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About the EAC…

Whereas high quality educator preparation and ongoing, 

effective professional learning and supports for educators

are critical variables to excellent teaching, improved 

student learning and educator retention. 

(Senate Bill 182, 2017)



About the EAC…
The Educator Advancement Council strives to create a culture of collaborative leadership and 
innovative partnerships that work to leverage our resources for collective impact. Our goal is to 
offer programs that create long-lasting change for our educators and students. 

The EAC works to:

● Build P-20 system-wide capacity to align, coordinate, and integrate educator preparation and 
professional learning efforts to ensure that educators experience a seamless system of 
support throughout their careers

● Ensure that students experience high quality and culturally responsive learning, in particular 
students of color, students with disabilities, emerging bilingual students, and students 
navigating poverty, houselessness, and foster care
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Tribal Education Departments

How does the EAC fit into Oregon’s P-20 education system?
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HB 4030 Education Staff Grants
Created by the Legislature in 2022, administered by the 
Oregon Department of Education:

● Non-competitive, one-time funds to seed long-
term improvements in workforce conditions

● Deepen or accelerate pre-existing work and 
partnerships by braiding one-time funds with other 
funded initiatives (i.e. EAC, SIA, Federal)

● Demonstrate input from district personnel 
grantees are trying to recruit/retain on identifying 
problem(s) of practice and strategies

● Priority on licensed or classified personnel in high-
need specialties

$78 million 

in Grants

Districts, 

Public 

Charter 

Schools, 

and ESDs

ADMw 

Allocation



Areas of Improvement
In support of the goals of HB 4030, the EAC developed guidance for grantees based on five research-based areas of 

improvement that impact recruitment and retention:

● Improved Systems: Policies, organization, management, and leadership systems to improve structural conditions (i.e. data 

driven budgets, collaborative structures, master schedules, inclusive decision-making and engagement, recruitment messages, 

strategic plans related to talent management or development of human capital)

● Culture and Climate: Building an inclusive culture where all personnel feel seen, valued, and respected through policies, 

approaches, and/or actions

● Staff Preparation and Growth Opportunities: Ensuring personnel are prepared to meet the demands of their jobs and are 

supported to advance in their careers (i.e. opportunities to earn credentials or gain additional qualifications, develop new 

knowledge and skills, or towards building systems of professional learning)

● Differentiated Training and Staff Support Ensuring equitable access to resources for differentiated training and professional 

development for personnel at various stages of their career, and tailored to specific roles in the system

● Flexible School Systems: Adapting the use of resources such as personnel, space, and time to best support innovations that 

reduce burnout
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Application Process

ODE and EAC developed an application process 
accessible to districts and schools of all sizes across 
the state, as well as helped grantees easily select 
high leverage strategies aligned to the areas of 
improvement

1. Describe staff engagement

2. Define the Problem(s) of Practice

3. Select Equity & Innovation Strategy from the 
menu or identify their own strategy

4. Outline Key Action Steps

Equity & Innovation Menu

https://www.oregon.gov/ode/schools-and-districts/grants/Documents/Education%20Staff%20Retention%20Grant/Education%20Staff%20Retention%20Grant%20Guidance%20and%20Application%20Outline%205.5.22.pdf


Grantees
Grantees, including 190 school districts, 77 
public charter schools, and 18 education 
service districts from across the state
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Percent of Eligible Applicants Receiving a 

Grant by County

286 

395 Problems of Practice identified

87% of eligible grantees applied and are 
receiving a grant

80% of eligible small institutions, and 100% of 
large institutions applied



Staff Engagement

Grantees engaged school staff in 

identifying problems of practice and 

strategies to be funded. 

● 97% of grantees involved licensed 

teachers in developing their application

● Other groups included students, 

families, community members, school 

boards, union representatives, 

consultants, and ESD partners

● Engagement strategies included 

meetings, surveys, and interviews
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Problems Identified
The most common types of recruitment and retention challenges described in the applications included 

(from most common to least common): 

1. Difficulty finding and retaining qualified candidates to fill open positions across most licensed and classified 

staff categories, including for specialized positions such as special education teachers, counselors, nurses, 

mental health counselors, and bus drivers

2. Need for improved preparation and staff support, including additional training, professional learning, and 

mentoring opportunities, particularly for classified staff, new staff, as well as in areas of high-need (special 

education, social emotional learning, and meeting the growing diversity of student needs)

3. Burnout of current staff caused by lack of time and space for staff collaboration, planning, and connection, as 

well as chronic understaffing in specialized and substitute positions, leading to staff feeling isolated, 

disconnected, and overwhelmed

4. Increasing cost of living, low wages, and affordable housing shortages across the state, and in particular 

affecting classified staff and staff in rural communities with long commutes and few housing options
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Strategies
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83% of Grantees selected research-based strategies from the Equity and Innovation Menu

Menu strategies in this area:
● Designing a tiered, bonus 

compensation package aligned to 
performance goals (28%)

● Establishing in-district or regional 
mentorship programming/support 
(27%)

● Supporting personalized professional 
learning opportunities (including 
contract-extension hours to after-
school and/or summer programs 
(25%)



What did HB 4030 
Grantees identify as 
root causes of 
workforce challenges?



Identifying Root Causes
Grantees were asked to identify root causes of their problems, which helps ensure that selected interventions 
are addressing underlying causes, rather than “quick fixes” that may not lead to sustained change over time

Characteristics of Root Causes:
● Evidence from multiple 

perspectives
● Addresses “why” at the 

deepest level
● Tied to internal locus of 

control



Root Causes are tied to internal locus of control
Examples of problems tied to internal and external locus of control:
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Internal External

Workplace conditions resulting in burnout Competition for applicants

Underprepared staff Local factors including rural, housing

Staff feel a lack of connection Lack of applicants, teacher shortage

New staff need training Low salaries



Example: Digging for Root Causes

Many applicants described competition for new staff as a cause of their hiring 

troubles; yet competition may be masking the actual root cause. 

Charter School Neighboring School

The problem of practice is that [our charter 

school] pays 20% less than the [neighboring 

public school]. Retention and recruitment is 

extremely difficult when prospective teachers 

can go to work down the street and earn 

thousands more.

[Our school] didn't qualify for the large number 

of ESSER dollars that our surrounding 

districts received, nor do we have a local 

option to rely on; therefore, we were not able 

to offer hiring and retention bonuses or 

compete with rising wages.



Example: Root Causes
Problem of Practice:
Staff burnout and retention may be caused by lack of training and support in 
areas of direct relevance to the daily work in which our staff is engaged. 

Evidence and root cause:
During a recent survey, 57.6% of our staff voiced a need for more intensive 
training in curriculum and instructional strategies, including addressing high 
risk behavior and academic needs presented by students. Staff do well when 
they can. 



Thank you for your time!

https://eac.ode.state.or.us


