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Executive Summary  

In the fall of 2007, Education Resource Strategies (ERS) was invited by Philadelphiaôs School 

Reform Commission to conduct a Strategic Professional Development Review for the School 

District of Philadelphia (SDP).  ERS is a nonprofit organization that is nationally recognized for 

its extensive work in partnering with urban school districts to make the most of their resources 

(people, time, and money).   

The Strategic Professional Development Review helps school districts create a coherent and 

comprehensive professional development strategy tied to system-wide and school-specific 

performance goals, plans, and needs.  It also gives school districts a tool to understand their 

current professional development landscape and a framework for reshaping this landscape to 

align with each districtôs highest priorities and best practices in staff development.  

Key Message: To improve teacher and leadership capacity the School District of Philadelphia 

must:  

 Create an adequately funded professional development (PD) plan that is based on 

evidence-based metrics of teaching quality and links to a broader human capital strategy. 

 Redesign the current investment in school-based expert support, including clearly 

defining roles and accountability and providing collaborative planning time to work with 

teachers.  

 Build on current efforts to support new teachers and principals. 

Within each of these priorities, there are both immediate and longer term opportunities for SDP 

to improve teaching and leadership capacity. In the short term, SDP can meaningfully impact 

capacity by redefining and improving existing practices. In the longer term, SDP will need to 

increase investment in PD and create a comprehensive human capital management strategy that 

rethinks how it invests in teachers, including alternative career ladders and compensation 

structures. 

This report is organized to provide SDP with clear and actionable information.  First, the report 

establishes the contextual challenges the district faces in improving teaching quality and 

leadership capacity.  It then lays out three priority areas for professional development 

restructuring, and 10 leveraged opportunities available to SDP within these priority areas.  For 

each leveraged opportunity, we identify key areas for additional analysis and some implications 

for practice and implementation in the full report.   

 

CHALLENGES TO CREATING A PROFESSIONAL DEVELOPMENT STRATEGY : 

1. Low and Unstable Funding:  
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 Funding for PD Initiatives
1
 is relatively low compared to other districts ERS has 

studied, totaling 2.8% of the operating budget or $6K per teacher
2
.   

 SDP relies heavily on non-permanent revenue sources, which comprise 23% of all 

spending on PD Initiatives
3
. 

 While SDP devoted significant contractual teacher time for professional development 

in 2007-08 (five full days and 11 half days), this commitment will not be sustained in 

2008-09. 

 

2. Limited Understanding and Tracking of Key Teacher and Leadership Needs:  

 SDP does not systematically measure, collect, and/or use evidence-based data on 

teaching, leadership, and school capacity to determine PD needs or to allocate PD 

resources.   

 Even by traditional measures of teaching and leadership capacity, SDP has significant 

need for a strategic PD plan: 17% of teachers have three or fewer years experience; 

28% of teachers are unqualified by SDPôs definition; 29% of principals have three or 

fewer years of experience as a SDP principal. 

 

3. Constraints on Flexibility of Resource Use: 

 Only 15% of PD resources are fully flexible.  

 Teacher union contract provisions around school schedules and teachersô salary, time, 

and responsibilities impact the effectiveness of current resource use.  

 

OPPORTUNITIES FOR IMPROVING TEACHING AND LEADERSHIP QUALITY:  

Create an adequately funded PD plan that is based on evidence-based metrics of teacher 

quality and links to a broader human capital management strategy.    

1. Create and implement a multi-year professional development plan that aligns with 

district priorities and supports a district-wide strategic plan. 

 The current PD plan is used for state compliance purposes only; it is too broad to be 

actionable and is not connected to funding sources.  

 During the 2007-08 school year, PD planning was consolidated under the office of the 

Chief Academic Officer (CAO), but still required greater clarity of reporting and 

accountability structures. 

