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Our Hiring Benchmarks
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Why Teachers Say Yes to APS

Professional Development
District-Sponsored Master's
Degrees and Endorsements
Clearly defined Teacher-Leader
Growth Pathways & Roles
Content and leadership
professional learning programs 

Financial Investments
Highly competitive salaries
Strategic Stipends and Incentives
Add-on earning potential
through supplemental duties 

Resources & Support Systems
Induction & Mentorship Programs 
Best-in-class Technology
Teacher Resource Center
Modern Classroom and Curricula
Resources

District Perks
Protected Planning Time
Progressive Employee Policies
Wellbeing Programs
Reward and Recognition Programs
Teacher Voice Iniatives



APS Day One Readiness

Strong Record of Success: APS has maintained near-100%
staffing levels at the start of the school year for the past 10
years.

Consistency Through Challenges: Achieved full readiness
pre-pandemic, sustained success during the pandemic,
and continued post-pandemic recovery.

2024 Achievement: This year, we began the school year
with 100% of teacher vacancies filled.

Teacher Fill-Rates by School*

*July 29, 2024



"The quality of an education system cannot exceed the quality of its teachers."
- Linda Darling-Hammond



Digging Deeper into the Numbers

Teacher Distribution Disparity: High-poverty schools were
disproportionately staffed with novice teachers, while experienced
teachers were concentrated in lower-poverty schools.

Student Achievement Impact: High-poverty schools with more
novice teachers performed below low-poverty schools with
experienced teachers, highlighting the opportunity to balance the
scales.

Limited Success of Incentives-Only Strategy: Initial efforts to attract
experienced teachers to high-poverty schools through incentives
had limited impact.

Need for a More Robust Approach to Teacher Talent Management:
A more strategic, targeted approach in recruitment, hiring, and
placement and retention was essential to ensure equitable
distribution quality educators.

Our Sub-Group Data



Project Overview: Ensuring Equity in Teacher Distribution across High-Needs Schools

Objective:
To close the “Teacher Quality Gap” by reducing the percentage of novice teachers in our high
need schools compared to the percentage of novice teachers in the district.

Key Strategies:
Data-Driven  Intervention: Leverage data insights to design targeted interventions,
prioritize high-needs schools, and measure the impact of our efforts, ensuring that
resources are allocated effectively where they’re needed most.

Strategic Recruitment: Identify and attract experienced teachers to high-needs schools.

Targeted Retention Efforts: Implement support and incentives to retain experienced
teachers in these schools.

Tailored Support for School Leaders: Empower school leaders with data-driven insights,
strategic guidance, and knowledge-sharing from high-performing schools to develop
effective recruitment and retention plans.

Strategic Stipends: Offer financial incentives to encourage experienced teachers to work
in high-needs schools.



Key Strategy Data-Driven Intervention

Pre-requisites: Gathering and Understanding the Data



There was evidence in our
data of disparities in the
concentration of novice
teachers across our high-
poverty schools.

From SY20-21 to SY23-24
APS hired an average of
46.5% in novice teachers
every year

In SY24 some APS schools
had +50% in novice
teachers

Key Strategy Data-Driven Intervention



Key Strategy Data-Driven Intervention

Research Insights: 
Studies indicate that novice teachers are generally less effective in
advancing student achievement compared to their more experienced
peers, especially in high-poverty schools where experienced educators
are needed most (Sass et al., 2012; Reform Support Network, 2015).
Novice teachers often need time to develop essential skills in classroom
management, differentiated instructional strategies, and student
engagement.

APS Teacher Evaluation Data
APS data aligns with national trends, showing that novice teachers
typically receive lower ratings in our evaluation system compared to their
peers

Implications for High-Needs Schools
Concentrating novice teachers in high-needs schools can widen
achievement gaps. Equitable distribution of experienced teachers is
essential to providing high-quality education for all students.

What We Know About Novice Teacher Effectiveness

SY 2022-23 Teacher Keys Effectiveness System Ratings



Key Strategy Data-Driven Intervention

Understanding our novice-teacher sub-group data we identified on overarching goal:

REDUCE THE TEACHER EXPERIENCE GAP, BETWEEN
HIGH-POVERTY & LOW-POVERTY SCHOOLS THROUGH
TALENT ACQUISITION, DEVELOPMENT, REWARDS, AND
STAKEHOLDER ENGAGEMENT.



