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What will we do today? 

• Anticipate likely areas of concern about compensation reform and 
prepare responses to proactively address those concerns. 

 
• Develop messages and tools you will use to communicate the 

benefits of your compensation plan to teachers in your local context. 
 
• Plan next steps to help you implement your communications 

strategy as quickly and as effectively as possible.   

TOPIC TIME 

Planning a Strategy 20 minutes 

Creating Core Messages 60 minutes 

Questions and Concerns 10 minutes 
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Agenda 

• What teachers need to know 
 

• Planning a Strategy 
 
• Creating Core Messages 
 
• Questions, Concerns and Next Steps 
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Districts have the opportunity to move from a rigid system to 
a customized system that meets their needs. 

Until now, districts have been bound to rigid, outdated salary rules.  It’s been impossible to offer higher 
salaries to teachers who get strong results or choose to work in high-need areas.  It’s been impossible to 
give teachers a raise when they do great work—something people can expect in almost any other 
profession.   

 
With Act 1 of 2012 in place, districts have the flexibility to design compensation systems that respond 
to local school needs, allowing them to recruit, reward and retain more effective teachers, and providing 
a link between rigorous standards, accountability for student achievement, and professional growth.  
 
 
 
 

The Old Approach to 
Compensation 

• Rigid, quality-blind salary 
schedules dictated by 
statewide mandates. 

Act 1 Compensation 

• Districts set their own targets for 
increasing achievement and 
reward teachers who make the 
biggest difference in classrooms.  
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Smart 
Compensation 

Demand 

Based on high-need 
and/or hard-to-staff 
subjects and schools 

Effectiveness 

Based on student 
achievement and 

professional practice 

Experience 

Based on years of 
locally defined 

experience 

Act 1 allows districts to design compensation systems that 
recruit, recognize, and retain effective teachers.   

MINIMAL ACT 1 REQUIREMENTS: 
• None of the three criteria above can account for more than 50% of the salary formula.  
• Teachers or administrators who receive an “Ineffective” Compass rating do not receive 

a higher salary in the year following the evaluation. 
• Any current teacher’s or certified school employee’s salary can not be reduced below 

the salary amount for the previous school year or at any time during a school year.  

See attachments 
for Act 1 
Compensation 
Facts 
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What is challenging in communicating about your new 
compensation plan compared to your current plan? 

What is challenging in communicating about your new 

compensation plan?   

 

How are those challenges making it difficult for your district to 

achieve its compensation system design goals? 
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Communicating with teachers about these changes can be 
difficult – but clear, consistent messaging is key. 

Teachers need to know:  
 

1) What will change, and won’t change, in determining 
compensation under Act 1 

 

 

2)   Why those changes are taking place 
 

 
 

3)   How it will affect them and their pay in your local context 

 

1 

2 

3 

What are the most important messages that your teachers need to 

hear and understand about the new compensation plan? What 

tools will you need to communicate these messages? 
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Agenda 

• What teachers need to hear know 
 
• Planning a Strategy 
 
• Creating Core Messages 

 
• Questions, Concerns and Next Steps 
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There are various channels to communicate messages about 
your new compensation system.   

Channel Strengths Weaknesses 

Mass Communications 
(e.g., newsletters, 
website)  

Consistency, frequency, allows for details Lack of personal touch 

Staff Meetings Slightly more personal touch, best used for 
conveying basic information, creates 
opportunity discussion and feedback. 

 

Lack of frequency, not everyone attends, 
not effective for sharing details 

Professional 
Development Sessions 

Consistency, opportunities for feedback, 
best to focus attention on 1 or 2 topics 

Lack of frequency,  not everyone 
attends, not effective for covering lots of 
topics at once. 

One-to-One Meetings 
with Teachers 

Personal touch, chance to link teaching 
practice to compensation, provide school 
leaders insight into teachers concerns. 

 

Lack of frequency, inconsistency 

Teacher-led 
Communications (e.g., 
department meetings) 
 

Organic opportunities for discussion, fellow 
teachers can offer their insight or support, 
a chance to gather feedback from the 
teacher’s point of view. 

 

Lack of consistency, potential for 
disagreement, likely that misinformation 
will be spread 
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Three tools can serve as the foundation of your 
communications strategy. 

•This sample PowerPoint contains a level of 
detail that would be appropriate as an 
introduction for teachers or community 
members. 

