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Dear Florida Citizen:

The Teacher Compensation Working Group is an assembly of leaders of nine
state level educational and business organizations. We have spent the past
year discussing and debating a variety of issues concerning Florida's
educational system and the compensation of its school teachers. We came
together with the hope that these discussions would lead to a greater
common understanding and sense of direction for Florida to pursue in
improving the outcomes of its K-12 educational program. We believe we
have made significant progress.

The following document describes our work in three parts. First is a
general set of recommendations concerning the many components we
believe must be Iincorporated in any sufficient vision of the teacher
compensation issue. - This section also describes the problems we are
addressing by placing emphasis on the compensation of teachers. The
second part puts forth a framework for our Legislature, State Board of
Educahon, Department of Education and sixty-seven local schoo! districts
to utilize in establishing performance based Career Development Programs
to reward those teachers who demonstrate the initiative for professional

development and enhanced performance. The third section communicates
our recommendations concerning the allocation of resources to the areas
identified in the first two parts. This section |den'r|f|es three specific goals
to be achieved by the 1986 Legisiature.

We hope you will consider our analysis of the problems Florida faces in
ensuring appropriate instructional quality for its young people and support
our sense of how to alleviate those problems through the judicious use of
our public revenues.

Sincerely,
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Tallahassee.- Florida 32302
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EXECUTIVE SUMMARY

" The Teacher Compensation Wd'rk'ing Group is an assembly of leaders of nine

'educaﬂonql and business organlzahons._ This report provides recommendations

concermng the range of issues involved in tedcher compensation. What binds us
together is a uniform belief in the importance and potential of pubhc education to

‘our children and to our advancement as a democratic nation in the face of an

increasingly competitive world situagtion.. As our qufe strives. to improve the.
quality of education available to. all our young people, we commoniy recognize

* improvement of instructional quality to be the .single most important element of

that effort. Instructional quality is a direct. function of the.quality of the
teachers meeting aur children every dc:y. - : .-

The overriding problem to whigh our recommendations are addressed is a
critical one: the requirement for Florida to attract and retain more high quality
individuals to the teaching profession. Unlike many states, Florida has an
elementary and secondary school student population that will continue to grow due
to two factors: immigration and birth rate. This requirement of growth comes at
a time when teaching has become a less attractive job option to cur best and
brightest high school graduates. Put simply, improving the quality of education
we can give our younl_g people depends on increasing the attractiveness of the
teaching profession in Florida.

One way we will have to do this is to incregse opportunity within the
profession for monetary compensaﬁon_. ‘While we recognize money alone is not the
sole reason individuals do or do not enter a teaching career, it is a compeonent of
the decision. Neither current entry salaries nor lifetime earning opportunities are
sufficient to attraoct the quality of teachers we require. Across the beard
increases, alone, however, is not a sufficient sclution to this problem. While it's
true that many current teachers are underpaid for the quality of service ‘hey
render, monetary incentives as a means of attracting and retgining ‘eachers must
be used selectively to assure that the highest quality personnel available are
serving our children. What may be needed is d restructuring of our approach to
compensation fo reflect the reality of market conditions and natural variability of
human performance and initiative.

To achieve this objective, the report propcses nine specific
recommendations addressed to the areas of base compensation, incentive
compensation, recruitment and professionalism. It also proposes a detailed
Professional Teacher Career Development Program. The report itself is brief,
Therefore, we do not summarize its programatic proposals here. In general it

calls for: market sensitive and professionally competitive levels of base

compensation, ‘supplemented by specific - incentive compensation programs that

" provide opportunity for a teacher to receive up to an additional ane-third of his or

her base pay for special efforts. Such a compensation structure, coupled with
effective recruitment efforts and improvements in school and classroom working
conditions, will increase the attractiveness and professionalism of teaching.

Appropriate funding of the recommendations propased will require several
vears to implement. The Career Development Program alone is anticipated to

F



cost $9OM in’ n‘s ftrsf year, mcreqsmg fo a $330M cost in year five and beYOnd o
'_'_The other proposa!s also reqwre significant commrfments of resources.

i ndmg recommendahons for 1986 have been fempered 10 reflect the

r-

. serious’ resource constraints under which the 1986 legislature is. operating.
- However, our fellow citizens and elected representatives must recognize that if
‘we are to continve to grow successfully, Florida faces slgmf!com infrastructure
~and public service requirements. These requirements make serious.examination
and adjustments of our systém of ‘taxqtion mandatéry, We' dlso urge, a review and,
“'where appropriate, a redrdering of our current allocation. of resources. wﬁ'hln the

education sector. As revenues |ncrec|se, sngmf:can? new. resources must be
directed to our public schools in @ manner that enables our. resource commitments
to become self-renewing as a result of the renewed economic and socia! well being

“thiat results from rmproved educahonql outputs,

Therefore, we propose a sufficient portion of the revenuas generated by
revisions in our tax structure and current educgtional expenditures be established
in a trust fund. This trust fund, for the improvement of teacher quality, is to be
used to fund local actions consistent with the report's programatic
recommendations. :

_ To help ensure Iincreagsed productivity accompanies these increased .
expenditures, we recommend a performance-based career development program,
with characteristics equivalent to those proposed in our report, be nassed by the
Legisiature this year--with local implementation scheduled. for fiscal year 1987-
28. However, the program must carry assurances of funding during 1987-88 at the
levels suggested as necessary, or it should "ot be implemented. Underfunded
programs will not achieve the objectives we hold for improving the practice and
professionalism of teaching.

