
High Standards in the Classroom: National Programs: Teacher Quality Initiatives 
(Proposed legislation) .'I 

FY 2001 Authorization ($OOOs): To be determined 

Budget authority ($OOOs): 
2000 2001 Change 

Hometown Teachers o $75,000 +$75,000 
Higher Standards, Higher Pay o 50,000 +50,000 
Teacher Quality Incentives o 50,000 +50,000 

PROGRAM DESCRIPTION 

These three programs will support Federal leadership activities that contribute to the 
improvement of teaching in our Nation's schools. Hometown Teachers; Higher 
Standards, Higher Pay; and Teacher Quality Incentives will help to promote high 
standards in the classroom by encouraging young adults to become teachers and 
supporting them in their undergraduate teacher training and first years of teaching, by 
helping school districts to reform their teacher evaluation practices, and by rewarding 
school distri'cts for hiring fully certified teachers and reducing out-of-field teaching. 

These teacher quality initiatives will encourage school districts to focus on the quality of 
teaching and learning in our classrooms because they reinforce high-quality, standards­
based reform efforts. Recent research has found that teachers' expertise can have a 
greater impact on students' achievement than any other in-school factor. In total, these 
initiatives will support school districts' efforts at recruiting, training, supporting, ' 
evaluating, and hiring fully qualified teachers who have a solid academic background in 
the subject matter they are teaching in order to help ensure that all students can learn to 
challenging State standards. 

Hometown Teachers 

Many school districts experience difficulty recruiting and hiring enough fully qualified 
teachers, and students who attend schools with large numbers of poor children are less 
likely than children in wealthier districts to be taught by teachers who are fully licensed or 
certified and who have a solid background in the subject matter they teach. This, 
program would provide competitive grants to high-poverty school districts to develop a. 
comprehensive approach to teacher recruitment and retention, including both long- and 
short-term strategies to expand and maintain their teaching staffs. 

School districts receiving grants would address their teacher shortage by implementing 
programs that begin to develop and support potential teachers as early as middle school. 
Atthe high school level, the program could provide incentives and opportunities for 
student participants to become acquainted with the teaching profession, and the most 
promising students could receive college scholarships at the end of high school. In 



college, participants could be encouraged to major in a high-need subject area, maintain a certain 
grade point average, and earn a teaching certificate. 
After participants successfully complete college, they could receive priority for obtaining a 
job in their own or another participating high-poverty school district and could be required 
to work in one of these districts for a specific number of years in exchange for their 
college scholarships. Participants would be required to pay back their scholarships if 
they do not meet this service requirement.· 

Short-term strategies that school districts could use to address their teacher shortages 
include scholarships to undergraduates who agree to teach in the school district for a 
certain number of years, signing bonuses, and streamlined hiring practices. In addition, 
because part of the teacher shortage problem is caused by high teacher turnover rates, 
many districts also need to develop effective strategies for retaining their teachers. 
These strategies could include mentoring programs, increasing teacher salaries, and 
creating more desirable working conditions. 

, \ 
Higher Standards, Higher Pay 

This program would award competitive grants to high-poverty school districts to help 
them attract and retain high-quality teachers and principals through better pay. In order 
to be eligible for funding, partnerships involving school districts, local businesses, and 
teachers' unions would be required to develop and implement reforms to raise teacher 
performance, including (1) regular, rigorous peer evaluations of every teacher that 
include student performance as one measure; (2) professional development and 
intensive support to help all teachers and principals succeed; and (3) streamlined, but 

, fair, systems to improve or remove teachers identified as low-performing through their 
peer evaluation. Participating partnerships would have to agree on steps to recruit 
talented new teachers, evaluate new teachers, reward good t.eaching, provide mentors 
for new teachers and principals, and adopt better ways to identify and to improve or . 
remove low-performing teachers. 

All teachers in participating school districts would receive a salary increase when their 
district implemented the program, and new teachers recruited to the district would also 
be eligible for the higher pay level in order to encourage talented teachers to teach in 
these high-poverty districts. Teachers who get advanced certification through the 
National Board for Professional Teaching Standards Certification could receive an 
additional salary increase. . 