Introductory 
PowerPoint 

•This sample one-pager clearly explains a new 
compensation system and could be distributed 
directly to teachers – or adapted for the 
district website. 

One-Page 
Summary 

•This sample offer letter clearly explains a 
teacher’s new salary – and the reasoning 
behind the new pay system. Offer Letter 

See 
attachments 
for: 

• Sample 
Briefing 
Deck, 

• Sample 1-
Page 
Summary 

• Sample 
Offer 
Letter 
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Success will require making communications a priority at the 
district and building level. 

• Who will be responsible for distributing 
clear, accurate information to people at 
the building level? 

• When and how will you check-in? 

• How will building leaders be able to 
productively communicate their 
concerns? 

District Level 

• Who will be responsible for distributing 
clear, accurate information to teachers? 

• Who will this person contact with 
questions or concerns? 

• How will teachers be able to productively 
communicate their concerns? 

Building Level 

Who will own these important communications responsibilities?   
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Pair and Share: A successful communications strategy uses 
the right channels at the right time. 

What existing channels will you use to communicate with your 

teachers about the new compensation system? 

 

When will you communicate with teachers? 
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It is important to utilize the tools and channels 
available to communicate frequently and early.  

Date Activity Vehicle Owner 

12/10 Provide teachers with an 
overview of Act 1  

Act 1 PowerPoint 
presentation 

District: Superintendent 

12/17 Teacher meeting to answer 
early questions 

Drafted high-level 
district messages 

District: Superintendent 
School: Principals 

12/31 Update district on progress 
of new compensation plan 

Monthly newsletter District: Superintendent 

1/14 Early rollout of new 
compensation plan to 
teachers 

One-pager on new 
compensation plan  

District: Superintendent 
School: Principals 

1/28 Teacher meeting to answer 
questions on new model 

New district 
compensation plan 

District: Superintendent 
School: Principals 
 

7/1 Distribute teacher offer 
letters to returning teachers 

Offer letter template School: Principals 
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Agenda 

• What teachers need to know 
 

• Planning a Strategy 
 
• Creating Core Messages 
 
• Questions, Concerns and Next Steps 
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Anticipating challenges: How would you respond to the 
following scenarios? 

 
• A teacher responds that she is dissatisfied that her master’s degree will 

no longer be rewarded. 
 

• A teacher is concerned that he no longer  knows what he’s going to make 
and that it is too hard to understand. 
 

• A teacher is concerned that pay increases will depend on the evaluator 
teachers are assigned or on student test scores. 
 

• An unidentified teacher distributes flyers in his colleague’s mailboxes 
saying that all veteran teachers will be replaced with young new teachers. 
 

• A teacher is concerned her pay  will decrease under the district’s new 
compensation system. 
 
 
 

 
 

    



16 

Leaders in other school districts have developed their 
messages for talking about compensation reform. 

“To get enough of the teachers we need, teaching 

has to be a great job where talented people are 

supported and rewarded...That won’t happen 

without reforming a compensation system that was 

designed deep in the last century for a labor market 

that no longer exists.”  

 

Michael Bennett 

Former Denver superintendent 

 

“Engineering, law, accounting and computer firms pay 
good salaries to attract the best and brightest. It 
shouldn’t be any different when it comes to educating our 
children.” 

 
Sandra Feldman 
President, American Federation of Teachers 

 

“Teachers pour their hearts, souls and even their 

personal resources into their demanding 

jobs…And in low-income areas, teachers are called 

upon even more frequently to provide extra support, 

financial and nonfinancial, for the children they 

teach…While almost everyone in politics, from 

presidential candidates to local elected leaders, takes 

the opportunity to praise teachers, it’s obvious they 

are rich on words but stop short when it comes to 

providing fair compensation.” 

 

Cory Booker 

Mayor, Newark, New Jersey 

 

“DCPS and the WTU agreed in the most recent teachers’ 

contract to develop and implement a performance-based 

pay system because we felt it was essential to 

demonstrate — in the boldest way possible — how 

much we value the work you do…We recognize that you 

did not choose to enter the field of education for monetary 

reasons. But we also recognize that you deserve to be 

compensated as true professionals.” 

 

 

 

DC Public Schools 

IMPACT Plus Guidebook 

 

Which messages in these statements would resonate with your teachers?  Why? 
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Tip #1: Make sure to focus on the big picture of what these 
reforms mean for teachers and students. 