In oddition to appropriately funding incentive programs, base teacher
compensation must be increased to market sensitive levels sufficient to attract
the quality of individuals necessary to staff Florida’s schocls and to meet our
enhanced certification standards. Therefore, we propose significant increases in
both base feacher compensation and incentive compensation allocated so that
after three years of implementation, Incentive programs will constitute
approximately 0% of our enhanced pooi of total compensation dollars. 7o
indicate a commitment to this approach we urge our Legislature to take action
this session tos :

. Fund increases in base compensation this year sufficient to enable our
- teachers to receive-an-agverage snic:ry increase-at the levels: aﬁamed 'rhe
past three years. ;
¥
2. Fund the Quality Instruction Incentives Trust Fund sufficient to a) meet
our obligations to those teachers currently designated as Assoccigte
Master Teachers, b) pravide a payment of $3,000 to those who are to be
designated Associate Master teachers as a result of this year's program
procedures, and c) prowde adequate incentive for our teachers and
school boards to continue their participation in the Merit Schools
Program,
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:Pass o performance-based Career’Development Program which ensures
hat  funding available in [987-88 will support and motivate full
participation: of our teachers and local school districts.  This
~ commitmant is necessary to assure our teacher unions and school boards
that their efforts to develop a viable local program are worthwhile,

We believe these recommendations for 1986 can be achieved within Florida's
current tax structure. However, we must reemphasize that the recommendations
contained in the report will.require. s;gmﬂcum new: tox- resources in future years.
In addition to reviewing our tax system. we urges the Legislature to commit any

" significant new sources of revenues which shail become dvailable hetween now and-

fiscal year 1987-88 to fund the recommendations in this repart. The steps implicit
in these recommendations are necessary ones to take if our public schools are to
continue to make the contribution to Flerida's economic growth and development

- we expect of them., We urge your commitment to these recommendations and to

providing the rescurces necessary to their achievement,
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RECOMMENDATIONS TO THE CITIZENS AND GOVERNMENT OF FLORIDA
CONCERN!NG TEACHER COMPENSATION:

' Theﬂ Teacher Corﬁpehédﬂon :Wdrking" 'Gro]ub" is an 'aSserﬁbl'y"' of leaders of nine
educational and business organ izations. We have :joif{éa ?oéefhef. "fo.aﬁér'ﬁbf a reso fution
of the confl?cﬁng percebridns and opinions éonéérﬁfﬁijf :'ir:écché"ri dudii‘f_‘;x and compensation
that have been the basis of much dis\c:gree'rrien"r over state ed'tht:.dfiohal.l ﬁ;oncy for the past
several yedr.s." | |

This statement reflects our commoniy held beliéfs concernin;; the rc:.nge of issues
invalved in teacher co.mpenscz'ri-on.. What binds us together is a uniform belief in the
importance and potential of public education to our children and to our advancement ds a
Hemocraflc nchon in the face of an increasingly competitive world situation. As our

S*cl‘re strives to 1mprove the qualiity of education ova:!abie to all our young people we

commonly recognize 1mprovemen1’ of ms?ruchonczi quality to be the single most

important element of that effort. Instructional quality is a direct function of the quality
of the teachers meeting our children every day.

‘Ne believe Teaéﬁe’r quality to be relative to many factors: a fair and r'éqsonc:b[e
éompensaﬂon schedule, including elements that reward performance; standards for entry
to training and to practice; periodic and crppropr_iczfe evaluation and professional
deveiopmen?l; opportunities for advancement and additional responsibility; a professional
environment in which to work. The recommendations that follow are intended to ufi_iize
the policy making role of state government to create a structure within which the
churcc?érisfi;:s just described are mﬁst Iik.ely ;1'0 continue to emerge witﬁ’ih Florida's
sixty-seven different schoal districts. While we belleve ultimately that educational
problems should be identified and resolved at fhe"govérnmenfa! level closest to .:them,

(l.e., the local school and district), we recognize that the State has the Iresponsibilify to



set stdn—ddr:cis;”_éﬁd-q\p'rov.ide;hé.._ovppér?un_‘ijj_'x""fl"c;r._l_.':'lo'(:d'.l_;_ _responsés.’ Therefore, wherever- -

possible’ our qéjt;.g.:mmendo_ﬁo.r;s follow such @ model. The following pages describe our
sense of the mo:s?' sig'r.wifica'n:f problem fgc_.jng\__l_g_ci_psq.tionq_l improvement in Floridg and our
___re_cc_:m_r_nendcﬁohs for Hs__cxllevi_dﬁon. Re_c:gm_m:endq;jg,,_
funding, base compensation, incentives, recryitment. ;c'l_nd,/___pro_fgssiqpc:s!I,sm,.;;:..___T;hg;g-._. are
structured and presented as a package to b_g_iir_mp f}g_rﬁ:gntgd together as a total prograrm. It
is the .intent. of this group to .deui with the 'én'rir_e employment condition of the teacher.

