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MINUTES
JOINT LEGISLATIVE EDUCATION OVERSIGHT COMMITTEE

2003-2004 Session
February 25,2004

The Joint Legislative Education Oversight Committee met on Wednesday, February 25,
2004 ínRoom 544 of the Legislative Offrce Building. Senator A. B. Swindell presided.

Members also in attendance were Co-chairs Rep. Doug Yongue and Rep. Robert Grady;
Senators Darurelly, Garwood, Malone, Rucho, Dorsett and Moore; Representatives Bell,
Gorman, Insko, Jeffus, Pate, Preston, Sauls and'Warner.

Senator Swindell convened the meeting at 10 a.m. and welcomed members, staff and
visitors. Senator Swindell introduced himself to members of the committee and guests,

having replaced Senator Metcalf as Co-chair. In turn, Representative Yongue welcomed
Senator Swindell as Co-chair and pledged looking forward to a good working
relationship.

REGIONAL EDUCATION BOARI)
TEACHER DEMAND

Senator Swindell recognized Lynn Cornett, Senior Vice President of the Southern
Regional Education Board, an interstate compact based in Atlanta dedicated to improving
elementary, secondary and higher education in its 16 member states. Ms. Cornett's
presentation addressed the issue of supply and demand and focused on what questions
policymakers should be asking. Her presentation, What is the Demandfor Teachers,was
accompanied by a visual Powerpoint presentation (see Attachment 1).

Ms. Cornett stressed the importance for policymakers to target priorities for their state in
order to develop policies. She stressed the importance of developing information and an
excellent data system to track information about teachers. Using data compiled from
North Carolina, and other SREB states, Ms. Cornett illustrated how supply and demand
data could be used to target policies. To determine teacher demand, Cornett advised
policymakers to look closely at three key areas: (1) Need. Look at student enrollment
and how it is changing to determine how many teachers are needed; (2) Replacement.
Look at how many teachers are leaving North Carolina; and, (3) Policies. 'What kinds of
policies are being enacted? e.9., are teacher standards being raised for math in high
school requiring a need for more math teachers? In her presentation, Cornett emphasized
the importance of working closely with state demographers and economists to determine
future student enrollment for North Carolina and cautioned against setting policy for the
entire state based on high demand figures for teachers and students in only a few districts
Next, Ms. Cornett discussed with the committee the issue of teacher supply and
illustrated how to target policies toward a particular area (either lateral entry, new
graduates, teachers coming from another state vs. what is needed). She identified three
disconnects to be considered when targeting a specific area -- diversity, subjects and
geography and showed examples of how each disconnect affected the total teaching force
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in North Carolina. Ms. Cornett also reported that in studies conducted throughout the

SREB states, only 1 in 5 certified teacher returns to the classroom after two years and the

reserve pool showed a "disconnect" because the majority of the teacher reserve was

elementary certified, and not teachers certified in math and science. Ms. Cornett pointed

out that in Florida and Arkansas, a large percentage of math and science teachers

surveyed reported they would not,under any circumstances, return to the classroom

because of working conditions and salary. The SREB study indicated that 88% of
educators in North Carolina returned to the classroom and for that reason, Ms. Cornett

stressed the importance of focusing on the issues raised by educators. Most educators

when surveyed expressed a need to have more resources available for professional
development and more time to pursue professional development, as well as more time to
prepare curriculum. In closing, Ms. Cornett urged the committee overall to (1) look at

the total teacher supply and demand picture in North Carolina; (2) consider targeting
policies for the different teacher groups in the state; (3) better prepare teachers for the
state's needs; (4) work to reduce teacher turnover in the early years; and, (5) work to
address the needs of the large percentage of teachers that remain in the classroom. She

concluded her presentation by responding to questions from committee members.

Senator Swindell next called on Dr. Kathy Sullivan, Director, Human Resource
Management with the NC Department of Public Instruction to present data from the
department's report entitled, North Cørolina's Teaching Force Selected Facts and
Fi gur e s. (See Attachm ent 2)

TEACHER DEMAND REPORT
In her opening remarks, Dr. Sullivan reported data indicates that North Carolina does

have a teacher shortage. Additionally, while the shortage is worse based on the county,
that because of "No Child Left Behind" that will prohibit the state from issuing
emergency permits or licenses in which requirements are waived on a temporary or
provisional basis, and because of the number of teachers approaching retirement, the
shortage is likely to get worse before it improves in the short term. For these reasons, she

advised focusing on recruitment and retention of teachers. Dr. Sullivan also pointed out
that although the average age of teachers in the state was 42, this figure was deceptive
based on the study, which indicated that2To/o of teachers currently employed werc above
50 and another 18olo were between the ages of 45 and 50, indicating that alarge number
of teachers were approaching retirement age. She noted that while data indicated the
average length of teaching experience to be 13 years, 18% of teachers currently employed
had25 or more years of experience, indicating that over the next 5 years, 1 in 5 teachers
in North Carolina could retire with full benefits. She also reviewed gender and ethnicity
data, as well as the types of licenses by school level and the types of degrees by school
level.

Dr. Sullivan directed committee members to Page 49 of the Department's report (see

Attachment 2) for a complete definition of each license type. In reviewing each of the
license types, she noted that approximately 3%o of the state's teachers who have been
issued a temporary permit would not be able to renew their license after July 1, 2006
when "No Child Left Behind" is fully implemented. Temporary permits are issued to
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teachers who do not satisfy testing requirements. Additionally, she reported a further loss

of 5o/o when both provisional licenses and emergency permits will not be issued after July
I , 2006. Dr. Sullivan reviewed turnover figures for teachers during the past five-year
period from the various regions across the state and reviewed the resuits of a survey
indicating reasons teachers left their jobs. She stated that approximately 18olo of teachers
left to teach somewhere else and the second reason for leaving was attributed to
retirement. Dr. Sullivan continued to review with the committee analysis of vacancies by
region and license areas of new hires. Dr. Sullivan reported that in the last few years, NC
has hired approximately 10,000 to 11,000 new teachers each year. In tracking these new
teachers, Dr. Sullivan said trends show that although lateral entry teachers' retention has
improved since 1995, NC is still losing about one-half of the lateral entry teachers after
the second year when it becomes necessary for them to satisfy testing requirements.
Teachers that have no experience credit when they begin teaching show better retention
than lateral entry teachers, but their retention figures have declined since 1995, as have
those of teachers with experience credit.

At the conclusion of the report, Senator Swindell thanked Dr. Sullivan and called for
questions. Senator Rucho was recognizedand stated that while many of the problems
regarding teacher shortages and retention had been identified, what was being done by
the education community to address the problems. Dr. Sullivan stated that data was still
being gathered that would enable them to suggest strategies that might have an impact
and that the issue of retention was going to be given close study. Representative Yongue
asked Dr. Sullivan about the comparison of ethnicity data referred to on page 36 of the
report and requested supporting data as to lateral entry. Dr. Sullivan responded that
although it was not shown in the report, she would provide supporting figures by
ethnicity.

IiNC TEACHER PRE,P ON PROGRAMS

Senator Swindell next recognizedDr. Richard Thompson, Vice President for University-
School Programs at the University of North Carolina, Chapel Hill. Dr. Thompson
provided the committee with a handout entitled, "Report to the President on UNC
Teacher Education Programs'Service to Alternative Pathways Teachers. "(See
Attachment 3). Dr. Thompson reported that as the teacher shortage continued to increase
in North Carolina and with of the sanctions of the "No Child Left Behind" legislation for
districts that don't have highly qualified teachers, both the public and private universities
were addressing the issue of better preparing teachers to can attaín full licensure. Dr.
Thompson noted that, in addition, to looking at the traditional programs, efforts were
increased to prepare students seeking licensure through non-traditional routes, or
alternative pathways. Dr. Thompson reviewed data from a study conducted in July,
2003, where the UNC Schools of Education were asked to report on their service to and
support of alternative pathways teachers (lateral entry and licensure-only) in five primary
categories : (1) Advising; (2) Program Delivery; (3) Communication and Information
Dissemination; (4) Support and Mentoring; and, (5) other Special Initiatives and
Services. Dr. Thompson directed committee members to Page 55 of the report for a
complete definition of terms used throughout the report. He also directed the committee
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to page 67 of the report where specific contact information for each university was listed.
Dr, Thompson also provided members with a handout on NC TEACH entitled,
"Information on NC TEACH and Models for Delivery of Teacher Education Utilizing
Distance Education and Community Colleges " (see Attachment 4), and reported that data
indicated that students did better in a traditional education program. The NC TEACH
program had an 80%o retention after the first two years and was a good example of a
lateral-entry program. Dr. Thompson also pointed out that all IINC Schools of Education
have a working relationship with community colleges in their geographic area, and more
on-iine programs are being offered, so that people who cannot relocate can pursue their
degree. At the conclusion of his presentation, Senator Swindell recognized
Representative Yongue who asked if there was a basic "core" cufficulum for all UNC
institutions or did each institution follow a different program. Dr. Thompson responded
stating that, for the most part, the universities basically followed the same program,
unless a student was transferring from a comrnunity college without an AA degree.
Transfers with AA degrees typically did not encounter diffrculty in transferring, but there
were still issues based on different programs that they were working to address. He noted
that the Board of Governors is currently conducting a major task force to study these
issues. He also advised that the chancellors of the 16 schools meet monthly to share
ideas and address issues. Senator Swindell reiterated the need for universities to address

articulation and that there needed to be clear guidelines for course credit transfer between
schools.

In responding to Senator Malone's question about teacher education students getting the
curriculum they need, Dr. Thompson stated that the curriculum at all 15 institutions were
both nationally and state accredited, though students are getting the best preparation,.they
need teaching experience that can only be achieved in the classroom.

Representative Pate asked how many teachers North Carolina institutions trained each
year vnd how many were needed. Dr. Thompson responded that based on information,
provided by the NC Research Council, between 10,000 and 11,000 teachers were needed
each year. The teacher training institutions in the state were annually turning out about
3,300 new teachers through the traditional education program -- with 2,300 of those from
the llNC system and 1,000 from independent colleges and universities. Additionally,
approximately 3,300 lateral entry teachers are being trained for an annual total of 6,600.
When further asked about what could be done to increase these numbers, Dr. Thompson
concluded his remarks by advising that a report was forthcoming from the IINC Board of
Governors which would address setting targets for each school of education to increase
the numbers of teachers, and the need to find funding to increase scholarships for the
teaching program. Senator Swindell thanked Dr. Thompson for his report.

Senator Swindell next recognized Dr. Marilyn Sheerer, Dean, College of Education, East
Carolina University. Dr. Sheerer reported on what East Carolina University was doing to
address the teacher shortage issue. She stressed the importance and need for key
leadership -- the Chancellor, the Provost and the Dean of Education - to all have the
same focus on addressing the challenge of teacher shortage. Coming to ECU in 1996
from Pennsylvania, Dr. Sheerer stated that she was well aware of the differences
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between the two states and what kinds of supports were in place to increase the teacher
supply. While a proponent and a product of a traditional teacher education program, she
stressed the importance of identifying the many different ways of producing good
teachers - which may not be through traditional educational programs, but attained
through well-established, well supported alternative pathways. She provided a handout
of an alternative pathways program in place at East Carolina University calied
"Altemative Licensure at East Carolina"(see Attachment 5). Before concluding her
remarks, Dr. Sheerer provided information on the Wachovia Partnership East (see

Attachment 6), a program designed and implemented by the College of Education at East
Carolina University with the North Carolina Community College System to specifically
address teacher recruitment and retention in the eastern part of the state. Dr. Sheerer
announced that earlier in the week Wachovia provided $ 1.25 million to support the
Partnership East program and she reported on additional grants made available through
the various programs at Partnership East. She pointed out the positive aspects that were a
direct result of developing the infrastructure between the community colleges and the
university, and she reported on the increased enrollment figures in all programs for the
coming year for ECU. She advised that'Wachovia Partnership hub sites will be used to
deliver courses for lateral entry teachers, will deliver the Masters of Arts in Teaching
(MAT), as well as deliver the doctorate program to a large number of community college
people. Senator Swindell thanked Dr. Sheerer at the conclusion of her presentation.

RETAINING RETIRED TEACHERS REPORT

Senator Swindell called on Robin Johnson, Education Oversight Committee Counsel,
who updated the committee on the issue of the sunset that is due to expire on June 30,
2004, on the provision enacted that encourages retired teachers to return to the classroom
after six months to teach full time without penalty to their retirement earnings. Robin
provided a handout (see Attachment 7) outlining the history of the legislation and noted
that unless many of the restrictions in the original legislation have been lifted and unless
this provision is extended, it will expire on June 30th of this year. Representative
Yongue asked for a motion from the committee to go on record supporting legislation
during the upcoming session that would extend this provision beyond June 30, 2004.
Senator Dannelly moved for approval. In discussion, Ms. Johnson reminded
Representative Yongue that the General Assembly was still awaiting a ruling from the
IRS relative to how extending this provision would impact the state retirement system
and suggested examining other avenues to obtain this IRS ruling. After further
discussion, Representative Yongue asked for consensus on the motion and the motion
carried.

PRELIMINARY TEACHER SATISFACTION SURVEY

Senator Swindell next called on J. B. Buxton, Education Advisor from the Governor's
Office. Mr. Buxton thanked members of the committee for their commitment to the issue
of teacher retention. In his remarks, he stated that while the issue of salary was a key
component to teacher retention, he emphasized the importance of focusing on the
working conditions and needs of the teachers. The Governor, together with the State
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Board of Education, the Department of Public Instruction and North Carolina's lead
teaching organizations have been developing strategies to address the chalienge of
keeping the best teachers in the classroom under the "Teacher V/orking Conditions
Initiative." (see Attachment 8). Next, Mr. Buxton introduced Ann McArthur, Teacher
Advisor with the Governor's Office.

Ms. McArthur advised that in i|;4.ay of 2002,the Governor with the support of the North
Carolina Professional Teaching Standards Commission and the North Carolina
Association of Educators distributed the first statewide teacher working conditions survey
which resulted in more than 42,200 responses. The survey analyzed five critical areas
related to working conditions: teacher empowerment; school leadership; facilities and
resouÍces; time; and professional development. She provided committee members with a
handout entitled, "Governor Mike Easley's Teacher Working Conditions Initiative,
Preliminary Report of Findings From a Statewide Survey of Educators" dated March
2003 (see Attachment 9). Ms. McArthur highlighted specific findings and responded to
questions at the conclusion of her report.

Senator Malone was recognized and commented that in addition to the issue of salaries,
training was another important factor and he expressed concern that North Carolina was
probably not providing sufficient and equal resources dollar for dollar to teacher training
institutions across the state. He gave as an example, the teacher training program qffered
at UNC Chapel Hill versus the teacher training program offered atBlizabeth City State
University, and he felt this issue of equality of resources needed to be addressed.

Representative Yongue asked the committee to share any concems regarding how the
meetings were being handled up to this point. He emphasizedthe need for presentations
to be succinct, but if improvements were needed to please let the co-chairs know.

In closing, Senator Swindell expressed his appreciation to members for their attentiveness
and adjourned the meeting at 12:15 p.m. to reconvene at 9 a.m., Thursday, February 26,
2004.

Senator A. B. Swindell, IV Mo Hudson, Committee Assistant

Representative Robert Grady, Co-Chair
Representative Doug Yongue, Co-Chair
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MINUTES
JOINT LEGISLATIVE EDUCATION OVERSIGHT COMMITTEE

2003-2004 SESSTON
FEBRUARY 26,2004

The Joint Legislative Education Oversight Committee met on Thursday, February 26,2004 in
Room 544 of the Legislative Office Building. Senator A. B. Swindell presided. Members also in
attendance were Co-chairs Rep. Doug Yongue and Rep. Robert Grady; Senators Dannelly,
Malone, Rucho and Moore; Representatives Insko, Jeffus, Pate, Preston, Sauls, Tolson and
V/arner.

Senator Swindell called the meeting to order at 9 a.m. and welcomed members, staff and visitors.
He welcomed a delegation of elected officials and journalists who were visiting from Russia and
who would be observing a portion of the meeting through the benefit of a translator.

CERTIF'ICATION PROCESS

Senator Swindell began the agenda by recognizingDr. Kathy Sullivan, Director, Human
Resource Management, with the Department of Public Instruction. Dr. Sullivan provided
committee members with two handouts outlining the teacher certification process. (see
Attachments 1 and 2). Dr. Sullivan reported that the State Board of Education convened a speciai
committee last July, co-chaired by Dr. William Harrison, Superintendent of Cumberland Cóunty
Schools and Dr. Jane Norwood, Vice Chairman of the State Board, to address teacher
reciprocity. She noted that both Representative Yongue and Senator Garwood were very
instrumental in serving on this special committee. After studying the licensing policies in other
states and North Carolina, the special committee made their recommendations, which were
adopted by the State Board of Education in January. (see Attachment 2). Inreviewing the
recommendations, Dr. Sullivan pointed out that in order to implement Recomm endation #4, a
revision in wording was needed in G.S. 115C-296(a), which would change the word "shall,,to
"may" and that the word revision would need to be approved by the General Assembly.
Following discussion, Representative Yongue moved the committee accept Recommen dation #4
as presented from the State Board of Education as a statutory recommendation from the
Education Oversight Committee to the next session of the General Assembly. The motion was
duly seconded and received consensus approval. Senator Swindell thanked Dr. Sullivan for her
presentation.

CHER TEA
ON RESEARCH AND PRACTICE

Senator Swindell next introduced Eric Hirsch, Vice President of Policy and Partnerships, at the
Southeast Center for Teaching Quality. The Center, an independent, non-profit organi)ation
located in Chapel Hill, serves North Carolina as well as 12 other states throughout the
southeastern United States, and is dedicated to ensuring that all children have a competent
teacher through policy reform, research and teacher leadership. Mr. Hirsch prepared a
Powerpoint presentation on "Teacher Retention and Teacher Quality; National Trends Based on
Research and Practice" and provided a copy for committee members. (see Attachment 3). In his
remarks, Mr. Hirsch noted that North Carolina loses almost half its new teachers after 5 years,
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and more importantly, studies have indicated that the teacher turnover is costly to both school
districts and the State, costing approximately $ 1 1,000 per teacher. Mr. Hirsch shared strategies
for teacher retention as recommended by the Teaching Commission. On the compensation side,
the Commission recommended that school districts and unions transform how teachers are paid.
They recommended investing $30 billion into teacher salaries, giving all teachers a l0o/o increase
across the board and then 30o/o inqeases to those who are deemed most responsible for raising
achievement. Further, Mr. Hirsch reported that recent data indicated that teachers in North
Carolina were more dissatisfied with their salaries than figures reported for the national average.
He gave examples of what other states had done to find ways to pay teachers, but pointed out
that in most instances, funding was depleted and the programs were no longer operating. He also
pointed out that because the pay for performance programs were not in place long enough, they
did not have data available to support their effectiveness. Mr. Hirsch highlighted some key
questions to ask when considering pay for performance and noted this on Page 5 of the handout
(Attachment 3).

in the area of skills and preparation as it related to teacher retention, Mr. Hirsch pointed out
recommendations of the Teaching Commission and said a recent policy statement released from
the U.S. Department of Education addressing the teacher challenge, calls for "states to streamline
their certification system to focus on the few things that really matter: verbal ability, content
knowledge and as a safety precaution, a background check on new teachers." However, he
pointed out that recent data indicated that teachers surveyed needed more training in the areas of
managing discipline issues and teaching struggling students as opposed to needing more content.
Mr. Hirsch also stressed the importance of better preparing teachers to work with diverse
learners. For example, in North Carolina, 460/o of teachers surveyed directly work with children
who are limited-English proficient, and that only 6% of those teachers had received 8 or more
hours of training in the past three years. This is below the national average. Mr. Hirsch reported
there were programs being offered at various institutions that focused on teaching a specific set
of skills for a specific population.

