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Good Teaching Matters

“Look around the world. In country after country, the most vibrant and stable economies
draw their strength from a well-educated, highly skilled citizenry. This should serve as a
reminder that teaching, our nation’s most valuable profession, is vital to our continued
economic well-being and civic stability.” The Teaching Commission, 2006*

The future of Texas rests in the hands of the 294,258 teachers in Texas public schools
today. It will be teachers who determine if students are equipped with the skills they need
to realize their dreams, if Texans can build the educated workforce required to compete
nationally and globally, and if we are to prosper in the 21* century.

The importance of teachers is enormous and cannot be overstated. Over the past two
decades, research has developed the capacity to measure the impact of teachers on
student achievement and isolate what teachers contribute toward student learning from
other important influences—peers, family income, and parental education.

Gone is the paradigm, outlined in the landmark Coleman Report of 1966, that assumed
that the impact of an educator in the classroom was to a large extent limited by the socio-
economic and cultural environment from which the children came. This assumption has
been superseded by the wealth of evidence demonstrating the primacy of the skill sets
that the individual educator brings to bear on individual student achievement, regardless
of background. This shift was highlighted by Daniel Fallon, Chairman of the Education
Division of the Carnegie Corporation in an address to the Education Commission of the
States in November 2003, and he emphasized that the new paradigm “puts the spotlight
squarely on teacher education programs.”?

In short, we now know just how much teachers contribute to student learning. Some
research attributes fully 40 percent of the difference in a student’s annual academic
achievement directly to the teacher—and when this number is combined with the



influence of previous teachers, prior achievement, and classroom peers—the impact of
schools far exceeds this number.? In researching student achievement in Tennessee public
schools, William Sanders attributes 65 percent of student achievement to the student’s
classroom, 30 percent to the student’s campus, and 5 percent to the school district. And
for students in the lowest quintile of performance, classroom influence was even higher.

In a study of Texas public schools, researchers demonstrated that the most effective
teachers are able to boost their students’ learning by a full grade more than students
taught by the least effective teachers. In addition, the achievement gap between low and
high income students can be largely reduced if not eliminated by replacing an average
teacher with a highly-effective teacher.’

The powerful influence of teachers is documented in study after study. The most
extensive research—Sanders’ examination of the entire Tennessee public school
system—shows that students who are matched with strong teachers for three consecutive
years achieve 50 percent more than students who are assigned to weak teachers. In fact,
students who remain with strong teachers erase the achievement gap associated with race,
ethnicity, and income within three to five years.’

Matching students with effective teachers provides stronger gains in academic
achievement than any of the countless reforms introduced to public schools over the past
century.” Even the impact of reducing class size—one of the few reforms that researchers
have associated with student gains under certain circumstances—pales in comparison.
Studies show the academic benefit of transferring a student from an average teacher to a
high!;y-effective teacher is twice as large as the effect of a 10 percent reduction in class
size.

Good teaching matters, and it matters even more for underachieving students. Although
all students benefit from effective teachers, some students benefit more than others.
Research provides evidence that low-performing students achieve significantly greater
academic gains from highly-effective educators than students of average or high ability.°
The impact of effective educators is so powerful that it overcomes the disadvantages
associated with race, ethnicity, and income—characteristics that are often erroneously
thought to doom students to failure.

Weak teaching also matters. Studies clearly show that the least effective teachers can
harm students academically, even students of average ability. While students assigned to
classrooms led by highly-effective teachers make significant academic gains, students
with weak teachers demonstrate significant test score losses relative to students with
similar prior achievement and demographics.*

Our expanding knowledge about the powerful connection between teachers and student
achievement furnishes the means to build the schools we need. However, this knowledge
represents more than just a means. It also confers the enormous responsibility of ensuring
all students are taught by effective teachers—teachers who have already demonstrated
that they can boost student achievement. For poor, Hispanic, and African-American



students, this responsibility must be taken especially seriously. Often starting behind,
disadvantaged students underachieve in school because schools often fail to provide the
most important resource they need to reach their potential: highly effective teachers.

This paper outlines the reasons why educator effectiveness is vitally important to Texas
public schools, provides evidence for the need to significantly bolster the number of
effective educators in classrooms today, and identifies the reforms for Texas to grow the
supply of effective educators necessary to allow each student to realize his or her
potential.

