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About Me

e 28-year veteran educator spanning classroom, school
and district-level leadership roles

e Former Atlanta Public Schools Coordinator of Teacher
Quality and Strategic HR Director

e Current Executive Director of Talent Management,
Career Development, and Total Rewards

EDUCATION AND PROFESSIONAL DESIGNATIONS
e Bachelor of Science - Middle Grades Education
» Master of Science - Middle Grades Education
e Specialist Degree - Educational Leadership
e Professional Human Capital Leaders in Education
e Prospective Executive Human Capital Leader in Education

:E flester@atlanta.kl2.ga.us @% www.apscareer.org

Felecia Lester, Ed.S, pHCLE
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Students (Projected)

Total Enroliment: o Single-Gender

Number of Schools

2,908 Graduates?

1.1%

Asian

70.7% $228,947,153

Black in scholarships offered

8.27%

4

Programs

49,575

Neighborhood,
Partner, Alternative:

39,685

Charter:
0.3% 295 Bus routes
9,890 e
’ Neighborhood 3 4% , Students transported
Schools ﬂ}lU“'i 21,215 Miles per day
4,263 Total Teachers 0 -I 7
A /0
3 ‘I 09 Nelgborhood School Pacific Free & Reduced Lunch
’ Teachers ‘|6 1 7
Charter (937) + . -1 /70
] ] 54 Partner (217) School o Partner e Alternative Charter White 68.98%
! Teachers Schools Schools

Schools

Revised: Jluns 28, 2024 ‘ 1. Data from 2022-2023 school yvear, 2, Data from 2023-2024 school yvear, 2. Excludes summer graduates
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Our Hiring Benchmarks

7% VACANCIES FILLED BY KEY DATES

ROLES TARGETED: TEACHERS | PARAPROFESSIONALS | BUS DRIVERS | SCHOOL NUTRITION FRONTLINE

7?9

60% 80% 95%
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Why Teachers Say Yes to APS

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

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

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

e Resources & Support Systems

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

©)

©)

©)
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APS Day One Readiness

Teacher Fill-Rates by School*

ACCA Bunichee Bayd BAMO Balton
100% 100%: 100% 10056 100%
e Strong Record of Success: APS has maintained near-100% Beecher Cleveland Carver Early Benteen Brandon
. 1004 10 10050 BLEE 1009
staffing levels at the start of the school year for the past 10 BESTMS/HS R — - Burgess E Rivers
100 10096 10096 1009 10056
ye(] IS. E‘;ﬁ:ﬁ DE:;;:‘H ;:;p&:: D;?r;i r Garldf_rﬂ;:rllz
5K - Dobbs FL Starton Hope-Hill H Russell
. . . 100536 1005 10056 . 100% 10056
e Consistency Through Challenges: Achieved full readiness Hank Aaron Fickett Harper-Archer Howard Holls
. . . . 1005 _ 10059 10054 1009 1005
pre-pandemic, sustained success during the pandemic, Mays Heritage — JacksonHigh Jackson Elementary
. . 1006 1009 1054 1005 10096
and continued post-pandemic recovery. Miles - — tang Jones
1005 100% 10056 100% 100%%
Peyton Forest HutChirson Scott Lin MNorth Atlanta
° . 100% 1009 100% 1009 S5r%
e 2024 Achievement: This year, we began the school year Poenix Kimberty Syian y— Smith

100% 10059 1009 100796 10058

with 100% of teacher vacancies filled.

West Manor Long Usher-Coll er Morningside Sutton
100% 1005 10086 1005 10096

Yourg South Atlanta Parkside Tuskeges
100% 1008 100%% 100%
Therrell Springdale Washington
10096 10056 10096

Toomer
J100%

VHE *July 29, 2024

100%




"The quality of an education system cannot exceed the quality of its teachers.”
- Linda Darling-Hammond
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Digging Deeper into the Numbers Our Sub-Group Data

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

e 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.

e 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.
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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:
e 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 dllocated effectively where they're needed most.

