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Dear Friend of Public Education,
Almost a year ago, Governor Sandoval and the Nevada Legislature passed historic education
bills to improve the State’s public schools and prepare our future workforce. Nevadans earned
acclaim from across the country for adopting reform measures that promised to fundamentally
change how we support and operate our schools.
That legislation was a significant first step, but was only the beginning of a journey that would
require a lot of other steps and actions to translate comprehensive legislation into practice and in
a way that leads to gains on the ground – in the classroom. We recognize too that solving
Nevada’s education problems will require more than supportive legislation; it will require all of
us to play a role and to do more than we have done before. The challenges facing public
education cannot be overcome by teachers and principals alone. This is not a Department of
Education problem, or the legislature’s problem, or business leaders’ problem, or one that can be
placed on the shoulders of parents and community stakeholders. This is a Nevada problem and
one that will require every person and organization to contribute to solving it over a number of
years.
It was in this spirit that a group of leaders, convened by Nevada Succeeds President Brent
Husson, gathered to provide input on next steps and to maintain our collective sense of urgency
toward improving public education. This group of over 60 leaders in business, education, and
government created the “What’s Next Nevada?” project to identify and develop specific policies
and actions that will lead to greater success for our students. During the last seven months, the
advisory group of this project have crafted systemic policy solutions which have been refined by
focus groups of parents, teachers, and principals in the areas of school leadership, teacher
retention and recruitment, and school culture.
This report contains their recommendations. It is our hope that Governor Sandoval, the
Legislature and the Nevada Department of Education will consider the recommendations and
take steps to build upon the legislation that was passed last year and further improve our
education system.
It has been our pleasure to co-chair this project and to work with so many committed leaders and
stakeholders to provide our students with the best education possible – the most important work
of our time. We look forward to continuing our work with you, staying engaged in this process,
and keeping our focus on the success of our children.
Sincerely,

Mark Hutchison, Lt. Governor

Ross Miller, Former Secretary of State
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What’s Next Nevada? Project Purpose and Process
After the passage of historic education reform legislation in 2015, a small group of community
and State’s leaders came together to discuss next steps in the effort to improve public education
and to maintain the sense of urgency. These leaders initiated the What’s Next Nevada? Project
and with the help of Nevada Succeeds assembled a group of business people, legislators,
educators, and other stakeholders to provide input and make recommendations for continued
improvement.
Co-chairs Mark Hutchison and Ross Miller tasked the Advisory Group of the Project to provide
recommendations for specific actions the Governor, Nevada legislature or Department of
Education should make in order to continue the march toward developing a world-class
education system and graduating students who are college- or career-ready.
The Advisory Group recognized that
the changes would have to be
The Advisory Group placed a premium on
systemic and that not everything
systemic solutions and ones that could be
could be accomplished at once,
leveraged to significantly improve how schools
especially as the challenges have been
and districts operate and get results.
longstanding. Thus they decided to
focus their work on three foundational
areas: 1) strengthening school
leadership, 2) recruiting and retaining high quality teachers, and 3) creating positive and highperforming school cultures.
The Advisory Group placed a premium on systemic solutions and ones that could be leveraged to
significantly improve how schools and districts operate and get results. Recognizing that any
systemic or comprehensive change would require concomitant paradigm shifts and numerous
ancillary actions, the Group also decided to limit the number of recommendations to a few.
There was no attempt made to address numerous other problems or challenges; the goal was to
derive specific recommendations that would have meaningful and positive effects, and that
would require other changes in the education system.
The process
The What’s Next Nevada? Project launched in November 2015. During the five months after the
launch, the Advisory Group met four times for several hours each time. Work between meetings
included studying white papers and the key concepts and practices regarding the focus areas.
Many members also met with colleagues to gather input and to discuss the context of the
numerous related issues.
Toward the end of each meeting, the Advisory Group made preliminary recommendations for
either the legislature or the Nevada Department of Education. After their third meeting (in
March), the Group had drafted approximately 30 recommendations in the focus areas
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(approximately ten in each area). These draft recommendations were then taken to five different
focus groups of parents, teachers, and principals for comment and input. These focus groups
(comprising a total of 25 principals, 25 teachers, and 15 parents) also prioritized the
recommendations drafted by the Advisory Group (see Appendix 4). The teacher and principal
groups also added recommendations in each area for the Advisory Group to consider.
In April, the Advisory Group reviewed the input and other recommendations of the focus groups
and prioritized all of the recommendations. The top recommendations were grouped, where
possible, under key systemic solutions and are being submitted for consideration to Governor
Sandoval, the legislature and Nevada DOE.
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The Recommendations
Over the course of five months, the Advisory Group
of the What’s Next Nevada? Project discussed and
developed numerous recommendations to improve
public education in the areas of school leadership,
teacher recruitment and retention, and school
climate and culture. Many of the suggestions for
improvement addressed different aspects of the
same problem, emphasizing the need for systemic
solutions. Thus we endeavored to identify a handful
of systemic solutions that would encompass the top
specific recommendations of the Advisory Group,
and also ensure our recommendations would not
lead to piecemeal or disparate actions that would
have minimal impact on the system as a whole.
Focusing on systemic solutions would also have the
tendency to enhance equity and ensure English
language learners and other subgroups of students
would benefit from the changes.
These final recommendations are comprehensive,
systemic, and bold. We recognize that they
represent several paradigm shifts for people
connected to the traditional system. We further
understand that they will require continued
stakeholder engagement and work by
knowledgeable educators to outline how these
recommendations are implemented in practice.
Still, we Nevadans have never been stymied by the
enormity of the challenge at hand. If these
recommendations are implemented in purposeful
and systemic ways, we will fundamentally change
our education system and improve academic
outcomes for children.
The Advisory Group of the What’s Next Nevada?
Project submit the following recommendations to
Governor Sandoval and the Nevada State
Legislature for consideration.

