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teacher knowledge and development recognized in the certification levels correlate 
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Synopsis:  At the November meeting the Board considered adoption of a joint legislative priority 
with the Professional Educator Standards Board (PESB).  The priority consists of 
support for a set of strategies to address the recurring problem of teacher shortages 
and for a revised salary allocation model, as directed by ESHB 2261, that aligns 
professional credentialing of teachers with compensation. Jennifer Wallace, Executive 
Director of the Professional Educator Standards Board, explained and took questions 
from Board members on the PESB’s legislative proposals on the teacher shortage.  At 
this meeting Ms. Wallace will describe the compensation model recommended by the 
QEC that is aligned with the system of professional credentialing of educators.  In your 
packet you will find: 

 A staff memo. 
 The proposed joint SBE/PESB legislative priority, deferred in November for 

consideration at the January board meeting. 
 The recommendation of the QEQ Technical Work Group for aligning the salary 

allocation model to the career continuum for educators. 
 A March 2014 PESB news release on the University of Washington study on 

the relation of the ProTeach Portfolio assessment to teacher effectiveness. 
 The PESB policy brief, “Addressing the Recurring Problem of Teacher 

Shortages,” on which Ms. Wallace presented at the November meeting. 
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JOINT SBE-PESB LEGISLATIVE PRIORITY 
 

Policy Considerations  

Are the legislative proposals set forth by the Professional Educator Standards Board an appropriate 
response to the problem of teacher shortages identified by the PESB and OSPI?  Is one of those 
proposals, a revised salary allocation model aligned with the state’s system of professional certification, 
consistent with the intent of ESHB 2261, supported by the work of the Compensation Technical Working 
Group of the Quality Education Council, superior to the current salary allocation schedule in 
compensating educators for attainment of knowledge and skills linked by research to improved student 
achievement, and likely to be helpful in attracting new teachers to the profession? 

Teacher Shortages  

At the November board meeting, Jennifer Wallace, Executive Director of the Professional Educator 
Standards Board (PESB), presented to the SBE on PESB research on the problem of teachers shortages, 
and summarized a set of proposals on what the Legislature and other entities can do to address it.  A 
robust board discussion followed Ms. Wallace’s presentation.   

Much of Ms. Wallace’s presentation was based on the PESB policy brief “Addressing the Recurring 
Problem of Teacher Shortages” (October 2015), included in this section of the January board packet.  

PESB finds not only that there clearly is a teacher shortage in Washington at this time, but that it may 
exceed the accustomed cycle in there is less teacher attrition, and so lower demand for new hires, in 
bad economic times, and more attrition when things turn up.   

Washington teachers are leaving at a rate that we have not seen for at least the past decade.  
Not only are veteran teachers leaving at unprecedented rates, they are transferring as well.  The 
combination of leavers and transfers means that district hiring has gone up dramatically. Where 
several years ago we had high unemployment of graduates looking to become teachers, it now 
appears that nearly all graduates looking for teaching jobs are finding positions. 

Sharply increased hiring means that substitute pools are being drained as well.  While all hiring data 
were not in at the time of the report, inquiries to PESB from the field suggested that districts had hired 
all available teachers, including substitutes and the conditionally credentialed.  Under pressure to fill 
jobs, districts were looking to other sources of supply, including students in teacher education programs. 

Teacher shortages are common, PESB says, but are usually localized and specific to content areas (such 
as math and science).  They are also cyclical and typically less evident when there are fewer 
opportunities in other sectors of the economy.  The concern is that we may have reached a “new 
normal” in which teacher shortages are less easily managed in usual ways, and more ongoing than 
cyclical.  Some of the reasons cited for this include: 

 The high rate of teachers leaving the profession, which appears to exceed what we’ve seen in 
prior cycles; 

 Enrollment in and completion of teacher education programs at higher education institutions 
are down, reflecting a national trend; 
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 Beginning teacher attrition, which, while a strong concern, is not distinct to the present shortage 
problem; 

 Credentialing requirements for teachers in Washington.  Easing them, however, would 
compromise teacher quality, without much impact on the present shortage.  PESB strongly 
recommends maintaining the standards and assessments for licensure enacted in ESHB 2261 in 
2009 and 2SSB 6696, which research shows are directly linked to student achievement gains.  

PESB lists ten actions in the report that the Legislature can take to address the recurring problem of 
teacher shortages in a sustained and comprehensive way.   