Our recommendations reflect this comprehensive approach to what is a muiltifaceted

problem. -

The Probiem Béinq Addressed:

The overriding problem to which these recommendations are addressed is a simple,
but criﬂcpl one: the requirement for Florida to attroct and retgin more high quality
individuals to the teaching profession. Unlike many states, Flerida has an elementary
and secondary school sTU.denT sopulation Th.aT will continue to grow due ‘o two factors:
immigration and birTh.rc:Te. Nationally, our baby Soormer's babies are 2eginning to enter
the pubiic schocld, This will result in a thTgr_mcrkeT as over one million *egchers will
be sought to fill new classrcoms over the next eight years. In Florida this affect is
multiplied by our annual population grow.fh due to immigration. This year alone 40,000
new students wera in cur schools. Furfher, Florida produces only about 30% of the
teachers it currently needs annually. The remaining 70% must be attracted from other
states. This requirement of growth comes at c_z'.fime when teaching has become a less
attractive job option to our best and brightest high school graduates. _Increcsing_ly over
the past ten to fifteen years, the pool of university students from wh.it...‘h: we draw our

teachers reflects the lower end of the spectrum of academic ability, Put simply,
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imprbving.-ﬂm- quqlify' of'-:educaﬁon we can give our young people depends on increasing

the aﬁrcchveness of the feachlng profession in Florida.

One way we will hqve to do this is ?o increase the opporfumfy wlfhm the profemon
for monefury compensqtlon. Wh;!e ‘we recogmze money clone is not the sole reason
young people do or. do. not enter ?eachmg, it is a componenf of ’rhe demsnon. Nelther
currenf entry so!orles nor hfetlme eormrg oppor?unmes are, sufficrenf to attract the
quch?y of teachers we require. Across the boqrd increases olone,. however, is not a
sufficient soiution to fhis problem.: While it's true thqf mﬁny cufren'r teachers are

underpaid for the quality of service they render, monetary incentives as a means of

‘attracting and retaining teachers must be used selectively to assure that the highest

quality personne! available are serving our children. 'What may be needed is a
restructuring of our approach to compensation o reflect the reality of market conditions
and natural variability of human performance and initiative. 'Nhat we recommend is the

following.

Funding:

There are several significant sources of revenué available to the State of Flerida
should 1t choose to have the political will to utilize them. Meeting both the educctional
needs of cur children and the infrastructure needs of our growing poouiation require
immediate action. ‘Ne believe it is important for Florida to recognize that our most

significant infrastructure resource is not our roads, schools, jails, or hospitals, but is

~ rather our pecple. [t is our pecple who will buiid the Florida of the fu'ture_.' Therefore,:

¥

investments in the growth and development of our people must lead any investment in
infrastructure. [nvestment in compensating those teagchers to whom we give primary -

responsibility to nurture the conversion of our potential human capital resources - our



a.

children. = to '"qpab_ie-'qnd'. productive cifizens must be considered an infrastructure

Envesﬁ'neh_f_5;;_9;___.__sbre.[y as are the ones in physical capital structures. We, therefore,

recommerid that the State Leqislature and the Governor act to review the current

allocation of resources .within the education sector and ' reorder priorities where

appropriate ds'weil"as," where hec’es'.sar?,-- to' obtain additionai fdzhdi'hg" frorﬁ"ﬁr'eviousiy

underutilized sources such as sdles tax and hornestead exemptions. 'We specifically

recommend a close examination of the educational impact versus the increased costs of

an extended day be conducted by the Florida Legislature. Further, review of other

specific programs concerning their contribution to instructional quality should he

ongoing.

A sufficient portion of the revenues generated by the recommended actions should
be established in g trust fund. This trust fund, for the improvement of teacher quality, is

to be used to fund local actions consistent with the following recommendations.

Hase Compensation:

Base compensation refers to the salary paid teachers upon.enfry to the profession
and throughout their career Fbr the basic. daily function of ’ﬂeeﬂﬁg, :'ns?rucﬂ.ng, and
Turturing students and the associated responsibilities.  That asic salary should ze
professioncll‘y competitive and market base&. 3y that it is meant the salary shouid be
sufficient to attract quality teachers Tn. competition with others who are trying to do 50
(professionally cohpefifive) and that it should reflect the gene.ral salary levels available
locally in other occupational activities to individuals of similar ability ond preparaﬂon.
(market based).