Recommendations for the Legislature
1. Create and promote a meaningful
career progression for teachers
2. Align the principal talent
management system – principal
competencies, professional
development, evaluation,
recruitment, and accountability
3. Assess, develop, and support
positive climate and high
performance culture in schools
 Including parental and
community engagement and
satisfaction

Programmatic Recommendations
4. Expand the two-year Peer
Assistance Review (PAR) system
for new teachers and teachers
new to the districts

5. Create a statewide U-Teach
program for STEM education
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1. Create and promote a meaningful career progression for teachers.
In order to solve Nevada’s teacher shortage, we must not only recruit more teachers, but also
retain more teachers in the profession. And if we are to retain more teachers, we will have to
rethink how the current school system is structured; we need to rethink teacher roles and
responsibilities and make the actual job more attractive to a new generation of people willing
to contribute to the education of children.
The Advisory Group recommends that the State create and promote more career
options and pathways within the teaching profession. A meaningful career progression
for teachers will help them gain expertise as they grow in the profession and will also help
schools and districts retain effective teachers. Teachers would not be faced with having to do
the same job for an entire career or leave teaching to become an administrator.
Steps in a career progression could include learning coach, novice teacher, professional
classroom teacher, special assignments teachers, personalized learning facilitator, mentor
teacher, instructional coach, data and assessment analyst, teacher leader, and others. A
meaningful and defined career ladder could also allow for flexible staffing, variable work
hours, job sharing, or some responsibilities being completed remotely.
Creating a meaningful career progression
will necessitate substantive changes in
many other areas of the district and
education agencies. The creation of a list
of different roles and responsibilities and
slotting people into those roles will not
suffice. If a career progression is to be
meaningful and serve to reward
demonstrated competencies and make the
profession more attractive, then it must be
accompanied with changes in teacher
standards, professional development,
evaluation, and compensation.
The Advisory Group notes, in particular, that there should be a continuum of teacher
standards for teachers at various stages of their career. If teacher roles and
responsibilities are to be more differentiated in a career progression, it would make sense to
outline a progression of skills and competencies. Teachers at various stages need to have
mastered different competencies and should have differentiated professional development. A
novice teacher should not be expected to perform at the level of a more experienced,
effective teacher or that of a mentor teacher.
Revising and reframing teacher roles and job descriptions may also require changes to the
traditional teacher certification and have implications for the traditional salary schedule as
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compensation is partly differentiated on the type of position rather than solely on years of
experience.
As this recommendation would require a systemic change to our education model, we
recommend that the legislature convene a task force to design a specific career ladder
for the teaching profession and outline specific concomitant changes to teacher
standards, certifications, and compensation.