1. Require and fund public institutions of higher education to develop priority subject area 
recruitment and enrollment plans. 

2. Increase funding for Alternative Routes and Educator Retooling programs. 

3. Centralize and fund, statewide and/or by regions, more aggressive marketing of and recruitment 
for teaching positions. 

4. Allow PESB to continue to innovate with Alternative Routes through rule, in order to be more 
responsive to district need. 

5. Increase funding for Educator Retooling for teachers to add subject matter credentials enabling 
them to be qualified to teach in areas of district need. 

6. Support statewide dissemination and implementation support for the Careers in Education 
program curriculum.  Provide funding to support an online portal, and professional development 
for implementation. 

7. Revisit language of Chapter 235, Law 2010 (E2SSB 6696) to strengthen provisions on offering of 
Alternative Routes programs by higher education institutions with approved teacher 
preparation programs. 

8. Improve retention by funding statewide beginning teacher induction and mentoring, including 
high‐quality training for mentor teachers. 

9. Provide districts with tools to improve enrollment forecasting and funding predictability for 
better and earlier determination of hiring needs. 

10. Per the PESB position statement on the report and recommendations of the QEC Compensation 
Technical Working Group, establish competitive beginning teacher pay and align increases in 
compensation with requirements of the state’s career‐long licensure system and successful 
teacher teaching experience as verified through our state teacher evaluation system. 

The second part of this memo discusses the last of these proposals.  It would establish an updated 
model for state salary allocations based on professional attainments in place of the traditional model in 
which teachers advance in pay based only on years of experience and degrees, academic credits, or 
“clock hours.” 

 

Salary Allocation Model Aligned to a Career Continuum 

The landmark education reform act of 2009, ESHB 2261, which makes up the foundation for the 
McCleary mandate, required the Office of Financial Management, by July 1, 2011 to “convene a 
technical working group to recommend the details of an enhanced salary allocation model that aligns 
state expectations for educator development and certification with the compensation system and 
establishes recommendations for a concurrent schedule.”  While not explicitly including the new 
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compensation model within a revised definition of basic education, the act expressed the intent of the 
Legislature that teacher pay be not just enhanced in amount but restructured to align with the 
knowledge, skills and teaching practices found most likely to raise student achievement.   

This requirement of ESHB 2261 originates in 2SSB 5955 (Educator preparation, professional 
development and compensation) in 2007.  The act pronounced a purpose for the Professional Educator 
Standards Board to “take the next steps in developing quality teaching knowledge and skill in the state’s 
teaching ranks.”  These duties, the Legislature said, build on a current teacher development foundation 
that requires evidence of positive impact on student learning, and focuses on furthering K‐12 learning 
goals through instructional skill alignment.  By June 2009, the PESB was to set performance standards 
and develop, pilot, and implement a uniform and externally administered professional‐level certification 
assessment based on demonstrated teaching skill. 

The certification assessment developed by the PESB pursuant to 2SSB 5955 is the ProTeach Portfolio, 
first required for teachers to earn a professional certificate in 2010.  In order to achieve the passing 
score on the ProTeach Porfolio, teachers must demonstrate the required knowledge and skills, specified 
in WAC 181‐79A‐207, that demonstrate a positive impact on student learning.  “A positive impact on 
student learning” is defined in WAC 181‐78A‐010 to mean that “a teacher through instruction and 
assessment has been able to document students’ increased knowledge or demonstration of a skill or set 
of skills related to the state goals and/or essential academic learning requirements.” 

The revised salary allocation model developed by the Compensation Technical Working Group (TWG) of 
the Quality Education Council, in compliance with ESHB 2261, was designed to align compensation with 
these goals and principles for teacher certification.  “The certification process,” the Working Group said, 
“provides an objective measure of teacher development outlined by the Professional Educator 
Standards Board and the National Board for Professional Teaching Standards.”  The TWG emphasized in 
its June 2012 report that “the increasingly rigorous, performance based certification process, coupled 
with the movement to a robust, four‐tiered evaluation system, will ensure that Washington’s students 
are served by high‐quality educators.” 

The proposed state salary allocation model devised to link to the new certification system would have 
just 10 cells, compared to the 119 in the current model.  At present, additional, state‐funded teacher 
salary can only be obtained by gaining up to 16 years of experience and obtaining additional academic 
degrees, credits or clock hours.  In the new model a teacher would progress in salary from a residency or 
initial certificate to a professional certificate, on successful assessment through the ProTeach Portfolio, 
and then through three additional levels of certification, each accompanied by substantial salary 
increases to recognize gains in knowledge, skill and effectiveness.  This approach to teacher 
compensation is commonly referred to as a “career ladder.”  

