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 Increase base for new teachers = those teachers making about the same as 2-10 yr. staff 
 Provide a living wage for teachers so they can contribute to the local economy and not worry 

about survival 
 Support staff pay 
 Teacher salaries, funding  
 Being able to have enough money to hire enough teachers (and support staff) for the amount of 

growth of the school 
 Health insurance 
 Teacher pay 
 Competitive teacher pay 
 Attract new employees 
 Keep good employees 
 Keeping and finding teachers in our districts 
 Attracting and retaining quality teachers 
 Teacher recruit and retention 
 Keeping teachers in the profession and in the state 
 Sped – tough area to fill 
 Attracting and keeping quality teachers 
 Shortage and quality of teachers 
 Retention, not always new hires 
 Staff retention 
 Recruiting and retaining quality teachers, new teachers are faced with the challenge of where to 

work, based on salary 
 Finding best teachers 
 Quality staff 
 SD needs to attract and keep highly qualified, highly educated teachers to teach SD schools 
 Qualified applicants, there are none, all curriculum areas 
 Keeping qualified teachers 
 Keeping quality teachers in state 
 Recruitment and retention of staff 
 Retaining qualified people 
 Increase salaries of teachers/support staff 
 Competitive pay for all staff 
 Fair wages and salaries, teaching supplies. Textbooks/teaching materials/supplies 
 Not being able to fill open teaching positions 
 Having qualified applicants for teacher jobs, retaining our good teachers, border states offer 

higher salaries, SD salaries are embarrassed 
 Have ability to hire quality teacher 
 Having qualified applicants for jobs and then not being embarrassed by the salary offered 
 Funding needs to be in line with retention of teachers in competitive work force 
 Small schools not being able to find teachers 
 Funding to provide an adequate salary that is competitive with non-education jobs in the area 
 It’s important to fund all schools whether small or large.  At present larger schools are pulling 

teachers from the smaller schools.  That will only hurt our state as a whole and we in Yankton are 
losing so many to Neb/IA 

 Keeping teachers not exporting them to other districts or other states 
 Highly qualified staff 
 Good quality teachers 
 Recruit and retention quality staff 
 Recruit and hold quality teachers 
 Competitive salaries 
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 Salaries 
 Funding adequate to allow teachers to teach in their preparation area of expertise 
 Teachers need to make living wage, competitive wage 
 Funding to increase staff size, to keep class size manageable, adequate prep time 
 Provide a bridge for the salary gap 
 Pay teachers enough to encourage young people to go into profession 
 Keeping teachers in South Dakota, not border jumping 
 Why be a teacher?  Competitive salary 
 You show what you value by what you are willing to pay for it 
 Recruit more students into education 
 Teachers humble, afraid to say how important their work is, won’t argue for meaningful funding 
 Pay enough, good teachers will stay 
 Need salary and respect for teachers 
 Money 

 
Business Responses: 

 Quality schools to attract workers 
 Attracting and retaining quality teachers 
 Salaries 
 Keeping quality teachers and releasing teachers that need to go 
 Recruit and retain quality teachers  
 Retaining and attracting teachers 
 Teacher pay 
 Quality teachers 
 Funding to ensure recruitment and retention of quality staff 
 Enough to attract exceptional teachers 
 Quality teachers 
 Attract and retain quality teachers 
 Retaining teachers, recruiting 
 Benefit package more affordable – health care 
 Teacher pay 
 Teacher salaries 
 Quality teachers, keep the best of the best 
 Quality teachers/instruction 
 Attracting the best qualified teachers for our kids that are possible 
 Recruitment of high need teachers (scholarships/fast track) 
 Student/teacher relationships, build a rapport 
 Retention of quality teachers 
 Funding for recruitment and retention of teachers 
 Salaries 

 
Community Responses: 

 Salaries and benefits 
 Increase teacher pay, too many administrators 
 Resources to meet today’s learning needs 
 Maintain quality staff, teachers/student ratios for equality education 
 Provide a salary to allow for professionals to develop skills to become master teachers w/o having 

to have multiple part time jobs 
 Money for adequate teacher resources to teach in the classroom 
 Maintain quality facilities/equipment with meaningful technology for all students 
 Need to open up funding sources 
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Guiding Question #2 
Responses Related to Teacher Recruitment, Retention, Compensation, Benefits and Incentives 