2. Align the principal talent management system – principal competencies,
professional development, evaluation, recruitment, and the accountability
system.
The Advisory Group recognizes the compounding demands of the principalship and that
most principals work tremendously hard and are trying to cope with a system that has not
allowed them to do their best work. At the same time, there exists a strong perception that
some principals are ineffective and that there is almost no accountability for poor leadership
or poor school performance. Similarly, there is general agreement that the current principal
evaluations carry little meaning – they do
not determine actual effectiveness and the
evaluations do not influence employment
or placement decisions.
Top specific recommendations
entertained by the Advisory Group reveal
that the root problem lies with the lack of
alignment among expected principal
competencies, professional development,
evaluation, and the accountability system:





Differentiate professional development for school leaders based on specific competencies
and need
Conduct more meaningful evaluations of school leaders and hold them accountable
Provide additional resources for principals to learn new competencies (budget and
finance, systems thinking, building high performance and adaptive cultures)
Align principal managers’ evaluations with the NEPF (Nevada Educator Performance
Framework)

The Advisory Group recommends that the legislature provide the resources for and
task the Nevada Department of Education with redesigning the principal talent
management system in a way that aligns principal recruitment, certification,
supervision, professional development, support, and evaluation, and that holds
principals accountable for specific performance and achievement outcomes. This
redesign of the principalship should occur and be deployed by July 2018.
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Tackling any one piece of this recommendation without attending to the intersecting parts of
the talent management system will not solve the problem. It will not be enough for the
Teachers and Leaders Council to review and refine the current principal evaluation
framework. Nor will it be enough to provide a broader menu of professional development
workshops and courses from which principals may select. The implementation of
meaningful evaluations, increased accountability, and increased support, will require a
comprehensive review and alignment of the system to recruit, train, support, and evaluate
principals.
The Advisory Group further notes that redesigning the principalship at this time is most
opportune. The next decade will witness the growing importance of the principal. And as
Nevada considers granting more autonomy and decision-making to schools, there is a real
need to help principals acquire skills and fulfill responsibilities related to the new delegation
of authority. Budget and finance training, working with English language learners and
special populations of students, and greater knowledge of recruitment strategies and HR

Over the next decade effective principals will be those who demonstrate true
leadership skills and who can work systemically, build high performance and
adaptive cultures, and take advantage of technology and computer
applications to ensure the effective delivery of a modern educational program.
practices in particular are areas that immediately require principal skill development.
In addition, the profession is changing quickly with advances in technology and new
workplace requirements. Over the next decade effective principals will be those who
demonstrate true leadership skills and who can work systemically, build high performance
and adaptive cultures, and take advantage of technology and computer applications to ensure
the effective delivery of a modern educational program.
The Advisory Group understands that aligning principal talent management will act as a
catalyst for other changes in the system. The Department of Education will have to consider
how increased principal accountability affects other human capital management paradigms
and practices. For example, increased accountability must be accompanied by increased
support and resources or one will build a climate of fear. Additionally, tying principal
evaluations to outcomes may require the districts to grant principals greater decision-making
authority over whom they hire and whom they release.
If the State’s education legislation and other reform initiatives are to be implemented well
and in a way that will garner support, the cadre of current and future principals will need to
be well-selected and well-trained. They will also need to focus on achievement and
performance outcomes and get results.
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As a State, we need to raise our expectations of what can be accomplished and hold our
school leaders to higher standards. This means being clear about the specific competencies
we expect of our school leaders and being equally clear about the outcomes we seek. It also
means being honest and transparent about accountability – rewarding what we value most
and being more intolerant of poor performance.