In addressing leadership and support issues, Mr. Hirsch said it was essential, in order for teachers
to teach and students to learn, to ensure that school principals were strong instructional leaders.
He referenced the results of Gov. Easley's Teacher Working Conditions Initiative, where
teachers listed the quality of the school administrators as being the most important factor. He
also discussed the importance of focusing on induction and mentoring strategies, as well as
professional development programs. In closing, Mr. Hirsch advised that only 30o/o of teachers in
the state, when surveyed, answered affirmatively as to whether they would become teachers
again. This figure was below the national average and he anticipated that the school data from
teachers reporting in the Governor's Teacher Working Conditions Initiative would be an
important tool to target approaches to retaining teachers in our schools. Senator Swindell
thanked Mr. Hirsch for his presentation and called for questions.

Representative Yongue asked Mr. Hirsch to expand on how the State of Georgia handled
teachers who need additional training. Mr. Hirsch responded that the University of Georgia
System has a policy in which they have a guarantee on their graduates and there are
approximately 200 institutions throughout the country who do the same thing, and if a district is
not satisfied with the quality of preparation, the universities offer, free of charge, to remediate
and provide the additional class work. However, Mr. Hirsch pointed out that these guarantees are
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not usually used, but they do have the policy. Representative Warner remarked on the teacher
wamanty and commented that in the 1980's, a program such as this was in place at Fayetteville
State University whereby the professors were held accountable for the teachers that were
enrolled in the education program. He felt this worked and was something that needed further
study.

Representative Jeffus asked for clarification to the recommendation of a merit system at a l\Yo
increase across the board, and the additional 3Yo increase. Mr. Hirsch explained that the
Teaching Commission made the recommendation for a l0o/o increase to ensure that the base
sala.ry is competitive. The Commission, when comparing math or science to other fields, felt it
takes a dedicated teacher who wants to work with children to choose the teaching profession. He
further noted that only avery small percentage of those who major in math or science and who
are also trained as teachers actually choose teaching, so they are being lost to other careers
before they even get into a classroom. Additionally, Mr. Hirsch explained that with a pay for
performance system, teachers who increase student achievement would be rewarded with a30Yo
increase. Representative Jeffus asked if this had been discussed with teachers to get their input.
Mr. Hirsch commented that he was not certain of the Teaching Commission's process in
conducting the survey.

Senator Rucho asked would updated data be available. Mr. Hirsch responded that the data
provided today came from the School and Staffing Survey, which is run by the National Center
for Education Statistics through the US Department of Education. It is the only survey of
teachers large enough to be representative of North Carolina. The data presented today was from
a survey conducted in 1999-2000 and the results were not released until 2003. The new survey
has just gone out and results are expected in two years.

In discussion, Representative Yongue expressed support of the mentoring program and asked if
data was kept that might be helpful for addressing the issues and problems that teachers
encounter. And if so, this information should be used so that training institutions could address
teacher concerns. Mr. Hirsch reported that very little data was kept on induction. He suggested
contacting Dr. Sullivan at DPI for further information. Representative Tolson also expressed
support for the mentoring program and he hoped the committee would be proactive by using the
information presented to benefit teachers. Representative Pate commented that careful thought
needed to be given to the mentoring program and that sufficient time be given to allow teachers
and mentors to work together. Also, he stated that better planning for professional development
needed to be addressed. Senator Swindell thanked Mr. Hirsch for his presentation.

WHAT IS NC OING TO RETAIN OUALITY TEACHERS?

Senator Swindell next recognized Dr. Sullivan, Director, Human Resource Management,
Department of Public Instruction. Dr. Sullivan provided a handout entitled, Summary of
Recruitment/Retention Initiatives (see Attachment 4), which listed initiatives that are in place in
North Carolina. Dr. Suilivan highlighted four initiatives and in the area of Financial Incentives,
she commented on the Prospective Teacher Scholarship Loan and National Board Certification
and under Programs and Services, she highlighted the Regional Alternative Licensure Centers
atthorized by the State Board of Education and located in three regions of the state - Charlotte,
Fayetteviile and Rocky Mount. These centers review transcripts and issue programs of study
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leading to teacher licensure. When an individual completes the program, he/she is eligible for a

recommendation for licensure through the Center. Dr. Sullivan also highlighted the Teacher of
the Year program. Through this enhancement/recognition program, which represents a

partnership between businesses and schools, North Carolina selects an outstanding teacher to
serve as its ambassador for the year. Additionally, seven regional winners are selected. At the
conclusion of Dr. Sullivan's report, Sen. Swindell called for questions.

Senator Rucho was recognized and asked if sufficient data was being kept to analyze the success
or failure of the initiatives of the longer term programs. Dr. Sullivan responded that The Public
School Forum keeps data on the Teaching Fellows Program, and the Department of Public
Instruction was cunently studying data which impacted the Prospective Teacher Scholarship
Loan Program. She noted that other strategies were in place to track teacher retention either
through cohorts or the mentoring program. Senator Swindell thanked Dr. Sullivan for her report.

In other business, Senator Swindell recognized Representative Yongue, who advised that in the
future every effort would be made to provide the committee members with copies of lengthy
handouts prior to the meetings. In an effort to expedite presentations, he urged members to
thoroughly review the materials in advance and have questions ready.

Senator Swindell called on Senator Rucho who asked for an update on the status of the IRS
ruling for retired teachers at the next meeting. Senator Swindell asked staff to follow through on
the request.

There being no further business, Senator Swindell adjourned the meeting at 10:15 a.m.

Senator A. B. Swindell, IV Mo Hudson, Committee Assistant

Representative Doug Yongue, Co-Chair
Representative Robert Grady, Co-Chair
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New Graduates
Prepared to Teach
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Teachers in North Carolina
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Most Public Colleges Prepnre
Many Teachers for
Elementarv Schools

ln North Garolina...
. 959 Elementary Educat¡on
. 248 Middle School Educatlon
. 172 Special Education (all)
. 120 Physlcal Educat¡on
. 68 Math Educatlon
. 50 Science/Biology/Chemlstry

Educatlon
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Teachers Take Jobs
Close to Home
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Where Are Our Graduates Employed?
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Where Are Our Graduates Emp¡oyed?
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Are Certified Teachers
Available and Do They Return?

, 1 in 5 return to classroom
. "Reserve Pool" is often

shallow and difficnlt to tap
(Tennessee)

- 16,000 Elementary

- 1,000 Mathematics
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Will Teachers Return
to the Classroom?

. Florida in shortage subjects
- 81% do not plan to return

. Arkansas in all subjects
- 507o are not available to refurn
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Surveys show...
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North Carolina Educators
see problems in . . .

.Time to work on curriculum
and professional development

.Resources available for
professional development

Goverror's Tmch.r Worldng Conditloru Inlladve
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Teachers Need Help

NAEP shows tenchers need 16+ hours

of professional development cach ycar

in content to ¡nlprove student

achievement

5 Yo of teachers had 16+ hours in

content help

667o of teachers in SREB Middle

irades Network said thcy nced study

in content areas

In Middle Gr¡des.,.
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Key Policy Actions

A K-20 system of information
and planning. . .

, Prepare teachers for state needs

. Attract to teaching and reduce
new teacher turnover

. Incentives to remain and return

. Attent¡on to knowledge and skills
ofveteran teachers r9
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SREB

\that your state can learn from a decade of an

SREB state's teacher supply and demand studies

By Lynn Cornett
SREB Senior Vice President

Every state is different, but your state may learn from the decade of detailed studies of
teacher supply and demand in one SREB state. Here are some of the lessons learned in

Tennessee:

Shortage ofteachers:
o There is no such thing as a simple 'oteacher shortage." Shortages are concentrated

- by subject, by geography, even by the age of the children to be taught.

o Shortages do exist in some subjects - science, mathematics, special education

(especially visual and hearing disabilities), and foreign languages. Most graduates

of ieacher programs are trained to teach in elementary schools, and there are

plenty of elementary teach though some districts may still have trouble

iri¡"g them. But those trained in an entire state each year to be teachers in physical

sciences for high school and middle schools can often be counted on one hand. In

the 1990s in Tennessee, for example, there were just 32 people majoring in

chemistry or chemistry education trained in public colleges and universities as

schoolteachers; only 18 actually entered teaching.
'. Urban districts may have shortages even in subjects that have plenty of teachers,

such as social studies and elementary education.

o Overall demand for teachers in a state is driven by a few large districts in the state,

but rural schools are often the most difficult to staff.
o College graduates tend to take jobs near the college or university they attend.

Supplies of teachers are very regional within a state.

Demographics of teachers that are probably true in your state:

o Ninety percent of the teachers hired for one school year lvere teaching in the state

the yeai before - most in same district. The remaining l0 percent are ne\¡/ college

graduates and former teachers returning to the classroom after an absence.

o Most teachers who leave teaching leave in the first five years. Some will return

later, but most won't. In Tennessee, as many teachers with fìve years of
experience or less leave as all teachers with 11 or more years of teaching -

Southern Regional Education Board

592Te¡th Street, N\ü
Atlanta, Georgia 30318'5790
Phone 404-875-9211
Fax 404-872-1477
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including retirees. Programs aimed at keeping teachers through the early years are
important. Interestingly, teachers most often cite personal reasons for leaving, but
other things are also important - including support from administrators and, of
course, salaries and benefits.
The percentage of minority teachers in schools is much lower than the percentage
of minority students. The percentage of minority teachers has not increased over
the last 10 to I 5 years. Schools have larger proportions of minority students but
not any greater proportion of minority teachers.

College graduates prepared to teach by traditional programs are overwhelmingly
white females. Other programs - such as post-baccalaureate and alternative-
certification programs - attract more minorities and men. (In Tennessee, black
and Hispanic students make up 6Yo of baccalaureate programs but 15 percent of
post-baccalaureate programs.)

Increases in demand for teachers:
o Demand for teachers over the last 10 years has increased - driven not only by

enrollment increases, but by more teachers leaving teaching in the early years,
reducing ofclass sizes, and even higher standards for high school graduation. (If
math is required the senior year, more math teachers will probably be needed.)

o The need for teachers in different grades changes from year to year as bulges of
students move through the system; because it takes time to prepare teachers,
yesterday's shortage of kindergarten teachers may require increasing programs to
prepare teachers of older students. You often have to lead the student enrollment
target.

o In Tennessee over the next five years, almost half of the districts are projected to
lose enrollment while just over half are projected to gaín enrollment.

o As more jobs have become available, a larger percentage of graduates of teacher
preparation programs have been hired in classrooms. Now 63 percent of teacher-
education bachelor's graduates from public colleges and universities in Tennessee
go into teaching in the state.

o More teachers are being prepared through post-baccalaureate and alternative
programs for arts and sciences graduates and those changing jobs in mid-career.

Over the past decade, SREB conducted supply and demand studies in nine SREB states.
Better data on teachers is a joint responsibility of higher education and
elementary/secondary agencies and will help states move to a "highly qualified teacher"
in every classroom.

For information, please contact Lynn M. Cornett, SREB senior vice president, at
404-875-92I I or at lynn.cornett@sreb.org.



Requirements by Type of License

Year 3 Year 4

Mentor teacher lnitial License Converted to
Continuing License

3 observations by the principal
or a designee and at least 1

observation by a teacher
Renewal Cycle Started

Evaluation at least once by a
qualified school administrator

Career Status Decision made
at end of fourth consecutive
year of employment wíth the
same LEA

ObservationV
Evaluations as in Years 1-3

No extracurricular
responsibilities unless
requested in writing

lndividualized Growth Plan
aligned with INTASC
Standards

lndividualized Growth Plan
aligned with INTASC Standards

Continuing
License

Multi-year lndividualized Growth Plan (lGP) for License Renewal
15 renewal hours earned during the five year period; 1 renewal hour is awarded for each year of teaching during the five year
period; 3 renewal hours must be in reading for K-8 teachers

Annual evaluations, unless local board adopts rules that allow specified categories of teachers with career status to be evaluated more or
less frequently (GS 115C-326).

Provisional
License

minimum of 6 semester
hours (until requirements are
met)

minimum of 6 semester
hours (until requirements
are met)

minimum of 6 semester
hours (until requirements
are met)

(Year4 or 5)

Course work requirements must be
met

lnitial or Continuing License
requírements

Non-core areas lnitial or Continuing License
requirements

lnitial or Continuing License
requirements

lnitial or Continuing
License requirements

Testing requirements must be
satisfied to clear of license

Year 2

Paid Mentor teacher

3 observations by the principal
or a designee and at least 1

observation by a teacher

Evaluation at least once by a
qualified school administrator

No extracurricular
responsibilities unless
requested in writing

lndividualized Growth Plan
aligned with INTASC
Standards

Year 1

Paid Mentor teacher

3 observations by the principal
or a designee and at least 1

observation by a teacher

Evaluation at least once by a
qualified school administrator

No extracunicular
responsibilities unless
requested in writing

lndividualized Growth Plan
aligned wíth INTASC
Standards

lnitial License

NC Department of Public lnstruction
February 2004





Year 4 and beyond

After completion of lnitial Licensure
Program, l¡cense is converted to a
continuing license

Career Status Decísion made at end
of fourth consecutive year of
employment with the same LEA after
clearing lateral entry requirement.

NEW DATTNG (RENEWAL) CYCLE
BEGINS

5 renewal hours

Year 3

lnitial Licensure Status

Course work requirements
must be met

Year 2

lnitial Licensure Status

minimum of 6 semester hours per year untíl
requirements are met

Praxis ll (SpecialÇ Area exams) requirements must
be met

5 renewal hours

Year 1

Teacher is evaluated by
the LEA. The
evaluation must include
an assessment of the
achievement of
students taught by the
individual. lf
successful, individual is
issued a clear initial or
continuinq license.

Teacher is evaluated by
the LEA. The
evaluation must include
an assessment of the
achievement of
students taught by the
individual. lf
successful, and the
individual passes
required Praxis ll
exams, the individual is
issued clear initial or
continuing license
without taking course
work.

5 renewal hours

Lateral Entry License

lnitially issued for two
years; can be extended
for one additional year,
if at least 6 semester
hours of required
coursework and testing
requirements are
satisfied as prescribed.

Alternative Entry
License A

(Valid out-of-state
license)

Alternative Entry
BorG

Validated License

NC Department of Public lnstruction
February 2004





Notes:

1. With a validated license, the teacher is a probationary teacher (non-career status). As such, he/she has 3 observations by the principal or a
designee and at least 1 observation by a teacher each year and is evaluated at least once annually by a qualified school administrator. While
employed on a validated license, the teacher is not eligible to work toward gaining tenure/career status.

2. 3 semester hours are the equivalent of 4.5 renewal hours; 6 semester hours are the equivalent of 9 renewal hours.

NC Department of Public lnstruction
February 2004





Eligibilify for a
NC Teaching License

No

You are
eligible for a

temporary
permit

No
Please see the

next page

No

Were you designated
fully licensed and

highly qualified in the
state in which you

completed the program?

lf you have 3 or more
years ofteaching

experience you will
receive a continuing

license

Yes

You are
eligible for a
NC license

Ifyou have less than 3

years of teaching
experience you will
receive an initial license

Yes

Was it aNC
program?

Did you complete an

approved teacher education
program?

No

You are
eligible for a
temporary

permit

Have you
passed the
Praxis Il

tests?

Yes

Yes

You are
eligible for
an initial
license

In-State Program Completer Out-of-State Program Completer





Alternative Bntry
Licenses

No

You are not
eligible for a

teaching
license.

Are you
seeking a

career-
technical
teaching
license?

No

Yes

You may be

eligible for a
provisional

license.

No

If employed by an LEA,
you may be eligible for
an emergency permit.

Do you hold a

bachelor's degree
from a regionally
accredited college

or university?

Do you have a 2.5 gpa and a
major related to what you will

be teaching?

Yes

If enployed by an LEA,
you would be eligible

for a lateral entry
license.

Ifyou did not complete an approved teacher education program

Yes

No

Do you have 3 years

ofexperience
considered relevant by

the LEA?

Yes

You rnay be
eligible for an

alternative entry
license. Ifthe
LEA does not

recommend you
for an alternative
entry license ...





FINANCIAL
INCENTIVES

Prospective Teacher
Scholarship Loan

. Teacher Assistant
Scholarship Loan

I Teacher Assistant
Scholarship Fund

. Teaching Fellows

¡ Principal Fellows

. ABC Bonuses

I Targeted Teacher
Bonus

. ln-state tuition

. Non-teaching work
experience

t Support for National
Board Certification

Employment of
retired teachers
without loss of
benefits

t Job Sharing
Opportunities

PROGRAMS/SERVICES

Troops to Teachers
T3

I Prezell R. Robinson
Scholars

t Teacher Cadet
(NCAE)

I

NC TEACH

www.teach4nc.org

Online application

Job Vacancies

Regional Alternative
Licensure Genters

SUMMARY OF RECRUITMENT/RETENTION INITIATIVES

LICENSURE POL¡CIES

Greation of
alternative entry
licensure routes
through SB 1124

Reconfiguration of
Praxis testing
requirements

Reciprocity Legislation

¡ Assistant Principal
Provisiona! License

Validation of Expired
Licenses

Additional time for
converting
Temporary Permits

High Objective
Uniform State
Standard of
Evaluation (HOUSSE)

SYSTEM.INITIATIVES

Signing bonuses

Weekend events

Job Fairs

Out-of-state
recruitment

¡ lmmediate contracts

Home Grown Projects

Working with local
businesses to
provide incentive
packages (e.9., low-
interest mortgage
loans, waiver of
utilities deposits,
etc.)