Base compensation is not cdequafé ly mea.sure'd by the use of averages that compare
ane state and one district to anather. Cost of living and tax burdens differ from state to |

state: s0 too do seniority levels of staff of which average salary is a direct function. As
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a resuif,;_aveggg__es__glone': do.not reflect the professionoi competitiveness of our teacher

salaries. In_gddition to averages, Florida. should. focus. its discussions on the gctual range

of salaries available fo.its teaching professionals as well as the costs and advantages of

Florida living. Such an emphasis should be on effective recruitment tool, especially as
the other regommendu.ﬂons’ c':on"rc.ined.herein; are imp:lemented-gﬁ.;-_,.--_ : |

The current. structure of. teaching and Jec:t_:Her‘._ comﬁen-saﬁdn‘{_c‘onfc:ins a _fec-fur-e.
that, while on attraction to some, has .increasingly becomera neg@tiye factor in
recruitment. ‘While many poténﬁql técchers are attracted by the ten month employment
. yedr of teoéhing, for others it acts to both depress salgries in corﬁpcfison to what those
in ether professions can earn and dermeans the teacher as a professional as he or she must
seek gltarnative employment to make ends meet over the surﬁmer recess. ‘Nhile maony
teachers do not wish to work over fhe summer months, and while in some districts as
many as one-third of our tecchers are employed by the district over the summer months,
for a significanf percentage of ocur teachers the summertime is a neriod of hcfdsh ip. k

therefore recommend that Florida schoel districts act to meet existing educational

needs, especiaily those created by increased educgtional standards, by giving Florida

teachers Increased cpportunity for 12 month empfoymé'nf. 'We are not recommending

year round schooling but rather year round employmenf. Schools can utilize additional
personne_l time to offer our ?oung people opporfuhiry for both acodemic enrichment cnd.
remedial programs. The recent Increase in academic standards is a necessary part of
achieving quclify education. However, for many young people it creates the need for
additional assistance. Matching this need with the oppormﬁi?y to -provide fe?ch_ers al2:
mon th i_nc_ome would be beneficial to all. [t is to be a voluntary program the purpose olf
which is to provide opportunity for our most talented professionals to focus on the
specific needs of those who can benefit most from the extra attention. Besides being

used to offer academic enrichment it can be used for curriculum planning and program



developmentic ”'_d'-:ihl?sélei:ted and limited cases (i.e., perhaps orice avery 5 years) to atfénd .-

e e n

profgs.:sib'na‘i elopment pirbgrcms“wifh._paid"su!qry;_i_f.,_-,.;'-_f".:_---_i_ SR

.: The u;tr'dé"ri.'véness:-- .of'--::salarie's:. for-.’...hew'ly--'--'en-fefihéii“ftéacher-s----varie'é"-ft:onside'rat;l?f
across Florida school districts.” I 1985-86 Florida begiintrg ‘feacher”salaries rangs’ fram
514,205 to $19,175. While we may be able’ fa ﬁrr‘fc'ur'-“-éj‘iass"r*aafﬁ:«.-w’ifﬁﬂean'ege graduates,

even at'current salary levels, we believe our students shﬁu'F&‘Bé”?dbgﬁ t By those whose

abilities reflect the upper levels of academic achievement. Therefore, we recommend

that_entry. ‘salaries :reflect market conditions such thgt we are able to recruit to the

pfo fassion the numbers of high ahility young people we require,

Current base salary schédules are structured around the employees' level of
education and years of experience. They provide compensation for up to four_ levels of
edﬁccrion and Ih\ some cases up to 30 years of experience, The result is an unduly long
nariod of time for_o taacher to achieve maximum salary and probably an inappropriate

reflection of the value of simple experience over other factors. Therefore, we

recommend a program of incentives to school districts to assist them to compress salary

- schedules to reflect a 7-10 step experience component covering an 8-12 vear span of

experience. Opportunities for additiongl compensation above these levels could come
from cost-of-iiving adjustments and from financial incentives to reflect the assumption
of additional responsibilities or special conditions associated with the teaching

assignment or from financial incentives for exceptional performance.

Incentivess . ' : o,

| Monetary incentives ds a supplement to basic compensation are_intended o provide
an opportunity for those teachers: who wish to distinguish- themselves iﬁ"—'soﬁne-mahn’e’r
beneficial to their employers and students to earn-additional compensation’ for ;-}ﬁdf

affort. Incentive opportunities in teaching should provide up to an additional one~third of
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a teacher‘s ba : pqy for: 's'p'ecic:i efforfs. !ncenﬁves. can be uSed (I)“fo rewcrd' tﬁe :

cssump?:on 0 cerfcnn condiﬂons of teachmg such as workmg ina drffscult work piqce or
?ecchmg subjects few are wu!lmg or prepqred to teach (2) to reward the assumphon of
addmonul responssbulmes such as pcrhc:paﬂng in the speczuhzed trmmng of new or
_expenenced ?eochers, evaluqhng ofher ?ecchers, or, developing new CUI’HCUIQ cmd
cpproqches to ms'rructlon, qnd (3) 'ro rewcrd exempiury !ndW!dUGI or ?ecm perfcrmcn{‘:e in
facilitating student’ growfh and cccdemlc c:ch;evemenf. The followmg recommendq’r:ons
are intended to provide a full range of all three types of incentive opportunmes for
Florida teachers to enhance their basic compensation.