Teacher Quality Incentives 

This competitive grant program would provide reward money to high-poverty school 
districts that demonstrate significant progress in improving teacher quality against two 
criteria -- increasing the percentage of certified teachers and decreasing the percentage 
of secondary teachers who are teaching out-of-field. Districts would compete against 
other districts of similar size, and those districts in each of three categories that had 
made the most progress over a specified time period would receive grants. To be 
eligible for these funds, districts must also provide assurance from the State that the 
State has not made any policy changes that have lowered standards for teacher 



certification or licensure. 

These programs would be forward-funded programs. Funds would become available for 
obligation from July 1 of the fiscal year in which they are appropriated and remain 
available through September 30 qf the following year. 

FY 2001 BUDGET REQUEST 

For fiscal year 2001, the Administration proposes to fund Hometown Teachers at 
$75 million; Higher Standards, Higher Pay at $50 million; and Teacher Quality Incentives 
at $50 million. 

The Hometown Teachers initiative would provide competitive grants to approximately 
100 high-poverty school districts to develop a comprehensive approach to teacher 
recruitment and retention. '0 

·Approximately $2 million of Higher Standards, Higher Pay funds would be used for 
national activities, including a national evaluation of the program. The remaining $48 
million would be used to make competitive awards to 10 to 12 local educational 
agencies. 

The Teacher Quality Incentives initiative would provide competitive grants to schools 
districts in three categories, based on their size. Approximately $15 million would be 

, awarded to 5 to 7 large-size school districts, $30 million to 15 to 60 medium-size school 
districts, and $5 million to 10 to 200 small-siz~ school districts. 

SELECTED PROGRAM PERFORMANICE INFORMATION 

This section presents selected information on performance goals and objectives and 
selected performance indicators and strategies for measuring the progress made towa'rd 
achieving program results. Desired targets will be identified after a baseline has been 
established. Achievement of targets will be based on the cumulative effect of the 
resources provided in FY 2001 and future years, and the resources and efforts inv~sted 
by those served by this program. 

Performance Goal: To help States and school distr.icts raise the performance of 
educators in our Nation's schools. 

Objective: The Hometown Teachers initiative will recruit and train highly motivated 
and talented students to become teachers in high-poverty school districts. 

Indicator 

District administrators will report that 
program participants they hire as teachers 
are better prepared, on average, than 
other newly certified teachers hired by the 
school district. Baseline to be established 
in 2002. 

1999-­ 2000 
'-'­

2001 -­ 2002-­



Data for this indicator will come from surveys of the program. 

PROGRAM OUTPUT MEASURES 
($OOOs) 

Hometown Teachers 

School districts 

Peer review costs for new applications 

Higher Standards, Higher Pay 

Grants 

National Activities 

Peer review costs for new applications 


Partnerships 
Teachers per site 

Teacher Quality Incentives 

Total amount available, by category: 

Large-Size School Districts 

Medium-Size School Districts 

Small-Size School Districts 


Range of awards, by category: 

Large-Size School Districts 

Medium-Size School Districts 

Small-Size School Districts 


Number of awards, by category: 

Large-Size School Districts 

Medium-Size School Districts 

Small-Size School Districts 


Peer review costs for new applications 

2001 

100 

$30 

$47,970 
$2,000 

$30 

10-12 
800 

$14,990 
$:29,990 

$4,990 

$2,000-$3,000 
$500-$2,000 

$25-$500 

5-7 
15-60 

10-200 

$30 
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High Standards in the Classroom: National Programs: Teacher Quality Initiatives 
(Proposed legislation) 

FY 2001 Authorization ($OOOs): To be determined 

Budget authority ($OOOs): 
2000 2001 Change 

Hometown Teachers 0 $75,000 +$75,000 
Higher Standards, Higher Pay 0 50,000 +50,000 
Teacher Quality Incentives 0 .50,000 +50,000-

IPROGRAM DESCRIP1"ION 

These three programs will support Federal leadership activities that contribute to the 
improvement of teaching in our Nation's schools. Hometown Teachers; Higher 
Standards, Higher Pay; and Teacher Quality Incentives will help to promote high 
standards in the classroom by encouraging young adults to become teachers and 
supporting them in their undergraduate teacher training and first years of teaching, by 
helping school districts to reform their teacher evaluation practices, and by rewarding 
school districts for hiring fully certified teachers and reducing out-of-field teaching. 

These teacher quality initiatives will encourage school districts to focus on the quality of 
teaching and learning in our classrooms because they reinforce high-quality, standards­
based reform efforts. Recent research has found that teachers' expertise can have a 
greater impact on students' achievement than any other in-school factor. In total, these 
initiatives will support school districts' efforts at recruiting, training, sLJPporting, 
evaluating, and hiring fully qualified teachers who have a solid academic background in 
the subject matter they are teaching in order to help ensure that all students can learn to 
challenging State standards. 

