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MINUTES OF THE SENATE EDUCATION COMMITTEE

The meeting was called to order by Chairman Jean Schodorf at 1:35 p.m. on January 15, 2008, in Room
123-8S of the Capitol.

Committee members absent: Senator Barbara Allen
Senator Anthony Hensley

Committee staff present: Sharon Wenger, Kansas Legislative Research Department
Carol Toland, Kansas Legislative Research Department
Theresa Kiernan, Revisor of Statutes Office
Matt Todd, Revisor of Statutes Office
Shirley Higgins, Committee Secretary

Conferees appearing before the committee: Alexa Posny, Commissioner, Kansas Department of
Education
Dale Dennis, Deputy Commissioner, Kansas Department of
Education

Introduction of Bills:

Senator Pat Apple requested the introduction of a bill relating to the effect which a natural disaster might have
on the student enrollment in a school district. He noted that, after the flooding in eastern and southeastern
Kansas in 2007, several school superintendents were uncertain how their budget would be affected by the
change in student population. The bill would hold the budgets in those districts harmless for three years. The
following school districts would be listed in the bill: Erie, lola, Osawatomie, Greensburg, Coffeyville,
Independence, Neodesha, and Fredonia.

Senator Apple moved to introduce the bill, seconded by Senator Teichman. The motion carried.

Senator John Vratil requested the introduction of a bill which concerned the teacher continuing contract law.
He explained that, in 1951, the Legislature first adopted the concept of the continuing contract for teachers
which provided that, if the school district does not renew the contract, it automatically continues the next year.
In 1974, in conjunction with the adoption of the Professional Negotiations Act, the Legislature adopted
another continuing contract law which conflicts with the 1951 law. The older law includes teachers and
administrators, superintendents, and supervisors; however, the more recent law does not include
administrators, superintendents, and supervisors. The bill would repeal the older continuing contract law.

Senator Vratil moved to introduce the bill, seconded by Senator Apple. The motion carried.

Senator Vratil requested the introduction of a bill concerning a current statute which allows cities and counties
to invest idle funds in federal agency securities but does not allow schools to make such investments. The
bill would allow school districts to invest idle funds in federal agency securities if they have an investment
policy that is approved by the municipal investment board.

Senator Vratil moved to introduce the bill, seconded by Senator Steineger. The motion carried.

K-12 Education and Teacher Shortage Issue

Dr. Alexa Posny, Commissioner, Kansas Department of Education, and Dale Dennis, Deputy Commissioner,
Kansas Department of Education, presented a review of the following major challenges facing K-12 education:
(1) producing an adequate number of teachers to fill teacher shortages, (2) integrating academic and career-
technical programs to meet the needs of postsecondary education and the business community, (3) developing
a longitudinal database system in cooperation with the State Board of Regents to provide accountability for
the outcomes of both K-12 and postsecondary educational systems, (4) implementing strategies to create and
motivate greater student interest in math, engineering, technology, and science to drive our economic engine,
and (5) meeting the needs of the increasing disabled and disadvantaged population both with teachers and
financial resources. Inaddition, Dr. Posny and Mr. Dennis summarized the audit findings on teacher shortages
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prepared by the Legislative Division of Post Audit and a survey on teacher shortages conducted June 4, 2007.
They pointed out that Kansas ranks 37" in the nation for teacher salaries, and approximately 3,000 teachers
leave Kansas schools each year to pursue careers in other states. They also pointed out that Kansas students
rank in the top 10 percent for reading and mathematics on the ACT, and 77 percent of graduating seniors go
on to postsecondary education. (Attachment 1)

Mr. Dennis briefly summarized a list of Kansas State Board of Education legislative recommendations for
fiscal year 2009 as itemized in a pamphlet prepared by the Board in October 2007. He also distributed copies
of a booklet entitled. “Education in Kansas 2007-2007 Accountability Report” prepared by the Board in
December 2007. Copies of the publications may be obtained at the office of the State Board of Education,
120 SE 10" Avenue, Topeka, Kansas.

Terry Forsyth, Kansas National Education Association, distributed handouts entitled, “Great Teachers for 21 st
Century Schools” (Attachment 2) and “Alternative Compensation Study Committee Final Report”
(Attachment 3).

The meeting was adjourned at 2:30 p.m.

The next meeting is scheduled for January 16, 2008.

Unless specifically noted, the individual remarks recorded herein have not been transeribed verbatim. Individual remarks as reported herein have not been submitted to

the individuals appearing before the committee for editing or corrections. Page 2
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SENATE EDUCATION
COMMITTEE

January 15, 2008

Alexa Posny, Commissioner

Dale M. Dennis, Deputy Commissioner

K-12 MAJOR CHALLENGES

Produce an adequate number of teachers
to fill teacher shortages.

Integrate academic and career-technical
programs to meet the needs of
postsecondary education and the business
community.
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K-12 MAJOR CHALLENGES

Develop longitudinal database system, in
cooperation with State Board of Regents
(higher education), that would provide
accountability for the outcomes of both
the K-12 and postsecondary educational
Systems.

K-12 MAJOR CHALLENGES

Implement strategies to create and
motivate greater student interest in METS
(Math, Engineering, Technology and
Science) to drive our economic engine.

Meet the needs of the increasing disabled
and disadvantaged population both with
teachers and financial resources.




TEACHER SHORTAGES

Audit findings from the Legislative Division of Post Audit:

«25% of current teaching staff are eligible to retire in the
next 5 years.

-33% of these teachers are over the age of 50.

+25% fewer students are choosing education as a career
path.

Number of teachers eligible to retire exceeds number
produced by colleges and universities.

*Approx. 1,700 teachers are produced each year in KS;
need in the future is 2,500 teachers per year.

TEACHER SHORTAGES

Based upon survey conducted June 4, 2007:

*Approx. 1,144 .4 vacancies for licensed personnel.
*Approx. 476.5 vacancies still existed on August 1, 2007.

eTeaching areas most affected include special education,
mathematics, and science.

*On many occasions, school districts received only one
application for a vacant teaching position.

*6% of all teaching positions are vacant or filled with an
unqualified teacher.
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TEACHER SHORTAGES

*Approx. 3,000 teachers leave Kansas schools
each year.

*Many are pursuing careers in other states.

*Kansas ranks 37t in the nation in teacher
salaries. Kansas will have difficulty closing the
gap if salaries aren’t competitive.

TEACHER SHORTAGES

*The State Board of Education is currently
reviewing licensure changes to create less
bureaucracy in obtaining a license while
maintaining the quality of teachers.

*The State Board of Education is also in
support of increased funding for the Kansas
Teacher Service Scholarship Program (loan
cancellation) administered by the Kansas
board of Regents.




“The most
significant
factor in
student
achievement
s the
teacher...”

Societal Trends

In 5 years, there will be 76
million people between the
ages of 46-65 nearing
retirement

= "Baby boomers”

In 5 years, there will be 45
million people between the
ages of 25-45

= "Baby bust”

Source: Employment Policy
Foundation
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MATH AND SCIENCE TEACHER SHORTAGE

2008 Math Graduates

New Teachers w/additional endorrsement

ESTIMATED MATH AND SCIENCE TEACHER
VACANCIES—2008-09

Math Teachers

Science Teachers
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Research
(Hart & Risley, 1995)

Words Affirmatives | Prohibitions
Heard per per hour | per hour

Professional
family child

Working class
Child living in
poverty

Kansas 8th Grade Reading Trends,
Percent at Standard or Above

Self-Paid Lunch 86.2% 86.5%
81.2% g3.0%

80 76.2% 76.3%
71.6&//f 71.9%’ 73.5%’ —
o 67.5% Reduced-Lunch
62.4% 60.4% R
60-156.3% 56.6% 63.2%
49.9% 59.9%
Free-lunch Students

407 42.0%




Kansas 8th Grade Reading Trends,
Percent at Standard or Above

a7.2% 98.5% 99.3% 99.7% 99.5% 99.2%
Gifted
83.6% 84.3%

67 8% Regular Ed

58.9%

Students with Disabilities
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2002 2003 2004 2005 2006 2007

Kansas 8th Grade Reading Trends,
Percent at Standard or Above

80—

Whites

83.1% 84.6%
80.7%
78.2%
69.5% 7334
' Hispanics .
57.1% 60.2% 59.6%

57.6%

598.1%

40.3% 53.2%

45.0%
African-Americans




Kansas 7th Grade Mathematics Trends,
Percent at Standard or Above

80—

60—

8
Self-Paid Lunch 77.7% 79.3% e
T4.4%

68.7%
64.3%

Reduced-Lunch

Free-lunch Students

Kansas 7th Grade Mathematics Trends,
Percent at Standard or Above

100-97.0% 98.4% 99.4% 99.4% 99.4% 99.2%
Gifted
80 80.3%
Regular Ed
61.4%
60-157.3%
52.2%
45.6% 45.4%
41.3%
40—
28 4% Students with Disabilities
204
0 T T T T T T
2002 2003 2004 2005 2006 2007
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Kansas 7th Grade Mathematics Trends,
Percent at Standard or Above

80.8%
Whites _ 74.1% 75M
61.8% e
57.8%

53.0%

47.4%

Hispanics o,
76 4% 52.0%
el African-Americans
24.0% 36.5%
27.3%
23.0%
T T T T T T

2002 2003 2004 2005 2006 2007

KS Education Shines!

KS students rank in

the top 10% for

reading and L ELE G
mathematics on the oo

s 8% Math

In KS, 77% of i
graduating seniors go |4 Reading
on to post-secendary. |
education 8th Reading
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High Density At Risk (Current

At Risk Weighting

At Risk Weighting

Law)

High Density At Risk (Current Law)

. g + a

20% 30% 40%
Free Lunch Percentage

High Density At Risk (Proposed)

Free Lunch Percentage
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Kansas State Board of Education

Fiscal Year 2009 Legislative Recommendations
FY2009 FY 2010
Program Comments Costs Costs

Base State Aid Per Pupil® ¢ 25,800,000

b | support new teachers durin: i
Provide professional development opportunities to 200 teachers
and administrators on redesign initiatives, technology integration

Fund existing program administered by 5
targeted at teachers hired for hard-to-fill positions.

15,000,000

Assist local communities in building public/private partnerships
o serve children who are at-risk for academic fallure.

w '...q.u.‘"'.a'l'u. j_ ,_‘u‘ : E: T

Agriculture in the Classroom Support the Incorporation of agricultural education and business
concepts Into the teaching of math, language arts, social studies,
and other content areas.

*This Is in addition to the third year of the three-year plan that has already been approved by the Kansas Legislature.

** Does not include the additional amount re




Sreat Te: chers for
21°* Century Scliools:

A irealistic plan to audress the recruitment
and retention of tcachers

Kansas National Education Association
715 SW 10" Ave. ~ Topeka, KS 66612
November 2007
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Execuive Summary

A growing teacner shortage | s it at risk the right of every Kanzas student ' attend a great
public school. Kansas public o i0ols have traditionally possesse:' . kay eler. at of great «chools
for avery child a ¢airing, con. zient, and qualified too: haer in evely classroom

The retireii~1t of @ generation of educators, thouoh, s ocedrring precisely at a noiment whe 1 a
range of p iy decisions have rm:xle (o:cruitmeit zad retenidon into to.aching particularty
“hallenging. in the hicat of the curient uebate, ¢ ange of propusals to 1ix” the impending shortage
have been put forward. Som= have great merit while otlars are likely to weaken the quality of
schools and exacerbate the snortage.

The report "Great Teachers for 21° Ceniury Schools: A iealic . p/an to address the recruitment
and retention of teachers” provides the backy ound to understand deep systemic causes for a
growing shortage — teachzrs — a shortage that transcends geography, *hard to staff schools”, and
traditional "shortz ;e areas.” Achieving significant improvement in the supply of caring, competent
teachers for our schools in comiry years requires that we work strategically to address the
underlying cai=~s that have created the shortage in the first place.

This Executive Summary pravides a short descripti n of the causes, an outline of a strategic plan
of intervention, and a short list of specific actions that should be taken. '{eaders are encouraged to
explore more deeply by referencing the full report

The Problein

For many years, Kanse 18 have heard from other parts of the country apout incieasing numbers of
teaching positions being filled by persons with emergency cracantials or no teaching license al all
due to ¢ ack of qualified candidates for vocancies. Thankfullx the number of such vacancies in
Kansas has remained ouite low... until now.

Data from the Kansas State Department of Education indicated that the number of unfilled
vacancies at the L ginning of the2006-2007 school year w-s at a 5 year high. Schools of
Education around Kansas report declining numbers of teacher candidate~ in preparation nrograms.
And almost 37% of our rurrent teaching iorce is over 50 years of aga, many ready to rewe within a
aw short years.

