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SUMMARY

This report provides district managers and citizens with information to help them
understand school staffing at Portland Public Schools. Issues related to how
the district hires, assigns, and transfers teachers have been the subject of
discussion for some time. Yet, until now, the district has not systematically
examined its human resources data to show the differences in staffing patterns
amongst schools within the district.

Analysis of school staffing patterns during the 2004-2005 school year revealed
many positive attributes of the district's teacher workforce. For example,
staffing data show nearly two-thirds of the district's teachers have a master’'s
degree or higher. Data also show many of the district's teachers have
substantial classroom experience, with over half having more than ten years’

Audit results show many experience. While the audit shows the district's teacher workforce has many
positive "’,ﬂ”{]‘”es of the strengths, close examination of the data also suggest opportunities for
district’s teacher

improvement. This report presents 12 figures, examining different aspects of

Worﬁorce but some staffing in district schools. Staffing patterns identified include the following:
staffing patterns should
be monitored and e Lower performing schools had the highest concentration of the least
managed experienced teachers (figures 1-3).

e Schools with the highest poverty levels had the least experienced teachers
(figures 4-6).

e The distribution of teachers with advanced degrees showed some
unevenness -- with fewer in higher poverty schools and a concentration in
lower performing schools. (figures 7-8).

 Fewer teachers requested transfers into lower performing or higher poverty
schools (figures 9-10).

e Teacher turnover was highest in the district’'s low-performing and higher
poverty schools (figures 11-12).
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Recommendation: Portland Public Schools should strengthen its teacher
staffing process by:



Round’s one and two are
limited to internal
candidates; round three
Is the first opportunity for
applicants from outside
the district to apply

in, first out” rule may be made if a newer teacher has significantly greater
experience or training related to an assignment or classification, has an
extended responsibility assignment, is a department chair, or occupies one of
five other extra duty positions designated by a principal.

The final phase of the hiring process -- round three -- is the first opportunity for



around for awhile should have the ability to teach where they want to. They



Schools do some of the teacher candidate screening, check some of the
references, conduct interviews, and make hiring recommendations, principals in
the other districts were reported to have more control over the hiring process.
Other districts reported their principals were “extremely” involved in teacher
hiring decisions, involved to the “maximum extent,” “intimately involved,” or
involved “up to their elbows.” Portland Public Schools hiring process stood out
from this pattern, in that the district's round two placement process was
conducted mainly by human resources staff, with assistance from district
administrators. In round two, unassig



Objectives, Scope, and Methodology



EXHIBITS
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1. Lower Performing Schools Had a Higher

Concentration of Newer Teachers

District teachers who worked in lower performing schools
were more likely to have less than four years of experience

than their counterparts in higher performing schools.

School Rating &
Number of Schools

Percent With Less Than
Four Years' Experience

Teachers in schools rated unacceptable and /fowhad a
greater than average percentage of these newer teachers by
margins of 71 and 54 percent, respectively.

Percent Above or
Below Average

2. Highly Experienced Teachers Were Less Likely

to be Assigned to Lower Performing Schools

Schools rated more highly on the Oregon Department of
Education 2003-2004 district report card had a higher
percentage of teachers with greater than 10 years of
experience than did lower rated schools.

Schools rated /owand unacceptable had a lower than average
share of teachers with ten years’ experience or more by
margins of 7 and 38 percent, respectively.

School Rating &
Number of Schools



3. Low-Performing Schools Had the Highest 4. Schools With the Highest Poverty Levels Had
Concentration of First-Year Teachers Relatively Fewer Highly Experienced Teachers



5: First-Year Teachers Were Scarcer at Lower
Poverty School

First-Year Teachers by Percent of Students
Eligible for Free & Reduced-Price Meals

EEE——
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Schools with lower poverty levels tended to have fewer first-
year teachers, compared to higher poverty schools.

Schools in the two brackets with the lowest poverty (0 to 19.9
percent and 20 to 39.9 percent) had less than the average
percentage of first-year teachers by margins of 38 and 14
percent respectively.

Percent Eligible for Free &

Reduced-Price Meals & Percent Above or

Percent First-Year

Number of Schools Teachers Below Average
80to 100% -- & 4.5% -3%
60to 79.9% -- 30 5.9% +27%
401t059.9% -- 15 5.1% +9%
20t039.9% -- 17 4.0% -14%
01t019.9% -- 20 2.9% -38%
Average 4.7% 0%

6. Schools With Higher Poverty Levels Had a

Larger Percentage of Newer Teachers

Higher poverty schools had a larger percentage of teachers
with less than four years of experience, compared to lower
poverty schools.