Key Strategy Data-Driven Intervention

Risk and context considerations

Would this strategic goal comprise our day 1 readiness?

Would the national Teacher Shortage make our targeting an impossibility?

Would School leaders buy-in to the vision?

Would this strategy compromise the attractiveness of our teacher pipeline programs?



Key Strategy Data-Driven Intervention

Strategic Insights and Adjustments:

Balanced Hiring Approach: Hiring novice teachers remained essential, but we identified a target
balance to sustain the pipeline while strategically managing their placement. We leveraged student
teaching opportunities to induct future hires into the APS culture early.

Retention and Mentorship Focus: The strategy expanded beyond hiring to prioritizing retention and
mentorship programs to grow novice teachers into effective practitioners.

Leadership Support and Buy-In: Leaders were strategically supported to align with the vision, and
success metrics were shared to build buy-in and position the initiative for district-wide scaling.

Sustainable Implementation: The plan ensured resources were allocated to both attract experienced
educators and support novice teachers, while maintaining stability across all schools, including those
not targeted.



Project Team

Jessica Peterick

HR Data Strategist

PROJECT MANAGER

Tiffany Adams 

Recruiting Manager

SUBJECT MATTER EXPERT

Felicia Freeland

HR Strategic Director

CLUSTER SUPPORT LEAD

LeShandra Martin

District-level Recruiter

SUBJECT MATTER EXPERT

Felecia Lester

Executive Sponsor

APS HR Cluster Support Model
The Talent Management Department is organized into small teams led by HR Strategic Directors
assigned to specific school clusters. This allows for tailored support and strategic engagement.
As we nuanced our strategies for each cluster, we collaborated with the respective HR Strategic
Directors to ensure project aligned with realities of each school.



Key Strategy Data-Driven Intervention

By March we developed a SMART, data-informed goal

Excerpt from our Chief’s June 2024 HR Talent Strategy Presentation to the Atlanta Board of Education



Key Strategy Strategic Recruitment

Pre-requisites: Forecast Vacancies ahead of Hiring Season 



Key Strategy Strategic Recruitment

What We Did and How We Enabled It

Forecasted Vacancies: Gathered data from our
Incentivized Intent to Return Survey and trend
analysis of recurring vacancies

Early Advertising: Promoted vacancies ahead of
the hiring season to attract top candidates

Candidate Pools: Created pool vacancies,
identified "talent profile matches" and offered
open contracts



Key Strategy Strategic Recruitment

What We Did and How We Enabled It

High-Needs School Focus: Gave high-needs
schools first access to candidate pools and
hosted school-specific job fairs

Proactive Engagement: Held early job fairs,
outpacing neighboring districts

Historic Salary Increase: Advocated for and
implemented the highest teacher salary scale
increase in 15 years - ranking APS among the
highest in Georgia!



Key Strategy Targeted Retention Efforts

Pre-requisites: Teacher Voice 



Key Strategy Targeted Retention Efforts

Talent Pulse Survey: Combined with our incentivized Intent to Return Survey for high participation

How We Gathered Teacher Voice:

Induction and Mentorship: Supported 0-3 year teachers to
grow in practice and advance into the experienced category

Differentiated Career Development: Leveraged the 9-Box
Talent Review Matrix to ensure we defined and widely
promoted opportunities for growth.

Tackled Burnout: Addressed teacher feedback by creating
protocols for protected planning time using master schedules.

What We Did:



Key Strategy Targeted Retention Efforts

Policy Updates: Introduced mental health days, revised our
dress code to promote inclusivity and allow jeans (yes, jeans!)
with overwhelmingly positive results.

Early Contract Renewals: Advanced our contract issuance
timelines to get teachers their renewals well in advance

Historic Salary Increase: APS teachers received an 11% average
increase.

What We Did:



Key Strategy Tailored Support for School Leaders:

Pre-requisites: Trust, Context, and Deep Data



Key Strategy Tailored Support for School Leaders:

Data-Driven Strategy Development: 

Provided leaders with school-specific HR
metrics (time-to-fill, recurring vacancies,
retention, employee engagement, TKES, and
experience) to identify focus areas.

