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About This Report

Teacher morale declined during the coronavirus disease 2019 pandemic, and teachers reported worse well-
being than other working adults. Interventions to restore teacher well-being could improve job perfor-
mance, job satisfaction, engagement, and retention. Although we know that working conditions are related
to well-being among other teachers nationally, we know little about which working conditions might support
positive teacher well-being in which contexts. The variation in teacher labor markets across states rein-
forces the importance of understanding working conditions—and their relationships with well-being—at the
state level.

In this report, we present snapshots of the working conditions related to positive teacher well-being in five
states: California, Florida, New York, Texas, and Washington. This report is a companion report to Working
Conditions Related to Positive Teacher Well-Being Vary Across States: Findings from the 2022 Learn Together
Survey, which contains a summary of the data and methods we used to create these state snapshots.

In this report, we draw on data from the Learn Together Survey (LTS) of teachers, which was adminis-
tered in March and April 2022. The LTS was administered to teachers from the American Teacher Panel
(ATP), which is a nationally representative sample of more than 22,000 teachers across the United States. The
ATP is one of three survey panels that comprise the American Educator Panels, which are nationally repre-
sentative samples of teachers, school leaders, and district leaders across the country. The panels are a proud
member of the American Association for Public Opinion Research’s Transparency Initiative.

For technical information about the surveys and analysis in this report, see Learn Together Surveys: 2022
Technical Documentation and Survey Results (Doan et al., 2022). If you are interested in using AEP data for
your own surveys or analysis or in reading other publications related to the American Educator Panel, please
email aep@rand.org or visit www.rand.org/aep.

RAND Education and Labor

This study was undertaken by RAND Education and Labor, a division of the RAND Corporation that con-
ducts research on early childhood through postsecondary education programs, workforce development, and
programs and policies affecting workers, entrepreneurship, and financial literacy and decisionmaking. This
report is based on research funded by the Bill & Melinda Gates Foundation. The findings and conclusions
presented are those of the authors and do not necessarily reflect positions or policies of the Bill & Melinda
Gates Foundation. More information about RAND can be found at www.rand.org. Questions about this
report should be directed to esteiner@rand.org, and questions about RAND Education and Labor should be
directed to educationandlabor@rand.org.
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This snapshot summarizes the well-being and working conditions of California
teachers. The intent of this snapshot is to provide state leaders with state-
representative data from their own teachers to inform state and local policy solutions
that can improve teachers’ working conditions and well-being, thereby also potentially
improving teacher retention.

Key Findings

California teachers were less likely than other teachers nationally to report experiencing feelings
of burnout. However, mid-career and veteran California teachers reported higher rates of burnout
than early career California teachers.

California teachers were slightly less likely to have access to individual coaching provided by their
district than other teachers nationally (33 percent versus 38 percent).

California teachers were more likely than other teachers nationally to say that they had control
over their teaching schedule or course assignments (63 percent versus 55 percent).

California teachers were more likely than other teachers nationally to have access to an array
of pay-related supports, including a teachers’ union or professional association that bargains to
improve teacher pay (85 percent versus 63 percent); the opportunity to grow professionally in
terms of additional responsibilities, authority, and pay (56 percent versus 46 percent); and extra
pay for performing additional work (69 percent versus 57 percent).

Relational working conditions (e.g., strong positive relationships with other teachers,
administrators who support teachers’ decisions about student behavior, feelings of belonging
at school) were more strongly linked to positive well-being than many organizational factors.
Organizational working conditions most strongly linked to positive well-being included feelings
of safety at school and a clear schoolwide vision for social and emotional learning.

State Context

e As shown in Table 1, the California teacher workforce is relatively racially and ethnically diverse compared
with the national teacher workforce. Starting and average teacher salaries in California are both higher
than the national average.
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e According to an analysis by the Fordham Institute, California requires collective bargaining in education,
and the process has an expansive scope. For example, unions are allowed to automatically collect fees
and teachers are permitted to strike. “[W]ages, hours, terms and conditions of employment, grievance
procedures, transfers, layoffs, evaluations, fringe benefits, leave, class load, and class size” must all be
included in collective bargaining (Northern, Scull, and Shaw, 2012, p. 48).

TABLE 1
Characteristics of the Teacher Workforce in California and Nationally

National California
Characteristics of the Teacher Workforce
Number of FTE teachers? 3,198,170 271,805
Percentage of national workforce 100% 8%
Union or professional association membership® 69% 91%
Average starting salary $41,770 $49,933
Average salary $65,090 $85,892
Percentage of White teachers 79% 62%
Percentage of teachers of color 21% 38%
Less than four years of experience 14% 12%
Four to nine years of experience 24% 19%
Ten or more years of experience 63% 70%
Contextual Factors

Urbane 31% 42%
Suburban® 39% 46%
Town or rural® 30% 12%
Percentage of White students 46% 21%
Percentage of students of color? 54% 78%
Percentage of students eligible for FRPL 52% 59%
Student-teacher ratio® 15.9:1 22.7:1

NOTE: The data in Table 1 are drawn from the National Center for Education Statistics with the exception of data on teacher salaries, which are
drawn from the National Education Association. We used the most recent year available. The purpose of this information is to provide context to
our survey findings. We provide a complete explanation of our data sources in Appendix B in our companion report (see companion report).
FRPL = free and reduced-price lunch. FTE = full-time equivalent.

2FTE teachers include prekindergarten through grade 13 teachers.

b We display the percentage of teachers who indicated that they were “members of a union or an employee association similar to a union” in
each state.

¢ The values indicate the percentage of public schools that are in each locale for each state.

9 We defined students of color as students who reported their race or ethnicity as Hispanic, Black, Asian, Native Hawaiian or Pacific Islander,
American Indian or Alaska Native, or multiracial. Students whose race was not reported were not added to this group.

¢ These values include prekindergarten through grade 13 students and teachers.
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e The 2021-2022 California state education budget included large investments to develop and retain
teachers. Educator Effectiveness Funds allow county offices of education, school districts, and charter
schools to “provide professional learning and to promote educator equity, quality, and effectiveness”
(California Department of Education, 2022b). Local plans on how the funds will be used are to be
adopted by March 2023, and funds must be spent by June 2026. Allowable uses of the funds include
supporting coaching and mentoring of staff, practices “to create a positive school climate,” including those
that “[transform] a school site’s culture to one that values diverse cultural and ethnic backgrounds,” and
“strategies to improve beginning teacher retention and support” (California Department of Education, 2022b).

e According to a 2021 survey, some California district leaders sought to improve teacher retention by
increasing teacher compensation and hiring additional staff to ease teachers’ working conditions
(Carver-Thomas et al., 2022). Additional staff allowed districts to reduce student-teacher ratios and fill
student support positions, including school counselors, instructional coaches, and intervention staff. While
these efforts might not represent the full variety of district strategies across the state, they are illustrative of
the kinds of actions that California districts have taken to support teacher retention.

Summary of Study Findings

Teacher well-being: Teachers in California were less likely than their national counterparts to report
experiencing feelings of burnout (48 percent versus 57 percent; see Figure 1). California teachers’ rates of
constant job-related stress, frequent job-related stress, and difficulty coping with job-related stress were on par
with other teachers nationally.

Organizational and relational conditions: In general, California teachers’ access to working conditions
was similar to those of other teachers nationally with a few key differences, as shown in Figure 1. Fewer teachers
in California reported access to individual coaching provided by their district (33 percent versus 38 percent).
They were also less likely than other teachers nationally to have a mentor teacher of the same race in their first
year (34 percent versus 48 percent), even though California has a relatively diverse teacher workforce; about

40 percent of California teachers identify as people of color. California teachers were more likely to report having
control over teaching assignments or course assignments compared with their national counterparts (63 percent
versus 55 percent).

Overall, more California teachers had access to some pay-related supports than did teachers nationwide.
California teachers were more likely than non-California teachers to report that they had the opportunity to grow
professionally in terms of additional responsibilities, authority, and pay (56 percent versus 46 percent); extra pay
for performing additional work (69 percent versus 57 percent); and a teachers’ union or professional association
that bargains to improve teacher pay (85 percent versus 63 percent). California teachers were less likely than
other teachers nationally to report that they had access to financial incentives for student gains on tests or
student work (5 percent versus 11 percent).

Subgroup differences: There were statistically significant subgroup differences in well-being among
California teachers (Figure 2). Female teachers were more likely than their male counterparts to report
experiencing frequent job-related stress, constant job-related stress, and difficulty coping with job-related
stress, a pattern consistent with national trends. Mid-career (six to ten years of experience) and veteran
teachers (11 or more years of experience) were more likely to experience burnout than early career teachers
(zero to five years of experience), a pattern that we do not observe in the national data.
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FIGURE 1
How California Compares with the Country

Teacher Well-Being
Frequent job-related stress
California teachers Feelings of burnout”

‘ Teachers nationally Constant job-related stress

Difficulty coping well with job-related stress

Relational Factors

Strong positive relationships with other teachers in school

Feelings of belonging in school

Student engagement in learning

School administrators support decisions about managing student behavior
No negative treatment based on race or ethnicity during my teaching career

School cultivates a sense of belonging for teachers who identify as people of color

Organizational Factors Related to Teaching

Feelings of safety at school

Control over teaching schedule or course assignments*

At least 75 percent of working time spent interacting with students

Matched with a mentor teacher in first year of teaching

A clear vision for SEL at my school

Adequate time to collaborate with other teachers

PL has placed a strong emphasis on developing student SEL skills and competencies

PL has placed a strong emphasis on developing teacher SEL skills and competencies

Less than 20 percent of working time spent on administrative activities

School requires cultural competency or anti-racist training for teachers and school administrators
Matched with a mentor teacher who shared racial or ethnic background in first year of teaching*

