
Foreword

In the United States, we are constantly reminded of  the growing need for new 
teachers, as school systems throughout the country face increasing numbers 
of  retirees. Coupled with the national retirement numbers is the high volume 
in teacher turnover—many within the first five years of  teaching. It has been 
determined that the cost of  teacher turnover in the United States is around 
$4.8 billion annually.

In October 2005, National Evaluation Systems, Inc. (NES®), gathered a group 
of  educators and policy makers at a conference in Chicago to take a multifaceted 
look at the area of  teacher certification, recruitment, and retention. Attendees 
reviewed the role of  universities, districts, schools, research centers, unions, 
and new teachers themselves. Although all conference participants share the 
goal of  keeping qualified teachers in our schools, each presenter approached 
the problem from a different point of  reference.

Penny Earley and Sue Ross comment on the lack of  significant data in 
studying the recruitment and retention issue. They introduce the idea—often 
repeated by other speakers—that working conditions is the number one reason 
given by teachers for stepping out of  the profession. In focusing on teaching 
as a profession, they see recruitment as a short-term target process—basically 
a labor policy—and retention as a long-term measured response to school 
reform—in short, an investment policy in teachers.

Andy Tompkins and Anne Beauchamp discuss the role of  the state in 
recruitment and retention. They remind us that because of  the localized nature 
of  education, the need for new students is not uniform across the country and 
thus different approaches are recommended.

The discussion then shifts to how we can maintain the number of  new teachers 
that will be needed by area, region, and state. Cheri St. Arnauld and Henri Sue 
Bynum present a “disruptive innovation,” speaking of  the role the community 
college can play in teacher education. With the university system unable to 
respond to the demand for new teachers, community colleges in some states are 
now effectively preparing college students for a teaching profession. Though 
this approach is outside the usual path, existing community college programs 
have met the standard for the highest quality; therefore, such nontraditional 
approaches may be part of  the solution.
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Barbara Nourie and Robert Lee present a successful model demonstrating the 
role of  the traditional education system working with local schools to better 
prepare new teachers and support them with training programs. Teachers in 
the Chicago Teacher Education Pipeline feel the need for continuing training to 
help with the adjustment process. Learning, Lee says, is a social phenomenon. 
Often overlooked, new teachers must feel comfortable and supportive in the 
school environment. The Chicago Public Schools collaboration model has 
lessons for all. Highlights include site-based contextualized learning and early 
placement in schools.

Lest we forget the excitement, challenges, and realities of  beginning teachers, 
LaTanya Campbell and Carolina Bustamante share with us their feelings about 
teaching as they recount their first years in front of  a classroom. Nancy Dana 
discusses the importance of  practitioner research not only for keeping our 
teachers at the top of  their field but for inspiring them to stay in teaching.

Ronald Berk moves us into the area of  assessments and calls it an integrated 
path of  teaching and learning. Although it is easy to agree that assessment 
is a competency expected of  all teachers, very few teachers—new or 
experienced—have been given the tools to assess their students. According 
to Berk, a classroom without fair and valid assessment results in inefficient 
teaching. The more a teacher knows about the students in a class, the better 
that teacher can help them succeed. As Berk notes, the purpose of  assessment 
is to create information for decision making.

Robert Shockley, Paul Guglielmino, and Eliah Watlington discuss the crisis in 
teacher education in terms of  how many teachers are leaving and the financial 
costs to our school districts. They describe the importance of  the development 
of  an instrument used to determine the cost of  replacing a teacher, for if  
a school district can put a price on this, it can better determine the cost-
effectiveness of  induction and mentoring programs.

Jack Dale and Lawrence Allen stress the importance of  administrative 
leadership in creating a team approach in the school. Once more, we hear 
the emphasis on the social and cultural environment in the school. To 
create performing school teams, there must be a sense of  purpose, shared 
objectives and decision making, as well as high expectations of  outcomes 
and performance. All participants must strive for continuous improvement 
of  teaching and learning. When each member of  the team is valued and 
supported, an environment that encourages risk taking can be created.
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Nicholas Michelli walks us through a series of  recommendations taken 
from the New York experience. Universities and schools create an extended 
experience for the teachers, reaching out to them to facilitate their continued 
training. Beginning to wrap up our discussion, Thomas Carroll focuses on 
school organization for success, and again we hear about working conditions, 
though he also proposes giving additional dollars to retain teachers in order 
to stabilize the turnover, especially in low-performing schools. In his view, 
teachers help create a culture of  success in the school and can—and should—
enjoy rewarding careers. Ellen Moir continues on this theme of  successful 
mentoring and support for teachers. The needs of  an experienced teacher and 
a novice require different approaches; both need mentoring and investment in 
professional learning to rekindle the fire of  teaching.

Reg Weaver discusses the need for qualified minority teachers. He proposes 
that we consider the best-qualified teachers for the lowest-achieving schools; 
these teachers could bring their dedication and knowledge to a difficult 
environment. He, too, mentions working conditions as the major culprit in 
teacher drop-out rates.

The conference provided new ideas as well as redefined more traditional 
approaches to teacher preparation, recruitment, and retention. Education, or 
the process of  educating students, requires a major effort on many players—
the leadership of  superintendents and principals, committed and qualified 
teachers, and involved parents and community. The African proverb comes to 
mind: It takes a village to educate a child.

Piedad Robertson
President of  Education Commission of  the States
Denver, Colorado
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For most of  the papers, the informal tone of  the speaker’s presentation has 
been retained. NES wishes to acknowledge that all of  the papers in this book 
represent a significant commitment of  time and effort on the part of  the 
authors to prepare and present this information at the 2005 conference, and 
later to prepare the papers for publication. NES thanks all the contributors 
to this book. The views expressed herein are those of  the authors and do not 
necessarily represent the positions of  National Evaluation Systems, Inc. 
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