Paid Teacher Residencies in Texas
November 2024 Superintendent Call
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A growing percentage of new hires are not certified, but

sources are varied
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https://tea.texas.gov/reports-and-data/educator-data/employed-teacher-demographics-2023-2024.pdf

Different preparation routes lead to different outcomes for

teachers & students

TEA data shows higher quality preparation
routes improve teacher retention rates
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Research from Texas Tech shows that higher quality
preparation routes improve student outcomes

Uncertified Teachers with No Classroom Experience Impact Achievement:
Effects by Certification Status and Prior Classroom Role
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https://ttu-ir.tdl.org/items/e8d785a0-2be3-4942-bb43-d71705fb2d4f
https://tea.texas.gov/reports-and-data/educator-data/teacher-retention-by-source-2022-2023.pdf

Teacher Vacancy Task Force recommended a multi-pronged approach TEA

to reduce teacher vacancies and increase teacher retention

1: Increase overall and strategic compensation
Compensation 2. Enhance total compensation packages
3. Incentivize and support hard-to-staff areas

4 )

) Teacher
P Vacancy
<....0\ Task Force

Recommendations
.

7. Respect and value teacher time
Working Conditions 8. Ensure schoolwide culture and discipline
supports

4. Improve pipeline and preservice preparation
5. Expand teacher mentorship and leadership
6. Access to High-Quality Instructional Materials




High Quality Preparation that contains key practices has been
linked to positive outcomes for teachers and students

Key Practices

Classroom Practice Content Knowledge

Mentoring and Coaching

(during their first and/or second year)

e A research synthesis from Dunst et e Hill, Rowan, and Ball (2005) indicate e A meta-analysis from Kraft, Blazar,
al (2019) relates preservice that content knowledge for and Hogan (2018) shows
experience, including extended teaching is the strongest predicator relationships between quality
preservice experience, with positive of student achievement. coaching and student achievement
teaching practices. e Goldhaber, Krieg, Naito, and

e Ronfeldt (2021) links preservice Theobald (2020) link quality
practice with teacher retention and mentoring during preparation and
feeling prepared for the classroom. teacher efficacy

Preparation pathways vary greatly in implementation of these key practices, leading to
variance in student outcomes.
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Residencies are the highest quality pathway, but also the most expensive.
Without proper incentives, candidates often choose lower quality options.

Residency

Early field-based experiences
+ Yearlong teacher residency

0000

Content demonstration for
admission + content
pedagogy exam pre-teacher
or record, integrated
content-specific coursework
with yearlong practice

Extensive coaching and
placement under effective
mentor during residency

Traditional
Undergraduate

University

000

Early field-based experiences
+ Semester-long student
teaching

0000

Content demonstration for
admission + content
pedagogy exam pre-teacher
or record, variable quality of
content-specific coursework

L Jeole

Some coaching and
placement under effective
mentor during student
teaching

Alt Cert
Internship

L Jolele

Early field-based experiences

0000

Content demonstration for
admission + content
pedagogy exam pre-teacher
or record, variable quality of
content-specific coursework

0000

Some coaching and
mentorship support from
assigned campus mentor

Alt Cert
Late Hire Internship

O000

None pre-teacher of record

0000

Content demonstration for
admission + content
pedagogy exam pre-teacher
or record, variable quality of
content-specific coursework

0000

Some coaching and
mentorship support from
assigned campus mentor

Uncertified

O000

Not Required, local
implementation varies

0000

Not Required, local
implementation varies

L Jolele

Support from assigned
campus mentor

Most expensive and highest quality (variable
tuition + lost potential salary during pre-service)

Variable Quality and Cost
Higher Quality = $6K - $15K, Lower Quality = $4K

S0

Level of Best Practice Implementation in that Preparation Route: Strong [eeee] —Weak [0000]




In recent years, Texas has leveraged a multi-pronged approach to invest in and support
the implementation and scale of high-quality, paid residency models

/

« Districts partner with an
approved EPP and received
funds for teacher resident

/
« Education Service Center

offer strategic staffing
technical assistance to

currently implementing a
teacher residency model

4 I
« A vetted list of EPPs that are

4 . . .
« Partnerships design strategic

staffing models to support
paid teacher residencies via

grant-funded TA.
« Partnerships receive funds
for resident salaries.

support district in building
teacher residencies

salaries for three years, while
districts established enabling
conditions to make
residencies sustainable

TCLAS Decision 5:

Residency Program Texas Strategic
Supports Grant Staffing
(ESSER S)

Vetted Teacher Strategic Staffing and

_ ] A
Residency Program Residency
List Continuation Grants ‘ NN\ f>
N

Texas has invested over S100M in state and federal dollars to support the access, sustainability, and scale of
high quality, paid teacher residency models across the state of Texas.




