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I N T R O D U C T I O N

Thinking strategically about teacher salaries is 
critical to attracting and retaining qualified, 

effective, and diverse teachers. 



 
 

Figure 1. 

What role do states play in deciding teacher pay rates? 
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S E C T I O N  1  

Differentiated pay for hard-to-staff 
schools and subjects 

 

What does the research say? 

 

 

https://www.nctq.org/pages/State-of-the-States-2022:-Teacher-Compensation-Strategies#footnote4


Strategic pay for hard-to-staff schools or subjects by 
the numbers 
 Using differentiated pay to attract teachers to hard-to-staff schools or subjects is 

the most prevalent of the three types of strategic pay analyzed in this report, even 
more as recently some states used available ESSER dollars to fund this type of 
strategy.

 Thirty-nine states sanction the use of monetary incentives to attract teachers to 
either hard-to-staff schools or subject areas, although those policies are not 
currently funded in four of those states: Kentucky, Louisiana, and Ohio.

 Eighteen of the 39 states incentivize teachers using both additional pay and student 
loan forgiveness. Twelve others allow only additional pay, and nine allow only loan 
forgiveness.

 Thirty of the 39 states use monetary incentives for both hard-to-staff schools and 
subjects.

 Four states—Idaho, Maine, Missouri, and Nevada—use monetary incentives to 
attract teachers to hard-to-staff schools, but make no use of monetary incentives to 
staff specific subject areas.

 Five states—Georgia, Indiana, Maryland, South Dakota, and Vermont—use 
monetary incentives to attract teachers to hard-to-staff subject areas only, and four 
use student loan forgiveness. 

https://www.nctq.org/pages/State-of-the-States-2022:-Teacher-Compensation-Strategies#footnote6


Figure 2. 

Do states make use of monetary incentives to attract teachers 
to hard-to-staff schools or subject areas? 

What do differentiated pay initiatives for hard-to-staff 
schools and subjects look like in some states? 

https://www.schools.utah.gov/licensing/program/educatorincentiveprograms?mid=5326&tid=2


https://www.chfa.org/homebuyers/teacher-programs/


Figure 3. 

What type of monetary incentives do states use to attract 
teachers to hard-to-staff schools or subject areas? 
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Performance pay 

What does the research say? 



 
 

 

 

 



Performance pay by the numbers 

 Eleven states require the use of teacher performance in determining compensation.

 Thirteen other states encourage or allow, but do not require, the use of teacher 
performance to be considered.

 Twenty-seven states do not have policies about teacher performance and salaries.

 Only two states—Michigan and Utah—explicitly require the use of performance to 
determine teacher compensation, while prohibiting the use of experience.

 Three states—Florida, Louisiana, and Minnesota—require the use of performance to 
determine teacher salaries, and also allow the use of experience, as long as it is not the 
single or most important factor.

 Two states—New York and Nevada—require the use of performance, but make no 
requirements one way or another when it comes to the use of experience.

 Five states—Georgia, Hawaii, Idaho, Indiana, and Texas—require the use of both 
performance and experience.

 Five states—Alabama, North Carolina, Rhode Island, South Carolina, and West 
Virginia—do not mention performance as a factor to be considered, but rather require 
that districts use experience. 



Figure 4. 

What are states' requirements for use of teacher performance 
and experience in determining pay? 

What do these performance pay policies look like in 
practice? 



https://files.eric.ed.gov/fulltext/EJ1239497.pdf


 
 

 

 

 

  

  

  

 

 

 

https://tiatexas.org/local-designation-system/
https://tiatexas.org/local-designation-system/
https://tea.texas.gov/sites/default/files/HB%203%20Master%20Deck%20Final.pdf
https://tea.texas.gov/reports-and-data/school-performance/accountability-research/required-reporting-on-salary-increases
https://www.tasb.org/services/hr-services/hrx/compensation-and-benefits/teacher-incentive-allotment-cohort-d-highlights.aspx
https://tea.texas.gov/finance-and-grants/grants/grants-administration/grants-awarded/2022-2023-strategic-compensation-fellowship-and-grant-loi
https://www.arkleg.state.ar.us/Acts/FTPDocument?path=%2FACTS%2F2021R%2FPublic%2F&file=544.pdf&ddBienniumSession=2021%2F2021R
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Pay for prior work outside K-12 
education 

What does the research say? 



 
 

 

 

  

Prior experience-based strategic pay by the numbers 

 When it comes to paying for prior experience, only five states—California, Indiana, 

Kentucky, Louisiana, and North Carolina—grant extra pay for relevant prior 

experience in another industry and allow administrators the discretion to determine the 

relevance of it. 

 Seven states allocate pay for prior experience in other industries in selected cases 

only. The majority of those states limit this extra pay to teachers of career and 

technical education only. Hawaii limits this extra pay to those who have prior military 

experience. 

 Thirty-nine states make no mention of adjustments in starting salary for prior relevant 

experience for people entering teaching from other professions. 



 
 

 

Figure 5. 

Do states direct districts to make adjustments in starting 
salary for new teachers who have relevant work experience? 

 
 

What does pay for prior relevant work look like in 
some states? 
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C O N C L U S I O N S  A N D  R E C O M M E N D A T I O N S  

Guidance for state education 
leaders 
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https://www.nctq.org/blog/When-more-is-less


 
 

A P P E N D I X  
 

State summary data 
 

 

  



 
 

 

  



 
 

 

 

  



 
 

 

 

 

 

______________________________________________________________________ 

 

A C K N O W L E D G E M E N T S  

 



 
 

Explore these other NCTQ state policy reports 
 
State of the States 2021: State Reporting of Teacher Supply and Demand Data 
What data do states collect and report on the teacher labor market? Do states connect data 
on supply and demand to better understand and address teacher shortages? 
 
State of the States 2021: Teacher Preparation Policy 
What are state policy trends that govern some of the most essential aspects of teacher 
preparation, from reading and content knowledge licensure exams to admissions and basic 
skills test requirements? 
 
State Policy Brief 2022: Ensuring Students' Equitable Access to Qualified and Effective 
Teachers 
How have states responded to a 2015 federal law that they collect and report on the 
equitable distribution of teacher talent across their schools? 

 

______________________________________________________________________ 
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