 
Educators Responses: 

 Salary schedule promised and not frozen 
 Increase/build trust between state and schools – won’t get money, won’t give money because 

school won’t spend 
 State supported housing 
 More teacher control over our own budgets 
 Advanced scholarship programs for teachers in all areas 
 Provide better benefits to our teachers, day care, tuition reduction for teacher kids in the state 
 Incentives to keep teachers around 
 Larger pools for health insurance to reduce cost (combine teacher health ins pool with state 

employees).  Health insurance expenses and increasing expenses 
 (State covers increases) what to continue to do about health insurance increases, above and 

beyond inflation 
 Retain young teachers by loan repayment funding 
 Loan forgiveness 
 Costs of higher education for teachers (lower) 
 Provide state employee benefits for teachers 
 Designate money to only fund teacher pay 
 Professional development opportunities 

 
Business Responses: 

 Tuition reimbursement, professional development based increases for teachers, more like a 
business 

 Performance and merit pay structure explored for viability 
 Tools and resources to support teacher retention 
 Target teachers with specific interest and ability to teach with best tools 

 
Community Responses: 

 Teacher retention  
 Quality, passionate teachers and staff 
 Salaries and benefits 
 Retaining top quality educators 
 Retaining and attracting skilled teachers 
 Maintain quality teachers, more money 
 Keeping and recruiting quality teachers 
 Provide for adequate teacher pay to attract and retain good teachers 
 Increase teacher pay, too many administrators 
 Raise teacher salary 
 Resources to meet today’s learning needs 
 Teacher pay to keep good educators and smaller classes 
 Teachers treated and paid as the professionals they are 
 Quality educators who feel valued (well paid) that impacts the classroom experience 
 Merit pay for teachers 
 A salary schedule that attracts the best and brightest teachers in the country 
 Funding important to me, fair reasonable and better teacher’s salaries 
 It’s important to attract and keep quality teachers, funding needs to be adequate 
 Spending reserves to pay teachers and keep quality teachers 
 Ability to recruit and retain effective teachers 
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 Maintain quality staff, teachers/student ratios for equality education 
 Quality teachers, pay, working conditions 
 Funding for salary 
 Provide a salary to allow for professionals to develop skills to become master teachers w/o having 

to have multiple part time jobs 
 Equal funding for teacher pay 
 Financial security for teachers salary over time 
 Hiring quality instructors 
 Brightest and best teachers 
 Keep good teachers 
 Increase teacher/administrator pay 
 Teacher retention 
 Recruit and retain quality teachers 
 Teachers are most critical to success 
 Quality teachers 
 Teacher salary 

 
Guiding Question #3 
Responses Related to Teacher Recruitment, Retention, Compensation, Benefits and Incentives 

 
Educators Responses: 

 Find a solid dollar number for teacher pay and then find a solid, permanent income source that is 
written so it cannot be taken away the next year 

 Look at loan forgiveness as an incentive in a broader scope 
 Student loan forgiveness for all South Dakota schools 
 Lower tuition going into education 
 Offer teacher and teacher’s kids ½ off tuition to keep them here 
 Consider free college in state, tuition for teacher/educator’s kids after x years of service 
 Allow teachers to retire/rehire 
 Bring in revenue by paying teachers more 
 Do bonuses and incentives, fix the problem or provide a temporary solution.  Be aware/wary of 

temporary solutions 
 Keep money designated for teacher pay/education 
 Look for avenues increase salaries 
 Teachers should be on state health insurance 
 Please don’t consider merit pay 

 
Business Responses: 

 Listen to teachers about their needs as educators 
 Provide funding that trickles down to teachers and not just to programs 
 Teacher Pay Metric: allocate so that average pay goes up 4%, not on individual teacher pay 
 Reward and keep good teachers 
 Teacher scholarships and loans forgiven if in education 

 
Community Responses: 

 Improve conditions and quality of life for educators 
 Improve teacher conditions 
 Make the teaching profession more appealing and rewarding 
 Dedicate the funding for education and nothing else (teachers) 
 Please recognize that salaries must rise to keep teachers in education 
 Teachers will leave SD if they don’t get paid enough to repay school loans 
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