Attime., shortages app' to narticular subject areas (e.g. mathematics, science, speci:!
education). sometimes it is ine school with difficult working conditions that find their suppiy of
applicants to be inadequate. And creasingly, geography is a factor as rural schools struggle (o fili
positicns when veteran teachers  .re.

Systemic Causes

While policy-makers are waking 1p to the reality of a teacher shortage, they have not necessariy
made *1e connections between causes (including their policy decisions) and effect. Numerous
“actors have led (0 the growing challenge of providing well-qualified teachers for every classroom
and it is essential to understand cause IF we hope to implement sound strategies to rectify the
problem. Major factors that emerge from a careful analysis include:



< portunities and choices - Career o ons for women and minorities oo expanded
tremendously in i tast 26 yee = Even persens who booin a teac! g career an be

lured ires other fiei s with increascd iob mobility in teday's work force.
< Discrimination - Sv-iemic discrimination ioliowing court mandated desegregation rasuliad
in =chools thet had 12w, if any, teachers of enlor to © rve as role models for yeuth and

K2l

to o ncourage education as a career choioa,
cacher Preparaiion - Atlempts to lowar the bar for eniry into the profession in many other

states has increased the failure «.ii "dropout” rate of new teachers | hias also

decreased the staine of the proiossion making teachine © lous desiible career option.

% Respect for public e .- Jon and educators — From repoit  failing sciinols to concearns
about =~hool =21 .y, public rducation is displayed &5 v undesirable Gield for potential
teachers to e . Qveremphasis on test results o de-professionalized the work
causing som: 9 leave teaching.

% Saloy and caree: wamings — Entering sny other profassion requiring a Bachiclor's dagres
and comparable preparation will yield $5,000 to $10,000 greater starting ~alaries. By
the end of a career ihe annual differential puts *=achers $40,000 or more behind those
other carears.

< Professional advancement — In addition 2 lagaing salaries, many districts ©.il to provide
meaningful oppoitunities for teachar-jeadershin .nrough mentoring, cu iricular work,
action research, and fail {» encourage service at the regiona! tate, and national levels
in professional roles (&.g. accreditation site visits, srofessioi.. association leadersii'n.)
Professional development also often falls short of “be t practice” (ongoing, job
emberded, connected to actual content and student achievement.)

4 Jorkioad and stress — lronically, the myth of teaching as “Hart tine” work - Hounds even
though the worle load is driving increasing nuiueers of educators 'to cuier caieers.
Mieeting ihe demands of testing is stressful... for dedicated educators, the incraasing
difficlizy in r-=eting the needs of eacl student is even more stressful.

% Zrofessionz work e..virnnmer . — Ready access to techneoleny, adequate time or [ anning
and collaboration, and use of ‘2acher leaders in a manner that ecknowledgeas their
axpertise are elenents that are in short supply in many schools and districts.

< schoel culture and lzaderhip — Administrat ve leadership is necessary to create a spirit of
trist and respect among educators, students, and the corr nunity. Itis clso essential
ie 'roplementing structural cupport for a professional work environment. A variety of
fawrs, including overburdening of administrators, make achieving a positive achool
culture extremely difficult.

Syetemic Solutivns

The list of factors leading to difficulty recruiting and ret2ining teachers is daunting.  But solutions to
overcome the _ challe wges primarily fall into four key areas:

The pipgiine - atlracting candidates fc teaching

o Future teachr  programs beg.ining in middle scheol and cuiiinuing thiough a dual credit
“intro to teaching” higr -chool course have helped some districts significantly increase
interest in teaching as a career.

o '“Cansas has an xcellent traci record with its “alternate route” pi jrams that provide a
transition to teuching from other careers. | hese might be expandad to includz ideas suci:
as the "Urban Resideicy” found in such places as Boston and Chicago.

o Tuition forgiveness programs provide a method to attract candidates into particularly nard
to fill positions or conte (il shortage areas. ¢ verall college affordability has becotiie a
barrier that can be eased with targeted grants.

o Advising is an area i which both college and high school counselors may find
onportunities to ensura that teaching is given serious consideration by promising
candidates.



n  Siidents today are conneciad, media - vy, digital citizens., Classrooms 1 ust hove an
“undance of teaching and leaming tecimnology boin to enga. siudents oy ana
niaximize learning ANL o paint a piclure of teaching as a sntury carcer.
Entry into the profession

o Beoglinn o salaries 1 UST be improved to Lo compeditive v ith other states AN oiha
carec: o ions,

o Hoihinsurance ~overage is cited by ¢ tiuating college seniors as a top 1o 'y in
ci-ssing a jub. Bducation could raise 1 overall attraction by ioviding co. rage for ALL
pe i school teachers in iansas

o Al stricts must hav the tesourees to provide significant mziitoring and induction support
for new teachers. Vv ikload for new teachers should be i-diuced in recognition of the

greatc: amcunt of planning and preparaiion reguired jor ihe novice.

Continuaed service
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Caraer salaries must reach levais within fewer years (salary schedule compacting) so that
career earnings can be maximized ¢nd teaching can be competitive with other profeesions.
Health bonefits again is a significe nt factor in rmaking sure that teaching is not a part-time
jeb or ternnorary career until a "real career” is choscn,

Professioi al development and advancemeiit opporturities must iatch mearingful
opportunities to enhance relevant skills and to 1 :ad both within a school, district, a:d
beyord while remaining “in th- classroon.”

Family friandly policies regarc..:g child care, sick leave and work load have becrnme the
hallmark of busiresses identified as the "best ..aces tu v irk” by Fortune and other
business journ. .s. Education should follow these exampies to make educaton one of
those best places to work.

Time and stru~iures must be  place . allow deve! pment of professional .2a ing
comniunities. Such communities provide significe nt profe ssicral support for si. ool
imnrove nent. ‘mprovie ;. e amount of time available fo. gradi g, planning, parer.
involvement, and collabol tion wil heip alleviate one of the - { significant factors driv. g
excellant axperienceu teachers outf of the profession.

i restige for the profession

O

Compensation is more than about money It speaks volumes to the best and hrightest high
chool and college students 5 her the olu phrase “nebody goes into te «ching w et rich.”
Teacning must be fine ~iaily connetilive, though, even if it doesn't offer stock options and

the like.

The profassion needs to bz given greaier ~ontrol of the proiession. An autonomovs
Protessional Standaras Board should oversee licensing. accreditation, and desigr of
professinnal developmeint. Collective bargaining should be recognized as a -« ollaborative
tooi to give teachers meaningful ir nuence on the Ltructur e of their work lives, *n

teachers si uld serve on all rerevant commissions and lask foi 2s charged with “fixin:”
aspeuts of education.

Schools are =ducating more children vith more: challenging learning needs and « 'aining
higher achievement than aver hefore. Education has been given the task of overcoming
generations of societal ills... and is raking real headway agairst the odds. Rather than
labels of “failing”, teachers need the resources identified in study after study in order to
meet the needs of every learne:. And they need positive press and peliticians to recognize
them for their efforts.

Teaching is not part-time work. Combine the extremely heavy workload from August 1*
through early June with comuiittees beyond the school year and with self-funded
professional development and it is apparent that teachiry is a full year job. 1t should b
compensated as full time worl with a paid vacation, with coursework for advancement paid
by the employer, and with ¢ mmittee work paid at full salary rather than at “fast food”
hourly rates.
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We cannot <ozt to sohv o e problem unless we are willing io vicw education as system that
inch les progression th igh @ career and a varicty of supy-i3 within the system. In addition to |
obviaus Tii : . make teaching-a coing: Gliva caicor, it requires investmai’ in @ sunpo i
struciure tha! includes:

1 Induction and meniaring,

2. Time and resources,

3. Professional developmen’,

4. Professio ripowerma it and advancement, #nd
5. A hum cisiic approach to human resources

As we iniploment the re:: e of solutions cit=d chove, we mut view teachers as part of the solutic:,
not z7 the problem. tis wlso ime to stop iposing ideas on teachers and start collaborating with
them in meanir. ful, substantive ways.

In ~onuuctirg the 2006 Kansas Teacher Waorking Conditions Survey, we have ior the first time
given credence to what the teachers think and feel about serving our schools. It is irperative that
what we learned from that survey he taken to P =ait and form the fiamew: k for diacussinng anout
making a school the '"'nd of cnvirchment that encourages a caraar-long commitent,

it will take the comm iment of policymakers and our commuriiies to irplement *hese
recommendaidons. Dqting <. is r . the hearl »f ensuring that we provide a great public school for
gvery child into th2 217 centui /.



Gre .t Teachers for 217 Century Scl

- realisi.: plan to addrec= inie recruiinent and reten? i of feaciiors

introduction

Kene o has enjor o1 over (wo decades in which the 1 i:ber of teaching candi ' ies gradi+ ng from
ot coeges and cohools of education sl or exceed s the number of 20 s Attimes, the fact
o some Kansas graduates were Ly to seek employment in other si-1o:5 of not enter teaching

at ali did not negatively impact the <:hility *n fui vacancies within the stal:  Those times have
passed.

A growing teachor shortage has put at risk the right ¢! every Kansas student to attend a great
public school. Kansas public schools have traditionally pussesscd a key element of great echools
or every child: a caring, competent, and qualified f2acher in every classroom.

The retirement of a e 1eration of educators, theigh, is occur ng precisely at & moment when #
range of policy deci 1ons have made recruitment and retentc n into teaching particularly
challenging. In the heat of the current debate, « rarige of pro »sals to “fix” the .mpending shoi 1ge
have been put forward. Some have great me it while others ¢ 2 likely to weake the quaiity oi
schools and exacerbate the shortage.

In this report, we consider factors that have led to {2 growing shiortagie of teachers both in
specialized fields, st 'ac’er qeographic areas, certai: types of schools, »  d across all setings.

ndr tane no nese facte. - leads to a sei.cs of recommencations for & :tion — actions that oromisc
sensurethe ery K 1sas stude ot will have a caring, oo npetent teacher n the classrc onis of the
21% century it insas  Demographic diffe: ‘nces betweni the cuirent Kansas teach 'ng iorce nd
the studer* nopulation are also noled as we seek to provide positive educator roie modeis o, all
Kansas si.ugents.

Understanding Systemic Causes

Several aystemic factors confribute to the current sho tage and demand aiten’ on if we are to find
real solutions that will work in the long term. A variety of f- ~tors affect both the recruitment
(pipeline) of promising candidates into the profession and ctention of teachers beyond induction
into the profession.

Opportunities and Choices: For many generations, about the only “proiessional”
cmployment choices for wormnen in the United States were tes hing and nursing. Both of these
fields are now experience critical shorlages as worn 1 find greater opportunities in a broad range
of career choices in business, swience and engineering, politics, etc. Itis not -easonable to expect
that we could reverse this trend... nor is it desirable to reduce these expandeu “pportunities for
women. YWe must, however, recc 1nize that education as a career must be viewed as equal in
status and opportunity to other caieers it « is to compete for its fair share of women as teachers.

Siibtle societal messages continue to impact the choice of teaching as a career for inen along with
ai other potential candidates. Only about 20% of the current icaching force is male and this
~natches statistics for enrollment in teacher pre paration programs around the state and nation. If
women are increasingly choosing other careers, then we MUST find ways to make teac! ing inore
attractive as a career for hoth genders. To the extent that both male and female potential teachers
perceive teaching as a “second career income” rather than acceptable for the primary breadwinner
in a family * will continue to lag behind in the ability to compate and recruit promising candidates.

J
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While oportuni. ws and choices primatily =ffect the “sipeline” to teeminr_',i o condidates celect a

caresd, our socisty has changed sigr»'ﬁ 2y in the past 40 years regaiding the number of Career
athis an individual will oursue @ e 15 ime. Persor; who may have s ud teaching as a career
ror life & generation a0 are now o nizing other opportinities ¢ ad « mh*ng 0 ower fiel':
' aforiunately, the licny of factore | civded here that expl b why eaching is less ofien a firs

1 cholce™ in life.

career choice alz =y ply to why itis not ¢ wie top ~Fihe 1 of later ca

Sne cdditional - ote about career chainges and teach 1y — decadeas of resesrch into deve oome it of
bocinning teacth s shows that it t:akF fiiy five yeais (or more) ior a novice coucator to hecome a
g r(ifted praciucner. fourdes =i io provide a gieat public school o very child, we must
.Jrk to retain teachars in the prof. =ion longer thay the average job. fcyond the initial 5-7 years,
we ought to work - <nure that i+ .chers remain in the noo7zssic 1, briiging their knowledge anc

skill to s=ive brth i students AND to act as a suppoil and mentor for nev r colleagues,

Discrimination: in 1954, tre landmark Brown v. Board of Educati: » decision in Topeka v 18
intended to send the message that every child should have access to a gre «t public school.
Unfortunately, one of the most common responses to Brown v. Board in Kaiisas «nd across th
coun‘ry was to integrate student populations... and fire all of the minority teachers. A generatl n ol
children grew up with no role persons of color as role models or professional exemplars. As &
re.sult of both t 2 discrimination against mi ority t2achers AND the 11essage to students, ve nc ~
see a teaching profession with only a fraction of the diversity in society at large.

