Delaware Department of Education

2013 DELAWARE TALENT
PRACTICES SURVEY REPORT
An analysis of educator recruitment and
retention in Delaware schools
January 2015
Prepared By:
Shanna Ricketts and Maija Hall
Teacher and Leader Effectiveness Unit (TLEU)
Delaware Department of Education

2013 Delaware Talent Practices Survey Report

Table of Contents
EXECUTIVE SUMMARY .........................................................................................................3
EDUCATOR HIRING NEEDS AND STAFFING .......................................................................5
Teacher Hiring Needs ..............................................................................................................6
Non-Instructional Hiring Needs ...............................................................................................7
HIRING PRACTICES ................................................................................................................8
Timing of Hiring .....................................................................................................................8
EDUCATOR RECRUITMENT PRACTICES ........................................................................... 10
Recruitment Practices ............................................................................................................ 12
Incentive Practices ................................................................................................................ 14
Teacher Selection .................................................................................................................. 15
RECRUITMENT & HIRING POLICIES .................................................................................. 17
CONCLUSIONS....................................................................................................................... 18

2

2013 Delaware Talent Practices Survey Report

EXECUTIVE SUMMARY
Of the school-based factors that influence student achievement, research has found teacher
effectiveness has the largest impact.1 Given this critical role of educators, efforts to ensure all
students have access to great teachers and leaders have focused on policy and practices pertaining
to teacher/leader preparation, recruitment/selection, compensation, mentoring/induction,
placement, evaluation/development, and retention. Broadly described as “talent practices” in this
report, the research is abundant on the types of policies and practices in each of the aforementioned
areas that help ensure a talented teaching force. For example, research indicates that the length and
timing of the hiring process affects the quality of teachers that are ultimately hired. 2 Additionally,
research from the 2013 TELL Delaware teaching conditions survey also reveals that perceptions
of teaching conditions differ widely for those intending to stay and those intending to leave their
schools.3 To continue to ensure that the best educators are in Delaware classrooms it is imperative
to understand and share promising “talent practices” being utilized across Delaware’s districts and
schools.
This report provides the results of the Talent Practices Survey regarding the 2013 hiring season
(February 2013 through October 2013). Personnel managers responded to questions on the timing
of hiring, the ease/difficulty of filling particular instructional and non-instructional positions, the
budget allocated to recruitment, their recruitment strategies, the use of financial incentives, their
use of data, and more. This report includes the responses from all 19 public school districts in
Delaware. The Talent Practices Survey builds upon the Delaware Teacher and Administrator
Supply and Demand Survey that had been conducted annually for the past 11 years by the Institute
for Public Administration at the University of Delaware in conjunction with the Delaware
Department of Education.
Some key findings from the survey include:
Difficult-to-staff positions remain unchanged from previous years:
 Among teaching positions, bilingual/ESOL, high school math, and foreign language
continue to be some of the most difficult teaching positions to staff.
 Among non-instructional positions, the most difficult to staff include speech therapist,
guidance counselor, and psychologist.
Legislation passed to promote early hiring continues to have an effect:
 State policy to promote early hiring continues to improve with 68% of districts agreeing
that they were able to hire teachers earlier this year than in previous years.
 However, only three districts stated that they intend to hire the majority of their
instructional positions by June.

Rivkin, S.G., Hanushek, E.A., & Kain, J.F. (2005). Teachers, schools, and academic achievement, Econometrica,
73(2), 417–458.
2
Levin, J. & Quinn, M. (2003). Missed opportunities: How we keep high-quality teachers out of urban classrooms.
New York: TNTP.
3
New Teacher Center (2013). 2013 TELL Delaware Survey Research Brief: How Different Educators Perceive
Teaching Conditions.
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Financial incentives are rarely used:
 Three districts offered recruitment incentives for hiring new teachers and this was primarily
in the form of relocation assistance.
 No district offered recruitment incentives for hiring new principals.
 Three districts reported used pay incentives to do at least one of the following: a) reward
excellence in teaching, b) recruit or retain teachers to teach in hard to staff schools, c)
recruit or retain teachers to teach in fields of shortage, or d) recruit or retain the best
teachers for the district.4
Districts find teacher evaluation data useful for identifying their most impactful teachers:
 84% of school districts stated that they had a model for identifying their most impactful
teachers.
 The primary sources of data included student growth, DPAS summative ratings, and
Component V ratings.