3. Assess, develop, and support a positive climate and high performance
culture in schools
 Including parental and community engagement and satisfaction
The Nevada Educator Performance Framework for administrators includes standards that
address many aspects of school climate and community engagement.1 However, there is
general agreement that there is still insufficient attention placed on developing positive
climates and high performance cultures and even less time devoted to assessing them.
Creating high performance cultures is a prerequisite for maximizing the effectiveness of
reform initiatives and high quality staff. Effective teachers want to work in an environment
in which they have some influence over the decisions that directly impact the classroom.
They also want to work in an environment that holds high expectations for all staff and
students and where exemplary performance is valued and recognized. High performance
cultures are characterized by core values that guide the organization’s behavior and priorities,
a shared and inspiring vision, high expectations for students and staff, a focus on outcomes,
high accountability married with high levels of support, and a level of autonomy that allow
staff members to do their best work.
It is the rare principal who takes purposeful steps
to develop and maintain a high performance
culture. And, generally, principals are neither
trained nor assessed in the development of such a
culture. This deficiency continues to take a toll on
morale and job satisfaction. It also impedes higher
levels of achievement since the main alternative to
a high performing culture is one that focuses on
compliance and process instead of outcomes.
The Advisory Group thus recommends that the
legislature provide resources to assess the
degree to which schools are creating positive climates and high performance cultures
and to support building leaders, principal supervisors, and appropriate district
executives in the improvement of school climate and culture.
1

In particular, Standard 3 and Standard 4 of the rubric for Administrator Professional Responsibilities Standards
and Indicators.
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Like the first two recommendations, this one will also require paradigm shifts. If it is to be
implemented well, leaders and stakeholders throughout the education system would have to
shift from a compliance-driven way of operating to one focused on outcomes. They would
have to identify and ensure a common understanding around what the community and district
values most. Goals and objectives would reflect those values. Leaders would clearly
articulate expected performance and achievement outcomes and prioritize both need and
resources. The entire system would have to rethink how it can better support teachers and
principals as it raises expectations and raises accountability.
Additionally, the Advisory Group recommends that efforts to improve school culture
include parental and community engagement and satisfaction. Deficits in customer
service and, in some instances, noted insensitivity to community cultures impacts the overall
perception of the school’s climate and culture. The following should be considered to help
improve engagement with parents and the community:
 Include parent satisfaction as a metric for school accountability
○ Conduct a parent/community survey for data
 Increase funding to support school efforts to expand communications and engagement
(particular attention should be paid to communications with parents of ELL students)
○ Find creative ways to staff front offices with personnel who are bilingual
 Consider parent work schedules and hold parent meeting at times when parents are
available
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Programmatic Recommendation
The Advisory Group placed a premium on systemic solutions and ones that would act as a
catalyst for other changes over the next several years. Still, many of the suggestions focused on
enhancing or expanding programs that have gotten good results and show strong promise of
making a strong positive impact in the area of teacher recruitment and retention. The Advisory
Group recommends the expansion of the following two programs to the legislature for its
consideration.

4. Expand the two-year Peer Assistance Review (PAR) system for new
teachers and teachers new to the districts.
Peer Assistance and Review is an existing program to help teachers meet the standards of
effective teaching. Under the program, experienced or “consulting teachers” support new
teachers and teachers new to a school district. Consulting teachers provided differentiated,
job-embedded, professional development based on the Nevada Educator Performance
Framework (NEPF).
The concept of providing greater support for new teachers is grounded in the belief that new
teachers often find their first couple of years overwhelming and that greater support and
mentoring will not only make them more effective, but will help keep new teachers in the
profession.
The Advisory Group recommends the
legislature conduct a review of the data
for the Peer Assistance Review (PAR)
system to determine whether the system is
actually helping to retain teachers and
improve their effectiveness. If this is so,
we recommend the legislature provide the
resources to expand the two-year PAR
system for new teachers and teachers new to
the districts.
The PAR system should also be aligned with
teacher preparation programs across the State and also be congruent with the teacher
evaluation system for new teachers. Additionally, the consulting teacher position could be
included in the career ladder recommended by the Advisory Group.

