Envisioning a Teaching Profession for the 21st Century
To prepare our young people for an increasingly competitive global economy, the United States must do more to ensure that teaching is highly respected and supported as a profession and that accomplished, effective teachers are guiding students’ learning in every classroom.  

Despite the fact that teaching is an incredibly important and complex job, American educators are not treated like professionals. They receive little real-world experiences before certification, and once in the profession, they are not supported, compensated, or promoted based on their accomplishments. Frequently teachers operate at schools with a factory culture, where inflexible work rules discourage innovation and restrict teachers’ opportunities to work together and taken on leadership responsibility.  As a result, the field of education is not highly respected – many of America's brightest young college graduates never consider entering the field,
  others leave prematurely, and too many students are not getting the education they need.

Rebuilding the teaching profession requires a radical transformation in how we prepare, credential, support, advance and compensate teachers. As in other high-performing countries, our schools of education must be more selective and rigorous. To attract more top students into the field, we must dramatically increase potential earnings for teachers, and we must create career and leadership opportunities in the classroom instead of having to go into administration to boost earnings and acquire more responsibility. Rather than linking teacher compensation solely to years of service or professional credentials, teachers’ pay should reflect the quality their work (as measured, in part, by student performance) and the scope of their professional responsibility. To ensure that the students who need the best teachers get them. Salaries should also reflect work in high-need schools or in hard-to-staff subjects. 
To transform the teaching profession, we envision a school model and culture built on shared responsibility and on-going collaboration with colleagues.  We propose fundamental increases in professional opportunities and compensation, matched by equally dramatic changes in how the profession is organized and supported. We see schools staffed with transformational principals who are fully engaged in training and supporting teachers and who involve teachers in leadership decisions at the school. School leaders must be creative schedulers, providing teachers time in the workday to collaborate together and brining resources together to  provide authentic, job-based professional learning experiences. Moving towards this vision will require tough choices, but the urgency for change and the opportunity for real and meaningful progress have never been greater.
A New Vision of Teaching
The Classroom

A new vision of teaching begins in the classroom with the recognition that teachers are passionate, skilled professionals, whose focus is effectively instructing and shaping the development of our youth. In this future vision, the classroom is transformed into a place for teachers to apply their expert skill, knowledge, and judgment to student learning. Like the operating table for the doctor or the courtroom for the lawyer, the classroom would be a place where the teacher puts significant preparation and skill into action. Consequently, the classroom would be designed to draw on and maximize reliance upon the professional teacher’s skill set, providing opportunities to exercise judgment, share expertise and collaborate with other professionals, and commit to sharing in the responsibility for all student outcomes. This setting is a stark contrast to the current classroom structure, which is inflexibly configured, minimizes expert decision making and collective responsibility, and treats all teachers as similarly capable and all students as similarly positioned to learn.
The implications of structuring classrooms to maximize the impact and effectiveness of instruction are many. First, each classroom might look different in size and configuration according to the student need and teacher ability. For example, class sizes in high-need classes and schools might be substantially lower than in other settings (12-15:1). Smaller class sizes in combination with strong school leadership and higher salaries or bonuses would be used to incentivize teachers to take up these challenging assignments. Professional teaching loads in other settings, where there is not a preponderance of high-need students, might be slightly larger than today’s average (26-29:1) to compensate. Alternatively, the most accomplished teachers might be asked to serve a larger number of students per class (150-200) in longer instructional periods (90-120 minutes), by leading teams of 2-3 pre-professionals (such as tutors or residents) and 1-2 professional teachers. This would extend the reach of the most accomplished teachers, while providing them with the supports they need to remain effective---with the additional benefit of offering team members the opportunity to learn from observing and assisting masters. 
Within a classroom, the format and mode of delivering instruction might also differ according to student need and technology available. The adults in the classroom might vary in number and role as appropriate for the subject matter and student body. For example, a content teacher and special education teacher might co-teach a class, unit, or lesson to meet the needs and learning styles of all students. In another classroom, a content teacher supported by technology specialists and paraprofessionals might teach a very large group of students all working at computers… 

