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From Wednesday, October 30, 2002 through Friday, November 1, 2002, the Committee on Education, chaired by Council Member Eva S. Moskowitz, is holding oversight hearings on teacher recruitment and retention.   Recent evidence shows that the New York City public school system has experienced severe difficulties in recruiting qualified teachers and suffers from one of the worst retention rates in the nation.  For example, among teachers employed in the New York City public schools in 1997-98, 31% failed the Liberal Arts and Science Test, the test used to measure the basic knowledge of teachers in New York State.  In addition, more than 43% of the City mathematics teachers who took the mathematics content examination failed it. www.libertocracy.com.  Moreover, while the teacher turnover rate for the nation is approximately 10%, the rate in New York City is approximately 25%.  New York Times, June 24, 2002 and www.knea.org.   


Accentuating NYC’s troublesome recruitment and retention problem are the new standards passed by New York State, which require all teachers to be certified by September 2003.  According to Joyce Coppin, Executive Director of Human Resources at the New York City Department of Education (DOE), this new requirement will force the DOE to fill approximately 11,000 vacancies (approximately 4,000 more vacancies than in previous years) for the 2003-2004 school year. 


To address this grave problem and to identify solutions, the Education Committee of the New York City Council is holding the most extensive set of hearings ever held on the topic.  Reaching out broadly, the Education Committee has contacted dozens of teachers, as well as policymakers and academics, to gather information on the crippling recruitment and retention problem facing NYC.  In addition to a “Teacher Speak Out,” where teachers are encouraged to share their views on recruitment and retention, the Education Committee is hearing from seventeen witnesses over the course of two days on substantive issues such as: the benefits and problems with traditional and alternate recruitment methods, the source of the challenges faced by NYC in retaining the highest quality teachers and resources available to retain those teachers. 


The underlying purpose of these extensive hearings is to more fully understand the current retention and recruitment challenges and to call upon the DOE to devise specific and concrete strategies to address what all experts agree is the most important factor in education – a qualified teacher in every classroom. 

Overview

According to the Mayor’s Management Report for Fiscal 2002, New York City has made progress in increasing the number of certified teachers in the New York City public school system.  For instance, as of October 2001, 51 percent of the new teachers hired were certified compared to 43 percent of the new teachers hired in October 2000.   While the increase in the percentage of certified teachers in the past few years suggests some improvement, it also indicates that, as of October 2001, 49% of new teachers were still uncertified.  While the number of certified teachers is abysmal, ensuring that all teachers are certified is not the solution to NYC’s critical need to recruit more qualified teachers.  Most parents want their children taught not only by someone who the State has approved, but also by someone who is truly a talented teacher, is knowledgeable about pedagogy and content area, and is a creative communicator.  Just like patients want to know not only that their doctor is licensed to practice, but also that he or she is an accomplished physician; parents consider certification a basic minimum standard.  


In 2000, in an effort to increase the number of certified teachers in New York City, previous New York City Chancellor Harold Levy created the New York City Teaching Fellows program.  The Teaching Fellows Program is an alternative certification program that recruits career-changers and recent college graduates with no teaching experience, provides them with a month of intensive education courses and assigns them to the lowest-performing schools.  As part of the program, approved by the State, the school system pays for these new teachers to get master's degrees in education during their first few years on the job.  According to Vicki Bernstein, Director of the Teaching Fellows program, the DOE spends approximately $25,000 on each Teaching Fellow.
  While lauded as meeting the demand for teachers in low performing schools, the program has been criticized for failing to adequately prepare teachers.   Indeed, many critics question how teachers with a month of intensive teaching courses can be prepared to teach when teachers who pursue teaching careers through traditional channels, such as teaching colleges, study teaching for two years and student teach before being placed in a classroom. 


The DOE has also engaged in a number of homegrown initiatives and sought to target recruitment among specific populations of potential teachers. For example, the DOE administers is the Bilingual Pupil Services program, the goal of which is to increase the supply of bilingual teachers through a paraprofessional-to-teacher training program and to provide the students with supportive bilingual instruction to aid their acquisition of English as a second language. The program uses Title I funds to allow bilingual teacher interns to take education courses at approved branches of the City University of New York (CUNY) and thus earn teaching licenses and baccalaureate degrees so that they can become regular classroom teachers. The program also promotes the academic and linguistic development of Title I-eligible Hispanic, Chinese, and Haitian students who have LEP.  Roles for Education Paraprofessionals in Effective Schools – 1997, Bilingual Pupil Services Program, www.ed.gov/pubs/.