 

How will you to share “the big picture” with teachers and 

members of your community? 

 

Often Heard Better 

I’ve scheduled several meetings with 
the budget office to see what we’re 
going to do about this new legislation 
and how we are going to calculate pay 
raises from now on. 

Our goal is to fix the current system to 
recognize and reward our teachers who 
get great results, no matter where they 
are in their careers.  That way we can 
attract the teachers our schools need 
and make sure they stay in the 
classroom longer with the students who 
need them most, all while honoring all 
our teachers for their hard work.  
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Tip #2: Look for opportunities to emphasize the positive 
benefits for teachers. 

 

How will you communicate the benefits of your compensation 

system to teachers? 

 

Often Heard Better 

Things are going to be changing.  Our 
old system is going away, but depending 
on your Compass rating, you could still 
get an annual raise. 

We want our pay system to reward 
people for their hard work.  Promising 
new teachers will be able to earn more 
money faster.  Consistently effective 
teachers will earn raises over time.  But 
we value experience, too, so years of 
service will also factor into our system.   
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Tip #3: Don’t get bogged down by details or distracted by 
speculation. 

What level of detail do you think all teachers must know?  What 

details should be communicated on an individual basis? What 

other mechanisms of the system do you want to communicate? 

 

Often Heard Better 

We’re going to be making a proposal 
next month, and as of right now, highly 
effective teachers will earn a 10% raise 
each year and effective teachers will 
earn 6%.  Experience will account for 
somewhere between 20% and 40%.  
Here is the list of campuses and subject 
areas where teachers might earn extra 
pay under our new system….   

We’re working on the specifics, but 
ultimately our system is going to 
recognize performance as well as 
experience.  We added pay up to $1000 
a year for our best people.  Once we 
have everything finalized, you can 
expect a personalized packet that 
explains what this all means for your 
paycheck. 
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Pair and Share: With these three tips in mind, discuss the 
essential ideas you want to share with teachers. 

Stay focused on the big picture: Why are we changing the way we 

pay teachers?   

Emphasize the positive: How is this an improvement over the 

current system for your best teachers? 

Don’t get bogged down in the details: How will the system work?  

How will teachers be paid? 
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Final thoughts: As a district leader, you are a key messenger 
for this important work. 

• Be proactive.  During times of change, people tend to speculate if they don’t 
have answers. Look for opportunities to provide clarity, guidance, and 
support, repeating core messages often  using many forms and means of 
communication. 
 

• Be honest and confident.  These reforms are new for everyone.  Don’t skirt 
around the issues.  Successful implementation is going to require 
commitment from all staff.  At the same time, project confidence that the 
system will be implemented well and benefit teachers and students. 
 

• Stick to the facts. Expect questions.  If you don’t know the answer, don’t 
make one up.  Get clarification and follow-up with your staff as soon as 
possible.  

 
• Encourage feedback.  If you want investment in the new system, look for 

opportunities to have two-way communication.  Show people that you are 
listening to their concerns. 
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Revisiting challenges: After today’s discussion, how would 
you respond to the following scenarios? 

 
• A teacher responds that she is dissatisfied that her master’s degree will 

no longer be rewarded. 
 

• A teacher is concerned that he no longer  knows what he’s going to make 
and that it is too hard to understand. 
 

• A teacher is concerned that pay increases will depend on the evaluator 
teachers are assigned. 
 

• An unidentified teacher distributes flyers in his colleague’s mailboxes 
saying that all veteran teachers will be replaced with young new teachers. 
 

• A teacher is concerned her pay  will decrease under the district’s new 
compensation system. 
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Questions? 

• Please continue to utilize compensation materials and resources, including one-on-one 
support. 

• Reach out for feedback during the design process. 

• Complete a satisfaction survey that you’ll receive via email. 

The Department will support your work to design and adopt compensation plans that 
meet local priorities and satisfy the requirements of Act 1.  
 
The LDOE will continue to provide: 
• Ongoing support, individual consultation, and feedback in order to ensure that all 

decisions support the State’s efforts to increase rigor and improve educational outcomes 
for every student in Louisiana. 