“A decade ago... we believed that what students learned was largely a factor of their
family income or parental education, not of what schools did. But recent research has
turned these assumptions upside down. What schools do matters enormously. And what
matters most is good teaching.” Kati Haycock, Education Trust, 2001*

More Highly Effective Teachers are Needed

There is no stronger evidence of the need for more effective teachers than is furnished by
the performance of students in Texas public schools. Texas students are not making the
academic gains that are associated with effective educators. (Achievement of Texas
public schools is detailed in Issue Paper 2 of this policy series.)

Although achievement is improving for elementary and middle school students, too few
students are reaching levels of academic proficiency and almost none are gaining the
annual one to two years of academic progress above and beyond grade level that is
associated with highly-effective teachers. Although the achievement gap is slowly
shrinking in elementary and middle schools, at the current pace of improvement we will
not close the achievement gap for at least 60 years unless we intervene and provide
disadvantaged students with more effective teachers.

The most critical need for improved teacher effectiveness is evident in our high schools.
One in four students fail to graduate from Texas high schools—a rate that is far higher in
urban schools—and less than one in five students graduate with the skills to succeed in
college, vocational training, or the skilled workplace.

A widely used indicator of teacher quality is the percentage of teachers in Texas
classrooms who are either uncertified or teaching “out of field,” a term that means
outside their area of certification (such as teachers certified to teach physical education
assigned to high school math classes). An “out of field teacher” is unqualified by
definition.

On this basis, according to the State Board for Educator Certification, the following
unqualified teachers were leading classrooms in Texas public schools during the 2004-05
school year:*?

= 30.8% Pre-Kindergarten and Kindergarten teachers were not qualified,



= 16.5% Elementary teachers were not qualified,
= 33.6% Middle school teachers were not qualified, and

= 37.5% High school teachers were not qualified.

The shortage of qualified teachers—teachers lacking certification in the field they are
teaching—is most critical in the areas of Bilingual/ESL, math, and science classes, where
the percentages of unqualified teachers range from about 30 to 60 percent.*® Shortages
are most acute in small, rural districts, and high-poverty, urban schools.*

It would be a grave mistake, however, to link certification or licensure with teacher
effectiveness for either potential or experienced teachers. Overwhelmingly, the
preponderance of research on the relationship between certification (based on completion
of an approved teacher preparation program) and student achievement strongly
demonstrates that certification (or licensure) offers absolutely no assurance that an
individual will be, or is, an effective teacher.®®

Linking teacher effectiveness with state and federal definitions of highly qualified
teachers would also be a mistake. With the No Child Left Behind Act (NCLB), the federal
government requires all teachers of core academic subjects to be highly-qualified, and
determines highly-qualified teachers as those who have: (1) a bachelor’s degree or better
in the subject[s] taught, (2) full state teacher certification, and (3) demonstrable
knowledge in the subject[s] taught.*® Some flexibility is given to states for interpreting
these requirements.

For the purpose of complying with NCLB, Texas determines a teacher qualified if he or
she has: (1) 24 semester hours in a subject area, with half completed at the junior or
senior level; and (2) a standard, life-time, or temporary teaching certificate with a
probationary certificate connected to participation in an alternative certification
program.’’ For rural school districts, Texas defines teachers who teach several subjects as
highly-qualified if they become fully qualified to teach all these subjects within three
years after being hired.’® Texas considers teachers fully competent if they have at least
one year of experience (in the specific subject, for secondary teachers) plus a
combination of teaching experience, college coursework, and professional
development.*®

Based on state definitions of highly-qualified teachers for NCLB compliance, only 2.29
percent of elementary classes and 6.34 percent of secondary classes statewide were
taught by unqualified teachers during the 2004-05 school year.?® These percentages are
dramatically different from State Board of Educator Certification percentages for the
same Yyear that are listed above.

Which numbers are right? How many teachers in Texas public schools are highly
qualified? These questions are complicated by different definitions of what it means to be
highly qualified. Although it is not clear what percentage of classrooms in Texas public



schools are led by qualified teachers, it is very clear that neither the state nor federal
government connect teacher quality to student achievement.

Instead, current thinking about teacher quality focuses on inputs—such as degrees
completed, seniority, and professional development—to help define, identify, and try to
enhance the caliber of prospective and experienced teachers. This thinking is built on the
premise that a qualified teacher necessarily is, or will be, an effective teacher—one who
succeeds in helping students reach academic goals and realize their educational potential.
However, this thinking is gravely flawed.