 

                                                           
1
 9w{ ŘŜŦƛƴŜǎ άt5 LƴƛǘƛŀǘƛǾŜǎέ ŀǎ ŀƭƭ Ǉrograms and activities that aim to improve teacher and principal capacity 
ŀǊƻǳƴŘ ǘƘŜ ŘƛǎǘǊƛŎǘΩǎ ƛƴǎǘǊǳŎǘƛƻnal priorities as well as the ƛƴŘƛǾƛŘǳŀƭΩǎ ƎǊƻǿǘƘ ƻǊ ŎŀǊŜŜǊ ƴŜŜŘǎ.    
2
 This amount does not include the cost of contracted PD time for teachers or salary increments. 

3
 See Appendix II for a description of all PD Initiatives 
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2. Implement structures and practices to measure, collect, and disseminate evidence-

based metrics on teaching quality to inform professional development priorities and 

related career and staffing decisions. 

 Currently, SDP only collects proxies for teaching quality and does not use them to 

track teaching quality by school or to make staffing decisions.  

 Teacher evaluations, conducted by principals, do not help distinguish teachersô 

capacity and are not used to inform professional development decisions. 

 

3. Create a comprehensive human capital management strategy that supports teacher and 

leadership professional development by focusing on staffing equity, career lattice, 

evaluation, and compensation structures. 

 Human capital management structures ð staffing, career lattices, compensation and 

measuring and monitoring teacher quality ð are not integrated with professional 

development.  

 SDP spends 39% of total PD spending
4
 on teacher salary increments

5
 for coursework, 

more than any other PD item. It is an investment that SDP cannot leverage (because 

courses are typically not aligned to districtôs priorities) and cannot be reallocated.   

 

4. Increase investment in effective strategies, including school-based expertise and new 

teacher and principal support, focusing on more permanent and stable funding sources.  

 Only 15% of PD resources can be easily reallocated.  

 23% of PD resources are from non-recurring sources; SDPôs PD resources are 

anticipated to decrease further over the next couple of years, including the 

discontinuation of the districtôs Reading First program. 

 

 

Revamp the current investment in school-based expert support, including clearly defining roles 

and accountability , and providing collaborative planning time to work with teachers.  

 

5. Improve effectiveness of school-based expertise investment by redefining coach and 

lead teacher job responsibilities and tightening selection and accountability.  

 SDP spends 53% of all PD Initiatives ($2.8K per teacher) on school-based expertise 

predominately in the form of School Growth Teachers (SGT), Reading First coaches, 

and School-based Teacher Leaders (SBTL).
6
 

                                                           
4
 Total PD spending includes PD Initiatives, Contract PD Days, and Salary Increments (Figure 1). 

5
 Salary Increments are the salary raises teachers receive for obtaining additional course credits, as is established 

on the teacher salary schedule.  Teachers receive the salary increments over the tenure of their career (not only in 
the year they took the course), so Salary Increments represents a huge cost to districts. 
6
 Also includes Reading First coaches, early childhood coaches, and coaches for Pennsylvania HS Coaching Initiative. 
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 School-based expertise model does not conform with best practices of instructional 

coaching.  

 

6. Focus scarce resources on high priority areas such as literacy and math.  

 24% of PD Initiative resources targeted to school-level or district-wide instructional 

programs are spent on literacy; 58% of literacy spending is from Reading First funds, 

and are likely to be discontinued
7
; 28% of literacy resources pay for School-based 

Teacher Leaders (SBTLs) who are the primary deliverers of content. 

 Teachers across the district experience different levels of support in literacy, as 

Reading First only focuses on K-3 classrooms and SBTLs have varying levels of 

release-time from classroom teaching to support other teachers. 

 Only 11% of PD Initiative resources are focused on math. 

 

7. Align the type and amount of professional development support with school need and 

capacity, while holding schools accountable for effective use.  

 $34.6 million, or 60%, of all PD Initiatives can be tied directly to schools, but there is 

no accountability structure in place to assess the effectiveness of their use. 

 PD resources vary significantly across schools, ranging from $125 per teacher to 

$15.8K per teacher; 20 schools (24% of all SDP schools making AYP) have less than 

$500 per teacher to spend on PD. 