Minority studer s in the United wtates must also as+ the guestion, "if | am to cvercome e negaiive
effec's of gene: ations of poverty “or my family, is tcaching the career o help make that difference?”
Is the diversity map strictly a #inction of increasing diversity in our population? The answer is a
resoui.ling NG, In 1990, abuut 12% of Kansas were of ethnic or racially diverse backgrounds
compared with cver 5% of the teaching force. By 'he 2000 census, overall diversity haa risen to
17% in Kansas whi'= the teachiug forne’s diversity haad uronped (0 near 4%.

Teacher Preparation: Scme have cited “causes” for the fficulty in recruiting feache:
cardidates that do 1ot stand up to careful scrutiny. For examnie, some cay that teacher
preparation programs are too involved or demanding. Da.a from a wide variety of aliernate route
preparation progr~ms across the country, though, demonstrate that this is simply not a valid
critique. Whia the quality of alternate rc ate program - is a factor in retentior in the profession, it is
important to understand why the “preparation programs are too difficult or 2quire too many hoops
Acuse is NOT a factor to solv: the recruitrnent dilemma.

0

Efforts to create shortcuts to *eaching witheut g oropriatel -igorous attention to beth content and
pedagogy result in high rates of failure vn the part of the now teacher. Weil over 50% of
candidates from ' . eaci for America” don’t last past their third year in the profession. Jusi a=

impaortantty, their students uon’t do nearty as well on standardized achievemeni mer ures. in other

words, under-preparing people for this challenging profession simply provide s substancaard
teaching for iarge croups of students year after year =nd results in & high turnover in staff,
underinining sche o culture AND studen: achievement.

Kansas has taken a well-reasoned approach to alternate route program=: guaruntee a strong
sontent knowledge base, build a theoretical AND practical understanding of padagogy, and then
provide hign levels of mentoring and support.

One additional issue has been raised by some as a "barrier to teaching”. Teacher candidates are
now required to successfully complete several gateway assessments {0 reach full licensure in the
orofession. Some pundits have indicated that the challernige of passing these assessments is
discouraging potential teachers from pursuing that career. During & ecent discussion session by
student teachers at Fort Hays State University, one I =ginning elementary teacher may have said it



best: "Why would we want ¢, 12one in the profession who isn't v g to work hard enough to

succeed on & Teacher Worlk ~..mple? The TWC i« v ' ourwor 3 all about and if we can't do
that, we aren't recdy to teach!” We certainly we "1 e agree to eliminate assessimanis of
doctors or oiher professionals because they mic i« icourage some from pursuing it use careers.
We care enon.gh about our health care to demarnd sumeone who is not going to enc e in
ralpractice! Certainly Kansans desajve comnarable rigor in aaterm’ g who will Lo afforded a

career of opportunity to impact e fives of our children.

Respect for Fuhilic Edi: :fion and Educaic 52 Schoo now have over 45 ways (o be

labeled “feiting” undor the No Child Left Behind maix 1 grade levals, testing, demoarosiic
subgroups, =i indicators. Isolated incidents of v .crice ke headlines while the - ©.s remains
silent to the " ict that public schouols are probab'. the safest place children and stud: s spend th ir
tima,

The overemphasis on testing «ind the high stakes foi “chools basod on the resuits has leo ©
significant restructuring of many schoals in extremaly negative ways, Whie this topic is addres ad
at greater lenyth as a retention issue, recruitment of candida! = into teaching is creasingly dif' sult
as the career moves towards rciting scripted lessons that lew: o drill-and-practice exercises that
lack creativity or a positive senise of engacemant for students ¢ (d teache s alike.

[ronically, one so-called strategy to overcome shortages in the weaching field is likely to have
exactly the opposite asult in the 'ong run. As preiously noted, lowering standards for <atry inio
the profession has p oven to invite persons who are ill-equipr ad to meet student leaming needs.
The reputation of public schools suffer, particularly hard- *~-staff schuols working with «tudents with
the greatest ieeus, as achievement daa shows greatsr numbers - students

Salary and r-reer 2arnings: While sor e authors hove at cmpted to Tustfy the low sawrios
afford »d to tes s by argui g that *hey do net work “full tin'”, & more carciul anal s shows this
premise 0 be ia.. .. in 20058, researchers at the Fuucation Policy - =fitute discov 1< d the following:

= “A comparison of teachers' weekly wages to those of sther workers with similar educ='.or
and experience shows that, since 1993, ~mal= teacher wac = have fallen behind 10 4 a.d
meie teacher wages 12.5% (11.5% among all teachers). Since 1979 teacher wages
i lative to thoue of other similar workers have dropped 18.5% among wome.  1.3% among
men, and 13.1% among ©oth combined,

« A comparison of teachers' wages to those of workers with comparable skill requiroments,
including ¢ ccountants, reporters, registered nurses, computer programmers, cleryy,
perscnnel officer. and vocational counselors and inspectors, shows that teachers < irned
5116 lese per week in 202, a vage disadvantac - of 12.2%. Because teachers wor .ad
me re hours per week, the hourly wage disadvaniage vas an even larger 14.1%,

Teachers' weekly wages have grown far more slov ly Lian those or these comparable
occupations; teacher wages have deterioraied about 14.8"7 since 1993 and by 12 7%
since 1983 relative to comparable occupations.”’

The New York Times reported that veginning salaries lagged behind other comparavuie fields by
$5,000 t0 510,000 while annual earnings aiter 20 years iii the job were likely to be af least $40,000
behind.

At times, the argument was presented that teac ers need to enter the profession with a sense of
calling and service. These personal characteri-ics are desirable traits that will help the wacher
succeed. |t seems far more sensible, though, to pay sufficiently high salaries so that 2 greater
iumber of dedicated and cering people are able to choose traching without sacrificing their spirit of

' Lom Alegretto, Corcoran, and Michel. (2005). “How Does Teacher Pay Compare? Methodological
Challenges and /uaswers.” hiip://www epi.org/content.cfim/books reacher_pay

X

~ 7



dedication end caiing for & v own children and families. If lec o aitruistic individuals are led to the
profession, it il bacome iz job ~f careful personiic! screeniv 1 to bypass them in favor of the

more caring «ndidates.

Profe. :ionsl, indvction, ~c'vancer=ii, and leaders!:.  >oporitunitias; One of
ihe most noteble I 38 of e ning as a career (fraditionally ) i= the 7w that £ 2 job description
and responsibilities were I cly identical for the beginning prefessional on hertiiis first aay of
zsmploymen: to fhose for t. 35 year veteran preparing o retirc. Beyord soma inforima! mnentorin

of new teache s by exj.erinncea colleaaues, the proicssion has been virtually flat - no

differenti-Uon or advancement short of movin oui of the classroom to bacorie an zdmimistrater.

‘or reais, KNA a&od our metabiis have s e e — Mf@mﬁ
proposed that new teachers ..ol il What do adniinistrators say? i
given lighter schedules, poss "J
smaier class sizes and fewer “difficuft” “When asked how state lerjislation could improve |
students. During he ‘nduction years in the e district’s new teacher program, tha majority |l
profession, the burden of planning to meet % of administrators suggested tha: funding was '
the diverse ;20 - of studenrts is exti'@m@'y the best way for the state to improve the
demeznding. Add to those normal siresses program. :
beforefafter ~chool sui - rvision, attendng
Individual Education Piun meetings, and Tezcher Induction in “ansas Cit, _State
school or district induction workshops anu a Policy, Dictrict Trends. ¢ w heir !mpii;ations; E

£

from New Teacher Center: Liniversity o
Californiz 2* Santa Cruz - stuuly of Kansas and

sorkload is created th-{ drives me ¢

profnising ye'ng educators out the door. Missou districts in the greater Kansas City
ai. a, p 30. Ji
Support by m=ntors (or new (eaciers is G R, R ST R e

alsc uneven cross districts and across the st~te. 'n some cases, ine. wOrs e assigned withou

any training, wvithout any attempt to match critic: ' characteristics, atc  In other ¢+ s, no m.ntor is
assigned ui all. The beginning teacher may be left to ner/his esourcefuiness ar  esilience ‘o see
if they can “make it" and are willing to weather the struggles to become & weil-es blished veteran.

The typical teact ar wiw sticks with the profession pregresses through the first five w0 se.en ve. s
and becom== a fully capable independent practition... As one “ecomes rmore confident in the
profession, ner/his interests might also expand tu include a desire for greaier influance on the
selection of instructional materials, a desire to engage in more collaborative planning of instruction,
or possibly a natural skill for mentoring newer colleagues. Some of these activities may be
encouraged in a school district, but often, the emerging teacher-leacer finds difficulty in their path
to greater resj. nsibility.

Sy. femic barriars to advancem~nt arc often in place to make it more difficuit ror excelient,
experienced teachers to assume new roles. For example, if a teacher is asked to «erve nn a ciaie-
vide task force or on an accre litation visit for a scnool of education, she/he is likely to be deniad
«niy professional leave duie to the critical shoriage of substitutes. There is also little thought of
reducing the class lo: * for the master teacher in order to assign ne . duties related to teachng and
learning, cui.iculum and assessment. Again, if someone wishe - *o “advance”. they are cen
forced to completely leave their roic as teacher,

Relevant and signiticani professional development: \iost experienced teachers
can describe the array of activities that are labeleu s “professional development” by schools and
districts. Ofter:, the refrain can be haard: “just let me work in my classrooiin.” There may be . cle
for inspirational speakers as part of an overall plan for professional development. There may be «
role for a drop-in workshop bv a 'sading expert in some teaching strategy. But neither aadresses
the critical attributes that have been identified for truly impactful professional development.
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Ali oo often, the professional developr =it experiences are not linked to th: 2iciual content area of

the izacher or to the speciiic siv2nt lo - ining challenges she i= faced w. ' in e classroom
each day. Thaidea of toroi a2t Lieeting together to analvzc¢ - ident work @ind to jeintly research
ideas for improved te:-hing weuld fall outside what many =i Jls or districts would view as
"professional develop ont.” Inherent within this flawed « .lysis is a belief that teachers are 110
reflecti i~ practitioners «who can collaborate, conduct actic | research, and impic - their

profo conal practice without an intervention by some exiernal expert or motivator. Actually, it is
ea 11 toacher's reflection and action re o ch that has the greatest impact  ~ hor/his professional
pr. icel

iFor a full discussion of quaiy professional development, - wider the principles identified by the

Nationzal Staff Develc, nent Council and the rubric based 1y NSDC work that was developed ©
the Kansas Learning First Alliance.

Wourkioad and stress: The "No Child Leit Behind” reauthorization of the Elementary and
Secondary Education Act has had many ur ntended consequences. Foi exam e, the curriculum
has been strategically narrowed in many schools in an zttempt to focus on those topics that are on
“the test.” Some scho s have eliminated sciance, recess, music, and other activities &t least
teinporarily in an effort to make a few points un the NCLB-mandated assessmenis.

Whiic teaching nas long beern a profession with lo: 7 hours beyond the scheol day, NCLB and other
bure: ucrzuc acts have exacerbated problems of workioad ana stress in several ways. For
examole, the joy of teaching ' 2 manner that generates “aha” experiences of undersianding has
been diminished by an emphasis on rofe learning rather than a student’s ability to analyze <nd
solve prohlems.

Scripted instruction progi »ms have forced teachers to abanuon genuine interacuon with stucents.
Sludents who are subject d to 1hese new conditins also roact w the stress — motivation

decr: -ses when the curriculum  arrow ¢ d te st-focused rather than open to coinection with a

stuus - 's natural areas of intere  Further, sti'dents are pressured through test preparation drilis
and an awareness that these are high
stakes events for their schools.