Schools in the two highest poverty brackets (80 to 100
percent and 60 to 79.9 percent) had 35 and 15 percent more
than the average percentage of these teachers with limited
experience.

Percent Eligible for Free &

Reduced-Price Meals & Percent Above or

Below Average

Percent With Less Than
Four Years’ Experience

Number of Schools
8010 100% -- & 21.4% +35%
60to 79.9% -- 30 18.2% +15%
40t059.9% -- 15 15.2% -4%
20t039.9% -- 17 11.0% -30%
0t019.9% -- 20 14.4% -9%
Average 15.8% 0%



7. Higher Poverty Schools Had Relatively Fewer
Teachers With Advanced Degrees

Teachers With A Master's Degree or Higher by Percent of Students
Eligible for Free & Reduced Price Meals

W 80-100%
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H20-39.9%
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e Schools serving high concentrations of poor students had
relatively fewer teachers with advanced degrees.

e The two highest poverty categories (80 to 100 percent and 60
to 79.9 percent) had less than the average percentage of
teachers with advanced degrees by 13 and 4 percent
margins, respectively.

Percent Eligible for Free &

Reduced-Price Meals & Percent Above or

Below Average

Percent of Teachers With a
Master’'s Degree or Higher

Number of Schools
80to 100% -- & 55.7% -13%
60to 79.9% -- 30 61.4% -4%
40t059.9% -- 15 65.5% +2%
20t039.9% -- 17 67.8% +6%
01t019.9% -- 20 67.4% +5%
Average 64.1% 0%

8. Teachers With Advanced Degrees Were
Concentrated in Lower Performing Schools

Teachers With a Master's Degree or Higher
by School Rating

*J
]

60.0%

B unacceptable

55.0% 65.0% 70.0% 75.0%

e Schools rated exceptional or strong had a somewhat smaller
than average percent of teachers with advanced degrees, by
an equal margin of 5 percent.

e On the other hand, schools rated satisfactory, low, or
unacceptable had a higher than average percentage of these
highly educated teachers by 2, 7, and 14 percent margins,
respectively.

School Rating & Percent of Teachers With a Percent Above or

Number of Schools Master’s Degree or Higher Below Average
Unacceptable -- 1 73.1% +14%
Low -- 4 68.8% +7%
Satisfactory -- 33 65.7% +2%
Strong -- 35 61.0% -5%
Exceptional -- 17 61.1% -5%
Average 64.1% 0%



9. Relatively Few Teachers Requested Transfers 10. Relatively Few Teachers Requested Transfers
Into Lower Performing Schools Into Higher Poverty Schools

e During the 2003/2004 school year, there were relatively fewer
teachers requesting transfers into low-performing schools.

e The ratio of applicants per vacancy
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The purpose of this report is to support the school board
in meeting its responsibilities and to help improve the performance
and ensure the accountability of Portland Public Schools for the
benefit of the citizens of Portland.
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PORTLAND PUBLIC SCHOOLS

P.O. Box 3107, Portland, Oregon 97208-3107
(503) 916-3239 / FAX (503) 916-3107
e-mail: msloane@pps.k12.or.us
Maureen Sloane
Human Resources Counsel

Memorandum
TO:  Vicki Phillips
FR:  Maureen Sloane
DT:  July 29, 2005

RE: Response to Audit Report on Teacher Hiring, Assignment and Transfer

Those of us who work in Human Resources are very pleased that this audit has been performed.
We have believed for some time that there are a number of issues regarding teacher staffing that
need to be addressed. This report is a good start. However, the report itself is limited because of
the limited criteria used to define a qualified teacher. In determining what teachers were best
qualified, the auditor identified only the criteria of experience and education. There are other
criteria that principals routinely use in determining whether or not a particular teacher is a good
fit for a particular school. Those criteria are much more difficult to quantify in an audit such as
this but should be included in an analysis of how the District matches teachers with schools.

In addition, this audit did not analyze whether a particular portion or section of the collective
bargaining agreement caused the identified inequities. Article 10 of the PAT agreement, which is
the article which governs teacher staffing, has many different provisions. It is unclear if the audit
is calling for a complete change in the teacher hiring process or whether the changes can be
smaller. At this point, we do not have enough information to identify whether wholesale changes
are needed.

The staff in Human Resources would be pleased to participate in further studies of the issue as
well as developing new staffing strategies with the union as recommended by the report.

MRS:hg