• Future support sessions if desired 
• Please contact Gary Jones (gary.jones@la.gov) for general support. 
• If you have questions about the compensation models, please email act1@la.gov.  We 

will connect you with TNTP for one-on-one support. 

mailto:gary.jones@la.gov
mailto:act1@la.gov
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Appendix 1: Sample messages from around the 
country. 

• “Newark Can Lead in Fair Compensation” by Cory Booker, The New Jersey 
Star-Ledger 

 
• “Bring Teachers’ Pay Into This Century” by Michael Bennett, The Boston Globe 
 
• “Long-stagnant Teacher Compensation Needs to Be Upgraded”, The Los 

Angeles Times 
 
• IMPACTplus for Teacher Guidebook, DC Public Schools 

http://blog.nj.com/njv_guest_blog/2012/10/cory_booker_newark_can_lead_in.html
http://blog.nj.com/njv_guest_blog/2012/10/cory_booker_newark_can_lead_in.html
http://blog.nj.com/njv_guest_blog/2012/10/cory_booker_newark_can_lead_in.html
http://blog.nj.com/njv_guest_blog/2012/10/cory_booker_newark_can_lead_in.html
http://www.boston.com/bostonglobe/editorial_opinion/oped/articles/2011/08/31/bring_teachers_pay_into_this_century/
http://articles.latimes.com/2011/nov/14/opinion/la-oe-greenstone-looney-teacher-pay-20111114
http://articles.latimes.com/2011/nov/14/opinion/la-oe-greenstone-looney-teacher-pay-20111114
http://www.dc.gov/DCPS/Files/downloads/In-the-Classroom/IMPACT Guidebooks/IMPACTplus_Teachers.pdf
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Recent data from one Louisiana district shows a troubling disconnect between teacher salaries and classroom success.

2

As the result of old quality-blind salary schedules, ineffective teachers can earn higher average salaries than their effective peers.



‹#›



‹#›

On average, Ineffective teachers receive higher compensation than the district’s Effective: Proficient and Highly Effective teachers. 

Additionally, the average salaries of teachers rated Effective: Emerging, Effective: Proficient and Highly Effective are almost identical. 

The following are the “N’s” for each of the ratings on this slide: Ineffective – 1 teacher; Effective: Emerging – 42 teachers; Effective: Proficient – 136 teachers; and Highly Effective – 56 teachers. 
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Average Salary by Compass teacher effectiveness Rating

Average Salary	Ineffective	Effective: Emerging	Effective: Proficient	Highly Effective	56906.000039999999	51825.037142857138	51862.367651470588	52102.586732142867	



If Louisiana believes that all students can achieve, then we have to believe in the adults who work with them.

Until now, our school districts have been bound to rigid, outdated salary rules.  It’s been impossible to offer higher salaries to teachers who get strong results or choose to work in high-need areas.  It’s been impossible to give teachers a raise when they do great work—something people can expect in almost any other profession. 



With Act 1 of 2012 in place, districts have the flexibility to design compensation systems that respond to local school needs, allowing them to recruit, reward and retain more effective teachers, and providing a link between rigorous standards, accountability for student achievement, and professional growth. 











‹#›



The Old Approach to Compensation





Rigid, quality-blind salary schedules dictated by statewide mandates.





Act 1 Compensation





Districts set their own targets for increasing achievement and reward teachers who make the biggest difference in classrooms. 













Act 1 empowers districts to customize compensation to helps attract and keep great educators in our schools. 

Districts will establish and publish local salary schedules for certified school employees according to (a) effectiveness, (b) demand, and (c) experience, with no criterion accounting for more than 50% of the salary formula. These compensation plans will:


Recognize effectiveness in the classroom as measured by student achievement and professional practice, and will reward high performing teachers.


Include appropriate local measures of demand to attract and retain teachers in high need and/or hard-to-staff subjects and schools. 


Reward years of experience within the district and/or other districts, and may also include relevant previous work experience and/or other locally defined measures of experience. 





‹#›



Smart Compensation





Demand





Effectiveness





Experience





















Linking salaries to Compass shows that in teaching, as in all respected professions, performance matters.



Effectiveness will be measured by Compass ratings for educators across the state and will be included as a component of local district compensation plans.


Act 1 requires that teachers or administrators who receive “Ineffective” Compass ratings will not receive a higher salary in the year following the evaluation.