 In this new vision, classroom learning is guided by rigorous academic standards and high expectations, but supported by data and technology.
 Technology would fundamentally reshape classroom instruction in two ways: First, technology would be used extensively to facilitate and personalize learning, enhancing and supplementing instruction. In a technology-enabled classroom teachers are fully instrumented with unfettered access to data about student learning and the analytic tools that help them act on the insights the data provide. They are connected to their students and to resources and systems that empower them to create, manage, and assess engaging and relevant learning experiences.
Second, in addition to enhancing student learning, technology would support teachers’ own learning and improve their skill. Teachers would be connected to the professional content and expertise needed to improve their own instructional practices, continually adding to their competencies and guiding them in becoming facilitators and collaborators in their students' increasingly self-directed learning. The introduction of technology into more classrooms would be accompanied by the additional support teachers would need (e.g., increased aids and training on new technologies) to ensure that new instruments truly enhance---not diminish or supplant---the impact and expert decision-making of the teacher.  This extensive use of technology might also allow for higher student-teacher ratios in some cases to the extent that the technology facilitates teachers’ ability to engage more students simultaneously.
The School Day and School Year
Just as individual student needs drive what happens in the classroom, the academic needs of the student body determine the structure of the school day, week, and year. Students are no longer held in lock-step, age-based cohorts (grades), but progress through the system based on what they know and can do. Students performing below grade level or who are not progressing may need a longer school day or school year, while students performing at or above grade level might be able to learn and grow within the time traditionally allotted or at an even faster pace. For teachers, this means that the hours of instruction might vary depending on the student population they are working with and their role at the school. For example, [Insert example]. Finally, even where the hours of instruction remain the same, teachers will work longer years (235-250 days) to either spread out the hours they teach (for example by teaching for fewer hours during the school year but taking on teaching a remediation course during summer) or by participating in non-instructional summer activities, such as strategic planning for the school, extracurricular activities with students (summer field trips), or lesson or curriculum planning activities for the next school year.
Not only will the hours teaching per day vary by teacher and student population, the use of non-teaching time will also vary. Teachers will work professional weeks and days (as many currently do already) that extend beyond the “school day” to include as many hours as it takes to get the job done. However, not only will they be compensated accordingly with a higher professional salary (described in greater detail below), their workday and week will be flexed to allow time for other activities: Recognizing teachers as skillful and knowledgeable professionals, especially when it comes to assessing student learning and deciding how to make progress, means recognizing that they will need time in their day for reflection; time for reviewing the student data they will now have access to; time for ongoing professional development; and time to work alone and together on problem-solving and lesson planning. While all teachers would have some time built into their day for these activities, depending on the teacher’s particular role at the school, that time might far exceed the time spent in the classroom (this is discussed further in the section on career pathways below). 
This vision is largely incompatible with the current system, which prescribes inflexible schedules that are not specific to the needs of the teacher or school. Additionally, time for collaboration and planning is not made a priority, despite its importance to effective use of classroom time. 
The School Environment

Today’s schools are still places where, by and large, one teacher and thirty students work at individual desks behind a closed door. Too many teachers today are isolated in their classrooms, lacking time for collaboration or feedback from their peers and any signs of support from their administrator. There must be a shift in culture away from closed doors and independence that comes at the expense of communication and collaboration.
 
In a 21st century vision of the teaching profession, schools are organized on the principle that professionals have the collective authority and accountability to improve outcomes for every student. Shared power and shared responsibility means that principals and superintendents, too, must share in and support the same vision of growing educator excellence that teachers do. Schools must have strong, inspired leadership that exercises effective control over critical resources such as funding, time, staff selection, instruction, and curriculum – all with the aim of meeting clear performance goals. Additionally, in 21st century schools, teachers are not only supported by strong principals and superintendents, they are a part of the leadership team and participate in school working groups serving their students and the school as a whole. 
The Career: Attracting, Rewarding, and Supporting Excellence
At present, we know that many ineffective teachers enter and remain in the profession, while many effective teachers leave.  Moreover, many of the highest performing students never consider entering the profession, putting it at a disadvantage from the start. However, a new vision of the profession revises each piece of the current career trajectory significantly. It raises the bar for entry and supports and incentivizes effective teachers to stay in the profession once they have entered. It also continually assesses teachers’ effectiveness and accomplishments, simultaneously empowering school leadership to personalize professional development, appropriately award opportunities for advancement, and dismiss teachers who are ineffective even with appropriate supports. 
A. Preparing for and Entering the Profession

