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Part 2 – Teacher Compensation

Part 2 - Teacher Compensation:
Teacher salaries have been and continue to be lower than those of other educated professionals. This fact exacerbates an existing teacher shortage and threatens the progress we have made in improving instruction. We cannot recruit and maintain a professional teaching force if we continue to allow teacher salaries to lag behind that of other professionals. Improving overall teacher pay is an important part of any effort to improve education for our students.

For decades the single salary schedule based upon the “step and column” salary matrix has been the model for paying teachers in a manner that recognizes two critical variables: experience and education/training.  The model is widely accepted because it is seen as less arbitrary, clearer and more fair and predictable. Because of these factors, the single salary schedule will continue to be the foundation of teacher pay unless alternatives are developed that share these necessary characteristics.

Many argue, however, that alternative compensation structures are needed to better support teachers and other educators in developing their professional knowledge and skills or to support a climate of innovation and exploration.  

Because of these issues, teachers are increasingly asked to consider alternative pay systems.  Teachers in other states have begun these investigations, and there is some evidence that voluntary, locally bargained alternative pay systems may work to support professionalization and higher pay for teachers. Further, some teacher unions have been able to negotiate substantial increases in teacher salaries as the quid pro quo for the modification or replacement of the single salary schedule approach, although the ability to maintain stable, long-term sources of revenue to fund these programs remains a critical concern.

Alternative pay models may not be “merit pay” and need not be based on standardized test scores. Done properly, they are principally based upon support for teachers to increase their professional skills and improve their practice. This approach can serve as a positive response to the increasing demand to link teacher salaries to student performance.  The workgroup found that alternative pay models were worth investigating as long as they met certain criteria.  Key among these criteria is:

· Such systems should be voluntary, locally bargained and available to all unit members.

· Alternative pay systems should be funded by new money, above the current funding, and that new funding to support the new system must be guaranteed and permanent.

· Alternative pay systems should not base teacher salaries on student performance.

· Alternative pay systems should provide additional compensation that is adequate, fairly distributed, and designed to support professional practice.

Research reported to the workgroup indicates that there is interest among teachers in California in alternative compensation systems as long as they are rational, objective and fair, and are developed and implemented in a manner that is widely recognized as inclusive, sensitive and reasonable.
Recommendations

1. Support additional resources for public schools to increase teacher salaries to recruit and retain quality individuals into the profession and to maintain parity with other professions with similar education and training requirements.

2. Study the impact of current alternative compensation/salary schedule revisions to the single salary schedule in districts and charter schools and evaluate if objective evidence supports the premise that these changes provided support for teachers and other educators to develop their professional knowledge and skills, to support a climate of innovation and exploration, and support student learning and teacher professional practice. 

3. Develop and/or identify various teacher alternative compensation models that are consistent with the key criteria identified above.  These models would provide the foundation for local associations and districts to use when bargaining an alternative compensation plans to meet their locally developed needs.  Models will address the compensation issues of additional skills and knowledge; hard to staff schools and/or assignments, student learning, funding models, equitable school funding and other issues as identified.  Also addressed should be viable strategies to attract and retain qualified educators [e.g.; teachers, administrators, counselors, nurses] in hard to staff schools.  These strategies should address working conditions, including a clean, safe school, class size, instructional materials, a highly qualified principal, and other professional work attractors.

4. Identify at least four urban, suburban, or rural low-performing districts with supportive climates to pilot alternative teacher compensations systems and working condition improvement strategies.  Following an actuarial study of costs, identify long term funding streams to adequately fund collective bargained teacher alternative compensation plans.  Provide the necessary training and support as needed (NODD, PCS) throughout the agreed upon pilot period (three to five years).  Work with the Institute For Teaching to secure a funding source to provide an independent evaluation of these models to determine their effectiveness in improving professional practice and attracting and retaining qualified educators.

5. Support state budget augmentations that would fully fund BTSA and PAR.  Develop model contract language and encourage collective bargaining agreements that would ensure that BTSA is fully integrated into the PAR program under the direction of the PAR panel.

6. Create a broad range of financial and working condition strategies to attract and keep teachers in the districts and schools with the greatest challenges.
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