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The Improve Group conducted the independent evaluation of the Teacher Effectiveness Initiative and 

prepared this executive summary as a complement to its full report.  

In 2009 the Bush Foundation announced a 10-year Teacher Effectiveness Initiative (TEI) focused 

on transforming the ways in which teacher candidates are recruited, prepared, assisted with 

employment, and supported by teacher preparation programs (TPPs). This initiative is guided by 

the Bush FoundationƢs educational achievement goal to increase the percentage of students who 

are on track to earn a degree after high school and eliminate disparities among diverse groups.  

The initiative aims to increase K-12 teachers' quality and effectiveness, and thereby improve 

studentsƢ educational achievement. The impetus for this initiative lies in a strong body of 

evidence suggesting that teacher quality is the most influential in-school variable affecting 

student performance.  

Fourteen institutions of higher education (IHEs) in Minnesota, North Dakota, and South Dakota 

involved in the Teacher Effectiveness Initiative are: 

Augsburg College 

Bethel University 

Concordia University 

Hamline University 

Minnesota State UniversityƟMankato 

Minnesota State UniversityƟMoorhead 

University of Minnesota-Twin Cities 

North Dakota State University 

St. Catherine University 

University of St. Thomas   

St. Cloud State University 

University of South Dakota 

Valley City State University            

Winona State University  
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Nine of the 14 institutions organized themselves into two separate consortia and collectively 

applied for TEI funding. The two consortia are the Twin Cities Teacher Collaborative (TC2, 

comprised of Augsburg College, Bethel University, Concordia University, Hamline University, St. 

Catherine University, and the University of St. Thomas), and the Valley Partnership (comprised 

of Minnesota State UniversityƟMoorhead, North Dakota State University, and Valley City State 

University). Institutions belonging to these two consortia collaborated on TEI proposal 

development, formed inter-institution steering committees and working groups to collectively 

implement new teacher education strategies and monitor progress, while also addressing the 

unique circumstances of each TPP.  

TPPs have agreed to organize improvement efforts around four key pillars (recruitment, 

preparation, employment, and support), using data to measure performance and inform change 

(a fifth pillar). Because partner institutions all had a long tradition of providing teacher education 

prior to adopting the goals of the TEI, each has set an individualized series of priorities and goals 

in the core pillar areas that account for historical strengths and identified areas for growth. 

In nearing the midterm point for the 10-year, $40-million investment in the TEI, the Bush 

Foundation engaged an evaluation partner to help understand the progress toward TEI goals. The 

Bush Foundation contracted with the Improve Group to design and implement an evaluation to: 

Document what has occurred since institutions began implementing the Initiative; 

Inform refinement and future work of the Initiative; and  

Inform other Bush Foundation programs and the field of teacher preparation. 

To document progress toward TEI goals and challenges, the evaluators used a variety of 

qualitative methods including: 

Semi-structured interviews with project leads from each TPP, coordinators of the Twin Cities 

Teacher Collaborative (TC2) and Valley Partnership, and FHI 360 coaches;  

Focus groups with faculty and staff at all TPPs, as well as with each of the initiativeƢs pillar 

working groups; and 

Online focus groups with students currently enrolled in TPPs, recent graduates of TPPs employed 

as teachers, cooperating teachers responsible for supervising student teachers, school district 

administrators tasked with supervising new teachers, and school district administrators involved 

in building partnerships with TPPs. 
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The interviews and focus groups addressed a number of topics, including progress and 

challenges associated with each pillar area, changes to TPP culture, and the sustainability of 

changes made as part of TEI. In the Findings section of this report, interview and focus group 

participants are typically referred to as ƥrespondents.Ʀ  Unless otherwise noted, themes described 

in this report were invoked by respondents at a majority of TEI institutions. 

This summary of findings is organized by the TEI pillars of recruitment, preparation, 

employment, support, and measurement. For each pillar, key achievements and challenges to 

implementation are identified . In addition, the summary of findings includes an overview of the 

types of culture change occurring at TPPs and a discussion of the TEIƢs sustainability outlook. 

It should be noted that much of this report focuses on the description of strategies for affecting 

change in each of the pillar areas and the implementation of these strategies. Because of the 

complexity of strategy implementation, the process of affecting change in the way that TPPs are 

structured required a significant investment of time and resources. At the time of data collection, 

IHEs did not yet feel that they could make conclusive claims about the impact of these strategies 

for most pillar areas. Thus, at this stage of the initiative, there is limited data available with 

which to quantify the impact of the changes described in this report. After several more rounds 

of common metrics data (defined on page 10 in ƥMeasurementƦ) collection and further 

refinement of data management systems, TPPs should be able to make more conclusive 

statements about impact. 

 

 

 

 

 



 п 

 

Before the TEI, few TPPs had taken an intentional approach to the recruitment of teacher 

candidates. In most cases, few TPPs had the resources to devote to the development of a 

marketing strategy. 

Areas of Progress and Learning  

Nearly all TPPs have increased their capacity to promote themselves by forging stronger 

relationships with university marketing departments and/or adding education-specific marketing 

staff to apply branding techniques and redesign websites, informational brochures, and other 

materials. For example, both TC2 and Valley Partnership have designed websites that provide 

information about teaching careers for prospective students, licensure resources for current 

teacher candidates, and job listings and support materials for recent graduates.   Marketing 

efforts have also been directed at raising the profile of teaching and forging a stronger identity 

for those enrolled in TPPs.   