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

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

e 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.

e Strategic Stipends: Offer financial incentives to encourage experienced teachers to work
in high-needs schools.
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Key Stra tegy Data-Driven Intervention
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Pre-requisites: Gathering and Understanding the Data
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Key Strategy offyﬂx Data-Driven Intervention

Read Me  1.Retention & Gallup | 2. Hiring Metrics = 3.Experience 4.New Hires by Subject | STalent Review | 6. Talent Pulse - % Favorable

Filters This view explores Years of Teaching Experience, which are positively associated with student outcomes
throughout a teacher’s career.
achool Type . — y "
= Select Chart Level Detail Distribution of Experienced Teachers
nduction and Bayond * | 9 of teachers with 3+ years teaching experience

% 3+ Teaching school Year for Map
Years of Teaching Experience ox I 100 202324

LT

2

SY24 % Exp

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

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

e I[N SY24 some APS schools
had +50% in novice
teachers
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What We Know About Novice Teacher Effectiveness

e Research Insights:

o 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 SY 2022-23 Teacher Keys Effectiveness System Ratings
are needed most (Sass et al, 2012; Reform Support Network, 2015).
o Novice teachers often need time to develop essential skills in classroom First Year
management, differentiated instructional strategies, and student
engagement.

Second Year

e APS Teacher Evaluation Data

o APS data aligns with national trends, showing that novice teachers L
typically receive lower ratings in our evaluation system compared to their
peers Four+ |
e Implications for High-Needs Schools

o 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.
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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, , REWARDS, AND
STAKEHOLDER ENGAGEMENT.

R

A, N
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Key Strategy f/j,x Data-Driven Intervention
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Risk and context considerations

e Would this strategic goal comprise our day 1readiness?
e Would the national Teacher Shortage make our targeting an impossibility?
e Would School leaders buy-in to the vision?

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

R

-} ‘,\1
RIENCE manACEN®



Human Resources
Division

) ATLANTA
k PUBLIC
SCHOOLS

X

Key Strategy o:/j,x Data-Driven Intervention

Strategic Insights and Adjustments:

e 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.

e 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.

e 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

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.

Felecia Lester
Executive Sponsor

Jessica Peterick Tiffany Adams LeShandra Martin Felicia Freeland
HR Data Strategist Recruiting Manager District-level Recruiter HR Strategic Director
PROJECT MANAGER SUBJECT MATTER EXPERT SUBJECT MATTER EXPERT CLUSTER SUPPORT LEAD
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Key Strategy offj,x Data-Driven Intervention

By March we developed a SMART, data-informed goal

SY 24/25
Key HR Benchmarks

Equitable Distribution of Teachers

= Narrow the gap in the number of

experienced teachers across high and low
poverty schools by 5%

Excerpt from our Chief’'s June 2024 HR Talent Strategy Presentation to the Atlanta Board of Education
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Key Strategy Strategic Recruitment
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Pre-requisites: Forecast Vacancies ahead of Hiring Season
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Key Strategy o:/yﬂx Strategic Recruitment

Douglass Cluster Teacher Hiring Event
SATURDAY, 9AM -12 NOON o

Fredrick Douglass High School
225 Hamilton E. Holmes Dr. NW Atlanta, GA 30318

tht We Did a nd How We Ena bled It APS Teacher and Operations Virtual Hiring Event
|

° Forecqsted vchncies: G(Jthel‘ed dCItCI from our Virtual Event - Register via www.apscareers.org under the Job Fairs tab
i Annual Spring Teacher Interview Day - SCHOOL SPIRIT FA.'R
Incentivized Intent to Return Survey and trend rep———

analysis of recurring vacancies 3099 Panther Trail, SW, Atlanta, GA 30311

THURSDAY, 4PM-6PM | VIRTUALLY

Virtual Event - Register via www.apscareers.org under the Job Fairs tab

‘_ V. PR APS Teacher and Operations Virtual Hiring Event
e Early Advertising: Promoted vacancies ahead of } (

the hiring season to attract top candidates

Dash to the Class Teacher & Operatrans Career Expa

Fredrick Douglass High School

e Candidate Pools: Created pOOI vacd nCieS, g 225 Hamilton E. Holmes Dr. NW Atlanta, GA 30318
identified "talent profile matches” and offered APS Teacher & Operations Summer Hiring Event
open contracts

Site location to be confirmed

FOR MORE INFORMATION: Email: recruitmentservices@apsk12.org | Twitter: @JoinTeamAPS
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Key Strategy offyﬂx Strategic Recruitment

