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Overview
Functions
TSD provides a continuum of direct educational services to students, birth through twenty-two, who are deaf or hard of 
hearing; some of these students may have multiple disabilities. TSD is also directed to serve as a statewide educational 
resource. Through the Statewide Outreach Center (SOC), TSD provides a variety of educational services to programs 
and professionals throughout the state working with and for persons who are deaf or hard of hearing. (Texas Education 
Code, §30.051.)

Anticipated Changes to the Mission, Strategies, and Goals Over the 
Next Five Years
TSD’s two primary functions–-serving students on the Austin campus and providing statewide outreach services—are 
expected to continue without change over the next five years.

• TSD will continue to provide educational, residential support and related services to TSD’s on-site population of deaf 
and hard of hearing students. TSD is experiencing, and expects to continue experiencing, a change in the nature of 
the population of students TSD serves. If current trends continue, we will serve an increasing number of students 
with complex additional disabilities including medically fragile children. TSD will likely also serve students who 
have a history of trauma from language deprivation and other adverse childhood experiences. With the escalating 
costs of living in Austin and surrounding areas, we are unsure as to whether or not we will see a continued increase 
in the number of families of deaf children who relocate to Austin in order to enroll their students at TSD. 

• The same is true for TSD’s outreach and resource mission. Although the mission will remain the same, the need for 
services continues to expand year over year. As a “center” school for students who are deaf and hard of hearing, TSD 
has the centralized resources and expertise to share with school districts, families, and professionals involved in the 
education of deaf and hard of hearing students. As a leader in deaf and hard of hearing education, TSD continues to 
build staff and resources in the Statewide Outreach Center to meet the growing need for TSD’s outreach activities. 
TSD works collaboratively with Texas Education Agency’s statewide deaf services and statewide partners in the 
Education Service Centers charged with providing technical assistance in specified areas to professionals in deaf 
education. In addition, TSD has established a Family Resource Center on our Austin campus and continues to build 
the services we provide to our TSD families, including such areas as American Sign Language education for parents 
and siblings to facilitate familial communication. TSD expects to see growth in this role over the next five years.

 

Additional Considerations
Key Economic and Environmental Factors
Scarce Teacher Talent Pool. Texas continues to experience a shortage of qualified teachers as noted in the January 
2020 communication from the Texas Education agency (TEA) titled 2020-2021 Teacher Shortage Areas and Loan 
Forgiveness Programs which includes special education teachers for elementary and secondary levels in the approved 
state-level shortage areas. Further complicating this factor for TSD is a shortage in educators for the deaf. The Council 
on Education of the Deaf (CED) noted in a February 2019 communication that the nation has experienced a decline 
in qualified teachers of the deaf. The largest group of deaf educator graduates was in 1985 and numbered 1680. This 
number has consistently declined over the years with only 737 graduates in 2009, and 450 in 2018 and 2019. It is 
estimated that 300 will graduate in 2020. With well-qualified deaf educators in short supply and high demand across 
the nation, a shortage that is expected to continue to worsen in coming years, competition for these valuable teachers 
is great. TSD currently competes with 50 Residential Schools for the Deaf across the nation and 53 Regional Day School 
Programs for the Deaf in Texas for teachers with the skills necessary to educate our students.
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Shortage of Deaf Education Training Programs. Teachers of children who are deaf or hard of hearing require specialized 
training to obtain the skills to meet the complex needs of the students, including competency in American Sign Language. At 
present, there are 56 colleges and universities that offer deaf education teacher training programs in the United States, down 
from 63 in 2018, seven of which are offered in Texas. This shortage of programs further impacts TSD’s ability to hire the deaf 
educators needed for our students.

 

The Status of Teacher Retention is Equally Dim. Every year, thousands of new teachers enter the teaching field. Within the first 
five years, nearly half of those teachers will transfer to a new school or leave the profession altogether. Exacerbating these trends 
are teacher retirement rates. Employment demographics indicate that baby- boomers made up approximately 40% of the labor 
market in 2008 with retirements be- tween 2010 and 2020 expected to be the largest since WWII (Aaronson & Meckel, 2008).

