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Summary for Commission focus groups. 
Commission Member: Patti Gallagher, Lake Placid Board of Education 

  
Examine factors in preparing, recruiting, training, and retaining high-quality teachers and 
principals, and factors in developing district leadership to improve student learning and raise 
student achievement. 
  
1. Incentives to hire and retain our best teachers to keep them in New York;  
If we want to be certain we offer students the highest caliber education we can provide, we 
must be sure we are attracting the best and brightest to the profession of teaching.  
It will mean re-thinking the role that teachers have in a school. 

 Recognize teaching as a profession. Quality matters. 
 Teacher expertise and input needs to be valued and sought out. 
 School culture matters. 

It means re-thinking how professional responsibilities change throughout a teacher’s career and 
re-thinking compensation, evaluation, and training.  

 Establish teachers as participants in, not recipients of, their own evaluations. 
 Make a ladder for teacher achievement: experienced teachers develop as professionals 

(who stay in the classroom) who can then aid younger teachers along the same path. 
 Offering sign-up bonuses and forgivable loans, as well as portable seniority guarantees 

can increase the attractiveness of the teaching profession.  
 Tiered structure: more experienced teachers serve as mentors who coach or lead newer 

teachers. These “master teachers” are compensated for both their skills and their 
efforts to support newer teachers 

It means re-thinking the role that teachers have in creating and advocating for education policy. 
 Treat as partners in education, not as a commodity. One of the testimonies suggested 

Regional Teaching Boards.  
 Unions exist to support and protect their members, and collectively bargain on their 

behalf. However, this does not necessarily make unions the best mechanism for a 
professional teacher voice. Regional Teaching Boards, filled by current teachers, and 
providing oversight in a variety of ways, could serve to re-imagine how professional 
teachers direct the system they fill. Such professional boards could act as policy bodies 
for the profession, setting standards for entry, preparation, establishing curriculum, and 
reviewing policy.  

  
2. Improvements in the teacher evaluation system to ensure New York is implementing one of 
the best evaluation systems in the country.  
In this area I think instead of improvements in the teacher evaluation system, the emphasis 
should be on evaluation and support for the evaluation system. With a focus of students first it 
would seem everyone will agree that every child deserves an effective teacher.  
Areas to consider:  

 Teachers are professionals and encourage excellence in their own field. A teacher, when 
evaluated for effectiveness, deserves an objective process that integrates evaluations 
into ongoing professional growth.  

 Principal evaluation system should include data on retention of quality teachers and 
should consider student, teacher and parent feedback. Overall school climate should be 
factored into the principal evaluation. 



Page 2 of 2 

 

 I support the idea of creating a default evaluation system to be put in place when local 
authorities can’t agree on a local system. This would be an incentive for districts having 
trouble agreeing to come back to the table.  

  

3. The use of teacher evaluations for decisions regarding promotion, hiring and termination as 
required in the teacher evaluation law. 
In this area I feel we need to consider the statement made by the NYSSBA. Public Education’s 
human resource system—from credentialing process through hiring and retention procedures, 
tenure decisions, performance evaluations, professional development programs, layoff rules, 
and disciplinary considerations, not to mention negotiated salaries, benefits and working 
conditions—are phenomenally complex, overly regulated, costly and inflexible.  

 Seniority trumps all other considerations when making layoff decisions, but tenure 
reform needs to be considered. Reconsider “Last in, First out”—the public supports 
performance-based layoffs. Seniority should not be the only factor. 

 Teacher performance and credentials should be considered to help keep the most 
effective instructors in the classrooms.  

Other laws that need to be reviewed.  
 Triborough Amendment translates into a negotiations process that discourages 

compromise, putting New York's taxpayers at a disadvantage.  
 3020a 

 State Senator Steven Salands’s proposal to give authority to act when they believe a 
teacher (what about administrators?) is a threat to student safety. 

  
4.  Teacher preparation, certification and education programs to ensure that teachers are 
properly trained to best educate our students.  
Innovative professional development programs that would integrate professional development 
into the core of teaching and every step, and align it to the curriculum that we impart on 
students whose level of achievement we are trying to raise. This could be provided through 
partnerships including institutions of higher education. 

 Offer incentives such as a pay differential and/or stipends for teaching in bilingual and 
ESL programs in high-need districts and schools  

 Encourage Certification Flexibility. Offer stipends for teachers with dual certifications. 
Review NYS labor laws that require teachers who change tenure areas to give up their 
tenure and start over in the new area—current teachers do not want to switch to 
another certification area and forfeit their current tenure status.  