What We Did and How We Enabled It

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

e Proactive Engagement: Held early job fairs,
outpacing neighboring districts

e Historic Salary Increase: Advocated for and
implemented the highest teacher salary scale
increase in 15 years - ranking APS among the
highest in Georgia!
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Pre-requisites: Teacher Voice
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Key Strategy %05  Targeted Retention Efforts

How We Gathered Teacher Voice:

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

Human 2024
+~| Resources
A Division Talent Pulse Survey

What We Did:

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

+ Differentiated Career Development: Leveraged the 9-Box DEHEII_I%E;:.![EIHT =
Talent Review Matrix to ensure we defined and widely
promoted opportunities for growth.

7% —

INTENT TO
RETURN

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

NEW TEACHER
SUPPORT
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Key Strate o><°/7<;° X Targeted Retention Efforts
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What We Did:
Employee Dress Code Update

e Policy Updates: Introduced mental health days, revised our
dress code to promote inclusivity and allow jeans (yes, jeans!) » Modemizing the Employee Dress Code:
with overwhelmingly positive results. Sneaker and Jeans acceplance

« Embracing principles of the CR.O.W.N

e Early Contract Renewals: Advanced our contract issuance (Create a Respectful and Open World for

timelines to get teachers their renewals well in advance Matural Hair) Act
e Historic Salary Increase: APS teachers received an 11% average » Create a more inclusive, comfortable, and
increase. modemn working environment that supports

the diverse needs of APS employees
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Key St I“CI tegy Tailored Support for School Leaders:
X

Pre-requisites: Trust, Context, and Deep Data
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v Head Me LRetention & Gallup | 2.Hiring Metrics 3.Experience = 4.New Hires by Subject | S.lalent Review | 6. TKES J Demograf

Strategies and Actions

Teacher Hiring Metrics: This view explores Timely Hiring Metrics, average days to fill, and the numbe
internal and external candidates hired.
Goal: Fill 60% of teacher vacancies by May 1.

e Data-Driven Strategy Development:

FilTers TlmE|1_'|" H""Iﬂg Metrics Average Days to Fill
o 1 H - H + cl B Timely Hire: Filled by May 1 : '
PfOVl.ded I.eqders W!th SChOO! SpeCIfIC HI? {:::.ter - | Il Late Hire: Vacant by May 1, Filled after May 1 FY'23 Fi2q
metrics (time-to-fill, recurring vacancies, = M Surprise Hire: Vacant after May 1 :

B Vacant on September 1

retention, employee engagement, TKES, and v
experience) to identify focus areas.

Teachers Hired

Position S5tatus FY'23 FY'24

External Hire

Internal Transfer Z80 ﬂ:

Grand Total 224 1025
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Strategies and Actions

e Data-Driven Strategy Development:

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

\.//

~HECK
froW

v

Strategy .
Consultation Guide

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

SCAN ME
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Key Strategy 0%/

Strategies and Actions

e Targeted Training and Internal Knowledge Transfer:

o Delivered training on leadership, human capital
management, and hiring strategies at our Annual HR
Summit

o Provided leadership training for all principals to
impact school culture and climate (Georgia
Leadership Institute for School Improvement and
RELAY GSE)

o Highlighted success stories from high-performing
principals through Talent Pulse Tip Sheets

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

Teacher Talent Pulse Survey A
2024 Tip Sheet

g LTy STTIHS (s e m e § b »
4 B o

B Vel e @ B TN Pl i Teb SR M

Lty s deves Seraaps Lew e o0
- g irr g e W eme ieprery P e mE
samt Tha e im memmiy