No teacher’s salary will decrease under a new Act 1-compliant compensation structure and benefits will not be impacted. Teacher salary levels at the conclusion of the 2012-13 school year will serve as a starting point and will be reduced.








‹#›



Performance Matters!





Doctors





Teachers





Engineers





















Compass gives Louisiana educators meaningful feedback to help improve instruction and student success.

		Communicating More Rigorous Standards for Effective Teaching and Leadership		Where accurate ratings exist, we have communicated that
excellence performance is our standard and positively
reinforced effective practices.

		Knowing Who Our Truly Effective Teachers and Leaders Are		We  have a clear picture of who our truly effective teachers and leaders are, making it easy to reward and recognize our most outstanding educators.

		Understanding Specific Areas for Development  		Having a clear picture of who our effective teachers and leaders are means that we also have a full picture of where our educators need additional support in their practice.

		Collecting Valuable Information for Retention Decisions		Being able to meaningfully differentiate between teacher
and leader performance helps us make smart retention
decisions that allow us to retain our very best educators.







‹#›

3 minutes



To improve, teachers and leaders need accurate and meaningful feedback about their strengths and areas of development. When we say accuracy, we mean the alignment between instructional practice and student outcomes. 



Have participants read off the slide.



6



We will be working to include these changes into our local compensation plan so we can reward our best teachers.





‹#›



In the fall of 2012, districts will adopt and publish a locally relevant, Act 1-compliant compensation plan





By January 1, districts will establish and publish local compensation plans, rewarding their most valuable educators according to measures of effectiveness, demand, and experience. 





Teachers, administrators, and other certified school personnel will receive salary increases based on their performance during the 2012-2013 school year at the start of the 2013-2014 school year. 



















image1.jpeg






SAMPLE COMPENSATION SYSTEM ONE-PAGER

RECOGNIZING GREAT RESULTS IN THE CLASSROOM

A Balanced Approach to Teacher Pay in Sample School District

Teachers do not enter this profession for financial rewards, but they still deserve to be recognized for their hard work and accomplishments. In Sample School District, we want teachers to enjoy long and rewarding careers, so we recognize the educators who get great results in the classroom.





		We want our teachers to know that performance counts.



		X% of your annual pay raise will be determined by your performance as measured by your summative Compass rating.  This year, Highly Effective teachers can expect to earn up to $____________.





		We reward teachers who teach where they are needed most.

  

		Y% of your annual pay raise is based on the demand for your subject-area expertise.  We offer $________ for teachers of X and Z, and $_______ to teachers in high-need  schools.





		We know experience matters.  

		Z% of your annual raise will be determined by your classroom experience, as well as additional years of relevant work experience.









Effective new teachers could earn more faster – up to $60,000 within 5 years.

Valued veterans could earn more money longer – up to $75,000 by year 15.





For open positions, visit Sample School District Human Resources at _________________

Highly Effective	0	1	2	3	4	5	6	7	8	9	10	11	12	13	14	15	16	17	18	19	20	21	22	23	24	25	26	27	28	29	30	46100	46600	47100	49000	49500	60000	61500	63000	64500	66000	67500	69000	70500	72000	73500	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	75000	Current BA	0	1	2	3	4	5	6	7	8	9	10	11	12	13	14	15	16	17	18	19	20	21	22	23	24	25	26	27	28	29	30	46100	46196	46596	46996	47396	47796	48206	48656	49156	49656	50156	50706	51206	51706	52206	52726	53226	53686	54096	54506	54956	55356	55756	56156	56556	56906	57206	57476	57836	57936	58036	










Sample Offer Letter



Dear Mr. Sample:



Thank you for your hard work in the classroom this year.  This letter is to confirm that your salary for the 2013-2014 school year.  I’m pleased to award you a pay increase of $_______  based on your X years of experience, an increase of $_______ based on your effectiveness rating of Y, as well as $_______ for your position as Z.  In total, you will be earning $________, an increase of $______ or ______%.    



As you know, our district is transitioning to a new salary schedule next year.  Louisiana’s new Act 1 legislation gave our district the power to decide how best to spend our teacher compensation dollars, which is why our new system bases pay increases on a blend of X, Y and Z.  We recognize the value of experienced teachers, and your continued commitment to our district will still factor into your annual pay raises, but as you can see, future pay raises will also consider important factors like your performance in the classroom and the level of demand for the subject you teach.  