District-provided individual coaching*

Organizational Factors Related to Pay

The teachers’ union or professional association bargains to improve teacher pay*

Extra pay for performing additional work or roles*

The opportunity to grow professionally in terms of additional responsibilities, authority, and pay*
Financial incentives to work in high-needs schools

Financial incentives for student gains on tests or student work*

NOTE: This figure displays the percentage of California teachers and other teachers nationally who reported each indicator of teacher well-being and
who had access to each listed working condition. Where the responses of California teachers remained significantly different from the responses of
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FIGURE 2

California Teachers’ Self-Reported Well-Being by Teacher Subgroup
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Frequent
job-related stress
Constant
job-related stress
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with job-related stress
Feelings of burnout
Years of Experience Gender Race Grade Level Poverty Level School Context
Significantly Significantly
higher than the lower than the
reference group  reference group
D Reference arou D D Significant before controlling for school-
group and teacher-level characteristics
No significant difference when Significant before and after controlling for
compared with the reference group school- and teacher-level characteristics

NOTE: This figure displays statistically significant differences among California teacher subgroups in their reports of well-being. We tested for
statistically significant differences, relative to a reference group (“Ref.” columns with gray-shaded cells), with and without controlling for teacher and
school characteristics. Red cells with upward arrows indicate that more teachers in the given teacher subgroup experienced the indicator of poor
well-being in comparison with the reference group. Darker cells and solid arrows indicate that the difference remained statistically significant after
controlling for school- and teacher-level characteristics, while lighter cells and dashed arrows indicate that the difference was statistically significant
only before controlling for school- and teacher-level characteristics. Blank cells indicate a lack of statistically significant differences between teacher
subgroups. N of California teachers = 429.

There were also statistically significant subgroup differences in California teachers’ access to working conditions:

e Teachers of color were more likely to experience negative treatment based on their perceived or actual
race or ethnicity than White teachers.

e |n their first year of teaching, teachers of color were less likely to be matched with a mentor teacher of the
same race or ethnicity than were White teachers, but they were equally likely to be matched with a mentor
teacher regardless of race. Teachers of color in California were less likely to have a mentor teacher of the
same race or ethnicity than teachers of color nationally.

e Urban teachers were more likely than their suburban and rural counterparts to work at schools that require
cultural competency or anti-racist training for all teachers and school administrators. They were also more
likely than their suburban and town or rural counterparts to feel like they belong in their school.
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e Secondary school teachers were more likely than elementary school teachers to experience negative
treatment based on their race or ethnicity in their career, and they were less likely to report that they felt
safe at school.

e Teachers serving high-poverty schools were less likely to say that their students were engaged in learning
than teachers serving low-poverty schools.

e Teachers at schools that serve a majority of students of color were more likely to have access to financial
incentives for student gains on tests or student work than teachers that work at schools where a majority of
students are White. However, teachers at schools that serve a majority of students of color were less likely to
report access to a teachers’ union or professional association that bargains to improve teacher pay.

Relationships between working conditions and well-being: Consistent with national patterns, access
to many of the organizational and relational working conditions we asked about was correlated with better
teacher well-being in California (Table 2). Relational working conditions were strongly related to decreased
reports of poor well-being, a pattern we observe nationally. For example, California teachers who reported that
they had administrators who supported their decisions about managing student behavior were more likely to
report positive well-being across all four of the well-being indicators that we examined in comparison with their
peers who lacked those workplace supports. Teachers who indicated that they felt like they belonged in their
school also were less likely to report that they experienced constant job-related stress, burnout, and difficulty
coping with their job-related stress.

Among the organizational factors about which we asked, feelings of safety at school were also strongly linked
to positive well-being across all of the well-being indicators that we examined. Although most of the working
conditions about which we asked were correlated with positive well-being, there were a few exceptions. We
found no relationship between well-being and teachers’ reported access to a mentor teacher (regardless of
race), individual coaching, experiences of negative treatment based on perceived race or ethnicity, financial
incentives for student gains or student work, and financial incentives to work in high-needs schools.

Teachers’ reports of the well-being supports their school provided: 404 California teachers provided
an interpretable response to the open-ended question, “What programs, policies, or supports (if any) does your
school offer to support teacher well-being?” Nearly half of those teachers mentioned programs, policies, or
supports that were specifically targeted toward improving their well-being and mental health. For instance, about
one-quarter of California teachers (about 100) mentioned access to wellness activities, and nearly 50 mentioned
access to mental health services, such as counseling.

“Every meeting begins with a wonderful mindfulness meditation. . .
it centers and relaxes me to begin my day. . . . We have a lot
of faculty voice and autonomy over school policies. We aren’t
hassled over silly stuff like dress code.”

CALIFORNIA
— Secondary school teacher

Less than one-quarter of California teachers (about 80) mentioned organizational conditions that supported (or
which were intended to support) their well-being, such as SEL initiatives or tokens of appreciation, mentioned

by about 20 California teachers each. About 40 California teachers described the relational supports, such as
supportive school leadership, staff social events, or close relationships with fellow staff. However, about 30 percent
of California teachers in our sample said their schools did not provide any supports for their well-being.
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TABLE 2
Relationships Between Working Conditions and Well-Being Among California Teachers

Less
Less Less Difficulty
Frequent Constant Coping with
Job-Related Job-Related Job-Related Less
Category Working Conditions Stress Stress Stress Burnout

Organizational  Feelings of safety at school

School administrators support decisions about managing

Relational student behavior
Relational Feelings of belonging in school
Relational Student engagement in learning

The teachers’ union or professional association bargains to

Organizational .
improve teacher pay

Relational Strong positive relationships with other teachers in school

Organizational A clear vision for SEL at my school

Organizational ~Adequate time to collaborate with other teachers ded gk aan

- PL has placed a strong emphasis on developing teacher SEL
Organizational ) X 4 4+ ++
skills and competencies

Organizational  Control over teaching schedule or course assignments ++ ++

N PL has placed a strong emphasis on student SEL skills and
Organizational . ++ ++
competencies

- The opportunity to grow professionally in terms of additional
Organizational o . ++ ++
responsibilities, authority, and pay

. School cultivates a sense of belonging for teachers who
Relational . ) ++
identify as people of color

o School requires cultural competency or anti-racist training
Organizational L. 4
for teachers and school administrators

At least 75 percent of working time spent interacting with

izational
Organizationa students i
Organizational  Extra pay for performing additional work or roles ++
Relational No negative treatment based on race or ethnicity during my

teaching career

Matched with a mentor teacher who shared racial or ethnic

izational
Organizationa background in first year of teaching

Organizational ~Matched with a mentor teacher in first year of teaching

Organizational District-provided individual coaching

Less than 20 percent of working time spent on administrative

Organizational .
9 activities

Organizational  Financial incentives for student gains on tests or student work

Organizational  Financial incentives to work in high-needs schools

NOTE: In the leftmost column, we indicate the type of working condition. N of California teachers = 429-435. Plus (+) signs indicate that the listed
working condition is associated with positive teacher well-being among California teachers. +++ indicates that when we compared California
teachers who had access to the listed working condition with California teachers who lacked access to the condition, teachers who had access to
the working condition were at least 20 percentage points less likely to experience the listed indicator of poor well-being than teachers who lacked
access to the condition. ++ indicates that California teachers who had access to the working condition were 10 to 19 percentage points less likely
to experience an indicator of poor well-being than teachers who lacked access to the condition. + indicates that California teachers who had
access to the working condition were 0 to 9 percentage points less likely to experience an indicator of poor well-being than teachers who lacked
access to the condition. Blank cells indicate no significant difference between California teachers who had access to the working condition and
those who lacked access to the working condition in terms of their well-being. All differences noted are those that remained statistically significant
at p < 0.05 after controlling for an array of school- and teacher-level characteristics.
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This snapshot summarizes the well-being and working conditions of

Florida teachers. The intent of this snapshot is to provide state leaders with
state-representative data from their own teachers to inform state and local
policy solutions that can improve teachers’ working conditions and well-being,
thereby also potentially improving teacher retention.

Key Findings

e Florida public school teachers were more likely than other teachers nationally to report feeling
burnt out (63 percent versus 57 percent).

¢ More Florida teachers reported experiencing negative treatment based on their actual or
perceived race or ethnicity during their teaching career than other teachers nationally (40 percent
versus 30 percent).

e More Florida public school teachers reported having access to pay-related supports than other
teachers nationally, including receiving financial incentives for student performance (47 percent
versus 11 percent) and working in high-needs schools (32 percent versus 15 percent). Despite
the reportedly broad access, most pay-related supports were not related to teachers’ well-being.

s < O

Relational working conditions (e.g., strong positive relationships with other teachers,
administrators who support teachers’ decisions about student behavior, and feelings of
belonging at school) were more strongly linked to positive well-being than many organizational
conditions. Organizational working conditions most strongly linked to positive well-being
included feelings of safety at school and adequate time to collaborate with other teachers.

.

State Context

e As shown in Table 1, the Florida teacher workforce is relatively racially and ethnically diverse compared
with the national teacher workforce. The average teacher’s starting salary in Florida is slightly higher than
the national average, but average salary is lower than the national average.

e Membership in a union or an employee association is not mandatory in Florida. Collective bargaining is
required, but the state prohibits teacher strikes and does not allow for the automatic collection of agency
fees from teachers who are not union members. Collective bargaining includes “wages, hours, terms and
conditions of employment, and grievance procedures” and implicitly includes other items, but bargaining
on teacher dismissal is not allowed (Northern, Scull, and Shaw, 2012, p. 116). The state legislature has
taken steps to limit the scope of collective bargaining in recent years. Teachers’ unions are decertified as

10
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collective bargaining units if dues-paying membership falls below 60 percent of instructional personnel. The
Florida legislature has discussed taking steps to make joining a teachers’ union more difficult (e.g., requiring
members to rejoin their union every year, prohibiting automatic deduction of union dues) but some of these
measures have yet to pass (Florida Senate, 2018; Turbeville, 2023).

