Charleston Teacher Alliance (CTA)
2012-2013 Survey of School Opening Procedures in the Charleston County School District

Fast Facts
1. This survey was developed and reviewed by CTA leadership.

2. The survey was conducted from September 9th through September 28th.
3. 900+ CCSD teachers/faculty members participated in the survey.

4. This is the seventh annual survey of school opening procedures.

Survey Overview
Our first survey for the school year focused on the topics of teacher pay for performance, improving “failing schools”, and general school opening procedures.

Performance Pay: Survey Summary

An overwhelming majority of teachers (92%) believe that teacher salaries should continue to reward advanced degrees and years of service.  Almost all say they’ve become better teachers as they’ve spent more years in the classroom.  Teachers are split almost evenly between those who would like to maintain the current salary schedule and those who would like to see pay-for-performance bonuses.  Only a tiny fraction (1.3%) would welcome a straight performance-based pay system, with no increases for degrees or years of service.

When ranking the relative weight they would like to see given to various potential factors in a teacher evaluation system, teachers expressed the most confidence in administrator observations.  Peer evaluation and student growth data from the teacher’s own class were ranked about equally, with most teachers saying they should count for 20% or less of the evaluation.  Most teachers said that growth scores for the entire school should count for 10% or less of their evaluation.  They expressed even lower confidence in student surveys.

Teacher Perspective on Pay for Performance

The following quotes come directly from teacher comments in our survey and were selected because they reflected a general consensus throughout the teacher comment section.

Fairness

First of all, I am a [special ed] teacher, and regular ed teachers are not going to be as accepting of my students if their salaries are tied to test scores.

Until we can "control" what happens to a child in his/her home environment we

have no business paying teachers solely on performance.

Strong teachers often get the worst behavior issues or those with special needs.

If these classes aren't equal then it isn't fair to pay for performance.

Pay for performance will pit teacher against teacher. Questions of equity in both

classroom size, levels of students, materials, etc., will arise. There is no true

equitable situation across CCSD much less within a building.

I work at a school that has a high population of ESOL and special education students and I do not believe it is fair to a teacher like me, who chooses to work at a Title One school, to have a lesser chance of salary advancement.

For the past 7 years in a row, I have had multiple children with autism, Aspberger's, cancer, and other disabilities…There are many teachers… in my same school who have no children with learning disabilities year after year.

My test scores were very good last year, but I had no special need students. This year, I have 4 in speech, 2 with IEP's, 2 who have qualified for remedial reading intervention daily, 2 in OT, and 1 student with Down’s syndrome.

Teachers in failing schools in low socio-economic areas cannot compete with

schools in more affluent areas. In essence you would be rewarding teachers for

working at good schools and punishing teachers who work at failing schools.

I personally have watched a student of mine…choose to

make the wrong answers on standardized tests because he "thought it would be

fun". He later admitted this to his dad, who told me.  I also have a middle schooler

who… stated, "so if I really don't like my teacher, I can do badly on tests and it will affect her pay?"

Bonus vs. Salary

Performance based pay increases are tricky. While increased pay for increased

performance is great, I believe that it would be best served as a bonus structure.

Bonuses would be fine, but not my salary. I would leave CCSD if we switched to such type of system.

The problem with a bonus plan is that it will compete with the salary schedule for funding as years go by.  If the schedule stagnates against cost-of-living, you've cut pay.

I support pay for performance ONLY IF it is in addition to the salary schedule - which needs serious renovating.

Individual vs Schoolwide Performance Data

I do support pay for performance, IF, and only IF, I am evaluated on MY

students' performance, not the overall performance of the school.

Basing my pay on overall growth of the school is not fair either. I can not be responsible for the work ethic and performance of other teachers. 

Parent/Teacher Surveys

If student and parent ratings are to determine pay raises, wouldn't most teachers

attempt to not upset anyone, be friends with the students and not be in an

authoritative role?

I believe parent and student surveys would be incredibly biased and I would not

want my pay tied into their comments.

Existing Remedies

When there is a "problem" with a teacher's performance the principal should take action

immediately…COMMUNICATION!! Set up

a plan, get him/her a mentor, give a timeline.

Logistics

Speaking as a related arts/fine arts teacher, I can imagine it would be quite

difficult to instill a "pay for performance" system. What are the criteria for these

subjects? We do not have our subject tested in PASS.

If I find that professional teachers instead of administrators or professional hand-wringers have a hand in designing and implementing, then maybe.

I do not oppose pay for performance in the

abstract, rather I would need to see how such a program would be implemented.

I have no problem with paying higher performers more. My problem is that

current tools (MAP, PASS) do not allow us to reliably identify teacher

effectiveness.

Experience

I worked in a school where "best teachers" were lured in by bonuses; many quit

before the first semester was over and many more followed by the end of the

year.