(1) Florida faces teacher shortages in many subject areas. Foremost among these
are math and science instruction as well as special education. Soon elementary school
and Eng!ish feachers'mc:y bé in short supply. In addition there are specific schools which, °
due to circumstances of their location, are difficult to cppropriately staff. We

recommend districts recruit teachers to these shortoge areas by offering incentives such

as placement at levels on the saiary schedule in excess of the actual experience of the

teacher or as direct cash increments for such service. | _ h -

(2) ‘Nhile the basic compensation sc¢hedule must pfovide en adequate salary for
satisfactory teaching performance and worklcad, there must also be opportunities within
the teaching profesgion for highly motivated individuals to continually find and meet new
cth.Ienges as they grow professionally. The basic function of teaching is to instruct
students. However, there are other roles teachers also play within the profession as they
engage in actions that have impact beyond their own classrcom, These mentoring,

. ’ s
dssis?ing, evczluci'ring; planning and designing roles con be forma!ized cn_d financiat
.incentives associated with their successful performance. The result would be a career

development program which provides opportunity for the professional and financial

growth of a significant percentage of those who choose teaching. as.@ lifetime career.



fec:cher compensahon, performcnce evaluaﬂon and cerhflccnon.

fhese vcr:ous sTructurul elemenfs of fhe Te'achanq profess:on" be cdbtfdfﬁa:téd inf"tsﬁ;cih.:a

-He re.-c.;orr"l'meﬁd' 'rhg_t

'manner as fo remforce fhe emerggnce of a dwersxfled career developmenf program

whlch provudes ‘a variety of opportunmes for teachers to achleve new levels' of

compensation or responsibility. Additional compens'hf.i,on.shodld. be 'aﬂss'oci{:::ted with the

actual assumption of additional responsibilities or successful performance. Funds should
be available to compensate sufficient professionals to meet real educational needs. The

next section of this report describes a perfqrmance based Professional Teacher Career

Develogment Program we recommend be enacted into faw during this 1986 legislative
session.
(3} Beyond incentives for assuming certain conditions a_hd levels of professional

development associated with reoéhing, there should be availabie to teachers the

oppdrfunify to be rewarded for excelling in their teaching performance. We recommend

the continued development of performance incentive programs for local districts to

adopt as team or individual teacher performance incentives, Locally designed programs

should wutilize student growth as the primary criterion for awarding performance
incentives, The schoel principal is accountable for the educational outcomes of his or

her school. We strass that our concept of scheol management views the principal as

responsible for developing and utilizing teacher leadership and professionalism. The

principal should be a leader and facilitator who emphasizes the participation.,of teachers

in a team effort to m_anagé the 5choo!. This includes the appropriate utilization® of a
range of possible approaches to peer input in the performance'eﬁaluaﬁoh _fnc'ludif\d"' th;e
delegation of this function. The principal must be accountable for the final performance
incentive decision and for the results of that decision on the future performance of ‘the

school.




Deve!oplng' an appropr:a?e campensctlon sfructure is a necessary condmon to
|mprovmg F"iondcs Oblllfy to effecﬂvely recr'uH' 'rhe qua!ﬁy of ms'rruc'rlonai personnel

”our chaldren musf hcrvea However fhere are. other elemen?s of an’ effec'nve recruwmen?
program thgt must also be implemented or enhanced in ordgr-_-_t.h_o’r-_‘-Flor_zd_q__s ability to
compete in the ever tighter teacher supply market of the 1990s will be commensurate
with its needs. | | |
As the current decade draows to a close., Florjda has ?erﬁqi'ni'r;ug abrief opp'or?unify
to attract experiencea teachers from those states that are still experiencing declining
enfqllmenfs in the upper grades. An immediate and concrete effort should be made to
: Sring to Flerida high quality experi.enlced teachers from the northeast and north central
regions of the country. To increuse‘school districts' ability to do this we recommend the

Legislature take action to 1) permit school boards to pay moving expenses for out of

state teachers qualified in critical shortage areas, 2) clarify the ability of school Soards

to pay for intarview related travel and expenses of prospective emplovees and personnel

officials on recruitment .trips, 3} allow expefienced out-of-state ‘eagchers to opurchase

retirement credit in the Florida retirement system for their orevious experience. The

Legislature should review the Florida retirement system in its entirety and amend the
system by updating benefits that will retain and attract teachers. 'We also encourage
local schoal districts to consider providing full salary schedule credit for out of state
axperience as ¢ means of recrﬁifing experienced teachers. .

While selectively recruiting experienced teachers. will enhance instructiona!
quality, the majority of cur fu?ure need for teachers will be met by the emplo_y_men'r of

inexperienced or new teachers. The key to quality enhancement, therefore, is. to

increase the quality of the pool of young pecple attracted to teaching as a. career. In
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' Ieg_ié'!g'tf_o_ﬂ cncmd s?:hoiurship- fund progrcxms for prospective tedcheré#"l{{g

Sqgressively market to Floridd high school ond lower division.

university _students 'opportunities for reducing educational costs: through  teaching

service. The' infrastructure of 'bur th'iv&slif;msfé’f’ii% i .'?Eﬁ"f’?f{:ﬂied??‘”f%rrff?':Ibr'id&'"to produce
far in excess of the 30% of its teaching personnel needs it currently Produces. We rmust
increase the vigor with which we recruit our best and brightest yoing people to the

teaching profession.