SEEEET

What do teachers who left the professian say?
The most overwhelming concern io _ )
emerge from the 2006 Teach~- One ©acher to recently leave the profession nofed
Working Conditions Su~vey w.s time. that she used tu vork fourtec-to-sixteen hour
This includes = lack of collaboration days Auqust through May were hard. But now in
fime (with some variation at middle another professional field, “I'm not on call rigiit

s level-ir team planning time is in now, but | may work an occasional weekend. | oo
place), individual planning time, time to  §| ome at & p.m., [ don't have grading or planning,
grade and provide feedback on student and I'm not thint g .bout how to make Hamlet
work, time to maintain ¢ jood new and exciling *

communication lir.k with parents, time From "Young, Dedicated and Out the
:tptreview professional jourt.als, and the Door?" Issues, 19(4), p 1.
ist goes un. S

AR TR T R S . i

As noted in the discussion of salaries, teaching 1. a profession that demands more hours _ach day
and week than other professions with comparable preparation.. Add to that the stress of public
nressure and political 1netoric aboiit "failing schools" and teaching loses even more of its allure for
the student considering career opuons.

Professional work environment: What characteristics describe the typical teacher's work
eivironment, at least historically’” Depending on the particular school, the conditions vary greatly:
isolation versus collaboration, micromanagement versus autonomy, prescription versus
professional judgment are ail areas that impact student achievement AND professional fulfillment.
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“inas like the Teachar Working Cot - iiions survey conducted in Kansa: —iid across the natioi

s emphasizad the link Yofween 2 crofessionally empowering work ensironment, increasad
ciudent leamning, and loscne, retention,

Re"ﬂ" i reporied | ¢ the Amernican Edur i "ml Reses 1 Journal i oted that the greatest {acion in
:tion-relat d teacher turnovar iv 1igh poveriy . hools was noor adinin! trative sup ot
.‘.ourj was the prime dissatisficr i low poverty schools, admin: rative sujport was the

nd highest issue.”

‘ditional background 120 :arch wags - iniyzed and compiled o ine Nation ] Education Associ
as part of their long =i nioject entitled KEYS to Excel' nce for Your Schools. For more
information about tt - analysis, consult the KEYE web e at http:/mww . keys sniing.oral,

el erlfure and leadershir:: 1o adition to time, the most importai: single factor in
creating w positive and productive woik environinent described above - the formal school
leadership provided by administration. And just as there is a critical and jrov 'ng snortecs of
teachars, there 5 an equally sianificant shortage of schoo! and district administrators.

n

s ST

: e =]
vvnat do researchers says Ii

I

|

individuals who are less skilled

sreating desirable schoc! cultures ‘
being called upon to fill “The ¥ portance of leadeiship and iis :cnineciion o

administrative vacancies. The both 2chievement and retention have nean note ..
stresses and piessules o Ensuiing that schoel leaders have the support they
teachers apply to administraiurs, ~eed o create trus ing school environmenis where ]
as well Tht reter ion of school leachers are comfortable raising issue © and |
admin:. trators is a major conc . empowsrad as partn~rs in decision making i critical.” |
1}

The sncitage ay result in some E

g

Kansas should be looking for ways
to suppc:t adrinistrator longevity

that 18 sufficiei .. to establish a VWorking “ondiiuns Survey, Center for leaching |
sustainable cultura and to mer.or | Gt lity, Eric Hirsch & & ot “meric, p 30. £
emerging leaders within a school. |_ a

Creating Conditions for wiudent and Teacher |
Succass: A Rerort o the 2006 Kansas Teache:

SRR IR 1! Eiamacst

Empowerment i© a crucial «iemer of a trie orofessional learning community. 1t is possible to craft
and utilize a visivn statement within a schoc! via the boss simply teliing all what to do, the hnss
trying to sell everyone ' n what to do, the boss seeking reactio. s to a proposad vision, the boss
consulting with others before making herfhis decision, o the boss and members o the organizauon
co-creating their vision th: ugh a crllaborative process. According to Dufour and Eaker, ¢
creating mav not be the i..0st efficient method, but rt is the process most likely to lead to a vision
thet is widely shared and likely to hav» real in ract.?

* Inaersoll, R. (2001). “Teacher turnover and teacher shortages: An organizational . nalvsis.” AER.,

Jowmal 38(fall 2001), 499-534.
* DuFour, R. and Eaker, R. (19°8). Professional Learning Communities at Work: Best Practices for

Enhancing Student Achievenent, p. 65.




Sysitemic S oiutions to the Teacher Shoriage

Ki A proposas that o long term ay wouch 12 addressing the issues of rocriinent and retention of
feality indiviodals into the teaching orofession is Lhe only way to really = isse the problem. We
wiil not solve the pieblem with a bood aid approacn that mighit get a fer - more teachers into the
classroom today on'y 1o have then leave tomorrow. We must seek a < iu.on that addresses Lo
the present and the fulure.

Tothotend, we tirge Kansas policy n.. kere to addre  four areas in crafling ¢ solution:

1. The “pipeline” - getting r ¢ young people to pursue teachii.: «iter high school.

2. Entry into the professivi — once a candidate gradiates from « teacher preparation
program, how will we cumpete with the pull frorn 1oore lucrative smploymer . opporiurii

3. Continved service — Once someone has beoun teaching, what mus. we dc o encure that
‘hey m- ke teaching a career, including how we can entice them back (o the classroom
shoula they take « break for family iesoonsibilities.

4. Returning prestige to the feaching prefession. Policy and nolicy makers must honor
teaching, not degrade it: teachers must be treated and respected as professionals cn the
same lgvel as attorneys and physicians We must never forget (hat the oun aticn o every
physician s training i= the education he ur she received in Jrades k through 12.

37
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dres: .y the “pipeline”
e do wie  scourage more peci: i consicar teaching as a caicar

The ruig of high schoo s and middle schools

; paeople 1o consider teaching 4o - vic Lle care=i option, we must ex oce them
o career early on. Contrary fo wihii some believe, experience as @ siudent does

i we want you
te teachir

rot cou L #3 exposure to the realities of — no 12 joys of — teaching. To that enc hiddle
schools thould @ encouragad to form futur. teacher clubs spons = by enthussatic career
ieachers who can share tholr lovo of the proicssion with the studerc. [deally, students in
aducation proc wms from | < institutions of higher education «iould work with these clubs

hal

and share t! :nthusiasi: for their prospective profession. A« v Jents enter high school,
they should fiwve the opportunity to particinate i 1" uture Teachor Clubs that put an emplizais
on pre-p iessional experiences. Such students would serve as teacher aides, work with
students s tutors, =ind support eerly reading and math programs in the elemeriary schools.
is importznt that these young peule have real contact with students — as opposed to grading
papers and delivering messages  'he most often given reasons for chocsing teac ring as a
carear are altruistic - the desire to inake a difference or change the world or seeing he light in
A child's wyes when he “gets it." Club experiences shouid provide members with that
xperienca; the chance to expeiience having taught someone somethine "hese kind= of
programs veould develop in young people a greater appreciation of the cuiarence one can
make in the life of a child when choosing teaching as & ofeusion and serve to inspire voung
i nple to oursue teacning.

The State can.

1. allow the creation of programs that would include classes for ¢iadit in high school.
wuch classes wvould be taught by licensed, practicing wwachers,

> orevide funding for such programs -0 that rich experiences night be provided
including experiencing the differance w teacher can make and visit to teacher
oreparation programs at univeisiiies in Kansas.

= Giow your owa transition te *~aching programs

There are support persc.nel across the state who, for whatever 1 2asor, hevs not completed a
denr=e program wuich could' lead to themn entering the teaching profession. Many

paraprofessic nals have somea college . i A )
suucation  perhaps even hold an e a -
Associate s ge | fg Every effort shou!d be Acquiring debt and higher education
o g e ry > - A5 CoBane LARrs rose i ihe past decase. so okt e volums
made to ansition these people into the o Shickent Soan: Frderally Diches Dans ssooot for most
pFOfBS?;Dﬂ of the wolurran, put privale lbans grne ad 3 much fasber rdo
' Yuitlen, feos, room and bosed Totdl valume of student lcans
) ) 8 Fubbc senool B Prvatescnogt 00 B
State and busine: » partnerships can e 7
0587 £k
Nk £ o]
oo, tuition or provide loan = 3 i
forgiveness, :’;j »
provic~ instruction either oii- o S o
ite o through interactive sme o B
distance learning gesbi oL LR
e T =rEd e et
oppo‘rtun.ltses, and Ui duied \oains wnsh) i e S g i Sl
3' proylde “Vlr]g expemses . SEICER: Tha Codlgeso Beaed; Inakhde foe Hignee Edutaban Posoy AR
during the time thev would be
~ompleting their student

teaching experiences.
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s Tuition forgiven-

Recer! «i ysis of student loans and the fising Costs of ¢ liege education have been called !
nev i rm of indenture” by the Karsas Cilv Star. Students pursuing @ teachin career must

cot e an undergraduate progs o oand are then often encouracad to com, e an advanced
dec: ¢ as well. With Kairzns © acher saliies among the lowe=t 1 (he nation, it is foolish 1o
expect young people to <00y 1o a careei that will not allow i -y (o pay off their college debt.
Kansas must drameti- =y expand and markat loan forgive =5 prog ams for students enterine
the protession.

Tuiticfor iveness urograme can be cra ~d in such a way as to encourage rcipients to take
haid-to-fill nositions. There must be a ¢ imitment by the studaont receiving © lon forgiveness
gravits to work in teachina. If ony studeit entering teaching could recelve tuition forgiveness at

a rate of one semester for ¢ ch year cf leaching, more wouid consider cntering and stayii.g in
the profession. Additicnially, wition forgiveness could be romped up for those willing to teach in
solated rural communities, hard to staff schoc!s, or licence shortage areas. Such teachars
might receive one year twe sernesters) tuition forgiveness for euch year taught in thot po -ition.
These tuition reimbursemeit programs should include currently licensed feachers wiio agiea to
become endoised in nd teach hard-to-fill areas.

For more information on the crisis in - udent loans, see "= foilowing articles.

High-priced student loans spell trouble
Graduates with higher-cost private loans iace a touaher road

+ Uruverswy advising

Jniversity advising programs must be mare in tune with the reaiity of te...hing career
apportunities. We krov that Kansas teacher preparaiion progr ims are furning ol * more
elementary classroorr . :achers than the @ are jobs for those t¢  ~hers while we 2@ not
producing enough math or music teachers. It is not enough for dvisors to assist studer= in
choosing the appropriate clz ;ses; they must be more vigilant acout advising siudents i
employment rezlities. While .ne ultimate decision ©a whai to pursue remains with the studei,
the advisor should encourace students to think - out options that will meet the needs of the
tate as well & providing for a greater possibility Jf finding a job afler graduation.

Further, studerts witt najors in scien: . and math, or ot ar hard-iu-fill teaching positions, must
be encouraged to consider teaching positions in these areas,  thel skills, interests,
personality, and values indicate they would thrive in the teachiug profession. Zoops rative
education prog: 1ms can be used to get non-teaching majors into classrooms to detcrmine
vhether teaching would be a good career 1.
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i1: the profession
into the classioon: &' et then iarough the first yoeiw

n of Colle: . and Emplovers (WACE) annue! s e mine : Issues

-+ National Assoc 2
wviling forin joh offers after ealiza:

vehat studenis a

"Students responcd i o NATE's 2006 Gradvaling Studcn! o Alumni Survey have made it o

that vihile salaries 1o imporant, benefits &= matter 0 them. Overall, studeiis r3ted med
instirsnce, yearly salary incremses, 401(5%) piun, and denal and life insurence a: ilie most
i at benefits 1o them. O .er benaiiis students lock for, inorder of in.corance, are;

nons
T\lll A

Medical instnanee
Yearly salary increases

401 (%) retirement plan
Dental insurance

Life insurance

Tuition reimbursement
More than 2 weeks vacation
Pension plan

. Flextime '
0. Family-friendly benefits™

ONO TS LN -

£

o Entry level salaries

The .verage Kai-as teacher salary today ranks 36" 'n the nation. In 2006-07 e average
starting salary for a teacher in {ansas vas $30,402. while starting salaries acro. - the sta
range ‘om a low of $25,000 to a high ¢f $38,500. These figures are »ased on an examinauon
of teacher salarv schedules acros ; the state. They do now necessanily raflect what a beginning
teacher might expect to earn. When these saaries are we ghted basc« on where they are - for
examnie, a large district with a higher starting salary will likely hire more »eginning teachers
than & sery small district with a low salary — a beginning teacher might expect to earn $3=,6 1.

The American Federation of “'eachers also conducts a per’ dic survey of beginning teacher
saiaries which is published in a report entitlac the Survey ¢ 1 Analysis of Teacher Salary
Trends The latest of these surveys public wed in 2007is the analysis of 2004 data. The report

on beginning teacher ~alzies corras te ihis conciusion:

“The average salary earned by the 227.000 teach  who were in their first year iri 2004-05
was $31,753 or 3.1 percent more than the average earnings in 2003-04. Althnugh

0 ginning teacher salaries increaseu at a faster rate than average teacher salaries, thev
stll did not keen pace with inflation, earnings for other workers or econcmic growth.

