South Carolina

State Minimum Salary Schedule


Prepared by

Teacher Salary Schedule Revision 

Task Force

December 2005

Table of Contents

Task Force Members
Rationale and Task Force Mission

Research Findings

SC State Minimum Salary Schedule

Recruitment and Retention


Differential Pay Options (National Perspective)

Recommendations


General


Differential Pay Options

Talking Points

General Recommendations

National Board for Professional Teaching Standards (NBPTS)


Mentoring


Longevity Award

Critical Need Subject Areas

Hard To Staff Schools

Appendices


Proposed State Minimum Salary Schedule – Cell Index Values

Proposed State Minimum Salary Schedule – Dollar Amounts

Estimated Costs: Longevity Bonuses, Mentoring, Pay Increase to Average    
  
of GA and NC, Extending Salary Schedule to 27 Years
Glossary of Terms
Teacher Comments on National Board Certification

Endnotes

Task Force Members

Dr. Joanne Avery - Chairman
Director of Human Services

Anderson School District Four

315 East Queen Street, Box 545

Pendleton, SC  29670

864-646-8000

javery@anderson4.k12.sc.us 

Pam Arrington

Executive Director, Human Resources

Newberry County Schools

PO Box 718, 1539 Martin Street

Newberry, SC  29108

803-421-2600

parrington@newberry.k12.sc.us

Ann Byrd

Executive Director, CERRA 

Stewart House at Winthrop University

Rock Hill, SC  29733

803-323-4032 x 6411

byrda@winthrop.edu

Annette Craig

Assistant Superintendent for Personnel

Pickens County School District

1348 Griffin Mill Road

Easley, SC  29640

864-855-8150 X 144

craigag@pickens.k12.sc.us

Bob Davis

Chief Financial Officer

Richland District 2

6831 Brookfield Road

Columbia, SC  29206

803-738-3293

bdavis@richland2.org

Sheila Gallagher 

President

The South Carolina Education Association
421 Zimalcrest Drive
Columbia, SC 29210

803-551-4130

sgallagher@thescea.org

Represented by Kayetta Meadows
Director, Instructional Issues/Organizational Dev.
800-422-7232 ext. 4136

kmeadows@thescea.org

Dr. Janice Poda 
Deputy Superintendent 

Division of Educator Quality

Landmark II Office Building
3700 Forest Drive, Suite 500
Columbia, South Carolina 29204

803-734-7896
jpoda@scteachers.org

Mr. Joe Pye

Superintendent

Dorchester Two

102 Greenwave Boulevard

Summerville, SC  29483

843-873-2901

jpye@dorchester2.k12.sc.us

Dr. Steve Quick

Superintendent

Florence District Two

2121 South Pamplico Highway

Pamplico, SC  29583

843-493-2502

swquick@yahoo.com

Kathy Schwalbe

Program Director, CERRA

Stewart House at Winthrop University

Rock Hill, SC  29733

888-551-3804

schwalbek@winthrop.edu

Molly Spearman

Executive Director

SCASA

121 West Park Blvd., Suite A
Columbia, SC  29210
803-798-8380
molly@scasa.org
Cookie Winburn

Instructional Coach

2005 SC Teacher of the Year

Richland Two Induction Program

6831 Brookfield Road

Columbia, SC  29206

lwinburn@richland2.org

803-699-3500 ext. 5213

RATIONALE

According to the National Commission on Teaching and America’s Future (January 2003), the mistaken belief that teacher supply is the real issue has misled needed efforts in developing and keeping highly qualified educators. Recent nationwide studies on teacher shortage have determined that “the real staffing problem is teacher retention.”   

Figures clearly show that the nation has substantially increased its supply of new graduates by 50% over the past decade.  Unfortunately, America’s schools are losing about the same number of teachers as they hire each year.  In 2000 alone, 534,861 teachers were hired nationally while 539,778 teachers changed school districts or left the profession.  The picture becomes even clearer when targeting beginning teacher attrition rates, which show an exodus rate of 33% after the third year and 46% by the fifth year.   

The cost of teacher turnover is critical, both financially and in regards to student performance.  Not only does the constant state of flux create a major disruption to the strength and continuity of the school community, high turnover rates lead to high concentrations of inexperienced, vulnerable novice teachers. Veteran teachers who are focused upon their own class loads become overburdened by the additional needs of their peers create working conditions that do not support adult learning or professional development necessary to meet the challenges of our teaching force. Tragically, the dividends of accomplished teachers and heightened student achievement are lost.