TABLE 1
Characteristics of the Teacher Workforce in Florida and Nationally

National Florida
Characteristics of the Teacher Workforce
Number of FTE teachers? 3,198,170 166,002
Percentage of national workforce 100% 5%
Union or professional association membership® 69% 53%
Average starting salary $41,770 $44,040
Average salary $65,090 $49,583
Percentage of White teachers 79% 65%
Percentage of teachers of color 21% 35%
Less than four years of experience 14% 14%
Four to nine years of experience 24% 24%
Ten or more years of experience 63% 62%
Contextual Factors

Urban® 31% 28%
Suburban® 39% 55%
Town or rural® 30% 17%
Percentage of White students 46% 36%
Percentage of students of color? 54% 64%
Percentage of students eligible for FRPL 52% 53%
Student-teacher ratio® 15.9:1 17.2:1

NOTE: The data in Table 1 are drawn from the National Center for Education Statistics with the exception of data on teacher salaries, which are
drawn from the National Education Association. We used the most recent year available. The purpose of this information is to provide context to
our survey findings. We provide a complete explanation of our data sources in Appendix B in our companion report (see companion report).
FRPL = free and reduced-price lunch. FTE = full-time equivalent.

2FTE teachers include prekindergarten through grade 13 teachers.

b We display the percentage of teachers who indicated that they were “members of a union or an employee association similar to a union” in
each state.

° The values indicate the percentage of public schools that are in each locale for each state.

4 We defined students of color as students who reported their race or ethnicity as Hispanic, Black, Asian, Native Hawaiian or Pacific Islander,
American Indian or Alaska Native, or multiracial. Students whose race was not reported were not added to this group.

¢ These values include prekindergarten through grade 13 students and teachers.

1
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e The Florida state legislature has taken steps to increase beginning teacher salaries since 2020, setting
a goal of raising minimum base pay to $47,500. Educational leaders in Florida have adopted several
financial incentive plans in recent decades, including the country’s first statewide pay-for-performance
plan, recruitment and retention bonuses for teachers in critical shortage areas, recruitment and retention
bonuses for high-performing and talented teachers, and bonuses for high school teachers whose students
successfully complete accelerated coursework (i.e., International Baccalaureate, Advanced Placement,
and Cambridge Advanced International Certificate of Education) and Career and Professional Education
Act industry certifications. In addition, some school districts in the state provide bonuses for working in
historically underperforming schools (Florida House, 2020; Saenz-Armstrong, 2022).

e The 2022 Florida legislature passed a number of bills limiting what can be taught in public school
classrooms. Broadly, these measures limited and proscribed how race and gender could be taught and
discussed in public school classrooms. Teachers risk having their teaching licenses suspended or revoked
for teaching in ways that these state laws forbid. Such measures have been linked to teachers’ on-the-job
stress in prior research (Woo et al., 2022; Woo et al., 2023).

Summary of Study Findings

Teacher well-being: In 2022, Florida public school teachers reported experiencing frequent or constant
job-related stress roughly on par with public school teachers nationally (69 percent and 27 percent, in Florida,

73 percent and 28 percent nationally; Figure 1). Similar numbers of Florida teachers had difficulty coping well
with job-related stress as other teachers nationally (22 percent in Florida, 26 percent nationally). However, Florida
teachers were more likely to report feelings of burnout than other teachers across the country (63 percent
versus 57 percent).

Organizational and relational conditions: In general, Florida teachers’ reported access to working
conditions was similar to that of other teachers nationally, as shown in Figure 1. One significant difference was
that Florida teachers were more likely than other teachers in the United States to report experiences of negative
treatment based on their actual or perceived race or ethnicity during their teaching career.

Additionally, more Florida teachers had access to pay-related supports than other teachers nationally. Florida
teachers were more than twice as likely to report receiving financial incentives to work in high-needs schools
compared with the national average (32 percent versus 15 percent) and were about four times more likely to
report receiving financial incentives for student gains on tests or student work (47 percent versus 11 percent).
These differences likely reflect the different pay-for-performance plans and recruitment and retention programs
available to teachers in the state (Saenz-Armstrong, 2022). Florida teachers were more likely than their
counterparts nationwide to report that their teachers’ union or professional association bargains to improve
teacher pay (77 percent versus 63 percent). This difference is notable given restrictions on collective bargaining
if dues-paying membership decreases below 50 percent of instructional personnel in a district.

Subgroup differences: There were statistically significant subgroup differences in well-being among Florida
teachers, as shown in Figure 2. Teachers with six to ten years of experience and 11 or more years of experience
had less difficulty coping with job-related stress when compared with early career teachers (i.e., those with zero
to five years of experience). Female teachers in Florida were more likely to report feeling frequent or constant
job-related stress than male teachers in the state. These patterns mirror national trends on these different
teacher well-being indicators.
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FIGURE 1
How Florida Compares with the Country
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PL has placed a strong emphasis on developing student SEL skills and competencies | 44 —e
Less than 20 percent of working time spent on administrative activities | 40 —Q—
PL has placed a strong emphasis on developing teacher SEL skills and competencies | 37 —@-
District-provided individual coaching | 37 —@-

School requires cultural competency or anti-racist training for teachers and school administrators | 31 —¢

Organizational Factors Related to Pay

The teachers’ union or professional association bargains to improve teacher pay* | 77 < —
Extra pay for performing additional work or roles | 54 | | —&¢
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NOTE: This figure displays the percentage of Florida teachers and teachers nationally who reported each indicator of teacher well-being and who had
access to each listed working condition. Where the responses of Florida teachers remained significantly different from the responses of other teachers
nationally at p < 0.05 after controlling for an array of school- and teacher-level characteristics, we placed an asterisk (*) next to the well-being indicator
or working condition. The black bars represent the 95-percent confidence interval for each estimate displaying the responses of Florida teachers. N of
Florida teachers = 397-401; N of teachers nationally = 3,509-3,556.

13



State Snapshots in California, Florida, New York, Texas, and Washington

FLORIDA

FIGURE 2

Florida Teachers’ Self-Reported Well-Being by Teacher Subgroup
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group and teacher-level characteristics
No significant difference when Significant before and after controlling for
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NOTE: This figure displays statistically significant differences among Florida teacher subgroups in their reports of well-being. The gray columns
(indicated with “Ref.”) indicate the reference group. Red cells (indicated with upward arrows) indicate that more teachers in the given teacher
subgroup experienced the indicator of poor well-being in comparison to the reference group, while blue cells (indicated with downward arrows)
indicate that fewer teachers in the given teacher subgroup experienced the indicator of poor well-being in comparison to the reference group. Darker
cells and solid arrows indicate that the difference remained statistically significant after controlling for school- and teacher-level characteristics, while
lighter cells and dashed arrows indicate that the difference was statistically significant only before controlling for school- and teacher-level
characteristics. Blank cells indicate a lack of statistically significant differences between teacher subgroups. N of Florida teachers = 399.

There were also statistically significant subgroup differences in Florida teachers’ access to working conditions:
e Teachers in high-poverty schools were less likely to report that they felt safe at school.

e Teachers in schools in which a majority of students were White were less likely than their counterparts
to report that their school required cultural competency or anti-racist training for staff. This percentage
was even lower for Florida teachers working at schools that serve a majority of White students than other
teachers in such schools nationally. This result might be connected to state policies in Florida that limit
classroom discussions about race.

e Secondary school teachers were less likely than elementary school teachers to have access to an array
of working conditions. For example, they were less likely to report that their school requires cultural
competency or anti-racist training for staff, that their students are engaged in learning, and that they
receive district-provided individual coaching.
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e Asin the national data, teachers of color in Florida were less likely than White teachers in Florida to say
that they had a mentor teacher of the same race or ethnicity in their first year of teaching, and they were
more likely to say that they experienced negative treatment because of their actual or perceived race or
ethnicity during their teaching career.

e Teachers in rural or town schools were less likely than suburban teachers to have access to some
pay-related supports, such as financial incentives to work in high-needs schools or the opportunity to
grow professionally.

Relationships between working conditions and well-being: Consistent with national patterns, access
to many of the organizational and relational working conditions we asked about was correlated with better
teacher well-being in Florida (Table 2). Relational working conditions were strongly related to decreased reports
of poor well-being, which is a pattern we observed nationally. Feelings of belonging were most strongly related
to well-being across three of the indicators that we examined. School administrators who were supportive of
teachers’ decisions about student behavior and strong positive relationships with other teachers were strongly
related to feeling less burnout.

Among organizational factors related to teaching, feelings of safety at school were most strongly linked to
positive well-being; teachers who felt safe at school were less likely to experience frequent and constant
job-related stress and burnout than teachers who lacked this working condition. In addition, some control over
the teaching schedule and time to collaborate with other teachers were related to decreased feelings of burnout
and decreased feelings of frequent and constant job-related stress. Although organizational factors related to
pay were more common for teachers in Florida than for teachers nationwide, most did not appear to be related
to teacher well-being.

Teachers’ reports of the well-being supports their school provided: 364 Florida teachers provided
an interpretable response to the open-ended question, “What programs, policies, or supports (if any) does your
school offer to support teacher well-being?” About one-third of those teachers mentioned programs, policies, or
supports that were specifically targeted toward improving their mental health or well-being. For instance, about
50 Florida teachers mentioned access to wellness activities; nearly 50 Florida teachers mentioned access to
mental health services, such as counseling; and nearly 20 Florida teachers mentioned that they had access to
an employee assistance program. Very few Florida teachers (i.e., fewer than ten) mentioned access to any other
kind of wellness support.

