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Teacher Workforce Data
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Presentation Notes
Since 2016, There has been an annual teacher workforce report in January. Each of the past four years has included a look at data about the teacher workforce in Missouri. This year’s data contains no surprises:

Typical MO teacher is Female (76%) and White (93.1%); Majority (59.9%) are between the ages of 30 and 50, which is up .6% over last year
Over 30% of our teachers have less than 5 years experience and another nearly 19% have between 6-10 years experience. Overall, half have less than 10 years experience (49.9%) up .2%
This is a result of a gradual increase in teachers with less than 5 years experience between 2013-16, but then a sharp increase to above 30% in 2017 and has stayed there since 
Black teachers (5.2%) and teachers listed as other (1.7%) is consistent with the previous 6 years 
Last year public school districts hired over 8,000 teachers (up 5% over the previous year)- this reflects approximately 11.4% of the overall teacher workforce. Of those hired, just over 50% were new teachers, 40% were hired from another district and just 6.1% came from another state or from a private school. 
Top five to be hired: Elementary, Special ed, Math, Social Science, Early childhood
Top 5 content areas LTF qualified: Elementary, special education, math, science, Elem counselor
Top 5 left vacant: Special education, Math, Vocal-music, Elementary, Eng lang learners
Trend data indicates the retention of teachers beyond the third year of teaching is just over 60%. Meaning, less than two-thirds of new teachers hired in the 2016-17 are still teaching now. 
Trend data also indicates a slight drop to just under 35% in the retention of teachers beyond the fifth year of teaching. Meaning, just a third of new teachers hired in 2014-15 are still teaching now.  
The overall retention rate of all Missouri teachers is down 0.6% over last year to 86.3%
Over 4,600 initial certificates were issued last year, reflecting an increase of over 3.0%  over the number issued in 2018 (4,400 – 6%); over 1/3 Elementary certs
�




Teacher Preparation in Missouri
Item 2015-16 2016-17 Change

Total Completers 3,908 3,868 -1.0%
Total Enrollment 7,830 8,265 +5.6%
Male Enrollment 1,716 1,719 +0.1%
Female Enrollment 5,823 6,307 +8.3%
Traditional programs 782 766 -2.0%

Alternative (*IHE-based) 176 127 -27.8%

Alternative (non-*IHE) 58 63 +8.6%

Total Preparation 
Programs

1,016 956 -5.9%

*IHE – Institutions of Higher Education                                                                Missouri’s Title II Report, October 2018
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The data contained in this chart provide information regarding the supply side of the teacher workforce, or the teacher pipeline, here in Missouri. This data was taken from the Title II report for the state of Missouri. 

As noted earlier, there has been a steady decline in the number of individuals enrolled in teacher education programs. Missouri as well has seen several years of decline in enrollment in teacher education programs. However, as noted here in row 2, this year finally shows a positive gain in enrollment. Although a very modest gain, it is counter to the years of decline we have seen.

Also of note is the decline in alternative programs attached to institutions of higher education, or IHEs. There are several possible reasons for this 27% decline:

·       Alternative programs are post-baccalaureate  programs for career changers.  Enrollment ebbs and flows with the economy, especially with these types of candidates.  Record low unemployment tends to cause low enrollment.
·       Many universities have been re-assessing the programs they offer based upon revenues generated. Many may have determined that alternate programs are not meeting their needs. 
·       There are several universities that have very strong alternate programs (UMSL, Northwest, UCM, MSU).  Other smaller colleges/universities may be dropping their programs because they are unable to compete in enrollment.
·       ABCTE is an alternative (non-IHE) program whose numbers have been increasing , as you see with the 8% gain, and likely attracting some candidates from those alternate programs attached to an IHE. 