In South Carolina, statistics support national findings (i.e. 2004-05: 5,222 teachers departed while 6,486 were hired, 33% of which were new graduates).  (2004-05 Fall Teacher/Administrator Supply and Demand Survey, CERRA)

MISSION

The Teacher Salary Schedule Revision Task Force was created in August 2005 under the direction of South Carolina Association of School Administrators (SCASA) in response to work initiated by the Personnel Division’s Recruiting Action team.  Its mission was to provide recommendations for revision of the state’s Minimum Salary Schedule that would address the growing educator recruitment and retention problems in South Carolina.  

The Task Force’s scope of work was guided by the approved 2006 Legislative Platform, which includes under the Teacher and Principal Recruitment and Retention Position Statement: Revise the State’s teacher salary schedule to compensate educators for acquiring advanced knowledge and skills, assuming additional responsibilities, demonstrating exemplary performance, and teaching in hard-to-staff schools and subject areas.
RESEARCH FINDINGS

SC State Minimum Salary Schedule

· The development of the State Minimum Salary Schedule most likely occurred in the mid-1940’s around the time that the state required teacher certification.  No written record was found.  The original version provided incentives for education levels, grades (based on NTE scores), gender (males paid higher), and race (Caucasians paid higher). Changes made to the model included: 

 
- elimination of race and gender incentives (1950’s)
  
- elimination of NTE grade incentives (1970’s)

             
- addition of steps, 18-19 and 20-22, (2000 and 2001 respectfully)


Discussions were held in 2000 regarding the elimination of the Master’s +30 column.  No official action was taken.  A compromise was made requiring that coursework must be completed in seven years and that 21 hours must be in a specific content/certification area. 

· Statute No. 163 (1977) called for the state minimum salary schedule to be based on the state aid teachers’ salary index. In fiscal year 1979, the date of implementation, the 1.000 figure in the index was $8,750.

· In fiscal year 1985, the 1.000 figure in the index was $14,172.  This figure was based on a 10.27% increase pursuant to the South Carolina Education Improvement Act (EIA) of 1984.

· Beginning with fiscal year 1986, the 1.000 figure in the index had to be adjusted on a schedule to stay at the southeastern average as projected by the Division of Research and Statistical Services and provided to the Budget and Control Board and General Assembly. The southeastern average is calculated based on a simple average of teachers’ salaries of the southeastern states.  The calculation of base teacher pay includes all local supplements and incentive pay.  (Note:  Original calculations of the southeastern average were based on a weighted average, and later  changed in the mid-1990’s to a simple average calculation.)
Recruitment and Retention
	South Carolina
	Teacher Hired
	Teachers Leaving the Profession

	2004-05
	6,486.75
	5,574

	2003-04
	4,828.75
	5,196


	2002-03
	5,581.7
	4,807


Fact: The cost of teacher turnover is severe, both financially and in regards to student performance.  American schools spend $2.6 billion annually replacing teachers. (1)


CERRA, Fall Teacher/Administrator Supply and Demand Survey

                    (2004-05, 2003-04, 2002-03)
Fact: This constant state of flux creates a major disruption to the strength and continuity of the school community.  High turnover rates create high concentrations of inexperienced, vulnerable teachers. Veteran teachers become overburdened by the additional needs of their peers.  And tragically, the dividends of accomplished teachers and heightened student achievement are lost. (2)   

Fact:  SC school districts are finding it increasingly more difficult to attract competent, dedicated teachers resulting in extreme shortages. 

SC Teacher Vacancies:  2004-05 (9%), 2003-04 (8%)

Fact: According to federal statistics, 15.7 percent of teachers leave the profession every year, compared to an 11.9 percent average for all other professions - suggesting a strong link between teacher turnover and difficulties associated with hiring quality teachers. (3) 

Fact: Salary schedules based on seniority (experienced-based) are not keeping pace with the rapidly changing environment of schools and are indirect indicators of knowledge and skills. (4)  Today, rewards should be given to teachers for improving their own skills and knowledge and schools for demonstrating high achievement. In fact, the current salary schedule rewards a teacher who performs poorly at the same rate as a hard-working, highly effective teacher. 