1 Tharel sgh Achasd Procpe Deeae Fdwarm o1 o e e v e 11 Dot D
e
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Tailored Support for School Leaders:

b R e e LR RElay PR Rk W g e s s hisaTa
T s

SN Y |
{ Jrr/fer S
o with Fideltvond Cors = Jf LLLALA €A

feaddel

)0% Vacancies Filled by May 1, 2024

« Mary Lin Elementary School
» Atlanta College and Career Academy

+ Beecher Hills Elementary School

+ Springdale Park Elementary School

« Cascade Elementary School

* Virginia-Highland Elementary School

+ E. Rivers Elementary School

* Finch Elementary School

* Garden Hills Elementary School

* Morris Brandon Elementary School

* Deerwood Academy

= Barack and Michelle Obama Academy

* West Manor Elementary School

* Herman J. Russell West End Academy

* Kimberly Elementary School

= Continental Colony Elementary School

» Frank Lebby Stanton Elementary School

= Miles Elementary School

= Fickett Elementary School

+ Maynard H. Jackson High School fhir

* Coretta ScottKing Young Women's Leadership Academy SIS
WL

Human Resources
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Key Strategy Strategic Stipends
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Pre-requisite: Budget Alignment on Strategic Focus
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Aligning Incentives with Impact

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

e High-Needs Subject Stipends
o 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

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

‘"---——.....L :'m_

— SAY YES TO APS'

\ . ~ §Y2024-25

Ck New Hire - —
C E Incentives y Stackable Bonuses

%-% New Teachers

E!AF’NI UP 1O $7,000 EXTRA! R s S AT
SUBJECT STIPEND HIRING INCENTIVE

< WHY APS? 93,000 $3,000

= Advaonced Pocement (AF] *  Advanced Pacement (AP)
. Becouss we're rewarding passion, experience, Instruction _ Irstruction
and commitment to excellence at Aflanta 1 i i'. ] ¥ Career, ¥ c" and
Public Schools. And, you'll help shape the future, * Grode 6-12Mathemafics . ;

» SoeddlB :
Ingpire Innovation, and make o real diference =
every day. Come be a part of something

extraordinary!

TURNAROUND SCHOOLS INCENTIVE
<) START YOUR JOURNEY TODAY! $1,000 $800 $500

& Apply at www.apscareers.org * ContColonyES * Dougiass HS * Dobbs ES
i o8 H. J. Pussel * AnchEB
) Callus at 404 802 3200 < E
pii . Acadermy « FLSfantonES
B Email recruitmeniservices@apsk] Zorg Y w NLE MS *  JUAMS
» Mays HS * Kimbery ES
* Perkerson ES * Mies E5

* Themel HS * Peyion Fomst
L Oyme s LT Des N OC T SONMOCT SI00UE withol? O
E‘wmfdln;r-'ig'!ﬂr:rrr Ir"fvﬁ ol payiment Ghbime menti s TAG Acodemy * Scoft =1

« POyMarts oe diFDUed OO0 M o QUi INSEMments in * Wohi s .
Decarmbet XG4 L Moy 2125 ashington HS Bl:nrd B
* Young M5

SCAN ME
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Key Strategy o:/yﬂx Strategic Stipends

Aligning Incentives with Impact

* Sehool-Speciiic Incentlve Budgets

o Empowered principals to create tailored incentives s e e
H 1 1 ’ 1 1 -;acf‘er "\.Itl"‘ x!-.i:‘"w I...S.E "I-! .l:-:u gl = TOtaI
aligned with their school’s unique needs, promoting by ks |5
ay

Eegree level

You may also select the school you
intend to apply to, subject area, and BaSE‘: Pay 7 3 p 3 7 2

o op ogo whether you are new to APS for
e Enhanced Visibility and Value M i) o ees Schoo $2 000
High Needs Subject $3 - OOO

o Publicized stipend opportunities through targeted
campaigns and HR dashboards, ensuring all eligible staff Turnaround School $3.000

autonomy and targeted problem-solving.

w
o
o
1]
O
)
LN

were aware of and motivated by the program. - Sl High Needs Subject 3608
‘ — oo APS? § Z  Hiring Incentive g gk
\ ay 4 et = L= L
[Duat Lenguageim_.. = | [ves "B g Turnaround Hiring ¢ann
EC = Incentive b i
.--.h-’ il B High Mesds Subject
1st Year Total $85 172 =;f__L§‘f““‘ .

https://www.atlantapublicschools.us/salary



Results & Impact / School Year 2024-2025

How did we do?
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We shattered our goals on hiring!