This type of homegrown approach has been especially effective in bringing more minority teachers into the profession and in recruiting teachers who have the explicit interest, commitment and life experience to teach successfully in hard-to-staff schools in the inner city.  Indeed, a study conducted by the Pathways to Teaching Careers Program Fund found that paraprofessionals and uncertified teachers working in schools who became certified teachers were racially diverse and more likely to remain teachers than teachers who had been located through new talent pools.  Education Week, Program Finds New Teachers in Unexpected Places: Schools, January 16, 2002.


Witnesses at the hearing will testify concerning their experiences with the DOE’s various recruitment methods and their thoughts concerning which programs are most effective.  To fully address the teacher recruitment and retention problem facing NYC, the DOE must also be able to identify the problem areas and solutions that have been successful.  In preparation for these hearings, the Education Committee requested information from the DOE that is necessary in identifying problem areas, such as the retention rates per district.  As of the date of this hearing, the DOE has not provided the Education Committee with this information.  This information is imperative to effectively address the problem areas and propose accurate recommendations. 


One fact that is apparent is that NYC’s education policy must address its recruitment and retention challenges from a holistic perspective and consider the relationship between recruitment methods and retention rates. As stated in a report by the Education Committee of the States, unless the high rates of teacher movement and attrition are reduced, increasing recruitment efforts is like “pouring water into an extremely leaky bucket.”  ECS, Teaching Quality. www.ecs.org.
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These hearings are examining methods to recruit and retain the best teachers in the New York City public school system.  These hearings will also explore the relationship between the type of recruitment method utilized and retention rates.  

The Department of Education (DOE) provides primary and secondary education to over 1 million students from pre-kindergarten to grade 12, in 41 school districts and in over 1,100 schools. [During the 2002-2003 school year, there were approximately 80,000 full-time teachers in the New York City public school system.] Fiscal 2002 Mayor’s Management Report, p. 19 (“MMR”).

The Department of Education projects a need for 11,000 new teachers for the 2003-2004 school year.  While the demand for new teachers has historically been approximately 7,000 to 8,000 per year due to typical causes such as retirement, the need for teachers in 2003-2004 is substantially greater because of New York State’s requirement that all teachers must be certified by September 1, 2003.

II.  Analysis

A.
Recruitment
The DOE’s Center for Recruitment and Professional Development is charged with recruiting and hiring new teachers capable of, and committed to, providing all students with a quality, standards-based education. 

[www.teachny.com/recruitment.]  This office also seeks to build capacity in the system through professional development efforts.  Id. 

While recruiting teachers in New York City has been a challenge for many years, (see e.g. New York City Council Hearing 1997), the challenge will be even greater this year as the DOE will need to fill approximately 3,000 to 4,000 more vacancies than in previous years.  Recruiting teachers to New York City public schools is a challenge for a number of reasons, including historically low salaries, burdensome certification procedures and difficult teaching conditions.  For example, to become a regularly appointed teacher in New York City, one must possess both State certification (provisional or permanent) and a City license.  Once an individual receives state certification, passes the City license exam (a brief oral exam) in the desired area of certification, and fulfills certain other requirements, such as passing a medical examination and receiving fingerprint clearance, he or she may be hired by a school off of a qualifying eligible list.  

Teaching students and teachers complain that this process is extremely burdensome and inefficient.  Adding to the confusion, the State Board of Regents, in June 2000, established new requirements for the certification of classroom teachers in New York State. These new requirements for certification go into effect February 2, 2004.  Therefore, applicants for certification who apply and qualify for certification prior to February 2, 2004, must meet current requirements. Applicants who apply for and/or qualify for certification on or after February 2, 2004, will be required to meet the new requirements.  New York State Education Department. www. Highered.nysed.gov/cert/certificate.