 The main drivers of inequity in the distribution of PD resources are school size, 

school level (elementary, middle, high) and program, and school performance. 

 

8. Create regular time during the school day and year for teachers to work 

collaboratively, and with school-based experts, to improve practice.   

 SDPôs investment in collaborative time for teachers is largely through PD days, 

which are scheduled to be reduced for the 2008-09 school year.   

 Information on school implementation of collaborative planning time (CPT) for 

teachers is not collected centrally and is believed to vary widely across schools.  

 

Build on current efforts to support new teachers and principals.  

9. Improve implementation of new teacher support by more closely aligning resources and 

need. 

 SDP spends 15% of total PD Initiative spending, or $14,100 per new teacher, on 

induction and support, which is on the high end of other urban districts ERS has 

studied.  This figure includes some assumptions around the support received from 

SGTs that needs to be examined.  

                                                           
7
 KlŜƛƴΣ !ƭȅǎƻƴΦ ά9ƭƛƳƛƴŀǘƛƻƴ ƻŦ ΨwŜŀŘƛƴƎ CƛǊǎǘΩ CǳƴŘƛƴƎ !ŘǾŀƴŎŜǎ.έ Education Week, June 27, 2008. 
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 Allocation of new teacher supportð one SGT per schoolð is not based on new 

teacher distribution and school need. 

 

10. Ensure stability of principal pipeline program and expand support for new principals.  

 SDP faces significant principal hiring needs with 29% of current principals having 30 

or more years of experience in the district. SDP only invests $2.6K on support for 

new principals, compared to other urban districts that spend from $4.3K to $36.8K 

per new principal.
i
 

 Almost half of new principals in SDP have been trained through the Academy of 

Leadership in Philadelphia Schools (ALPS) program; 60% of the program is funded 

through a private grant set to expire in 2007-08.   

 

CONCLUSION: 

ERS recommends that SDP: 

 Develop a process through which district leadership considers and prioritizes the above 

opportunities by considering related challenges, interrelation of the opportunities, and 

their relative impact.  

 Incorporate these priorities into a strategic professional development plan that focuses on 

and holds the district accountable to short- and long-term goals, and serves as a living 

document for district leadership and staff. 

 Develop a system for periodically revisiting the PD strategy to celebrate successes, 

evaluate if the above opportunities have been taken advantage of, and determine where 

SDP professional development still has room to grow. 
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I. Introduction  

In the fall of 2007, Education Resource Strategies (ERS) was invited by Philadelphiaôs School 

Reform Commission to conduct a Strategic Professional Development Review for the School 

District of Philadelphia (SDP).
8
  ERS is a nonprofit organization that is nationally recognized for 

its extensive work in partnering with urban school districts to make the most of their resources 

(people, time, and money). The ERS Strategic Professional Development Review is designed to 

help school districts create a coherent and comprehensive professional development strategy tied 

to system-wide and school specific performance goals and needs.  Over the past decade, ERS has 

collaborated with numerous urban school districts in conducting its Strategic Professional 

Development Review (PD Review).  The Strategic Professional Development Review for SDP is 

funded by the William Penn Foundation.  

This report is organized to provide SDP with clear and actionable information.  The report first 

establishes the contextual challenges the district faces in improving teaching quality and 

leadership capacity in terms of funding, need, and other external constraints. It then lays out 

three priority areas for improving professional development, and within each of these priority 

areas focuses on leveraged Opportunities. For each leveraged Opportunity, we identify key areas 

for additional analysis and some implications for practice and implementation.  The 

Opportunities highlighted in this report are intended to represent strategies that ERS believes will 

have the highest impact on improving teaching quality and leadership capacity. The 

Opportunities are not meant to be an exhaustive list of action steps; SDP should do additional 

work as part of a district-wide strategic plan to realize these opportunities. In addition, the report 

includes detailed appendices with our supporting analysis and methodology.    