�




Teacher Preparation in Missouri

Item 2015-16 2016-17 2017-18 Change
Total Completers 3,908 3,868 3,028 -21.7%
Total Enrollment 7,830 8,265 8,214 -0.6%
Male Enrollment 1,716 1,719 1,782 +3.7%
Female Enrollment 5,823 6,307 6,244 -1.0%
Traditional programs 782 766 766 ----
Alternative (*IHE-based) 176 127 138 +8.7%
Alternative (non-*IHE) 58 63 54 -5.7%
Total Preparation Programs 1,016 956 958 +0.2%

*IHE – Institutions of Higher Education                                                                Missouri’s Title II Report, October 2019
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The data contained in this chart provides information regarding the supply side of the teacher workforce, or what we refer to as the teacher pipeline. This data was reported in the Title II report for the state of Missouri. 

As we have discussed before, there has been a steady decline in the number of individuals enrolled in teacher education programs. Row two shows the total number of candidates somewhere in the preparation process. 

The first row in this chart shows how many individuals completed their program this past year. The 21.7% decrease in completers is a reflection of the decline we have seen in enrollment over the past couple of years. 








Trend Data: Certificates Issued
2013-14 to 2018-19

* Recruitment and Retention Report 2019
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This graph shows the number of certificates issued over the past 6 years. 


The number of initial certificates (top blue line) issued this past year is 30% less than were issued 6 years ago. This has been true for other areas of certification as well.  

Provisional certificates (bottom brown line) this year were down about 15% and additional certificates (middle orange line) were down 43% over what was issued 6 years ago








The Missouri Teacher
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As shown here, the average Missouri teacher is:
Female (78.5%) and White (93.2%);
Majority are between the ages of 30 and 50 (59.3%)
Half of them have less than 10 years experience (49.7%)

The profile of the Missouri teacher mirrors national data as well. According to data from the Center for American Progress, those becoming teachers with a major in education were 82% white, 7% African American and 7% Hispanic, 3% Asian and 1% other. Hispanics are the most underrepresented ethnicity in the classroom, based on population. 

Teachers age 40-49 are increasing over the past 5 years (2%)

















GYO – getting more diversity into the classroom. More on this in a second



Trend Data: Retention Rates of Teachers

* Recruitment and Retention Report 2018

District New Hires

2012-13 2013-14 2014-15 2015-16 2016-17 2017-18

Total Teachers 69,025 69,407 69,859 69,683 70,220 70,575

District New Hires 7,377 7,745 7,840 7,714 7,986 7,587

First-Year Teachers 59.0% 58.1% 56.7% 55.3% 54.0% 54.3%

Another District 36.0% 36.5% 37.5% 38.6% 39.4% 39.6%

Out-of-state 5.0% 5.4% 5.8% 6.1% 6.6% 6.1%

Overall Retention Rate 86.8% 86.5% 86.5% 86.6% 86.3% 86.9%

7

51.6%
60.4% 61.4% 61.5% 57.9% 61.1%

39.1% 41.2% 39.9%
46.4% 48.1% 46.7%

20.0%

40.0%

60.0%

80.0%

100.0%

2013-14 2014-15 2015-16 2016-17 2017-18 2018-19

After 3 Years After 5 Years

Presenter
Presentation Notes

According to Missouri’s Recruitment and Retention report,  which is completed each December, last year public school districts hired about 7,500 teachers, or approximately 11.% of the overall teacher workforce. Of those hired, just over 54% were new teachers, 39.6% were hired from another district and just 6.1% came from another state or from a private school. 

Trend data on the retention of teachers indicate a slight increase in the retention of teachers beyond the third year of teaching to nearly 66%. However, trend data also indicates a slight drop to just under 35% in the retention of teachers beyond the fifth year of teaching. 
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That concludes the updated data on the teacher workforce in Missouri.

We now transition to the Outreach Plan. It was the data in the teacher workforce presentation last January 2019 which triggered the creation of the Outreach Plan. �




Outreach Plan
Phase 1: Gather and analyze data

 Administrator data May 2019
 Teacher data May 2019
 Focus group (urban, rural, higher education) data July 2019
 Parent data October 2019
 Student data October 2019

Phase 2: Engage key stakeholders to formulate strategies
 Identify themes and challenges October 2019
 Engage with teachers and key stakeholders October 2019
 Summarize feedback into recommendations November-December 2019

Phase 3: Implement strategies and monitor progress
 Report recommendations to the State Board of Education January 2020
• Implement strategies (by March 2020)
• Monitor and Adjust (ongoing)
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Provided here is an update on the progress that has been made on the Outreach Plan this past year. As noted here, all of Phase I is complete. The collection and compilation of parent and student data completes the data collection component of this plan. We will review this final set of data in a moment. 