In recent years, New York City, as well as cities nation-wide, in an effort to increase the number of certified teachers, have complemented their traditional recruitment methods with alternate recruitment methods.  Indeed, New York City boasts that as of October 2001, 51 percent of the new teachers hired were certified compared to 43 percent of the new teachers hired in October 2000.  New York City attributes this increase to the establishment of alternative certification programs such as the New York City Teaching Fellows program, an increase in international recruitment of teachers; an aggressive advertisement campaign; numerous job fairs; and targeted recruitment activities for schools with students furthest from meeting standards (Schools Under Registration Review) and hard-to-staff districts.  In addition, the DOE continues working with colleges and universities to direct certified teachers to the public school system.  MMR p.19.

[New York City spends x on recruitment]

These alternate avenues of recruitment, while increasing the number certified teachers, are subject to significant controversy.   Supporters of the alternative routes for recruitment argue that these programs target talented individuals who help to fill New York City’s dire shortage of qualified teachers.  New York Times, October 15, 2002.   Some supporters of the alternative recruitment methods further argue that traditional recruitment methods are ineffective in creating a force of qualified teachers because “[r]equiring excessive numbers of pedagogy or education theory courses acts as an unnecessary barrier for those wishing to pursue a teaching career.” Education Policy Analysis Archives, Vol. 10 Number 37, September 6, 2002, citing  (Mathews, 2002). 

Critics of the alternative routes argue that teachers who are recruited in this manner have not spent nearly as much time learning how to teach as those with traditional certification — many of whom took education courses in college and completed student-teaching practice.  Indeed, some educators have questioned whether they really count as qualified teachers. "It's a disingenuous claim," said Arthur Levine, the president of Teachers College at Columbia University. "New York has reclassified what it means to be a certified teacher, and what it means is we will still have large numbers of students this fall whose teachers are unprepared to teach them."  New York Times [date].

In spite of the debate surrounding traditional versus alternate recruitment methods, the New York City DOE has incorporated many alternative recruitment methods.  While the DOE anticipates that it will fill 6,500 of the 11,000 vacancies it expects in 2003-2004 through traditional channels, such as job fairs and recruitment from teaching colleges, it expects to fill the remaining 40% of its vacancies through alternate recruitment.  According to Joyce Coppin, Executive Director of Human Resources at the DOE, the DOE estimates it will fill its vacancies as follows:

· 500 returning to active status

· 3,000 from Teachers Fellows Program

· 600 other alternative certification (internships, peace corps, troops to teachers)

· international students.

The DOE has collaborated with outside organizations in facilitating many of its alternative recruitment programs.  Alternative recruitment programs in which the DOE participates includes, among others, (1) bilingual pupil personnel program, (2)  bilingual or monolingual program, (3) teachers of tomorrow program, (4) Teach for America, (5) international recruitment and (6) New York City Teaching Fellows.  

Teaching Fellows
Teach for America
Teach for America, is a nonprofit group that places recent college graduates, who commit two years to teach in public school in low-income communities, in troubled schools after a summer of training.  Teach for America regularly places teachers, [who are given Transitional B certification,] in the New York City public school system. While completing their Teach for America commitment, corps members work toward their permanent certification for free.  Like the Teaching Fellows Program, Teach for America is lauded for recruiting teachers to hard-to-fill areas and is criticized for failing to fully prepare its teachers. 

Troops to Teachers

Troops to Teachers is a federally funded program which (1) helps place eligible members of the Armed Services in teacher training programs designed by the States, and (2) encourages States or partnerships to develop and implement innovative teacher certification/licensure programs for members of the Armed Services. The federal No Child Left Behind Act reauthorizes the Troops to Teachers program and President Bush signed legislation that increased funding for this program five-fold from $3 million in 2001 to $18 million in 2002. This year, President Bush has proposed further increasing funding for Troops to Teachers to $20 million in FY-03.

Members of the Armed Services who hold a bachelor’s or advanced degree from an accredited institution of higher education and meet a few basic requirements are eligible to participate in Troops to Teachers. Participants can receive a stipend of up to $5,000 for training or a bonus of up to $10,000, if they agree to obtain their teacher license and teach for at least three years in a school that: (1) has a student population where at least 50 percent of the children come from low-income families; or (2) has a large percentage of children with disabilities.