Hometown Teachers 

Many school districts experience difficulty recruiting and hiring enough fully qualified 
teachers, and students who attend schools with large numbers of poor children are less 
likely than children in wealthier districts to be taught by teachers who are fully licensed or 
certified and who have a solid background in the subject matter they teach. This 
program would provide competitive grants to high-poverty school districts to develop a 
comprehensive approach to teacher reqruitment and retention, including both long- and 
short-term strategies to expand and maintain their teaching staffs. 

One long-term strategy that school districts could use to address their teacher shortage 
is to implement programs that begin to develop and support potential teachers as early 
as middle school. At the high school level, the program would provide incentives and 
opportunities for student participants to become acquainted with the teaching profession, 
and the most promising students would receive college scholarships at the end of high 
school. In college, participants would be encouraged to m,ajor in a high-need subject 



.r ." .' 

area and would be required to maintain a certain grade point average and earn a teaching 
certificate. ' 
After participants successfully complete college and become fully licensed or certified, 
they would receive priority for obtaining a job in their own or another participating high­
poverty school district and would be required to work in one of these districts for a 
specific number of years in exchange for their college scholarships. Participants would 
be required to pay back.their scholarships if they do not meet this service requirement. 

Short-term strategies that school districts could use to address their teacher shortages 
include scholarshhips to undergraduates who agree to teach in the school district for a 
certain number of years, signing bonuses, and streamlined hiring practices. In addition, 
because part of the teacher shortage problem is caused by h,gh teacher turnover rates, 
many districts also need to develop effective strategies for retaining their teachers. 
These strategies could include mentoring programs, increasing teacher salaries, and 
creating more desirable working conditions. 

Higher Standards, Higher Pay 

This program would award competitive grants to high-poverty school districts to help 
them attract and retain high-quality teachers and principals through better pay. In order 
to be eligible for funding, partnerships involving school districts, local businesses, and 
teachers' unions would be required to develop and implement reforms to raise teacher 
performance, including (1) regular, rigorous peer evaluations of every teacher that 
include student performance as one measure; (2) professional development and 
intensive support to help all teachers and principals succeed; and (3) streamlined, but 
fair, systems to improve or remove teachers identified as low-performing through their 
peer evaluation. Participating partnerships would have to agree on steps to recruit . 
talented new teachers, evaluate new teachers, reward good teaching, provide mentors 
for new teachers and principals, and adopt better ways to identify and to improve or 
remove low-performing teachers. 

All teachers in participating school districts would receive a salary increase when their 
district implemented the program, and new teachers recruited to the district would also 
be eligible for the higher pay level in order to encourage talented teachers to teach in 
these high-poverty districts. Teachers who get advanced certification through the 
National Board for Professional Teaching Standards Certification could receive an 
additional salary increase. 

Teacher Quality Incentives 
\ 

This competitive rant program ould provide reward money to high-poverty school 

districts that demonstrate sign! lcant progress in improving teacher quality against two 

criteria -- increasing the percentage of certified teachers and decreasing the percentage 

of secondary teachers who are teaching out-of-field. Districts that successfully compete 

for these funds would use them to supplement funds from other Federal programs that 

focus on improving teacher quality. Districts would compete against other districts of 

similar size, and those districts in each of three categories that had made the most 

progress over a specified tiryle period would receive grants. :r ..... 

These programs would be forward-funded programs. Funds would become available for 




• 'I. 

obligation from July 1 of the fiscal year in which they are appropriated and remain 
available through September 30 of the following year. . 

FY 2001 BUDGET RIEQUEST 

For fiscal year 2001, the Administration proposes to fund Hometown Teachers at 
$75 million; Higher Standards, Higher Pay at $50 million; and Teacher Quality Incentives 
at $50 million. 

The Hometown Teachers initiative would provide compeititive grants to approximately . 
100 high-poverty school districts to develop a comprehensive approach to teacher 
recruitment and retention. 

Approximately $2 million ofHigh~r Standards, Higher Pay funds would be used for 
national activities, including a national evaluation of the program. The remaining $48 
million would be used to make competitive awards to 10 to 12 local educational 
agencies. 