5. Create a statewide U-Teach program for STEM education.
The shortages across the country are particularly acute in the STEM (science, technology,
engineering, and math) areas. Addressing the shortage of teachers in Nevada will require
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action in many areas, including widening the pipeline of highly qualified teachers, especially
those teachers desiring to teach math and the sciences.
One existing program in Nevada, based on similar successful programs in the United States,
is the U-Teach program currently being offered at the University of Nevada, Reno.
Preliminary data at the University demonstrates that the program has been successful in
recruiting college students into the teaching profession in these hard to fill areas and also has
a high retention rate. National retention data for the U-Teach program show approximately
88 percent of U-Teach graduates go on to teach in math and science classrooms, often in high
need schools, and five years later, 80 percent are still in schools, compared to 65 percent
nationally.2
The Advisory Group recommends that the legislature create a statewide U-Teach
program for STEM education. This would address an important area of need with regard
to teacher recruitment. The U-Teach program would help to increase the quality of the firstyear teacher and also help diversify the teacher workforce.

2

“NevadaTeach Set to Make Significant Impact on Secondary STEM Education,” by Nicole Shearer, Nevada Today,
University of Nevada at Reno website, 29 April 2015.
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Commentary from Nevada Succeeds
Nevada Succeeds supports the recommendations made by the Advisory Group of the What’s
Next Nevada? Project. We applaud this diverse group of leaders for their comprehensive look at
our schools challenges and for deriving systemic solutions that show real promise of
significantly improving the quality of the education our students receive.
We have no illusions around the enormity of the task before us. The recommendations will
challenge established concepts and ways of operating. In many respects they will also require
entrenched interests to consider what can be sacrificed in order to advance the interests of
students and those of the larger ecosystem.
We also understand that the hard work is only just beginning. With these recommendations,
Nevada takes a few more big steps along the path of reform and transformation. Real
advancement, however, will come from the detailed action plans created to carry out the
recommendations and the leadership and courage needed to see them through. Nevada Succeeds
will encourage the various organizations represented by the What’s Next Nevada? Project to stay
engaged and help ensure effective implementation of the recommendations.
Greater autonomy for school leaders under AB 394
Several initial suggestions of the Advisory Group argued for greater autonomy and site-based
decision-making for school leaders. For example, many believe principals should have more
control over personnel decisions, making it easier for them to hire the staff they want and to
remove ineffective teachers. Additionally, the Group believes granting greater autonomy to
leaders over the use of resources will allow the school leader to tailor operations to local
conditions and unique circumstances.
The Advisory Group understands that
under AB 394, passed last year, the
legislature created a technical committee
to develop a plan to reorganize the Clark
County School District and revise
certain provisions related to collective
bargaining. This committee is also
considering the degree of site-based
decision-making that will accompany
any reorganization. Thus, the Advisory
Group makes no recommendation at this time, except to encourage the legislature to ensure AB
394 develops in a way to provide greater autonomy to school leaders.
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Teacher recruitment and quality
While the legislature and Nevada DOE will have
its hands full with just the few recommendations
made by the Advisory Group, we would
nonetheless like to call out one additional area
that will require our collective attention.
The Advisory Group discussed several
suggestions related to teacher recruitment, but
decided to focus on teacher retention (an area in
which interest was also heightened as a result of
teacher vacancies). Nevada Succeeds believes
that teacher retention is hugely important, but
must also be accompanied by efforts to bring
high quality teachers into the profession. We
briefly outline three ideas that may help alleviate
the teacher shortage and raise the quality of the
teachers entering the profession.