During the course of conducting the PD Review and writing this report, SDP experienced a 

leadership transition. The new Superintendent of Schools, Dr. Arlene Ackerman, has recently 

implemented a number of changes in spending and organization that significantly impact some 

of the recommendations in this report. These changes and their impact are noted when 

appropriate.  

 

II.   Key Message  

To improve teacher and leadership capacity the School District of Philadelphia must:  

 Create an adequately funded PD plan that is based on evidence-based metrics of 

teaching quality and  links to a broader human capital strategy; 

                                                           
8
 Subsequently, ERS was also hired by the School Reform Commission to work with SDP to implement weighted 

student funding. The first phase of this work includes an analysis of the SDP 2007-08 budget, the preliminary 
findings of which are presented in a separate report to the district.   
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 Redesign current investment in school-based expert support, including clearly defining 

roles and accountability, and providing collaborative planning time to work with 

teachers; and 

 Build on current efforts to support new teachers and principals. 

Within each of these priorities, there are both immediate and longer term opportunities for SDP 

to improve teaching and leadership capacity. In the short-term, SDP can meaningfully impact 

capacity by redefining and improving existing practices. In the longer term, SDP will need to 

increase investment in PD and create a comprehensive human capital management strategy that 

rethinks how it invests in teachers, including alternative career ladders and compensation 

structures. 

 

III.  Methodology: The Strategic Professional Development Review   

 

There are three parts to the ERS Strategic Professional Development Review:  

(1) Measuring and Mapping: detailing and measuring the current investment in professional 

development; 

(2) Consensus Building: developing a shared understanding among all relevant stakeholders of 

the districtôs professional development needs and priorities; 

(3) Strategic Planning and Resource Allocation: Reallocating investments to create a multi-year 

professional development strategy that aligns with best practices of staff development and 

system-wide priorities.  

During the Measuring and Mapping phase, ERS works with district staff to validate data and 

assumptions. During the Consensus Building and Strategic Planning phases, ERS works with the 

district to facilitate discussion around the results of the Measuring and Mapping phase to build 

understanding and develop prioritized strategies. More extensive details of this methodology are 

included in Appendix III.  

During the course of conducting the PD Review and writing this report, SDP experienced a 

leadership transition, which impacted the progress and the shape of the work. All parts of the 

Review depend on a successful collaborative process between ERS and the school district. As a 

result of the transition, the validation process in the Measuring and Mapping phase was not 

complete and our findings and recommendations have not been fully vetted or collaboratively 

developed with district staff.
9
  In this report, we identify areas in which we have made 

                                                           
9
 In February 2008, ERS presented a first round of findings to then Chief Academic Officer Dr. Cassandra Jones and 

her cabinet.  Following the first presentation, the new Superintendent of Schools of the School District of 
Philadelphia, Dr. Arlene Ackerman, was announced.  Dr. Ackerman and her transition team were given the 
February 2008 cabinet presentation. 
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assumptions around data and provide the basis for these assumptions, as well as areas we think 

need further analysis.  

 

During the Mapping and Measuring Phase, ERS: (1) compiles a comprehensive inventory of all 

professional development, (2) categorizes each piece of spending, and (3) maps spending against 

district priorities and research-based strategies.  

Inventory Professional Development. ERS Strategic Professional Development Review defines a 

districtôs investment in PD to include all people, time, and money allocated to support the 

development of the skills and knowledge of its teachers and school leaders. This includes all 

professional development activities, programs or initiatives (ñPD Initiativesò)
10

, teacher 

professional development time established in the teacher union contract (ñContract Timeò)
11

, and 

the portion of salaries awarded based on educational attainment (ñSalary Incrementsò)
12

. While 

this definition is meant to be all inclusive, certain types of professional development are not 

included because they are not tracked and collected centrally or are not quantifiable, such as 

some individual school professional development spending or the time teachers spend with 

school-based experts that is integrated into the school day. (A more detailed definition of 

professional development is included in Appendix III).  