“Qur principal. . .has an open door policy and Friday
breakfast talks where we can talk to him about
anything. He. . .gives us support to be autonomous
and believes we are professionals.”

— Elementary school teacher GEORIDS

Nearly 70 Florida teachers mentioned organizational conditions that supported (or were intended to support)
their well-being. For instance, about 30 of those teachers mentioned that their school provided them with tokens
of appreciation (e.g., teacher appreciation gifts, jeans days). About 40 Florida teachers described relational
supports that supported their well-being, such as supportive school leadership, staff social events, or close
relationships with fellow staff. About one-third of Florida teachers in our sample said that their schools did not
provide any supports for their well-being.
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TABLE 2
Relationships Between Working Conditions and Well-Being Among Florida Teachers

Less
Less Less Difficulty
Frequent Constant Coping with
Job-Related Job-Related Job-Related Less
Category Working Conditions Stress Stress Stress Burnout
Relational Feelings of belonging in school ++
Organizational ~ Feelings of safety at school
. School administrators su t decisi bout i
Relational . pport decisions about managing i i
student behavior
Relational Strong positive relationships with other teachers in school
Organizational ~ Adequate time to collaborate with other teachers ++ +
Organizational ~ Control over teaching schedule or course assignments ++ + ++
PLh | t hasi loping teach EL
Organizational . as placed as ron.g emphasis on developing teacher S i it
skills and competencies
Organizational ~Matched with a mentor teacher in first year of teaching ++
Relational Student engagement in learning ++
Organizational  District-provided individual coaching ++
o School requires cultural competency or anti-racist training
Organizational . ++
for teachers and school administrators
No negative treatment based on race or ethnicity during m
Relational .g N icity during my ++
teaching career
Organizational At least 75 percent of working time spent interacting with i
students
Organizational ~ Financial incentives to work in high-needs schools ++
Organizational The opportunity to grow professionally in terms of additional i

responsibilities, authority, and pay

Relational

School cultivates a sense of belonging for teachers who
identify as people of color

Organizational

Matched with a mentor teacher who shared racial or ethnic
background in first year of teaching

Organizational

A clear vision for SEL at my school

Organizational

PL has placed a strong emphasis on student SEL skills
and competencies

Organizational

Less than 20% of working time spent on administrative
activities

Organizational

Financial incentives for student gains on tests or student work

Organizational

Extra pay for performing additional work or roles

Organizational

The teachers’ union or professional association bargains
to improve teacher pay

NOTE: In the leftmost column, we indicate the type of working condition. N of Florida teachers = 397-401. Plus (+) signs indicate that the listed
working condition is associated with positive teacher well-being among Florida teachers. +++ indicates that when we compared Florida teachers
who had access to the listed working condition with Florida teachers who lacked access to the condition, teachers who had access to the
working condition were at least 20 percentage points less likely to experience the listed indicator of poor well-being than teachers who lacked

access to the condition. ++ indicates that Florida teachers who had access to the working condition were 10 to 19 percentage points less likely
to experience an indicator of poor well-being than teachers who lacked access to the condition. + indicates that Florida teachers who had access
to the working condition were 0O to 9 percentage points less likely to experience an indicator of poor well-being than teachers who lacked access
to the condition. Blank cells indicate no significant difference between Florida teachers who had access to the working condition and those who
lacked access to the working condition in terms of their well-being. All differences noted are those that remained statistically significant at p < 0.05
after controlling for an array of school- and teacher-level characteristics.
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New York

@ Number of Teachers: 217,398
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NEW YORK

This snapshot summarizes the well-being and working conditions of New York
teachers. The intent of this snapshot is to provide state leaders with state-
representative data from their own teachers to inform state and local policy
solutions that can improve teachers’ working conditions and well-being, thereby
also potentially improving teacher retention.

Key Findings

@) * New York teachers were slightly less likely to report that they experienced constant job-related
gV stress and feelings of burnout than other teachers nationally (22 percent versus 28 percent and
(= 50 percent versus 57 percent, respectively).

e New York teachers were slightly less likely to receive individual coaching provided by their district
U:CS\I than their national counterparts (30 percent versus 38 percent) but were more likely to work
at a school that requires cultural competency or anti-racist training for all teachers and school
administrators (44 percent versus 35 percent). They also were slightly more likely than other
teachers nationally to report that their students were engaged in learning (88 percent versus
84 percent).

e Notably, New York teachers—unique among teachers in the other four focal states—were more
likely than non—New York teachers to report access to each SEL-related support about which we
asked, including professional learning focused on developing students’ and teachers’ SEL skills
and a clear school-level vision for SEL.

AL

e New York teachers were more likely to receive extra pay for performing additional work or roles
and more likely to have a teachers’ union or professional association that bargains to improve
teacher pay than other teachers nationally. However, New York teachers reported slightly lower
rates of access to financial incentives for student gains on tests or student work than other
teachers nationally (7 percent versus 11 percent).

i@
[

¢ Relational working conditions (e.g., strong positive relationships with other teachers,
%@ administrators who support teachers’ decisions about student behavior, feelings of belonging
at school) were more strongly linked to positive well-being than many organizational factors.
Organizational conditions most strongly linked to well-being included feelings of safety at school,
adequate time to collaborate with other teachers, and teachers’ control over their teaching
schedule or course assignments.

State Context

e As shown in Table 1, the racial and ethnic composition of the New York teacher workforce closely
resembles the racial and ethnic composition of the national teacher workforce. Starting and average
teacher salaries in New York are both higher than the national average.
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TABLE 1
Characteristics of the Teacher Workforce in New York and Nationally

National New York
Characteristics of the Teacher Workforce
Number of FTE teachers? 3,198,170 217,398
Percentage of national workforce 100% 7%
Union or professional association membership® 69% 97%
Average starting salary $41,770 $47,618
Average salary $65,090 $87,738
Percentage of White teachers 79% 80%
Percentage of teachers of color 21% 20%
Less than four years of experience 14% 10%
Four to nine years of experience 24% 19%
Ten or more years of experience 63% 71%
Contextual Factors

Urbane 31% 47%
Suburban® 39% 36%
Town or rural® 30% 17%
Percentage of White students 46% 41%
Percentage of students of color? 54% 58%
Percentage of students eligible for FRPL 52% 56%
Student-teacher ratio® 15.9:1 12.4:1

NOTE: The data in Table 1 are drawn from the National Center for Education Statistics with the exception of data on teacher salaries, which are
drawn from the National Education Association. We used the most recent year available. The purpose of this information is to provide context to
our survey findings. We provide a complete explanation of our data sources in Appendix B in our companion report (see companion report).

2FTE teachers include prekindergarten through grade 13 teachers.

b We display the percentage of teachers who indicated that they were “members of a union or an employee association similar to a union” in
each state.

° The values indicate the percentage of public schools that are in each locale for each state.

4 We defined students of color as students who reported their race or ethnicity as Hispanic, Black, Asian, Native Hawaiian or Pacific Islander,
American Indian or Alaska Native, or multiracial. Students whose race was not reported were not added to this group.

¢ These values include prekindergarten through grade 13 students and teachers.

e According to an analysis by the Fordham Institute, New York requires collective bargaining for educators
and allows unions to collect agency fees automatically. ltems subject to collective bargaining include
“wages, hours, terms and conditions of employment, and grievance procedures,” along with other
implicitly included items (Northern, Scull, and Shaw, 2012, p. 254).

e |n 2021, the New York State Board of Regents adopted a Diversity, Equity, and Inclusion Framework
to provide support to school districts on issues such as “diversifying the workforce and inclusive
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and culturally responsive teaching and learning” (New York State United Teachers, undated). As

one example of resulting policy shifts, as part of the 2021-2022 budget, the New York State United
Teachers, a teachers’ union operating statewide, “received $1 million to provide implicit bias training to
10,000 educators across the state” (New York State United Teachers, undated).

Summary of Study Findings

Teacher well-being: New York teachers experienced better well-being than other teachers nationally on
two of the four well-being indicators that we examined (Figure 1). New York teachers were less likely than
other teachers nationally to experience feelings of burnout and constant job-related stress (50 percent versus
57 percent, and 22 percent versus 28 percent, respectively). However, they were as likely as other teachers
nationally to experience frequent job-related stress and difficulty coping with job-related stress.

Organizational and relational conditions: In general, New York teachers reported similar access to
organizational and relational working conditions as their national counterparts, with a few exceptions, as shown
in Figure 1. New York teachers were more likely to report that their current school requires cultural competency
training (44 percent versus 35 percent). This difference could be related to the state’s adoption of a diversity,
equity, and inclusion framework and substantial investment in implicit bias training for teachers (New York State
United Teachers, undated). However, about half of teachers of color in New York reported that they experienced
negative racialized treatment during their teaching career, which was on par with the experiences of teachers of
color nationally. New York teachers were as likely as other teachers in the United States to report that they have
experienced negative treatment because of their perceived race or ethnicity during their teaching career. They were
also as likely as other teachers nationally to report that their school cultivates a sense of belonging for teachers who
identify as people of color. These data suggest that, while New York may be investing in statewide diversity, equity,
and inclusion initiatives, there still might be room to improve the working conditions of teachers of color.

New York teachers were more likely than other teachers nationally to report that their students are engaged

in learning but were less likely than other teachers nationally to report that they received individual coaching
provided by the district. New York teachers were unique among teachers in all other focal states because
they were more likely than other teachers nationally to report access to each SEL-related support about which
we asked, including professional learning focused on developing students’ and teachers’ SEL skills and
competencies and a clear school-level vision for SEL.

New York teachers were more likely to report that they had access to a teachers’ union or a professional
association that bargains to improve teacher pay than other teachers nationally. They were also more likely than
other teachers in the United States to receive extra pay for additional work or roles, but less likely to receive
financial incentives for student gains on tests or student work.