‘For example, between 1995 and 2005, the buying power of the beginning teacner saiary
rer by 3.3 percent or roughiy $100 a year. The buying power of private sector salaries
jenwi 'y grew by almost 13 percent. For every new dollar in average earnings 1 the
orvate ector, beginning teachar salaries have (sen by just 22 cents.

The National Association of Colleges ard Employers conducts an annual survey on the
job offars received by co''mge aradua’ ss. Tiie average salary offer to those graduating with

* National Association of Colleges and Employers, Frequently Asked Questions,
http://www.naceweb.org/press/quick.htm




a major other than education wa: =<~ 29 or $10,476 mor= than the == age beginning
teacher salary. Beaiining teache 1y is not competitiv -

Whether we look al tiic data nationally or or the state v~ we can sea that be ning teac! .
salaries are not cor; clitive with private socior salaries -d are be: oming less =o cver time

Liioits to address this issue dare a necess ry comporant of anv plan to atti- . voung people
I the teaching "pipeline” and to move new col'zge yraduates into the ¢l = sroom.,

¢ Health banetits

Providing health iheurance benefits to school employer - chould be a prioiity of the «iate. A
we . ofed 2arlier, Bt the NACE 2006 Gracliafing Studer ! & Alumni Survey, ' turients rated
meoo | insurances, yearly salary increq o, 401(k) plan, and dental and life insurance as ihe

aost important benefits to them.” (e1nphasis added) Knowirn that one's health care needs
are taken care of is a strong incentive for joining the profession and continuing.

o Sunnort for ne'v teachers

Teaching is challerigina. While Kansus teacher preparaiion programs do an excellent ‘ob with
prospective teachers 10 program can fully encompas s the reelities of dealing with sne's own
siudents and the vari sty of personalitics, beckgrounds, ai. 1 leve's of students that orm today's
classroom.

Data from the State Departmeant of “ducation reveals some alarming fucts. The attritiun raie of
new .eachers in Kansas ovet the first five years of teaching is nearly 50 percent While .ome of
this exodus .an be attribt ted to taking time off to raise children or the franefar o1 4 spouse, we

«@ not losing half of ou .ew teachers to those two “actors alor e,

Unfortunately studies of the roblem 1 sve heen conducted by asking Superinte. - ~nte .y

l.achers "rave and not by atiempting « real survey of those teachers who have « . -t al,

e-lucators agree and national resear~h confirms that ther=  re certain practices that, 1" dene
well, can dramatically reduce new t ucher atlrition.

o Induction

The success=ful transition from novice teacher to skilied prectitioner demands a
comnrehensive program for the induction of ne'  teachers. Such a program orients
the novice teacher to the school, the uistrict, 2 1 the community. It goes further by
linking professional deveiopment opportunities, school mprovement initatives, and
appraisal with a mentoring system cesigned to suppurt the *eacher in mastering
the art of ~lassroom management, instruction, and stuc=r' sscssment.

The induction program also must ful :tion within the contevt of the novice '~acher's
working conditions. Successul completion of the robatic ary period is more likely
‘hen the new teachear's assiynment considers such facivis as the number of
preparations, class uize, extra-curricular responsibifities, and the challenge of the
assignment. Successiul teachers also couni on the sustained support of school
administrators, professional colleagues and mentors, resource personnel,

professional organizations, and “he community.

® American -ederation of “eachers, Survey and Analysis of Teacher Salary Trends 2005, AFT, WVashington,
D.C., 2007, pii.
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ffientoring

Tt cionng program functions within tize context of the cormprehensive:
Lduction system. lts purpose is to i tF probationary teacher with a highily
killed teacher ¢, tean of teachers | ined in working with paore '
-upport. Through the « opoitofac g, spacially frained o
taacher is able to 07w on deveioping his/her instructiona: s |
learnings from pri =s'onal development experiences 11 | proving practice.
Menioring is nol - isciz'ad expericice Lo rather is i going support, built infe iz

clovy-fo-day activitios of ha novice t2a:

e

= mentor teacher prog am passe by the legislature is not adequate ' do the
10, First, the prograin 1i-s never bo..n funded to provide vipport for every teacner
firough the first three years of teaching. Sacondly, while e state progiam
provides funding io give a stipend to mentor teachers -- a needed component - it
does nd provide funding for any of the o her necessary ingredients of a quality
mentoring program. There is no funding for prograrm slanning, materials or rz ining;
thera is no furing to sua ort release for both the mentor and the mentes to
angage in observation and immediate feedback.

'n order to be an effective program in ad-ressing nev. 2acher attrition, the mentor
aacher program needs an influ < of funcing.

Worl load

New #11d inexper. nced teac.iers need to be - ble to fomus G learning the job. ™o
that end, sractices that distract them from that la. rning need o be abardoned.
Many schoo! distric - and locai associations & rloing just that but such efforte
need to be « .2ppau un,

When assigning ne teachers, attention inust be given to their preparation lead.
For se~andary teachers, the preparation load should be minimizad. Whenever
nrssibie, the new teacher <hould have fewer courses to prepare for than the
exp rienced teache™.

Care must also b2 given .ot to overload the new teacher with students with special
nee..  While new tesichers must gain experience wiin these students, they should
neve: be expected i take on miore challenges than necess y.

Finaily, new tez shers nead time to assess student work and prepare for the
lessons they wil' 'each. New teachers should not be asked to taka on more than
one supplemental duty in additiot. to their teaching.

Thrse a e policies tha. iee to be promoted from the state level and suppoited by

schanl boards, sc' ool administraters, and the iew teacher's fellow facuity
mer Hers.
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“ofdressi - continued service
Ciat will §oocp people in the clas oom for o ong and sucecessfil  ouep?

= Earning career salaris =

Nationally, thc 7 T Teach -+ Salary Survey she we o disturbing fend in average t== her salany:
"[Tihe cverage teact 1 salary increased hotvcen 2003-04 and 2004-05 by 2.2 oicent to
$47 002, But teacher pay lost ground ag - the cost of living, which rose b 3.4 percent.
Itis ilie second consecutive yvear that av- ¢ e teacher pay has delined rele ve to
inflation. In that time  the | uying power ¢: the average teact~r =" iy declined by $775, or

B percent.
“Growi' i average te:: hor pay has not kep! (e with ov. all economic growth cith=r. in

2004, 1.2 U.S. econormy began to come oul of recession and grew, on A per capil.. basis,
by £.8 percent. In 2005 it grew by 5.4 percent. In each year, e growth in teacher pay did
not match the growth in the economy. This is not a surprise, because av age teacher pe v
has only grown at a faster rate th=n the econoi y 15 times in the last 45 years. But e
difference betwean annual economic growth and the growth in teacher pay is the h jhest .
1as heen since 28,

"And when co apc 2d with *he average pay o "merican workers overall, average ea. er
pay i< losing ¢ rounu. In 1801 average teacher pay was worth $47,262 in 2005 ¢ ars. he
velage U.S. worker who queiified for unemployment insurance made $39,188  aacher

pav was 21 percent more than average pay generally. Teachers earl ad more, uni a
comnparable basis in 1981 than they ever had before — or heve since. Real average teacher
ay has grown by .ess ihar 1 percert since 991, and earniiigs for all worzers have gi-wn

v 14.5 po ~ent. Teac!ors now make just 8 parcent inore than the averag= American
Wl Ker

“In the last 1u years, real average privale sector compensa.uen nas grown by $ 580, Real
teacher ~ompensation i1as grown by $487. For every 7$1 increase in average private sector
salaries, average teacher pay has risen by 11 cer 3.7

Kansas feach=( salaries have coinwistently lagged behind other states, In 2704-05 {(ne same
vear used in . i@ AF'l survey), the Kionsas State Departmuent o Euucation reports that the
average Yansas te~cher salary was $39,351 — 2 fuii $8,251 less thar the national ave =, By
2006- 17 the aver~  Xansas teacher salary b risen to $43,334 — <iill $4,268 less tho, the
2004-05 rationa’ .veragel

‘I he most recent analvsis sho = the Kansas -What do teachers say?
average teache: salary 1o be 5. ' nationally. .
This is good news in that we have cone up If tore .an 40 perc it of i o fac My believed iL

nd . "

from 427 just a few years ago. Ihe rise they need to work a sccon: job durning the l
however is due to the |esolution of a schoal school year, schoris are 1.7 times mo-e likely to
finance lawsuit under which the state Lave a hi 1 expacted turiover rats,”

egislature provided much laiger increases in

]

fundinr. Crenting Conditions for Student a:
Teachei Success: A Report on the 2006
Teacher =alary increases for 2005-06 2nd Kangas | T@a—‘?'ﬂw——"rk%g-c-"—“—m—ud'tm%s
. . survey 3
2006-07 were larger than those in previous <l

years, moviny the average up relative to other

" American Fedoratic 1 of Teachers, Survey and Analysis of Teacher Salary Trends 2005, AFT, Washington,
D.C., 2007, pi.
" bid, pii.




sta'  Kansus remains far from the nati~ il average.
The state can take the [ecd 1) ddressing ihe salary issue by providing contitiued incroases n
bi se state aid per prnil ©CAPE is the pomary source of furids for izacher salzries and the

best wir fo maks salani s more competitive is (0 provide roore money thet can ! =2 used for
salariow.

“'he oL ‘o the national average wo id e an enormous wifusion of funds T o this reason
soii - have advocated a sorm~what scale | down approach by taicaiirg ther Hian of the
stal: . This apprez=h woi i il move Konzas teacher salaries o nicantly o wvard.

Yetanothe approach i improving teacher compensation i+ . focus on career earnings. Uniil
recently i ‘= were dic cis w.n 40-ste. saloy cnhedules. © fhat this means is that a teacher

would not varn the mesdmum salery leve: until ailer 40 years in the same district, significantly

Heci=asing the amount of compe: . sation carned over a career.

KNEA local negotiations teams have been advocaiin. for compacting salaiy schadules so that
teachers earr higher salaries earlier in their career. Such a systeni would mae e se'ary
more attractive and allow te~chers ai yourger ages to inve =t sormne of their earnings or
purchase their own homes

Health bensiits

Health care costs continue to eat away at Americar’s earning power and public emnloyees are
not immun .. to the ' 2alth wore crisis. In Kansas the handling of health bencfite v ries widely
from district to district. The majority of disiricts provide most of the cost of th employee’s
heauth ber.-fits; very few fully cover the cost of the emplovee. Family coverage as part of "2
compensatic package is rore although it is often wvailah.e nut of the employee’s pocket ~nd
i the last Siz.e Departmernit of Edu-ation siray of schoai districts, it wos found that in 11
uistricts employees are nef even oiiered heaith insurance =t their own cosi.

Prov dirg he=lth insurance benafite to school cinployses shouiu be 2 priority of the state. \s
we noted erviier, © *he NACE . 006 Graduating Student & Alumni Survey, “students raied
msdical lisurance, yearly salary increases, 401(k) plan and « ental and 'fe insurance &s the
most impartant benefits to them.” (cmphasis added)

in additior, zs teac! ars continu~ in their careers, family heaith benefits become even more
importznt. Tha state recognizes this in the provision of the state ! a2lth ~are plan to staie
einployees. Under that nlan, the statc nrovides nearly all of t.2 empiuyee’s oremiu 1 and a
significant portan of the family ¢ . zrage.

"he lack of support for family ~overage i many sct .l district heaith insurance plans is &
disincantive to continued empioyment,

«  Professional development

A5 with any job, an e’ Joyee’s enthusiasm is often fed by support for exciting new approe-hies

to the task at hand. Quality rofessional develcoment helps teachers to learn new skills,
encour-iges them to try rew upproaches to learning, and boisters their enthusiasm for and
commument to teaching.