Already, this has been implemented within Charleston Promise Neighborhood

schools and it has caused competition between teachers, and isn't reflective of

our ability. Some teachers have excellent test scores one year and poor scores

another. The only variable that changed... the students. 

Impact

It will change the way teachers feel about working with struggling learners-- they will not be seen as a challenge but rather as more of a liability.

I feel that scaring teachers with the idea that they will be evaluated/paid/possibly

fired based on their test scores is going to cause individuals to be dishonest.

“Failing” Schools

Two-thirds support paying highly-qualified teachers more to teach in “failing” schools.  Forty-two percent said they would consider transferring if the bonus were high enough.  Asked to define how high that bonus would have to be, 60% said the bonus would need to be $10,000 or more.  Teachers were split evenly as to whether they felt such transfers would help student performance, felt it would not, or felt unsure.

Teachers leave low performing schools mainly because they do NOT feel supported in taking on the herculean challenges that face them.  Low performing schools tend to blame the teachers for the failure of the students, family, and community.   As a result, these teachers have to attend more meetings, more professional development trainings, develop more detailed lesson plans and are subject to more intense observations than their peers at higher performing schools.   In the classroom, these teachers have to deal with more discipline problems and have considerably less parent and administrative support in dealing with these students. Their days are long and many feel totally unappreciated!  

Teachers repeatedly stated that although money might initially make them consider working at such a school, a supportive administration was paramount!   Many teachers stated how they were blamed for low performing students who came into their classrooms lacking the basic academic skills.  Students with discipline problems are not addressed and this leaves teachers feeling defeated.  One teacher stated,  “My 1st 7 years were at a low performing, 100% free lunch, Char. Co. school. It was tough but I learned so much and those years were my most rewarding and memorable of my 24! I TRULY believe it was due to the support of an incredible principal who was always involved with the teachers and students. She offered ideas, modeled lessons, and gave so many opportunities for us to grow. She found time for her teachers to not only generate and pool ideas but create a bond. We knew we weren't in it alone. Teaching can be a very lonely job. So even when that door closes and it's just you working your heart out getting all your little friends to pay attention in the most entertaining way possible, it makes ALL the difference in the world when you KNOW on the other side of that door there are people who’ve 'got your back!”  

Some teachers felt highly insulted regarding the idea that the teachers from higher performing schools could do better in their classrooms.  A teacher who now works at a high performing school says her administration is very supportive of her teaching, whereas when she worked at lower performing schools, this was not the case.  “My teaching has not changed, just my environment.”  

Pay for performance makes many teachers hesitate concerning working at a low performing school.  If they were paid for improvements, teachers indicated they would consider it, but to be expected to bring a student, with serious deficiencies, up to grade level seems unreasonable.  The lack of administrative support at many of these schools is no secret so this would be another obstacle preventing teachers from making such a move.

School Opening Procedures
Statistically, most school opening results varied less than 3% when compared to our previous school opening survey.  80% of the teachers surveyed were satisfied with the condition of their classrooms.  The exceptions to this high score were Buist, Ashley River, Garrett, James Island ES, and Lambs.  At these schools less than 50% of those surveys reported returning to classrooms in good condition.  34% said that instructional resources were not available before students arrived (23% were still missing essential resources).  Based on teacher comments the new language arts materials were not delivered in a timely manner at many schools.  Teachers also expressed dissatisfaction with the professional development offered by the district.  Less than 32% of those surveyed found the district wide PD beneficial.  Based on teacher comments the new language arts training should not have occurred two days before the start of school.  This did not provide teachers with the time needed to fully explore and understand the new materials.  The PD was also reported to be overcrowded with poor sound quality so individualized assistance for teachers could not be provided.  Everyday Math training also received several negative comments.  Common themes included teachers viewing the PD as more of a sales pitch than an educational training and some teachers did not understand the purpose of having to complete math worksheets as part of the training.
Sixty-two percent felt that the District could do more to reduce the amount of time they spend preparing their classrooms.   More than a quarter of all teachers reported being required to attend trainings or meetings beyond their 190 day contract.  This was over a 6% increase from the previous survey.  Almost as many teachers (23.8%) reported that their administrator has not put a plan in place to provide a duty-free lunch once per week, in accordance with District policy.  Schools with over 50% of survey participant reporting no lunch break include Clark, Drayton Hall, James Island, James Simmons, Ladson, Lambs, Murray Lasaine, and Whitesides.
Thirty-eight percent of teachers spent more than 40 hours preparing over the summer.  More than half of teachers spent $200 or more on unreimbursed expenses for their classrooms.  These were both slight increases over previous years.  Teacher workload, based on meetings, trainings, and afterschool requirements, remained the same for nearly 60% of those surveyed.  Schools with the highest percentage, 70% or more, of teachers reporting an increase in workload included Pinehurst, James Simmons, Laing, Baptist Hill, Garrett, and CE Williams.