Subgroup differences: There were statistically significant subgroup differences in well-being among New
York teachers, as shown in Figure 2. Reflecting national patterns, female teachers in New York were more likely
than male teachers to experience frequent job-related stress. In contrast with national patterns, urban teachers
and rural teachers in New York were more likely to experience feelings of burnout than their suburban peers.

There were also statistically significant subgroup differences in New York teachers’ access to working conditions:

e Teachers in rural or town schools reported less access to some organizational working conditions—such
as adequate time to collaborate with other teachers and control over their teaching schedule or course
assignment—than their counterparts. Teachers in rural or town areas were also less likely to work at a
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FIGURE 1
How New York Compares with the Country
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NOTE: This figure displays the percentage of New York teachers and other teachers nationally who reported each indicator of teacher well-being and
who had access to each listed working condition. Where the responses of New York teachers remained significantly different from the responses

of other teachers nationally at p < 0.05 after controlling for an array of school- and teacher-level characteristics, we placed an asterisk (*) next to the
well-being indicator or working condition. The black bars represent the 95-percent confidence interval for each estimate displaying the responses

of New York teachers. N of New York teachers = 452-457; N of teachers nationally = 3,509-3,556.
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FIGURE 2

New York Teachers’ Self-Reported Well-Being by Teacher Subgroup
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No significant difference when Significant before and after controlling for
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NOTE: This figure displays statistically significant differences among New York teacher subgroups in their reports of well-being. The gray columns
(indicated with “Ref.”) indicate the reference group. Red cells (indicated with upward arrows) indicate that more teachers in the given teacher subgroup
experienced the indicator of poor well-being in comparison with the reference group. Darker cells and solid arrows indicate that the difference
remained statistically significant after controlling for school- and teacher-level characteristics, while lighter cells and dashed arrows indicate that the
difference was statistically significant only before controlling for school- and teacher-level characteristics. Blank cells indicate a lack of statistically
significant differences between teacher subgroups. N of New York teachers = 452-453.

school that requires cultural competency training than suburban and urban teachers. However, urban
teachers in New York were about twice as likely as rural teachers to experience negative treatment based
on their race or ethnicity in their careers.

e Secondary school teachers were more likely than elementary school teachers to report that they
experienced negative treatment because of their actual or perceived race or ethnicity during their teaching
career and were less likely to feel safe at their schools.

e Teachers working in schools that serve a majority of White students were more likely than teachers
working in schools that serve a majority of students of color to report that they had strong positive
relationships with other teachers in their school, but they were less likely to report that their school
cultivates a sense of belonging for teachers who identify as people of color. About half of New York
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teachers who identified as people of color reported that they experienced negative treatment based on
their race or ethnicity, in comparison with about 20 percent of White New York teachers.

e [astly, teachers of color were less likely than White teachers to be matched with a mentor teacher of the
same race or ethnicity in their first year. However, White teachers and teachers of color were equally likely
to be matched with a mentor teacher—regardless of race or ethnicity—in their first year.

Relationships between working conditions and well-being: Consistent with national patterns, access
to many of the organizational and relational working conditions we asked about was correlated with better
teacher well-being in New York (Table 2). Access to specific supports, such as feelings of safety in their school,
feelings of belonging in their school, strong positive relationships with other teachers at their school, school
administrators who support teachers’ decisions about managing student behavior, adequate time to collaborate
with other teachers, and control over their teaching schedule were all positively correlated with the four teacher
well-being indicators that we examined.

Some supports were positively associated with specific well-being indicators rather than all of them. For
example, New York teachers who reported that their school has developed a clear vision for SEL were less likely
to experience frequent job-related stress, difficulty coping with job-related stress, and burnout than teachers
who felt that their schools had not developed a clear vision for SEL.

Teachers’ reports of the well-being supports their school provided: 421 New York teachers provided
an interpretable response to the open-ended question, “What programs, policies, or supports (if any) does your
school offer to support teacher well-being?” Nearly half of those teachers mentioned programs, policies, or
supports that were specifically targeted toward improving their well-being or mental health. For instance, nearly
80 New York teachers mentioned access to wellness activities, and nearly 40 New York teachers mentioned
access to mental health services, such as counseling. About 40 New York teachers described access to formal
professional development on well-being, mental health, or stress management—nearly twice or more than twice
that of teachers in other focal states.

“Our teacher center offers SEL programs to staff . . . [and we
have] a hotline number for counseling sessions that we can
set up on our own time. Our teacher center director is readily
available for us to talk to when we are feeling anxious or
depressed or overwhelmed. We are also offered workshops
to attend to help us navigate through these difficult times.”

— Secondary school teacher NEW YORK

About 90 New York teachers mentioned organizational conditions that supported (or were intended to support)
their well-being. For example, about 30 of those teachers mentioned that their school provided supports related
to SEL or other similar approaches—also twice or more than twice that of teachers in other focal states.

About 50 New York teachers described relational supports at their school, such as supportive school leadership,
staff social events, or close relationships with fellow staff. But about 30 percent of New York teachers in our
sample said that their schools did not provide any relational supports for their well-being.
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TABLE 2
Relationships Between Working Conditions and Well-Being Among New York Teachers

Less
Less Less Difficulty
Frequent Constant Coping with
Job-Related Job-Related Job-Related Less
Category Working Conditions Stress Stress Stress Burnout

Organizational  Feelings of safety at school

Relational Feelings of belonging in school
Relational Strong positive relationships with other teachers in school
Relational School administrators support decisions about managing

student behavior

Relational Student engagement in learning

Organizational ~ Adequate time to collaborate with other teachers

Organizational  Control over teaching schedule or course assignments ++ ++ ++ ++

. No negative treatment based on race or ethnicity during my
Relational | ++ R 4
teaching career

Organizational A clear vision for SEL at my school ++ aLds anay

o PL has placed a strong emphasis on developing teacher SEL
Organizational ) . ++ +
skills and competencies

Organizational ~ Extra pay for performing additional work or roles ++ ++

Organizational District-provided individual coaching +

School cultivates a sense of belonging for teachers who

Relati |
elationa identify as people of color

Matched with a mentor teacher who shared racial or ethnic

Organizational
9 background in first year of teaching

Organizational ~Matched with a mentor teacher in first year of teaching

School requires cultural competency or anti-racist training

Organizational
ganizall for teachers and school administrators

PL has placed a strong emphasis on student SEL skills and

Organizational .
competencies

At least 75 percent of working time spent interacting with

izational
Organizationa students

Less than 20 percent of working time spent on administrative

Organizational
9 activities

Organizational  Financial incentives to work in high-needs schools

The opportunity to grow professionally in terms of additional

(0] izational
rganizationa responsibilities, authority, and pay

The teachers’ union or professional association bargains to

Organizational .
improve teacher pay

Organizational  Financial incentives for student gains on tests or student work

NOTE: In the leftmost column, we indicate the type of working condition. N of New York teachers = 452-457. Plus (+) signs indicate that the listed
working condition is associated with positive teacher well-being among New York teachers. +++ indicates that, when we compared New York
teachers who had access to the listed working condition with New York teachers who lacked access to the condition, teachers who had access
to the working condition were at least 20 percentage points less likely to experience the listed indicator of poor well-being than teachers who
lacked access to the condition. ++ indicates that New York teachers who had access to the working condition were 10 to 19 percentage points
less likely to experience an indicator of poor well-being than teachers who lacked access to the condition. + indicates that New York teachers who
had access to the working condition were O to 9 percentage points less likely to experience an indicator of poor well-being than teachers who
lacked access to the condition. Blank cells indicate that there was no significant difference between New York teachers who had access to the
working condition and those who lacked access to the working condition in terms of their well-being. All differences noted are those that remained
statistically significant at p < 0.05 after controlling for an array of school- and teacher-level characteristics.
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This snapshot summarizes the well-being and working conditions of Texas teachers.
The intent of this snapshot is to provide state leaders with state-representative data
from their own teachers to inform state and local policy solutions that can improve
teachers’ working conditions and well-being, thereby also potentially improving
teacher retention.

Key Findings

@)
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Texas teachers were more likely to report that they experienced frequent job-related stress and
feelings of burnout than other teachers nationally (80 percent versus 73 percent, and 66 percent
versus 57 percent, respectively).

Texas teachers were less likely to be matched with a mentor teacher who shared their racial or
ethnic background in their first year of teaching (41 percent versus 48 percent), although they
were equally likely to be matched with a mentor teacher regardless of race.

Texas teachers reported lower access than other teachers nationally to some of the pay-related
supports that we asked about, including extra pay for performing additional roles (46 percent
versus 57 percent), the opportunity to grow professionally (36 percent versus 46 percent), and
a teachers’ union or professional association that bargains for teacher pay (31 percent versus
63 percent).

Relational factors (e.g., strong positive relationships with other teachers, administrators who
support teachers’ decisions about student behavior, feelings of belonging at school, student
engagement in learning) were more strongly linked to positive well-being than many other
organizational factors. Organizational factors most strongly linked to well-being included feelings
of safety at school and adequate time to collaborate with other teachers.

State Context

e As shown in Table 1, the Texas teacher workforce is relatively racially and ethnically diverse compared
with the national teacher workforce. The average starting teacher salary in Texas is higher than the national
average, but the average teacher salary is lower.
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e As of the 2017-2018 school year, about half of Texas teachers indicated that they were members of
a union or an employee association similar to a union (see Table 1), but this should be interpreted in
the context of Texas’ state policies for unions. In Texas, membership in a union or similar professional
association is not required. Although some teachers in Texas are members of professional associations,
Texas prohibits collective bargaining and teacher strikes (Northern, Scull, and Shaw, 2012).