PROFESSIONAL
DEVELOPMENT &

SUPPORT

Three year induction
program

Paid mentors (for 2
years)

3 extra days for
orientation

a Optimum working
conditions for
beginning teachers

Salary increases,
incf uding 12o/o for
National Board and
lOYo for master's
degree

. Teacher ofthe Year

Principal of the Year

Milken Educators

NCCAT/Teacher
Academy
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TEACHER RECRUITMENT AND RETENTION INITIATIVES IN NORTH CAROLINA

FINANCIAL INCENT¡VES

Prospective Teacher Scholarship Loan (PTSL)

$2500 per year to attend a 4 year institution, $900 per year to attend a community college in a program
qualifying for transfer to a approved university program leading to licensure. Funded by the NC General
Assembly. Requires full-time study. Payback waived with four years teaching in a North Carolina public
school, or three years teaching in a school system designated low-performing.

Teacher Assistant Scholarshíp Loans (TASL)

$3500 annually for study at a community college leading to transfer to a four year institution to pursue teacher
licensure. Funded by General Assembly. Eligibility of one year NC experience as teacher assistant, currently
employed as teacher assistant in North Carolina. Obligated to teach one year in a North Carolina public
school for each year of assistance received. Teacher assistants remain employed full-time, except in the
student teaching semester, and enroll in courses as part-time students.

$1200 annually for study at a community college to obtain an Associate Degree in early childhood or a two-
year degree in a relevant area from a NC Community College.

Teacher Assistant Scholarship Fund (TASF)

$4800 annually for study at a four year institution to pursue teacher licensure. Funded by General Assembly;
administered by the State Education Assistance Authority. Eligibility of one year NC experience as teacher
assistant, currently employed as teacher assistant in North Carolina. Teacher assistants remain employed
full-time, except in the student teaching semester, and enroll in courses as part-time students. No obligation
to teach in North Carolina is associated with this scholarship.

Teaching Fellows

$6,500 per year to each recipient. 400 new participants (high school seniors) are selected each year, for a
total of 1600 (freshman through senior years) students. Students attend designated public and private
colleges and universities. Supplemental summer and school year programs. Payback by teaching in NC
Public School for four years, or three years in a designated low-performing system, Administered by NC
Public School Forum. Funding from NC GeneralAssembly.

Principal Fellows

$20,000 per year for up to two years to enroll in and complete full-time, two-year Master of School
Administration degree programs at participating institutions (ASU, ECU, FSU, NCSU, UNC-CH, UNC-C, UNC-
G,UNC-W,WCU). Repaymentbyservingforfouryearswithinsixyearsfollowingcompletionoftheprogram
as service as a full-time administrator at an approved site in NC. Funding from the NC GeneralAssembly.

ABC Bonuses/Targeted Teacher Bonus

Teachers receive $750 if the school meets expected growth targets; $1500 if the school exceeds expected
growth targets. Math, science, and exceptional children's teachers can receive $1800 for teaching in grades 6
through 12 at middle and high schools with eighty percent (80%) or more of the students eligible for free or
reduced lunch or with fifty percent (50%) or more of students performing below grade level in Algebra I and
Biology.
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ln-state Tuition

lndividuals from other states employed as teachers in North Carolina qualify for in-state tuition rates at the
public universities upon establishing residency (this waives the one-year residency requirement).

The General Assembly has also authorized a pilot program at three institutions (ECSU, UNC-P, and WCU)
that provides in-state tuition for undergraduate students from other states enrolled in teacher education
programs at these institutions. lndividuals are obligated to teach in North Carolina for one year for each year
of in-state tuition received.

Non-Teaching Work Experience Credit

lndividuals can be granted experience credit (for salary purposes) for fulllime non-teaching work experience
relevant to their teaching license. Beginning July 1, 2001, credit has also been granted for parttime work
experience.

Support for National Board Certification

The State pays the National Board Certification application fee ($2300)for state-paid teachers. lndividuals
who do not complete the process or do not teach in a NC public school for one year after completing the
process are required to pay back the application fee. Teachers who receive National Board Certification
receive a 12% salary differential,

Employment of Retired Teachers Without Loss of Benefits

Teachers who have been retired for six months can be re-employed by LEAs as teachers without loss of
retirement benefits. Retired teachers can also have an additional five years added on to their last license
renewal cycle.

Job Sharing

The General Assembly has authorized, and the State Board of Education has adopted a policy, providing
teachers the opportunity to share teaching positions. Two teachers, each working half-time, can share a
teaching position designated by the local board of education, The teachers receive prorated benefits and
retirement service credit.

PROGRAMS/SERVICES

Troops to Teachers (T3)

Troops to Teachers is a federally funded program designed to assist former (exiting) military personnel
interested in a teaching career. The program provides individuals assistance in locating teaching positions
and affiliating with college/university teacher education programs to complete licensure requirements, LEAs
are invited to post vacancies on the Troops web-site.

Prezell R. Robinson Scholars

lncentive for students to choose teaching as a career. Low-wealth school systems and school systems with
documented difficulty in recruiting qualified teachers are eligible to participate. Support for students to
successfully gain admission to an lHE, and te successfully complete license requirements. Support from the
local district and a guaranteed PTSL scholarship provided students meet prescribed SAT and gpa
requirements. Fifty recipients selected each year (from 9, 10, 1 1'n grade students).
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Teacher Cadet Program

The General Assembly has appropriated funds to support teacher cadet programs in high schools throughout
the state. This program is administered by NCAE.

NC TEACH

NC TEACH is a statewide lateral entry teacher licensure program developed jointly by the State Board of
Education and the Board of Governors of the University of North Carolina, lt is designed to recruit, train,
support, and retain highly skilled mid-career professionals who seek to enter the teaching profession. The
program includes an intensive summer experience prior to enterlng the classroom, seminars focused on
professional development throughout the academic year, and on-line support. lt is offered at seven sites
throughout the state. Federal funds have been used to support the program. The federal funding for this
program has now ended.

TEACH4NG.org

The North Carolina Business Committee for Education (NCBCE) has initiated a website that provides a Aone-
stop shop" for information about becoming a teacher in North Carolina. The website provides a wealth of
information for prospective teachers and links to other websites. Visitors to the website can submit questions
or inquiries which are answered by staff within the Department of Public lnstruction.

First Lady, Mrs. Mary Easley has been featured in television advertisements encouraging individuals to
consider careers in teaching and to visit the website.

On-line Applications, Posting of Job Vacancies

The HRMS (Human Resource Management System) has been significantly upgraded and the Department has
contracted with two individuals to assist LEAs in using the system. LEAs can post job vacancies through the
system. lndividuals interested in employment as teachers in North Carolina can complete an application on-
line. The applications are downloaded to LEAs weekly.

Regional Alternative Licensure Centers

The State Board of Education has authorized the establishment of three Regional Alternative Licensure
Centers. One center is in Charlotte, one is in Fayetteville, and one is in Rocky Mount, The Centers review
transcripts and issue programs of study leading to teacher licensure. When an individual completes the
program of study, he/she is eligible for a recommendation for licensure through the Center.

LICENSURE POLICIES

SB I 1 24--Alternative Entry

SB 1 124, enacted in November, 1998, amended Article 20 of Chapter 1 15C of the General Statutes to provide
an alternative method for local boards to hire lateral entry teachers and to employ teachers who are legally
certified in other states, even though they may not be certified in North Carolina, if the local board determines
there is or anticipates there will be a shortage of qualified teachers with North Carolina certificates available to
teach specified subjects or grade levels. The bill requires local boards hiring teachers under this option to
have developed a plan to determine the individual's competence as a teacher, specifying that the plan shall
include a review of the performance of students taught by the individual. The bill also requires that local
boards report semi-annually to the State Board the number of individuals employed as teachers under each
category of this option. The act was to expire September 1,2002, but has been extended through 2006.

lndividuals.with valid out-of-state licenses and one year teaching experience, teaching experience at the
college level, or three years relevant work experience are eligible for alternative entry. lndividuals in the first
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category (out-of-state license) can be exempted from Praxis testing requirements under this route. lndíviduals
in the second and third categories (college teaching experience or three years relevant experience) who
satisfy Praxis testing requirements during their first year of teaching are not required to affiliate with a
college/university to complete course work to be granted a clear license.

Reconfiguration of Praxis Testing Requirements

The Board has reconfigured Praxis testing requirements to require only one content pedagogy test and one
content knowledge test per teaching area, and has adjusted the compensatory scoring model to eliminate the
minimum score requirement on each test. Previously, some teaching areas required three content knowledge
tests, others required a content pedagogy and content knowledge tests, others required a content pedagogy
and two content knowledge tests.

Reciprocity Legislation

The General Assembly enacted legislation that allows individuals fully licensed and "highly qualified" in other
states to be licensed in North Carolina without satisfying additional testing requirements. This legislation is
currently set to expire June 30, 2004. The State Board of Education established a committee to study the
issue of reciprocity. The committee's recommendations were adopted by the State Board of Education at the
January 2004 meeting.

Assistant Principal Provisional License

Legislation was enacted to reinstate a provisional license for individuals employed as assistant principals by an
LEA has determined there is a shortage of persons who hold or are qualified to hold a principal's license.
lndividuals issued a provisional license must enroll in an approved school administration program.

Validation of Expired Licenses

The State Board of Education has implemented a policy to encourage individuals with expired licenses to
return to teaching. Rather than requiring that all license renewal hours be completed before issuing a license,
individuals whose licenses have expired are granted validated licenses upon employment by an LEA. The
validated license allows an individual up to three years to earn required renewal hours.

Additional Time for Converting Temporary Permits

The General Assembly provided individuals a second year to satisfy Praxis testing requirements, provided
they at least took the exams during their first year of employment,

High Objective Uniform State Standard of Evaluation (HOUSSE)

ln compliance with No Child Left Behind, North Carolina has developed a High, Objective, Uniform, State
Standard of Evaluation that allows veteran teachers who hold clear North Carolina teaching licenses to be
designated highly qualified without additional testing.

SYSTEM.INITIATIVES

Local school systems utilize a number of incentives to recruit teachers. These included signing bonuses, local
job fairs, issuing contracts Aon-the-spot," attending ouhof-state recruitment fairs, and working with local
businesses to provide incentive packages.
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PROFESSIONAL DEVELOPMENT AND SUPPORT

Three-Year Induction Program, Paid Mentors, Orientation, Optimum Working Conditions

To facilitate entry into the teaching profession, the State has implemented a number of initiatives, Beginning

teachers are issued an Ainitial license" and participate in a three-year induction program designed to provide

them support and assistance. State-funded beginning teachers are provided paid mentors for two years and

can be paid for three additional days of employment to participate in orientation activities designed by the

LEAs. Legislation has been enacted that specifies teachers with less than 3 years of teaching experience not

be assigned any extra-curricular activities unless they are requested in writing, The Board has articulated
optimum working conditions for beginning teachers which include minimal non-instructional duties and no
extra-curricular duties unless requested in writing,

Salary lncreases

Under the Excellent Schools Act, the State has raised the salary paid to teachers. The revised salary
schedules include a 12o/o pay differential for teachers with National Board Certification and a 10% pay
differentialfor teachers with master's level licenses.

EnhancemenURecognition Programs

The State participates in several programs designed to recognize and honor inservice educators. The
Teacher of the Year Program recognizes outstanding teachers. The State Teacher of the Year receives a

$7500 award and serves as an ambassador for teaching for one year. Seven regional Teachers of the Year
receive $5000 each. Through the generosity of the NC Automobile Dealers Association the State Teacher of
the Year also receives a new car. The State Teacher of the Year and the seven regional winners are also
provided a trip to a national professional development conference. Additionally, the North Carolina Centerfor
lnternational Understanding provides the State Teacher of the Year the opportunity to participate in an
international study trip,

The Principal of the Year Program, conducted in conjunction with Wachovia Bank, honors outstanding
principals. Cash awards are made to the State Principal of the Year and seven regional Principals of the Year
by Wachovia Bank.

North Carolina participates in the Milken Educator Program. Two-four educators per year are selected to
receive $25,000 from the Milken Foundation. These educators are recognized at the local level and honored
at a luncheon.

NCCAT/Teacher Academy

The NC Center for the Advancement of Teaching and the Teacher Academy provide professional
development opportunities for teachers. NCCAT offers residential programs throughout the school year. The
Teacher Academy offers summer residential experiences and follow-up seminars.
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Incentives for Teacher Recruitment & Retention
funded by NC General AssemblY

FY 2003-04

Salaries

o Schedule offers stability, guaranteed salary, higher step increases in key years (steps 3-7)

. IIo/opremium for Master's degree (versus Bachelor's degree and same years experience)

. l2o/opremium for certification by National Board of Professional Teaching Standards

NePrÐ; State pays application fee (FY 2003-04 cost: $3.3 million)

o Annual experience step increases (average of 1.81% in FY 2003-04; total cost $42 million)

o Since passage of the Excellent Schools Act in 1997, deneral Assembly efforts to raise

teachJr salaries have led to a36o/oincrease in NC average teacher salary; FY 2003-04

average salary is $38,065 (not including benefits)'

Bonuses

ABC Bonuses: $750 per teacher if school meets expected growth targets, $1,500 if school

exceeds éxpected growttr targets (in FY 2003-0.1, 94o/o of schools met or exceeded targets;

total cost $139 million)

Targeted Teacher Bonus: $1,800 annually for math, science, or special education teachers

who teach in'hard to staff'schools (FY 2003-04 cost $2.9 million)

Scholarships

Teaching Feliows Scholarship Program: free college educátion at UNC system school in

exchangã for four years of teãching in NC public schools (FY 2003-04 cost: $10.2 million)

prospective Teàcher Scholarship Program: up to $2,500 p9r year for undergraduate study

leading to teacher or instructional support HCensure in exchange for teaching in NC public

schools (FY 2003-04 cost: $2-3 million)

Mentoring & Professional Development

¡ Mentors must be assigned for all State-paid newly certified and second year teachers (FY

2003-04 cost: $8.1 million)

professionai development supported by variety of funding sources (FY 2002-03 total State

cost: $18 million)

Retired Téacher Re-employment Option

. Teachers who retire and return to full-time employment as a classroom teacher after six

months not in that capacity may earn both full retirement benefits and a full teacher's salary

a

a

o

o





ENCOURAGTNG RETTRED TEACHERS TO RETURN TO TEACHTNG

CURRENT LAW:

cap if they have:
o been retired at least 6 months;
o not been employed in any capacity, except as a substitute teacher

or as a paft-time tutor, with a public school for at least 6 months
immediately preceding the effective date of retirement; and

o have had satisfactory performance during the last year of
employment, as determined by a local board of education.

time salary and their retirement benefits without penalty.

HTSTORY OF LEGTSLATION

1998 - Original Legislation
Permit Retired Teachers to Work as Substitute Teachers in Public
Schools or as Teachers in Low-PeÉorming Schools Without Losing
Retirement Benefits (S.1. L998-2L2, Sec. 28.24; SB 1366, Sec. 28.24, as

amended by S.L. L998-2L7, Sec. 67 and 67.1;SB t279, Sec. 67 and 67.1)

of a public school teacher who has been retired for at least 12 months and
who has not been employed, other than as a substitute teacher, with a public
school for at least 12 months:

(i) earnings while employed on a substitute or interim basis in a public
school;

(ii) earnings while employed in the teacher's area of ceftification in a

public elementary or middle school designated as low-performing where at least
49o/o of the students were below grade level during at least one of the two years
before the designation or in a high school designated as low-performing, and
while continuing to be employed in that school for the two school years after the
removal of this designation; or

(iii) earnings while employed in the teacher's area of ceftification in a

geographical area where the State Board of Education has determined there is a
shortage of teachers in that area of ceftification.

probationary teacher.

System that a beneficiary is employed under this section.

Le gß latívehis tory re tiredte ache rs r e turn to te ac h. do c
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retired teacher more than the employee would have received on the teacher
salary schedule, excluding longevity, if the employee had not retired.

System beneficiary who has been retired at least 12 months, (ii) one who has
not been employed in any capacity, other than as a substitute teacher, with a

local board of education for at least 12 months, (iii) one who had satisfactory
performance, as determined by a local board of education, during the last
year of employment by that board, and (iv) one who is employed to teach as

a probationary teacher under G.S. 135-3(8)c.

2003. (RJ)

2000 - Expanded Application
Encourage Retired Teachers to Return to the Classroom (S.1. 2000-67,
Secs. 8.24(a)-(b); HB 1840)

performing school or in a geographical area where there is a shoftage of
teachers.

2001 - Break in service is reduced to 6 months:
Shoften the Amount of Time Retired Teachers Must be Retired
Before They Return to Work (S.1. 2001-424, Sec. 32.25; SB 1005)

beneficiary of the Teachers' and State Employees' Retirement System
must be retired prior to reemployment in a public school.

Þ Expanded permissible employment during the break in seruice to include
employment as a part-time tutor,

2002 - Extend the sunset to June 30, 2004; IRS rulino requested:
Retired Teachers Returning to the Classroom Without Loss of
Retirement Benefits/Option Extended (S.1. 2002-126, Sec. 28.10; SB 1115)

whether the break in seruice could be reduced from six months to two
months without adverse affect on the tax qualification of the Teachers'
and State Employees' Retirement System.

Le gis lativ ehis to ryre tìre d te ach ers re turn to te ach. do c
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Modify Benefit Restrictions for Reemployed Retirees in the
Teachers'and State Employees' Retirement System and in
the Local Governmental Employees' Retirement System (S.1. 2002-L26,
Sec. 28,13; SB 1115

income a retiree is allowed to earn before retirement benefits are
suspended for the remainder of the calendar year'

the Retirement System and earn 50o/o of the salary earned during the 12

months of seruice prior to retirement or $24,620 whichever is greater,

even when the 12 month period included crosses two calendar years.

had an employment contract with a participating employee for the 2002-
2003 fiscal year.

Internal Revenue Seruice relating to what constitutes a "bona fide
termination of employment" and the period of time that a member of the
Retirement System must be separated from seruice before they can be

reemployed while continuing to receive retirement benefits.

2003 - Pending Legislation:

Modify Retired Educator OPtion
SB 10 (Second Edition) would allow retired educators (teachers, principals,

assistant principals or instructional suppoft personnel position) to return to the
public schools without losing their retirement benefits. This bill would also

shoften the necessary break in seruice from six months to two months and

remove the sunset provision that would cause the option to expire in 2004. The

bill is pending in the Senate Committee on Pensions & Retirement, and Aging.

BREAK IN SERUICE TSSUES

Why does the law require a six-months break in seruice? There are a number of
reasons for this requirement: federal law, State policy, fiscal impact, and

actuarial soundness of the retirement system.

l. Federal law - IRS regulations generally prohibit a qualified defined benefit
plan (like the State retirement system) from distributing benefits to a plan

participant prior to the time the participant has incurred a "separation from

selvice". Neither the U.S. Code nor the IRS regulations provide a bright-line
definition for what constitutes a "separation from seruice". The real issue is
whether there has been a bona fide termination of employment. If it appears

that the plan participant "retired", but had no clear intention of actually severing
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his employment relationship with the employer, then a court could find there has
not been a separation of seruice. The consequence of this type of ruling is that
the IRS could disqualify the entire retirement plan, which in turn would have
adverse tax consequences for ALL plan participants. (Among the consequences,
state employees who had made pre-tax contributions to the plan would now
have to pay taxes on those contributions.)