(5, 6)

Fact: The factor that most discourages top talent from entering or staying in pubic education is the lack of career advancement opportunities. (7)
Fact: Teaching can be seen as a flat profession due to the fact that teachers essentially perform the same tasks throughout their career, with administrative positions often the only advancement in influence, level of responsibility, and salary. (8)  Thus, by not addressing the need, SC’s present system encourages our most committed, experienced, and accomplished teachers out of the classroom.

Fact: Compensation structures have been associated with wide worker acceptance, better employee morale, improved organizational performance, and higher salaries. (4)
Fact: Professional jobs deserve professional compensation.  Raising the salaries of our educators sends a positive message about the value that SC places on public education and classroom teachers.
Fact: Compensation pay is a strong recruitment tool for SC. Better recruitment lends itself to better retention. (9)  Likewise, better retention creates a solid foundation for greater talent recruitment and better working conditions.
Differential Pay Options (National Perspective)

The chronic shortage of teachers in high demand fields is nationwide. Many states are looking at differential pay based on expertise, performance, or market demands in an effort to attract more and better-qualified candidates.  The following is a brief overview of current practices in selected states. 

Arizona, Iowa, and New Mexico

All three states have systems in place that give teachers extra pay for classroom performance.

Denver, Colorado, ProComp

On November 1, 2005, voters in Denver approved a $25 million teacher pay-for-performance plan that will reward teachers for boosting student achievement.  Under the plan, ProComp, educators will also receive bonuses for teaching in hard-to staff subjects and for teaching in high-need schools paid for by adding about $2 in property taxes for every $100,000 a home is worth.  The increase will bring the total amount the city pays for teacher compensation to $225 million.

Florida, Maryland, Massachusetts

These states are currently looking at tying teacher pay to performance as well as lifting salaries for all teachers.  In Massachusetts, Governor Mitt Romney is expected to outline the specifics of his education reform plan in his State of the State address in January.  The education reform legislation calls for such things as the addition of 1,000 math teachers and a $5,000 bonus for the state’s best teachers.

Georgia

Georgia ranked 15th in the nation for its average teacher salary of $45,848 in 2003-04, according to the American Federation of Teachers' (AFT) annual teacher salary survey, released in October 2005.  In addition, Georgia ranked 6th in the nation for average beginning teacher salary, at $35,116, an increase of 3.4 percent from 2002-03.  (Note: South Carolina was 28th, at $41,162)

Milken, TAP (Teacher Advancement Program)

Arkansas, Louisiana, Minnesota, Oklahoma, and South Carolina use money from the Milken Foundation for teacher development programs that lead to higher salaries.

North Carolina

To help recruit and retain teachers, Governor Mike Easley has announced plans to incrementally raise the average teacher salary schedule from last year’s $43,313 to about $52,296, the projected national average by 2008-09.  Money earmarked by the legislature will cover this $75-month increase and projected revenue will handle the remaining raises.  In addition, pay for NBPTS is built into the salary schedule providing teachers with a 12% increase to their current rate.

Texas 

In Texas, Governor Rick Perry ordered the state’s first incentive-pay program for teachers.  The $10 million plan will reward teachers who succeed in economically disadvantaged schools.

RECOMMENDATIONS

General

· Increase funding in order to raise the annual average teacher salary in South Carolina to the average of North Carolina and Georgia.  

· Include in the Minimum Salary Schedule differential pay options for poverty, critical need subject areas, mentoring, and National Board Certification either by multipliers, line item, or column.


· Increase the number of steps on the Minimum Salary Schedule to 27, by annually funding an additional step for the next six years.


Differential Pay Options

· Continue to provide $7,500 annually to teachers who are certified by the National Board for Professional Teaching Standards.  

· Provide $2,000 to teachers who serve as mentors and meet all qualifications and training requirements as outlined in the state’s Mentoring and Induction Guidelines approved by the State Board of Education in July 2005.  (http://www.scteachers.org/index.cfm ) 
· In addition to step increases, grant lump sum longevity bonuses of $3,000 to educators employed in South Carolina public schools after every five years of service instate as identified by the following PCS codes: 03-08, 10, 11, 17 & 18 starting after year 10.

· Increase base pay of educators teaching in a State Board of Education approved critical needs subject area by a specified index as determined by the school district’s free and reduced lunch percentage.

· Increase base pay of educators teaching in hard to staff schools by a specified index as determined by the school district’s free and reduced lunch percentage.