TABLE 1
Characteristics of the Teacher Workforce in Texas and Nationally

National Texas
Characteristics of the Teacher Workforce
Number of FTE teachers? 3,198,170 364,478
Percentage of national workforce 100% 1%
Union or professional association membership® 69% 51%
Average starting salary $41,770 $44,527
Average salary $65,090 $57,641
Percentage of White teachers 79% 60%
Percentage of teachers of color 21% 40%
Less than four years of experience 14% 17%
Four to nine years of experience 24% 28%
Ten or more years of experience 63% 54%
Contextual Factors

Urban® 31% 41%
Suburban® 39% 31%
Town or rural® 30% 28%
Percentage of White students 46% 27%
Percentage of students of color? 54% 73%
Percentage of students eligible for FRPL 52% 60%
Student-teacher ratio® 15.9:1 15.1:1

NOTE: The data in Table 1 are drawn from the National Center for Education Statistics with the exception of data on teacher salaries, which are
drawn from the National Education Association. We used the most recent year available. The purpose of this information is to provide context to
our survey findings. We provide a complete explanation of our data sources in Appendix B in our companion report (see companion report).

2FTE teachers include prekindergarten through grade 13 teachers.

b We display the percentage of teachers who indicated that they were “members of a union or an employee association similar to a union” in
each state.

¢ The values indicate the percentage of public schools that are in each locale for each state.

9 We defined students of color as students who reported their race or ethnicity as Hispanic, Black, Asian, Native Hawaiian or Pacific Islander,
American Indian or Alaska Native, or multiracial. Students whose race was not reported were not added to this group.

¢ These values include prekindergarten through grade 13 students and teachers.
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e Texas established statewide performance pay, known as the Teacher Incentive Allotment program,
in 2019, and district participation is optional (Texas Education Agency, undated-a). As of November
2022, 378 local education agencies (LEAs) (about 30 percent of all Texas LEAs) have applied to or are
participating in the program (Texas Education Agency, undated-b).

e |n 2021, the Texas legislature passed a law that prohibits schools from compelling teachers to discuss
controversial topics. Should teachers do so, they should “strive to explore those topics from diverse
and contending perspectives without giving deference to any one perspective” (Texas State Legislature,
2021). Texas teachers are required to participate in a civics training program, and districts must provide
parents with access to schools’ online instructional materials or learning management systems. Teachers,
administrators, and state agencies are prohibited from training staff on specified divisive concepts related
to race or gender, such as the notion that “one race or sex is inherently superior to another” or that
individuals are “inherently racist, sexist, or oppressive, whether consciously or unconsciously” (Texas State
Legislature, 2021). Such legislation has been linked to teachers’ on-the-job stress in prior research (Woo
et al,, 2022; Woo et al., 2023).

Summary of Study Findings

Teacher well-being: Texas teachers reported higher rates of burnout (66 percent versus 57 percent) and
frequent job-related stress (80 percent versus 73 percent) than other teachers nationally, as shown in Figure 1.
They reported similar rates of constant job-related stress and difficulty coping with job-related stress as other
teachers nationally.

Organizational and relational conditions: \We observed few statistically significant differences in access
to working conditions and supports between Texas teachers and other teachers nationally (Figure 1). One
exception is that teachers in Texas were slightly less likely than their national counterparts to be matched in their
first year with a mentor teacher who shared their racial or ethnic background (41 percent versus 48 percent),
although they were as likely as other teachers nationally to be matched with a mentor in their first year regardless
of race or ethnicity.

Overall, fewer Texas teachers reported having access to pay-related supports than other teachers nationally.
Texas teachers were less likely than other teachers nationally to report that they have access to a teachers’
union or professional association that bargains to improve teacher pay (31 percent versus 63 percent). Texas
state policy prohibits collective bargaining but allows professional associations to advocate for conditions that
would benefit teachers. Texas teachers were reportedly less likely to have the opportunity to grow professionally
compared with their national peers (36 percent versus 46 percent) and were less likely to report receiving extra
pay for performing additional roles (46 percent versus 57 percent). Texas teachers’ access to financial incentives
for student performance and working in high-needs schools were on par with other teachers nationally.

Subgroup differences: There were statistically significant subgroup differences in well-being among Texas
teachers, as shown in Figure 2. Fewer mid-career (six to ten years of experience) and veteran teachers (more
than 11 years of experience) reported feelings of burnout than early career teachers (zero to five years of
experience). More teachers of color reported experiencing feelings of burnout than White teachers. More
urban teachers reported feelings of burnout than their town and rural counterparts. Consistent with national
trends, more female Texas teachers reported experiencing frequent and constant job-related stress than their
male counterparts.
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FIGURE 1
How Texas Compares with the Country

Teacher Well-Being

Frequent job-related stress* | 80 | | | & —
Texas teachers Feelings of burnout* | 66 | & —
’ Teachers nationally Constant job-related stress | 32 *—
|
Difficulty coping well with job-related stress | 26 -

Relational Factors

Strong positive relationships with other teachers in school | 89 &
Student engagement in learning | 85 1P
Feelings of belonging in school | 79 —¢
School administrators support decisions about managing student behavior | 77 X 2
No negative treatment based on race or ethnicity during my teaching career | 63 —®

School cultivates a sense of belonging for teachers who identify as people of color | 44 -

Organizational Factors Related to Teaching

Feelings of safety at school | 86 —&
Matched with a mentor teacher in first year of teaching | 69 | | | —@-
A clear vision for SEL at my school | 60 | | D—‘Q—l
At least 75 percent of working time spent interacting with students | 60 | | —¢
Adequate time to collaborate with other teachers | 57 | | ro—
Control over teaching schedule or course assignments | 55 | | I
PL has placed a strong emphasis on developing student SEL skills and competencies | 50 | | ro—
District-provided individual coaching | 43 | 0‘—1
Matched with a mentor teacher who shared racial or ethnic background in first year of teaching* | 41 | l‘—CQ
PL has placed a strong emphasis on developing teacher SEL skills and competencies | 37 ‘ l—‘}*
Less than 20 percent of working time spent on administrative activities | 34 | —e
School requires cultural competency or anti-racist training for teachers and school administrators | 31 | —&

Organizational Factors Related to Pay

Extra pay for performing additional work or roles* | 46 — ¢
\
The opportunity to grow professionally in terms of additional responsibilities, authority, and pay* | 36 — ¢
\
The teacher’s union or professional association bargains to improve teacher pay* | 31 — &

Financial incentives to work in high-needs schools | 21 o o—

Financial incentives for student gains on tests or student work |16 €—

0 20 40 60 80 100

Percentage of teachers

NOTE: This figure displays the percentage of Texas teachers and other teachers nationally who reported each indicator of teacher well-being and
who had access to each listed working condition. Where the responses of Texas teachers remained significantly different from the responses of other
teachers nationally at p < 0.05 after controlling for an array of school- and teacher-level characteristics, we placed an asterisk (*) next to the well-being
indicator or working condition. The black bars represent the 95-percent confidence interval for each estimate displaying the responses of Texas
teachers. N of Texas teachers = 399-410; N of teachers nationally = 3,509-3,556.
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FIGURE 2

Texas Teachers’ Self-Reported Well-Being by Teacher Subgroup
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NOTE: This figure displays statistically significant differences among Texas teacher subgroups in their reports of well-being. The gray columns (with
“Ref.” in the column header) indicate the reference group. Red cells indicate that more teachers in the given teacher subgroup experienced the
indicator of poor well-being in comparison with the reference group. Blue cells indicate that fewer teachers in the given teacher subgroup experienced
the indicator of poor well-being in comparison with the reference group. Solid arrows indicate that the difference remained statistically significant after
controlling for school- and teacher-level characteristics. Dashed arrows indicate that the difference was statistically significant only before controlling
for school- and teacher-level characteristics. Blank cells indicate a lack of statistically significant differences between teacher subgroups. N of Texas
teachers = 400.

There were also statistically significant subgroup differences in Texas teachers’ access to working conditions:

e Mid-career and veteran teachers were more likely to report that their school administrators supported
their decisions about managing student behavior than early career teachers. They were also more likely
to report access to extra pay for extra work.

e Veteran teachers were more likely than mid-career teachers to report that they feel that they belong in
their school.
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e Secondary school teachers were less likely to report having access to an array of working conditions
compared with elementary school teachers. Secondary school teachers were reportedly less likely to be
matched with a mentor teacher of the same race or ethnicity in their first year of teaching, less likely to feel
safe at school, and more likely to experience negative treatment because of their race or ethnicity.

e Urban teachers were more likely than suburban teachers to report that they had access to extra pay for
extra work.

e Teachers of color were more likely to report access to financial incentives for student gains on tests or
student work than White teachers.

Relationships between working conditions and well-being: Consistent with national patterns, access
to many of the organizational and relational working conditions we asked about was correlated with better
teacher well-being in Texas (Table 2). Among Texas teachers, feelings of belonging, access to a supportive
school administrator, adequate time to collaborate with other teachers, and student engagement in learning
were associated with positive teacher well-being across multiple indicators of well-being, but were most strongly
associated with less constant job-related stress and less difficulty coping with job-related stress. Each of the
SEL supports that we examined were positively associated with at least one well-being indicator. Working
conditions related to how teachers spend their time, such as having control over their schedule and spending
less than 20 percent of their time on administrative tasks, also were associated with less frequent and constant
job-related stress. Most pay-related supports were not linked to teachers’ reported well-being with one exception:
Teachers who had the opportunity to grow professionally reported lower rates of constant job-related stress and
less difficulty coping with job-related stress.

Teachers’ reports of the well-being supports their school provided: 363 Texas teachers provided
an interpretable response to the open-ended question, “What programs, policies, or supports (if any) does your
school offer to support teacher well-being?” About one-third of those teachers mentioned programs, policies,
or supports that were specifically targeted toward improving their well-being or mental health. For instance,
about 60 Texas teachers mentioned access to mental health services, such as counseling, and about 35 Texas
teachers mentioned access to wellness activities, such as yoga or mindfulness. In comparison, more than twice
as many California and New York teachers reported access to wellness activities.

