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Research & Planning
What we do:

• Research & Planning (R&P) is a separate, exclusively statistical 
entity that collects, analyzes, and publishes timely and accurate 
labor market information (LMI) meeting established statistical 
standards. Labor market information is “an applied science; it is 
the systematic collection and analysis of data which describes and 
predicts the relationship between labor demand and supply.” —
The States’ Labor Market Information Review, ICESA, 1995, p. 7.

• Staff consists of 13 full‐time researchers, most holding graduate 
degrees, with backgrounds in economics, demography, sociology, 
psychology, statistics, and engineering. R&P also has two editors 
with backgrounds in journalism and two administrative support 
staff.
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About the Research

Monitoring School District Human Resource  Cost Pressures:
A Report to the Wyoming Joint Education Committee

http://doe.state.wy.us/LMI/education_costs.htm

Cost Pressures
“ … a level of direct compensation that leads to the recruitment and retention of 
staff capable of producing a superior work product in the public school setting.” 

(Gallagher, p. 5). 
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About the Research

Occupational Employment Statistics (OES) 
Annual average estimates. Nationwide state-federal statistical program operated by 

the U.S. Bureau of Labor Statistics (BLS). 

Wyoming Department of Education 602 Contract File (WDE 602)
Annual census of school district positions. 

Unemployment Insurance Wage Records
Quarterly payroll tax records for Wyoming and 10 other states. 
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Employment and Wage Estimates in the OES Program
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Standard Occupational Classification (SOC) System Structure



Teacher Wage Levels and Trends
Regional and National Context
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Teacher Turnover
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Local, Regional, and National Competition
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Wages and Commuting
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Local, Regional, and National Wages
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Local, Regional, and National Wage Comparison
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Exit Rates by County
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Where Do They Go, and at What Price? (Teachers)
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Where Do They Go, and at What Price? (Non‐Teachers)
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Wyoming’s Aging Workforce
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Age Distribution by Occupation
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Age Distribution by County
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Counties to Monitor

Big Horn, Carbon, Hot Springs, and Weston counties 
all face three significant challenges:

• High percentage of teachers age 55 and older (25.5% to 29.7%)

• Double‐digit exit rates (10.1% to 21.2%)

• Comparatively low annual wages (6.0% to 6.8% less than the state average)
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Age and Education
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Teacher Supply
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What’s Next

1. Continue the use of OES as the standard measure of cost pressures.
2. Analyze the occupational exit rate of non‐teaching  staff by occupation (see 

appendix Table 4‐5) and post – exit earnings by age.
3. Identify the source of teaching replacements with Professional Teaching Standards 

Board files.
4. Track middle‐aged and younger teachers who exit a school district to identify wage 

progression and changes in assignment status.
5. Obtain access to Retirement Board files to expand our understanding of exit rates 

for older district staff and comparable occupations. 
6. Establish a system of dashboard indicators for district staff and comparable 

occupations in health care and state government, including wage progression, 
retention, experience in the industry, tenure with employer, and turnover.
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Future Research

1. Develop a modeling approach to retirement for teachers, non‐teaching district 
staff, and comparable occupations in health care and among state employees 
(requires Retirement Board files). 

2. Link Department of Health files to other administrative databases determine how 
births, deaths, divorces, and marriages impact career decisions. 

3. Examine commuting data to determine if workers in public schools change districts 
in order to shorten their commute to work. 

4. Change the unit of measurement from the individual to the household to explore 
the relationship between leavers and their partners. 

22



Contact Information

Research & Planning
Wyoming Department 
of Workforce Services
P.O. Box 2760
246 S. Center St. 
Casper, WY 82601
(307) 473‐3807

DWS‐RESEARCHPLANNING@wyo.gov
http://doe.state.wy.us/LMI

Monitoring School District Human Resource Cost Pressures
A Report to the Wyoming Joint Education Committee
http://doe.state.wy.us/LMI/education_costs.htm
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