The comprehensive inventory for this report is based on SDPôs 2007-08 adopted budget. While 

budget data is only a snapshot of PD activity in SDP, and may not perfectly match spending that 

actually occurred, it is an accurate portrayal of district strategy. The data collected to inform the 

inventory included district and individual PD Initiative budget data, payroll and benefits data, 

human resource data (teacher and principal demographics and characteristics), staffing, 

descriptions of PD Initiatives, and job descriptions. We also conducted extensive interviews with 

central office staff and regional personnel. (A detailed list of data and interviews is included in 

Appendix III). Very often different data sets and pieces of information conflicted with each other 

and in most instances we worked with SDP to reconcile the data or make assumptions. In some 

instances, these assumptions may impact findings and recommendations and we have noted these 

assumptions and the potential implications.  

Categorize Spending:  In order to chart investment against district priorities and best practices of 

staff development, ERS maps each spending initiative using our ERS Coding Tool. The Coding 

Tool is based on the following five inquires: 

                                                                                                                                                                                           
 
10

 ERS defines PD Initiatives as all programs and activities that aim to improve teacher and principal capacity 
ŀǊƻǳƴŘ ǘƘŜ ŘƛǎǘǊƛŎǘΩǎ ƛƴǎǘǊǳŎǘƛƻƴŀƭ ǇǊƛƻǊƛǘƛŜǎ ŀǎ ǿŜƭƭ ŀǎ ǘŜŀŎƘŜǊǎΩ ŀƴŘ ǇǊƛƴŎƛǇŀƭǎΩ individual growth or career needs.    
11

 Contract PD time is the cost of teacher time spent in PD (as opposed to instruction or administrative duties), and 
is calculated as a percentage of their total compensation (i.e., salary and benefits).  
12

 Salary Increments are the salary raises teachers receive for obtaining additional course credits, as is established 
on the teacher salary schedule.  Teachers receive the salary increments over the tenure of their career (not only in 
the year they took the course), so Salary Increments represents a huge cost to districts. 



 

Education Resource Strategies  4 

 

1. How much is the district spending on professional development?  

2. What does the current spending buy?  

3. Who controls and manages how the dollars are spent?  

4. How is professional development funded? 

5. How is investment allocated across schools? 

The detail of the coding categories under these inquires and how each PD Initiative was coded is 

detailed in Appendix I.  

Map against District Priorities and Best Practices: Finally, we evaluate the districtôs PD strategy 

against district priorities and a set of research-based principles to highlight missing components 

and how a district should develop or revise a system-wide professional development strategy. 

District priorities are determined based on a review of the overall district strategic plan, school 

and student performance data, and teaching, leadership, and school needs.  The PD principles 

below are drawn from over a decade of ERSô work with urban school districts as well as 

literature on the subject.
ii
  

1. Set clear standards that define expectations and stages of growth for student learning, 

professional proficiency, and school-level instructional conditions. 

2. Invest primarily in school-based expert support for school leaders to implement a 

coherent instructional design and respond to identified student and teacher learning 

needs. 

3. Ensure effective time and structures for teachers to engage in collaborative learning and 

planning. 

4. Hire professionals who meet defined standards through partnerships with effective 

educator preparation programs, rigorous hiring protocols, and attractive incentives. 

5. Structure career opportunities and compensation to encourage individual professional 

development and to retain the most effective teachers and leaders. 

6. Focus district investment in PD for individual growth on leveraged career transition 

points: entry, leadership development, and support for struggling educators. 

7. Differentiate PD and level of support based on school and educator needs and 

performance levels.  