About 70 Texas teachers mentioned organizational factors that supported (or were intended to support) their
well-being. The most common were tokens of appreciation—such as jeans days or free coffee
or breakfast—mentioned by about 40 Texas teachers.

“My school tries to boost staff morale with monthly incentives.
Our counselor is available if staff need counseling.”

— Elementary school teacher TEXAS

About 30 Texas teachers described relational supports provided by their school as supportive of their
well-being—fewer than in all other focal states. About ten Texas teachers mentioned access to relational
supports, such as close relationships or social events with other school staff, fewer than teachers in other focal
states. More than one-third of Texas teachers in our sample said that their schools did not provide any supports
for their well-being.
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TABLE 2
Relationships Between Working Conditions and Well-Being Among Texas Teachers

Less
Less Less Difficulty
Frequent Constant  Coping with
Job-Related Job-Related Job-Related Less

Category Working Conditions Stress Stress Stress Burnout
Relational Feelings of belonging in school ++

Organizational ~ Adequate time to collaborate with other teachers ++

Relational Student engagement in learning

Organizational  Feelings of safety at school ++

. School administrators support decisions about managing
Relational . ++
student behavior

Relational Strong positive relationships with other teachers in school ++

Organizational A clear vision for SEL at my school

o Less than 20 percent of working time spent on
Organizational . . - ++ ++
administrative activities

o The opportunity to grow professionally in terms of additional
Organizational o ) ++ ++
responsibilities, authority, and pay

Organizational ~ Control over teaching schedule or course assignments + ++

. No negative treatment based on race or ethnicity during my
Relational . aFar
teaching career

o School requires cultural competency or anti-racist training
Organizational . ++
for teachers and school administrators

- PL has placed a strong emphasis on student SEL skills and
Organizational . ++
competencies

o PL has placed a strong emphasis on developing teacher
Organizational ) ) ++
SEL skills and competencies

School cultivates a sense of belonging for teachers who

Relational
elationa identify as people of color

Organizational ~Matched with a mentor teacher in first year of teaching

Organizational District-provided individual coaching

At least 75 percent of working time spent interacting with

Organizational
ganizall students

Organizational  Extra pay for performing additional work or roles

Financial incentives for student gains on tests or student

Organizational
9 work

Organizational  Financial incentives to work in high-needs schools

The teachers’ union or professional association bargains to

Organizational .
improve teacher pay

o Matched with a mentor teacher who shared racial or ethnic
Organizational L ) -
background in first year of teaching?®

NOTE: The leftmost column indicates the type of working condition. N of Texas teachers = 399-410. Plus (+) signs indicate that the working
condition is associated with positive well-being among Texas teachers. +++ indicates that teachers who had access to the working condition
were at least 20 percentage points less likely to experience the indicator of poor well-being than teachers who lacked access to the condition. ++
indicates that Texas teachers who had access to the working condition were 10 to 19 percentage points less likely to experience the indicator
of poor well-being than teachers who lacked access to the condition. + indicates that Texas teachers who had access to the working condition
were 0 to 9 percentage points less likely to experience an indicator of poor well-being than teachers who lacked access to the condition. Blank
cells indicate no significant differences. All differences were statistically significant at p < 0.05 after controlling for an array of school- and teacher-
level characteristics.

2 Texas teachers who had access to a same-race mentor teacher in their first year of teaching were more likely to experience burnout than Texas
teachers who lacked this working condition, even after controlling for teacher- and school-level characteristics. This is indicated by a red-shaded
cell with a minus sign (-). Although we are unable to determine why we observe this result, one possibility is that the helpfulness of mentorship may
vary depending on mentorship quality. Or, a variable unmeasured by our survey could help explain this result.
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This snapshot summarizes the well-being and working conditions of Washington
teachers. The intent of this snapshot is to provide state leaders with
state-representative data from their own teachers to inform state and local policy
solutions that can improve teachers’ working conditions and well-being, thereby
also potentially improving teacher retention.

Key Findings

Washington public school teachers were slightly more likely to experience frequent job-related
stress than other teachers nationally (78 percent versus 73 percent) but were less likely to
experience feelings of burnout (43 percent versus 57 percent).

Washington teachers were less likely than other teachers nationally to report that they had
access to a mentor teacher (of any race or ethnicity) or a mentor teacher who shared their racial or
ethnic background. However, they were far more likely to report that their current school requires
cultural competency or anti-racist training for all teachers and all school administrators (57 percent
versus 35 percent). This percentage was higher in Washington than in the other four focal states.

As a group, Washington teachers were less likely than other teachers nationally to report that
they had experienced negative treatment because of their actual or perceived race or ethnicity
during their teaching career (22 percent versus 30 percent). However, 47 percent of Washington
teachers of color experienced negative treatment because of their actual or perceived race or
ethnicity, which is on par with the reports of teachers of color nationally.

More Washington teachers reported access to three of the pay-related supports we asked
about than other teachers nationally, including extra pay for performing additional work or roles
(65 percent versus 57 percent); the opportunity to grow in terms of additional responsibilities,
authority, and pay (57 percent versus 46 percent); and a teachers’ union or professional
association that bargains to improve teacher pay (93 percent versus 63 percent).

Relational factors (e.g., administrators who support teachers’ decisions about student behavior,
feelings of belonging at school) were more strongly linked to positive well-being than many other
organizational factors. Organizational factors most strongly linked to well-being included feelings
of safety at school, adequate time to collaborate with other teachers, and a clear schoolwide
vision for social and emotional learning.

State Context

e As shown in Table 1, few Washington teachers are people of color, similar to the national teacher
workforce. Starting and average teacher salary in Washington are both higher than the national average.
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TABLE 1
Characteristics of the Teacher Workforce in Washington and Nationally

National Washington
Characteristics of the Teacher Workforce
Number of FTE teachers? 3,198,170 62,212
Percentage of national workforce 100% 2%
Union or professional association membership® 69% 97%
Average starting salary $41,770 $51,040
Average salary $65,090 $79,529
Percentage of White teachers 79% 88%
Percentage of teachers of color 21% 12%
Less than four years of experience 14% 15%
Four to nine years of experience 24% 25%
Ten or more years of experience 63% 60%
Contextual Factors

Urbane 31% 34%
Suburban® 39% 41%
Town or rural® 30% 25%
Percentage of White students 46% 50%
Percentage of students of color? 54% 50%
Percentage of students eligible for FRPL 52% 44%
Student-teacher ratio® 15.9:1 18.4:1

NOTE: The data in Table 1 are drawn from the National Center for Education Statistics with the exception of data on teacher salaries, which are
drawn from the National Education Association. We used the most recent year available. The purpose of this information is to provide context to
our survey findings. We provide a complete explanation of our data sources in Appendix B in our companion report (see companion report).

2FTE teachers include prekindergarten through grade 13 teachers.

b We display the percentage of teachers who indicated that they were “members of a union or an employee association similar to a union” in
each state.

¢ The values indicate the percentage of public schools that are in each locale for each state.

4 We defined students of color as students who reported their race or ethnicity as Hispanic, Black, Asian, Native Hawaiian or Pacific Islander,
American Indian or Alaska Native, or multiracial. Students whose race was not reported were not added to this group.

¢ These values include prekindergarten through grade 13 students and teachers.

e As of the 2017-2018 school year, 97 percent of public school teachers in Washington indicated that they
were members of a union or an employee association similar to a union (see Table 1). According to an
analysis by the Fordham Institute, Washington requires collective bargaining in education and allows
unions to automatically collect agency fees from nonmembers. Washington requires bargaining over
such items as “wages, hours, terms and conditions of employment, and insurance benefits”, permits
bargaining over retirement benefits and pensions, and implicitly allows bargaining over a variety of other
items (Northern, Scull, and Shaw, 2012, p. 344).

e |n April 2021, the Washington legislature passed a bill which directs kindergarten through grade 12
(K=12) schools to use one of three professional learning days to train staff in topics related to “cultural
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competency, diversity, equity, and inclusion” (Washington State Legislature, 2021). In May 2021, the
Washington Office of Superintendent of Public Instruction issued a joint statement with other educator
professional organizations in the state that called for all Washington educators and staff members to
“commit to supporting students in dialogue about race, racism, racial justice, and equity” and compiled
resources for educators and families about talking to students about these topics (Washington Office of
Superintendent of Public Instruction, 2022).

e Teacher compensation in Washington increased in the wake of substantial investments to the public K-12
education system when the state Supreme Court enforced a 2012 ruling that directed the state Department
of Education to fully fund K=12 public schools. In 2018, the state Supreme Court determined the state to be
in compliance with the ruling (Washington Education Association, undated; O’Sullivan, 2018).

e Washington districts offer TRI (additional time, responsibility, and incentive) pay, which is pay for extra work
or responsibilities or for work completed outside the classroom (Institute of Education Sciences, Regional
Educational Laboratory Program, undated).

Summary of Study Findings

Teacher well-being: In 2022, Washington public school teachers were slightly more likely than other
teachers nationally to report that they experienced frequent job-related stress (78 percent versus 73 percent;
Figure 1). Yet, they were less likely to report feelings of burnout than other teachers nationally (43 percent
versus 57 percent nationally). A similar rate of Washington public school teachers had difficulty coping well with
job-related stress as other teachers nationally.