TALKING POINTS
GENERAL RECOMMENDATIONS


(1). Increase funding in order to raise the annual average teacher salary in South Carolina to the average of North Carolina and Georgia.  
· Competition for highly qualified teachers is critical; especially from bordering states whose average teacher salary is currently well-above South Carolina’s.  North Carolina’s Governor Mike Easley has announced plans to incrementally raise the average teacher salary to $52,206 in an effort to recruit and retain teachers.  Each year South Carolina delays raising its average teacher pay, more teachers will be lured to higher paying positions in bordering states.


· Increasing the average teacher salary in South Carolina will greatly address teacher shortages, particularly in high-demand fields such as science, math, and special education.  Higher pay sends the message that educators are valued in South Carolina.  Tragically, if the trend of slight to no pay increases continues, teaching will have a more difficult time reaching parity with the pay of other professions.


· The impending election year gives our state the opportunity to shine a spotlight on the improvement of schools through the development of stronger, more effective teachers who are supported in their formative years.


· Higher pay will encourage the best and the brightest to commit to enter into the profession.  Traditional teacher preparation programs continue to face competition from other disciplines because the status, working conditions, and compensation for teachers continue to lag behind other fields.


· Increasing the average teacher salary in South Carolina will provide schools and students with sufficient numbers of skilled teachers.  In addition, this increase will be essential to keeping teachers from leaving the profession and ensuring that those who are prepared remain in the classroom for a long period.


· Historical research has revealed that South Carolina’s teacher salary schedule has not been revised in 30 years.  Revisions since its creation in the 1940’s have included eliminating pay differential for race, gender, and test scores.  Pay schemes based almost exclusively on seniority are simply inappropriate and counter-productive for school systems that face a constant need to adapt and improve with a rapidly changing environment.  Today, attention must be given to looking at differential pay options in South Carolina that attract and retain the best and the brightest teachers.


· In the past three years, severe teacher shortages in South Carolina have been addressed by hiring international teachers. Statistics indicate that the number of international teachers hired in South Carolina has increased from 30 in 2003 to 323 in 2005.   While the hiring of international teachers provides a solution to filling immediate vacancies, it brings cultural, and financial challenges to a growing shortage problem. 


· Teacher responsibilities and accountability continue to increase. Implementing a new compensation system with differential pay options would lead to better teacher morale and improved organizational performance.


· Establishing a new pay system without adequate funding would lead to its failure.  In addition, uncertainty about funding long-term leads teachers and teacher prospects to be skeptical of the leadership of our profession resulting in heightened retention and recruitment problems in South Carolina.

(2). Include in the Minimum Salary Schedule differential pay options either by multipliers, line item, or column.

· The current system provides pay increases for years of experience and educational/university degrees and coursework.  These variables are indirect indicators of knowledge and skills.  This system assumes that teachers with more education units and more experience in the classroom have developed a greater professional expertise.  Furthermore, many of the credits used as a basis for salary increases are loosely connected to teaching responsibilities and challenging subject-matter instruction.


· Meeting all of the requirements of an effective compensation system promotes equity, rationality, competitiveness, retention, job performance, responsiveness, and career growth.


· Inclusion of differential pay options in the teacher pay system establishes market-driven compensation based in part on the demand for their services, skills, and knowledge.


· Devising a minimum salary schedule that offers teachers differential pay options and the chance to earn relatively higher salaries would provide teacher advancement without leaving the classroom. 


· Increasing the base pay of educators teaching in an approved critical needs subject area or hard to staff school by a specified index as determined by the school district’s free and reduced lunch percentage assists all school district s in recruiting and retaining teachers.

· Providing differential pay options, some in part based on the free and reduced lunch percentage for school districts, assists all schools in recruiting and retaining highly qualified teachers as defined in the No Child Left Behind Act federal guidelines.

· Adding additional differential pay options provides teachers with more than two ways to increase their salary. 


(3). Add additional steps to the Minimum Salary Schedule up to 27 years.
· Currently, the salary schedule does not reward teachers financially for staying in the profession beyond 22 years and prior to retirement.


· Leveling off salaries at a time when teachers are highly skilled sends the message that quality service is not valued.


· Teachers lose the two percent annual incremental pay for each year of service after 22 years in the profession.

NATIONAL BOARD FOR PROFESSIONAL TEACHING STANDARDS

· Currently SC ranks third in the number of National Board Certified Teachers (4,443) and second in the number of African American NBCTs.