8. Create accountability for PD effectiveness by assigning responsibility and measuring the 

impact on classroom practice and student achievement. 
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IV. Challenges to Creating a Coherent Professional Development Strategy  

In reviewing SDPôs current challenges, we endeavor to outline critical points of context that 

must be considered when evaluating and prioritizing the opportunities outlined in the main body 

of this report.  In doing this, we do not intend to emphasize difficulties for their own sake, but to 

provide a clear summary of challenges facing the development of SDPôs professional 

development strategy.  The three challenges outlined below are not exhaustive, and are also not 

particular to SDP ï most urban districts face similar sets of challenges.   

a) Low and unstable funding 

b) Limited understanding of key teacher, leadership, and school needs 

c) Constraints on the flexibility of resource use 

a.) Low and Unstable Funding  

Over the past several years, SDP has faced severe fiscal crisis with low funding and significant 

budget shortfalls. The adequacy analysis and costing out study conducted by Augenblick, 

Palaich, and Associates, Inc., states that SDP is under funded by almost $4.2K per pupil.
iii

  This 

low funding has compounded the budget shortfalls the district has faced since the 2003-04 school 

year.  The Education Advisory Task Forceôs report in June 2007 indicated the potential for a 

$192 million negative fund balance at the end of fiscal year 2008 if no corrective steps were 

taken.
iv
  Funding has recently increased dramatically due to an influx of new state funds. 

However, some administrators and observers worry the district will not regain a fiscal steady 

state due to frequent mid-year corrections and inconsistent spending patterns that do not match 

budgets.
 v
  The recently released fiscal year 2009 budget forecasts a shortfall of $18.6 million

vi
, 

suggesting SDP will need to look further for methods to balance the budget.   

 

In such a financial climate, programs and services deemed nonessential to classroom instruction 

and keeping school doors open, such as professional development, are the first to be cut. This 

often results in professional development that is driven primarily by unstable funding sources, 

with many initiatives funded by targeted grants and other restricted resources.  

 

With this context, ERS has found: 

 SDP investment in PD Initiatives is relatively low compared with other districts ERS has 

studied. 

 SDP has come to rely heavily on nonpermanent sources for professional development 

that are not stable or predictable, leaving some major PD Initiatives vulnerable.  

 While SDP historically has invested significantly in teacher PD Contract Timeðmore 

than most districts studied by ERSðthis commitment will not be sustained in the 2008-

2009 school year.   
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As shown in Figure 1, in 2007-08 SDP spent $162 million on all PD including $57.9 million, or 

36%
13

, on PD Initiatives and management of these initiatives, $40.6 million, or 25%, on the cost 

of Contract Time for teachers, and $63.4 million, or 39%, on Salary Increments from 

coursework. Not including Salary Increments, this represents an investment of $10.2K per 

teacher in professional development.  

FIGURE 1 : Total Professional Development Spending by Category of Investment (07 - 08)  

 

When just considering dollars spent on PD Initiatives, SDP spends 2.8% of its operating budget
14

 

on professional development, or $6K per teacher.
15

 As Figure 2 shows, this is on the low end of 

PD spending when compared to other districts ERS has studied.   

FIGURE 2: Comparative PD Investment as a Percent of Total Operating Budget  

 

                                                           
13

 A detailed description of each PD Initiative can be found in Appendix II, including the total amount budgeted for 
that initiative.  
14 9w{ ŘŜŦƛƴŜǎ ŀ ŘƛǎǘǊƛŎǘΩǎ ƻǇŜǊŀǘƛƴƎ ōǳŘƎŜǘ ŀǎ ǘƘŜ ŜȄǇŜƴǎŜǎ ŀǎǎƻŎƛŀǘŜŘ ǿƛǘƘ ǇǊƻǾƛǎƛƻƴ ƻŦ ǎŜǊǾƛŎŜǎ ǘƻ ǎǘǳŘŜƴǘǎ ƛƴ 

Kindergarten through grade 12. Generally, operation costs exclude expenses such as interest, other debt costs, 

reserves, and costs that are not associated with K-12 students (e.g., pre-K, adult education, out-placed students 

with disabilities, etc.)  A more detailed definition can be found at www.educationresourcestrategies.org.  
15

 Pre-K dollars and cost of principal meeting time were removed for comparison purposes. 

http://www.educationresourcestrategies.org/
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In addition to relatively low spending levels, SDP has come to rely heavily on nonpermanent 

sources for professional development, leaving some major PD Initiatives vulnerable.  