The Teacher Quality Incentives initiative would provide competitive grants to schools 
districts in three categories, based on their size. Approximately $15 million would be 
awarded to 5 to 7 large-size school districts, $30 million to 15 to 60 medium-size school 
districts, and $5 million to 10 to 200 small-size school districts. 

SELECTED PROGRAM PERFORMANCE INFORMATION 

This section presents selected information on performance goals and objectives and 
selected performance indicators and strategies for measuring the progress made toward 
achieving program results. Desired targets wi". b.e identified after a baseline has been 
established. Achievement of targets will be based on the cumulative effect of the 
resources provided in FY 2001 and future years, and the resources and efforts invested 
by those served by this program. 

, 
Performance Goal: To help States and school districts raise the performance of 
educators in our Nation's schools. 

Objective: The Hometown Teachers initiative will recruit and train highly motivated 
and talented students to become teachers in high-poverty school districts. 

Indicator 

District administrators will report that 
program participants they hire as"teachers 
are better prepared, on average, than 
other newly certified teachers hired by the 
school district. Baseline to be established 
in 2002. 

1999-­ 2000 -­ 2001-­

\ 

2002. -­
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Data for this indicator will come from surveys of the program. 

PROGRAM OUTPUT MEASURES 
. ($0005) 

Hometown Teachers 

School districts 

Peer review costs for new applications 

Higher Standards, Higher Pay· 

Grants 
National Activities 
Peer review costs for new applications 

Partnerships. 
Teachers per site 

Teacher Quality Incentives 

Total amount available, by category: 
Large-Size School Districts 
Medium-Size School Districts 
Small-Size School Districts 

Range of awards, by category: 
. 	 Large-Size School Districts 

Medium-Size School·Districts 
Small-Size School Districts 

Number of awards, by category: 
Large-Size School Districts 
Medium-Size School Districts 
Small-Size School Districts 

Peer review costs for new applications 

2001 

100 

$30 

$47,970 
$2,000 

.$30 

10-12 
800 

$14,990 
$29,990 ' 

$4,990 

$2,000-$3,000 
$500-$2,000 

$25-$500 

5-7 
15-60 

10-200 

$30 



Teacher Quality Rewards and Recognition' 
DRAFT-January 14,2000 

Awards would be made on a competitive basis to high-poverty LEAsi as rewards for and based on 
demonstrated progress in improving teacher quality. 

LEA application: 
• 	 State assurance that it has not made any policy changes that have lowered the standard for initial 

teacher certification or licensure. . . . 
• 	 . Baseline data on indicators of teacher quality (1996 as baseline?) 

Percent of teachers who have full certification, alternative certification, another state's 
certificatiOli, or " academic training or demonstrated competence in the subject area in which they 
teach."ii 

Percent of teachers teaching in_field iii ' 
• 	 Status data demonstrating progress on teacher quality indicators reported in baseline 
• 	 Strategies employed in improving teaching quality (Strategies would not be used as review criteria, but 

rather to expand understanding of and disseminate promising practices.) 

Grant Review: 

Appl icants compete within categories of LEAs (i.e. small districts with fewer than 1,500 students (n=8,921; 

'10.7% of students); medium districts with 1,500-24,999 students (n=5,552; 59% of students; and districts 

with more than 25,000 students (n=216; 30.2% of students))within a fixed "pot of money". 


Awards are determined on the basis of the composite progress of both I) increasing the percent of certified 

teachers, and 2) decreasing the number of teachers teaching out-of-field. 


Size and Range of Awards: 


. f LEA size " Share of overall 
allocation 

, Range of award 

I 
Number of awards 

' , 

, 

25,000+ (30% of 
students) 

$15 million 
. 

$2-3 million 5-7 

1,500-24,999 (60%) $30 million $500,000-2 million 15-60 
<1,499 $5 million $25,000-$500,000 10-200 

Use of Funds: 

To carry out the purposes of ESEA, Title II (and HEA, Title II?) 


i High-poverty LEA as detined by for Title I-A Concentration grants 

ii The term "waiver" (or uncertitied teacher) iilcludes any temporary or emergency permit, license, or other authorization that permits 
an individual to teach in a public scliool classroom without having met the initial certitication or licensure rcquirements of that state or 
any other state. 

W,iiver data should not include individuals who already have met the initial certification or licensure requircments of another state, but 
who are not yet licensed to teach in the reporting state. Nor should they include, in states that grant only provisional !icenses initially, 
individuals who receive an initial crcdential (often called "provisional") but are required by the state to teach for a specitied period (or 
meet other additional requirements) before being fully certitied. 