Several decades of research on teacher quality furnish substantial evidence that neither
teacher qualifications nor certification have a direct correlation with teacher
effectiveness, as measured by impact on student achievement.?! Instead, the best, most
reliable way to identify and predict teacher effectiveness is actual measurement of teacher
impact on student achievement over time.??

Consequently, to improve student learning, it is necessary to move beyond the regulatory
definitions to a focus on teacher effectiveness, and to develop reliable, consistent
measures of teacher performance.

Characteristics of Effective Teachers

Although teacher effectiveness is best identified by gains in student achievement, there
are some things that prospective teachers can bring to the classroom, and experienced
teachers can acquire, that have been associated with a teacher’s capacity to impact
student learning.

A high level of literacy, verbal and cognitive skills, and overall academic ability are the
strongest characteristics of effective teachers. Effective teachers generally have strong
academic credentials—as measured by SAT, ACT, GRE, and grade point average.”®
Subject area knowledge is also very important for teacher effectiveness; effective
teachers have a solid background in the subject area they teach—as measured by a
college major or minor in the field.?

Experience contributes to teacher effectiveness, but experience is less important than
other teacher attributes. Once teachers achieve proficiency (some research suggests this is
at five years and others at 10-12), there is no evidence that teachers become increasingly
effective each year they are in the classroom, and some evidence indicates that
effectiveness declines after 20-24 years.”

Teacher certification/licensure based on traditional preparation programs are not directly
related to teacher effectiveness. Neither assures a teacher will be effective in the
classroom and significantly contribute to student achievement.?®



Some research indicates that teachers from alternative preparation/certification programs
perform equally as well as, and sometimes better than, traditionally prepared teachers.?’
Advanced degrees generally do not increase a teacher’s effectiveness, nor do they result
in higher student achievement (the only exception may be for high school math teachers
with advanced degrees in that subject).”®

Race and ethnicity may contribute to a teacher’s capacity to impact student achievement.
Some studies show that matching teachers with the race/ethnicity of their students
positively impacts student achievement.?®

Hands down, the best predictor of teacher effectiveness in practicing teachers is the
impact teachers have made on student performance during previous years. Highly-
effective teachers tend to remain highly effective, while the opposite is true of teachers
who do not exert a high impact on student achievement.*

The Current Status of Educator Preparation

“The current scarcity of good teachers is in itself a reason to question current policies.”
Koret Task Force on K-12 Education, 2004%

Rod Paige, former Secretary of Education noted in his first annual report to Congress on
Meeting the Highly Qualified Teacher Challenge in 2002, that the teacher preparation
system in the country is “broken” and, although Texas has done a better job than most
states in raising teacher preparation standards and accountability, based on the
deficiencies outlined in his report, Texas is no exception to this generalization.*

In a recent critique of teacher preparation,® Sandra Stotsky notes that it has become clear
that colleges of education, as they now function, are a major part of the problem, and not
the solution to improving public education and narrowing the gaps in student
achievement. She cites their responsibility for three major problems facing public schools
today. First, colleges of education supply far too many teachers with an inadequate
background in the subjects they are licensed to teach. Second, they no longer supply
public schools with enough academically qualified teachers for the subjects that must be
taught in secondary schools. And third, they do not train prospective teachers how to
teach, especially beginning reading.

The challenge before us is to completely transform educator preparation programs into
customer-driven institutions with assessments grounded in output- and performance-
based criteria. Achieving this goal, we will make Texas the national model for new
educator preparation programs, as well as a model for the use of value-added evaluations
as the means to identify productive practices that can inform the preparation of highly
effective teachers.

In recommendations for reforming education in Texas, the Koret Task Force articulated
one clear aim for policies that regulate the teaching profession: differentiating between
people who teach well and those who do not.** The Task Force advocated a similar goal



for policies that regulate school principals and other administrators: differentiating
between people who lead schools effectively and those who do not.* Licensing or
certification, the Task Force cautions, should be used only as warranted by evidence of
their effects on educator effectiveness.*

Barriers to Improving Teacher Effectiveness

In crafting an agenda for improving the effectiveness of our current teaching workforce
and recruiting more able, better prepared teachers for Texas public schools, it is
important to recognize the barriers to be surmounted:

Traditional methods of preparing teachers limit the number, as well as the
qualifications, of prospective teachers.