Given the serious consequences of an adverse ruling on this, and a lack of any
clear definition of what constitutes a separation from seruice, many plans simply
stop all retirement payments if the employee returns to seruice. Others have
adopted a l2-month break. Periods of 90 to 180 days are also used. However,
at least one state (South Carolina) has virtually removed its break in seruice
requirement as it applies to teachers. (However, South Carolina has a very
different type of retirement system.)

It is not clear what position will pass IRS scrutiny, The problem of what will
constitute a "bona fide termination of employment" is made more difficult
because the IRS will look to see whether "the reasonable man would not have
taken that action to intentionally circumvent the IRC Section 401(a) distribution
rules." According to Deborah Schmieder, Principal and Benefit Consultant, Buck
Consultants (the actuarial firm that administers Nofth Carolina's retirement plan)

Flhe determination of whether an employee has
incurred a "bona fide termination of employment" is
determined on a facts-and-circumstances basis. For
example, ...in the situation of a teacher who generally
has a break from employment each summer and who
retires at the end of one school year only to be rehired
a few months later at the beginning of the next school
year, it could be extremely difficult for the plan sponsor
to show that this was a bona fide termination of
employment.

2. Policy lssues - The original purpose of the retired teachers legislation was
to help alleviate the shoftage of qualified teachers, especially in hard to fill
positions. The General Assembly was looking to draw from an additional pool
of qualified and experienced teachers who were not currently teaching.
Legislators were hearing that retired teachers were interested in returning to the
classroom, but because of the salary cap under the retirement system, they
would lose their benefits if they went back to teaching fulltime. So, the General
Assembly created a limited exception to the general rule. At the time, it included
the 12 month required break because without it there would be no disincentive
for a teacher who was currently teaching from retiring immediately, being
reemployed immediately, and thereby begin collecting a double salary. If
currently employed teachers retire and are immediately reemployed, there is no
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net ga¡n in the number of available teachers and no impact on the teacher
shoftage. Instead, the system would simply "churn" the existing pool of
teachers.

3. Fiscal Impact - According to Stanley Moore in the Fiscal Research Division,
allowing retired teachers or any group of employees to return with no earning
limitations will at some point have a negative impact on the Retirement System.
At one point, the actuary estimated the cost to the System to allow members to
retire one day and return to work the next to be 1.35o/o of payroll, which will be
$97 million per year.

4. Actuarial Soundness - If the General Assembly removed the 1 year
required break in seruice, there would exist an enormous incentive for
teachers to retire immediately and then be reemployed. In fact, a teacher with
20 or 25 years of seruice would be foolish not to take this option. Given the
attractiveness of this option, it is reasonable to assume that a huge percentage
(if not all) of experienced teachers would elect to retire, thereby beginning to
draw retirement benefits immediately and ceasing to add funds to the
Retirement system.
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Governor Mike Easley's

Teacher Working Gond itions lnitiative

The Teacher Shortage in North Garolina:
Why Focus on Jeacher Working

Gond,itionS?

Annual need to hire approximately 11,000 teachers
> 4,900 are lateral entry or newly licensed teachers; remaining 6000 due

to teacher turnover

What are the 2 mainreasons teachers leave?

1. Salary

2. P oor Working Conditions

The key is teacher tumover per school, not just district

I



What Does
'nTeacher Working Gonditions"

,Mean?

In 2001 the NC Professional Teaching Standards

Commission developed a survey
(see Preliminary Report of Findings þr Copy of Suney )

Time: reasonable student loads, protected from duties that

interfere with teaching, time to work with mentors, quality
professional development

2. Facilities and Resources: current technology, access to copy

machines/faxes/phones, adequate clerical help, safe, clean

I

What Does
"Teacher Working Gonditions"

Mean?

3. Schoot Leadership: shield teachers from disruptions' provide

effective mentors, give priority to supporting teachers

4.Teacher Empowerment: involve teachers in decision- making

process, provide avenues to express concerns, mutual respect

5. Professional Development: enhancing teacher knowledge is a

priority, provide adequate resources, professional development that is

based on school and teacher goals

2



How D¡d Governor Easley

NC School Report Cards listed the teacher turnover rate
per school (first state in the nation to do so)

NC Teacher Working Conditions Survey

> Based on the NCPTSC work and supported by BellSouth

NC

> Over 42,000 teachers & administrators responded

representing nearly 1500 schools, 1 15 of ll7 school

districts, and 59Yo of princiPals

What Has Been Learned From The
20,0,2 TWC Sulvêy Res,u,lts?

Amons the manv findin s were:

> Educators most positive about administrators that

provide strong and supportive leadership and hold

teachers to high standards

> Educators least positive about time, with teachers

particularly critical of the time they have to do their
jobs well

> Teachers and principals have strikingly different views

of teacher working conditions

J



What Has Been Learned From The
2A02 TWC Su,rvey Results?

(Findings cont'd)

> Elementary school staff are more satisfied with most
aspects of their working conditions except on the issue

of Time

> Educators in smaller schools are more satisfied than

their peers in larger schools

> Preliminary analysis appears to show that factors such

as the ABCs status of schools and the percent

performing at grade level have a significant
relationship to working conditions satisfaction

What's Been Done As A Result
Of The 2A'02' TWG Suruey?

Individual school reports and district reports mailed

Statewide Preliminary Report

Case Studies Report

Legislation in 2003 on Flexibility for use of Mentoring
dollars

Bellsouth $1 Million Grant to develop Toolkit

Professional Development:

. CSLD programs (PEP and NCCAT) developing leadership

training based on 2004 TWC survey

4



Plans For 2004
2004 Teacher Working Conditions Survey:

> Online, March 22-April12, with anonymous access code for every

teacher and administrator

The statewide report of the'04 TWC Survey Results in December will show

comparisons of TWC survey results to factors such as:

Student Achievement (ABCs) Results

School Size

Teacher Turnover Rate per school, district, state

School Type (elementary, middle, high, charter)

% Minority Students

%o Students on Free and Reduced Lunch

National Board Certified Teachers

Years Experience of Teachers

Rural to Urban Schools

Local Supplement for Teachers

For More l'nformatio,n

If you are interested in obtaining copies of TWC 2002 results

from your own district and schools,

or any additional information on

Governor Mike EasleY's

Teacher \ilorking Conditions Initiative,
please contact:

Ann McArthur

Governor Mike Easley's Teacher Advisor

919-733-392r
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State of North Carolina
Office of the Governor

20301 Mail Service Genter. Raleigh, NC 27699-0301
Michael F. Easley
Governor

Governor Mike Easlev's Teache r Workinq Conditions lnitiative

ln response to an estimated annual need to hire 11,600 teachers in North Carolina and data showing that of
the 3,300 graduates from our teacher education programs, only 1,400 were teaching in NC classrooms two
years later, the Governor, with the support of BellSouth NC, the North Garolina Professional Teaching
Standards Commission (NCPTSC), and the North Carolina Association of Educators distributed the first
statewide teacher working conditions survey in May of 2Q02. The survey, developed by NCPTSC, was
designed to provide information at the school, district and state level about what teachers and administrators
believe to be the critical components of improving working conditions. This allows schools to target resources
to stem teacher attrition, The survey analyzed five critical areas related to working conditions: teacher
empowerment; school leadership; facilities and resources; time; and professional development.

More than 40,000 teachers and 1,300 principals in North Carolina responded to the 39-question survey,
representing two-thirds of NC schools in 98 percent of districts. District reports were mailed to 1 15 of the
state's 1 17 districts that included: a letter from the governor, a summary of all responses of teachers in the
district, an exemplary school report showing the top 10 schools in each category across the state, and an
electronic copy of each school's report. At the school level, principals received an eight-page frequency report
that compared the school to the district and state, an average report, and an exemplary schools report.

Findings from the survey showed that North Carolina teachers were only modestly satisfied with their working
conditions (the most positive response was 4.2 on a 6.0 scale). Teachers were least positive about issues of
time, citing extraneous duties and the need for more time to work on curriculum and with mentors and
colleagues. Teachers were most positive about aspects of school leadership, viewing principals as often being
a strong and supportive leader. Teachers in smaller and higher performing schools tended to be more
satisfied. Finally, there were great disparities in the perceptions of principals and teachers about working
conditions in their school.

The Governor's Teacher Working Conditions lnitiative included the use of the annual school report cards as a
tool to provide data to parents and educators about teacher quality issues. Beginning in May 2002 North
Carolina was the first state to include the teacher turnover rate per school, as well as by district and state on its
annual school report card. This data showed the school-to-school migration of teachers and the importance of
positive working conditions in retention of teachers at all levels. Additionally, the Governor included in the 2003
report cards the number of teachers per schoolthat responded to the survey and information for parents as to
where to obtain reSults for their schools.

The next administration of the survey will be ltþtrch 22-April12, 2004, and will be conducted on-line, allowing
an upto-date analysis of the school level resþonse rate. Teachers will be given anonymous logon numbers
and will have a three-week window within which they may complete the survey at their leisure. lndividual
school and district results will be available June 1 ,2004.

Some changes were made to the original survey based on input from the education community, including
questions that attempt to gather more information on school level practices in each of the five domains. Also, a
toolkit is being developed to help principals analyze results and understand potential data driven reform
strategies. Nationally recognized researchers are interested in the data from the survey results.

ation is available on the Governor's website at http://www.governor.state.nc.us

I

More inform

Location: 116 West Jones Street.Raleigh, NG'Telephone: (9f g) 733-581f
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Creating Working Conditions So Teachers Can Help All Students Achieve

tl

As stqfes gropple wÍth fhe teoching quolity requirements of No
Child Leff Eehind mony policymokers ore turning their ottentíon
not only lo recruiting feochers but olso lo reloining them. As the

Notionol Commission on Teochíng ond Ame¡ico's Future hos

reported, "The reol school stoffing problem is leocher relention.
Our inobility to support high quolity teoching in mony of our

schools is driven by too mony teochers leoving for olher iobs."l

Richord lngersoll's cutfing-edge reseorch shows thqt leochers who

leove dissotisfied do so not only becouse of poor solories, but
due to poor odministrqtive suppon, lock of foculty influence,

intrusions on teochíng, ond no opportuniries for odvoncemenl.2

Other reseorch illustrotes thqf more teocher preporotion leods 1o

lower otlrition rofes.3 High lurnover omong new teochers (up to
509/0 within the first five yeors) leoves students in mony schools

reeling os lhey experience o relenfless streom of untried novices

who do not hove the skills to help them reoch high ocodemic
stondords, A recent study reveols thof beginning Ìeochers ore
dispersed omong schools ond omong clossrooms within schools in

o woy thot disodvontoges block sfudenfs.a

Meeting the chollenges of NCLB ond providing o competent,
coring, ond highly quolified teocher for every child will not be
possible unless we creole schools in which oll teqchers con ihrive.

NoÉh Corolino Shows leødership
North Corolino is getting qt the heort of this issue by listening to

the experts-the teochers themselves.

Through the leodership of Governor Mike Eosley qnd the work of
the NC Professionol TeochÌng Stondords Commission, the stote

recenlly onnounced the results of whof it hopes will be on qnnuol

survey of its teochers ond their views on professionol working
conditions.

With support from the Bellsouth Foundotion ond the stote qffiliole

of the Notionol Educotion Associotion, North Corolino qssembled

over 40rO0O teocher survey responses (representing over 50% of
the stote's teochers), which led lo some intriguing insights into the
current working conditions of the stote's clossroom educotors.

The survey frqmed the issues of working conditions oround five
foclors¡ time monogement, focilities ond resources, leodership,
personol empowermenl, ond opportunilies for professionol

development. Teochers used o ó-point scole ("ó" representing

strongly ogree; "l " strongly disogree) 1o indicote their responses.

ln the oreo of leodership, fie North Corolino teqchers were more

likely 1o ogree thol they "ore held to high stondords" þ,57)'
However, the survey questions were not specif ic enough to

determine whether leochers felt they were being held 10 high

stondords by their peers, their principol, their formol evoluotion

system, district officiols, the stote occountobility system, or some

combinotíon thereof. Teochers were relqtively sotisfied with their
leoders' efforts 1o "shield" them from "disrupfions" (3'8 l). They

olso indicoted on interest in exponding teocher leodership by
becoming more "centrolly involved in decísion moking" {3.ó8).

The North Corolino teochers seemed To be leost sotisfied with

working conditions reloted to focilities ond time. Teqchers were
less opt fo ogree thct fhey ore "protected from duties thot
interfere with teoching" (3.08) or thot they hove "odequote
clericol ossislonce" (3.03). As q group, the teochers were olso less

likely to ogree thot they hove enough time 1o "work with the

curriculum" (3.1 3) or for "new leochers 1o work with o

mentor" (3.15).

Differences Among Types of Schools
A preliminory onolysis of the North Corolino survey olso reveqls
some striking trends worthy of further explorotion. Sotisfoction
levels ore highest omong teochers in schools wifh higher stotewide
occountobility scores, higher groduotion rotes, ond where 8'l 7o or
more of students ore performing ot grode level' Generolly,
leochers in schools thot hod more fully licensed personnel were

more sotisfied wilh their working conditions thon those in schools

with fewer fully licensed personnel.

Elementory school feochers reported more sotisfoclion with issues

of professionol developmenl, leodership, ond empowerment thon

did their secondory counterports, but elementory-level teochers

were leosl sotisfied obout the ovoilobility of time (middle school

leochers were the mosl sotisfied). Teqchers in smoll schools were
more positive oboul time, leodership, empowerment, ond

prof essionol development.

ln schools thot serve more impoverished students, teochers'

concerns obout working conditions diff ered (in comporison to
colleogues in more offluent schools) in only two oreos: focilities
ond empowermenl. Teochers serving greoter proportions of poor
studenls oppeor to work in schools thot need more physicol

repoirs. They olso express o strong desire to work with

odministrotors who give them more outhority to teoch in woys thot

engoge o voriety of leorners ond leorning styles. These findings

closely resemble the notionol reseorch by lngersoll on leqcher
lurnover ond working conditions's

The survey included principols os well os teochers. Principols were

much more likely thon leochers to qgree with the stotements

"teochers hove time to colloborote with colleogues," "teochers

hove funds 1o purchose suppliesr" ond "teochers ore centrolly

involved in decision-moking"'

Putting the Doto to Work
The North Corolino study's findings hove much to lell policymokers

obout the relotionship between working conditions ond school

success ond obout the powerful linkoge between teocher

retention ond improved student performonce. We con be sure

lhot teochers, who ore rorely osked to shore their insider's

knowledge, will be onxious to see how stote leoders use insights

from the study 1o shope more effeclive teoching policy.

L
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The Southeosl Center for Teoching Quolity is working with

Governor Eosley's office ond the NC Professionol Teoching

Stondords Commission to invesligote o somple of schools thot

reporfed high levels of sotisfoclion on the working-conditions

survey, Specific policy recommendolions will come from these

doto ond onolyses. Over the summer months, the Center will help

refine the survey for o second, on-line odministrotion during the

2OO3-04 school yeor. The stote hos designoled o portion of ils

No Child Lefl Behind teocher quolity dollors for fhis purpose.

Fully understonding the issues involved in o teocher's professionol

work environmenÌ requires more thon simply exomining o system's

humon resources or "HR" proctices. To reolly toke the meosure of
o school's working conditions, one must look for more profound

indicotors. ls there o professionol teoching climote built on trust

ond colleogueship? ls there time for teochers to leorn from eoch

other? Are there omple opportunities to moke sound decisions in

the best interest of the students whom teochers serve?

North Corolino is to be commended for toking the leod in this

explorolion of the conditions thot influence teocher iob choices,

teocher retenlion, ond, ultimotely, teoching quolity. The chollenge

for North Corolino qnd for other stotes is not only 1o surfoce this

doto but to "go where it leods us"-to pursue the new questions it
rsises until we hove onswers, until we know enough to croft
policies ond the kind of redesigned schools thot truly strengfhen

leoching-ond therefore leorning-in every clossroom.

We predict thot this deeper investigotion of whqt is truly

hoppening on the frontlines of educotion will ultimotely help

policymokers ond proctitioners creoîe schools where oll teochers

ond studenls con thrive.

Ihe educofion community in the Soufheosf is fortunofe lo hove one of our

mosl civic-minded corporofions-BeflSoufh-commifled fo exploring ond

oddressing fhe issue oÍ leocher workíng condilions. SellSoulh is proposing

fo engoge o brood cross-secfion of cilizens ond educolors lo roise locol

ourorán"r, oi working condifions ond fo offer new fools fo improve fhem'

The Cenfer looks forword fo being o porf of lhis efforl,

..S.r::li.::51.1::1.'
More Resources

l. NC Professionol Teoching Stondords Commission on Working

Conditions

.. NC Governor's Office on Working Conditions

.^ The Soulheost Center for Teoching Quolity onthe 1999'2000
Schools ond Stoffing Survey ond working conditions:

r. The STotus of Teoching in The Southeost:

Meosuring Progress, Moving Forword

'^ Slides on working conditions in North Corolino

r. Slides on working conditions in Georgio

'^ lngersoll, R.M. (2003, Februory)' Who conlrols feochers'work?

Power ond occounlobilily ín Americo's schools. Combridge, MA:

Horvord UniversitY Press'

.. "Keeping Good Teochers" - Fducolíonol leodershíp, ó0(8)

.^ Policy ond Procfice: Reslrucluring Teochers'Work by Liso

Kirtmon

Teqchins Quality Across the Nolion

'^ PEN's Communily Action Guide helps communilies better

understond their role in ochieving high-guolity teoching' Reod

the guide ol www.publiceducotion.org/tq guide.osp

r. A Middleweb orticle osks whelher substondsrd working

conditions ot q school iuslify o teocher's resignofion' Reod the

o rlicle ot www.mid d lew eb.com f mw f msd i ories/O2-
03wklydiories/HM I ó.html

r Pom Grossmon discusses vorious chollenges focing lhe teoching

profession in leochingr From o Nolion ol Risk lo o Profession of

Risk? Reod the Horvord Educolion lelfer orticle ot
www.ed letler.org/post/issue s / 20O3 -ii / notion.shtml

r Two reporls by Meg Bostrom outline public perceptions of

educotion ond suggest opprooches for effective communicotion

obout lhe No Child Left Behind Acl. Reod the reports ot www'

douglosgould.com/poges/resources.hfm#NoChild LeftBehind

The Soulheosl Cenler sl Work

. The Southeost Center for Teoching Quolity is working wilh the

Koufmon Foundqtlon of Konsqs City, Missouri, to develop o better

understonding of quolity teocher educotion for recruils to urbon, hord-

to-stqff schools. This effort promises to suPporl the disseminotion of
best policles ond proclices in olternotive routes lnfo teoching'

¡ The Center is working with the George Lucos Educotionol Foundotion

to explore wqys to develop creotive, multi-medio lools to help policy

mokers better understond the complexities of quollty teoching ond the

kinds of leocher development ond school redeslgn policies ond

proctices thot need to be in ploce to ensure o competent, coring, ond

"highly" quolified teqcher for eqch student.

r The Cenler is iust beginning 1o work with the Notionol Educotion

Associotion on o multi-yeor effort to suPpod policy developments thot

support teocher professionolism ond higher student qchievement in q

number of porlner stoles in the region.