For a secondary school teacher, content knowledge means that the teacher holds at least a bachelor's degree and demonstrates a high 
level of competency in all subject areas in which he or she teaches through­

(a) completion ofan academic major in each of the subject areas in which he or she provides instruction; or 
a level of performance on state assessments of subject area knowledge equivalent to or greater than that which 
the state requires fi.lr prospective teachers 
(b) a level of performance on state assessmenis of subject area knowledge equivalent to or greater than that 

, which the state requires for prospective teachers (Represents drali language from the upeomilig guide on HEA, 
Title II Institutional Reporting Guide). 

iii Full-time teachers in grades 7-12, with an undergraduate or graduate major or minor in their main t~achi'ng assignment field;;; 

) 



(fhis option will not capture teachers who spend less than the majority of their day teaching in an area tor which they are not 
trained.) (NCES data collection detintion) 



Criteria for Teacber,QualityRewards and'Recognition 

Options 


January 12,2000 


• 	 95% of teachers who have full certification" alternative certification, another 
state's certification, or " academic training or demonstrated competence in the 
subject area in which they teach." 

, 	 . . 
, ' 	 , 

The tenn "waiver" (or uncertified teacher) includes any temporary or emergency pennit, 
license, or other authorization that permits an individual to teach in a public school 
classroom without having myt the initial certificationor licensure Te.quirements of that 
state or any other slate. 

Waiver data should not include individuals, who already have met the initial certification 
or licensure requirements of another state, but who are not yet licensed to teach in the 
reporting state. Nor should they include,in states that grant only provisional licenses 
initially, individuals who receive an initial credential (often called "provisional") but are 
required by the state to teach fora specified period (or meet other (ldditional 
requirements) before being fully certified. 

For a secoridary school teacher, content knowledge means that the teacher holds at least a 
, bachelor's degree and demonstrates a high level ofcompetency in all subject areas in . 

which he or she teaches through-' 
,(a) completion of an 'academic major in each of the subject areas in which 

he or she provides instruction; or' , 
(b)a level ofperfonnance on state assessments of subject area knowledge 

equivalentto or greater than that which the state requires for . 
prospective teachersi

. 

• ,95% of teachers teaching in-field 

Full-time teachers in grades 7-12, with~n undergraduate or graduate major or minor 
in their main teaching assignment field ll 

(This option will not capture teachers who spend less than the majoritY'oftheir day 
teaching in an area for which they are not trained.) 

• 	 "Comparability" in teacher quality across districts 

i Represents draft language from the upcoming guide on HEA, Title II Institutional Reporting Guide 

ii NCES teacher surveys . ' 
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Cleme'nt, John 

To: heidiramirez. valplisko 
Cc: Ludwig, Meredith , . 
SubJecll InformatIon re: walverslteaching out of field in Initial Aeport for TeacherPre-p 

Heidi. V~I: I'm faxing you both three 'pages abstracted from the fnilial Report summarizing Whal's in there about waiver 
rates in high- and low-poverty school districts, with particular attention to waivers given for teaching out·of-field. What 
follows is a. brief summary of 1he detail I'm faxing you. 

There ar:~ 25 states for which we know waiver rates (that iS'1 percentage of teachers witli waivers of total number of 
teachers.}tor the aggregate of high- and lOW-poverty SChool districts. For these 25 states. 20 have a higher proportion of 
teachers with waivers In the high-poverty districts, four have a higher proportion in the low-poverty districts, and one is a 
tie. The chances of such a result (or even higher numbers of states) occurring by chance if you reran history many times is 

01 the 25 states, at least eight definitely include at least some teaohers teaching our-01-field among their waivers. 
Fourteen probably donlt inCllKIe teaching out-of-field. but J can't be sure. (Three states: Georgia, Hawaii, and Tennessee, 
didn't gl~e us waiver descriptions). Of the eight that definitely include teachers teaching out-of·field, five have {hi-pov > 
low-povfand three have, (Iow..pov > hi-pov)., . 

Now tha~ pretty much squeezes all the juice one can get out of the In,itial Report on this subject. Hope it helps. 

1 
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Table D: Tea~her~ ~iih Waivers~ by High- and Low-Poverty Districts and Selected Fi';'d~, by State: '998, (ont'd. 
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