Phase II, the analysis of the data and the formation of recommendations, strategies and action steps has also been completed. They include the following: 	
	6 Overall Recommendations
	25 strategies
	Over 90 Action Steps in 2020 and 2021
		76 action steps for 2020
		15 action steps (so far) for 2021 
We will be reviewing these in detail shortly. 

Phase III will be the implementation and monitoring of these recommendations, strategies and action steps. 







Challenges RECRUITING high quality teachers
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We asked individuals in each of the five school administrator groups to specifically identify what they see as the main challenges in recruiting a high quality, diverse and gender-balanced workforce.  28 different categories were identified and the top five, based on consistency among all five administrator groups and frequency, are presented here in blue. 

Compensation, pay or salary
Low quality candidates available for their school setting
Lack of candidates overall for all areas 
Geographic school location (rural first, then high poverty, followed by urban)
General lack of support  

Other categories of challenges for recruitment with high levels of frequency but not common across all five groups were trying to fill hard to staff content areas (Special Ed, math, science, fine arts, EL), negative perceptions of the profession, lack of benefits, high needs of students, and recruiting for racial diversity. 

This is consistent with the national data as well. The data we reviewed in the January workforce presentation had salary as number one with benefits ranking in 6th 

National data also notes more school systems are developing perks to increase the quantity of those wanting to be teachers especially in content and geographic locations that do not attract people (Teacher Recruitment and Retention: Its Complicated Edweek, Jan. 2018)



What was the main reason for this teacher leaving the teaching profession?
N = 6,000 teachers 
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Responding now for others instead of themselves, over  10% of teachers surveyed said it had to do with compensation issues, a lack of support and administration or leadership issues. These were the same top three responses given when asked if you yourself had considered leaving the profession. 

Over 5% cited the extent of student needs and/or student behavior issues; feeling stressed and overwhelmed by the demands of the job; experiencing burnout or exhaustion; and a lack of respect or feeling valued. 

Less than 5% noted challenges or issues relating to parents, excessive expectations; workload or conditions in the workplace; federal and/or state mandates and requirements; and teachers exiting the profession due to retirement. 



On a scale of 0-10, would you recommend the teaching 
profession to your child or a friend’s child?
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Teachers surveyed were also asked on a scale of 1-10 how likely they would be to recommend teaching to their own child or to a friend’s child. It can be generally assumed that scores of 6 or higher are, to some degree, promoting the profession while scores of 5 or less are not. 

The top four ratings are shown in blue and reflect the responses of about half of the teachers surveyed. The largest percentage at 17.6% gave a rating of 5. One might reasonably conclude that while these teachers are not actively promoting the profession they may not be  strongly discouraging it either.  We are still compiling the reasons why teachers gave the rating they gave. We are also still compiling what suggestions teachers would offer for making the teaching profession a better career choice. 

Moving forward, we plan to do deeper analysis on the responses found in all the surveys to more accurately identify what they tell us. From this information and other data we are collecting, we will identify a series of recommendations that we will bring back to this Board. 



Parent Surveys
Would you want your child to become a public school teacher?

Percent of Responses

Yes No

YES = 54% NO = 46% 
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Although parent’s have confidence in their child’s teacher, just a slim margin would actually want their child to be a teacher, as shown here.

As you might recall, these percentages were reversed in the national data we reviewed a year ago. At the national level, only 46% wanted their child to be a teacher, and 54% said they would not want their child to be a teacher. The percentages here in Missouri are opposite than those at the national level. 









Student Surveys
Are you interested in pursuing teaching as a future career?