“The salary allocation model should provide incentives for educator characteristics that research 
indicates result in more effective teaching and greater gains in student achievement,” the TWG said.  “It 
should also serve as a potential aid in the recruitment of potential teachers, in that it would clearly 
define the state expectations for a teacher’s career progression and demonstrate the capacity for career 
advancement.” (Emphasis added.) 

The QEC working group received presentations on the effect sizes on student test scores of various 
teacher characteristics, including, for example, experience, graduate degrees, and professional 
development “days,” and reviewed literature on standards‐based compensation.  Based on those 
analyses, and after lengthy discussion, the TWG recommended a state salary allocation model with the 
following elements: 

 State Certification Level 
 Years of Experience Tied to Certification Level 
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 National Board for Professional Teaching Standards Certification 
 Level of Education 

 
The rationale for each is explained in the report excerpted in this section of the board packet.  The 
proposed model incorporating each of the elements is shown in Exhibit 11.  Its clarity and simplicity in 
relation to the current salary allocation model is immediately evident from comparison with that shown 
in Exhibit 9. 
 
It should be noted here that the PESB, while strongly supportive of the policy, was not in entire 
agreement with all details of the model recommended by the TWG.  A large salary bump on 
achievement of professional certification after the third year of teaching, PESB observed, would be more 
conducive to encouraging teachers to gain the skills and competencies represented by the certificate 
than delaying it to after year four, as proposed by the working group. 
 
While the state has yet to accomplish compensation reform in response to McCleary, the policy of 
basing salary allocations on a career continuum figured prominently in legislative deliberations in 2015.  
Both SB 6109 and SB 6130 included a salary allocation schedule identical or very similar to that proposed 
by the QEC working group in 2012.  SB 6130 stated among its intents “Phasing in a streamlined and less 
complicated salary allocation model for certificated instructional staff that is informed by the work of 
the compensation technical working group and aligned to the certification progression of an educator.”  
ESHB 2239 declared an intent to enact a new state salary model for allocating salary funding for state‐
funded employees that “may include simplification or elimination of the state salary grid for certificated 
instructional staff.”   
 
Specific features of the new salary allocation model and the salary amounts placed in it may differ from 
any proposals we’ve seen so far.  It seems clear, however, that the direction of the Legislature on 
teacher compensation is that set out in E2SSB 2261, the report of the QEC Technical Compensation 
Working Group, and the work of the PESB to develop a model of professional certification to recognize – 
and ultimately compensate – educators for skills, attributes and attainments associated with instruction 
that increases student achievement.   
 
In the meantime, the PESB has continued to examine and evaluate the ProTeach Portfolio assessment 
for teachers to move from an initial to a professional certificate.  In 2014 researchers James Cowan and 
Dan Goldhaber of the Center for Education Data and Research at the University of Washington‐Bothell 
published a study for the PESB finding that teachers who pass the ProTeach are more effective at raising 
student test scores than those who failed or did not complete it.  Summarizing study results, Mr. Cowan 
said, “The magnitude of these findings is similar to the estimated differences in teacher effectiveness 
associated with having a teacher with about 3 or 4 years of teaching rather than a novice teacher, or a 
teacher who is certified by the National Board for Professional Teaching Standards versus one who is 
not.”  At the same time, the study pointed to some ways ProTeach could be improved by re‐weighting 
some components of the assessment. 

Action  

The Board will consider approving the joint legislative priority with the Professional Educator Standards 
Board. 

 

If you have questions regarding this memo, please contact Jack Archer at jack.archer@k12.wa.us.  
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Align Educator Compensation Systems with 
New Credentialing Policies 
Joint Priority with Professional Educator Standards Board 
 
ESHB 2261 (2009) directed the development of an enhanced salary allocation model 
that aligns state expectations for educator development and certification with the 
compensation system and a plan for implementation.   In its 2013 report the Quality 
Education Council proposed a new career ladder model for educator compensation, 
linked to the two levels of certification defined by the Professional Educator Standards 
Board, with recognition of experience, degree attainment and National Board 
certification, but significantly fewer “steps” than the current schedule.  The Board urges 
the Legislature to adopt legislation that aligns the new system of professional 
certification with a new model of professional compensation.  The Board also asks the 
Legislature to support systemic measures proposed by the Professional Educator 
Standards Board and the Superintendent of Public Instruction, in partnership with 
school districts, Educational Service Districts, and higher education, to address a 
persistent and multifaceted problem of teacher shortages. 
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Main Office (360) 725-6275 ● FAX (360) 586-4548 ● http://www.pesb.wa.gov 