 

Noncompetitive Salaries. TSD teacher and professional contract salaries are tied to Austin ISD in state statute. While the recent 
changes to the state’s school finance laws have helped to improve teacher salaries, the dire state of teacher salaries in Texas and 
specifically within AISD due to their budget concerns continues to have a severe negative impact on TSD salaries. Though we 
are tied to AISD compensation strategies, we must compete for qualified staff with other deaf schools, not local independent 
school districts and our teachers and professional contract staff must possess a much more complex skill set. TSD teachers 
and professional contract staff must be certified in both special education for deaf and hard of hearing students, have subject 
and grade level certification in accordance with state guideline, be fluent in American Sign Language and pass rigorous state 
certification tests. As a result, TSD is unable to compete for staff with either other deaf schools across the nation or local school 
districts outside of Austin ISD to ensure that TSD provides needed services for our students and meets our obligations under 
state and federal Special Education related laws, the school must employ teaching and non-teaching staff with ASL skills. Salaries 
that are below the market value compromises our ability to attract and retain critical qualified staff. 

Housing Costs. Housing costs within the Austin metro area have continued to rise. The median home price in the Austin housing 
market is $5 shy of $500,000, according to the Austin Board of Realtors’ latest housing report. It’s an all-time high, again, for the 
Austin-Round Rock metropolitan statistical area, jumping nearly 28% since February 2021 to $499,995. While statewide median 
home prices jumped 15.7% from 2020 to $300,000, the report said median home prices in Austin-Round Rock shot up nearly 
31% to $450,000 since 2020. Since 2018, median home prices have climbed $145,000 — meaning the median home price just 
four years ago was $305,000.

Current Customer Demands. TSD’s customers include students, parents, and professionals throughout the state. TSD’s student 
population requires a level of services that the current number of professional and para- professional employees are unable 
to provide. Adding to this problem, the student population has continued to become increasingly complex and diverse with 
increased numbers of students with additional disabilities requiring many more related and support services.

 

Parents of TSD Students as Well as Parents of Deaf Children Throughout the State Require Intensive Training in Sign 
Language and Parenting Skills Necessary for Effective Parenting of Deaf Children. They require information about all 
services to which their child is legally entitled or otherwise needs including educational services (e.g.—the Individual Educational 
Plan and Admission, Review and Dismissal Process) and health services. Additionally, as the population of TSD students living in 
Austin increases, their parents require increased levels of daily transportation.

 

Long Range Business Plans. TSD’s long-range business plan includes a variety of restructuring efforts to maintain a quality 
continuum of educational services for TSD students. We need to continue to represent innovative strategies and proven methods 
for learning for deaf and hard of hearing students. We need a comprehensive design for effective school functioning that aligns 
the School’s curriculum, technology and professional development into a coordinated plan to improve achievement. We 
must develop and maintain a continuous professional staff development and training program to meet the current workforce 
demands. We need new areas of business and community support to implement school activities and programs. TSD continues 
to seek out new sources of federal, state and local funding to sustain school reform efforts. Lastly, and most importantly, TSD 
needs to have measurable goals for student performance and benchmarks for meeting those goals. TSD joins the nation of 
deaf educators in striving for earlier identification and initiation of services for deaf and hard of hearing students and improved 
strategies to address the language deprivation experienced by many deaf and hard of hearing students.



Strategic Plan 2023-2027 53

 
Strategic Plan 2023-2027 

Organizational Structure 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
TSD is organized into four divisions: Executive, Instruction, Student Life, and Financial Operations, with the 
Superintendent overseeing all. 

• The Executive Division is administered by the Superintendent and includes Legal, Human Resources, 
Statewide Outreach Center (SOC), Parent Infant Services, Information Technology and Support 
Operations. 

•The Instructional Division is administered by the Director of Instruction and includes responsibility 
for all academic school programs including Early Childhood, Elementary, Middle, High School, 
Career Technology Education, and Transitional Services as well as curriculum and assessment 
services. The Director, with the assistance of the Special Education Director, is also responsible for 
Related and Support services, Admissions, Interpreting and the Health Center. 

•  The Student Life Division is administered by the Director of Student Life and includes 
responsibility for dorm programs for students in Elementary, Middle School, High School, and 
Special Needs. The division includes programs for students who need more structured services, such 
as the 18+ transitional program (ACCESS). The Student Life division includes Student Development, 
and Athletics. 