No
70%

Yes
26%

Maybe
3%
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70% of the students told their teachers that they are not interested in being a teacher someday. 
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Minimum salaries are typically, although not always, set in a salary schedule, which are often established in statute. Salary schedules are typically based on a teacher’s education and years of service. Examples of states with salary schedules in statute include:  Delaware, Idaho and Ohio. Some states do not have salary schedules but require their districts to provide all of their teachers with a certain minimum amount of pay. Examples of states with minimum salary requirements (but not necessarily a salary schedule) include: Iowa, Maine, and New Mexico. 

Two of our border states, Kansas and Nebraska do not set a minimum salary required by law, but leave this decision to the school district. 
Kansas  (district avg.) $34,883 
Nebraska (district avg.) $33,854 

Shown here are Missouri’s other border states and the most current year that action was taken on their minimum salary. Every border state has taken action on their minimum teacher salary in the past year except Missouri, whose last action was 14 years ago in 2005. Minimum salaries in these states range from #30,000 to over $36,000 while Missouri’s minimum salary is $25,000.

Last month, Governor Pritzker of Illinois signed a bill into law to raise the minimum salary to $40,000 by 2023. 



Rank I. Those holding regular certificates and who have a master's degree in a subject field approved by the Education Professional Standards Board 
Rank II. Those holding regular certificates and who have a master's degree 
Rank III. Holds regular certificates and an approved four (4) year college degree 
Rank IV. Those holding emergency certificates (96-128 hours)
Rank V. Those holding emergency certificates (64-95 hours
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Having reviewed all of the data that had been collected throughout this year, the group that gathered in October then began the challenging work of identifying specific themes and sorting them into recommendations they felt could most positively impact teacher recruitment and retention. 

They identified 6 recommendations and, as you know, a teacher salary proposal. The recommendations were created using a logic model template. These were then converted to an action plan. As mentioned previously, the group developed 6 recommendations which include a total of 25 strategies and just over 90 action steps to occur over the next 2 years. 

Some of the these action steps will include clarifying specific and important information or research about how these strategies are to be carried out and as such cannot be shared in great detail at this point. �




Missouri Teacher Table
October 29-30, 2019

• Over 30 participants
• 18 Teachers (51%)

– Rural, suburban, urban
– Elementary, middle school, high school
– All regions of the state

• 17 Stakeholders (49%)
– Professional associations
– Focus group representatives
– Business
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This is the group that met in October to review the data that had been collected through Phase I of the Outreach Plan.


This presentation of recommendations to improve teacher recruitment and retention is given on behalf of the participants listed here.   

We now review the parent survey data that was collected as a part of phase I. This data was collected with the help of MSBA and MoPTA. 








Overview
• 3 Recommendations for Recruitment
• 3 Recommendations for Retention

– Twenty-six(26) strategies
• Includes several benchmarks leading to outputs
• List individuals responsible
• Includes metrics and target dates

– Ninety(90) action steps
• Timeline over the next 2 years

• Teacher Salary Proposal
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So what is next? 

Today, I have shared with you the highlights of these 6 recommendations, but as I mentioned previously, there are 26 strategies overall with 90 separate action steps. Each strategy has an intended outcome with benchmarks to make sure we are on track. There are individuals and groups or organizations or school districts or the Department identified to be involved in each strategy. There are target dates for each of three benchmarks per strategy and a final identified final outcome. There are also metrics identified that will provide evidence of success. This information is all summarized in this Implementation Chart.
(show chart)

In addition to this organizational chart, these strategies and action steps have all been organized into a two year timeline,
(show timeline)
This will make sure we are making progress on the many different strategies and action steps that we will be working on. The group that met in October will receive regular updates on our progress. You as members of the State Board of Education will as well. Tracking progress on each of these strategies is necessary if we are to achieve the overall outcomes. 



Recruitment Recommendations 
Develop and implement a Public Relations Plan to 
increase teacher recruitment

1. Promotional videos 
2. Public Service Announcements
3. Counselors promote the profession 
4. TOY finalists present at universities
5. Regional TOYs visit with legislators
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The first recommendation to improve teacher recruitment is the development and implementation of a public relations plan that will create a positive narrative about teaching. Our groups discussion in October included the observation that a majority of what is currently heard about the teaching profession through the media and other sources doesn’t appear to be very positive. 