Colleges of education, the largest single source of educator preparation today,
severely constrict the profession’s pipeline and supply. High-ability students are
discouraged from entering a field of study characterized by low academic
standards, weak academic content, and instruction that lacks clear relevance to
classroom realities,®” while too many of the teachers coming out of colleges of
education programs lack essential skills, are unprepared to step into the
classroom, and rapidly exit from the profession.

The hurdles of current state licensure/certification requirements, although these
regulations for teacher preparation confer only marginal value, at best, toward
ensuring academic quality, discourage entry to the profession by many otherwise
qualified individuals who cannot afford the cost and time.

Typical assignment practices of schools—placing the new and least experienced
teachers with the most educationally disadvantaged students, particularly in high-
poverty urban schools®—encourage teachers to leave the profession.

Attrition diminishes the supply of all teachers, including potentially effective
teachers. In 2005, the retention rate for teachers in Texas public schools was only
58 percent (with the lowest rates for math and science teachers).*® Approximately
43 percent of new teachers leave Texas public schools within the first three years
of teaching.*’

The shortage of teachers in certain subject areas including math, science, and
bilingual education—particularly in rural and high-poverty, urban schools*—
severely hinders teaching and learning.

Teacher turnover diminishes the capacity to build the supply of potentially
effective teachers needed by Texas public schools. A little over 18 percent of
Texas teachers decide to leave the school at which they are teaching each year—
about two-thirds moving to another school or district and about a third leaving
public schools entirely.*

State policies that establish a pay scale for teachers that is primarily based on
seniority and professional development inputs is discouraging to those whose



aspirations as professionals lead them to career pursuits with more competitive
merit-based compensation structures.

= Efforts to improve potential teacher effectiveness are also undermined by state
policies that institutionalize highly questionable and dubious ideologies about
teaching and learning. Our current state system for preparing, certifying, training,
and evaluating teachers is based on Learner-Centered Schools for Texas, a
document produced in 1997 by the State Board for Educator Certification.*?
Learner-Centered Schools for Texas bases teacher policies on the ideology of
constructivism—the belief that students should discover knowledge and skills for
themselves—in defiance of the research evidence showing that direct, systematic
instruction results in the greatest academic gains for students, particularly
disadvantaged students.**

= The supply of future teachers, particularly the most able prospective teachers, is in
jeopardy. Today the teaching profession is attracting fewer high-ability
individuals at the same time that the percent of all college students who chose
teaching has been falling.*® Considerable research has been conducted to
determine why so few individuals, particularly high-ability individuals, are
becoming teachers, and two primary reasons have been found: low annualized
salary and limited career opportunities.*°

Effective Teachers + Good Leadership = Enhanced Educator Effectiveness

Although teachers are the most important influence on student achievement, improving
teaching and learning cannot be achieved by solely focusing on teachers. School
administrators, particularly principals, must also be engaged in this effort.

After teachers, principals make the next largest contribution to school success.*” The
intimate connection between principals and teachers must be recognized and enhanced by
policies to align the efforts of both groups. Teachers and administrators must work more
effectively as partners if Texas public schools are to reach new, higher standards for
student achievement.

To increase overall educator effectiveness, principals must be given more authority over
personnel decisions—hiring, assignment, firing, and promotion—and more responsibility
for teacher and student performance. At the same time, principals must provide teachers
the leadership and tools they need to perfect their skills by providing performance data—
both student and teacher—mentoring, scientifically-based professional development, and
time for teachers to mature their craft. Principals should also create school environments
that encourage teachers to engage in decision-making about instructional policies.

We must also change state policies to expand the capability of principals to lead schools.
At the same time, principals must be equipped with better human resource skills and the
training necessary to transform both teaching and learning. By improving the preparation



of principals and broadening principal recruitment to talented, non-traditional candidates,
Texas can develop new leaders for the schools we need in the 21% century.

Expanding Current Efforts

A number of innovative efforts are already underway to improve teacher quality and
effectiveness in Texas public schools. In November 2005, Governor Perry issued an
executive order creating a grant program to furnish rewards to, and incentives for,
teachers who help economically disadvantaged students close the achievement gap.*®
This program offers salary bonuses of $3,000 to $10,000 to teachers in 100 schools
throughout the state.

