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What do we mean by Human Capital Strategy?
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• Build talent 
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systems for 
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programs and 

• Ensure an 
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of statewide 

Operations & Program Evaluation
• Conduct multi-

measure exit 
state and local 
levels
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screening and 
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applicants
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partnerships 
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prepared for 

distribution of 
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evaluation 
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• Use evaluationto drive 
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at school-level
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process to 
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p p
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in teacher & 
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hiring while 
creating district-
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distribution

• Tailor PD to 
school and 
individual 
needs; tie to 
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• Use evaluation 
and attrition 
data to 
identify/target 
positions and 
i di id lat school level 

into targeted 
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strategies

• Deliver clear and 
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evaluation 
findings to 
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criteria for

leader 
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about
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individuals
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early messaging 
to applicants

criteria for 
future years

about 
measures and 
evaluation

in distributing 
talent

alignment and 
impact on 
students

retention 
incentives



Examples of State-Wide Support for Human Capital Strategy
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TrainingSelectionRecruitment

Program Planning & Budgeting

• Build new 
pipelines for 

• Partner with 
organizations 

• Develop 
statewide 

• Consultation 
and LEA Plan 

• Development 
Coaches

Operations & Program Evaluation
• Provide 

incentives to 
aspiring 
teachers and 
leaders

• Evaluate 
various talent

who specialize 
in developing 
selection 
criteria and 
processes

programs and 
partnerships 
that ensure 
new talent is 
properly 

review

• “Delaware 
Educators 
Program” 
(Talent

• Data 
Coaches

• SAMs

• The Vision

retain 
effective 
teachers and 
principals

various talent 
pipelines 
including 
IHEs and alt-
routes

p

• Consider a 
state role in 
talent 
screening

p p y
prepared for 
service

• Engage with 
talent pipelines 

(Talent 
Transfer 
Initiative)

• Consider a 
state role in

• The Vision 
Network

• Program 
evaluations

• Craft 
statewide 
teacher 
recruitment/
marketing

• Analyze 
recruitment 
and selection 
data statewide

in teacher & 
leader 
preparation

• STEM 
Residency

state role in 
assisting with 
unit 
forecasting 
and 
amortization/
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marketing 
strategy

Residency amortization/
mitigation of 
financial risk