Professionalism

Compensation is only one componen?'of attracting and retaining high guality
classroom teachers. Those leaving tegching hefare refirﬁemen? leave for recséns of
working conditions as well as for reasons of comp_ensc‘rion.. A similar situation gxfs?s
_concernihg the recruitment of young people to teaching as a career. |

3oth the workplace environment as .wéll as the current role and responsibilities of
of teachers require reviéw and adjustment. Tedchers spend a great degi of time dbing
work which others with less costly training cﬁd experience could easily perform. These
activities take dwdy from the educational progress of our youth. The support facilities
provided for our. red.chers_ in the form of quiet workspace, phones, desks, etc. are
sormetimes incompatible with the professional role we ask them to fill in preparing our
next generation.

Our review of Florida's current status c‘cl:ncerning professidhalism and working
conditions will continue during *he. next year. While several of the recommendations in
this document will improve the'profe'ssiohalish'of'fhe_ teaching ro Ie','fheré:'rérr'li}qiﬂ many
other relevant aspects of that role to review. We anticipate working’on“thase issues
prior to the 1987 legisigtive session and; ?héféféré,’rhoké no specific recommendations at

this time.

fgé’.i&ltﬁ:?u’re has taken appropriate action in this' regard by passing.
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- APROPOSED PROGRAM FOR PROFESSIONAL.
- TEACHER CAREER DEVELOPMENT . .

Introdue tion

The purpose of this program is to provide sffucture, opportunity and incentive for

 current and prospective teachers to enhance their capabilities, practice, status and

compensation throughout a lifetime career as a teacher. The program seeks to retain

and attract high quality individuals to the profession of teaching by offering opportunity

for change, growth and development within the teaching career.

General Principles

The program is to be designed and developed according to traditional employer-

employee practices at the local school district leve!l within guidelines and standards

| d_evelopéd and reviewed at the state level. The general concepts guiding the proegram

are:

- participation wiﬂ be optional for both individual _s<:hool districts and individual
 teachers within districts.
- program specifics will be locally negotiated through Chapter 447 F.S.
provisions with the exception of impasse procedures -- the program must be
mutually agreeable. | ,
- all proposed programs will be reviewed and approved by the State Department
of Education for compliance with state guidelines.

- guidelines and the program approval process will be re_viewed- by an advisory

panel of educators and private sector participants, all of whom are

experienced in employee development issues. .



Program Steps
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'lqd_'g!"'p.'f'ograms-f-@i[l be funded through monies appropriated to the Quality

Instruction Incentives Trust Fund: * Funds will be allocated to districts by

formula taking into account size of staff and pldcement on career development

steps. Allocated funds not utilized for this pfogrom will remain in the trust.

Tl VL

RO

Each approved program will provide for four career development steps. Current -

teachers are not required to participate in the program in any manner. Once a local

program is approved, all new, inéxperienced teachers must participate. However,

decisions to advance on steps Il and [V are strictly voluntary. The four steps and their

characteristics are:

. Intern -

Three year program com'ponem -1 yaar optional extension

Carﬁpensafed accordi.ng to district salery schedule

Se:rves on annual contract

Subject to conditions of beginning teacher srogram cnd initial certification
requirerments |

May be given less than full time teaching load for at least first year and will
receive close supervision and monitoring throughout step |

Follows alternative guidelings, 'reqU'Eremenfs and procedures depending upon
Qhethe’r graduate of college of education or other bachelor leve | program
Does' not receive any salary incentive; however, program . funds include

resources for those districts providing released time; inservice, ete.
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Il. Teacher =
:-' E _Cornbénsa?éd according to district salary schedule

- Holds appropriate teaching certificate

Il. Professional Teacher -

- Has served a total of five years in level | and/or I
- Has successfully passed test of subjec.f.._ matter knowledge (relevant to
knowiedge nece.s_sc:ry to teaching role rather than a broad survey of field} - test
administered statewide and cut off established statewide df lavel required for
initial certification
- Has been designated a professional teacher as a result of:
al score on series of performance ﬁbservﬁrions by qualified observer using
reliabie, valid, pérformcnce observo.'rion instrument based upon sound
educational principles and contemporary research in  effective
educuﬁbnqi practice
b)) peer input

c) pfinc ipal nput

- Design, content and scoring scheme of véhicles for a, b and ¢ are subject to
local negotiation. However, item c must conffibufe at least 1/3 of total score
required for designation; an appeal process must be a component of each local
brogram. Additional requirements such as specific prior school service or-

.

review of student achievement data may be included subject to local

negotiation.
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- Compensufed "c'::'ccording to district salary schedule plus czddi.tidr'\bi"sdldr‘y'

- Must renew designation every three years aécording_- to provisions for initial

designation with exception of subject tesf, which will be réquired every third

renewal,

- Designation is transferable among the state's 7 school districts as it is earned

through compliance with state qp'proved qu idelines.