While this data is self-reported by the districts, there are five districts that are participating in the Delaware Talent
Cooperative: Seaford, Laurel, Capital, NCC Votech, and Brandywine.
4
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EDUCATOR HIRING NEEDS AND STAFFING
In the 2013 hiring season, 998 teachers were hired in the state of Delaware.5 This represents a
slight increase from the 975 teachers who were hired during the 2012 hiring season and a decrease
from the 1,169 teachers who were hired in the 2011 hiring season.6 On average, fewer than one in
twelve teachers are new hires each year in Delaware. 7 The chart below shows the percentage of
teachers who were new hires by district for the 2013-2014 school year.

Percentage of New Hires by District 2013-2014
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Data from Delaware Department of Education records, 2013-14.
Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
7
Data from Delaware Department of Education records and includes teachers from the 2007-08 through the 2011-12
school years.
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Teacher Hiring Needs
Districts reported that during the 2013 hiring period, the
three positions for which they posted the most applications
were elementary, special education-secondary, and foreign
languages. Thirteen districts stated that they received the
most applications for elementary teacher positions. The
same number of districts stated that elementary positions
were the ones for which high-potential applicants were the
most abundant. This is consistent with past years in which
the number of elementary teacher applicants has far
surpassed the number of applicants for other positions.
These findings are also supported by recent reports
suggesting an oversupply of elementary teachers in the state
of Delaware with 373 elementary teachers being prepared
for an estimated 122 anticipated openings. 8

Subject areas for which highpotential applicants were
MOST abundant
Elementary
Social Science
Special Education-Secondary
English/Language Arts
Special Education-Elementary
Physical Education
Business Education
Foreign Languages

# of
districts
13
4
2
2
2
2
1
1

Subject areas for which highpotential applicants were
The three teaching positions that districts reported as
LEAST abundant
receiving the least number of applications from highBilingual/ESOL
potential applicants were bilingual/ESOL, high school
math, and foreign languages. This is similar to reports in High School Math
both the 2011-2012 and 2012-2013 school years in which Foreign Languages
foreign languages, high school science and high school High School Science
Special Education-Secondary
math were the three most difficult positions to fill. 9
Elementary
English/Language Arts
Special Education-Elementary
Music
Middle School Science

# of
districts
8
8
7
5
3
1
1
1
1
1

Sawchuk, S. (2013). Colleges overproducing elementary teachers, data find. Education Week.
Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
8
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Non-Instructional Hiring Needs
The non-instructional positions for which the most job applications were posted in the 2013 hiring
season were speech therapist, guidance counselor, and psychologist. The positions of guidance
counselor and elementary school assistant principal were the non-instructional positions for which
high-potential applicants were most abundant.
The positions of speech therapist and psychologist were the non-instructional positions for which
high-potential applicants were least abundant during the most recent hiring season. Similarly, in
the 2013 Supply and Demand Survey, personnel directors named speech therapists, nurses,
psychologists and secondary school principals as the most difficult non-instructional positions to
fill. 10

Non-Instructional Positions for which the Most Job
Opportunites were Posted during Last Hiring Period
Speech Therapist