•  The Business Services Division is administered by the Chief Financial Officer and includes 
Accounting, Budgeting, Purchasing, Records Management, Internal Auditing Liaison, and 
Facilities/Property Management. The Division also includes Security and Risk Management services 
as well as Food Services and Transportation. 
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Current 

Workforce Profile 

Texas School for the Deaf

 
TSD’s ability to provide services, resources and expertise to its students, the Texas deaf community and 
those who serve them as well as remain a leader in deaf education services at the national level is a direct 
result of our talented workforce of teachers, staff, and administrators. The challenges related to the 
pandemic, inflation, and the ever-increasing cost of living in the Austin area have tested the commitment 
and fortitude of our workforce while the constant changes within the local, state and national labor markets 
have hindered our ability to nourish, retain, and replace staff. 
  
As a school for the deaf, TSD competes with deaf schools across the nation for its workforce. TSD’s 
professional faculty members, while paid on the same scale as Austin Independent School District 
teachers, are paid well below the market rate for their discipline, making attracting teachers of the deaf 
challenging. The level of burnout within teachers of the deaf also impacts our ability to attract and retain 
needed educators. The salaries of our classified staff are, connected to the State Classification System 
which for some has maximum salaries that are below the rapidly changing markets, are also below the 
national market. Particularly for our teacher assistants and residential staff. 

Demographics: Gender, Ethnicity, Age, and Tenure 
Approximately 64% of TSD’s workforce is deaf or hard of hearing. There is a higher percentage of deaf 
or hard of hearing staff in departments that provide direct care to TSD’s students. Support functions 
generally have a lower percentage of deaf or hard of hearing staff. The workforce data presented does not 
include substitute employee information. 

Approximately 63% of TSD’s workforce is female and 37% is male. This is a higher percentage of 
female employees than the overall Texas State Government workforce in which 57.6% is female. 

The breakdown of employees by gender at TSD has remained relatively constant over the last five years. 
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TSD Employees by Ethnicity 

 
66.8% of TSD employees are White, 17.1% are Hispanic, 12.5% of employees are Black, .3% of 
employees are Native Hawaiian or other Pacific Islander, 1.5% are Asian, .9% of employees are two or 
more races and .9% are American Indian or Alaskan Native. In Texas State Government, overall, 43.9% 
of employees are White, 27.4% are Hispanic, and 23.7% are Black. In 2020 TSD established a Racial 
Equity Taskforce (RETF) to address, explore, educate, learn about and respond to diversity and inclusion 
within the school, including in the area of recruitment and retention of a diverse workforce. While the 
school has seen an increase in diversity in our workforce, it is important that TSD continues its efforts to 
recruit and retain BIPOC individuals. 

 

The age of TSD’s workforce has remained consistent with that of the overall State of Texas 
workforce with the majority of our workforce between the ages of 30 and 59. 
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TSD Employees by Length of Service 
The length of State service for TSD employees is similar to that of the State’s 
overall workforce. Thirty eight percent of TSD employees have fewer than 
five years of state service while 15% have at least twenty years. The overall 
state workforce have 38.5% and 16% respectively. 

 
 

Employee Turnover 
The TSD turnover rate for 2021 without including substitute employees is 17.8% which is lower than 
the overall State turnover rate of 23.8%. However, TSD continues to struggle with turnover rates within 
specific job classifications. For FY 2021, the agency’s turnover rate in our lowest paid positions included 
28.8% for Teacher Aides and 23.5% for Resident Specialists. Exit interviews indicate that the higher 
turnover rates within these specific job titles is due to low salaries. 
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Workforce Skills Critical to the Mission and Goals
As a deaf education entity whose mission is to provide an environment where individuals who are deaf or hard of hearing, 
including those with additional disabilities, have the opportunity to learn, grow and belong in a culture that optimizes 
individual potential and provides accessible language and communication across the curriculum, our workforce must 
possess many specialized skills. These skills include American Sign Language, education experience, and qualifications in 
the areas of deaf education and child development. Our workforce must also possess the skills necessary to support early 
language acquisition for both students and families.