Strategies for this recommendation include creating videos and PSA’s (public service announcements) to share the positive aspects of teaching. There is also a strategy for engaging school counselors in an intentional effort to present teaching as a viable and rewarding career choice to high school students. 

Teacher of the year finalists will be involved in reaching out to college students on campuses across the state about the positive and rewarding aspects of the teaching profession. 

Also, regional teachers of the year will reach out to their local legislators to talk with them and invite them to visit their classrooms in an effort to help these legislators better understand what really happens in schools in the areas they represent.  







Recruitment Recommendations 
Expand and refine the Grow Your Own Campaign to 
increase teacher recruitment

1. Partnerships with Future Teachers of America and 
Educators Rising

2. Grow Your Own Start-Up Grants
3. Expanded participation in regions with few programs
4. Incentives for GYO programs
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A second recommendation for teacher recruitment focuses on strengthening the pipeline into the profession. Our group’s discussion included an acknowledgement that instead of hoping people will decide to become a teacher, the education community could and should intentionally embrace this as a collective goal. This strategy would involve partnerships between PK-12 school districts (particularly at the high school level), institutions of higher education, professional associations and organizations and the Department.  

Strategies for this recommendation include strengthening and expanding partnerships with existing programs across the state like Educators Rising sponsored by Phi Delta Kappa and Missouri NEA is the state coordinator (36 active chapters) and Future Teachers of America sponsored by MSTA (50 FTA chapters) in order to take advantage and expand the great work already underway. 

Another strategy involves expanding current and developing new GYO programs. Currently the GYO task force is working directly with five school districts who had been awarded a start-up grant to establish a Grow Your Own program for students in their school district. The GYO task force is also working with another eight school districts who are working on this as well, even though they did not receive a grant. This strategy would expand the number of start up grants to help districts get Grow Your Own programs operational in their schools. This would also help to continue to expand the number of GYO programs across the state. Currently, there are over 70 programs in Missouri. That puts us at about 12% of the high schools in the state. Under this recommendation, we would continue our efforts to expanded the number of programs to 100%, or ensure that there is a program in each of the 584 high schools in our state.  

A final strategy is to develop and offer incentives to school districts for having a GYO program. Whether this is done through accountability, recognition, fiscal incentive or a combination of these is one of those details yet to be determined.   







Recruitment Recommendations 
Implement strategies that Provide Incentives and 
Reduce Barriers to increase teacher recruitment 

1. Extended A+ Program for education candidates
2. Increased loan forgiveness options
3. Certification Revisions
4. Innovation and Equity fund
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A final recommendation for teacher recruitment focuses on the pathway into and through preparation for those working to become teachers. This strategy includes a look at incentives to make the process more attractive to teacher candidates as well as a continual process for identifying unnecessary burdens that constrict the process and potentially limit the number of candidates.

Some types of possible incentives might include expanding the A+ program for teacher candidates, working with DHEWD on expanding loan forgiveness options and exploring how an Innovation and Equity Fund might attract people to hard-to-staff content areas and geographic locations. 

Currently, barriers in the regulatory process might be occurring through the certification process. A strategy under this recommendation would be to continually review different areas of certification, especially those where the need is highest, and revise as necessary to encourage candidates. This might include revising the requirements for individuals to be substitute teachers (of which there is a great shortage in our state), or expanding the options for how paraprofessionals can use their work experience to satisfy the requirements of their clinical experience, or eliminating the requirement for a cumulative GPA and instead requiring only a content GPA to eliminate barriers that restrict the certification of viable candidates.

In addition, another strategy would be to review alternate pathways to make sure they adequately prepare someone for the job of being a teacher without requiring unnecessary coursework or cost. 








Retention Recommendations 
Expand Leadership and Professional Learning  
Opportunities to increase teacher recruitment 

1. High quality professional learning opportunities
2. MLDS program for all principals
3. Master teacher certificate
4. Mentoring and induction for all new teachers
5. Innovation and Equity fund
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The group who gathered in October also identified recommendations to increase teacher retention. What follows are three recommendations for retention. 