Currently teacher preparation programs take all comers and fail to adequately prepare teachers with the skills needed to succeed. Once in the profession, teachers get little support or mentoring in developing their skills, and have no clear pathway to advance their careers.  
In a 21st century profession, teacher preparation programs have a high bar for entry but are able to attract talent that can meet that bar based on the changes to the profession. The result will be a talent pool that includes many more candidates with subject matter degrees, not only those with degrees in education. Additionally, all teacher preparation programs would track and publish data on the classroom success and retention of their graduates, helping aspiring teachers decide among the programs they can attend and helping school leadership make smart hiring decisions.
Teachers enter the profession through a number of pathways, but almost all new teachers take on pre-professional roles as a “resident teacher” or “apprentice.” Pre-professionals can become the teacher of record only after completing a clinical residency experience of no less than a year, demonstrating entry level competence on rigorous performance assessments. Districts and schools are responsible for developing pre-professionals and concentrate professional development efforts in this direction. When pre-professionals have demonstrated their effectiveness over a requisite period (2-4 years), they can achieve full professional status and receive substantially higher pay. However, there are also pathways in place for career changers who have extensive content knowledge and experience in another field, but need an entryway into the classroom that matches their professional history.
B. Career Pathways and Professional Advancement

The effect of being able to evaluate the effectiveness of a teacher is not only greater control over entry and exit from the profession, it is the ability to create career pathways within the profession. In the current system, advancement occurs based almost entirely on time in the profession rather than changes in role or responsibility. With the exception of pursuing an administrative track, there are few opportunities for significantly increasing income earlier in the career. By contrast, under the new vision, development and advancement at every stage of a teacher’s career depends on rigorous performance assessment that is predictive of future success on the job; it is based in part on measures of student learning, but also includes other measures that are associated with student success such as student work and student engagement. Accomplished teachers then have the ability to choose among multiple pathways for advancement without leaving the classroom. Teacher leaders and administrators    
 [Maryann is drafting an appendix that will provide a sample role structure information regarding the reasoning for creating such a structure that may be pulled into this section].
C. Evaluation and Support

At present both evaluation and professional support and development occur discrete events that take place 1-2 times per year. In a 21st century system, these evaluation and professional development would be ongoing activities. Evaluation would include both summative components, like teacher accomplishments, and formative components such as feedback from peers. [Elaborate].

 Similarly, professional learning would be transformed so that schools and districts follow the national 2011 Standards for Professional Learning.  Professional learning will be structured so that it increases educator effectiveness and results for all students. Principals will become adept at developing the capacity and creating systems of professional learning so that teachers are no longer sent away to learn at seminar.  Instead, time will be made and resources will be provided so that educators are involved in on-going learning communities that are driven by data and that integrate theories, research and models of human learning to achieve outcomes.  
D. Compensation and Benefits
A new system must include a professional incentive structure needed to support and incentivize the highly effective teacher to enter the classroom, develop expertise, and progress in the profession. Under this incentive structure, teachers are professionals paid for their expertise and effectiveness, much like accountants, lawyers, and engineers. Compensation is understood as one incentive among others already discussed – good leadership, supportive school climate, authentic professional development, opportunities to succeed and advance, time to work collaboratively and to plan – that draws potential high performers into the profession and motivates them to stay. Starting salaries could be as high as $60,000-65,000 for provisional teachers who have completed their clinical residency experience lasting a minimum of one year. Additionally, the salary slope would be higher and increase at a faster rate such that teachers would have the ability to earn as much as $120,000-150,000 after about 7-10 years of proven effectiveness. Salaries would also be used in addition to tuition subsidies, portable licenses and loan forgiveness to reward a willingness to work in high-need schools or in hard-to-staff subjects to ensure that the students who need the best teachers get them. 
Like other professionals, in the new vision, teachers take individual and shared responsibility for their retirement savings. Currently, the cost to public systems is relatively high compared to other professions, and the systems carry long-term financial liabilities due to underfunding and problematic demographics (growing numbers of retirees in relation to the number of active employees). New retirement systems also have the benefit of being more portable, so that teachers would not lose benefits if they change school systems or careers.

Pension benefits for of vested employees would be protected, but as terms of the benefit are changed for future employees,  cost savings may be directed to creating other forms of compensation , including two options:  1) Sustainable pensions in which benefits are right-sized for newly hired teachers, reducing costs and freeing up revenue for active employee salary increases.  By reducing the costs of future benefits, the pension would also become more sustainable in the long run.  2) Defined contribution plans in which newly hired teachers are offered cash-balance savings plans (such as 401k plans) that are composed of employee contributions and employer matching payments (up to 5% of salary, for example), freeing up revenue for active employee salary increases. [This section is unchanged from Brad’s draft, need to review with TAFs for feedback and make sure it matches the model].
[Add reduction in healthcare spend?]
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