Organizational and relational conditions: In general, Washington teachers’ access to organizational and
relational working conditions was similar to that of other teachers nationally, with a few exceptions, as shown

in Figure 1. Washington teachers were less likely than other teachers nationally to report that they had access
to a mentor teacher (of any race or ethnicity) or a mentor teacher who shared their racial or ethnic background
during their first year of teaching. Washington teachers were more likely than other teachers nationally to report
that their current school requires cultural competency or anti-racist training for all teachers and all school
administrators (57 percent versus 35 percent). This was the highest rate among all five focal states. Even so,
Washington teachers were less likely than other teachers nationally to agree that their school cultivates a sense
of belonging for teachers who identify as teachers of color (32 percent versus 43 percent).

Washington teachers also were less likely to report that they experienced negative treatment because of

their actual or perceived race during their teaching career. Only 22 percent of Washington teachers reported
experiencing such negative treatment, in comparison with 30 percent of other teachers nationally. As of the
2017-2018 school year, nearly 90 percent of Washington’s teacher workforce identified as White. However,

47 percent of Washington teachers of color experienced negative treatment because of their actual or perceived
race or ethnicity, which was on par with the reports of teachers of color nationally.

Additionally, more Washington public school teachers reported having access to three of the pay-related
supports than other teachers nationally. Washington teachers were more likely than other teachers nationally
to report that they had access to extra pay for performing additional work or roles; the opportunity to grow
professionally in terms of additional responsibilities, authority, and pay; and a teachers’ union or professional
association that bargains to improve teacher pay. However, Washington teachers were less likely to report
access 1o financial incentives for student gains on tests or student work.

Subgroup differences: There were statistically significant subgroup differences in well-being among
Washington teachers, as shown in Figure 2. Mid-career teachers (i.e., those with six to ten years of experience)
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FIGURE 1
How Washington Compares with the Country
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NOTE: This figure displays the percentage of Washington state teachers and teachers nationally who reported each indicator of teacher well-being and
who had access to each listed working condition. Where the responses of Washington teachers remained significantly different from the responses of
other teachers nationally at p < 0.05 after controlling for an array of school- and teacher-level characteristics, we placed an asterisk (*) next to the
well-being indicator or working condition. The black bars represent the 95-percent confidence interval for each estimate displaying the responses

of Washington teachers. N of Washington state teachers = 448-460; N of teachers nationally = 3,509-3,556.
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FIGURE 2

Washington Teachers’ Self-Reported Well-Being by Teacher Subgroup

5 _
—~ £ 5 g yo) —
a (7] o o Y
© = = —
i 8 2 € > 2 & F
e » = o) o e > = S g ]
E g £ ) g o S g s 3 § =
@ o o o ® Qo o) € ko] o o} Qo o
9] > 0] = = - o) c lo% o = c
: > o > o © 2 G S 3 c I
Teacher Well-Being © - T e (IEJ = g g S 2 5, 3 s 8
Indicator © © + = £ = £ o o S I " r >
Frequent
job-related stress
Constant
job-related stress
Difficulty coping well
with job-related stress
Feelings of burnout
Years of Experience Gender Race Grade Level Poverty Level School Context
Significantly Significantly
higher than the lower than the
reference group  reference group
I:‘ Reference arou I:‘ |:| Significant before controlling for school-
group and teacher-level characteristics
No significant difference when Significant before and after controlling for
compared with the reference group school- and teacher-level characteristics

NOTE: This figure displays statistically significant differences among Washington state teacher subgroups in their reports of well-being. The gray
columns (with "Ref." in the column header) indicate the reference group. Red cells (with upward arrows) indicate that more teachers in the given
teacher subgroup experienced the indicator of poor well-being in comparison with the reference group, while blue cells (with downward arrows)
indicate that fewer teachers in the given teacher subgroup experienced the indicator of poor well-being in comparison with the reference group. Solid
arrows indicate that the difference remained statistically significant after controlling for school- and teacher-level characteristics, while dashed arrows
indicate that the difference was statistically significant only before controlling for school- and teacher-level characteristics. Blank cells indicate a lack of
statistically significant differences between teacher subgroups. N of Washington state teachers = 448-449.

and veteran teachers (i.e., those with 11 or more years of experience) had less difficulty coping with job-related
stress than early career teachers (i.e., those with zero to five years of experience). Female teachers in Washington
were more likely to report feeling frequent and constant job-related stress than male teachers in the state. Both
patterns mirror national trends.

There were also statistically significant subgroup differences in Washington teachers’ access to working conditions:

e Teachers serving high-poverty schools were less likely to report that they had control over their teaching
schedule or course assignments than teachers serving low-poverty schools, and they were less likely to
report that they felt safe at school.

e Teachers serving rural or town schools were less likely than teachers in both urban and suburban schools
to report that their current school requires cultural competency or anti-racist training. Teachers in rural or
town schools were less likely than teachers in urban schools to report that their school cultivates a sense
of belonging for teachers who identify as people of color.
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e Mid-career and veteran teachers were more likely than novice teachers to report that they had strong
positive relationships with other teachers in their school.

e Secondary school teachers were less likely than elementary school teachers to report that their students
were engaged in learning, they felt safe at school, and their school cultivates a sense of belonging for
teachers of color.

Relationships between working conditions and well-being: Consistent with national patterns, access
to many of the organizational and relational working conditions we asked about was correlated with better
teacher well-being in Washington (Table 2). Relational working conditions were strongly related to decreased
reports of poor well-being, a pattern we observed nationally. For example, Washington teachers who had school
administrators who supported their decisions about managing student behavior and who felt like they belonged
in their school were much less likely than teachers who lacked these working conditions to experience feelings
of burnout, difficulty coping with job-related stress, and constant job-related stress.

We also observed positive relationships between teachers’ sense of well-being and organizational working
conditions, such as a schoolwide vision for SEL, professional learning emphasizing teachers’ SEL skills,
feelings of safety at school, adequate time to collaborate with other teachers, control over scheduling and
course assignments, and cultural competency or anti-racist training. That is, teachers who reported that they
had access to these working conditions reported better well-being than those who did not report such access.
Among pay-related supports, only having access to the opportunity to grow professionally in terms of
additional responsibilities, authority, and pay was linked to lower levels of burnout and difficulty coping

with job-related stress.

Teachers’ reports of the well-being supports their school provided: Slightly more than

400 Washington teachers provided an interpretable response to the open-ended question, “What programs,
policies, or supports (if any) does your school offer to support teacher well-being?” About one-third of those
teachers mentioned programs, policies, or supports that were specifically targeted toward improving their
well-being or mental health. For instance, nearly 70 Washington teachers mentioned access to mental health
services, such as counseling, and about 50 teachers mentioned access to wellness activities, such as yoga
or mindfulness.

“[TIhe staff is extremely helpful and caring where | work. They make every day easier.”

— Elementary school teacher WASHINGTON

About 100 Washington teachers mentioned organizational conditions that supported (or were intended to
support) their well-being. About 30 of those teachers said that their school provided them with tokens of
support, and 30 mentioned that they had the ability to take time off (e.g., mental health days). Slightly more than
50 Washington teachers described relational supports at their school as being supportive of positive well-being.
Nearly all of those teachers described social events with fellow staff or their close relationships with other staff.
However, about 30 percent of Washington teachers in our sample said that their school did not provide any
supports for their well-being.
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TABLE 2
Relationships Between Working Conditions and Well-Being Among Washington Teachers

Less
Less Less Difficulty
Frequent Constant Coping with
Job-Related Job-Related Job-Related Less

Category Working Conditions Stress Stress Stress Burnout
Relational School admlnl.strators support decisions about managing

student behavior
Relational Feelings of belonging in school

Organizational A clear vision for SEL at my school

Organizational  Feelings of safety at school

Organizational ~Adequate time to collaborate with other teachers ++
Organizational ~ Control over teaching schedule or course assignments ++ ++ ++
Relational Student engagement in learning +4+ e

o PL has placed a strong emphasis on developing teacher SEL
Organizational ) ) ++ ++
skills and competencies

o The opportunity to grow professionally in terms of additional
Organizational L ) ++ ++
responsibilities, authority, and pay

o School requires cultural competency or anti-racist training
Organizational .. + 4+
for teachers and school administrators

o Less than 20 percent of working time spent on administrative
Organizational activities + ++

. No negative treatment based on race or ethnicity during my
Relational . ++
teaching career

PL has placed a strong emphasis on student SEL skills and

) ++
competencies

Organizational

. School cultivates a sense of belonging for teachers who
Relational ) ) +
identify as people of color

Relational Strong positive relationships with other teachers in school

Matched with a mentor teacher who shared racial or ethnic

O izational o )
roanizationa background in first year of teaching

Organizational ~Matched with a mentor teacher in first year of teaching

Organizational District-provided individual coaching

At least 75 percent of working time spent interacting with

Organizational
ganizall students

Financial incentives for student gains on tests or student

Organizational
9 work

Organizational  Financial incentives to work in high-needs schools

Organizational  Extra pay for performing additional work or roles

The teachers’ union or professional association bargains to

Organizational .
improve teacher pay

NOTE: In the leftmost column, we indicate the type of working condition. N of Washington state teachers = 448-460. Plus (+) symbols indicate
that the listed working condition is associated with positive teacher well-being among Washington teachers. +++ indicates that, when we compared
Washington teachers who had access to the listed working condition with Washington teachers who lacked access to the condition, teachers
who had access to the working condition were at least 20 percentage points less likely to experience the listed indicator of poor well-being than
teachers who lacked access to the condition. ++ indicates that Washington teachers who had access to the working condition were 10 to 19
percentage points less likely to experience an indicator of poor well-being than teachers who lacked access to the condition. + indicates that
Washington teachers who had access to the working condition were 0 to 9 percentage points less likely to experience an indicator of poor well-
being than teachers who lacked access to the condition. Blank cells indicate no significant difference between Washington teachers who had
access to the working condition and those who lacked access to the working condition in terms of their well-being. All differences noted are
those that remained statistically significant at p < 0.05 after controlling for an array of school- and teacher-level characteristics.
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