These investments have led to the growth of the paid residencies across Texas
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37 Texas EPPs are currented “Vetted Teacher Residency
0 Programs” (additional information via the QR code).
21-22 AY 22-23 AY 23-24 AY
132 LEA-EPP partnerships have produced over 2,000 paid teacher The SBEC will begin approving EPPs for the official teacher

residents since 2021, with a 139% increase in paid resident placement. residency route leading to an Enhanced Standard certificate

in Dec. 2024.




A recent study of paid teacher residencies in Texas indicates that teacher residencies
have a positive impact on student achievement and teacher retention.

Comparison of Student Achievement of First-Year Teachers who
were Paid Residents vs. All Other First-Year Teachers

% of a Standard Deviation in Achievement First-year teachers who were paid residents

paid Resident us Uncertifed - o108 were as effective as fifth-year teachers in

Paid Resident vs Other Alternative W 0.082+* readln .
Paid Redsident vs LEA/ESC BT 0075
Paid Resident vs Out of State* o0i1s -_ 0.0a3%* .
If all first-year teachers had the same
Paid Resident vs University Prep m 0.076%* . - o
retention rate as paid residents,
Paid Resident vs All Other _— 0.087%= . .
approximately 3,600 fewer first-year teachers
-0.05 0 0.05 0.1 0.15

would have left Texas public schools between
22-23 and 23-24.

m Reading m Math

*QOut of State teachers may not be first-year teachers, but are in their first year of teaching in Texas

First-year teachers who completed a paid residency
perform comparably to other first-year teachers in
math and are much more effective in reading.
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Source: Paid Reside Retention (EPIC) 11



https://epic.unc.edu/wp-content/uploads/sites/1268/2024/11/Paid-Residency-Programs-in-Texas.pdf

Texas Strategic Staffing is a technical assistance program that can help school systems
design paid residencies and other high impact staffing models

ill e LEAs who participate in Texas Strategic Staffing receive

Residents as Release Time Support (Example 1) b e support to:
Instructional Need: Extend Lead Teachers’ . . . . . .
Reach and Fill Teacher Vacancies Residency Model * Establish teacher residencies in partneship with an
This example of the release time model relies O O E PP
on collapsing a teaching vacancy, resulting in .
slightly increased class sizes. Residents provide |y pessent | e f * Evaluate and potentially change campus and
release time so their host teacher (an exemplar SRCheE . ..
lead teacher) can support other classroom m m w w Classr(_)om Stafflng mo_delsl tO help maximize the
Teadfirs(coplaning cz-;ealc(;ring, modeling, effectiveness of teaching talent
observing, providing reeaback).
PAID Residency Model . | d . . .
entify savings from staffing model changes to
iy e O—:::r_::::::::::::::::::::::::;-:::. create sustainable funding in support of
o — 0O 0O 0 residencies, including vacancies, substitute

. | 25 N P teaching, para-professional, and professional

“R it t & Onb di Budget Resident Teacher Teacher Sttt

e development budgets

e Over 80% of LEAs that received Strategic Staffing

supports from TCLAS funding have continued offering
residencies at some scale within their districts, with a
Apply for the 25-27 Texas minimum of a $10,000 stipend for the residents.

¥ Strategic Staffing Grant

E%2m Learn more about the

ke

L% Texas Strategic Staffing
55 approach




Current Opportunities to Support Partnerships to Build
Sustainable Residency Models

Texas Strategic Teacher Residency Texas Strategic

Staffing Grant 2024- Continuation Grant Staffing Grant 2025-
2026 2027

e 16 awarded, a focus on

e 23 awarded small, rural partnerships - now open



https://tea4avalonzo.tea.state.tx.us/GrantOpportunities/forms/GrantProgramSearch.aspx

TEXA

The SBEC created
the first in the
nation Teacher
Residency
Preparation Route
leading to an
Enhanced Standard
certificate

AL

" Programs approved by the SBEC in
December 2024 could begin SBEC approved
residencies as early as January 2025.

= The SBEC will consider and take action to
approve additional EPPs for residencies in
subsequent meetings beginning in the 25-
26 AY onward.

" Teacher candidates who successfully
complete the teacher residency preparation
route could be issued the Enhanced
Standard certificate as early as Dec. 2025.



Next Steps for LEAs:

Continue to build strong EPP partnerships with high quality educator
preparation programs approved for the teacher residency prep route

LEAs currently engaged in 2024-2026 grant cycle should continue to partner
with their approved EPP partner.

Apply for 2025-2027 Strategic Staffing Grant



Teacher Residency Program Spotlight

Superintendent, Wes Corzine Huckabay I1SD

Region: 11 (Stephenville, Tx)
District Size: 305 (Non-metropolitan, fast growing)

EPP Partner: Tarleton State University
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