Old Capitol Building ● 600 Washington Street S., Room 249 ● P. O. Box 47236 ● Olympia, WA  98504-7236 
 

FOR IMMEDIATE RELEASE 
 
Contact: Jennifer Wallace, (360)725-6275, Jennifer.Wallace@PESB.wa.gov 
 
Olympia, Washington – March 17, 2014 
  
Teachers who pass the ProTeach Portfolio assessment are more effective than 
those who fail, according to a University of Washington Bothell study.   
 
Since 2010, teachers have been required to successfully pass the ProTeach Portfolio 
(ProTeach) in order to earn their second-level, professional, certificate.  Implemented as 
a result of Professional Educator Standards Board (PESB) recommendations and 
legislative mandate, the ProTeach Portfolio requires teachers to demonstrate their 
effective teaching, professional development and professional contributions through 
student-based evidence on three portfolio entries: 1) Professional Growth and 
Contributions, 2) Building a Learning Community and 3) Curriculum, Instruction and 
Assessment.  Administered by Educational Testing Services, it is the first large-scale 
consequential portfolio assessment to be submitted and scored entirely online in the 
United States.   
 
Lead researchers James Cowan and Dan Goldhaber from the Center for Education 
Data and Research (CEDR) at University of Washington at Bothell used value-added 
models of student achievement to assess the relationship between teacher performance 
on ProTeach and teacher effectiveness in raising student achievement on standardized 
exams.  The study found that teachers who pass the ProTeach are more effective than 
those who failed and those who do not complete a submission.  Modest differences 
were found in both math and reading, though the differences were only found to be 
statistically significant for reading.  “The magnitude of these findings is similar to the 
estimated differences in teacher effectiveness associated with having a teacher with 
about 3 or 4 years of teaching rather than a novice teacher, or a teacher who is certified 
by the National Board for Professional Teaching Standards versus one who is not”, 
stated Mr. Cowan.  
 
For the PESB, the study provides affirmation that this instrument behaves much as 
other well-regarded certification assessments, such as the National Board assessment 
process, but also offered some ways it can be improved.  Because the study suggests 
that components of the assessment could be emphasized or de-emphasized in ways 
that would strengthen its relationship to student achievement, the Board will examine 
options for reweighting the assessment.   
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The study helps define issues and questions for researchers and policy boards such as 
the PESB.  The study found when other factors are held equal, the characteristics of the 
students and classroom may influence the teacher’s ProTeach score.  For example, 
having a larger number of students in an elementary classroom seems to have a 
negative effect on the ProTeach score.  This is not an unexpected result; other empirical 
studies have found similar findings for the National Board as well.  This effect might be 
related to dependence on some evidence generated by the student. 
 
CEDR Director Dr. Dan Goldhaber praised the PESB for its willingness to turn the lens 
on its own policy.  “PESB asks the difficult, yet important empirical questions about its 
policies and programs.  Their willingness to find and test the best practices is essential 
for improving the quality of teaching in Washington”, he said.  
 
PESB Chair Barb Taylor stated that “Overall, the PESB is pleased with the study.  We 
want to enable, as well as insist, that all teachers meet a high bar in order to continue to 
earn a teaching certificate.  Research like this helps us maintain policies for our 
certification system that identify and acknowledge teaching effectiveness”.  
 
The full study paper may be found at http://cedr.us/papers/working/CEDR%20WP%202014‐
2.pdf. 
 
 
 
 
 
 
 
Since 2006, the Professional Educator Standards Board has held responsibility for regulating 
the career-long continuum of educator licensure in order to ensure that students encounter 
highly qualified educators through their school experience.  This policy making body fulfills the 
legislature’s intent for educators to be among self-governing professions in our state, with a 
composition of practicing educators entrusted with setting and upholding the highest possible 
standards for certified Washington educators. www.pesb.wa.gov  
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Addressing the Recurring Problem of Teacher Shortages 
 

Are we experiencing a teacher shortage now?   