International Recruitment
In an effort to satisfy the demand for new teachers, the DOE has mounted a widespread overseas recruiting campaign, interviewing candidates from more than 10 countries. In addition to Canada, the countries targeted by the NYC Board of Education include Austria, Barbados, Canada, Germany, Hungary, Italy, Jamaica, Slovakia, Spain and Trinidad.  Recruiting teachers internationally has helped to satisfy the demand for teachers with strong math and science backgrounds, as well as language skills.  However, the international recruitment efforts have been criticized for failing to fully prepare teachers for the cultural differences they will encounter in the New York City public schools. 


Home-Grown Initiatives

B.  Retention

While educators have placed great emphasis on the challenges to recruiting new teachers, the need to retain the best teachers has often been overlooked.  Integral to the teacher shortage crisis, especially in under-resourced schools in urban settings, is the fact that teachers often are poorly trained and supported, burn out quickly and leave teaching.  Nationally, more than 20% of teachers leave the classroom within three years and nearly 10% percent leave in the first year alone.  [RNT Vol. 7, No. 1, Winter 2000].  In New York City public schools, nearly one out of four new teachers, or 25%, leaves the NYC system within a year of starting. (Randi Weingarten-Reading testimony).

As a reason for leaving the profession, many educators cite a stressful or unsupportive work environment, marked by:

· Inadequate physical facilities

· Unsupportive leadership

· Lack of decisionmaking authority

· Discipline problems

· Student and parental apathy

· Lack of collegial support

Another factor that contributes significantly to teacher turnover and attrition is the assignment of teachers to classes for which they lack adequate preparation. This includes assigning novice teachers to schools and classes in which low student performance, a wide diversity in student backgrounds and abilities, and an unsupportive environment would challenge even the most accomplished teachers. Teacher misassignment has been found to be especially prevalent among graduates of alternative-route programs. Another form of misassignment sends teachers to teach courses for which they lack adequate subject matter preparation — a practice known as "out-of-field teaching."


In contrast to medical residents and law associates, who receive extended training, development and mentoring (i.e., working alongside a seasoned expert) before taking on the full responsibilities of the profession, novice teachers are often left to fend for themselves, with little or inadequate initiation into the profession.  Indeed, research has shown that no matter how well an individual might have performed in college, teacher preparation courses and programs, or another career, the first years of teaching can be overwhelming.  [RNT]

Turnover in the teaching profession is greater than that in many other professions, and its consequences are grave. In hard-to-staff schools, which are more likely to experience higher rates of teacher turnover, it impairs establishment of faculty stability and the development of a solid nucleus of experienced teachers who are comfortable in the environment and who can mentor and assist newer teachers. Moreover, high teacher turnover is expensive and potentially costs the DOE more than it would to implement induction, mentoring and other strategies to retain teachers.


In short, unless the high rates of teacher movement and attrition are reduced, increasing recruitment efforts is like “pouring water into an extremely leaky bucket.”  ECS, Teaching Quality. www.ecs.org.


While some teacher turnover is desirable, since it is best that teachers who are not successful or committed to the profession leave the field, the turnover rate in New York City is too high.  In an attempt to lower New York City’s teacher turnover rate, the DOE’s Center for Recruitment and Professional Development oversees and facilitates a range of efforts to recruit, develop, and retain educators for New York City. These initiatives include coaching new leaders and providing qualified mentors and technical training to leaders. Moreover, the Center is committed to support district-based, school leadership and teacher professional development efforts. The mission of the Center is to develop district and central level leadership. Its design ensures professional development programs that are data-driven, systemic, aligned to New York City Performance Standards, institutionalized and sustainable.  However, the City Comptroller’s Office concluded in 1999 that “[p]oor staff development is probably the biggest impediment to math and science education in the City’s public schools.”  [Amicus 21].  Indeed, testimony at the Campaign for Fiscal Equity v. New York State trial shows that the City school system must triple its spending on professional development – which currently represents only 1.5 percent of its budget – in order to remedy the inadequacy’s of the City’s professional development programs.  

Witnesses at the hearings will testify regarding the professional development programs that have proven successful and suggest how professional development funds should be allocated.  

� This amount is allocated roughly as follows: $12,000 tuition; $3,000 stipend; $2,000 advertising, selection, program management; $6,000 mentoring and support; $500 district pre-service instruction; $500 test preparation, registration, licensing and fingerprinting. 
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