10

Guidance Counselor

7

Psychologist

5

Secondary School Assistant Principal

2

Elementary School Principal

2

Nurse

2

Library Sciences/Media Technology

2

Secondary School Principal

1

Middle School Assistant Principal

1

Elementary School Assistant Principal

1

Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
10
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HIRING PRACTICES
Timing of Hiring
Research indicates that nationally the length and timing of the hiring process affect the quality of
teachers a district ended up hiring.11 Teachers hired earlier tend to have higher ratings on the
teacher evaluation rubric and teacher applicants who withdrew their applications from the hiring
process were more likely to have higher GPAs as well as a degree in their field. 12 Late hiring
contributes to higher turnover and its accompanying costs, as late hires are more likely to leave
the district within one year. 13
School districts across the nation face roadblocks that prevent early hiring. These include
uncertainties around student enrollment and state budgets. Many districts also have transfer
policies in place that do not incentivize teachers to announce their retirement or resignation plans
early. Additionally, there are collective bargaining policies that govern teacher transfer
requirements.14 In the Supply and Demand Survey Analysis conducted in the state of Delaware in
2012-2013, personnel directors stated that the major reasons for late hiring included the uncertainty
of the September 30 enrollment count, late increase in enrollment, and concerns about having to
use local funds to fully fund additional teachers. 15
Sixteen public school districts in
Hiring Target Dates
Delaware stated that they have a
target date by which they intend to
fill the majority of their instructional
May
1
positions, however only three
districts had a target date that would
Jun
2
be considered early hiring, i.e.
between May and June. Sixty-eight
percent of districts responded either
July
6
agree or strongly agree to the
statement that they were able to hire
7
teachers earlier than in previous August
years. There has been a general
decrease in late hiring over the past
five years with the percent of teachers hired August or later decreasing from a high of 64% in
2010-2011 to 49% in 2011-2012, the first year in which new regulations were put in place which
guaranteed state funds to cover 98% of estimated hiring numbers. This regulation helped to reduce
some of the uncertainty around funding teacher positions that had been contributing to delays in
hiring. This regulation became permanent law with the passing of House Bill 259 in 2014. For
Levin, J. & Quinn, M. (2003). Missed opportunities: How we keep high-quality teachers out of urban classrooms.
New York: TNTP.
12
Cooley, N., Heath, J., & Tomes, E. (2014). For top teachers, hire early. [Blog post]. Retrieved from
http://tntp.org/blog/post/for-top-teachers-hire-early
13
Jones, N. D., Maier, A., & Grogan, E. (2011). The extent of late-hiring and its relationship with teacher turnover:
Evidence from Michigan. Society for Research on Educational Effectiveness Conference.
14
Levin, J. & Quinn, M. (2003). Missed opportunities: How we keep high-quality teachers out of urban classrooms.
New York: TNTP.
15
Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
11
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53% of new hires, district personnel managers stated that the 98% guarantee impacted the hiring
timeframe of vacant positions. 16
Eighteen school districts either disagreed or strongly disagreed with the statement: A large share
of teachers our district extended contracts/offers to did not accept. Four districts agreed with the
statement: significant amount of teachers committed to work in our district/charter and later
changed their decision during the period of June-September.

Legislation to Promote Early Hiring
The state of Delaware has sought to address one of the common reasons given for late hiring of teachers:
uncertainty around funding for teacher positions. Through the pilot program, created in 2011, the state
started estimating each district’s enrollment for the following year in May and guaranteeing state funds to
each district to cover 98% of the state’s share of hiring the teachers justified by that enrollment estimate.
Senate Bill 16 was passed in 2011 and required the creation of an estimated unit count each March. The
state guaranteed that school districts would receive unit funds for the following school year equivalent to
98% of the estimated unit count. The bill had to be reauthorized prior to April 1, 2012. Senate Bill 164
passed in 2012 extended the law by two years.
The law was found to have a major impact on promoting earlier hiring with the shares of teachers hired
after August decreasing from 64% in 2010-11 to 49% in 2011-12. House Bill 259 passed in 2014 and
allowed the law to continue permanently.

16

Data from Delaware Department of Education records, 2013-14.
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EDUCATOR RECRUITMENT PRACTICES
The majority of districts stated that they recruited frequently from universities within the state of
Delaware: University of Delaware, Wilmington University, and Delaware State University.
Respondents were asked about the out-of-state recruitment locations that they also target.
Responses included Pennsylvania, New Jersey, Maryland, and New York universities. Salisbury
University located on the eastern shore of Maryland was specifically listed by three districts and
West Chester University located 25 miles outside of Philadelphia, Pennsylvania, was specifically
listed by two districts as out-of-state locations targeted for teacher recruitment.

Most Frequently Used Teacher Applicant Pools
University of Delaware

18

Wilmington University

16

Delaware State University

11

ARTC

Wesley College

5

4

The majority of Delaware’s new teachers are recruited from its institutions of higher learning. In
the 2012-2013 school year 10.3% came from an ARTC program.17 Approximately two thirds of
early career educators, defined as teachers in their first five years, come from in-state colleges and
universities. The chart below shows the share of early career educators who work in high-needs
schools broken out by the institution of higher education from which they graduated.18

Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
18
“The Set” Monthly Data Brief: A Spotlight on Early Career Educators and Institutions of Higher Education
(December 2014).
17
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Percentage of Early Career Educators in
High-Needs Schools, by IHE
26.0%

27.0%

24.3%
19.7%

20.6%

15.7%

Delaware State University of Wesley College State average
University
Delaware

Wilmington
University

Out-of-state

Districts have indicated that posting job opportunities and job descriptions on the district’s web
site, University of Delaware Project Search, staff networking, and job fairs are some of the most
effective recruitment strategies.
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Most Used & Most Effective Recruitment Strategies
Teacher employment agencies
Delaware Charter Network
Teach Delaware
Alternative teacher prep programs
Non-neighboring states trips/fairs
Info sessions/notices at colleges
School open hour/other events