Unfortinately the state has never fully understood the potential o quality professional
development. Despite establishing a funding forinuia for professional developrnent in the mid
1980’s, the formula has never been fully funded. This has left districts in the difficuit po-ition of
carving such “unding out of other resources and programs or ignoring profassional

20

2

D



development. And 100 often professional drevelopment - done “on the cheap” as a costsa 5

e e rendeon the exnerience frustioliag and mee. .igless to the teachors
Proicssional develep aent becomes o cally .
ruportant as states and the federal o toachers sov HE
it }vemment institute “cchool reform” policies ?
that_eff;sctavely manclaic changes to “Only © . ;ht majority of teachers were « it |8
1 =1y - ciar ¢
CUI’!"ICI tllm, asses‘m:, ‘u.Lut, or teaching. In oroat abr i il professional develonment the
R org ! T fpe B -
il gk to fully integrate such cha.n,_g‘:., : rec sved. More than half (biorcent) of - -insas
It'."t{f o },.ra_ctn:f,i "";Tﬁbg"?n?} developmes ed..colors agree that p oo onal devel o, :ment
Y i & i o= QeI C . i
. !“-'A"e?”'”gdus riade' do _i _mn}, {“ provides teachers will: 1 know'adge and skills
H (a3 sl iET e f f i i
'_ schools, and emhadded within th school most nee ‘~d to teacl: oliectively
iy would improve oversi job satst ction anu
cncourage teachers o slay with the Creaiing Conditions for 5¢
nrofession. Teacher Succes amu. i.be 06
: : Waorking Conditions
; ; 0 Survey, p 30.
The state can play @ meaningful role in two
ways: T — S e s e )

1. fully fund the professional development formula, provid'  districts w.ih the resources
to provide quality opportunities, and

2. insist that Professionzl Developiment Courncils, as the oversight and planniig council ¢
the district, have meaningful involvernent in and sign-off un the profe: sicnai
development plan.

o Fan.:y friendly policies

Teachers @2 not teachers first and people “econd. Lie all octhe Ameri.ans, @aciurs ore
parents, community . iembers, and ctiidren thermiselve s, School diztricts may nave mo. 0s like
“Nhere the kids come first,” but thowe mottos too uften do not ~nply to teacniers as narents and
children themselves. As young teachers become r= nts and wcteran {ec ~hers becon e care-
givers for thew own par=nts it shouid be the policy ' ine state to support them as employees
and as care-givers.

The following three issues address another of the 10 benefits that now graduate ook for in an
employcr. The list of ten includes “flextime” cnd “family-friendly benefits.”

o Child care

Young teachers with small children are. as we have shown, workir o for iow wages.
sSchools are the perfect place in whiuh to offer child care for the clindren ¢f employe s
In its emphasis on early childhood onpartuniti=g, the stale should ~onsider i fding
more school-based child care and pio. de it s a benefit to empioyees,

o Sick leave

Sick leave policies ‘e in need of a dramnatic overhaul. It must 1 ot be forgotien that
teachers face classrooms full of children who corie to school ill because their parents
are out . sick leave at their own pleces of « mployment. in addition young teachers
have to consider the health of the: own children and baby boor~rs now have the
responsibility of caring for elderly parents. The =tate should encourage @nd help fund
sick leave policies thi-t supnort families and chiluren

o Work load
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As wiit I ginning teachers, it is ofien impe i to consider the came worl load Cuos
with ¢+ 10 o1 teachers — partici! iy those w  “hildren of their own

Other work load issues ¢« ocific to particuiar jobs. Speciz! ~lucation teachers for
example tezon all day loro ut must still find time for studeni  sessment, writing 107
and meeii o vih parent: oo [EP teams, Their woi'. ioad is exaordinarily high and o
result ie 2 shoriage of special cducation teach= - Licensure dota reveal that Kane:
has mo - eachers with sper | education i oo than positiors, yet school dintiieg
can'tfi.. people to take thc _ ichs, Perha; - vk load plays a paii in the wiliin n2ss
of ate cherto take a specio! ol cation asyijinment,

~rofessional communities
A school is a sysia  Lvery part ¢ | that system has a contiibution to make in the success o

failure of the svsiem as a w.aole @ind of each studen’ in the syztem. Unicriunately the
constre 'nts put on school~ by furding and time resul. in a system in whicii each individuai

teacher is closed within s or her owis A ————r T . ST TS
classroorm and rai_ly is able to work with What do teachers say?

others to accnmpiish the goals of the school.
‘Abcui one-quarter of Kansas lea .iers rerajve

S e

The requirements of No Child Left Behind and [ ‘ass fthan three hours per week diring the

the state’s ovn accountability and schoui day o plan and co/'aborafe. It is ot
acuraditation systerr demand that teachers surprising, then, that only 42 percent of teachers
work collaboratively (0 analyze student agreed "atthey receive suffic’ant ti "2 to |§
assessment daia and create plans (o address collabores with colleagues.” !
the veaknesses identifie” in e data. i
Cormprehensive school improvoment cannoe | % éﬁeatsingcécsngqfiiao;shforrt (;fhf%g"g' :
be don.. by teachers working in in-ividual ! ‘*aﬁq ;;asuTeac.I{erwz fan ot |
silos. [ Sirvey, p 24, 4
Scheols need the wectirces o orovide for e e e e )

collaborauve work cpportunitics.



-.urning Prestige fo the F.oolcssion

{he public schionls and U teaching profession have bac 1 under relent'=ss attack since the 106L
Report after rep 1 - often written by ' thmk 1ank& with =i, inferest in destroying government stupport
for com srehensive: public education - has damned the = siem as inefficient, Lloated, and unearing.
ewrsoapers rout  cly print stories of *f: .-iEﬁ it schools” 1o ely takira a serious lnak at the dat: they
&2 reporting.

the same time state legislatures « ~« the congress hav - Lo’ over inareasing demands on public

shools without providing the funds : cessary to addres. (i - demands. Special education,

passerl in the mid 10/0's has never bees Ttu funded v e lederal governmernc and the stats o

Kansas has rarely iunded 100% of the excass costs of e program. he faderal No Child |« it
Rohin ! Actis und tlunded by hundrerl nillions of dollars and yet takes a punishing sar 3'ir.r 3
zpproach to schools that can't . chieve i s<andarna

o : -

‘Inde paid leachers are shelling out
hundieds of dollai s of their own teo

upplement schoo! naterials at the same
tirne that weir own buying power is
shrinking

W at do teachers say?

“Overall, '=ss than half of Kansas ieachers (44
percent) agree thet teochers are cerntlially
involved in decisic 1 making, and « 2y [ive

ent 2 ith chis si.iemant.” i :
percent strongly aqree with ihis staterment In the past few years in Kansas vills have

PG CEaTERsTar slidest and been introduced and debatad that have all
cacher Success: A Report on the 2006 but calleu teachers pedophiies and
Kans s Teachar Working Conditions pornographers.  gislators berate teachars
| Survey, p 8. because too many children are not meeiing
. ——— e e 1At proficioncy standards Lut ooe
unwill hg to take the high school test themseives.

IR TR AR R T T
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Yet by all meastres schools are duin beuer *han cver befare. Moie childrer are graduating from
hiyh schoai than ever. We are educat 4 chiicren who were considered “throwaways in the "good
oid days” of many a pundit's youtn. "We had no special ediication 35 years ago. We did not have
Engish for Speakers of Other | nguages (ESC!). Years ago no one would have considered what
.0 du about educatira the crack babies; no one would have cared if inner city youths dropped out o1
school. Today’s teachuis care about all of those childre 1 and rmore. And they struggle to me=et their
needs i underfunded schools.

che legisiature, the state board of educ. ton, and other policy makers wonder in the con‘ext of all
of this why enrollment n teacher preparation
progrars is declining, why school districts can't
find «1ough teachers to fill their classrooms,
and whv teachers seermn s0 anxious to retire,

] i e

Vihat do teachers »ay?

“If 40 percent or less of the faculty in & sch ol
belic «ed the v are respected as educatione !
experts, ‘he school is 2.7 times more likely fo
have a high expected turnover rate.”

Theose policy makers have i in thair power to
lead "e way in retuining prestige to the
teaching profession. They ~an start by vocally
standing up for ivache's and schools when *he
narrow-minded ideologues among their own
ranks accusc teachers of pedaling

parnography. And then they can begin to accept
the reality of their own studies. 1wo costly
studies have shown schools to pe underfunded

“tducator perception that they are respected as
educational experts hac the greulest impact on
whether schools would nave a high expecter
turnover rate.”

Creating Conditions for Student and

~ acknowledge it anc dea! with it. Standard and Teacher Success: A Deport on the 2006
Poor's has shown that our schocls are efficient Kansas Teacher vWorking Cunditions
— accept it and stop calling them inefficient. Survey, p 16, p 18.
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Policy makers can set a tone {1 i demonstrates respect or the prcl sion of weaching. Eelentless
attacks on the adusciion syst  andd on those that woirl: init adi 1 isirators and teache - slibe -
contribute to & voung person's Jdes Lion to choose ¢ dilic. ont carecr,

Legislators -+ | other alected officials can promaic policies ar | legistation that ampovict teachers:

s Support for collective barn ning gives teaciers a measure of couliol over thalr
compensation, benefi' :, ard work gay.

o  Ensurino that teachei . have a majority voice ot professe ! developme ot comitniiees
empovecos those who roaet our children every coy o det iine what training is needed to
heip ihe:in meet the needs of those childian.

«  App o ning practicing teachers to state I+ commitizes & Jd cuinmissions formed to

ady - the legislature acl.iowiadges the o .ue of those teachers to education. Currently for
exaruple, (here are no praciicing teccheis on the 2010 Commission; no instrv ~tors on the
Techninal College Coimmission; no math or sclence teachers on the Math anu Science
Arlviso.y Conunie~ion.

¢ Tha power of educator licensure should be in the hands Ui te- chers. In Jther profes: inns,
active professionals control access to a professic ~al liconse. Lawyers, Plumbers,
“hysicians, Engineers, Mur.os, Denitists, ar u Cosmetologists — ontrol accews to their
~rofassions. Only in education are 2ducation professionals deried the right fo licens:
individt. als within their Jrofession. singling out educators in this way devalues them as
professior s capable of undersianding and p licing their own - ofession.

Lecislztors and other elec.cd ofl'cials can piomote pol sies and legislatic : that reward teachers:

s Al ~lecied officials from loci. school bo=rd members to the Governor should dvocate or

significant salary incieases across the hoarc

Teachers who choose to te=ch i districts wiin igh levals of pover « language minority

students. or at-risk students should be acknowledgad orth- & ra challenges they 7 n

neeting the needs of those students.

e Tleaciers who voluntarily ci.oose 17 pu sue Netional Roard Certification should hiove th
fees naid for by the state as well as support duiing the process to effecuvely romplete ins
assessmeant.

Q9

-enislalors and other elected officials can participate in activilies that acknowledge teacher
excallencs,

All elected officials st ld tal - news media to task when =chools are labeled as “failing.”
e Elected officials should willinaty and vocally challenge their ideclogical colleagues who
publicly bersta teachers or ..blic school..
@ [Elected nfficials should reject accountability systems that are bar od on @ saries of
punishmients and sanctions and inswead fouus efforts on supporting improvement efforts in
scinools thet fall short of standards.

Ending the myth of “part ime” emplovment

Too many peop.e characterize teaching as if it were part ime employment. “The best thinn about
teaching,” they will say, “is June, Ju'r and August” Others suggest that the teacher finishes work
when the children go home. Sadly, many policy makers have bought into this myth. And itis a
myth.

The 8:00 to 3:00 myih sugge sts that there is time built info th » day for teachers to plan lessone.
avaluate student work, and ssearch and asse:nble materials for lessons and projects. imagine the
high school English teacher with five clacs peiiods of 22 students using their 50 minute planning
and nreparation time to read and comment on essays by just two of those classes - 44 students.
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What time then is left in the day for lesson ' Linning? What time: is 1eft to read ti:2 next novel that

your siudents will be reading” VWhattime i =it for scoring the last ¢:ammar quiz, relurning the call
{a parent with questions ¢ his child's progress report, mectic: - with your colleagues in the
English Department to d: e s curriculum, and attending the vioncatory staff Lriefing on blood-

oorne pathogens?

The June, 0oy, and August myth suggests tF o1 toachers micht be lounging on heaches or fouring
Europ:« .t capitals three months of every y- . Yet, in reality weacheis are often working o their
meste.  degree in summer .oucions, atter iy voluntary professionai developiaent programs,
reseai ing new naterials ond inethodolo) s to enhance their insticlion in o coming year, and

& ends meet,

Wwoi ing summer jobs to mia

The truth is that no teachc: s job ends when tha  §| What 7o teachers say?

children ¢o lhome - either in the evening or the: .

sumn. -~ and to suggest s s to ¢omean ihe ‘Due at least in part to [tha] luck of planning
Va]uab|e work th Vteachers do aﬁ(}i the Silidents Hf'ne, teabhers WO.'"k on SChOOI-fEIai('. "]Cﬁv.ffn"e-? 9
leave and even at home at night. outside of the school day.” |§
It doesn't take much ureativity to imagine a world 3 “A majorily of teachers not nrily put in significant |E
in which teachers ar» compensated like other fime outside of the school ciay, they work wedl %
profescionals for the education work t'~y do in beyond the number of days in their contract.” !
their suppesad off time.” Imagine teacihar- us full . y !
time emplovees with a paid vac ation period —ju Tea;’:ﬁgzziﬂdf'g‘:pg’n Sow?heeng%g g
ke other A arican workers, . agine that those Kansas Teac - Working Genditions 1

teachers are hen paid employ. s whe 1 they ' Su.vey, p 25, ’
attend profe:  ne! development progiams, ake S

e S R

pertinent universi'y classes, or collaborate with
peers on improvi g stud2nt learning.
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.lternative Compensation Committee Report

INTRODUCTION

Teacher compensation is a topic of critical interest both within the profession of teaching and the
community at large. A teacher shortage looms as a significant proportion of the current teaching
force nears retirement in the next 10 years at the same time as enrollments are on the increase.
While teacher education programs struggle to attract candidates, the profession struggles to
provide adequate support to retain teachers.