IV, Senior Professiong! Teacher -

- Has served a total of thrae years at teve! H1

- Has been designated a senior nsrofessional teacher, qualified n one of th_ree

specialties:

a}

b}

Professional Teacher Consultant (PTC): Able to demonstrate superior

cfaSsro_om teaching as well as coo_rd'Incz're curriculum development, design
strategies for irﬁproved student performance, dnc:!yze instructionat
methods within schoot for effects on learning, assist in classroom
reseqrch, conduct curriculum development projects, etc.

Professional Teacher Mentor (PTM): Able to demonstrate superior

classroom teaching as well as serve as instructional coordinator in

specific subject areas, serve as peer advisor in beginning teacher

program, plan and implement inservice training, supervise apprentice
teachers, coordinate instructional development programs and research

projects in conjunction with PTC personnel, etc.



c)

Proféssionul Demonstration Teaqcher (PDT): Able to ciernons?rafe

3upérior classroom. teaching with classroom always open to observation

b.y any other t__eqs_:he::._for purposes of learning techniques, etc.

Has been designated a senior professional teacher in-one:-of three areas as

result of meeting following requirementss........... ..

Ca)

b)

¢}

Educational: masters in field or masters out of fie Id, pius-15 credit hours

of infield courses, (or special requirements for non-degreed vocational

personnel to be'deve!oped by DOE)
Cbjective Scores:

PTC candidates must demonstrate subject area test score in upper thirty

percent of possible test scores.

PTM candidates must demonstrate performance observation score in

upper thirty percent of possible observation scores.

PDT candidates must demonstrate upper thirty percent scores on either
performance observation or subject fes?

Qther: 1) peer input concr;rning suitability to render desiganed services;
2) supervisor input concerning suitability to render designated services as
well as performance progress of students instructed over past three
vears; 3) review of ail data for compliance with standards by a s'raTe.

level professional board of specialists to be established in general

instructiconal areas.

‘Holding endorsement qualifies teacher for additional compensation beyond the’

basic salary schedule and the professional teacher incentive in return for

rendering endorsed services. The level of additional compensation for 10

month. teaching service plus special responsibilities, as well as possible 1t th or

|2th month employment, will be determined locally according to local

educational need and bargaining ogreement.
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- Dggig'r_i.ﬁ}fibn*“is Q.;frdh's-m‘e.rrdbI'e'--omongs-'fhe state's 67 school districts as it is
__ eﬂmefi?hrough coﬁipli'ﬁncé- wifh state gpproved guidelines,
(NOTE:) F"rocledd:reg"‘a"t:-’f‘_fh-fs": level of ‘caréer development program preserve
traditional role of professions to set 'sTr_:r'idafdé:‘:fﬁi""ﬁﬁﬁiéhdémenf“dfnong their
ranks and of management’ t&6" hire dnd’ fer'ﬁiiﬁd?é-f5"5’?5':f;§5i6'ﬁ'61"' personnel
according to Iocal'.'crit_er'ia" ard need. Thisis Ec'tdmp'l'iéi';"e'd' by divercing
advancement _de_signdfi'on from employment  and C'oi'ﬁpensarion decision.’
Standards for designation will be developed at state level ovér three year
neriod preceeding implementation of this step. Employment requirements and
service speéificcﬂons will be developed as component of local plam.
There is no limit placed on anb’ers of persdnne[ that c:ﬁn qualify for
senior professional designation. However., percentages of personnel necessary
o perform these functions would likely be no more than about 15% of teaching

farce.

Imp!eménmfim and Costs

[mplementation of this p.rogrcm should begin upon. its passage by the !egislaTQre:
however, it should not proceed with such haste that participants are “nisinforr*ned,l
mistreated or glienated. Therefof‘e we urge that school year 1986-87 be devoted to 'rHe
negotiation and development of local programs in our 47 school districts. Year | of the
proegram's actual implementation therefore wiil be [987-88. Regardless, districts and
" . teachers must view the State's commitment 1'6j the program as real ond,,'.ﬂweréforé_,.
significant éommifments be made this ye'dr'(l986). to provide assurance that the Year |
startup will be adequ.c:'re!y funded.  Additional funding in Yecr--Z.'_Zshou.id“bermit full

narticipation by all districts. By Year:3; funding should be at a level where all eligible




17 -

feqqhe__rs- can move to Step lll. By Yeur‘ %,.funds should. include resources for initial Step

IV teachérs.. The program should be at full furding by Year 5.

Funding levels should assume:

-

Step. I a significant percentage. of intern teachers may .be.released, from
teaching duties a reasonable por'ﬁoh_ of time for training.and other related
activities,

Step 11t no cost

~ Step !II_I: an incentive payment of $2,500 per designee pius empIO)-'eL!" cbsfs of

social  security, retiremenf payments, warkers' compensation and '
unémployment insurance for a total of gpproximately 53,00_0. funds should be
sufficient for all qualified '-fedchers to be able to recaive this level of award.