House Bill 1, passed by the 3™ Called Session of the 79" Texas Legislature in June 2006,
introduced landmark reforms to improve educator quality and effectiveness by:
= Creating a state-funded mentor teacher program and directing the commissioner
to develop rules pertaining to the qualifications and duties of mentors;*

= Expanding the Governor’s Grant Program by establishing a teacher incentive
program for high poverty campuses with high levels of achievement and
improvement—including incentive funds that may be used to reward leadership,
teacher mentoring, and research-based professional development;*® and

= Further expanding the Governor’s Grant Program by establishing an incentive
program to provide funding to any district that wants to establish a local incentive
program—including incentive funds that must be used to reward educators,
principals, and other school staff, as well as funding for mentoring, teacher
stipends, and principal awards.>*

These recent reforms offer a platform for developing a comprehensive plan for system-
wide changes to improve educator effectiveness.

Recommendations for Improving Educator Effectiveness

The shortage of qualified, effective teachers in Texas public schools today represents a
crisis for public education. This “shortage” results from: (1) an insufficient supply of
qualified teachers in specialized areas for both high- and low-performing students, (2) the
inadequate distribution of those found to be effective teachers to disadvantaged students,
(3) weak overall preparation of newly licensed teachers, and (4) low productivity of the
current teaching workforce in terms of student outcomes.

Meeting these challenges and improving educator effectiveness will require a multi-
faceted approach. These reforms should improve effectiveness at the front end of the
teaching chain—by enlarging the pool of prospective teachers, replacing unnecessarily
complex and cumbersome regulations for entry into the profession with fewer and
stronger requirements for demonstrated proficiency in subject matter knowledge, creating



incentives for improvement, and focusing on education outcomes. The following
recommendations are offered as a starting point for building an agenda for increasing
educator effectiveness.

Develop consistent and reliable measurement of teacher performance and evaluate
teachers using multiple measures of teacher performance on the job.

Create a set of meaningful state standards that specifies what it demonstrably
means for a teacher to be effective in relation to student performance (standards
that are distinctly different than state/federal standards for “qualified teachers™).
Reserve the term “effective” for teachers with at least three years experience who
consistently produce more than one year of student achievement gains in every
school year over time.

Set goals and a timetable for ensuring all classrooms in Texas public schools are
led by an effective teacher, and hold teachers accountable for demonstrating at
least one year’s academic growth for students annually.

Assign a mentor to every new teacher and ensure mentors have received mentor
training and are highly effective teachers in the subject taught by the new teacher.

Establish professional pay for educators:

e Decouple pay from seniority, phase out the state salary schedule, and provide
performance-based pay to align teacher pay practices with those of like
professionals;

e Base a significant portion of teacher pay on student achievement, using value-
added evaluations;

e Provide individual and campus-based awards for achieving goals for
improving student achievement;

e Differentiate pay based on experience, effectiveness, and position held/job
responsibilities;
e Establish incentives for high-performing teachers in high poverty schools; and

e Expand the salary range of teachers and compensate teachers at a rate that is
competitive with professionals of similar qualifications.

Encourage school districts to provide incentives for teacher assignments that
match teachers with student needs.

Create career paths, like the Teacher Advancement Program (TAP),* that allow
teachers to remain in the classroom while advancing professionally with higher
levels of responsibility and compensation as their skills and effectiveness increase
(becoming mentors and master teachers).

Create a rigorous, supportive educator evaluation system that is based on growth
in student achievement as measured by value added assessments, and uses
multiple measures of on-the-job performance.
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Improve teacher effectiveness through carefully and independently evaluated
professional development that focuses on academic content knowledge, is driven
by student needs, incorporates research-based teaching techniques and instruction,
and is evaluated for classroom results.