. The Center is working with the Notionql Governors' Associqtion to

onolyze ond present teocher doto from the 1 999'2OOO Schools ond

Stsffing Survey for ils mèmber sfoles'

. The Center is working with the Bellsouth Corporotion ond its newly

revomped Foundotion to supPort new teocher quolity progroms in the

region. The Center is providing technicol ossistonce to BellSouth in its

RFÞ process ond will support implementotion efforts of ils grontees'

. The Center's Teocher Leoders Network conlinues to unfold'

Woshington Mutuol (bosed in Seottle wilh growing bronches in the

Southeost) hos continued its support of this very lmPortdnt work thqt

dro*, upån the knowledge ond voices of highly occomplished teochers

to ìnform progrqms ond polices thot support o stronger teoching

profession ond greoter sludent ochievement. The TLN recently

porticipoted in on in-depth discussion obout the kind of teocher

.dr"oiion needed in lhe future' We will soon begìn spreoding the

wisdom of these teochers who hove o lot to leoch policymokers, fellow

prociitioners, ond the public obout whot mollers most'

For copies of the Cenler's publicotions, emoil ContoclUs@teochingquolity'org'

For more informolion obouf lhe work of the cenfer, conlocf John Denning. Associole

Direclor, ol idenníng@feochingguolify'org

Upcorníno SE€IQ Dqtes & /|leetinqs;

August ó - Bornêtt Berry presents ot the onnuol Ohio Educotion

Associotion's Leodership Conference; Columbus

Teøching Qualtty in the Southeast: Best Praclices & Policies is a monthly publication ofThe Southeast Center for Teaching Quality

For more information, send an email to Contact-BestTQ@teachingquality .org, or visit our website at http://www.teachingquality. org.

The Southeast Center for Teaching Quality ' Bârnett Berry' Executive Director

The University of North Carolina, P'O. Box 2688, Chapel Hill' NC 275 15-2688 (919) 843-9519
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APPENDIX ONE

Sehool: Lake Rim Elementary
District: Cumberland County Schools

Working Conditions Survey

Comparison of School, District, and State Results

EI School I Distict tr State

Ql: Teachers have time to work on curriculum, classroom management, and individual instruction.

School
I 12.90

2 12.90

3 19.3s
4 22.58
5 19.35

6 12.90

Q2: Teachers have reasonable student loads

School District State

I 12.90 15.90 15.68

2 9.68 18.17 20.43

3 12.90 23.24 22.42

4 29.03 18.32 18.18

5 32.26 16.81 16.49

6 3.23 7.57 6.79

School
t 3.23
2 6.45

3 22.s8
4 32.26
s 29.03
6 6.45

District
16.81

18.85

23.16
16.88

15.82

8.48

District
19.08

17.03

23.92
18.09
13.70

8.18

District
18.47

21.20
22-48
t7.41
13.32

7.12

State

21.39

20.22
20.1 8

l6.l I
14.07

8.04

State

18.91

20.95
23.18
16.70

14.36
5.89

State

16.7t
21.49
24.49
16.93

13.98
6.39

15

0

5

0
'1 2 3 4 5 6

I : strongly disagree

6

'15

10

5

0

15

10

5

0

2 3 4

4

5

5

Q3: Teachers are protected from duties that interfere with teaching.

School
l 9.68
2 6.45

3 6.45
4 29.03
s 32.26
6 16.13

35

2

Q4: New teachers have time to work with mentors

20
'15

10

5

0

E

3 4 6I 2

'16



Q5: Teachers have time to collaborate with colleagues.

School
I 3.23
2 12.90

3 19.35

4 3s.48
5 16.13

6 12.90

Q6: Time is provided for professional development.

District
9.77

18.55

21.20

23.24
17.41

9.84

State

15.01

23.08

23.61

18.94

14.08

5.28

Q7: Leadership tries to address concerns about time.

School
1 0.00

2 6.45
3 6.45
4 25.81

5 32.26

6 29.03

School

I 0.00
2 3.23

3 3.23

4 1290
5 32.26
6 48.39

District
4.54
8.78

18.32

26.87
26.57
t4.91

State

7.93
15.90

23.0r
25.05
20.27

7.83

State

9. l0
t3.4r
19.60

24.08
22.2t
11.60

State

8.38

t2.r9
16.49
20.80

26.66
15.47

State

17.07

16.74

16.58

17.01

20.49
t2.tl

15

10

5
0

30

20

10

0

District
8.18

12.94

19.08

22.79
21.73
15.29

2

Q8: Teachers have space to work with students.

Q9: Teachers have quiet space to work individually

School
l 0.00
2 0.00

3 3.23
4 9.68

5 35.48

6 51.61

School
I 6.45
2 3.23

3 t290
4 29.03

5 22.58

6 25.81

District
6.66

10.90

16.65

20.36

26.80
18.62

District
14.69
16.43

16.65

17.03

21.20

14.00

4 5 6

17 5
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Ql 1: Teachers have firnds to purchase supplies.

School
| 3,23

2 12.90

3 19.35

4 16.13

s 25.81

6 22.58

Q I 2 : Classrooms/labs have current technology'

Ql0: Teachcrs have sufftcient office supplies

School
1 3.23

2 1290
3 16.13

4 25.81

5 22.58
6 19.35

District
18.24

19.23

20.67
17.34

15.52

9.01

State

17.71

t9.24
20.74
18.63

16.27
7.45

School District
I 0.00 11.96

2 3.23 13.5s

3 6.45,. 18.40

4 l2.go' 20.59

5 38.71 23.09

6 38.71 12.41

State

14.08

16.28

18.29

19.47

20.77
I 1.10

School
1 9.68

2 19.35

3 0.00
4 16.13

5 25.81

6 29.03

District
1 1.88

13.02

17.41

19.53

24.53
13.63

State

9. l0
tl.7 5

15.11

20.t0
27.41
16.53

School
| 3.23

2 3.23

3 0.00
4 1290
5 22.58
6 58.06

District
6.51

10.90

12.64
19.91

28.77
21.27

State

10.98
13.32
14.72
17.89
24.74
18.34

t 4

5

0
2 3 4 5 6

District
9.69

13.40

18.55

22.33
22.10

13.93

State

10.90

14.85

18.09

20.34

23.01

t2.8r

10

5

0

Ql3: Teachers have record-keeping technology

Ql4: Teachers have reliable communication technology

2 3

b18

4 5 6



Ql5: Teachers have adequate clerical assistance.

School
I 19.35

2 16.13

3 6.45

4 22.58

5 16.13

6 19.3s

Q16: School environment is clean and safe.

School District State

1 0.00 5.68 6,07

2 0.00 7 .34 9.10
3 0.00 11.66 13.55

4 3.23 16.65 18.00

s 25.81 31.87 29.60

6 70.97 26.80 23.69
10

0

School

I 0.00

2 0.00

3 3.23
4 6.45

5 32.26
6 58.06

District
23.09
t8.02
19.23

18.77

13.85

7.04

District
10.30

16.28

23.01
21.65
19.53

9.24

District
6.28

I 1.28

15.82
24,60

24.75
t7.26

State

24.21
18.43

19.15

t6,28
14.91

7.03

State

7,47
t4.23
2t.45
25.28
22.31

9.27

State

5.98

9.70
16.55

25.86
26.53
15.36

Q17: Teachers have a range ofsuppof personnel.

School
1 3.23

2 9.68
3 1290
4 19.35

s 9.68

6 45.16

40

30

20

2 4

4

5 6

10

0

2 3 6

Ql8: Leadership hies to address concerns about facilities.

Q19: Principal is a strong, supportive leader

School District State

I 0.00 8.02 7.48

2 0,00 7.95 8.68

3 0.00 I I .58 10.89

4 3.23 t7.tt 16.54

5 19.35 24.83 25.07

6 77 .42 30.51 31.34

80

60

40

20

0

3 5 6

l9

2 4
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Q20: Leadership has a strong, shared vision for school.
School

I 0.00

2 0.00

3 0.00
4 6.45
s 29.03

6 64.52

District
5.83

7.27
12.64

17.s6

27.71

28.99

State

5.01

8. l5
12.73

19.46

29.38
25.27

State

9.67
13.90

17.50

22.76
24.35
11.82

State

6.04
I 1.53

r7.88
25.03

2s.79
13.72

t 3 4 5

Q2l: Leadership team is open to new ideas.

School Dishict State

I 0.00 7,42 6.00

2 0.00 9.16 9.13

3 3.23 13.63 14.06

4 9.68 21.04 22.89

5 45.16 27.55 29.72

6 41.94 21.20 18.20

Q22: Leaders shield-teachers from disruptions.

School District
I 0.00 12.19

2 3.23 13.93

3 6,45 , 16.20

4 9.68' 23.01

5 32.26' 27,42

6 48.39 13.25

Q23: Administrators give priorþ to supporting teachers,

District
7.80

10.98

16.96

21.57
26.34
16.35

Q24: Teachers are held to high standards.

School District State

I 0.00 4.62 3.14

2 0.00 6.43 5.33

3 0.00 11.13 10.72

4 0.00 19.38 19.72

5 4t.94 32.17 35.77

6 s8.06 26.27 25.32

School
I 0.00
2 0.00

3 3.23
4 6.45

s 41.94

6 48.39

B20



Q25: New teachers have effective mentors.

School District State

I 3.23 9.08 s,07

2 0.00 9.77 8.01

3 0.00 14.46 12.86

4 12.90 23.32 23.38

5 35.48 24.91 31.58

6 48.39 18.47 19.10

luu
i50

lco

l.o
I

lro
l

Q26: State initiatives are communicated clearly to staff.

3 4 5 6

0

2 â 4 5 6

0

1 3 4 5

Q27: Leaders try to address concerns about leadership.

School

1 0.00

2 0.00.

3 6.45

4 25.8t
5 22.s8

6 45.16

School

1 0.00

2 0.00

3 0.00
4 9.68

5 38,71

6 51.61

School
1 0.00
2 3.23

3 3,23

4 16.13

5 41.94

6 3s.48

School

I 0.00

2 0.00

3 0.00

4 1290
5 35.48

6 51.61

District
5.30

8.86
t7.tt
23.85
28.46
16.43

District
9.54

10.45

15. l4
23.16
23.7',1

t7.94

District
8.86

13.17

17.26

25.59

23.92
11.20

District
6.89
9.61

t4,3r
23.09

28.01
18.09

State

5.28
9.40

16.95

25.70

28.09
14,58

State

8.71

10.66

15.44

23.49
25;ll
15.97

Q28: Teachers are centrally involved in decision-making.

State

10.45

14.07

19.28

25.22
21.95

9.02

Q29: Teachers are recognized as educational experts'

State

8.28
tt.69
15.42

22.38
27.40

14.84
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Q30: School supports reasoned educational risk-taking.
School

l 0.00

2 0.00
3 0.00
4 6.45

s 48.39

6 45.16

School
I 0.00
2 0.00
3 0.00
4 6.45

5 51.61

6 4t.94

School
I 0.00

2 0.00
3 0.00
4 6.45

5 41.94
6 5t.61

School
I 0.00
2 3.23
3 0.00
4 3.23

5 29.03
6 64.52

District
6.59

9.77
t8.32
25.66

26.19
13.47

State

6.42
I Ll6
19.72

27.71

24.81

10.17

i6u

iso

i40

10

0

2 3 4 5 6

Q3l: Parents have many avenues to express concerns.

District
3.41

6.96
t3.93
24.83

30.73
20.14

District
s.53
8.86

17.26

26,72
26.72
t4.91

District
4.01

6.51

13.93

24.68

29.52
21.3s

State

2.74
6.53

15.52

26,69
31.48
17.03

1

Q32: There is an atmosphere of mufual respect at school.

State

7.89
I 1.53

16.82

24.14
26.9t
12.70

Q33: Leadership tries to empower teachers and parents.

School District
I 0.00 8.40

2 0.00 10.60

3 o;ob, 16.05

4 12.90 26.95

s 35.48 23.39

6 51.61' 14.61

State

s.30
9.52

17.76

27.25
27.25
12.91

Q34: Resources are available for professional development.
State

6.90
11.50

18.06
25.42
25.81

t2,32
2 3

22

4 5 6
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EXECUTIVE SUMMARY

Infay of 2002, Governor Mike Easley launched the Governor's Teacher Working
Conditions Initiative with the goals of keeping good teachers in the classroom and improving
education for all children. In partnership with the North Carolina Professional Teaching

Standa¡ds Commission, with assistance from the NC Association of Educators, and with funding
from BellSouth-NC, the Governor sent a survey on working conditions to every teacher,

principal, and licensed professional in the state's public schools. Over 42,000 voluntary
responses were received from nearly 1,500 schools in 115 of the state's I l7 school systems.

This is a Preliminary Report on Findings from the survey conducted by the Center for
Child and Family Policy at Duke University. Among the findings:

Overall, teachers are not satisfied with their conditions of work and feel least satisfied

with the årmount of time they have to do their jobs.

Teaehers are most satisfied with school leadership but harbor mixed sentiments on issues

of facilities, teacher empowerment, and professional development.

With the exception of issues related to time, elementary teachers are more satisfied with
their conditions of work than their middle and high school peers.

Educators in smaller schools are more satisfied than their colleagues in mid-range and

larger schools.
There are striking differences in perceptions between principals and teachers.

In addition to the statewide results, the Govemor's Initiative has dishibuted School
Reports and District Reports to all principals and superintendents- These reports contain in-depth
information on responses from personnel to each of the 39 statements on the survey. This
information allows schools and school systems to address specific working conditions in their
schools.

Governor Easley is committed to retaining high quality teachers in our schools. In
addition to this preliminary report, the Teacher Working Conditions Initiative will conduct
further research into the relationships between working conditions and schools. He will develop

profiles on schools with exemplary working conditions. The Governor will continue to engage

the voices of educators and report findings to state and local education leaders and policymakers.

a

o

a

a
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INTRODUCTION

North Carolina is experiencing a teacher shortage. The state's public schools hire over
10,000 teachers eachyear and will need to hire between 70,00b and 80,000 teachers by 2010.
The state's schools of education produce roughly 3,300 graduates per yea\ with only 2,200
filling teaching positions the next school year in North Carolina. That leaves a major gap schools

must work to fill each year with a mix of lateral entry candidates, teachers from other states, and

teachers retuming to the profession after time away.

Recently, groups ranging from Governor Easley's Education First Task Force to the

National Commission on Teaching and America's Future have suggested that state and local

teacher shortage.

In recent years, North Carolina has put into place accountability for teacher education
programs, mentoring programs for new teachers, and has boosted teacher salaries in an effort to
attractand retain quality teachers. Even with these important efforts, the state's teacher attrition
rate stands at l3Yo annually, with a number of school systems experiencing attrition rates of 20-

30Yo eachyear and school-level attrition averaging 20-25%.

In order to ensure that North Carolina is doing all that it can to address the retention of
quality teachers, Govemor Mike Easley launched a Teacher Working Conditions Initiative in
¡4ay 2002 in collaboration with the NC Professional Teaching Standards Commission.

Supportive working conditions are recognizedby practitioners and researchers as critical
to keeping good teachers in the classroom. Consistently, working conditions rank as one of,the

top reasons why teachers decide to remain or leave the public schools. The goal of the Initiative
is to improve working conditions and increase the retention of quality teachers for all of North
Carolina's children.

THE TEACHER WORIilNG CONDITIONS SURVEY

The Governor's Teacher Working Conditions Initiative expands on aNC Professional

Teaching Standards Commission pilot project in 2001. V/ith the support of the State Board of
Education, the Commission adopted working conditions as a primary focus. The Commission,

through research and focus groups, developed 30 working conditions standards for schools in
f,rve broad categories. The standards were validated by focus groups and by more than 500

teachers. The Commission then developed a survey based on the standards.

In the fall of 2001, this survey was administered in a pilot study to 2,300 teachers and

administrators in 60 schools throughout the state. The pilot provided important feedback on the

working conditions in participating schools. Based on these results, Governor Easley expanded

the initiative to encompass every public school-based educator in the state.

a
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In May of 2002, in parínership with the Commission, assistance from the North Carolina
Association of Educators (NCAE), and support and funding from Bellsouth-NC, the Govemor

sent out surveys to every licensed public school-based educator in North Ca¡olina. The goals of
the survey were to

1) hear from teachers and administrators about what they identifr as areas in need of
improvement,

2) understand what school chancteristics appear to affect those perceptions, and

3) provide data on working conditions to local school leaders and state policymakers.

The Sumey

The survey includes 39 statements about working conditions in five categories:

l. Time Management
2. Facilities and Resources
3. Leadership
4. Personal Empowerment
5. Opportunities for Professional Development

Educators were asked to respond to each of the statements with a value of "l" through
"6" with "l" representing "strongly Disagree" and "6" representing "Strongly Agree." All
statements are written to indicate a positive description of the school environment (e.g., "The
principal'is a strong, supportive leader" and "Adequate and appropriate time is provided for
professional development"). Therefore, higher scores always indicate a more positive opinion of
the school environment.

Surveys were completed and returned voluntarily by 42,209 educators ftom 1,471

schools in 115 of the state's 117 school districts. Seventy-six percent (76%) of the schools had a

response rate of 50Yo or higher.

Sumey Anølysis

The Center for Child and Family Policy at Duke University conducted preliminary
analysis on the data. The findings represented in this report are those of the Center. The Center's
analysis provided two kinds of reports on the data:

l. Average Reports. These reports provide the average response for each statement by
each group of respondents. They also depict the summary score for each category of
statements:
. Time
r Facilities
. Leadership
r Empowerment
. ProfessionalDevelopment

4



As a higher average score for a statement means greater satisfaction with that statement, a

higher average sunmary score for a category indicates more overall satisfaction with that
category. All average reports show the difference between the averages, änd an asterisk
indicates that this difference is statistically significant, or too large to attribute reasonably to
chance factors.

2. X'requency Distribution Reports. For each statement from the survey, the Frequency
Distribution Reports provide the percentage of responses for each of the values, I through
6 (from strongly disagree to strongly agree). Frequency reports provide a view of the
range of values that educators might ascribe to a given statement-not just the average
value of the responses to that statement. In the Appendices, Frequency Reports depict this
comparison for every value (1-6) of every statement (l-39).