Strategies and Actions



Key Strategy Tailored Support for School Leaders:

Data-Driven Strategy Development: 

Conducted in-person strategy
consultations to create customized
plans based on each school’s unique
data.

Offered comparative HR data in real-
time (district/cluster/school), via our
award-winning dashboards for
transparency and benchmarking.

Strategies and Actions

Strategy
Consultation Guide



Key Strategy Tailored Support for School Leaders:

Targeted Training and Internal Knowledge Transfer:
Delivered training on leadership, human capital
management, and hiring strategies at our Annual HR
Summit
Provided leadership training for all principals to
impact school culture and climate (Georgia
Leadership Institute for School Improvement and
RELAY GSE)
Highlighted success stories from high-performing
principals through Talent Pulse Tip Sheets 

Recognition and Reward:
Introduced the HR Talent Leadership Awards to
recognize and reward high-performing school
leaders, fostering healthy competition.

Strategies and Actions



Key Strategy Strategic Stipends

Pre-requisite: Budget Alignment on Strategic Focus



Key Strategy Strategic Stipends

Retention Stipends: 
Offered financial rewards to teachers remaining in
high-poverty schools

High-Needs Subject Stipends
Provided $3,000 bonuses for educators in critical
areas, (AP instruction, special education, dual
language immersion, and secondary mathematics),
addressing district-wide gaps in high-need areas

High-Poverty and School-Specific Incentives
Focused on turnaround schools with stackable
bonuses ranging from $500 to $3,000 to attract and
retain quality teachers in the most challenging
environments.

Aligning Incentives with Impact



Key Strategy Strategic Stipends

School-Specific Incentive Budgets
Empowered principals to create tailored incentives
aligned with their school’s unique needs, promoting
autonomy and targeted problem-solving.

Enhanced Visibility and Value
Publicized stipend opportunities through targeted
campaigns and HR dashboards, ensuring all eligible staff
were aware of and motivated by the program.

Aligning Incentives with Impact

https://www.atlantapublicschools.us/salary



Results & Impact School Year 2024-2025

How did we do?



Results & Impact How did we do?

Recall we had a goal to grow
experienced hires by 5%

Our SY24/25 Experienced
hires averaged 81% across
all categories  

We reduced the experience
gap among new hires
between high-poverty and
low-poverty schools from
17% in SY 2023-24 to 2% in SY
2024-25.

We shattered our goals on hiring! 



Results & Impact How did we do?

We grew our overall district
average of experienced
teachers by 5% in 1 year!

We narrowed the
experience gap between
our high and low poverty
schools for all teachers
from 14% in SY 2023-24 to
9% in SY 2024-25

If our retention strategies
continue bearing fruit, APS
is well on track to breaking
into the 90% range for
experience teachers
district-wide 

We also narrowed the gap by lifting the bottom 



Strategy & Process Management

Talent Acquisition

Talent Development

Total Rewards

Experience Management

Strategic Alignment eHCLE Standards

Leveraged data-driven insights to develop and implement targeted strategies for
equitable teacher distribution, aligning with district goals.

Forecasted vacancies early, advertised proactively, and prioritized high-needs
schools with candidate pools and school-specific job fairs.

Deepened our investment in induction and mentorship for 0-3 year teachers,
provided differentiated career development leveraging Talent Reviews, and
delivered leadership training for principals.

Implemented strategic stipends for high-needs schools, retention bonuses, and
subject-area incentives, along with the highest teacher salary scale increase in
15 years.

Used teacher voice to address burnout, improve planning time, implement
supportive policies, and build strategic relationships with school leaders to align
support with their needs.



Where shall we go next?

Understanding that this data-driven approach to solving HR
challenges can be replicated to any almost any sub-group...



Potential New Projects

Strengthening Teacher
Development Pipelines

Leadership Development in
Central Office and Schools

Reduce Novice Principal
Ratios across APS



Q&A Let’s Talk...



flester@atlanta.k12.ga.us 404 802 2302

Thank You
Let’s Stay in Touch!