·  In 2001-2002, when incentives were created for this advanced certification, the number of National Board Certified Teachers in South Carolina increased from 361 to 1,291. 


· Various studies indicate that National Board Certified Teachers help students achieve larger testing gains, are particularly effective with students who have special needs (CBA Miami-Dade 2004) and, on average, students of National Board Certified Teachers scored as if they had received more than a month’s worth of additional instruction (Arizona State University 2004).

· The National Board for Professional Teaching Standards was created by national professional education organizations and accomplished classroom practitioners at the national level (National Council of Teachers of English and the National Middle School Association, for example); therefore the standards are embedded with the nation’s most rigorous content knowledge and pedagogy.


· A salary supplement for National Board Certification encourages outstanding teachers to stay in the classroom.


· The number of teachers pursuing National Board Certification has leveled off in the past two years resulting in stabilization of funding. 


· Teachers should be rewarded for improving their own skills, guiding their own professional development, and gaining new knowledge and abilities.


· The National Board Certification process establishes ongoing and continuing professional development, which has a direct impact on student achievement.

(Note: Teacher comments regarding National Board Certification can be found in the Appendix.)


MENTORING

· American schools spend $2.6 billion annually replacing teachers. (Alliance for Excellent Education, Straight A’s, Volume 5, No. 11, June 6, 2005)  It is estimated that districts spend about $11,000 to replace a teacher (School’s Out, Edutopia, Claudia Graziano, Feb/March 2005).

· This constant state of flux creates a major disruption to the strength and continuity of the school community.  High turnover rates create high concentrations of inexperienced, vulnerable teachers. Veteran teachers become overburdened by the additional needs of their peers.  And tragically, the dividends of seasoned teachers and heightened student achievement are lost. (No Dream Denied, National Commission on Teaching and America’s Future, January 2003) 

· National data indicates that teachers without sustained induction support provided by a trained mentor leave the profession at a rate of almost 70 percent higher than those who receive it. (National Center for Education Statistics, USDE, Washington, D.C., 2000).

· In South Carolina, statistics support national findings (i.e. 2004-05: 5,222 teachers departed while 6,486 were hired, 33% of which were new graduates).  (2004-05 FallTeacher/Administrator Supply and Demand Survey, CERRA)

· In July 2005, the South Carolina Mentoring and Induction Program Implementation Guidelines were approved calling for standardization of mentor credentials, training, and responsibilities.  Currently, 28 states have state-level teacher induction programs – only 10 states have mandated them and provide funding (Recruiting New Teachers, non-profit organization – Mildred Hudson, CEO, Belmont, Mass.)


· Tailoring support to new teachers is widely confirmed by research, which states that “one size does not fit all” for induction and ongoing professional development for all teachers.


· Mentoring improves the skills and knowledge of both the new and veteran teacher and increases the likelihood that both will be retained in our profession.

· Research supports mentoring as being the number one strategy for addressing retention.  Nationally, a growing number of effective mentoring programs have been implemented.  With the state’s newly adopted Mentoring and Induction Program Implementation Guidelines, timing is excellent for the inclusion of differential pay for mentors.


· Mentoring programs contribute in a positive way in helping new teachers have the skills they need to be successful in raising student achievement.

LONGEVITY BONUSES

· Longevity bonuses tie salary increases to work experience in South Carolina public schools. 


· Bordering states like North Carolina, which is one of South Carolina’s greatest competitors, is already providing longevity bonuses starting with years 10-14.

· Providing financial incentives for staying in the profession should lead to lower attrition rates statewide.


· Lower attrition rates result in a more stable school culture with the end result of higher student achievement.


· Providing longevity bonuses sends a strong message to educators and the general public that the teaching profession is valued in South Carolina.


· Longevity bonuses would encourage administrator retention easing critical shortages currently experienced in South Carolina.


· Longevity bonuses reduce the need for signing bonuses, which improves teacher retention in a specific school district.

CRITICAL NEED SUBJECT AREAS

· Paying all teachers alike virtually guarantees shortages by field.


· High salaries for critical need subject areas would encourage prospective teacher candidates to consider these teaching shortage areas.


· Some teacher preparation programs in South Carolina have to eliminate programs in critical need subject areas due to low enrollment.  Additional stipends may encourage higher entrance numbers and preserve these needed teacher preparation programs.