One recommendation for improving teacher retention is to expand and enhance professional learning and leadership opportunities. This includes expanding and improving professional learning opportunities to teachers to assist them in being better teachers. Two separate workgroups are working on the MTDS – which is the MO Teacher Development System. Like MLDS for principals, this system is for teachers. There are identified competencies at different levels beginning with Aspiring (high school), Preparing (teacher education), Emerging (years 1-3), Developing, Mastering, Leading (which is the highest level). These competencies will inform the professional learning teachers receive while ensuring all of it ties to one vision on excellent teaching. 

Included in this recommendation is the continued expansion of the Missouri Leadership Development System (MLDS) to all principals in the state. This is very important since administrative support, as we saw in the data, is one of the most important factors in teacher retention. MLDS trains principals on how best to support teachers.

Another strategy offered is the creation of a master teacher certificate as a way to identify effective teachers and the teaching they provide to their students as well as elevating the profession. This would also create an alternative to the administrator certificate that so many teachers currently pursue but then don’t use.

Included in this recommendation is a strategy for expanding effective mentoring and induction for all new teachers, as the research has confirmed this to be an essential part of teacher retention. This past year, nearly 6% or over 130 first year teachers were not assigned a mentor. This data comes from our new teachers survey given in the spring 2019 which had a response rate of 76%. It is a safe assumption that some of the other 24% of new teachers did not have a mentor either. A necessary first step: making sure every single first year teacher has a mentor. But also make sure the mentor is trained and the mentoring process is effective. There might also be some consideration given to increasing the required mentoring time from 2 years to 3 years if it can be shown that this will significantly impact teacher retention.  

Finally, the Innovation and Equity Fund which is a part of the teacher salary proposal, would incentify individuals to teach in hard-to-staff content areas and geographic areas as a way to improve teacher retention. 








Retention Recommendations 
Implement innovative School and District 
Accountability measures to increase teacher 
retention

1. School accountability indicators support growth
2. Evaluation of time, attention and preparation towards 

student testing
3. Revised accreditation and testing systems
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An additional recommendation is to think creatively about school accountability in ways that don’t negatively impact teacher retention. 

One strategy would be to explore how growth can be used as an accountability measure.  

Additional Strategies would include gathering data on the impact that testing has on how teachers spend their time and their attention in their efforts to get students ready for testing and then using this data to inform revisions to the accreditation and testing process.  

There is additional discussion and exploration that needs to occur on this particular recommendation.

(It is important to note that this recommendation involves other offices of the Department, so please note that this recommendation and its strategies will be submitted on your behalf as a part of the public comment period for MSIP 6 for their review and consideration).  








Retention Recommendations 
Improve Culture and Climate in schools to increase 
teacher retention

1. Statewide climate and culture survey
2. Key positions dedicated to mental health
3. Clinical experience for mental health professionals
4. Guidelines for individual and collaborative planning 

time
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A final recommendation to improve teacher retention focuses on working conditions. 

This would include a strategy on a climate and culture survey that could be offered as a model for possible use by school districts and charter schools as a way of making this a standard practice in all schools. Included here would be the creation of exit surveys as well as stay surveys that districts could use to gather information on why teachers are exiting but also on why they choose to stay.

There will also be the development of guidelines for individual and collaborative planning time for teachers. Recommending minutes is necessary but insufficient. These guidelines would provide research and best practices as they apply to individual and collaborative planning time. These guidelines will serve to remind us that protected individual and collaborative planning time is a  means to an end –  when planning time takes place according to best practice and research, the real beneficiary are the students in our classrooms. 
(It is important to note that this recommendation involves other offices of the Department, so please note that this recommendation and this particular strategy will be submitted on your behalf as a part of the public comment period for MSIP 6 for their review and consideration).   

Additionally, two strategies focus on the mental health issues in our schools that teachers face each day. The first would be to identify people in schools who would serve as a resource to teachers for the mental health issues they face with students. Also, a strategy is included to explore options for how mental health professionals might be able to do their clinical experience in schools and serve as an additional resource to teachers and school administrators. Additional details need to be explored in this area as we move forward. 