Step IV: A payment of $5,000 for designated services, plus employer costs of
secial  security, r'efiremenf., workers' corﬁpenscl'rion and unemployment
insurance for a total of approximate ly $6,000. Additional funds in other
programs .shouid provide for 11t dand 12th month service, Program funding
shall be available so that crpp'rc:ximd?ely 15% of teaching force mo? be

compensated for such service.

The following matrix indicates likely levels of fequired funding (in millions of 1986

dollars) over a five year developmental period by career development step.

[
11

i
v

Step

Totals

Year Year Year Year Year
L 2 3 5 2
s 15 20 25 .30

75 150 210 210 210

30 165 230 ' 270 330
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een developed, the'legislature should commiit $90M ‘o fund the Career
Develépment: P'r'o;i'am', effective July 1, 1987. In the event 390M is not @propriated by
the 1987 legislature, the Career Development Prograrri‘S{"lduId"aiJh?:trrﬂ'l"'dfiE&II'S";;éﬂﬁ'sét JQIy
I, 1987." This will bnddt’:’r’dgé dnd'’ otivate: school districts’ and ‘teachers um’bn_sll-' ':t.o
negotiate local career development programs-during’ the coming’ yei&?’@ﬁh' reasoﬁdble
assurance that necessary reéourc_es to implement the pr_ogrc:rh du_r'i:r'ig:.l987;88'will be

available.

°w fo_r-eﬁ'sq.’é"-'-funding is” sufficient in Year [, after occep?dblé’i-"lzbé&f. -
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. PROPOSEDFUNDING OF .
L TEA !—ERICONPENSAT!ON AND PROFESSIONAL DEVELOPMENT

!n fhe preceedmg pcges we have put for?h a serles of recommendations concerning
Fionda’s 1eccher compensaﬂon pohcnes. Approprlafe fund:ng of fhese recommendcﬂons
wiil require severul years -to implement. Our recommendcttons for 1986 have been

tempered to ref!ect the serrous resource constraints-under which rhe 1936 Legislature is

_opercfmg. However, we urge our feilcw citizens and elected represenfqﬂves to

reéognize that .'f we are to continue to grow successfully, Florida faces significant
Tnfrcs?ruc_fure and public service r.ea;'ihre..r)'lenfs. These requirements make serious
exami_naﬁon'qnd adjustments of our system of_'rc:('qtidn mandatory. "Me urge that such an
examination begin immed.ia‘r/eiy.gnd that beginning in the [987-88 fiscal year, the budget
process refiec? changes necessary to-increase our state révehueS-___ As revenues incregse,

significant new resources must be alilocated to cur public schools so that our resource

 commitments become self-renewing as a resuit of the improved economic and social well

being that will resuit from improved educationgl ocutputs.

To help ensure .increased productivity acccompanies increased educational

experditures, we recommend a performance-based career development arogram, such as

that proposed in our report, be passed by the Legisiature this year—with adequate
funding scheduied to begin fiscal yéqr 1987-88. In addition, base teacher compensation

must be increased to 'mcrks_.-t sensitive levels sufficient to attract the quality of

individuals necessary to staff Florida's schools and to meet our enhanced certification
_ ! _ €

standards. What we propose is a significant increase in both base teacher compensation
and incentive compensation allocated so. that after. three years of implementation
incentive programs will constitute approximately 10% of cur enhanced pool of total

compensation doilars.



effectwely in the marketplace for qual:ty feachers, we muyst confmue to reverse that
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_ decling. - At fhe same tlme, we musf develop incentive programs f
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' produc'nve teuchers. Accordlngiy, we urge our Legis{afure ro take achon ‘rhls sesslon to.
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: .r_- R .
l. Fund mcreases in base compensa'rton 'H'HS yecr sufflment fo encble our ?eachers
to receive average salary increases:at the levels gttained the past three years.

2. Fund the Quality Instruction Incentives Trust Fund sufficient to o) meet our
obligations to those teachers currently designated as Associate Master
teachers, b) provide a payment of 53,000 to those who are to be designated
Associate Master teachers as a result of this year's program procedures, and ¢)
provide adequate incentive for our teachers and school boards to continue their
participation in the Merit Schools program.

3. Pass a performanced based " Career Development program which includes
assurances that funding avaiiable in 1987.88 wili be sufficient to support and
motivate full participation of our teachers and local school districts. This
commitment is necessary to assure cur teacher uniens and school boards that
their efforts to develop a viable loca!l program are worthwhile. (See poges 16-
[8 for funding requirements)

‘We believe these recommendations for 1986 can be achieved within Florida's
current tax structure. However, we must reemphasize that the recommendations
contained in this document will require significant new tax resources in future years. [n
addition to reviewing our tax system, we urge the Legistature to commit any significant
new sources of revenues which shall become available between now and fiscal year |787-
38 to fund the recommendations contained in this report. The steps implicit in these
recommendations are necessary ones to take if our public schaols are to r;bnﬁnue 'to
make- the contribution to Florida’s economic growth and development we expect of
them. We urge your commitment to these recommendations and to providing the

Y

resources necessary to their achievement.