The Center has also begun an effort to examine the relationship between teacher, student
and school characteristics and with working conditions. The Governor's OfFrce plans to continue
that effort and provide additional reports with findings to the public and policymakers as the
research is completed.

PRELIMINARY F'INDINGS ON STATE\ryIDE REST]LTS

The following are preliminary findings on the results of the Teacher V/orking Conditions
Survey. Findings are based on analysis of the overall statewide results and cornparative data on
the responses from

l) teachers, principals and other licensed personnel,
2) educators in elementary, middle and high schools, and

3) educators in different size schools.

The Appendices include both the Average Reports and Frequency Reports for the
Statewide Summary for all Educators (Appendix B), Summary by Job Title (Appendix C),
Summary by School Type (Appendix D), and Summary by School Size (Appendix E).

Overall, survey results show little satisfaction with working conditions. Only one of
the five categories had an average score of more than 4 (out of 6) and no statement on the

survey received a rating of higher than 4.57 . Thus, while there were some positive

findings, the results demonstrated a great deal of room for improvement in the working
conditions for educators.

a

a Educators are most positive about School Leadership. Of the five categories of
working conditions, respondents gave Leadership the highest average score (4.2). Within
this domain, respondents gave the highest values to statements describing leaders as

strong and supportive, holding teachers to high standards, and providing a strong shared

vision for the school. At the same time, respondents were less positive about principals'

efforts to shield them from disruptions, address concerns about leadership and give

priority to supporting teachers.
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Educators are least positive about Time, with teachers particularly critical of the

;#-r*r;;r;;;;;'rh"ti ¡ou, wen. Teachers were least positive about the time

provided to them;;koj curriculum, classroom management and individual

instruction, time to woik with colleagues and mentors' and time for professional

development. AdditionJly, teacherr.*"i" "o'positive 
alout the demands on their time by

duties such as pup"r*ãiËá¿ t.rn"t arrty tt ut interfere with teaching and preparation'

Educatorst views of Facilities, Empowerment, and Professional Development are

mixed. Statewide, i[" r"ot"t feh unåer arLaverageof ryy on the six-point scale'

Educators were relatively positiu. ubo,riã" 'uf"iy 
and cleanliness of their schools' the

avenues for parent i;;;É;"nt, and leadership's'effort to provide professional

development fo".rr.å'on s"hool'gouls. Howevèr, they *"t" lttt than positive about their

role in decision-making, the incentiug, io¡ rist-iating,_9:O access to clerical assistance

and resources for irrr-t ,îåtiorral supplies, the resour-ces available for professional

development, and ti";6; foräifferent types of professional leaming'

Teachersandprincipalshavestrikinglydifferentviewsofteacherworking
conditions, ivith prilcipals more sa's"ne¿ in every category' Teachers are less

satisfied with every aspect of the ,"nooi""uirot*"nt than-are their peers in non-teaching

jobs. The gap Ueffie#how teachert "i"* 
*"tking conditions versus their principals is

greater than the gap between teachers and other fóensed personnel' The difference

between teachers and principals is greatest in the domains of Time and Empowerment'

but gaps between,"*ã"* *a pritãipals are statistically significant for every statement

a

on the survey

Inside the domains, there are some particularly large discrepancies' Principals and

teachers have vastly different perceptions of tíre time that teachers have to collaborate

with colleag*e, qailf"i"*" of r 'r rÍ; *ttlltter teachers have funds to purchase supplies

(difference "f 
l.l2i;;h-;th"il.u¿"it tfti"fã teachers from disruptions (difference of

l.l5); the role of teåchers in decision-making (difference of I '25); and whether

professional ¿"rr"fop*árrt is based o" i"u"ft"i and school goals (difference of 0'87)'

Elementaryschoolstaffaremoresatisfiedwithmostaspectsoftheirworking
conditions as compared with tneir mi¿ole and high school peers-except on the

issue of Time. r'or'"*f, ,tatement in th" L"ud"tship, Empowerment' and Development

categories, elementary school personnel are much more satisfied than middle or high

school personnel. gf"t.ttuty i.u"t ",t 
*" more satisfied about professional development

in their schools *ã u¿*inistrator's roi" itt topporting their learning' Middle and high

school personner ;.-r";; iik"ty to believe thaiieachers are centra[y involved in decision-

making, that their administrator, ,,rppon1"uttt"tt, shield teachers from disruptions; and

comm'nicate statJiîi iu,iu", to teaðhers' But, their perceptions reverse on the issue of

Time. Elementaryi;;;h";t are much tess satisfred about time to work on curriculum'

classroom management, and individuaiinstruction than their middle and high school

6
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a Generally, educators in smaller schools are more satisfïed than their peérs in larger
schools. The school size results compare schools with fewer than 500 members to those
with 500 to750 members and to schools with more tharr750 memberb. In general, those
in small schools tend to feel more satisfied with their working conditions than those in
medium-sized schools, who tend to feel more satii;fied than those in large schools. 'I'he

comparison of small schools to large schools shows that for every statement in
Leadership, Empowerment, and Professional Development, those in small schools are
much more satisfied than those in large schools are. The Facilities category has mixed
results: those in medium-sized schools feel most satisfied, followed by those in small and
large schools.

o Preliminary analysis also appears to show that factors such as years of experience in
education, the percent of students who are ethnic minorities, and the percent of
students eligible for free or reduced price lunch do not appear to have a significant
relationship to working conditions satisfaction, while factors such as the ABCs
status of schools and the percent performing at grade level do. Further research is
planned to more fully examine the relationships between working conditions and these
student, teacher and school characteristics.

SCHOOL AIID DISTRICT LEVEL REPORTS

In addition to the statewide summary of results, the Governor's Teacher Working
Conditions Initiative compiled reports for all participating schools and districts. School and
District reports were sent to principals and superintendents in late January.

Individual School Reports. School's Reports were generated for all schools where 40olo
(for reasons of statistical reliability) or more of licensed personnel responded to the survey.
There were 1,103 school reports (1,471schools were represented in the results). School reports
show results for teachers only and provide frequency distribution results þercentages responding
at each value, one through six, for each of the 39 statements). School reports compare the results
of the school with those of the district and the state for each of the 39 statements.

School District Reports. Each district with schools responding to the survey received a
District Report. The report includes an Average Score Report and a Frequency Distribution
Report that cornpares the school district with the state. There are I l5 district reports.

In addition to their school and district reports, principals and superintendents received an
Exemplary Schools Report. This report lists the ten exemplary schools (schools with the
highest index scores) in each of the five categories of working conditions. This list is included in
Appendix F.

.1



NEXT STEPS

The findings released in this report represent the first step of Governor Easley's Teacher
Working Conditions Initiative. In addition to the data included in this report, the Initiative will
undertake the following:

Develop in-depth profiles of exemplary schools that arc making growth in student
achievement and have high teacher satisfaction with working conditions;

Conduct additional research into the relationships between perceptions of working
conditions and variables such as student achievement, school resources, student
characteristics, teacher experience and quality;

Continue to survey teachers and other licensed personnel on their perceptions ofworking
conditions;

Communicate findings to the policy community and work with policymakers to address
working conditions issues.

CONCLUSION

The findings of the Governor's Teacher V/orking Conditions Survey place the voices of
teachers and educators at the center ofthe debate about how to keep good teachers in the
profession. The statewide results and the school and district reports provide state and local
education leaders with current, comprehensive inforrnation about teacher working conditions that
need attention. Perhaps the most important work building on this survey will occur in schools
where teachers, principals and other school personnel come together to take stock of their
responses and develop a consensus action plan for improvement.

Ensuring outstanding teachers in public school classrooms across the state is one of North
Carolina's most important jobs. If we are to make dramatic gains in education and build the kind
of schools that our children deserve and our economy demands, then North Carolina must remain
committed to aggressive teacher recruitment and retention efforts.

North Carolina has taken important steps in teacher recruitment and put in place
successful and nationally acclaimed programs. Now, the state must intensiff its focus on teacher
retention and solve the teacher shortage by keeping high quality teachers in our classrooms.

a

a
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Statewide Summary for all Educators
Average Report

Section 1: Time
Ql: Teachers have time to work on cuniculum, classroom
management and individual instruction.

Q2: Teachers have reasonable student loads.

Q3: Teachers are protected from duties that interfere with teaching.

Q4: New teachers have time to work with mentors.

Q5: Teachers have time to collaborate with colleagues.

Q6: Time is provided for professional development.

Q7: Leadership tries to add¡ess concems about time.

Summary

Section 2: Facilities and Resources
Q8: Teachers have space to work with students.

Q9: Teachers have quiet space to work individually.

Q|0: Teachers have sufficient office supplies.

Ql 1: Teachers have funds to purchase supplies.

Ql2: Classroomílabs have cunent technology.

Q13: Teachers have record keeping technology.

Q14: Teacherc have reliable communication technology.

Q15: Teachers have adequate clerical assistance.

Q16: School environment is clean and safe.

Q17: Teachers have a range of support personnel.

Q18: Leadership tries to address concems about facilities.

Summary

SecÍion 3: School Leadership
Q19: Principalrs a sfrong, suppotlive leader.

Q20: Leadership has a strong, shared vision for school.

Q21: Leadership team is open to new ideas.

Q22: Leaderc shield teachers from disruptions.

Q23: Administrators give priority to supporting teachers.

Q24: Teachers are held to high standards.

Q25: New teachers have effective mentors.

Q26.'Stafe initiatives are communicated clearly to staff.

Q27: Leaders try to address concems about leadership.

Summary

Secfþn 4: Teacher Empowerment
Q28: Teachers are centnlly involved in decision-making.

Q29: Teachers are recognized as educational experts.

Q3O: Scl¡ool supports reasoned educational risk-taking.

Q3l: Parents have many avenues fo express concems.

Q32: There is an atinosphere of mutual respect at schoo/.

Q33: Leadership tries to empower teachers and parents.

Summary

Secúion 5: Profess ional Development
Q34: Resources are available for professional developmenL

Q35: Enhancing teacher knowledge is school priority.

Q36: Different types of teacher learníng activities are valued.

Q37: Professional development activities are based on research.

Q38: Professional developmenf is based on teacher and school goals.

Q39: Leadership tries to provide quality professional development.

Summary

Average
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There were 42,209 responses statewide.
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there were 42,209 responses stalewide. Of those, 2,444 were not valid, leav¡ng 39,765 responses included in this report. 32,559 were teachers, 5,91 ô were other
licensed personnel, and 1,290 were local school adm¡nistrators. Appendix C2
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Q13: Teachers have recod keeping technology'
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1234 5 6

Section 3; Leadership

Q|9: Pñnc¡pal ¡s a strcng, suppo¡liva leader.
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There were 42,209 responses statew¡de. Of those, 2,444 were not valid, leav¡ng 39,765 responses included in th¡s reporl 32,559 were teachers, 5,916 were other
licensed personnel, and 1,290 were local school administrators. Appendix C4
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Section 4: Teacher Empowerment
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There were 42,209 responses statewide. Of those, 2,444 were not valid, leaving 39,765 responses included in this report. 32,559 were teachers, 5,916 were other

licensed personnel, and 1,290 were local school adm¡nistrators. Appendix C5
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Section 5: Professional Development
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There were 42,209 responses statewide. Of those, 2,444 we¡e not valid, leaving 39,765 responses included in this report. 32,559 were teachers, 5,916 were other

licensed personnel, and 1,290 were local school administrators. Appendix c6
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Qg7: Profess¡onal devêlopment act¡v¡ties are

chosen based on research.

Q38: Profess¡onat development is based on teacher

and school goals.
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There were 42,209 responses statewide. of those, 2,444 werc not val¡d, leav¡ng 39,765 responses included in this report. 32'559 were leachers, 5,916 were other

licensed personnel, and 1,290 were local school administrators Append¡x C7





' State Reportilrvorting coliû¡t¡oni' Survey
Survey Resufts by Job Tltle (leacher and Principal)

* indicates the difference is statistically significant

Number of Responses

Section 1: Time
Q1: Teachers have t¡me to work on curriculum, classroom
management and individual instruction.

Q2: Teachers have reasonable student loads.

Q3: Teachers are protected from duties that inte¡fere with teaching.

Q4: New teachers have time to work w¡th mentors.

Q5: Teachers have time to collaborate with colleagues.

Q6: Time is provided for professional development.

Q7: Leadership tries to address concems about time.

Summary

Teachers
32559

Principals Difference
1290

Section 2: FacilÍties and Resources
Q8: Teachers have space to work with students.

Q9: Teachers have quiet space to work individually.

Q10: Teachers have sufficient office supplies.

Q1 1: Teachers have funds to purchase supplies.

Q12: Ctassrooms/labs have cunent technology.

Q13: Teachers have record keep¡ng technotogy.

Q14: Teachers have reliable communication technology.

Q1 5: Teachers have adequate clerical assistance.

Ql6: School environment is clean and safe.

Q17: Teachers have a range of supþoft personnel.

Q18: Leadership tries to address concerns about facilities.

Summary

Secfion 3: School Leadership
Q19: Principal is a strong, suppottive leader.

Q20: Leadership has a strong, shared vision for school.

Q21: Leadership team is open to new ideas.

Q22: Leaders shield teachers from disruptions.

Q23: Administrators give priority to supporting teachers.

Q24: Teachers are held to high standards.

Q25: New teachers have effective mentors.

Q26: Sfafe initiatives are communicated clearly to staff.

Q27: Leaders try to address concerns about leadership.

Summary

Secfion 4: Teacher Empowerment
Q28: Teachers are centrally involved in decision-making.

Q29: Teachers are recognized as educational experts'

Q30: Schoo/ supp orts reasoned educational risk-taking.

Q31: Parents have many avenues to express concerns.

Q32: There is an atmosphere of mutual respect at school.

Q33: Leadersñ ip ties to empower teachers and parents.

Summary

3.07
3.2A
3.O4
3.09
3.10
3.57
3.71
3.26

4.15
4.21
4.20
4.17
4.21
4.16
5.01
4.30

-1.07 '*

-1.01 *

-1 .16 "
-1.08'
-1.11 ',
-0.59 *

-1.30 "
-1.O4 "

-0.51 "
-0.63 "
-0.85'
-1.12 *

-0.61 *

-o.47 *

-0.6,1 *

-0.62'
-0.76 i
-o.il *

-1 .10 "
-o.71 *

3.91
3.43
3.68
3.18
3.50
3.96
3.87
3.00
4.26
3.69
4.O2
3.68

4.36
4.34
4.15
3.73
3.93
4.54
4.25
4.05
3.94
4.14

3.60
3.93
3.83
4.28
3.88
4.00
3.92

4.42
4.06
4.53
4.30
4.11
4.43
4.51
3.62
5.03
4.23
5.12
4.40

5.17
5.07
5.08
4.88
5.06
5.07
4.87
4.87
5.08
5.O2

4.85
5.05
4.98
4.81
4.74
4.93
4.89

Section 5: Professional Development
Q34: Resources are available for professional development. 3'89 4'43

Q35: Enhancing teacher knowledge is schoot priority- 3'92 4'73

Q36: Different types of teacher learning activities are valued. 3'74 4'50

Q37: Professional development activities are based on research. 3.82 4.66

Q38: Professio na! development is based on teacher and school goals. 4.O2 4.89

Q39: Leadership tries to provide quatity professional devetopment. 4.22 5'04

Summary 3.93 4.71

There were 42,209 responses statew¡de. Of those,2,444 were not valid, leaving 39,765 responses included in this report. 32,559 were

licensed personnel, and 1,290 were local administrators.

-0.81 *

-0.73 *

-0.93 "
-1 .15 *

-1 .13 "
-0.53 "
-0.62 "
-0.82 *

-'t.14'
-0.87 "

-1.25 *

-1.13 *

-1.15 "
-0.52 "
-0.86 *

-0.93 *

-0.97 *

-0.54 "
-0,81 *

-0.77 *

-0.84 "
-0.97 *

-0.83 *

-0.78 *

teachers, 5,916 were other
Appendix C Page I



State Repoqli,

Survey Results by Job Title (Teac-her,

Number of Responses

Sectionl: Time
Ql: Teachers have time to work on curriculum, classroom

management and individual instruction.

Q2: Teachers have reasonable student loads.

Q3: Teachers are protected from duties that interfere with teaching'

Q4: New teachers have time to work with mentors

Q5: Teachers have time to collaborate with colleagues.

Q6: Time is provided for professional development.

Q7: Leadership tries to address concerns about time.

Summary

S ectio n2 : Fací I ities a n d Resou rces

Q8: Teachers have space to work with students.

Q9: Teachers have quiet space to work individually.

Q10: Teachers have sufficient offíce supplies.

Q1 1 : Teachers have funds to purchase supplies.

Q1 2: Classrooms/labs have current technology'

Q1 3: Teachers have record keeping technology.

Q14: Teachers have reliable communication technology.

Ql 5: Teachers have adequate clerical asslsfance.

Q16: School environment is clean and safe.

Q17: Teachers have a range of suppoft personnel'

Ql8: Leadership tries to address concems about facilities.

Summary

Secfion3: Scfiool Leade rs h i p
Q19: Principal is a strong, supporlive leader.

Q20: Leadership has a strong, shared vision for school'

Q21: Leadership team is open to new ideas.

Q22: Leaders shield teachers from disruptions.

Q23: Administrators give priority to supporling teachers.

Q24: Teachers are held to high standards.

Q25: New teachers have effective mentors'

Q26; Sfafe initiatives are communicated clearly to staff.

Q27: Leaders try to address concerns about leadership.

Summary

Section4: Empowerment
Q28: Teachers are centrally involved in decision-making,

Q29: Teachers are recognized as educational expefts.

Q30; Scf¡oo/ supports reasoned educational risk-taking

Q31: Parents have many avenues to express concerns'

Q32: There is an atmosphere of mutual respect at schoo/.

Q33: Leadership tries to empower teachers and parents.

Summary

SecfionS; P rofes si ona I Deve I o p me nt
Q34: Resources are available for professional development.

Q35: Enhancing teacher knowledge is school priority'.

Q36: Different types of teacher learning activities are valued.

Q37: Professional development activities are based on research

Q3g: Professional developmenf is based on teacher and school goals

Q39: Leadership tries to provide quality professional development.