Teacher Salary Proposal

• Adequacy Target
– Increase salary of all teachers
– Increase the minimum teacher salary requirement
– Adjust all teachers to earn the new minimum

• Equity Target
– Innovation and Equity Fund
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Finally, just a reminder that the teacher salary proposal which you heard about last month is a part of this overall package of efforts to improve teacher recruitment and retention. As you might recall, the teacher salary proposal includes an adequacy and an equity target. 

The adequacy target is a strategy for answering this question:
Are we providing adequate compensation to the people who provide education to MO students?
Missouri teachers are similar in the preparation they must receive and in the type of work they are contracted to do as those teachers who work in our border states (IA, IL, KY, TN, AR, OK, KS, NE). And yet, the data that has been presented to you indicates we fall well below all 8 border states, whether you compare starting salaries, average salaries, minimum salaries or factor in cost of living. Under this adequacy target, each teacher in the state would receive a salary increase (suggested $4,000 per teacher). The minimum salary in law would increase from $25,000 to $32,000. All remaining teachers still earning less than $32,000 would be increased to the new minimum. The projected cost of funding this target is approximately $322 million.  

The second target is an equity target and is a strategy for answering this question:
Are hiring opportunities equal across different content areas and geographic locations?
A review of data indicates that far fewer candidates are being prepared in particular content areas and too few are attracted to particular geographic locations. Schools with these needs or in these geographic locations have a much more difficult challenge of hiring high quality teachers for their students. This $75 million dollar fund would be used to attract veteran teachers or new teachers to these hard-to-staff content areas and geographic locations. 




Teacher Salary Proposal
• Adequacy Target

– Increase salary for all teachers
Total Number of Teachers Salary Increase

per teacher
Estimated Total Cost

Includes both salary and benefits

Option 1 (preferred)

70,433 $4,000 $322,583,140

Option 2

70,433 $3,000 $241,937,355

Option 3

70,433 $2,000 $161,291,570
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In order to provide adequate compensation to Missouri teachers, our stakeholder group proposed three different options for providing direct increases in salary. This increase would apply to all certified teachers, regardless of where they are on their local salary scale. Their preference was option 1 with a raise of $4,000 per teacher. 

The calculations presented in this chart were done by taking the number of teachers in column 1 times the amount of the salary increase in column 2 and then factoring in a 14.5% retirement benefit to arrive at the total estimated cost in column 3. 




$0

$5,000

$10,000

$15,000

$20,000

$25,000

$30,000

$35,000

$40,000

Oklahoma
(2018-19)

Tennessee
(2018)

Iowa
(2018)

*Illinois
(2020-21)

Arkansas
(2018-19)

*Kentucky
(2018-19)

Missouri
(2005)

Increase the minimum teacher salary requirement to $32,000
Teacher Salary Proposal

Kentucky: Rank III schoolsIllinois:$40,000(2023-24)

$32,000

27

Presenter
Presentation Notes
The second component of the adequacy target addresses Missouri’s minimum salary. Here is how Missouri currently compares to those border states that have minimum teacher salaries and the most current year that action was taken on making changes to this minimum salary. Every border state listed has taken action on their minimum teacher salary in the past year except Missouri, whose last action was 14 years ago in 2005. Minimum salaries in these states range from #30,000 to over $36,000 while Missouri’s minimum salary is $25,000.

The adequacy target of the Teacher Salary Proposal offered by our group of stakeholders suggests an increase from the current $25,000 to $32,000. The proposal further suggest an annual cost of living adjustment to the minimum each year. In January 2019, the Board of Trustees of PSRS voted for a 2% cost of living adjustment for benefit recipients. Applying this same percentage, the minimum teacher salary would adjust to $32,640 next year. 



Teacher Salary Proposal
• Adequacy Target

– Adjust all teachers to earn the new minimum
Salary Increase for all 

Teachers
Number of Teachers still 

making less than $32,000 
after the increase

Total Cost 
Raise all teacher salaries 

to $32,000
Option 1 (preferred)

$4,000 246 $277,675

Option 2

$3,000 483 $658,043

Option 3

$2,000 816 $1,321,893
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The final component of the adequacy target of the Teacher Salary Proposal addresses those teachers still earning below the new minimum of $32,000. 