We know that our teachers don’t enter the profession for financial rewards, but they still deserve to be recognized for their hard work and accomplishments. Our goal is to recognize and reward teachers who get great results—so that they stay in the classroom for long, rewarding careers.  For more information on your salary and benefits, be sure to contact __________.   We want to thank you again for all you do on behalf of our students.    







Sincerely,



INSERT SIGNATURE









Future Salary Increases

Salary Increases	Performance	Demand	Experience	50	30	20	

image1.png






If Louisiana believes that all students can achieve, then we must believe in the adults who work with them every day. 
Act 1 gives districts the power to build compensation systems that recognize and reward our best teachers, those who 
have the biggest impact on student learning. Compensation can encourage them to stay in the classroom longer with the 
students who need them most. 


Today, outdated salary rules only allow districts to award raises for seniority and academic credentials, no matter how 
well teachers do their jobs. Teachers currently can’t get a raise when they do great work—something people can expect 
in almost any other profession. Act 1 is about giving districts the power to build compensation systems that will keep great 
teachers in the classroom longer, and where they are most needed.


Every district will design a system that helps attract and keep the right teachers for their community. By law, new compensation 
systems will be based on a combination of three factors: effectiveness, experience and demand.


• Effectiveness will be defined as a teacher’s summative Compass rating.


• Experience will be defined by the district and may take years of relevant work experience into account in addition to 
years of classroom experience.


• Demand will be defined by each district and may change from year to year, due to each district’s unique needs. Districts 
may choose to reward teachers – typically through a stipend – who are willing to teach in hard to staff or priority schools, 
who hold a specific certification or advanced degree, who teach in rigorous subject areas, or who meet additional local 
demand factors. 


Louisiana Believes
ACT 1 CompensATion Guidelines


Recognizing excellent educators


The Old Approach  
to Compensation
Rigid, quality-blind salary  
schedules dictated by  
statewide mandates.


Act 1 Compensation
Districts set their own targets for increasing 
achievement and reward teachers who make 
the biggest difference in classrooms.







Louisiana Believes
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Act 1 Compensation Reform: Frequently Asked Questions


Has the Department of Education established a new salary schedule? 


The Department of Education will not create a salary schedule for districts. The LDOE has provided districts with optional, 
financially sustainable models intended to help districts identify ways that new compensation systems can reward great 
teaching, while also remaining financially sustainable over time. Districts can choose whether to use these models, adapt 
these models or develop their own models.


How will I know what my salary will be next year?


Each district must publish their new salary system. The exact time at which the new system is published will vary from 
district to district. Because each district will consider several factors – not just years of experience and advanced degrees 
– the salary schedule may look different from the grid that has been used in past years. If you have questions about your 
salary, contact your district’s Human Resources office. 


Will my salary decrease as a result of Act 1? 


Teachers’ salaries cannot be decreased from year to year. Act 1 applies only to pay increases. Stipends are not part of a 
teacher’s salary and may be given or not given from year to year. 


How will Compass evaluation ratings be used? 


By law, Compass ratings will be used as the effectiveness component of the new salary system. Only teachers rated 
Highly Effective, Effective: Proficient, or Effective: Emerging may receive a pay increase of any kind and districts will 
determine what these pay increases look like. A teacher rated Ineffective will not receive a pay increase of any kind. 


How will experience and education level be factored in to the new systems?


No one of the three factors (effectiveness, experience, demand) can account for more than 50% of a district’s 
compensation system. Districts, however, have the power to determine how each factor is weighted in its model so 
that the new compensation system rewards local priorities. Districts will also decide whether or not to compensate 
teachers for earning advanced degrees. They can do this through the demand criteria.


How will newer teachers be treated differently than veteran teachers?


Districts will pay teachers for what matters most – helping students learn. All teachers can be rewarded for their 
performance in the classroom, whether they are veteran teachers or newer in their careers. Under Act 1, teachers will 
also see pay increases available for their experience and demand.


How is my district going to afford this? 


Act 1 requires no new dollars and can be sustainable in the long-term. The Department understands that many districts 
are operating under stable budgets. Act 1 gives districts the freedom to spend their dollars rewarding teachers on the 
priorities most important to the community. 


Our teachers deserve better. They don’t enter the profession for financial rewards, but 
they still deserve to be recognized for their hard work and accomplishments.