New to the District Teachers %
EXperienced by Poverty | evel e Recall we had a goal to grow

experienced hires by 5%
mmm Tier 1 High Poverty msmTier 2 High Poverty = mmmNo Poverty Incentive  ===District
81 e Our SY24/25 Experienced
hires averaged 81% across
81% (8% °°" all categorigs
e We reduced the experience
gap among hew hires
between high-poverty and
low-poverty schools from
17% in SY 2023-24 to 2% in SY
2024-25.

2021-22 2022-23 2023-24 2024-25
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Results & Impact ” How did we do?

We also narrowed the gap by lifting the bottom

e We grew our overall district

All Teachers % Experienced by average of experienced
Poverty Leve| teachers by 5% in 1year!

mm [ier 1 High Poverty = Tier 2 High Poverty = mmNo Poverty Incentive  ===District e We narrowed the

experience gap between
83% i 299 84% our high and low poverty
887 — 86% 86% B88% schools for all teachers
79% | 77% 240, S —— Lo from 14% in SY 2023-24 to
; 9% in SY 2024-25

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

2021-22 2022-23 2023-24 2024-25 district-wide
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Strategic Alignment eHclLE standards

Strategy & Process Management

HUMAN CAPITAL LEADERS IN EDUCATION e Leveraged data-driven insights to develop and implement targeted strategies for
EXECUTIVE STANDARDS equitable teacher distribution, aligning with district goals.

The executive-level standards outline the competencies that
|eaders in PK-12 and related organizations need 1o strategically
manage human capital [HC) processes at the system level. In
2021, AASFA, Experience Management Institute, and a national
commities of PE-12 HC leaders collaborated to create the eHCLE

Talent Acquisition

standards. The standards define the core HC knowledge domains
along with the skills needed to improve talent practices in
education.

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

Inherent to the daily work of HC leaders is the need to exhibit
ethical leadership, infuse diversity, equity, and inclusion in
everything they do, and adopt a learning mindset. These

principles guided the writing of the standards and are directly and
Inelirectly referenced throughout them,

Intended Audience: Human Copital leoders with districe and/or
organiration leodership experience ond pHCLE certification

e Deepened our investment in induction and mentorship for 0-3 year teachers,

STRATEGY PROCESS MANAGEMENT
1. Support the development of a coherent organizational 1. Audit HOMS processes and programs to [dentify areas of ° ° ° ° °
Rt et e b ey | o ded diff d devel | l d
F i::n :Im:g ﬁ:ﬁ::;agfﬁris:::: \:'Jtl-ﬂjjua o 2 Cn;l:r:i‘irr:i!:ihr progress of HOMS goals by collecting, prOVI e I erentlate cq reer eve opment everqg I ng Ta ent ReVIews’ an
3. Adapt to external factors that influence strategy. analyzing and understanding data. ° ° ° ° ° °
4. Determine the best structure and decision-making model | 3. Evaluate technology solutions 1o Increase process del Ive red IeaderShlp tralnlng for prlnc‘ pq Is.
for the crgandzation, efficiency, effectiveness, and equity
5. Ensure the effective and equitable stewardship of 4. Champion the change management process,

rrrrrrrr
6. Engage stakeholder groups to incorporate diverse
penpectives.

RISK MAMNAGEMENT EXPERIENCE MANAGEMENT

1 jouelup HC pnllruﬂ and programs that are ol lant with | 1. Evaluate employss and customer ENpET Ena,

Total Rewards

3, Inbomen e cosonof e g, recy vl | i e Implemented strategic stipends for high-needs schools, retention bonuses, and
safety policles 3. Incorporate divensity, eguity, and iIncusion goals into

T s | e P s A subject-area incentives, along with the highest teacher salary scale increase in

4. Lead the negotiabon of agreaments and contracis. 4. Audit policies and practices to cultivate a diversa,

5. Manage the dispute resolulion process. equitable, and Inchusive culture.

15 years.

6. Foster posithe labor relations., 5. Develop parmarships to enhanoe services provided to
students, employeas, and the community.

Experience quqgement

e 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.

#HCLE | HClLeaderorg +4‘_ihl‘4i
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-\‘ Understanding that this data-driven approach to solving HR
" ¥ " challenges can be replicated to any almost any sub-group...

Where shall we go next?
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Potential New Projects - @-

Strengthening Teacher
Development Pipelines

Leadership Development in
Central Office and Schools

Reduce Novice Principal
Ratios across APS
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