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Today’s Discussion 

• Panel presentations 

▪ Achievement First Charter School Network  

▪ Jefferson County Public Schools 

• Panel discussion and Q & A 

• Group breakout activity 

▪ Design an alternative teachers’ salary schedule and 

identify challenges and solutions 

 



Salary Schedule Basics 

• Traditional single salary schedule 

▪ Consists of steps (years of experience) and lanes 

(educational attainment) 

▪ Predictable 

▪ Objective 

▪ Little demonstrated relationship to teacher quality, 

human capital priorities and strategies 

 

 





Alternative Salary Schedule 
• Rethinking base pay 

▪ Reduced number of steps and lanes 

• Can use savings to pay for bonuses 

▪ Hybrid alternative schedule based on performance 

categories, knowledge and skills 

• Movement between career levels based on performance, 
with a limited number of seniority steps within each career 
level 

• Base pay supplements 

▪ Expanded roles 

▪ Hard-to-staff school and/or subjects 

▪ Nation Board certification 

▪ Performance awards 

 

 

 





Some Constraints  

• Not all pay should be variable  

▪ Everyone needs and expects a stable “base” salary  

▪ So not all $ can be reallocated into bonuses 

▪ Some base pay progression should be built in 

• System needs to be manageable, understandable 

 



Restructured Salary Schedule as 
Sustainability Tool 
• There is a lot of money tied up in steps and lanes 

▪ Guilford County Example: $16,000 per teacher, or 

35% of the salary budget 

• Some of this money can be reallocated if step/lane 
increases can be reduced or eliminated  

 



This information is being provided for the purpose of the August 2011 Teacher Incentive 

Fund Meeting in Washington, D.C. Any information or materials mentioned or shown at 

this meeting by presenters or grantees are provided as resources and examples for the 

viewer’s convenience. Their inclusion is not intended as an endorsement by the U.S. 

Department of Education. In addition, the instructional practices and activities discussed 

or shown in these presentations are not intended to mandate, direct, or control a grantee’s 

specific compensation system, teacher and principal evaluation system, or program of 

instruction. 
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Project Profile 

Achievement First  

• K-12 Public charter school network in NY and CT 

• 6,400 Students 

• 550 teachers  

• 20 Schools 

 

AF Teacher Career Pathway  

• All 20 schools (K-12)  

• All teachers from every grade and subject 

• TIF 3 grant recipients 

• 2 years of design and pilot with full implementation in 2011-2012 
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Teachers Eager to Make Their Impact From  

Within the Classroom Told Us Two Things:  

3 

I want to stay in the 

classroom and have 

a clear career path To be the best teacher I 

can be for my students, I 

need to continue to learn 

and grow as an educator 



    
 
 

 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 

Teacher Career Pathway Defined 
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•  Formal, sustained recognition for all teachers with 
multiple stages for advancement throughout a teacher’s 
career 
 

•  Clear performance criteria and a clear                                
advancement process 

 
•  Rewards as teachers advance:  

o Increased status 
o Financial compensation 
o PD opportunities  

 



 

Goals of the AF Teacher Career Pathway 

 

Designed with teachers over several 

years, the goal of the Teacher Career 

Pathway is to increase student 

achievement by: 
 

Setting clear standards and raising 
the bar for instructional excellence 
across the network  
 

Retaining talented teachers through 
recognition and reward  
 

Reinforcing the value AF places on 
great teaching and investing in the 
coaching and development of all of 
our teachers  

 

 



Teaching Excellence Framework 

OUTCOMES 

Student 
Achievement 

 
 
 
 

Student Character 
Development 

Student survey on 
their experience 
in the classroom 

and Parent survey 
of relationships 

and 
communications 

 
 
 
 

Teacher’s impact 
on student 

academic growth 
based on principal 

review of 
assessment data 

 

INPUTS 

Quality 
Instruction 

 
 
 
 

Core Values and 
Contributions 

 

Essentials lesson 
observations  

(3 formal 
observations and 
1 comprehensive 

score) 
 
 
 

Peer survey and 
principal/dean 
survey of core 

values and 
contributions to 

team 
achievement 
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Five Big Benefits for AF Teachers 

1. Increased individual compensation 

based on teacher effectiveness  

 

2. Team incentives and recognition –  

school-wide bonus of up to 10%  

salary 

 

3. Differentiated teacher learning and  

 development opportunities  

 

4. More feedback from more sources  

to help teachers grow 

 

5. Consistent recognition  
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Project Profile 

• Jefferson County School District 

– 85,000 Students 

– 11,000 Employees  

– 154 Schools 

 

 

• Strategic Compensation Pilot 

– 20 high needs schools 

– Over 700 educators 

– TIF Evaluation district  

– 3 years planning prior to award 

 

 



Salary Schedule/ Pilot History 
• Joint Union & District project 

• Philosophy 

– Criterion based evaluation stipends increase 
collaboration 

– Team goals increase collaboration 

– Teachers should be able to leave the pilot 

• Compensation Details 

– Increase all teachers to 40K minimum 

– 12k potential stipends (Goals & Eval.) 

– All schools vote in at 75% 

– 3 Tiered Salary Schedule 

 

 



Mid-Cycle Challenges 

• Voting Process at Schools 

• Leadership Involvement 

• Union and District Pressure 

• Paradigm of Change 

 



Current Details 

• Standard salary schedule 

• Added salary schedules for leadership 

• Increased stipends to 15K 

• Maintained starting at 40K 

• Superintendent connections 

• “You helped us develop” concept 



Launch Year Update 

• Evaluation stipend,  Peer Evaluators & IRR 

• Non-tested areas for goals  

• Team scheduling 

• Action Research 

• Professional work Vs. daily pay 

 