Implement the Koret Texas Task Force recommendation to establish professional
contracts that allow educators to qualify for initial exemptions from current
training and certification requirements based on a combination of cognitive
aptitude, achievement in college/work, and required subject-area knowledge, and
to earn continued exemptions based on student outcomes.>®

Improve academic effectiveness by reforming teacher preparation and
certification requirements:

Aggressively expand alternative routes for preparation and certification;

Require prospective teachers to acquire the academic background knowledge
needed for effectively addressing the state curriculum standards and rigorous
content knowledge that students must acquire in Texas public schools, as
determined by academically rigorous licensure tests of subject matter
knowledge;

Ensure that teacher preparation provides information about the instructional
methods and programs that research has scientifically proven effective,
particularly for disadvantaged students—including direct instruction and
phonics;

Provide pedagogical training in the classroom as on-the-job training;

Require prospective teachers to complete a full-time student teaching
assignment for six to 12 months before acquiring certification;

Require all teachers new to the profession to complete a one to two year
apprenticeship in schools under the intensive direction of a highly-qualified
mentor or master teacher;

Strengthen the Accountability System for Educator Preparation by adding
value-added assessments of the graduates of each preparation program based
on student achievement and make this a condition for accrediting programs;

Revise the guidelines for teaching developed in 1997 by the State Board for
Educator Certification’s, Learner-Centered Schools for Texas—a document
that promotes an ideology of constructivism rather than research-based
practices™ and is detrimental to student learning, particularly for
disadvantaged students,® and revise all teacher policies that are based on
these guidelines—including teacher evaluations, preparation, certification, and
professional development;

Make the state licensure requirements uniform with credentials established by
the American Board of Certification for Teacher Excellence (ABCTE),*®
credentials that are both portable and national, and require a passing score on
a rigorous content test; and
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e Make full or standard licensure/certification available to beginning teachers
after two years of satisfactory evaluations by a school supervisor and require
renewal every five years based on continuing effectiveness.

= Reduce overall teacher turnover by improving working conditions — strengthening
administrative support, improving school discipline, and engaging educators in
decision-making.

= Aggressively recruit prospective teachers for shortage areas such as math, science,
and Bilingual/ESL; establish compensation and benefits packages that are
competitive with private sector jobs that are available for graduates with technical
degrees; and bypass traditional certification requirements through professional
contracting.

= Develop expert or subject specialist teachers to teach reading, math, and science
in upper elementary grades—4™ and 5™ grade on—in subject-divided days, or for
all grades (similar to teaching practices in China).

= Build better data systems for teachers and students that can be linked to identify
the impact of individual teachers to the academic performance of individual
students over time and match teacher capacity with student needs.

= |dentify ineffective teachers, assign mentors, require mandatory remediation, and
establish a schedule for improvement; remove ineffective teachers from the
classroom after an established period of intervention.

= Enhance the effectiveness of campus leadership by:
e Giving principals the authority to make all human resource decisions;

e Providing training in management skills and instructional leadership for
principals currently in Texas public schools;

e Working with New Leaders for New Schools, a national nonprofit
organization that finds talented individuals from within and outside the
education sector, to become urban school principals;>’

« Focusing certification requirements for principals and superintendents on
instructional, management, and leadership skills;

e Aggressively recruiting non-traditional leadership for school administration;

e Creating alternative pathways for prospective principals and superintendents
to enter the education workforce; and

e Holding principals accountable for recruiting and retaining effective teachers.

To summarize, efforts for improving teacher effectiveness and the number of effective
teachers in Texas public schools must include:

1. Reducing the barriers to entry into teaching;
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2. Establishing high academic requirements for prospective teachers that are
measured by a highly rigorous test;

3. Replacing unsound pedagogical ideas in preparatory education coursework and
state policies with those that are evidence-based;

4. Developing new policies to entice high ability individuals to the profession of
teaching, and new policies to entice and reward high performing new teachers to
remain in the classroom;

5. Creating incentives and rewards to retain effective teachers and encourage
effective teachers to work in high poverty schools and with disadvantaged
students;

6. Evaluating and retaining teachers on the basis of classroom performance and
impact on student achievement;

7. Giving school principals the authority, training, and information to make human
resource decisions and responsibility for teacher effectiveness; and

8. Obtaining, disseminating, and using reliable, consistent information (particularly
value-added data) about student and teacher performance.

Synthesizing these reforms into a comprehensive, multi-faceted agenda to improve
educator effectiveness poses a massive challenge. However, this challenge stands
shoulder to shoulder with the magnitude of improvement possible for Texas public
schools and the promise of economic vitality to be gained from a highly educated
citizenry. Improving educator effectiveness is the first, as well as the most important, step
we will take in creating the schools we need.

“We must invest in the future of our children and our nation by ensuring that all students
have the best teachers possible.”” The Teaching Commission, 2006

For more information, visit TIER at www.texaseducationreform.org.
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