Technological skills for employees are also necessary as TSD continues to develop technology education programs, 
advance the technological base of the agency, and to explore the best uses of technology to support the deaf culture in 
Texas.

Other critical skills include interpretation skills, interpersonal skills, management skills, and skills in working collaboratively 
to resolve workplace problems and issues.

Additional Considerations
TSD has a growing customer base, both in the Austin area and throughout the state of Texas. As this population increases, 
the need for specialized skills and increased numbers of administrative, support, and outreach staff continue to be a 
growing workforce issue. The need to recruit, train and retain competent and qualified support staff is a central issue for 
workforce planning, due to the special skills necessary to serve the deaf community throughout the state.

Future Workforce Profile
Expected Workforce Changes
Our workforce is dedicated to providing a quality educational environment. Over the years, the school’s service load for 
on campus and short-term student programs have increased. For the 2021-2022 school year, TSD’s student enrollment 
is 529. TSD also provides Summer Programs to both TSD and non-TSD students. While TSD is fortunate to have this kind 
of viability when many schools for the deaf are struggling for their survival, our limited resources cause us dire concerns 
about providing an appropriate education for growing enrollment. We continue to experience an increase in referral of 
students with complex medical, behavioral and educational needs. The impact of this type of student on the budget is 
exponential and we find ourselves unable to provide the related and support services necessary for this type of student 
to access the general curriculum and receive a quality education. We continue to seek additional resources to serve these 
growing needs.

Texas School for the Deaf Enrollment
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Future Workforce Skills Needed
TSD’s dual mission is expected to remain stable for the foreseeable future. TSD provides comprehensive educational and 
residential services to school-age students throughout Texas at the School during the regular school year; and serves 
as a primary statewide resource center promoting excellence in education for students who are deaf or hard of hearing 
through research, training, and demonstration projects.

To achieve the goals supporting this mission, TSD will need teachers and other staff members with training from 
universities, colleges, Educational Services Centers or other training sources in:

• Deaf and Hard of Hearing

• Early childhood, handicapped

• Generic special education

• Seriously emotionally disturbed and autistic

• Severely and profoundly handicapped

• Math

• Science

• English as a Second Language

• Cochlear Implants

• Management of students with behavior problems and disorders

• Management with students with complex health needs

• Instructional and Administrative Technology

Additionally, TSD will need staff who have certification from the State Board of Educator Certification in the areas listed 
above.

We will continue to need certified or licensed professionals in the related services areas, but with particular emphasis 
on psychological support and assessment personnel because of anticipated attrition in this area, and the need for more 
intensive services related to student behavioral disorders.

TSD also anticipates changes in key administrative positions in the next five years. Schools for the deaf across the country 
are seeking qualified, experienced administrators for their programs and the available pool of candidates is dwindling at 
an alarming rate. Many of TSD’s current Administrators, including the Superintendent, have retired and been rehired and 
may consider leaving TSD entirely in the near future.

 

The increased complexity and demands on the teaching profession have caused many talented people to not enter 
the field of deaf education. Many refer to this as “The Great Resignation.” As staff shortages deepen across the country 
and workload increases, more educators are feeling burned out and demoralized. Research shows that school leaders 
who protect teachers’ time, invite their inputs, and support their mental health and well-being through comprehensive 
programs see higher levels of satisfaction. All of these issues have only been increased by the pandemic. TSD will continue 
to seek measures to support our faculty and staff and keep them engaged in promoting student learning.

Anticipated Changes in the Number of Employees Needed
Because TSD students require smaller classes and more services, TSD’s workforce does not currently have adequate staff 
for the students we serve, and assuming that both the number and complexity of students TSD serves increases, as 
anticipated, TSD will become more insufficiently staffed. As enrollment rises, more staff will be needed, but that increase 
in staff will not necessarily be proportionate to current staffing needs. The students referred to TSD by their school districts 
have more complex, multiple disabling conditions that require greater numbers of staff members for effective and safe 
service to these students.
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Workforce Gap Analysis
Anticipated Surplus or Shortage of Employees
We anticipate shortages of employees in the following areas:

• Teaching and related services.

• Wrap around services such as occupational and physical therapy, audiology, speech and language support.

• Supervision, safety and instruction in the residential program of the School.