· Providing differential pay for critical needs subject areas based on the free and reduced lunch percentage for school districts will assist all schools in recruiting and retaining highly qualified teachers as defined in the No Child Left Behind federal legislation guidelines.


· Shortages in critical need areas force districts to hire growing numbers of out-of-field teachers and substitutes.  Increasing the number of highly qualified teachers in these teaching areas will directly impact student achievement.


HARD TO STAFF SCHOOLS

· Teacher quality is one of the most important factors in student success.  Statistics reveal that vacancies and turnover rates are higher in hard to staff schools.  Most hard-to-staff schools serve low-income communities with larger percentages (20 percent compared to 15.7 percent - national average for percentage of teachers who leave the profession annually) of children at risk of failure or dropping out.  It is these school communities that have the most urgent need for attracting and keeping highly-skilled and motivated teachers. 


· Increasing the base pay of educators teaching in a hard to staff school by a specified index as determined by the school district’s free and reduced lunch percentage assists all school district s in recruiting and retaining teachers.

· Hard to staff schools are often unable to match salaries, benefits, and amenities.  As a result, they cannot be as selective and often have to accept higher levels of out-of-field teachers and substitutes.


· Rewarding teachers for teaching in hard to staff areas encourages statewide retention.

· Overall student achievement will rise statewide by addressing low achieving/hard to staff schools.
APPENDICIES

Glossary of Terms

Critical Need Subject Areas are determined annually by the number of teaching positions available that are vacant or filled with candidates not fully certified in the particular subject area.

Hard-to-Staff Schools are those that have an insufficient supply of effective teachers (teachers who can successfully promote student learning) for all students, including high-poverty and minority students.  Hard-to-staff schools are characterized by a(n):

· Large percentage of socioeconomically disadvantaged students

· Difficult teaching environment

· Undesirable school location

· Low academic achievement of student population.

Professional Certified Staff (PCS) System is a web-based system used by district staff to report staff information such as salary, position, days employed, and location to several State Department of Education offices. 

Simple Average 

The simple average is the sum of all three states (South Carolina, North Carolina, and Georgia) divided by three.

State
Average Salary

SC
$42,000

NC
$44,000
GA
$47,000



$133,000 ÷ 3 = $44,333

Simple Average:  $44,333

Weighted Average

The weighted average is the sum of dollars divided by the number of teachers.
State
Average Salary
# of teachers

SC
$42,000

  46,000
$1,932,000,000

NC
$44,000

  75,000
$3,300,000,000
GA
$47,000

100,000
$4,700,000,000

$133,000

221,000
$9,932,000,000


Weighted Average:
$44,941.18

Teacher Comments on National Board Certification

Gail Bienstock, School Counselor

I believe that holding what we do under a microscope and being accountable for outcomes is a growth experience for each and all of us.  On a personal level, it helped me be more respectful of the incredible challenges each of our teachers face daily when I make suggestions on our student assistance team.  

The validation that comes through support and direction so readily given by peers was also a growth experience.  I'm used to being the giver because of my role, so was very grateful for the many members of our faculty and staff, and of the entire RD2 community who reached out to be supportive.  It gives a whole new level of meaning to "collaborative." As for reaching out to the next line of candidates, I've already started that process, and will continue, with hopes that each new generation joins until we can truly mentor 1:1 with someone whose style allows the greatest benefit from the mentoring.

Cheryl Guy, Social Studies

As a veteran teacher, NB gave me the professional development opportunity to reflect on and improve strategies that make teaching and learning effective.  The process also caused me to research best practices and to continue to improve teaching and learning in my classroom.

Arlene Bakutes, English/Language Arts

NB process encourages reflection and that is the real reward for teachers.  This reflection benefits a teacher’s classroom performance.  

Christi McCollum, Elementary

National Board process taught me how to really be a reflective teacher and look at the practices I use in the classroom and to question why I do what I do and how it impacts the students I teach. It taught me to question my practices and never use a strategy simply because it is one I am comfortable with, but to find strategies that lead my students to success even if that means stretching myself to think out of the box. 

I am a more effective educator having completed the National Board process. Teaching is not simply about content. It is about understanding the core propositions of National Boards and being able to internalize them and apply them every moment of every day with every child I encounter.

Penny Wendt, Instructional Technology Specialist

Because it had been many years since I had been in school, the NB process caused me to go back and revisit many of the content areas related to my profession. As a result, I feel I am more up to date on many of the issues related to my profession.
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