Yes. Washington’s teacher labor market froze during the economic downturn.  This means that 

teachers who normally would have left teaching, stayed.  We had fewer teachers leaving the 

system, and fewer teachers moving between districts or schools.  Clearly this has 

changed.  Currently, Washington teachers are leaving at a rate that we have not seen for at least 

the past decade. [for more data / analysis on teacher attrition see our data site - 

http://data.pesb.wa.gov/retention].  Not only are veteran teachers leaving at unprecedented rates, 

they are transferring as well.  The combination of leavers and transfers mean that district hiring has 

gone up dramatically. Where several years ago we had high unemployment of graduates looking to 

become teachers, it now it appears that nearly all graduates looking for teaching jobs are finding 

positions. Graduates unable to find teaching positions contributed to district substitute pools.  

Increased hiring means these substitute pools are also diminished.   

 

How did this happen / how are we experiencing it?  

Six years ago PESB was fielding calls from teacher programs in a panic, noting that even their 

most qualified completers were not finding jobs.  When the hiring results came that year it was 

clear what had happened, the teaching profession had frozen, teachers who would typically move 

positions or leave teaching were staying put.  Districts, which just two years prior had hired 6,500 

teachers to fill new and transferring teaching positions, had hired for only 2,500 positions, 1,800 of 

those going to teachers who were new to the system.  What did these unemployed program 

completers do?  Some stayed in temporary employment waiting for teaching positions to open up, 

some entered the substitute pools, and others pursued careers outside of public education.  There 

were probably many reasons teachers stopped leaving the profession that year, not the least of 

which was the economic crises, which dramatically reduced opportunities in the private sector.  

 

Last year PESB was fielding the opposite calls, as districts were frantically looking for teachers to 

fill their newly vacated positions.  Sure enough, when the hiring data came in, we saw the opposite 

effect, districts had hired for 7,300 vacancies, more than we’ve ever seen.  Of those positions, 

4,700 were new to Washington’s public schools.  In five years we had seen a 250% increase in 

demand for new teachers.  Districts hired candidates that had graduated from earlier years but 

were still waiting for positions, including many of those that were serving in substitute pools.  As 

the year went on it became apparent that the number of substitutes had dwindled, substitutes had 

taken new positions, both in and out of the public school workforce.   

 

This year PESB is fielding new questions, where programs and districts are inquiring about the 

legality of hiring teacher candidates who are still in programs.  The hiring data is not in yet, but this 

suggests that districts have hired all available teachers, including substitute and conditional 
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credentialed teachers, and many are now looking in new areas, including students currently 

enrolled in teacher education programs. 

 

The main driver for this boom and bust is the number of teachers leaving the profession.  We don’t 

know if the current teacher hiring boom is a correction from the earlier bust years—where teachers 

that would have typically left stayed on until the economy came back—or if it is the new normal—

where the booming economy continues to give teachers new and better opportunities outside of 

public education. 

 

There are other issues impacting the teacher shortage in Washington.  Teacher program 

enrollment and completions in some of our larger programs are down, reflecting a national trend.  

There are many theories for this—from teacher pay to changes in parent perception of teaching as 

a profession—but there are no easy answers.  We have no evidence our teacher education 

programs reduced the 

number of slots 

available, but rather 

they are reflecting the 

market demand.  Higher 

education enrollment 

continues to increase, 

and programs in STEM 

fields are finding 

themselves turning 

away qualified students, 

while programs in 

education are laying off 

staff and cutting 

courses.  Also, 

beginning teacher 

attrition clearly impacts 

the teacher shortage, 

and continues to be a 

concern both nationally 

and in Washington.  

However, this issue has persisted for many years, and is not the root cause for Washington’s 

current crises.  Finally there are issues related to credentialing.  It is clear that obtaining and 

keeping a teacher credential in Washington does preclude some from becoming a teacher, which 

to some extent is the intent of a licensed profession.  Some do not have adequate subject matter 

knowledge or lack basic writing skills.  Undoubtedly, lowering standards would allow a few more 

people teach in Washington’s public schools, but it is important to note that the number of people 

who fail these assessments are comparatively few and that lowering standards will have little or no 

impact on the magnitude of the problem, which is teachers leaving the profession at a rate never 

before seen in Washington.   

 

Teacher shortages are common in Washington, but usually they are localized and specific to 

certain content areas.  There are practices and policies in place to deal with these shortages, such 
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hiring long-term substitutes or hiring on conditional or emergency credentials.  There are federal 

policies related to No Child Left Behind that serve as a disincentive for these practices, but there is 

nothing in Washington policy that precludes districts from hiring someone on a limited credential.  