One change that many TPPs have made in order to increase the quality of incoming teacher 

candidates is to increase the minimum grade point average required for admission.  

TPPs have prioritized the recruitment of students of color and implemented a number of 

strategies to address this demand,  including community outreach, scholarships, and the 

organization of future educator clubs.  

TPPs have sought to recruit talented students with interests in high-needs areas such as STEM 

(Science, Technology, Engineering, and Mathematics) , special education, and ESL (English as a 

Second Language). TPPs have offered scholarships to students willing to pursue double majors in 

STEM fields and education and have created more opportunities for teacher candidates to earn 

certificates and credentials in high-need areas.  
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As research sheds new light on the sorts of dispositions that are associated with teacher quality, 

TPPs are likely to integrate this knowledge into their recruiting practices in the coming years. 

Remaining Challenges in Recruitment  

Many respondents directly tasked with recruiting students of color into TPPs feel under-

supported within their own institutions, and believe that TPPs do not often understand the range 

of barriers facing students of color.  

Recruitment of students interested in high-needs areas remains a challenge. STEM students have 

a number of career pathways available to them and teaching may not appear to offer an 

attractive value proposition.  

Faculty and staff at TPPs were well-versed in the literature on best practices in teacher training 

prior to the TEI but faced a range of barriers to the implementation of changes to teacher 

education. TPP respondents felt that many of the changes that have been enacted using Bush 

Foundation resources would likely have been attempted at some stage, though not nearly as 

quickly or efficiently. TPP faculty and staff reported that prior to receiving Bush Foundation 

support, they simply did not have time to engage in the kind of collaborative planning and 

strategic decision-making necessary to rapidly transform the process of teacher preparation. 

Areas of Progress and Learning  

TPPs have engaged in sweeping redesigns of their curricula based on research-derived best 

practices, feedback from school district partners, and alignment with shifting standards for TPP 

accreditation and teacher licensure. Linkages between theory and practice have been significantly 

addressed by embedding a variety of clinical/field experiences in coursework beginning with the 

earliest stages of teacher training. 
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TPPs have begun to increase the duration of student teaching experiences and have restructured 

these clinical experiences to include a greater emphasis on co-teaching and mentoring and have 

advocated for a change to the pedagogical approach characterizing such experiences. Longer 

placements afford candidates greater opportunities to apply pedagogical strategies to a variety of 

classroom situations under the tutelage of an experienced supervisor and demonstrate their 

ability to positively affect student learning before securing their first professional position. These 

restructured experiences better prepare students to meet changing licensure requirements and 

begin their careers with confidence.  

During the program redesign phase of the TEI, TPPs actively sought the advice of school district 

supervisors as they considered how to restructure practicum experiences, and these discussions 

have allowed partnerships to evolve in ways that are conducive to the goals of both TPPs and 

school districts. The increased presence of TPP faculty and staff has helped to build trust 

between TPPs and schools and provides more opportunities for professional development and 

collaboration. 

Remaining Challenges in Preparation 

While TPPs have invested significant resources to train faculty, staff, teacher candidates, and 

partner district staff members in the co-teaching model, some worry that long-term support for 

the co-teaching model may not be sustainable. Both TPPs and their partner school districts incur 

significant costs in the provision of ongoing support, and few respondents could identify long-

term funding sources for intensive, coordinated support activities.  

Some TPPs have had difficulty finding enough adequate clinical experience placements for 

candidates in high-needs areas. In addition, some TPPs have found it difficult to find enough 

placements with what they consider to be quality teachers. 

School districts that partner with more than one TEI institution feel that it would be more 

efficient for TPPs to work together and establish a uniform set of procedures for instances when 

a district is hosting students from multiple programs. 

Partner school districts located in more remote regions may not receive enough support for co-

teaching and other professional development to allow them to adequately support clinical 

experiences based on redesigned curricula.  
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TPP faculty and staff did not typically see their teacher training role extending to employment 

and, in some cases, there was minimal systematic follow-up with graduates to learn about 

employment outcomes. 

Areas of Progress and Learning  

Courses include components that help candidates understand what employers are looking for in 

new teachers and how to market themselves for open positions.  Respondents also suggested that 

closer ties with school districts have allowed for teacher candidates to gain greater visibility in 

districts that are potential places of employment. New teachers reported that lengthy clinical 

experiences gave them a range of experiences to draw on in job interviews and left them feeling 

confident in their ability to handle the rigors of early career teaching.  

TPPs have begun to work more closely with their institutionsƢ career services offices to help 

students cultivate the skills necessary to embark on a successful job search.  Respondents are 

working to determine how IHE career centers can continue to better address the specific 

employment-related needs of teacher candidates from the earliest stages of their education. 

TPPs have begun to make a greater effort to routinely communicate with school districts located 

in their region in order to learn more about hiring needs. Some TPPs have taken steps to 

organize events and establish systems that more easily facilitate direct interaction between job-

seekers and school districts with position openings.  

 

 

 

 

 