Recruiting Teachers
1. Relax certification requirement for
teachers of non-core or non-tested
subject
2. Raise professional standards and
change certification process to
attestations of specific
competencies
3. Expand the Mojave Project

1. Relax certification requirements for teachers of non-core or non-tested subjects.
While there is a shortage of traditional teachers willing to work full-time, there is likely a
host of people with bachelor’s or associate’s degrees willing to teach in non-traditional
settings or for part time. There are also professionals and people with requisite skills,
especially in the arts or in vocational subjects that could be called upon to personalize the
learning for students. Innovative leaders in the traditional schools can figure out ways to take
advantage of this pool of instructors and, at the same time, expand the personalization of
learning for students.
The key will be for schools to be clear about the outcomes they are trying to achieve. The
following are examples of the types of innovative strategies that will achieve the same
outcome that we want for students:
o A high school collaborates with
UNLV School of Medicine and
hires a group of medical students
to teach a freshman health science
class and an introduction to
medical science class for juniors.
The mid-term and final exams are
approved by the Nevada
Department of Education.
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o A high school collaborates with two local communications and marketing companies
to provide apprenticeships for 20 students twice a week from 3:00 to 5:30 p.m.
Students also work on projects for the companies, but receive no compensation.
o A middle school collaborates with the local YMCA or other fitness centers to provide
membership at a much reduced rate. Students earn physical education credit after
attending the fitness center for 90 hours.
o A high school enrolls 50 students in an on-line computer programming class. The
school hires a computer programmer who works for a company in Nevada. The
programmer works part time for the school, guiding the students and helping them
with problems. The “teacher” is available to answer questions or support students
from 7 to 9 p.m. four days a week.
While some minimum level of content knowledge and credentials should be required,
certification requirements can be differentiated. In the short term, they can be relaxed in
several areas. Beyond at least two years of college and a background check, the State could
leave it to the principal’s or HR director’s discretion as to which person or supporting
organization can achieve the learning outcomes the school and parents value.
2. Raise professional standards and change certification process to attestations of specific
competencies
The relaxation of teaching requirements in specific circumstances should be accompanied by
the strengthening of standards for professional classroom teachers. Over time, the profession
must become much more selective and attract predominantly top tier college graduates.
First, the schools of education should raise entry
requirements. The minimum composite ACT score
should be set at 24 and gradually increased to 28.
Candidates should demonstrate high competency in
data analysis and critical thinking. They should also
demonstrate leadership skills.

Lesson
Design
ATTESTATION

The certification process should be replaced with an
“attestation” process whereby teachers receive
attestations of various skills or competencies. These
attestations should be based primarily on demonstrated
ability to achieve specific results or outcomes.
Teachers have to earn a minimum number of core
attestations in order to be eligible to enter the
profession. Additional attestations, again tied to demonstrated competencies and student
proficiency outcomes, lead to higher levels of effectiveness and promotions.
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3. Prepare to expand the Mojave High School Teacher Pipeline Project

The pool of talent feeding into the teacher preparation programs at our state colleges
and universities must be expanded. Nevada Succeeds is working with Mojave High
School, Nevada State College, UNLV and other parties to develop an aligned program
that will; introduce 9th graders to the teaching profession, provide specific guidance
through high school, support those students through specially designed teacher
preparation programs at State schools and finally, for the students that complete the
program, a job as a teacher in the Nevada K-12 system.
This project is in the design phase now and will be rolled out as a pilot program in the
fall of 2016. We believe that this approach will ultimately provide many benefits to
the State, the Districts and the students who participate.
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Appendix 1: Members of the What’s Next Nevada? Project
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Appendix 2: Other Recommendations
The Advisory Group considered a number of suggestions and made several other
recommendations. The other recommendations are listed in this appendix in order of priority
and divided in the three major areas: school leadership, teacher retention and recruitment, and
school culture and climate. Additionally, the principal and teacher focus groups also made a few
recommendations, which were considered by the Advisory Group. Those recommendations are
annotated as such.
All of these recommendations warrant attention and should eventually be considered by the
legislature or Nevada Department of Education.