Neighboring states trips/fairs
School's web site
Join Delaware Schools
Print advertisements
Job Fairs
Staff networking/word-of-mouth
UD Project Search
District's web site
0

2

4

6

8

# of districts that say in the past this strategy has yielded the best results

10

12

14

16

18

# of districts that use frequently

Recruitment Practices
There have been slight decreases in the number of districts reporting that they have recruitment
budgets in recent years. There were 15 districts reporting that they have a recruitment budget in
the 2011-2012 school year, 14 in the 2012-2013 school year.19 For the most recent hiring period,
13 districts reporting having a recruitment budget. Recruitment budgets ranged from $2,500 to
$30,000. In general, districts with fewer than 450 employees had less money allotted for
recruitment than did districts with a larger number of employees.

Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
19
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Join Delaware Schools
Join Delaware Schools is a campaign launched in 2013 to attract the best educators to teach in the
state of Delaware. Central to the campaign is the online statewide teacher recruitment portal—
www.joindelawareschools.org—that provides a one-stop site for potential applicants to learn
about education jobs in the state, and also to apply for such positions. Nearly all districts have
signed up for the central hiring website and by 2016, the expectation is that all districts and
charters will use the site. The goals of the website are to:
 Communicate Delaware’s K-12 vision, culture, and achievements,
 Provide easy access to all vacancies in Delaware’s public education system, and
 Simplify the application process so that educators who identify with the vision are
compelled to Join Delaware Schools.

Join Delaware Schools by the Numbers
 Over 400,000 site visits

 Over 8,000 applicants
 Over 1,500 administrator & 3,500 teacher applications

www.joindelawareschools.org
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Incentive Practices
In the 2012-2013 school year, four school districts offered recruitment incentives to teacher
candidates.20 In the 2013-2014 school year, this number declined with three districts stating that
they offered recruitment incentives to teacher candidates. Two of the three districts that offered
recruitment incentives to teacher candidates stated that this was in the form of relocation
assistance. No district offered recruitment incentives to principal candidates.
Three districts reported that they used pay incentives such as financial bonuses, salary increases,
different steps on the salary schedule to do some or all of the following: a) reward excellence in
teaching, b) recruit or retain teachers to teach in hard to staff schools, c) recruit or retain teachers
to teach in fields of shortage, and d) recruit or retain the best teachers for the district.
Incentives are a potential lever that districts can use for teacher retention, for attracting diverse
teaching candidates, and for attracting teachers to teach in hard to staff schools. The chart below
shows the teacher retention trajectory for the state of Delaware differentiating between high need
schools and non-high need schools and indicates that high need schools retain fewer teachers year
to year.21

Same-School Retention Rate of All Educators
by School Type and School Year
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Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
21
“The Set” Monthly Data Brief: How well are Delaware’s Educators retained in “High-Need” Schools? (July
2014).
20
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Teacher Selection
The quality of the teacher a student has makes a tremendous impact on that student’s growth.
Studies here in the state of Delaware have shown that the difference in student performance for
students who have a below average teacher and students who have an above average teacher is
0.15 standard deviations. 22
Thirteen of the nineteen districts (68%) stated that they had a model of attributes, values,
dispositions, and professional competencies that clearly establish the district’s ideal teacher.
Twelve districts (63%) responded similarly with regards to the ideal principal. When making a job
offer to teacher applicants, the top three qualities that districts looked for were 1) certification in
subject to be taught, 2) academic content knowledge, and 3) instructional knowledge. The table
below lists additional qualities and the number of districts that deemed each particular quality
“very important.”

Number of districts who rated the following qualifications
"very important" in making a job offer
Advanced degrees

Experience working in similar communities
Experience working with similar students

Sample lessons/unit plans
Teaching or other related experience

1
2
4
5
8

Track record of performance

11

Classroom management knowledge

11

Positive recommendations

12

Instructional knowledge

15

Academic content knowledge

15

Certification in subject to be taught

18

Additionally, when personnel directors were asked whether they had a process in place for
identifying their most impactful teachers 16 school districts (84%) responded yes. All of the 16
school districts who stated that they had a process in place for identifying their most impactful
teachers used multiple measures for identifying such teachers. The chart below shows the various
measures used by school districts as well as the number of districts that used each particular
measure to identify its most impactful teachers.
Strategic Data Project (2013). Delaware educator diagnostic: An analysis of the first state’s workforce. Center for
Education Policy Research at Harvard University.
22
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Senate Bill 254
Senate Bill 254, which established the Committee to Advance Educator Compensation and Careers (CAECC), was passed
into law on July 1, 2014. The task of the Committee is to develop an alternative compensation structure and career
pathway for Delaware’s public school educators. A proposed plan is due to the Governor in January 2015.
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RECRUITMENT & HIRING POLICIES
To gain an understanding of considerations made for recruiting educators, we examined a series
of indicators that districts might consider to establish policies on recruitment and hiring. The
indicators used most often included school retention/turnover rates, the retention rate of the most
effective teachers, percent of applicants from various recruitment sources who are hired, and on
the job performance of teachers from various recruitment sources.