• Statewide outreach services through the Statewide Outreach Center.

Anticipated Surplus or Shortage of Skills
We anticipate a shortage of skills in the following areas:

• An insufficient supply of teachers certified to teach deaf students, educational administrators, and related and 
support service professionals. This insufficient supply largely due to increased demand, retirement, attrition, 
and the closing of university training programs for teachers of the deaf and hard of hearing.

• The lack of staff knowledge and skills in behavior management required for working with students who are 
presenting increasingly challenging disabilities.

• The lack of staff necessary to provide supervision, safety and instruction in the residential program of the School.

• A gap between the technological skills necessary to support innovation and integrate technology into the 
curriculum and the current staff skill set.

• The lack of staff within business related areas such as human resources and business services with cultural and 
ASL language competencies.

Strategy Development
Through its Strategic Five-Year plan, TSD has set the following objectives to be completed in the next five years:

• Develop a plan to recruit a well-qualified staff that includes focus on skills, diversity, and potential.

• Increase employee satisfaction by establishing programs and services that support short- and long-term 
personal and professional goals.

• Implement standardized policies and procedures, and develop strategies to maximize employee compensation.

• Implement training policies designed to maximize skill acquisition for both hearing and deaf staff to improve 
communication, cultural competency and expand skill acquisition in areas of deficiencies.
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Survey of Employee Engagement
TSD utilized the Survey of Employee Engagement (SEE) in 2019 as a means of assessing employee perceptions of the School 
as an employer, an educator, its strengths and weaknesses and areas needing improvement.

Response Rate
74.5% of agency employees responded to the survey. This is well above the acceptable response level of 30%. Rates above 
50% indicate that employees are invested in the agency, generally having a sense of responsibility to the organization and 
believe that Leadership will act on the survey results.

Benchmark Groups
TSD’s SEE results were compared with Size Category 4 organizations (301-1000 employees) within the Education mission 
which includes Universities, Colleges, Institutes and other agencies involved with students, teachers, administrators and 
family’s throughput many areas of learning.

Scores
The School’s overall survey score was 369. Overall scores typically range from 325 to 375.

Construct Analysis scores were provided. As noted in the report, scores above 350 suggest that employees perceive the 
issue more positively than negatively, while scores of 375 or higher indicate areas of substantial strength. Conversely, scores 
below 350 indicate that employees perceive the issue less positively and scores below 325 indicate a significant source of 
concern for the School.

In the Construct Analysis, the School received the following:

Supervision 389

Workgroup 386

Strategic 397

Pay 241

Benefits 354

Workplace 391

Employee Development 373

Community 370

Information Systems 378

Internal Communication 373

Employee Engagement 384

Job Satisfaction 384

Additionally, the survey completed a Climate Analysis of the survey data. The climate in which employee’s work does, to 
a large extent, determine the efficiency and effectiveness of the School. A workplace that is a combination of a safe, non-
harassing environment with ethical abiding employees who treat each other with fairness and respect with pro-active 
management and thoughtful decision-making capabilities that produces the most efficient and effective organization. 
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Climate Analysis scores  below  3.25  are  of  concern  because  they  indicate  general  dissatisfaction.  Scores above 3.75 
indicate positive perceptions. The School received the following scores in the Climate Analysis:

Harassment not tolerated in workplace  4.19

Employees are generally ethical in my workplace Information  3.81

from survey will be used to improve workplace               3.60 

Opportunities to provide feedback on supervisor’s  3.35

performance Treated fairly in workplace  3.73

 

Plan for Continued Improvement
Survey results were shared with all employees. In addition, as a part of the School’s CEASD Accreditation process, TSD 
developed a Five-Year Plan. The results of the SEE, along with results from additional surveys, were provided to the School’s 
Strategic Goals Planning Group who reviewed staff and community responses to identify areas of concern. These concerns 
were translated into Strategic Goals which will be addressed by the agency through our Strategic Goals team process.

Conclusion
TSD management considers the School’s participation in the survey as a valuable tool for improving School operations. TSD 
will participate in future surveys with a goal to increase participation and improve key indicators. Comparison of current and 
future results will enable TSD to further define methods for addressing the needs of the School and its employees.