Other School Leadership Recommendations


Develop a framework to grant districts and schools greater site-based decision-making with
full accountability based on pre-determined outcomes



Conduct a public information and “marketing” campaign to sell the career and professional
opportunities in Nevada education



Incentivize highest performing administrators to move to or stay at schools with the highest
need



Engage business leaders to develop constructive partnerships with school leaders and help
them grow their leadership skills



Identify principal core competencies and ensure their use in an aligned talent management
system (licensure or certification, recruitment, evaluation, professional development)
o Change principal certification to “attestations” and endorsements that would provide
more information about principal skills and abilities



Do not transfer poor performing principals to another school (they should be retrained).
[Teacher focus group recommendation]



Provide principals with the autonomy and the resources to be effective, including the ability
to choose their administrators, teachers, and support staff. [Principal focus group
recommendation]



Include teacher input as part of the principal evaluation (equivalent to the teachers’
evaluation). [Teacher focus group recommendation]



Define career ladders for principals; tie movement on that ladder to performance
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Tie principal compensation to specific outcomes and performance goals



Develop magnet, choice, or “focus” schools in order to individualize schools and attract
principals with skill sets that match the focus of the school



Use the Teachers and Leaders Council (TLC) as the vehicle to refine and focus the principal
competencies. [Principal focus group recommendation]

Other Teacher Retention and Recruitment Recommendations


Allow flexibility in teacher work schedules (such as blended learning) and duties, and allow
for flexible groupings and collaboration. [Teacher focus group recommendation]



Grant greater autonomy (with accountability) to schools in the area of teacher recruitment
and retention
o Allow hiring and firing decisions to be under the control of the schools
o Allow flexibility in class loads
o Allow schools to apply for waivers and deregulation
o Allow schools flexibility in the allocation of funds to support and incentivize teachers
who serve high-needs students



Define outcomes for teacher prep programs including: retention rates of teachers that
graduate from a program, diversity of graduates, impact on student achievement, and the
alignment with district needs (i.e. STEM, special education, bilingual)
o Publish degree of success in reaching those outcomes



Recruit from and use the “untapped” workforce
o Consider flex time and part time educators
o Consider non-education professionals to teach some subjects
o Expand the pipeline of teachers or others who want to be career-tech-ed (CTE)
teachers
o Also reverse engineer the workforce of tomorrow to identify areas for which we will
need teachers



Design a mandatory induction and mentoring program
o Increase funding for such a program
o Create 90-day personalized induction and development plans



Determine the right metrics and data sets to identify what makes an effective teacher and an
effective school. [Principal focus group recommendation]



Continue SB511 – Teach Nevada Scholarships
o Review and monitor the effectiveness of this scholarship program
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o Identify promising teacher candidates and provide more scholarships for traditional
preparation programs


Increase starting salaries and non-monetary compensation



Create a “Teach for Nevada” incentive program to attract effective teachers to Nevada



Create a teacher “cadet” program to recruit the best and brightest high school students



Define specific duties and responsibilities that allow teachers to do their job and nothing
should be added unless something is subtracted. [Teacher focus group recommendation]

Other School Climate and Culture Recommendations
 Provide opportunities for teachers to participate in major school policy and school culture
decisions
 Help HR be more strategic with teacher placement and the hiring of teachers who fit the
school’s culture
o Make changes to statute to ease the ability of leaders to enter into discussions
about pay for performance
o Make statutory changes to collective bargaining
o Revise current HR policies or create HR policies that support the recruitment of
teachers and leaders who are willing to create a high performance culture
 Create an empowerment model for schools to use to allow for greater autonomy and that
will produce achievement and performance outcomes. [Teacher focus group
recommendation]
 Increase the positive perception of the District, starting with better highlighting of
strengths and the positives
 Ensure principals have autonomy over the decisions that impact them at their level.
[Principal focus group recommendation]
 Require an onboarding process for new principals to learn about the school and hear from
teachers about how they view culture and climate
 Allow teacher and parents to be involved in the selection of principals and other school
administrators. [Teacher focus group recommendation]
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 Strengthen and streamline a two-way communication system between principals and the
legislature and between principals and the district. [Principal focus group
recommendation]
 Create a turnaround principal academy, focusing on competencies needed to be a
turnaround principal
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