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| Conversation Structure

What are we trying to do?

How are we trying to do it?

1

2

At any given moment, how will we know if we’re on track?3

If we’re not on track, what are we going to do about it?4





| Structure of the Strategic Plan



| System Indicators
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| Theory of Action: A Professional Model of Teaching

IF we implement school-specific criteria, and attract, hire and retain 
educators

THEN all Jeffco schools will have classroom teachers prepared to 
transform student task. 



| SMART Goals
1. Recruitment: By 2021 the average number of highly-matched applicants by 

school-specific criteria for each classroom teaching job opening will be a minimum 

10:1 (10 candidates to 1 opening)

2. Selection/Hiring: By 2021/22 the average Jeffco starting classroom teacher step 

placement (average step placement of all hires in a single year) will increase by 

one-half step

3. Compensation: By 2021/22 the average Jeffco classroom educator salary will be 

within 5% of similar front range districts

4. Retention: By 2021/22, Jeffco will have less than 10% turnover rate of ongoing 

classroom teachers.



| Milestones

• Completed stage 1 of pilot program in 8 schools, developing and 
testing school criteria to drive hiring decisions.

• Review results and modify approach for next staffing season. 
• Developing system for candidate ratings within school-specific 

criteria.
• Adjust job postings for more descriptive presentation of school and 

position
• Complete 2018-19 start of school data analysis of hired employees, 

compensation comparisons.



| Leading Indicators

1. Number of applications per opening for classroom positions
2. Quality of interviewed applicants in relation to school-specific 

criteria in pilot program 
3. Number of district- and school-based attributes identified, and 

used to measured candidates (within the pilot). 
4. Experience of hired educators (as related to compensation, salary 

placement, average teacher salary)



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

● How you selected the criteria with your school community or 
collaborative committee

● How you defined with your team each of the selected criteria – to 
meet your school and student needs

● How you altered your selection process to make certain you 
asked questions or conducted activities to answer the 
school-specific criteria categories

● Did the person(s) you hired using the criteria match the criteria 
expectations – after the first 8-10 weeks of school?



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

● How you selected the criteria with your school 
community or collaborative committee

The school selected and school-developed criteria was 

created during one of our regular instructional leadership 

team meetings and based upon SCE initiatives (1:1 

Chromebook, Restorative Practices, Authentic Tasks, PLC 

work).



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

● How you defined with your team each of the selected 
criteria – to meet your school and student needs

Prior to reviewing the list of candidates in Teacher Match, 

we talked about what we might see on paper as evidence of 

each; trainings, school experience demographics, etc.



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

● How you altered your selection process to make certain 
you asked questions or conducted activities to answer 
the school-specific criteria categories

The ILT took a look at interview questions used in the past to 

ensure there was the opportunity to elicit not only knowledge 

with regard to the school specific criteria; but also that they 

was an authentic match philosophically for the criteria.

After deliberation and prior to any offer, we put any 

“wonderings” on the table.  We listened and watched for 

specific wonderings through reference calls and classroom 

visits.



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

● Did the person(s) you hired using the criteria match the 
criteria expectations – after the first 8-10 weeks of 
school?

I will keep each one given the opportunity!



| Principal Visit - Stephanie Cavallaro, Stony Creek Elementary

Criteria:
● district: focus on authentic task; content knowledge; instructional 

knowledge; classroom management; high expectations for 
learning

● school-selected: general experience; collaborative; culturally 
sensitive/aware

● school-developed: experience with 1:1 device; experience with 
restorative practices; experience with Project Based Learning; 
experience with students from poverty



| Sample Job Posting



| Sample Job Posting

About the School/Department
Carmody is a comprehensive 800 student 6-8 middle school in Lakewood. Carmody’s vast footprint 
covers many neighborhoods offering great diversity across the student body. On the one year School 
Performance Framework from CDE, Carmody currently ranks 4/18 Middle Schools in Jeffco. This 
ranking accounts for high achievement and high growth scores on the state standardized test (CMAS).

Carmody proudly operates within a STEAM (Science, Technology, Engineering, Arts and Math focus). 
STEAM is about incorporating creative thinking and an integrated project based learning environment 
in every classroom. The electives boast 24 different offerings with a STEAM lens and 9 licensed CTE 
(Career Technical Education) certified teachers. Carmody is intentional about a safe and welcoming 
culture and provides a restorative justice approach to our work. Every student is scheduled into a 
Connections class where the ratio is 12:1. The class is specifically designed to support the whole 
student and address any academic or social emotional needs while cheerleading, coaching and 
building trust between the student, their teacher and their school. Carmody Cougars embrace the 
following CORE Values: Positive Attitude, Respect, Integrity, Determination and Excellence (PRIDE) 
throughout all aspects of the school.

About You
All licensed personnel at Carmody believe all students can achieve. We value and engage frequently 
in collaboration and have knowledge and experience in PLC and Responsive Teaching models. 
Carmody considers itself a professional lab school, embedded with peer observation and a strong 
professional learning platform that supports all teachers.
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| SMART Goal
Recruitment: By 2021 the average number of highly-matched applicants by 

school-specific criteria for each classroom teaching job opening will be a minimum 

10:1 (10 candidates to 1 opening).

*This measurement is in development for the 2019-20 SY hiring period. 

| Trajectories



| SMART Goal

| Trajectories

Selection/Hiring: By 2021/22 the average Jeffco starting classroom teacher step placement 

(average step placement of all hires in a single year) will increase by one-half step



| SMART Goal

| Trajectories

Compensation: By 2021/22 the average Jeffco teacher salary will be within 5% of similar 

front range districts



| District Compensation
1. Jeffco sits at 8.97% under the comparable market average (metro districts)

2. In rank of 7 districts, we are 5 of 7

3. Jeffco is $18,066 under the highest district

4. Jeffco is $6,397 over the lowest district

District Average Teacher Pay 2017-18

Boulder Valley $75,220

Cherry Creek $71,711

Littleton $66,399

Adams 12/Northglenn $59,511

Jeffco $57,154

Douglas $53,080

Denver $50,757



| SMART Goal

| Trajectories

Retention: By 2021/22, Jeffco will have less than 10% turnover rate of ongoing classroom 

teachers.



| Implementation Heat Map

A Professional Model of Teaching 

Planning Capacity
Evidence 

of progress
Likelihood of 

success

Highly problematic – requires urgent and decisive action

Problematic – requires substantial attention, some aspects need 
urgent attention

Mixed – aspect(s) require substantial attention, some good

Good – requires refinement and systematic implementation



| Summary/Successes

● Compensation measures are changing for the positive, both the Jeffco 
average and the relationship to comparable districts

● Turnover continued downward trend
● 34 school-based hires made with school-specific criteria in mini-pilot; 

becomes our pilot cohort for school-year measurements
● Collection of some school-based criteria, to inform process and definitions
● Candidate self-rating system development is in progress for on-time delivery 

in February
● Reconfigured school-specific job postings are in development for on-time 

delivery in February
● School-specific criteria are in development for on-time delivery in February
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| Challenges

● Implementation and updating of district and school-based criteria for 
successful recruitment of classroom teachers. 

● Linking hiring practices/selection process to the identified school-based 
criteria. 

● Ensure competitive compensation through budget availability and 
compensation approaches.

| Resources Required
● Attraction/Recruitment resources and supports
● Staff support to school hiring processes
● System development support







Thank you

| Questions?