Number of districts that use the following indicators to make
decisions/policies for recruitment and hiring on a regular basis
Cost per hire

Data on late hiring within the district

1
10

School climate survey or TELL Delaware survey data

11

The amount of time needed to fill vacancies within the districts

11

On the job performance of teachers from various recruitment sources

13

Percent of applicants from various recruitment sources who are hired

13

Retention rate of most effective teachers

School retention/turnover rates

15
17

In the 2012-2013 school year, seven districts administered an exit survey to departing teachers. 23
In 2013-2014 the number of districts administering an exit survey increased to 11.

Sherretz, K. L., Kelly, C. G., & Matos, R. A. (2013). Delaware teacher and administrator supply and demand
survey analysis report. Institute for Public Administration.
23
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CONCLUSIONS
Research has shown that the breadth of recruitment practices a district uses has implications for
the quality of teachers that are hired. 24 Therefore, an examination of the practices used by public
school districts is warranted and provides an opportunity for districts to adopt best practices that
are tailored to their unique needs. Across the state, public school districts continue to face
challenges filling particular subject areas: high school math, bilingual/ESOL and foreign
languages. Speech therapists and psychologists continue to prove the most challenging noninstructional positions for districts to fill. Expanding recruitment strategies, for instance with the
increased use of joindelawareschools.org across the state, should help districts address these
areas by allowing them to reach a wider audience of prospective teachers more easily.
Additionally, as the range of sizes of budgets varied greatly across districts—from districts with
no recruitment budget to districts with recruitment budgets of $30,000—there may be best
practices of using any available recruitment budget that can be shared across districts.
Public school districts in Delaware continue to primarily recruit locally, tapping the three major
universities in the state for new teachers: University of Delaware, Wilmington University, and
Delaware State University. Districts continue to find that posting jobs on their web site is an
effective recruitment strategy, and thereby continue to use it frequently. Join Delaware Schools
has become a more prominent recruitment tool with more districts using it frequently and saying
that it yields good results. We expect to continue to see Join Delaware Schools increase in
prominence as a recruitment tool in the upcoming years.
Districts continue to be able to hire earlier than in previous years, and some of this effect can be
credited to the passing of House Bill 259 which guaranteed that school districts would receive
unit funds for the following school year equivalent to 98% of the estimated unit count, thereby
reducing the funding uncertainty that often caused districts to delay the hiring of teachers.
Financial incentives can influence the recruitment and retention of high-quality teachers.25 Yet
only three districts reported offered recruitment incentives to teacher candidates and no district
offered recruitment incentives to principal candidates. Additionally, only three districts reported
used pay incentives to meet at least one of the following goals: reward excellence in teaching,
recruit or retain teachers in hard to staff schools, recruit or retain teachers in fields of shortage,
and recruit or retain the best teachers for the district.
Thirteen districts have a model of attributes, values, dispositions, and professional competencies
that clearly establish the district’s ideal teacher, and twelve have such a model for the district’s
ideal principal. The top three qualities that hiring personnel looked for in teacher candidates were
certification in the subject to be taught, academic content knowledge, and instructional
knowledge. Sixteen districts have a process for identifying their most impactful teachers. This
sources of data most often used include student growth, DPAS summative ratings, and
component V ratings.

Balter, D. & Duncombe, W. D. (2008). Recruiting highly qualified teachers: Do district recruitment practices
matter? Public Finance Review, 36(1), 33-62.
25
Prince, C. D. (2002). Higher pay in hard-to-staff schools: The case for financial incentives. Arlington, VA:
American Association of School Administrators.
24
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Overall, these findings reflect the positive results of improved policies that have supported
earlier hiring within the districts. They also continue to highlight difficult areas for districts in
terms of recruiting teachers and serve as a guide for the work that the Department does around
improving tools such as Join Delaware Schools. They also highlight areas in which districts can
look to each other to learn how various recruiting strategies have worked. This work continues
within Delaware as we continue to learn from each other and build on best practices to ensure
that we have the best teachers and school leaders in every classroom and school building.
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