Also there is an alternative route where teachers can serve as a teacher of record while completing 

a program.  The implementation challenge is that it takes time to set up.  

 

Is there a shortage of STEM teachers? 

Currently there is a shortage of all teachers, including those teaching STEM courses.  We know 
from long-term trend data that certain teachers, including those working in STEM fields are hired 
earlier, and at greater rates, than say an Elementary teacher.  This suggests Washington has a 
persistent and ongoing need for more STEM production.  Note, the same is true for Special 
Education as well.   Some endorsement areas, like Elementary Ed vacillate between shortage and 
surplus, and a worthy policy goal would be stabilizing this, there are areas that could reasonably be 
prioritized for ongoing increased production – like STEM and Special Ed.  
 
Do we have a teacher turnover problem? 
Washington has similar teacher persistence issues and rates as other states.  Although, of course 
we have noticed a higher rate of leavers recently across the teaching sector, the area most people 
look at is persistence of beginning teachers.  Specifically, is this a problem with preparation, or with 
induction.  When we look closer, we notice that beginning teacher persistence is very similar 
between preparation programs, but quite different between districts.  This suggests to us that we 
should start by looking into district-level supports and policies to better understand why beginning 
teachers leave. 
 
Does teacher turnover impact high-needs schools? 
Yes, but it’s not the entire story.  There are much larger differences in persistence between 
districts, than between high and low needs schools.  That’s not to say this is not impacting high-
needs schools, just that we think the issue is a bit larger.  
 
Why don’t programs ramp up production? 
Programs require time to hire additional faculty, as well as recruit, enroll, and complete 
candidates.  These efforts are hindered when programs lack clear, and advanced directive on 
district need and placement opportunities.  However, keep in mind that generally we have under-
enrollment, the problem is not programs turning qualified candidates away.  We believe any 
qualified candidate in Washington can find a seat in one of our educator preparation programs. We 
have been interested in recruitment practices, and we are seeing this issue come up more often as 
part of the national policy dialog.   
 

Why don’t people want to go into teaching anymore?   
A recent report from ACT found that between 2010 and 2014 the percentage of high school 
students expressing an interest in pursuit of teaching dropped from 7% to 5%.  This while the 
number of teaching positions is expected to grow by 14% by 2021.  Part of the reason is that the 
numbers and academic caliber of people enter the teaching ranks has been historically linked to 
discrimination.   Women and minorities became teachers at higher rates because their options in 
the workforce were more limited.   That’s changed, and college graduates have broader 
opportunities.  Surveys and research suggest it’s not one factor that influences an individual’s 
decision, although salary generally rises to the top.   In countries that enjoy adequate supply and 
selectivity in terms of teacher candidates, like Singapore and Finland, teacher education is well 

93



subsidized, admission standards are high, training is an institutional priority and well-funded, and 
new teachers can expect support, competitive salary, and opportunities for advancement.   
 

 

What can be done? 
If this is an issue of supply and demand, and if we believe it will be persistent (not just a market 
correction) or recurrent, then we need to find ways to make the profession more attractive at 
multiple points - including at pursuit of preparation and credential, employment, and persistence in 
the profession.  An obvious answer is increased pay, particularly early in a teacher’s career, when 
they are most likely to leave.  Also, there are improvements in human resource / workforce 
development practices, including support for onboarding new teachers.  Important too, we need 
policy levers intended to increase the pipeline, such as recruitment and scholarships.   
 

What PESB is Doing - 

 

Expanding preparation program providers - PESB has provided technical support to three 

community colleges with plans to open teacher preparation programs within the next year.  In 

addition, PESB staff assist programs in other states providing online teacher preparation here in 

Washington, helping ensure they are responsive to district need. 

 

Expanding Alternative Routes - The 2015 Legislature restored funding to this PESB program, 

which experienced severe reductions in funding starting in 2011, and suspension of the program 

entirely in the last biennium.   Competitive Block Grants will fund preparation program and 

district/ESD partnerships, as well as candidate scholarships, to support alternate route programs to 

address district need.   One of the weak aspects of Washington’s Alternative Route programs was 

inadequate district engagement, but with the current shortages, more districts are looking to create 

residency-type models allowing them to employ individuals enrolled in preparation programs as 

teachers of record ---- essentially “on the job” training.   They are also recruiting from their 

experienced paraeducator ranks and “growing their own” teachers through Alternative Routes.  