Summary

Teachens
32559

Survey
Personnel, Principal)

Otherc Difference
5916

3.07
3.20
3.04
3.09
3.10
3.57
3.71
3.26

3.19
3.24
3.07
3.27
3.26
3.67
3.97
3.38

-4.12 "
-0.04 *

-0.03
-0.19 *

-0.16 *

-0.09 *

-0.26'
-0.13 "

0.04
-0.o2
-0.11 "
-0.20 *

-o.25 *

-0.09 "
-0.10 "
-0.04
-0.14 "
-0.22 "
-0.24 "
-0.12 *

-0.20 *

'0.14 *

-0.19 *

-0.30 "
-0.35 *

-0.04 *

-0.05 *

-o.12 *

-0.24',
-0.1 8 *

-o.27 "
-0.1 I *

-0.12 *

-0.07 "
-0.15 "
-0.19 "
-0.17 *

-0.06 *

-0.09 *

-0.08 *

-0.10 *

-0.10 "
-0.13 "
-0_09 *

3.91
3.43
3.68
3.18
3.50
3.96
3.87
3.00
4.26
3.69
4.O2

3.68

4.36
4.34
4.15
3.73
3.93
4.54
4.25
4.05
3.94
4.14

3.60
3.93
3.83
4.28
3.88
4.00
3.92

3.89
3.92
3.74
3.82
4.02
4.22
3.93

3.87
3.46
3.79
3.38
3.74
4.03
3.97
3.04
4.40
3.91

4.26
3.80

4.56
4.48
4.32
4.03

+.28
4.58
4.30
4.17
4.18
4.32

3.87
4.12
3.9s
4.35
4.03
4.15
4.08

3.94
4.01
3.82
3.93
4.12
4.34
4.03

There were 42,209 responses statewide. Of those,2,444 were not valid, leaving 39,765 responses included ¡n this report. 32,55€ were teachers, 5,9'1,6

r¡,a¡o nrhor rironco.r norconnpl ân.l 1 290 were local admin¡strators. Appendix C Paqe 9



Appendix D

Summ ary by School TYPe





, . State Repofi 
, 
W,o.rklpq Co ¡O iU91¡,-9P'":1.

Results by School fypa (e¡äm¿ntary' Middle' H¡ih and Gharter School)

t Elementary I Mlddle High El charter

Section 1: Time Management

Q1: Teachers have time to wot( on cuniculum'

classroom management, and individual ¡nstruction'
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Q3: Teachers arc protecled from duties that

i nteñere w ¡th teach ¡ ng.

2 3

3

4

4

5 6

Elementary
1 18
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Q4 New teacheß have t¡me to work w¡th mentors'
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Q5: Teachers have tìme to collaborate w¡th

colleagues.

Elementary
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There were Az,z*gresponses statewide. 4,315 were not varid, reaving 37,894 responses incruded in this report. 'rg'91 1 were erementary

schools, g,4g0 were middle schools ,9,2'l2werehigh schools, and 29ì were charter schools. Appendix D1
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Q6: T¡ne is prov¡ded for professional development

MiddleElementary High
I

17

25

25

19

6

7

10

18

25

23
16

I
13

18

24
23

14

Charter
o

15

22

26
'f9

I

40

30

%20

10

0

1

2

3

4

5

6

7

15

22

25

22

I

8

15

22

25

22

I
2 3

3

4 5 þ

Q7: Leadeßhip tries to address concens about time.

Elementary Charter

1

2

3

4

5

6

Middle
o

13

l8
24

23

13

M¡ddle
7

11

16

20
28

18

Middle
10

14

15

18

26

18

M¡ddle
10

13

17

21

24

15

High
I

'13

20
.25

23

10

40

30

%20

l0

o

Section 2 :Facilities and Resources

Q8: Teachers have space to work with students.

2 3

3

4 5

1

2

3

4

5

6

Elementary
I

12

16

20
28

16

High
10

14

17

22

25

12

H¡gh
15

16

16

18

22

13

Charter
I
14

15

19

.27
15

Charter
20

18

16

15

20

10

Charter
11

16

17

20

23

12

40

30

%20

10

0

2 4

4

4

5 6

Q9; Ieacf,ers have qu¡et space to work individually

Elementary
20

18

18

17
't8

10

40

30

oÂ 20

10

0

Ql0: Teacheß have sutf¡c¡ent office supp/ies.

2 3 5

5

6

Elementary
19
214
317
421
525
614

High
13

17

20

20

20

10

40

¡o

o/ø 20

10

0

Þ

There were 42,209 responses statewide. 4,315 were not valid, leaving 37,894 responses included in this report. 19,91 1 were elementary

schools, 8,480 were middle schools ,9,212were high schools, and 291 were charter schools. Appendix D2



,State Re¡gr$ Woqling Gonditions Suruey

Resutts by school rypó (el'em entary, fft¡d¿le, High and charter school)

Q11: Teachers have tunds to purchase supplies'

Elementary Middle
14

18

21

20

18

I

Mlddle
6

I
12

19

31

23

Middle
10

13

14

17

25

21

Middle
25

18

19

17

13

7

High
18

21

22

19

15

5

High
11

14

15

18

25

17

Charter
15

18

23

l8
17

I

Charter
17

17

18

19

19
I

charter
10

13

15

21

27
15

Charler
1't

11

13

t8
27

20

Charter
22

18

19

16

17

7

40

30

20

10

0

40

30

%20

10

0

40

30

o/o 20

'to

o

10

30

%20

to

o

1

2

3

4
5

I

17

18

20
'19

18

I

t5
't6

19

20
20
11

11

14

17

20

24
14

Q1 2: Classrooms/tabs have current technology'

High
16

18

20

20

18

I

Qlg: Teachers have record Reeping technology'

Elementary Middle

2 3

3

3

4 5 6

1

2
3

4

5

6

Elementary
111
213
317
421
52s
613

Elementary
'l 10

213
3 15

418
525
6 19

Elemêntary
22
18

19

17

16
8

High
6

I
13

20

32

19

2

2

4

4 5

6

Þ

Q14: Teachers have retiahle communication

technologY.

3 4 5 6

Q15: Teacheß have adequatê clenca' ass¡slance'

1

2

3

4

5

6

High
24

20

21

17

13

6

40

30

6/0 20

10

0
3 4 5 62

There were  2,zogresponses statewide. 4,315 were not valid, leaving 37,894 responses included in this report' 19'91 1 were elementary

schools, 8,480 were middle schools , 9,212 werehigh schools, and 29ì were charter schools' Appendix D3



State Report: Working Gonditlons Survey
Results by School Type (Elementary, Middle, High and Charter School)

Q16: School environment is clean and safe.

1

2

ó

4

5

b

Q1 8: Leadership tries lo address concems about

Êcilities.

Elementary Middle
5

7

12

17

31

29

6

13
't9

25

25

12

Middle
7

'10

17

26

26

15

I
10

14

18

28

23

7

14

21

26

23
I

High
7

11

15

21

30

Charter
b

I
12
't8

29
27

40

30

o/o 20

10

0

4 5 o

Q17: Teachers have a range of suppod peßonnel.

Elementary Middle
1

2

3

4

5

6

High
I

'16

24

26

19

7

Charter
I

13

19

24

23

12

Charter
5

o

10

15

27

36

40

30

%20

10

o

Elementary
15
28
3. 15

424
529
6 19

Elementary
16
27
3 10

415
525
635

Elementary
4

7

11

17

31

30

High
7

11

18

2g
25

11

Hlgh
8
't0

11
'18

26

27

High
6
o

15

22

30

18

40

30

ok 20

10

0

Charter

2 3

3

3

J

4

4

4

4

5

5

b

5

I
15

24

27

21
2 o

Section 3 :Leadership

Q19: Princ¡pal is a strcng, suppoûive leader.

Mlddle
9

10

10

17

24

30

Mlddle
6

10

13

20

28

24

40

30

o/ø 20

10

o

40

30

v" 20

'lo

0

2 6

Q20: Leadership åas a sfrong, shared vis¡on

for school.

1

2

3

5

6

harter
4

7

11

19

30
,o

c

6

There were 42,209 responses statewide. 4,31 5 were not valid, leaving 37,894 responses included in this report. 19,91 1 were elementary
schools, 8,480 were middle schools,9,212 were high schools, and 291 were charter schools. Appendix D4
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Results by School r;dfeiåt¿;øií; n¡F¿t""ll¡git and ctrarter school)

Q21: Leadership team is open lo new ideas'

Middle
7

10
15
22
28
l8

Middle
11

14
17

22
24
11

Middle
7

12
17

24
26
14

Hlgh
7

11

15

25

28

15

High
7
13

19

26
25

11

40

30

%20

10

0

40

30

o/o 20

10

0

40

30

olo 20

10

o

Charter
Elementary

1

2

3

4

5

I

5

I
12

21

32

22

5

6

10

15

27

36

7

12

17

24

27

14

5

I
16

24
30

17

5
'10

16

24

28
17

Q22: Leaders shietd teacheß from d¡srupt¡ons'

2

2

3

3

5

5

6

6

4

4

4

3 4

3

H¡gh
10

16

19

23

23
I

Charter
Elementary

18
212
3 15

423
527
615

teachets.
Q23: Adm¡nistratots give priow to suppoñ¡ng

Charter
Elementary

1

2

3

4

5

6 2 3

Q24: Teachers are hetd to high standañs'

H¡gh
4

I
14

24

34

16

Q25: New teacheß have efrective mentors'

Elementary Mlddle Charter
4

5

10

19
37

26

40

30

oh 2ö

10

o

I
2

3

4

5

6

4

6
12

21

34

23

2

4

I
17

37

31

4

7
12

22

34

22

5 6
2

H¡gh
5

I
15

26

30

14

40

30

%20

10

0

Charter
ElementarY M¡ddle

1

2

3

4

5
b

5

I
12

23
33

20

6

9

13

24

30

18 2 4 5 6

There were 42,209 responses statewide. 4,315 were not valid, leav¡ng 37,894 responses included ¡n this report' 1 9'91 1 were 
"'"10"$ÎTo ou

schools, 8,480 were t¡dd; ";;;jt "' 
i 'zlz 

*"" high schools' and 291 were charter schools'



. State Report: Woifing Coäditions Survey
Results by School Type (Elementary, Middle, High and Gharter School)

Q26: State initiat¡ves dre communicated clearly

to staff.

Elementary MiddlE
5

10

17

25

28

15

H¡gh

5

11

18

27

26

t¿

40

30

%20

10

0

Charter

1

2

3

4

5

6

4

I
16

25

30

16

5

I
15
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30

17

7

I
13

23

28
21

7

I
12

22

31

20

7

10

14

21

29

18

2

Q27: Leaders try to address concerns about

Ieadeßh¡p.

Q28: Teachers are centraly involved ¡n

dec¡s¡on-making.

MlddleElementary High
I

12

17

25

25

12

Section 4: Teacher Empowerment

Charter
40

30

%20

l0

0

1

2

3

4

5

6
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16
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24

16

I
I

14

22
28

20

Elemêntary MIddlo
10

15

19.

25

22
I

M¡ddle
I
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16
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28
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Mlddle

11

2A

27

25

10

H¡gh
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16
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24
'19

7

High
I
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17
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26
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Charter
A

'11

15

26

25

14

Charter
6
o
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29

28
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0
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o/n 20
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0
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0

2

2

2

2

3

3

4

4

4

5

5

5

5

b

6

1

2

3

4

5

o

I
't2

17

25

25
12

Q29: Teacheß ale rccognized are educational

expens.

hartercElementary
1

2

3

4

5

6
3

Q30: Scåoo/ suppods reasoned educational risk

taking.

Elemêntary
16
210
3 18

426
527
6 13

H¡gh

7

12

22

28

22

7
J 4 o

There were 42,209 responses statewide. 4,31 5 were not valid, leaving 37,894 responses included in this report. 19,91 1 were elementary

schools, B,4BO were middle schools ,9,212were high schools, and 291 were charter schools. Appendix D6
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Survey
and Ghdrter School)Restilts bY

Q31: Parcnls have many avenues to express

concern.

Hlgh
3

7

17

29

30

14

Q32: There is an atmosphere of mutual respect

at schoo!.

Elementary
17
210
3 15

423
529
616

Qg3: Leadership tries lo empower teachers and

parcnts.

Elementary M¡ddte charter
40

30
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'lo
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1

2

3

4

5

6

3

5
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27
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3

7
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26
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6
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I
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I
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I

2 4

Mlddle Charter
6
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6
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4 5

Section 5: Professional Development

Q34.' Resou/ces a Ê available for professlonal

development.

M¡ddle
7
11

18

25
26

13

Q35: Enhancing teacher knowledge is a schoo'

prioriv.

Elemêntary H¡gh
I
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I
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There were 42,209 responses statewide. 4,31 5 were not valid, leaving 37,894 responses included in this report' 1 9,91 1 were elementary

schools, 8,480 were middle schools ,9,211werehigh schools, and 29i were charter schools' Appendix D7
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Results by SchoolType (Elementary, Middle, High and Charter School)

1

2

3

4

5

o

Q36: Different lypes of teacher learning activities

are valued.

Míddle
7

12

21

27

23

10

Q37: Professional development activities are

chosen based on rcsearch.

Elementary
15
29
319
428
528
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Q38: Prolessional developmenl is based on teacher

and school goals.
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I
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I

Elementary
6
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High
7
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o
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6

Q39: Leadership tries to provide qual¡ty professional

development.

Elementary High
5
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28

14

Charter
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There were 42,209 responses statewide. 4,31 5 were not valid, leaving 37,894 responses ìncluded in this report. I 9,91 1 were elementary

schools, 8,480 were middle schools ,9,212were high schools, and 291 were charter schools. Appendix D8
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SummarybySchootType:EtementarytoMiddleSchool

Sectionl: Time

Ql: Teachers have time to work on cuniculum, classroom

management and individual instruction'

Q2: Teachers have reasonable student loads'

Q3: Teachers are protected from duties that ínte¡'fere with teaching'

Q4: New teachers have time to workwith mentors'

Q5: Teachers have time to collaborate with colleagues'

Q6: Time is provided for professional development

Q7: Leadership tries to address cancems about time'

Summary

Section2: FacilÍties and Resou rves

Q8: Teachers have space to work with students'

Q9: Teachers have guiet space to work individually'

Q10: Teachers have sufficient office supplies'

QI1: Teachers have funds to purchase supplies'

Q12: Classrooms/labs have cunent technology'

Q13: Teachers have record keeping technology'

Q14: Teachers have reliabte communication technology'

Q15: Teachers have adequate clerical assrsfance'

Ql6: Scâoo/ environment is clean and safe'

Q17: Teachers have a range of support personnel'

Ql8: Leadership tries to address concems about facilities'

Summary

SectÍon3: Scl¡ool Leaderc hi P
Q19: Principa! is a strong, suppottive leader'

Q20: Leadership has a strong, shared vision for school'

Q21: Leadership team is open to new ideas'

Q22: Leaders shield teachers from disruptions'

Q23: Administrators give priority to supporting teachers'

Q24: Teachers are held to high standards'

Q25: New teachers have effective mentors'

Q26: SÍata initiatives are communicated clearly to slaff'

Q27: Leaders try to address concerns about leadershíp'

Summary

Sectíon4: EmPowerment
Q28: Teachers are centrally involved in decision-making'

Q29: Teachers are tecognized as educational experls'

Q30; School supports reasoned educational risk-taking'

Q31: Parents have many avenues fo express concems'

Q32: There is an atmosphere of mutuàl respect af schoo/'

Q33: Leadership tries to empower teachers and parents'

Summary

S ectÍon 5 : P rofession al Develop ment

Q34: Resources are available for professional development'

Q35: Enhancing teacher knowledge is school prioity'

Q36: Different iypes of teacher leaming activities are valued'

Q3Z: Profess iona! development activities are based on research'

Q38; Profess ional development is based on teacher and school goals'

Q39: Leadership tries to provide quality professional development'

Summary

Averalge RePort
* lndicates Statistical Significance

Elementary

Number of ResPonses 19911

2.72
3.12
3.10
3.14
3.05
3.63
3.83
3.23

3.96
3.24
3.82
3.28
3.74
3.76
3.91

3.09
4.47
3.85
4.?2
3.76

4.52
4.54
'4.33

3.95
4.12
4.76
4.40
4.18
4.13
4.33

Middle
8480

Difference

3.59
3.33
3.06
3.20
3.54
3.67
3.75
3.45

4.O4

3.89
3.79
3.37
3.46
4.29
3.97
2.97
4.17
3.71

4.01
3.79

4.29
4.24
4.08
3.ô6
3.94
4.44
4.19
4.05
3.90
4.09

-0.87 "
-0.21 *

0.04'
-0.05 *

-0.49 "
-0.04'
0.08 "

-o.22 "

-0.08 "
-0.65 "
0.03

-0.09 "
o.28 *

-0.53 "
-0.06'
o.12 "
0.29 *

0.14 *

o.21 ',

-0.03 *

0.24 "
0.30 "
a.24 *

0.29 *

0.19 *

0.31 *

0.22 *

0.14 *

0.24'
o.24 "

3.80
4.09
3.99
4.39
4.05
4.20
4.09

3.61
3.9s
3.83
4.26
3.78
3.93
3.89

0.19'
0.14 *

0.17 "
0.13 *

o.27'
0.27',
0.19'

4.02
4.11
3.85
4.01
4.21
4.42
4.10

3.87
3.87
3.76
3.80
3.98
4.16
3.91

0.15'
o.24'
0.09 "
o.21 *

0.23 *

0.26 *

0.20 *

There were 42,209 responses statewide. 4,31s were not varid, reaving 37,8g4 responses included in this report' 19'91 1 were elementary schools'

8,4g0 were middle schools ,9,2'12 werehigh schools, and 291 were charter schools AppendiX D Page 9



State Rêport: Wôrking Coridit¡on'5 Survey
Survey Rêsutts by SchoôI Type (Elemeniàry;'mltldte,'High and Gharter)

* 
I ndicates Statistical Sig nificance

Elementary
Number of Responses 19911

High Difference
9212

Section 1: Time
Q|: Teachers have time to work on curriculum, classroom

managenent and individual instruction.

Q2: Teachers have reasonable student loads.

Q3: Teachers are protected from duties that inte¡'fere with teaching'

Q4: New teachers have time to wark with mentors.

Q5: Teachers have time to collaborate with colleagues.

Q6: Time is provided for professional development.

Q7: Leadership tríes to address concerns about time.

Summary

Section 2: Facilities and Resources
Q8: Teachers have space to work with students.

Q9: Teachers have quiet space to work individually.

Q|0: Teachers have suffrcient ofñce supplies.

Q1 1: Teachers have funds to purchase supp/ies.

Q12: Classrooms/labs have cunent technology.

Q13: Teachers have recotd keeping technology,

Ql4: Teachers have reliable communication technology.

Q15: Teachers have adequate clerical assistance.

Q16: School environment is clean and safe.

Q|7: Teachers have a range of suppod personnel.

Q1 8: Leadership tries to address concerns about facilities.

Summary

Secfion 3; Scfiool Leadership
Q19: Principal is a strong, supportive leader.

Q20: Leadership has a strong, shared vision for school.

Q21. Leadership team is open to new ideas.

Q22: Leaders shield teachers from disruptions.

Q23: Administrators give prioity to supporting teachers.

Q24: Teachers are held to high standards.

Q25: New teachers have effective mentors.

Q26: Staúe initiatives are communicated clearly to staff.