The three options of salary increases are listed in the first column. In column 2 are the number of teachers whose salary would still be below $32,000 after the salary increase is applied. Those teachers would receive additional compensation to bring them up to the new minimum salary of $32,000. The total cost of this adjustment on those teachers is provided in column 3. 

As previously stated, the preference of our stakeholder group is to provide an increase of salary of $4,000 to all teachers. After this increase, there would remain 246 teachers still earning below the new minimum salary of $32,000. As shown in column 3, it would require an additional $277,675 to increase the salary of these teachers to the new proposed minimum salary. 



Teacher Salary Proposal
Adequacy Target Summary Chart

Total cost for salary 
increase for all teachers

Adjustment to 
remaining teachers 

to minimum $32,000

Total Cost
increase for all + 
minimum from 

$25,000 to $32,000

Average teacher salary 
per year

(average $ and % 
increase)

* Approximate 
national ranking

Option 1
$322,583,140

($4,000 X 70,433 teachers)
$277,675 $322,860,815 $54,126

($4,822 / 9.7%)
26

Option 2
$241,937,355

($3,000 X 70,433 teachers)
$658,043 $242,595,398 $53,142

($3,838 / 7.7%)
28

Option 3
$161,291,570

($2,000 X 70,433 teachers)
$1,321,893 $162,613,463 $52,160

($2,856 / 5.7%)
32

Current average teacher salary $48,293 
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This final chart summarizes the full cost of the adequacy target and its impact on Missouri teachers. Column 1 is the cost of the increase, column 2 is the cost of the adjustment for teachers still below a minimum teacher salary of $32,000 and column 3 is the total cost of columns 1 and 2 together. 

Column 4 provides the new average Missouri teacher salary if this option were to be carried out. In parenthesis below that average salary is the average increase per teacher and an estimated percentage of increase. 

In the final column is an estimate on Missouri’s new national ranking on average teacher salary for each option. 

Again, the preference of our stakeholder group is option 1 and comes with a total cost of $322 million. This is an approximate average increase of over 9% and would result in a change in national ranking to approximately 26 in the country, based on average teacher salary. 



Teacher Salary Proposal

• Equity Target
– Innovation and Equity Fund $75,000,000
– Incentives for hard-to-staff areas

• Content areas: Special Education, Math, Science, Foreign Language, 
English as a Second Language (or other areas as declared shortage by 
the school district or charter school)

• Types of schools: high minority, high poverty and rural schools 
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The equity target of the Teacher Salary Proposal suggests a $75 million dollar fund to be used as incentives for hard-to-staff locations and content areas. 

The Innovation and Equity Fund would be used as pay incentives to attract teachers to hard-to-staff content areas, shortage area assignments and geographic locations which face the most challenges when attracting candidates and retaining teachers. The Innovation and Equity Fund would target the following hard-to-staff areas:

Content areas: Special Education, Math, Science, Foreign Language, English as a Second Language (or other areas as declared shortage by the school district or charter school)

Types of schools include those with high percentages of minority students, students in poverty and those schools located in rural areas of the state.  
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Email: Paul.Katnik@dese.mo.gov
Phone: 573-751-2931

The Department of Elementary and Secondary Education does not discriminate on the basis of race, color, religion, gender, national origin, age, or disability in its programs and activities. Inquiries related to
Department programs and to the location of services, activities, and facilities that are accessible by persons with disabilities may be directed to the Jefferson State Office Building, Office of the General Counsel,
Coordinator – Civil Rights Compliance (Title VI/Title IX/504/ADA/Age Act), 6th Floor, 205 Jefferson Street, P.O. Box 480, Jefferson City, MO 65102-0480; telephone number 573-526-4757 or TTY 800-735-2966;
email civilrights@dese.mo.gov.

Presenter
Presentation Notes
Are there any questions I can answer for any of you?
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