
Chairman Miller and Members of the CommiƩ ee: Thank you 
very much for providing me with the opportunity to talk with 
you this aŌ ernoon about the importance of eff ecƟ ve teachers 
and how to aƩ ract and retain them in the schools that need 
them the most. At Teach Plus, we work with experienced, 
eff ecƟ ve teachers in years 3-10 of their careers. The ideas 
presented here are informed by those teachers.

Teachers: Our Most Valuable Resource 

The research confi rms what parents and educators have long 
known: Teachers are the most important factor in determin-
ing whether a child has a lifeƟ me of choice or challenge.  

We know that there are big diff erences among teachers—as 
much as one full year’s worth of learning between the most 
and least eff ecƟ ve teachers.i Students in Los Angeles who 
were assigned to the most eff ecƟ ve teachersii gained, on 
average, ten percenƟ le points more than students in the 
classrooms of the least eff ecƟ ve teachers.iii  The researchers 
conclude: “If the eff ects were to accumulate, having a top-
quarƟ le teacher rather than a boƩ om quarƟ le teacher four 
years in a row would be enough to close the black-white test 
score gap.”iv

Inequitable Access Persists: We Must Act with Courage and 
ConvicƟ on 

Even though we know unequivocally how much teachers 
maƩ er, harmful paƩ erns of inequitable access to the stron-
gest teachers conƟ nue to exist, especially for low-income and 
minority students:

• Recent analysis of the Schools and Staffi  ng Survey Data—
the only naƟ onal dataset we have on teacher distribuƟ on 
and characterisƟ cs—reveals that core academic classes 
in high-poverty secondary schools are almost twice as 
likely as core academic classes in low-poverty schools to 
be taught by teachers with neither a major nor cerƟ fi ca-
Ɵ on in their assigned subject (14 percent compared to 27 
percent).v

• Children in high-poverty schools are more than twice as 

likely to receive an inexperienced teacher as children in 
low-poverty schools.vi

• And when we look at the data on the distribuƟ on of teach-
er eff ecƟ veness, we fi nd similar inequity. The Tennessee 
Department of EducaƟ on recently analyzed state data on 
teacher eff ecƟ veness to see where the state’s most eff ec-
Ɵ ve teachers are teaching.vii  They found: “Students in Ten-
nessee’s high priority schools have less access to the state’s 
most eff ecƟ ve teachers in reading/language arts and math 
than students in other schools across the state.”viii

RecruiƟ ng and Retaining Eff ecƟ ve Teachers in the Schools 
that Need Them Most: The Civil Rights Issue of this Genera-
Ɵ on

Clearly, we must design policies and pracƟ ces to aƩ ract, sup-
port and retain our most eff ecƟ ve teachers, and ensure they 
are working in schools with the students who need them the 
most.   

This work is the civil rights issue of our Ɵ me if we are to close 
the achievement gap that has held back generaƟ ons of our 
ciƟ zens from parƟ cipaƟ ng in construcƟ ng a stronger future 
America.  Thankfully, the teachers with whom we work in 
MassachuseƩ s, Indiana, Illinois and Tennessee believe this as 
well.  

Monique Burns Thompson, President of the Teach Plus in Boston, testi-
fi es at a hearing about Supporting America’s Educators: The Importance 
of Quality Teachers and Leaders on May 4, 2010.
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A Pioneering SoluƟ on to Inequitable DistribuƟ on in Boston, MA: T3: Turnaround 
Teacher Teams

One such team of teachers is in our Boston Policy Fellowship program. As they read 
the research on teacher distribuƟ on, they became outraged. They and so many of 
their peers were moƟ vated to teach by a commitment to social jusƟ ce. The system-
aƟ c breakdown in matching high-need students with high-quality teachers was a 
problem they believed to be solvable. These teachers developed a proposal to staff  
so-called “hard-to-staff ” schools with experienced, eff ecƟ ve teachers. They called 
it, “Ready for the Next Challenge” and it begins with a profound statement from the 
teachers themselves, “We believe that, given the right supports and condiƟ ons, there 
is no shortage of talented experienced teachers willing to teach in low-performing 
schools. The idea that no one wants to teach in a high-need school risks becoming 
a self-fulfi lling prophecy. It must be replaced with, What can we do to aƩ ract, retain 
and develop teachers who want to teach in these schools?”

They proceeded to lay out the condiƟ ons that would moƟ vate them to teach in a 
low-performing school, and for the next year, we at Teach Plus worked to enact their 
model in the Boston Public Schools. The iniƟ aƟ ve is called T3: Turnaround, Teach, 
Team IniƟ aƟ ve.   T3 was adopted by the Superintendent of the Boston Public Schools, 
Dr. Carol Johnson to recruit, select and support cohorts of eff ecƟ ve teachers in three 
of Boston’s lowest achieving schools.  The goal of T3 is to ensure that high-need stu-
dents have signifi cantly improved access to excellent teachers.  T3 is a key piece of Dr. 
Johnson’s strategy to turn around chronically underperforming schools. 
In addiƟ on to running a naƟ onal markeƟ ng campaign, Teach Plus has created a rigor-
ous T3 selecƟ on process that is designed in partnership with Boston Public Schools to 
be a fair and comprehensive way of assessing a teacher’s readiness to be a turn-
around leader.  

The T3 selecƟ on process includes:
• A wriƩ en applicaƟ on;
• An interview process that involves parƟ cipaƟ on in a case-based challenge;
• Evidence of eff ecƟ ve classroom teaching pracƟ ce – in the form of an observaƟ on 

of submiƩ ed video.

So the logical next quesƟ on is, “teachers have envisioned it, we have built it, will they 
come?”  AŌ er just two weeks of markeƟ ng over 100 teachers have begun the applica-
Ɵ on process including a Fulbright scholar, quite a few teachers from charter schools 
interested in working the tradiƟ onal system, and a large number of experienced SPED 
and ELL teachers these schools desperately need.  We are giving them reason to stay 
and a chance to reconnect to the core mission that brought them into teaching in 
the fi rst place: social jusƟ ce.  They are showing all of us that they are ready for the 
next challenge, they are not afraid or hesitant to take on the heavy liŌ ing of school 
reform and they are eager to serve the city’s children with the greatest need.  We are 
inspired and moƟ vated by these teachers every day, and we hope that this disƟ n-
guished commiƩ ee will be as well.
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Primary Components 
of the T3 IniƟ aƟ ve

T3 is selecƟ ve.  Teachers must apply 
to the T3 IniƟ aƟ ve and demonstrate 
a minimum of three years of eff ecƟ ve 
teaching in an urban seƫ  ng.

T3 is a team-based strategy.   A mini-
mum of 25% of the school faculty will 
be selected through the T3 process, 
ensuring strong colleagues in the 
turnaround eff ort.

T3 Teachers will play central lead-
ership roles in transforming the 
schools.  T3 teachers will serve in 
lead teacher roles, such as grade 
level chairs, while conƟ nuing in the 
classroom.  They will also be part 
of the school principal’s turnaround 
leadership council.

Pay diff erenƟ al.  AddiƟ onal compen-
saƟ ons will range from $6,000-8,000 
depending on the amount of addi-
Ɵ onal Ɵ me worked.

The principals of these schools 
are highly eff ecƟ ve.  Each of these 
schools has a new principal with a 
turnaround track record and a com-
mitment to teacher leadership.

Time for training and collaboraƟ on.  
T3 teachers will be trained together 
in the summer to take on the chal-
lenges of teacher leadership and 
school turnaround.  They will also 
have the support of a team and data 
coach throughout the school year.