Q27: Leaders try to address concems abaut leadership.

Summary

Secffon 4: Empowerment
Q28: Teachers are centrally involved in decision-making

Q29: Teachers are recognized as educational experfs.

Q3O Schoo/ suppotts reasoned educational risk-taking.

Q31: Parents have many avenues lo express concerns.

Q32: There is an atmosphere of mutual respect at school.

Q33: Leadership tries to empower teachers and parents

Summary

Secfion 5: Profess i onal Development
Q34: Resources are available for professional development.

Q35: Enhancing teacher knowledge is school príority.

Q36: Ðifferent types of teacher learning activities are valued'

Q37: Professlonal development activities are based on research

Q38: Prcrfessio nat developmenf is based on teacher and schoo/ goals.

Q39: Leadersh ip tries to provide quality professional development'

Summary

3.96
_ 3.24

3.82

2.72
3.12
3.10
3.14
3.05
3.63
3.83
3.23

3.61
3.37
3.04
3.13
3.07
3.50
3.69
3.35

-0.89 *

-0.26 *

0-07 *

0.01
-0.02
0.13 "
0.13 *

-o.12 "

0.22 *

-0.31 "
0.36 *

o.21 *

4.44 *

-0.45 "
0.11 "
0.15 "
0.38 *

0.31 *

0.33 "
0.16 *

o.27 *

0.39 *

0.32 *

0.35 "
0.28 *

0.49 *

0.32 "
o.23 *

0.33 "
0.33 *

0.38 *

0.33 "
0.32 *

0.23 "
0.30 *

0.38 *

0.32 "

0.30'
o.42 *

o.22 *

0.39 *

0.40 *

o.41 *

0.35 "

3.28
3.74
3.76
3.91
3.09
4.47
3.85
4.22
3.76

4.52
4.54
4.33
3.95
4.12
4.76
4.40
4.18
4.13
4.33

3.80
4.09
3.99
4.39
4.05
4.20
4.09

3.74
3.56
3.46
3.06
3.30
4.2'l
3.80
2.94
4.08
3.53
3.89
3.60

4.26
4.15
4.00
3.61
3.84
4.26
4.08
3.95
3.80
3.99

3.42
ó. /Þ
3.67
4.16
3.75
3.81

3.76

3.72
3.70
3.63
3.62
3.81
4.01

3.75

4.02
4.11
3.85
4.01
4.21
4.42
4.10

There were 42,209 responses statewide. 4,31 5 were not valid, leaving 37,894 respon ses included in this report. 19,91 1 were element-ary schools, €,480 were

middle schools, 9,212 were high schools, and 291 were charter schools. Appendix D Page 10
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Teacher Retention and Teacher

Quality: National Trends Based

on Research and Practice

Eric Hirsch, Vice Presídent ofPolÍcy and Prrtnerships
NCGA Joint Legislative Education Oversight Committee

FebruarY 26,2004

rxc ¿ourtê^d cÉ¡rcñ ior¡

l['r,rcl.niv;
L)UALITY,.",.
V *,-*i"or-'r¿ø

SE CTQ improves student achievenent by

shaping policies that support qualþ tenching

through engøging accomplished teøchets'

building coalitions ønd conducting tesearch

. Studying the impact of NCLB in NC districts

. Developing a working conditions tool kit to be

used inNC communities
. Working with the Govemor to engage other

states in the use of the working conditions
survev

ÉÀsf cE¡1éa rot

ll'eilcgwc
L)UAI.JI'Y..",,.\., *.,*n.*.w¡¡

Teacher Retention: An Essential Issue

¡ About one-third ofnew teachers leave the
profession after three years and almost half after
five years

r Teacher turnover (those who leave the field and
those who change jobs) is 15.7%, higher than
non-teaching occupations (1 I %)

r Turnover is costly - approximately
rnore for each recruit leaving in the
years ofteaching

$1 1,000 or
fustfew

1



Beginning Teacher Re is a Serious Problem
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School Conditions are the Biggest Reasons for Teacher

Dissatisfaction
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Compensation and Performance

a
J

Recommendations of the Teaching
Commission

r School districts and unions
need to transform how teachers
are paid

;r Competitive base pay (10%)

, r Pay based on performance (30%)

:r New career tracks

,r Premium pay in high need areas



' I am satisfied with my teaching salary

Slronoly
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&* 100*
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PerformancePay: Moving Beyond the Salary
Schedule

r Merit pay plans were tried and ¡etired in the 1920s, 50s, 70s
and 80s æ they created divisive and competitive work
enviroffnents at the expense ofoverall school success

r Career ladders in the 1980s in response to A Natíon at R¡ski
ln 1986, 29 states were implementing or had mandates to
develop career ladder or teacher incentive programs. In
1994, only 4 siates-AZ, MO, TN andUT-still funded
career ladder programs despiûe some positive study findings

r Difficulty primarily around the issue ofdefining good
leacher performance. Individual performarice pay vetsus
competency based rewards...subjective measures of
perfomrance from a fixed pool of funds versus rewarding
for developing and using knowledge and skills identified as

valued by the school

Performance Pay: Moving Beyond the Salary
Schedule

r Questions about the appropriateness of the single salary
scheilule given the changing roles ofteachers, schools, etc.

r Rewards regardless ofskill and competence: longevity and
degree

r Years of experience, education units, ând university de$ees
are indirect indicators ofknowledge and skills and may
¡eward skills that are only loosely connected to teaching.

r I¡ ¿ context with standa¡ds, assessments and benchmarks for
students, similar expectations for teachers should be created

4



Pay for Performance: State Policies

r 9 states have policies encowaging pay for performance
according to Education Vr'eek, 2004

r lowa: SF 476 passed in 2001 setting up career paths with
compensation based on locally derived performance
measures, as well as funding mentoring, professional
development and a team-based pilot

r Arizona: Proposition 301 passed in 2000 qeating a 0.ó cent

sales tax incrcasc providing about $445 million annuolly for
education (20% basepay,40Yopay for performance, 40%
site selectetf initiatives)

r Kentucky: Attempts to fund pilots for over a decade

r Other states re'xard performance through school bonuses,
national board certification, eûc.

Performance Pay: Key Questions to Ask

r Wh¡t ls thc role of ahe st¡te? will progrm criteria be detcmined
by th€ statc or local schæl district? (reciprocity vøsus væiation in
siandards md potcntial mis6c of fr¡nds) BoÉom up appffi to work
fr better thm top dou ð procs is ö import4t æ outcomff

r How wlll perfom¡nce be me¡süed ¡nd gosb be detemhed? In
Colorado,-Dqrver hæ s€t pøfomilcc objeqtiv6 (2) botwçm t€æhffi
md orincioals lover 6.000). Will all schools be i¡cluded in the sme
co-iuison eÈgo.iei? Úhat goals should bc meæured? Data?

Longitudinal ild æc6siblc?

¡ How wlll the rewsrds be fmded? \ryhat will this do to cquity if
statc fi¡nded md how much will the prcgm cæt?

r Whåt wlu the lnp¡ct be on other educsdon reforms snd tescher
quallty lsus? Will the state bmofit o¡ suffcr regarding teæher
recruiünmt ild retmtion?
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Recommendations of the Teaching
Commission

College and university presidents
must rcvâmp th€ir teacher
educatlon programs and make
teâcher quality a top priorify
Raising standards

Encow¿ging teaching

Measuring results

Federal funding

States must inprove-or overhaul-
their licensing and certillcation
requirements

ANationAtRisk- 1983

Persons preparing to teåch should be required to
meet high educâtional standaxds, to demonshate
an aptitude for teaching, and to demonstrate
competence in an academic discþline. Colleges
and universities offering teacher preparation
prograÍìs should bejudged by how well their
graduates meet these criteria.

U.S. Department of Education: Meeting the
Highly Qualified Teacher Challenge

"States will need to streamline their
certification system to focus on the few
things that really matter: verbal ability,
content knowledge, and as a safety
precaution, a background check on new
teachers."
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What is Quality Teaching?

Advðncd d.græ fton good shool

Añtulptutry: Áñdd q&o" túe

Hrvlno . lot of .nthGh¡m br

liavlng ¡ 6rlnû

H¡vlng ¡ lotot lnvolv.ñdtffi

¡all dulb

Hr¡ng *llh todd¡gn l.mlng
dÞ€il.ncs thåt lßpf er¡nbrdt chlldGn

Hrvlng aüloroügh undorst ndl[g ot
¡ubræl

Do "QUITE A LARGE NUMBER" of New Teachers

Need a l¡t More Training In....?
o/o Of Teachers RePotting Yes

--
I

-!{fI

¡Tol¡l

&rugallnc

Teacher Preparation Reduces First Year
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Better Prepared Teachers Enter Teaching &
Stay Longer
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Preparation Programs: Looking in the Mirror

I Limited preparation for teaching in hard to
staff schools (Center X, Osborne Fellows)

r Little focus on second language learners

r Inadequate use of most accomplished K-12
teachers as teacher education faculty

r Limited partnerships with school districts
that support new teacher induction
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Teacher Preparation: State Policy Tools

r Historically, statc legislatue havc bem reluctatrt to impose rcgulations ön

teæher prcparâtion prcgrm, rellng insæad on altüing c€rtification md
licmsue rcquirffimts...md more ræcntly on altemativ€ rout6 into the

profasion. Refom hæ drivm by prepæation prcgm thmelves

r Dspite atl staþs having m ææditation procss (45 stats hav€ u
agrccmmt witl¡ NCATB), thse 4e not well udeFtood md have not bcil
ued to close prcgzm

primily through the ue of perfomce on

Title II repo¡ting is likoly to k€ep lhis
policymaker agendæ

r Chilgcs !o prcpa¡ation only affcct a limited number oftæchen givø the

prepondomce of out of state teæhcß, out of ñeld toæhing md latoral

mtry prcgrm

r Accomtability hæ occuned
$sessmonts (fK l.IY, GA)
discussion on legislativc md

Leadership and Support

, Recommendations of the Teaching
Comrnission

r School districts need to
give principals sây over
personnel decisions,
while principals must

I provide teachers with
; mentoring and ongoing
. professionâldeveloPment

lmown td improve
classroom instruction

9



The princþal talks with me frequentþ about my
instructional practice.

a,6r

@% &*
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Governor Easley's Teacher Working
Conditions Initiative

r In @e studie conductcd by SECTQ ia tlræ exemplary schools,
foud lhat principal Ieadeship wæ the key to working conditions
satisfætìon in â wiety of deõ

¡ T@heß in North Cælina æ oveËll satisfied with their ænditios
of work, fceling m6t satisfied with school lcadeßhip md l6t
satisficd with the mout of time they havc to do their jobs. Thcæ
wæ mixed fcelings on fæilitiæ, empowement md profesional
devclopm€nt

r Allows data d¡ivcn decisiøs about a crucial @mponcnt of rctmtim.
Now being replicated in SC md GA, T.hrcugh BellSouth, SBCTQ
ud othen devcloping a tool kit ud working dirccdy in NC
comuities on schæl bæed rsfom

Induction and Mentoring: State Policies

¡ I 5 states requite and finance induction for all new
te¿che¡s

I 9 states speciry the amoudt of time for mentors ând
their assigned teacher to meet, ranging from70
hours or a few meetings per year to AR, CT, DC,
MD, WV requiring some contact each week

I Essential components include: time, mentor
compensation, meritors in same school and field,
mentor training (specific to teacher type)

10



lnduction and Me,ntoring: Connecticut BEST Program

BEST, launched in the mid-1980s, requires new teachers to

create a highly struchued porfolio consisting of lesson

logs, videos, commentaries and stt¡dsnt work

Mentors meet regularly with their new teacher úo plan
instruction and assess practice. Content-specific seminars
are available for novice teachers (25-30 hours) that are

fâcilitat€d by hained teachers, adminishators and teacher
educators who also score porfolios

Portfolios are reviewed by two hained assessors in the

same content area with an initial pass rato oî 85-92yo

The annual cost ofthe program is $3.6 million for 2,800
teachers, or abut $ 1 ,400 per new teacher (one-third to
supporÇ one-third to professional development and
scoring, and one-third ùo adminishation)

:l

Induction and Mentoring: California's BTSA
Program

r Daily (on-site) supportfrom a trained, experienced
teacher; monthly formative assessment based on

evidence and state tools

r lndividual induction plan to support professional
development over two years

r BTSA: first year teachers remaining in the same
school - 91% and 93% in the same district in 1 29 of
I 33 sites (1 999-2000). Statewide retention rate for
first year teachers was 96% and 94% for second year
teachers

r $3,375 per beginn¡ng teacher per year with a $2,000
ìn-kind district match (university sponsored programs
receive no state funding)

Professional Development: Access to
Opportunities

¡ While 96 percent participate in PD activities, only 30
percent nationwide received in-depth study in a specific
field, and only I 5 percent received t hours or more of
this type ofhaining. 35 states, mandate PD for
licensure renewal, most are for clock hours and do not
differentiate between types ofPD activities

r Less than one-third of teachers feel well prepared to
assess student perfomance and teach to new stâte
standards

r No Child Left Behind provides $2.85 billion in teaching
quality funds that can be used for scientifícally based
professional development Districts must use 5 percent
ofTitle I funds to ensure teachers are highly qualified
and identified schools must spend 10 percent on
professional development

11



Professional Development: Investing
Strategically

¡ 'v¡/ide varíations in spending across districts. In Colorado,
disticts report spending betrveen .001 and 7 percent of
total district expenditues. Most spending was on in-
service training days. Vermont had a similar range

I MO requires 1 % of district and 1 % of súate expendih[es
and MN 2% be spent on staff development. Otïer states
ûmd on a per pupil basis (S24 in KY, $75 in MA).
Average district spend:lng at2.76yo

¡ One exÍa in-service haining dây in NM was calculated to
cost the state approximately $ 1 00 million. States creating
special institutes and academies linking K-12 and higher
education that focus on qpecific ûopics

If you could go back to your college days and start over again,
would you become a teacher again or not?
S!É: sbol ¡¡d tußlr Suû¡ lrÐ.2@

{.3f

ðÉ ¡0s æi &* 100t

n.6r

C.ndnlywoúld bm

Pr.bbly wo& bm.

976 Airport Road, Suite 250
Chapel Hill, North Carohna275l4

(ele) 843-951e

ContactUs@teachingquality.org
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SYSTEM LEVEL
TEACHER TU RNOVER REPORT

2002-2003

G. S. 115C-12(22) requ¡res the State Board of Education to monitor and compile an

annual report on the decisions of teachers to leave the teaching profession. To this
end, LEAs are asked to complete a survey on an annual basis. The survey for the
2A02-2003 school year asked LEAs to report the total number of teachers employed in

the system between July 1, 2002 and June 30, 2003, the total number of teachers
leaving the system, the number of teachers with tenure who were leaving, and the

reason given by teachers for leaving. All 117 LEAS submitted a survey for the 2002'
2003 school year. The results of the surveys are summarized in the following pages.

Survey lnstruments Used

Copies of the survey used and clarifying examples are contained in Appendix A. As
was the case last year, LEAs were asked to identify up to five teaching areas in which
they found the greatest difficulty in hiring appropriately licensed teachers. Their
responses have been summarized and are included in this report.

Turnover

The 117 school systems reported that 11,531 teachers of the 92,688 teachers
employed during the 2002-2003 school year left their systems for an average system
level turnover rate of 12.M%. This is down slightly from the 12.49o/o reported for the
2001-2002 school year and the 13.96% reported for the 2000-2001 school year.

Of the 11,531 teachers reported leaving teaching, 3,797 (32.93%) had tenure. During
the 2001-2002 school year, 29.5o/o of the teachers who left teaching had tenure, while
30.7o/o of the teachers who left during the 2000-2001 school year had tenure.

System-level turnover ranged from a high of 27.59% in Hoke County to a low of 3.16%
in Clay County. A listing of turnover by systems is included in Appendix B. Appendix C
contains a listing of turnover reported by local systems for the last five years.

Reasons for Leaving

The table that follows details the reasons for teachers leaving as reported by their
school systems. They are ranked in descending order. Appendix D summarizes the
reasons given for teachers leaving across the past five years.





Reasons For Leaving As Reported By The LEAs

Reason

% of teache¡s
leaving for
this reason

Number
leaving for
this reason

Resigned to teach elsewhere
To teach in another NC LEA (79.15%)
To teach in another state (15.640/0)
To teach in a NC non-public/private school (3.86%)
To teach in a NC Charter School (1.35%) 18.64% 2149

Retired
With full benefits (90.71olo)
With reduced benefits (9.29%) 17.28% 1992

Resigned-Family Relocation 14.26% 164ø.

Resigned-Other reasons or reason unknown
Other reasons (63.01%)
Unknown reasons (36.99%) 12.No/o 1430

Resigned-Family responsibility/child care 6.42o/o 740

Resigned-Dissatisfied with teaching/career change 5.20o/o 600

Did not obtain or maintain license 4.22o/o 487

Re-employed retired teacher resigned 3.83% M2
Resigned-To continue education/sabbatical 3.36% 387

Non-Renewal (Probationary contract ended)
3.13o/o 361

lnterim contract ended-not rehired 2.71o/o 312
Resigned-Because of health/disability 2.48o/o 286

Stayed in LEA but in Non-Teaching position
2.11o/o 243

Resigned-ln lieu of dismissal 1.56% 180

Moved to a non-teaching position in education 1.33o/o 153

Deceased .49o/o 57

Dismissed
.31o/o 36

Reduction in Force .28% 32

Total 100o/o 11,531
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Most Difficult Areas of Licensure
for which to find Licensed Teachers"

2001û2 2002-{13

Number of LEAs Responding to Question = 106 Number of LEAs Respondins to Question = 110

License Area # ldentifying License Area # ldentifying

9-12 Mathematics 85 9-12 Mathematics 99

9-12 Science 68 9-12 Science 70

Exceptional Children 58 6-9 Mathematics 69

6-9 Mathematics 4 6-9 Science 59

Second Languages* 27 Behavioral/Emotional Disabilities 26

6-9 Science 26 Gross Categorical 24

Leaming Disabilities 20 Exceptional Ghildren 24

Behavioral/Emotional Disabilities 16 6-9 Language Arts 23

9-12 English 15 Leamlng Disabilities 19

Business 14 Second Languages 19

Media Coordinator 13 ESL 14

Mental Disabilities 13 Mental Disabilities 14

ESL 12 Elementary Education 11

Middle Grades 10 9-12 English 11

Cross Categorical I Severe/Profound Disabilities I
Workforce Development I Counselor I
Family and Consumer Science I Media Coordinator 8

6-9 Language Arts 7 6-9 Social Studies I
Counselor 6 Birth-Kindergarten 6

Elementary Education 5 Workforce Development 5

Birth-Kindergarten 5 Technology Education 5

"lncludes only those areas identified by 5 or more LEAs

* Spanish was the Second Language most often identified
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