The number of district / preparation program partnerships applying for funds to operate Alternative 

Routes will well exceed the biennial appropriation.   Increased legislative funding will be needed to 

meet level of demand..   

  

Expanding Educator Retooling - The 2015 Legislature enacted the PESB and Governor Inslee’s 

request to expand Educator Retooling scholarships beyond math and science to other shortage 

areas, such as Special Education and English Language Learners, or other locally-determined 

shortages. This program provides financial support (scholarships up to $3,000) to Washington 

State certified teachers who seek to add an endorsement in a subject or geographic shortage area.  

As with Alternative Routes, applicants will well exceed funds received.  Increased legislative 

funding will be needed to meet demand.  

 

Broadened interstate reciprocity - Washington is among states with the fewest barriers for teachers 

coming from other states.   Reciprocity is based on completion of a state-approved preparation 

program, thus does not require individuals to hold prior state certification.  We have established 

numerous, equivalent tests in other states acceptable for meeting Washington certification test 

requirement.  We expedite military personnel, allow one-year permit for teachers new to 
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Washington to meet certification testing requirement, and up to 7 years to reach our second tier 

certificate, the Professional Certificate, through either the ProTeach Portfolio or National Board.    

 

Providing guidance and technical assistance to preparation programs on improving their 

recruitment practices - particularly related to recruitment and support for individuals from  

underrepresented populations and preparing future principals and superintendents to develop and 

implement effective workforce development strategies.   

 

Per legislative charge, revised the curriculum for the Careers in Education program to more closely 

reflect the PESB’s Recruiting Washington Teachers program, which targets first-generation 

college-bound students from underrepresented populations, support their academic success and 

pursuit of a teaching career.  

 

Conducted case studies of districts in Washington with effective workforce development practices 

that sustain them well through periods of shortage.  PESB is now working with WASBO and WASA 

, AWSP and WSSDA to contract for a consultant to prepare training curricula, and deliver training 

to district HR managers on improved recruitment, hiring, orientation and retention practices. 

 

What the Legislature Can Do -    

 

Establish priority recruitment and enrollment subject areas - Fund and require public institutions to 

develop biennial priority production area recruitment and enrollment plans, that would include 

aggressive recruitment strategies, strong partnerships with school districts, by service region (Per 

RCW 28B.76.335 and 340), with sign-off from districts in that region / the ESD. 

 

Increase funding for Alternative Routes and Educator Retooling programs.   Require districts 

participating in Alternative Route Block Grants demonstrate how they will leverage their Title I, II or 

III dollars in support of “grow your own” residency alternative routes and retooling of existing staff 

into shortage subject areas.  Annually, millions of Title dollars are unexpended by districts.  

Research suggests that rural districts in particular have difficulty accessing federal funds, which 

may require time and personnel capacity rural districts lack.   

 

Centralize and fund, statewide and/or by regions, more aggressive marketing and recruitment.  

Standardize and centralize application processes so applicants for teaching positions can apply 

once for multiple jobs and districts can draw from coordinated recruitment pools rather than 

competing recruitment efforts. 

 

Per PESB position statement on QEC Compensation Work Group report and recommendations, 

establish competitive beginning teacher pay and align increases in compensation with 

requirements of our career-long licensure system and successful teaching experience as verified 

through our state teacher evaluation system.  

  

Allow PESB to continue to innovate with Alternative Routes via WAC in order to be more response 

to district need.  Increase funding for Alternative Routes to meet increased district demand for “on 

the job” preparation for individuals with subject matter expertise in shortage areas and experienced 

paraeducators becoming teachers.  
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Increase funding for Educator Retooling for teachers to add subject matter credentials / be 

qualified to teach in areas of district need.  

 

Support statewide dissemination and implementation support for the revised Careers in Education 

program curriculum.  Establish teaching academies in every school district. Increased funding to 

support the next generation of the Recruiting Washington Teacher Programs to use new statewide 

curriculum and  provide funding to support an online portal and professional development for 

implementation.  Expand the Recruiting Washington Teacher Program statewide and strengthen 

incentives for components of the current model: 

- faculty in colleges of education supporting high school teacher academies 

- districts to develop HS Teacher Academies 

- high school teachers to attend training in teams 
- the development of local advisory boards composed of education stakeholders 

 

SB 6696, enacted by the 2010 Legislature, required all public institutions with approved teacher 

preparation programs submit proposals to offer Alternative Route programs.  While all submitted 

proposals, only half implemented these proposals and offer alternative routes.  The legislature 

could revisit this charge and support implementation of alternative route programs at all public 

institutions.    

