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Findings from the P-20 Educator Subcommittee: 

Teacher Compensation and Evaluation
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Introduction
Recruiting, hiring, retaining, and supporting quality educators is the central challenge facing Colorado's education policymakers.  Without the right people, adequate resources, and the effective support to those people, Colorado will not be able to meet the goals of decreasing drop-outs, closing the achievement gaps, increasing achievement for all students, and increasing post-secondary education outcomes.  

Having the best educator workforce possible will require the use of multiple policy tools, innovations, and improvements in practice.  The Educator Subcommittee of the P-20 Council is focused on recommending to the governor state level policy actions that can best improve education outcomes throughout Colorado.  The Subcommittee identified five primary policy areas for its work: 

1. Compensation and Evaluation

2. Training and Preparation 

3. Recruitment

4. Retention, including working conditions

5. Leadership

The committee intends that through improving policies on these issues the status and recognition of the value of educators will be increased.  

This white paper represents the initial work of the Subcommittee.  It reflects the Subcommittees fact finding from state and national experts and practitioners and resulting recommendations around sustainable alternative compensation with a focus on the K-12 level.  Increasing overall compensation and encouraging sustainable alternative compensation systems for educators are the central findings of our deliberations, to date. The following principles are critical to the successful implementation of any compensation systems.    

Prerequisites and fundamental tenets for implementation of alternative compensations systems.

· Sustained adequate funding—the ultimate success of alternative compensation systems will require both significant increases in base pay and sustained, stable, sufficient resources to ensure that meaningful differentiated pay schedules can be supported over the long-term.

· Local development and implementation—the state should not impose any particular system but should create the conditions to help local systems be successful as they develop compensation systems that meet local needs. 

· Educator/stakeholder participation—locally created alternative compensation programs should integrally involve educators/stakeholders in all planning and implementation stages.

· Transparency—differentiated pay and rewards must be distributed according to policies, guidelines, and practices that are understandable, clear, available and accessible to all educators in the school or district implementing the system.

· Broad measures of excellence—the system should be based on multiple measures and should add value and reward a broad set of criteria for excellence.

· Educator professional advancement—educator compensation for educational advancement (i.e. coursework or professional development) should be related to classroom subject, pedagogy, or student needs. 

Innovative teacher compensation systems represent one strategy for recruiting, retaining and supporting high quality educators in districts throughout the state.

· Increasing overall compensation is an important means of making teaching in Colorado more competitive with other states and professions, thereby attracting and retaining quality teachers.

· The current teacher compensation structure often does not adequately reward the most skilled and effective educators. Changing teacher compensation so that it recognizes highly effective teachers would send a clear message that Colorado values quality teaching.

· Alternative compensation systems have the potential to improve the field of education, thereby attracting a larger pool of individuals with high labor market value into the teaching profession.  
· Alternative compensation systems can address and reward educator differences in expertise, training, and job difficulty.

· Alternative compensation systems have the potential to create career paths for educators, foster collaborative professional growth, and create a culture in which educators can thrive. 

· The development of alternative compensation systems may sharpen and focus district policy and practice on important educator skills and knowledge as well as learning outcomes for students.  

Challenges in implementing and evaluating alternative compensation systems:

· Defining quality—How should the system define, identify, evaluate, and reward “high quality” educators?

· Market incentives—How to create market based incentives for high needs and hard to fill positions?

· Professional learning—How to define and reward important, valuable and effective professional learning? 

· Diversity—How to support diversity in recruitment and retention in terms of race/ethnicity, gender, and disciplinary background?

· Subjectivity—How to overcome real and/or perceived subjectivity and uncertainties of pay in compensation systems?

· Maintaining high base pay---How to maintain a base pay that can attract high quality educators to positions throughout the system?

· Sustainability---How to create and maintain sustainable financing for alternative compensation system?  

Recommended the state provide assistance with the design, development, and planning of alternative compensation systems throughout the state by providing: 

· Increase school funding---The current school finance act does not fully fund state mandates nor adequately meet the needs of districts to attract, retain, and support the high quality educators needed to reach the state’s educational goals.  Funding should be increased and combined with significant changes to how educator quality is identified and rewarded.  

· Seed funding—the state should create a pool of money (both private and public sector) that provides resources for districts and schools to design, develop, plan, and evaluate alternative compensation systems. 

· Technical Assistance—the state should provide assistance to districts and schools working to create alternative compensation systems based on lesson's learned by practitioners implementing and researchers evaluating alternative compensation systems.  This assistance could include:

· Compensation models—What models have been developed and used and what are the identified strengths and weaknesses of each?

· Compensation decisions—Whether school-level, teacher-level, and/or team-level incentives are effective and appropriate?  The more individualized and nuanced the compensation decision, the more resource-intensive, data-dependent, and/or subjective the system becomes.  

· Forecasting—How to forecast the financial demands in creating, maintaining and sustaining an alternative compensation system?

· Evaluation—Evaluation of existing and new compensation system to identify both positive and negative outcomes and important lessons for practitioners.  

· Data—the state should improve the collection, maintenance and availability of education data in order to support, evaluate, and learn from alternative compensation programs. 

It is the intent of this Subcommittee to work through the remaining issues listed above in its efforts to improve state level policy around preparation, recruiting, hiring, retaining, and supporting quality educators (preschool through post-secondary education) through out the state.  
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