State legislatures have sought to provide alternative paths to the teaching profession, at times
reducing the requirements for entry to the profession. In contrast, there are calls for increased
school accountability and teacher quality from legislatures and the business community.
Potential teachers see the diminished status of the profession, the difficulties and increasing
challenges of the job, the lack of parental support, and a salary schedule that begins behind other

professions requiring similar training and that falls farther behind other professions over a career
span.

The prospect of only being able to attain the highest possible compensation in teaching by
remaining in the profession and on the same job for twenty years or more is also not enticing to
many potential teachers. Many teachers also believe that current salary systems do not
adequately recognize their hard work or skills as a teacher. People in other professions
considering a change to teaching are reluctant to enter a profession in which they may never be

able to achieve the highest levels of recognition and reward without working well past retirement
age.

These are a few of the reasons that both boards of education and teacher unions are considering
alternatives to the traditional single salary schedule. Kansas NEA initiated its own study of the
teacher compensation landscape in the fall of 2000 with the establishment of the Alternative
Compensation Committee. The committee reviewed current literature, sent representatives to
national conferences on compensation, attended presentations by leaders from districts that have
already implemented alternative compensation systems, and discussed the issues, possibilities,
and problems associated with alternative compensation. This report summarizes the committee’s
findings and includes specific recommendations for use by locals investigating or being forced to
consider alternative compensation.
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DISCUSSION

After researching a range of systems and programs, the committee determined both the desirable
features of various pay plans and the areas for concern. The following section provides
definitions of the various systems along with a brief discussion of each. These definitions are
important for clarity since not all models that have been developed and implemented use
terminology in exactly the same manner. The discussion includes the committee’s observations
about the strengths and weaknesses of each system and identifies some perceived underlying
values or beliefs reflected by each plan.

Merit Pay

The typical design of a merit pay plan calls for an individual evaluator to determine which
individuals are worthy of additional compensation. In many cases, the evaluator has great
latitude in defining what constitutes meritorious conduct. Also, in order to provide budgetary
stability, the plans typically include “maximums” limiting the number of teachers who could
potentially receive additional compensation. These maximums and procedures suggest two
underlying assumptions of merit pay plans: 1) that only a limited number of individuals within
the system are worthy of being deemed “meritorious” and 2) that the individual evaluator is the
best person to determine criteria and to judge who is worthy.

These plans as described above contain several inherent flaws. They rely on arbitrary standards
for merit and the subjective judgment of an evaluator to determine if the employee has met the
standards. Merit pay also tends to encourage counter-productive levels of competition among
staff. Still another problem typically associated with these plans involves quotas or caps on the
number of individuals or percentage of the staff that can receive rewards, even if a greater
number of staff members are worthy of the merit incentive. Historically, these plans frequently
did not include funding for long-term success or for rewarding all staff worthy of merit pay.

“On the other hand, having the advantage of being easy to administer (if no one challenges the
decisions made), merit pay provides very predictable budgeting numbers since it sets caps on
how many people can receive any bonus.

Single Salary Schedule

Based on rows representing years of experience and columns representing college hours and/or
advanced degrees, the traditional single salary schedule provides an objective and consistent
measure to determine salary. In Kansas, many districts also recognize Professional Development
Credit points or equivalency credit as a part of the column definitions (in addition to college
hours). The system allows any individual to have access (over time) to the highest level of
compensation if they choose to plan a career path in that manner. It also provides a school
district with a great degree of predictability of salary costs. However, the single salary schedule
lacks the opportunity for more rapid advancement to the highest level of compensation
regardless of the skill or work level of the individual. While the single salary schedule reflects
an inherent value for advanced academic study and for professional experience as well as for
objectivity and fairness, it lacks recognition for other factors that the system may value. There
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are also concerns that, for individuals who reach the maximum salary, both the monetary
motivation for continued growth and satisfaction with their career diminish.

Career Ladders

The committee considered any plan that established a hierarchy of skill or responsibility to be a
career ladder. One example of a career ladder is a system that uses Charlotte Danielson’s teacher
performance rubrics to establish a multi-tiered structure of expertise. Some career ladders
provide differentiated responsibilities for persons with greater expertise or experience. Such
responsibilities may have involved curriculum writing, departmental or school leadership, peer
assistance or mentoring, etc. in lieu of some teaching responsibilities.

Some career ladders require teachers to maintain portfolios to document their professional
expertise; some utilize observation by trained peers as a factor in determining skill levels.
Successful plans tend to offer a variety of opportunities to achieve higher career ladder status
through measurable, well-defined criteria. When plans rely on leadership roles or committee

participation to determine placement on a career ladder, it is important to answer questions such
as these:

s Who chooses the leaders or committee membership?

= Who designs, implements, monitors, and revises the career ladder plan?

»  Are there terms of office in leadership roles or committee ranks?

= (Can a teacher serve multiple terms?

= What are the job expectations of the leader/member?

= If different committees receive differing compensation, which gets more and why?

Extra pay for extra work

Most implementations of the single salary schedule also include some degree of extra pay for
-extra work. The committee found that districts provide compensation for a wide array of extra
responsibilities beyond the school day. Some of these are the same activities that can be found in
another district’s career ladder. Other responsibilities focus less on the professional aspects of
teaching and provide compensation for such things as hall duty, lunchroom duty, working at
school events, etc.

Extra duty pay systems typically do not attempt to approximate an hourly rate conversion of the
employee’s contractual rate. There is an inherent assumption that all persons performing extra
duty will be equally adept regardless of educational background. Some such plans allow for
“years of experience” to translate into higher pay in a similar manner to the single salary
schedule.

While there is a basic sense of fairness in providing extra pay for extra work, there are some
typical critiques. The fact that the pay rate is not equivalent to the employee’s hourly rate tends
to demean the work even if it does require expertise (such as writing curriculum). On the other
hand, some argue that “true professionals” would do the ancillary tasks to make a school/district
operate without expecting to get paid by the minute. A response to this critique is that few
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professions expect (and get) the amount of work from their employees outside contractual time.
Statistics reveal that teachers put in far more hours at work in their contract year than most other
professions in a 12-month period and teachers have responsibilities during summer months (such
as for their own professional growth) that generate little or no additional compensation.

Knowledge and/or Skill

These plans provide additional compensation to individuals who demonstrate a specific
knowledge base or set of skills that they can apply in the classroom. One of the most prevalent
systems recognizing knowledge and skill is bonus payment for persons holding National Board
Certification. This certification represents a careful, reliable evaluation of a discrete skill set
specifically related to the responsibilities of teaching. Other systems include bonuses for
demonstrated knowledge or skill with particular classroom technology or for a particular
teaching technique.

Inherent in such plans is a desire both to recognize persons who are able to enhance their
teaching through application of the desired knowledge/skill and to encourage other staff
members to develop the knowledge/skill. In the ideal implementation, these plans allow for
school districts and locals to agree upon desired knowledge/skills that they wish to encourage
among staff. Reliable, valid measures of the knowledge/skill must also be identified. The plans
may come in the form of a one-time bonus when the knowledge/ skill is demonstrated or may be
available for a number of years (such as each year for the life of the National Board
Certification). These plans may also identify knowledge/skills that add to the capacity of a
school to achieve its goals. For example, group facilitation skills may be a valuable resource to a
building as it sets goals, and additional compensation to individuals possessing that skill may be
included in these plans in addition to skills related to teaching.

Some identify the lack of recognition for broader educational and professional knowledge in
favor of targeted skills as a limitation/weakness of these plans. Unless new monies become
available to supplement the single salary schedule, there is also the criticism that teachers who
invested in the kinds of learning valued by the system (degrees and hours) lose income to others
given a different set of rules by which to play unless a dual system is operated as a transition or
“grandfathering” provision.

Pay for Performance

Pay for performance, as used by the committee, refers to any system that provides compensation
based on measures of student performance. The committee classified systems that measured
teacher performance without consideration for student performance as either the pay for
knowledge and skills categories (e.g. teacher performance being demonstrated by some teacher
assessment process) or merit pay (teacher performance being determined by the judgment of an
evaluator).

There are two types of performance rewards — individual rewards and group rewards.
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Individual Rewards — Individual rewards provide additional compensation or recognition to an
individual based on the performance of that individual’s students on one or more measures. If
student performance reaches some benchmark, or if student growth/improvement reaches some
predetermined level, the teacher is eligible for the reward. Some systems allow for individual
teachers to propose improvement or performance goals to some overseeing committee for
approval prior to the beginning of a term or school year. Other systems have preset goals. The
most complicated of these plans utilizes statistical analysis to determine the degree to which the
teacher was responsible for student growth and the degree to which student growth might be
attributed to other factors (such as socio-economic status, previous academic performance, etc.)
These plans are based on the assumption that an individual teacher’s contribution to the
performance of his/her students can be quantified. They are also based on a desire to recognize
teachers whose students perform the best on some academic measures. The plans do not
recognize the influence of the entire school on the growth of a student. For example,
mathematics achievement is deemed to be the result of good math teaching with little regard for

how science teachers may use applied mathematics or other types of integrated projects across
curricular areas.

Serious concerns have been raised about individual reward systems. For example, there is a
concern that collaboration and teamwork essential for achieving school-wide goals may be
diminished unless the individual rewards plan incorporates some collaboration factor. This
decreased spirit of teamwork is most likely if there are limited rewards and teachers are in
competition to receive those rewards. A second concern is that measuring the effect of one
teacher on the performance of students aside from all other factors is extremely difficult (if it is
truly possible). Plans that attempt to statistically account for teacher effect tend to become
highly complex and lack understandability.

Group Rewards — Group rewards are based on the assumption that a larger group of staff
members contribute to the performance of individual students other than their specific teacher for
a particular subject in a particular year. Teams may consist of a whole school, a particular grade
level, a particular department within a school, or even a department across several schools. As
with individual rewards, goals for either achievement or for improvement are set and approved in
advance and all members of the contributing group receive some portion of the reward if the goal
is met. Group rewards are based on the assumption that a whole school staff can work
collaboratively to improve student performance regardless of whose class the student is in.

Some group reward systems provide rewards to non-teaching staff (custodians, secretaries, etc.)
for their contribution to school climate and accommodating student needs.

One concern expressed about group rewards is that some individuals will not work hard,
believing that the group’s effort will carry them. Experience from the private sector would
indicate that this concern is unfounded. Measuring student performance is still a challenge in
group rewards systems, but the larger size of the student population being measured and the
inclusion of additional system-wide influences is likely to increase the reliability of the
measures.
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In both individual and group rewards, there is an assumption that quality teaching can make a
difference to overcome student characteristics and external environmental influences. As stated
above, one of the greatest difficulties in performance reward systems is to determine:

a)  What student outcomes (if achieved) are worthy of a bonus being paid to the staff?

b) How can student performance be reliably and validly measured on the desired
outcomes?

¢) How can the teacher’s or school’s influence on student outcomes be reliably
calculated?

Market Based Pay

Teacher shortages may be viewed simply as an issue of supply and demand or may be expanded
to consider a “quality” issue as well. There are two approaches to dealing with teacher
shortages. One approach is for individual districts to raise salaries or offer bonuses to attract
desirable candidates away from other districts. A second approach is for state governments to
take action to increase the resources for all districts, in some cases targeted specifically to teacher
salaries. There are also two different problems that may be addressed by market based pay
plans. These plans are frequently used to attract teachers of subjects (e.g. science) or with
special skills (e.g. bilingual) where limited supply exists. A second purpose of market based
plans may be to attempt to increase compensation for all subject areas to address teacher
shortages as a broader concern than simply for certain subject areas.

Some make the assumption about the district-by-district approach that all districts already have
adequate resources and competition will ensue to cause all to raise salaries. This idea also
assumes that current salaries and competition are able to attract sufficient numbers of new
teachers to the profession in limited supply fields. Thus far, we continue to see an inadequate
supply of teachers in certain fields, competition among districts, and the inability of districts to
raise salaries or provide bonuses to change the enrollment patterns in schools of education.
Districts that have experimented with increased compensation for teachers in short supply have
used bonuses, forgiveness of loans, assistance with housing, and credit for all years of experience
on a single salary schedule (while placing limits on other experienced new hires). In some cases,
the district provides the bonus on a one-time basis to all current employees (as well as new
employees, when hired) when a shortage area is identified.

