: (202) 939-2010


	Principal Mellissa Kim



	10:10 -11:30am
	Meet with Principal Kim for chat and tour
	

	11:30am
	Depart Deal MS, grab lunch and drive to Smothers Elementary School.
	Nicole Bryant


Smothers Elementary School

	Time
	Location
	Contact

	12:15pm
	Arrive at Smothers ES.

Address: 4400 Brooks Street NE, Washington, DC 20019. 
Phone: (202) 939-3600)
	Nicole Bryant

	12:15 -1:30pm
	Meet with Principal Feinblatt for chat and tour.
	Principal Shannon Feinblatt

	1:30pm
	Depart Smothers with Nicole. 

End of Day. Nicole can drop you off at New York Avenue/ Florida Avenue/ Gallaudet  station (Red line).
	Nicole Bryant


Tuesday, March 29th, 2011

John Eaton Elementary School 

	Time
	Location
	Contact

	8:30am  
	Arrive at John Eaton ES

Address: 3301 Lowell St NW Washington, DC 20008

Phone: 202-282-0103

By MetroRail: Take the red line from Farragut North station (closest station to Club Quarters Hotel) towards Shady Grove. ($2.40) Get off at Cleveland Park station and walk 15 minutes to Eaton ES.  See walking directions here.
	Kim Levengood, Office of Teacher Human Capital will meet you there.



	8:30 -9:00am
	Welcome/Introductions/ Morning Announcements

	Principal Jacqueline Gartrell

	9:00 -9:15am
	Overview of School, Faculty, and Student Information

	

	9:15 -10:00am
	Classroom Visits

	

	10:00 -10:30am
	Post Visit Discussion/Question and Answer

	

	10:30am
	Depart Eaton ES for CHEC. Kim returns to the office. 

Getting to CHEC on your own

Taxi: Fares will vary $7.00-$10.00

By MetroBus: H4 bus stop at NW Porter St. & NW 34th St. The H4 bus towards Brookland Station arrives at 10:50 am and costs $1.70. Ride 12 minutes and get off at the Columbia Heights Metro station. 
	Emma will meet you at the Columbia Heights Metro station at 11:05am.


Columbia Heights Education Campus (CHEC)

	Time
	Location
	Contact

	11:15am
	Arrive at CHEC

Address: 4400 Brooks Street NE, Washington, DC 20019. 
Phone: (202) 939-3600

	Emma Osore



	11:30 -12:00pm
	Meet with Principal Tukeva
	Principal Maria Tukeva

	12:00 -12:30pm
	School Tour
	

	12:30 -1:00pm
	Debrief Session
	

	1:00 -1:30pm
	End of Day. Optional lunch in Columbia Heights.
	Emma Osore
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