Approximately 86% of all PD Initiatives are funded from sources other than local or general 

funds (Figure 3) and 23% of all PD Initiatives are funded from nonrecurring sources.  

 

FIGURE 3: SDP Professional Development Spending by Source  

 
 

 

Compared to other urban school districts ERS has studied, a larger portion of SDP spending on 

PD Initiatives is supported by federal sources.  This is the case even though SDP allocates all 

Title IIA dollars (Improving Teacher Quality)ðoften used by many districts to support 

professional developmentðto class size reduction.  

 

One of the largest initiatives supported by federal funds is the literacy professional development 

component of the Reading First grant. This critical early literacy initiative, which comprises 

9.8% of all PD Initiatives, is particularly vulnerable as the federal Reading First program is 

slated to be discontinued.
vii

  Another major PD Initiative funded from federal funds is School 

Growth Teachers. This major investment in school-based expertiseð$13.8 million or 24% of all 

PD Initiativesðis funded from federal Title I, Education for the Disadvantaged, funds directed 

by the state to support low-performing SDP schools. Interviews revealed that this spending on 

School Growth Teachers is currently under review by the Pennsylvania State Department of 

Education.  
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Districts also invest in professional development through contracted PD days.  Figure 4 shows 

that in 2007-2008, SDP made a significant investment in contractual teacher time, more than 

most other urban districts ERS has studied. During the 2007-2008 school year, PD days were the 

primary delivery mechanism for district PD priorities. These days were supported by a 

significant investment of management time in preparation and delivery as well as a significant 

investment of time of School Growth Teachers and School-based Teacher Leaders in training, 

delivery, and implementation. Based on interview information, this investment is likely to 

decline in school year 2008-09. The loss of these days has significant implications for both 

teacher collaborative time and the reallocation of other dedicated resources. 

FIGURE 4: Teacher Contract Time Across Comparative Districts  

District  Philly  Atlanta  Baltimore  Rochester  DC Cincinnati  Boston  Providence  

Year 
Studied  

2007 -
2008  

2005 -
2006  

2004 -
2005  

2004 -
2005  

2004 -
2005  

2005 -
2006  

2005 -
2006  

2003 -
2004  

Total 
Teacher 
Work Days  

188  191  190  186  192  183  187  187  

Student 
Days  

183  180  180  182  180  174  180  182  

Non -
student 
Teacher 
Days NOT 
PD 

1 0 0 0 5 4 .5  1.5  

Teacher PD 
Days*  

11  11  10  9.7  7 5 4.5  3.5  

Est. # of 
Teachers  

9,600  3,500  6,100  2,800  3,800  2,700  4,600  2,300  

Note: This chart reflects contract time only; does not include co mmon planning time.  Based on interviews with 

SDP, half days only amount to two hours of PD (as opposed to a half day of 4 hours) .   

*Teacher PD Days combine full and half PD days to be shown as day equivalents.   

Because of relatively low and unstable funding for professional development in SDP, one of the 

leveraged opportunities detailed in the ñOpportunitiesò section of this report, includes the need to 

increase overall investment in professional development and to focus these scarce additional 

resources on the most leveraged and effective strategies.  This includes building on strategies and 

structures already in place, such as providing school-based expertise and new teacher and 

principal support.  They also include the need to replace the lost investments in teacher PD time 

with more effective ways for teachers to work collaboratively together to improve their practice, 

particularly through collaborative planning time regularly embedded during the teacher day.  
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b.) Limited Understanding of Key Teacher, Principal, and School Needs 

A good system-wide professional development strategy directs scarce resources to a districtôs 

highest priorities.  Determining priorities and then aligning investments requires a careful 

analysis of student performance, school needs, and principal and teacher capacity measured 

using multiple indicators.  This information must be detailed enough to provide guidance on the 

specific areas in which students, teachers, and principals need to improve.   

 

With this context, ERS has found: 

 SDP does not systematically measure, collect, or use evidence-based metrics on teaching 

quality, leadership capacity, or school needs to inform professional development 

planning.  The allocation of professional development resources relies primarily on 

student and school performance data.  