 

Improve retention by funding statewide beginning teacher induction and mentoring, including high-

quality training for mentor teachers.  

 

Provide districts forecasting tools and improve funding predictability / minimize risk 
Per legislative charge, in 2011 the PESB and ESDs conducted regional educator workforce 
dialogues in which districts were asked to bring data forecasting their future hiring needs and 
preparation programs were asked to attend to talk about how their enrollment could be responsive 
to this.   What we learned is that: 

1. Forecasting approaches vary by district, but generally are not very sophisticated or reliable;  
2. Enrollment variability impacts the “master” schedule for courses being offered and teacher 

qualifications needed; and,  
3. Unwilling to over hire because of enrollment/apportionment uncertainty, districts wait until 

late in the summer to recruit and hire meaning teachers who might have sought teaching 
jobs may have moved on to other career opportunities. 

This is not a situation that supports recruitment and planning for placements of teachers or 

preservice candidates into classrooms to meet district needs.  Teach for America, often regarded 

for their alternative route program, generally requires districts to have their placements for 

alternative route teachers to be identified by early Spring.  A tighter pipeline between production 

and hiring means an ability to plan earlier.  

 

What the State Board for Community and Technical Colleges Can Do 

 

Expedite approval of applied baccalaureate programs at the three community colleges seeking 

PESB approval as educator preparation programs.   
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Support statewide articulation so students participating in Careers in Education / High School 

Teacher Academy programs receive college credit. 

 

What Washington Student Achievement Council / Council of Presidents Can Do 

 

Per RCW 28B.76, and based on the Council’s required needs assessments, work with institutions 

to ensure adequate access to teacher preparation within each designated service region.  Help 

ensure institutions adequately prioritze and have funding to support colleges of education in 

enhancing recruitment efforts and increased field-based preparation. .   

 

What Colleges of Education Can Do 

 

Stay on track implementing higher standards and the new edTPA performance assessment for 

teacher preparation.  

 

Enhance recruitment efforts - work with districts and within communities.  61% of teachers get jobs 

within 15 miles of their hometown. 

 

Establish stronger articulation with community colleges and high school teaching academies.  Give 

conditional admission and academic credit for courses like Introduction to Education for students 

completing the Careers in Education curriculum.   

 

Partner with school districts in an Alternative Route Block Grant program. 

 

Market Pathway 2 programs connected to Educator Retooling scholarship funds. 

 

Strengthen collaboration within institutions so students in liberal arts, engineering and other fields 

are clear on options and pathways for becoming teachers. 

 

Utilize the PESB’s Self-Assessment Tool and Best Practices Guide for Improving Recruitment and 

Retention of Underrepresented Populations.  

 

What NOT to do and why  

 

As stated earlier, we urge legislators NOT to look to lowering of standards, sacrificing gains in 

teaching quality, as this would be unlikely to result in the desired outcome of increased supply and 

detrimental to student learning.   

 

In partnership with the Legislature, the PESB and our preparation program have raised the bar 

significantly: 

 

Set higher, more rigorous and relevant evidence-based standards, requiring demonstration 

of positive impact on student learning as a result of good instruction 
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Incorporated cultural competency, language acquisition, and STEM integration into 

standards for all educators.   

  

Established knowledge and skill assessment for certification: 

● Subject knowledge test for every certificate endorsement 

●  Placed WA as lead state in 26-state consortium implementing the edTPA - a new, 

classroom-based performance assessment of teaching effectiveness linked to 

student achievement gains 

●  Replaced higher education institution-based professional certificate programs with 

the ProTeach Portfolio, the first large-scale, consequential portfolio assessment to 

be delivered and scored online in the United States.  UW research confirms – 

teachers who score higher on the ProTeach have greater student achievement 

gains. 

  

Fundamentally changing teacher preparation program accountability 

● Moving to a framework of evidence of program impact to determine review and 

approval, with an emphasis on production of effective teachers as measured by 

impact on students. 

● Requiring programs to collect and manage structured data and report information 

routinely that supports program accountability  

●  Advancing a best practice model that includes improved analysis of key indicators 

as reported by programs. 

  

 

For more information and data related to the educator preparation and workforce – go to 

http://data.pesb.wa.gov or contact the PESB at PESB@k12.wa.us or 360-725-6275. 
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