States have also attempted to address the shortage issue in a variety of systems. Some states
have increased statewide compensation for teachers. Other states have lessened requirements for
entry into the teaching profession. It appears that the former assumes a need for greater
compensation is necessary to attract and retain qualified teachers while the latter assumes that
less qualified persons can succeed and that persons with less preparation or skill can make up the
gaps without appreciably raising salaries.

Several major concerns have been expressed regarding certain market based compensation
strategies. First, a market approach that provides additional compensation to certain teachers
based on the subject matter they teach is contrary to the spirit of equality and opportunity often
held by people who pursue education as a career. Paying teachers different amounts based on
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the subject matter they teach may imply an inherently lower worth on certain subjects we expect
students to learn. It would also be naive to assume that resentment would not occur if colleagues
were compensated differently for essentially the same work, academic training, and
responsibility. An unintended side effect may also be a decrease in the spirit of collaboration
necessary for a culture of “learning community” within schools. In some instances, there is fear
that the market approach may have already led to exorbitant bonuses for coaches with winning
extracurricular records while neglecting the academic purpose of schools.

The effect of the district-level incentive approach is that districts with more abundant resources
are more likely to have qualified teachers in every classroom while districts with fewer resources
or less desirable environmental factors may have to hire teachers with less experience or
inadequate preparation or skill.

The committee believes that scholarships, loan forgiveness, and other such strategies are
appropriate ways to attract new teachers to hard-to-fill content areas. Support for current
teachers wishing to become licensed in an area of shortage is also appropriate. Once teachers
have entered the profession, though, the salary system should reward all members of the
profession equitably and market approaches should raise the salaries for the profession as a
whole to compete with other professions with comparable preparation and responsibilities.

Low Performing School Incentives

Regardless of the salary and benefits available, some schools have a hard time attracting and
retaining teachers due to the difficult working conditions. Schools face a variety of problems
that cause them to be perceived as “low performing.” In some settings parental involvement is
minimal; some have high percentages of special needs students; some have students who have
had fewer learning resources in their lives; some are in neighborhoods perceived as unsafe; and
some schools suffer from economic neglect and physical deterioration. New teachers who
succeed in such difficult settings will often move to schools or districts with better facilities or

students who come more motivated and ready to learn. Many new teachers do not survive these
settings.

The result is that low performing schools tend to see an ongoing procession of beginning
teachers and little stability from an ongoing core of experienced master teachers. Some districts
have initiated rewards systems for experienced teachers who will choose to work in low
performing schools to help them improve student performance. NEA recommends that these
schools be labeled “high priority” rather than “low performing” and that resources be provided
both to attract and retain a quality teaching staff as well as to reduce class size, fix buildings, and
provide computers and other instructional materials.
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CONCLUSIONS

The committee agrees that alternative compensation systems are worth consideration and show
promise to offer improvements that are desirable both to members and to school districts and the
community at large. While supporting the concept of alternative compensation, the committee
also expresses strong opposition to such systems as traditional implementations of “merit pay”’ —
a structure that provides rewards on the basis of arbitrary and subjective judgment of an
evaluator. Several principles that apply to any salary structure emerged as the committee
considered various forms of alternative compensation.

One thing is certain as demonstrated by recent analysis of compensation for teachers compared
to other professions: teachers are underpaid at the beginning of their careers and things only get
worse if they remain in teaching. Simply reshuffling existing dollars within current funding
levels is a shell game and not a solution to attract and retain quality teachers or to adequately
reward those persons already in the profession. Any alternative compensation system should be
accompanied by increased funding for salaries. Whether those additional funds are utilized to
enhance a current compensation system, to create additional elements for alternative
compensation, or to create an entirely new structure for compensation, the decision must be
locally bargained and the committee offers several critical elements to be included in any
compensation plan.

Plan Critical Elements

State Funding — There is a general lack of adequate funding for public schools in Kansas. While
it is true that the average teacher salary in Kansas is higher than the average worker’s wages, the
average worker in Kansas is not an experienced professional with a master’s degree in a field
experiencing increasing shortages. We are kidding ourselves if we believe we can maintain a
quality system of public education when state funding lags behind inflation, and teacher salaries
lag further and further behind professions with comparable qualifications and responsibilities.
Districts can provide some levels of additional compensation, but there are inadequate funds to
move forcefully in this direction unless state funding is increased significantly.

Local Funding — School districts also have a responsibility to provide an appropriate level of
compensation to all employees. Alternative compensation requires members of the bargaining
unit to begin to think differently about how they are paid. Itis also appropriate that districts
think differently about what portion of their available funds should be allocated to attract and
retain a highly qualified teaching staff.

Infrastructure — Resources to provide rewards are critical but not sufficient to guarantee a
successful alternative compensation implementation. Additional resources such as personnel
time and expertise will be needed to administer a plan. For example, if a system relies on teacher
development of portfolios and observations to determine placement on a career ladder using
Charlotte Danielson’s rubrics, the system must have 1) persons with time and training as
evaluators, 2) a system to ensure inter-rater reliability, 3) record-keeping systems, 4) training for
all staff to familiarize them with the criteria and 5) expectations of the career ladder, etc. While
it is understood that expertise will be developed and enhanced over time, some degree of
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readiness must be achieved at the beginning of implementation or a dismal failure will result.
Teacher evaluation systems typically are designed with sufficient refinement to assist in making
employment decisions but not with the precision to distinguish between levels of acceptable
teacher performance. For this reason, the committee addresses teacher evaluation more
extensively in a later portion of this report.

District-Union Relations — Alternative compensation can only result from monies (possibly new
monies) being directed to criteria other than the experience and degrees of the single salary
schedule. There must be a spirit of trust in the district that alternative compensation is not a shell
game to decrease employee costs to the district. There must be trust that the system for
determining eligibility for additional compensation is reliable, fair, and congruent with the values
of the persons who work in the district.

Member acceptance — The committee believes that any plan needs two types of approval. First,
the plan must be collaboratively developed and implemented. Approval as part of the negotiated
agreement is a given. A mere majority approval as is required in most places for approval of a
negotiated agreement is not enough. For a plan to be successful, it needs approval by some
super-majority of the bargaining unit. Some locals have required up to an 80% approval vote

Transitions — A change from one pay scheme to another requires a plan for transition. No
employee should have his/her salary reduced as a result of a change to a new system or addition
of new elements to an existing system. Current employees achieved their current status by
complying with the demands of the current system and should not be penalized for working
within the structures and values of the old system. Whether a “grandfather” option is utilized, a
phase-in period is incorporated in the plan, or the alternative compensation results from new
monies or an increased portion of district funds being applied to salaries, some provision must be
made to protect the financial well-being of all.

Use of student data — The committee believes there is an appropriate role for use of student
assessment data within certain restrictions. Plans that rely in any part on student assessment data
must not be based on a single test or assessment. Individual performance pay is most
problematic since the statistical calculations to determine feacher influence are much more
subject to error than group influence. The difficulties in attaining a system that is
understandable, clear, reliable, and valid when considering student performance on an individual
teacher basis leads the committee to recommend great caution in adopting such plans.

Performance incentives should allow for choice in setting goals that either rely on attaining a
performance standard or attaining an agreed-upon level of progress towards a level of student
performance. These goals should be perceived as attainable (In Douglas County, CO, for
example, approximately 90% of the groups pursuing a performance incentive were successful).
Other cautions regarding the appropriate use of data (e.g. student privacy) should also apply.

Adequacy of bonuses — A system that provides increased compensation for new and different
criteria will likely not work unless the amount of the “bonus” is sufficiently large to demonstrate
that the district and union place value on the new and different work or measurements of
performance that are part of the plan.
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Choice — Employees should have the opportunity to decide if they wish to participate in
“individual” elements of an alternative compensation plan. If the appropriate super-majority of a
group determines to participate in a group reward, all members of that group are bound by that
agreement (just as all members of the bargaining unit are subject to the terms of the negotiated
agreement even if they did not support its ratification. There should be no professional stigma if
any person chooses not to pursue individual elements of alternative compensation. A desirable
feature of many pay systems is multiple forms of alternative compensation or multiple criteria
for achieving an incentive. Creation of options within a plan should be considered as the
compensation system is designed.

Professional Development — An adequate system of support to help each employee must be an
integral part of any alternative compensation system. The plan must address both the desired
teacher skills and the skills necessary to administer the compensation system. The professional
development system should empower individual employees and develop the capacity of schools
and the district as a whole. Principles of effective staff development are well established (e.g.
ongoing, job-embedded) and must be inherent components of the district’s professional
development plan.

Characteristics of reward criteria — Employees must be able to understand the system.
Complicated statistical formulas that require advanced mathematics to justify are probably not
appropriate since the complexity will call into question the validity and/or reliability. Criteria for
determining additional compensation must be quantifiable, reliably measurable, and validly
related to the intended values of the system.

Appeal Process — Systems in which potentially subjective evaluation are used as criteria for
determining levels of compensation need a mechanism to allow employees to experience the
system as fair. An appeals process for evaluations/assessments, for approval of goals, etc., is
essential to maintain this fairness.

The role of teacher appraisal/evaluation

Several of the alternative compensation plans studied by the committee make use of the teacher
appraisal/evaluation system as a factor in determining compensation. At times, observation of
teaching is one of several factors along with such elements as a teacher portfolio in determining
placement on a career ladder. In some compensation systems, observation of teaching
complements sample teacher work (e.g. lesson plans) and student work as evidence of a teaching
technique or skill.

Regardless of how observation of teaching is incorporated into an alternative compensation
system, though, teacher evaluation systems that were designed to make employment decisions
are not likely to have the precision to determine subtle variations in teacher quality or to measure
specific skills. Similarly, evaluators trained for more basic teacher appraisal systems may lack
necessary knowledge and skill to implement more complex appraisal systems with reliability.
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For this reason, the committee strongly believes that any compensation system that uses teacher
evaluation should only be implemented after that evaluation system has undergone careful
review, appropriate revision, and sufficient testing to gain credibility with teachers for its
reliability and validity for purposes of determining placement in a compensation structure.
Training of evaluators is critical. Training of staff members being evaluated must also take place
so they have a clear understanding of the skills to be observed and the indicators or criteria for
successful performance. Some districts have developed cadres of evaluators with teacher input
into selection of their evaluator or evaluator-team (if multiple observers are used). An appeals
process for evaluations is also common in systems utilizing observation of teachers. A more
detailed set of recommendations regarding appropriate teacher evaluation systems has been
developed by Kansas NEA and should serve as an additional resource for locals developing
compensation systems that make use of teacher observation.

Steps to creation of an alternative compensation plan

Districts considering use of alternative compensation should plan to follow several important
steps. Each of these should be accomplished with the full involvement of the Association and
through a process of negotiations or consensus building. Member input is critical and
communication with members throughout the development of any plan is an ongoing
responsibility of the Association. At various points throughout the process, a reading on the
level of support of both the Association membership and the Board of Education must be taken.
With these ongoing tasks in mind, here are some logical steps to follow:

= Conduct research so Association and district leadership understand alternative
compensation systems and the implications of such systems.

= Determine the purposes/goals of the compensation structure.

= Establish criteria for rewards based on agreed-upon goals.

= Determine measures for the criteria that are matched to the goals.

» Establish monetary amounts for the various levels of rewards.

s Determine how the plan will be funded over time.

= Develop an ongoing process to monitor the plan and make adjustments as agreed to by
Association and the district.

= Provide a transition path or grandfather provision for current employees to ensure no loss
of income.

= Implement the plan with the appropriate monitoring by Association and district.

= Make adjustments as needed.

= Determine if the plan is to be continued after a reasonable period of trial.

Purposes/Goals of Compensation System

An appropriately designed compensation system should provide a professional salary to each
employee. Beyond this basic function, there are a variety of purposes underlying the various
compensation structures that have been devised. For example, a structure that decreased salaries
after an employee has 20 years of experience might be designed with the purpose of encouraging
retirements or relocation of experienced staff. Such a purpose would likely be highly
objectionable to the Association. Agreement on the purposes of compensation is a critical first
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step to reaching agreement on the design of any compensation plan. Some of the purposes of
compensation include:

Reward experience and familiarity with a district
Reward loyalty to an organization

Recognize academic achievement

Provide incentive for specific skill development
Encourage or reward attainment of district goals
Recognize more complex work or leadership
Recognize exemplary performance or skills

If goal attainment is the desired outcome of a compensation structure, the goal must be perceived

as attainable and the individual must have a sense of efficacy about achieving the goal.
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