 Using metrics currently collected by the district, SDP faces varying levels of need in 

teaching quality, leadership capacity, and school performance, requiring differentiated 

support to teachers, principals, and schools. 

 

Like many urban districts, SDP does not systematically measure, collect, or use evidence-based 

metrics on teaching quality, leadership capacity, or comprehensive school needs to inform 

professional development planning.  SDP currently allocates scarce professional development 

resources based on student and school performance datað the ñoutputsòðas well as some 

traditional proxies for teacher quality.   For example, School Growth Teachers, the largest PD 

Initiative (24%), are allocated by school performance, targeted to those schools categorized ñIn 

Need of Improvementò and in ñCorrective Action.ò  Traditional proxies for teaching experience, 

such as óyears of experienceô are also used to drive allocation of PD resources, with significant 

effort and resources focused on supporting new teachers and the principal pipeline.   

 

Although teacher evaluations appear to be based on teacher observation data, teacher evaluation 

data is not collected in a systemic way and therefore is unavailable to influence individual or 

system-wide professional development, as will be discussed further in Opportunity 2. 

Additionally, school leadership performance standards used by SDP (ISLLC
16

) do not appear to 

be used systematically to guide district-wide or differentiated professional development for 

principals. 

 

Examining the traditional proxies of teaching quality, leadership capacity, and school need 

currently collected by SDP reveals a significant need for a strategic professional development 

strategy. 
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 LƴǘŜǊǎǘŀǘŜ {ŎƘƻƻƭ [ŜŀŘŜǊǎ [ƛŎŜƴǎǳǊŜ /ƻƴǎƻǊǘƛǳƳΩǎ ǎǘŀƴŘŀǊŘǎΥ {ǘŀƴŘŀǊŘs for School Leaders. 
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Teacher Capacity and Need: Aside from student performance data, the proxies for teaching 

quality available in SDP for diagnosing need are: (1) teacher characteristics, such as years of 

teaching experience, certification type and subject, education credentials; and (2) combined 

measures of teacher characteristics mandated by the No Child Left Behind Act (NCLB) that 

report teachersô qualification status. These traditional measures give us a few important 

indicators of teacher need.   

 

 17% percent of teachers are inexperienced
17

 (ranging from 0-69% of teachers across schools) 

with 55% of teachers having 11 or more years of experience
18

 (Figure 5)   

 33% of SDP teachers only have a bachelorôs degree (Figure 6).   

 28% of SDP teachers are categorized as unqualified. (Figure 7)
19

  This is based on SDP data 

on teachersô qualification status, as mandated by NCLB.   

 

FIGURE 5: Experience Level of SDP Teachers SY2007 - 08  
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Inexperienced teachers are defined as having between 0-3 years of experience. 
18

 Teacher experience is calculated using STEP data from the teacher salary schedule. This may slightly overstate 
ǎƻƳŜ ǘŜŀŎƘŜǊǎΩ ŜȄǇŜǊƛŜƴŎŜ ŘǳŜ ǘƻ ǊŜŎǊǳƛǘƳent strategies that started them higher on the pay scale. 
19

 This data represents the qualification data provided by SDP. Our understanding is that this data is slightly 
different from NCLB qualification measures, in that it may be more generous than the NCLB interpretation.  Also it 
should be noted that it is possible that the switch from middle school to Kς8 may lead teachers to temporarily 
teach out of their certification area.  (e.g., Elementary-school teachers instructing middle school grades) 
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FIGURE 6: Education Level of SDP Teachers SY 2007 - 08  

 

 

FIGURE 7: Qualification Status of SDP Teachers SY 2007 - 08  

 

 

Principal Capacity and Need: Understanding principal capacity needs is difficult in SDP, given 

the limited data available for analysis. Experience data shows that 29% of principals have 0-3 

years of in-district experience (Figure 8), with new principals more likely to be placed at low-

performing schools (Figure 31), as is discussed in Opportunity 10.  It has also been recently 


