
Financial Management CoP 
Summary of Conference Call 

 
Topic 
Implementing Salary Broad Banding (First call in a series of two calls) 
 
Date of Conference Call 
May 24, 2006 
 
Facilitator 
Stephane Acel (stephane@peje.org) 
 
Guest Expert 
Terry Moore, Independent School Management 
  
Goal of the Session  
Compare and contract three different types of compensation systems.  Provide a detailed explanation of 
salary broad banding.  

 
Summary 
 
The Context: Today’s Entrepreneurial Educator 
We are seeing a difference in the young people that schools hire.  Young people are still just as 
committed to education as they have been, however they tend to be entrepreneurial and more willing and 
able to negotiate their salaries and benefits.  They are savvier about finding out what others are earning 
in the private school and public school worlds.  Some new teachers turn down jobs even when they do 
not have another one, because they are negotiating higher salaries.   
 
Teachers are no longer willing to let their lives go by the wayside financially and want to be 
remunerated fairly for the job that they do.  Faculties always have wanted to be recognized for the 
values that they add to the organization.  The difference is that they are much more vocal than ever 
before about the way salaries are delivered.  They also willing go from school to school to increase their 
salary, which is more typical of the for-profit sector.  People find it is easier to make more money by 
changing jobs.  This can be a real detriment to our schools because of the consistency we want and need 
in the classroom.   
 
Three Types of Compensation Systems 
The types of compensations that we see in the market right now: 

1. The individual contract 
2. Faculty salary scale 
3. Broad banding or Faculty rank system 

 
Each is discussed below, contrasting the advantages and disadvantages. 
 
The Individual Contract 
The individual contract is a contract that is negotiated typically between the head of school or an 
academic manager directly with the faculty member.  Salary is determined by the conversation.  Many 
schools use this very normal type of compensation system.  The chart below summarizes the advantages 
and disadvantages. 
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Advantages Disadvantages 
 You demonstrate to a faculty member that he 

or she is valuable simply because of the 
conversation they have directly with their 
supervisor.   

 It can be really effective in attracting 
outstanding public school faculty members, 
because there is no salary cap.   

 Heads of schools like individually negotiated 
contracts, because they need great flexibility.  
This is the most flexible salary system, because 
there is no guide.  You can use it to your 
advantage to recruit and retain superior 
teachers.   

 

 Faculty can view it as arbitrary.   
 It is very difficult when a school uses this kind 

of system to reflect poor performance.  Across 
the board raises are typical, so there is really no 
incentive for faculty to improve.    

 Confidentiality is a problem in schools.   
 Since faculty members tend to talk about what 

they make no matter what kind of system you 
use, when there is no set system, the rumor 
mill tends to carry information erroneously.   

 Faculties tend to not think that your evaluation 
is completely equitable and, therefore, trust can 
be eroded.  

 Teachers do not feel comfortable when not 
everybody is treated the same.   

 One participating school had difficulty 
recruiting teachers when it first opened its high 
school, so they used this system to attract 
faculty.  They are now “stuck” with highly 
paid teachers that do not perform at the level 
that their salary might demand. 

 
Faculty Salary Scale   
The typical faculty salary scale will be presented as a chart (see PowerPoint).  The chart has a column on 
the left for years of experience and several other columns on the right for degrees earned. A teacher’s 
salary is to be found simply in the chart.  “I’ve got six years worth of experience, I’m at a Masters level, 
so therefore I make $X”.  These systems are basically inherited from public schools.   The following 
chart lists the advantages and disadvantages: 
 
Advantages Disadvantages 
 Everybody knows exactly where they are in 

relation to everybody else.   
 Everybody is treated exactly the same.   
 Teachers know exactly what the annual 

increase is going to be from year to year.   
 There is no distinction made among the 

different positions.   
 Everybody is paid in exactly the same way.   
 It is easy to administer.  There is nothing that 

anyone has to judge, because performance is 
rarely taken into account in an annual increase 
of any sort.   

 

 There are no financial incentives to perform or 
improve.   

 Performance reviews have less impact, because 
they do not affect compensation.   

 There is no easy way to reflect outstanding 
work from one teacher and deteriorating 
performance from another.    

 Teachers see no way to advance themselves.   
 It is easy to lose the best teachers to 

competitors in this kind of system, because 
there it is harder to recognize their 
performance.   

 It is hard to know how to account of years 
teaching in supplementary schools and 
informal education.  Israeli teachers without 
bachelor degrees do not fit into this system 
well either. 
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Broad Banding or Faculty Rank System 
Many schools want a more flexible system that allows creativity in remunerating faculty members.  
Schools with a salary scale system do not want to abandon a set order completely and go all the way to 
individually negotiated contracts.  They want something in between.   Many schools that have 
individually negotiated contracts do not want their hands tied to a ladder without flexibility.  Broad 
banding, in many ways, comprises the best qualities of the previous two systems.  There are several 
prerequisites: 
 Schools need to establish an evaluation system first.  It takes two to three years to put in a broad 

band system (see call #2).   
 You also need a management structure in place to oversee all faculty.  A deeper management team is 

necessary.  Someone has to know what faculty members are doing.  One manager cannot be 
responsible for fourteen to sixteen faculty members. 

 In a high school, department chairs oversee their faculty and have the ability to truly review them 
and reward them annually.   

 
The system works as follows (see PowerPoint and handout): 
 
 Broad banding systems have a series of bands, each with salary ranges attached to them.  The ranges 

are broad and they overlap.  In the PowerPoint example, Band 1 has a range of $28,000 – $45,000.  
Band 2 has a range from $35,000 – $55,000.  Band 3 has a range of $45,000 - $70,000.  These 
numbers are totally arbitrary.  Every school will have a different band range based on the area that 
they live in.   

 
 Teachers move within and between bands by fulfilling criteria grounded in professional 

development.  These criteria are created by faculty and should never be something that management 
does to faculty.  Rather, when the faculty develops their own criteria, they own the system and can 
self manage the system much better.   

 
  “The Point School” example has groups instead of bands. Group 1A is defined as a newly hired 

teacher with 0 – 5 years teaching experience and/or 0 – 5 years teaching experience at their grade 
level or their subject areas.  A group 1 teacher is just about anybody.  A group 1B teacher has a 
higher starting salary and a slightly bigger range.  To qualify for a group 1B teacher, they would 
need 0 – 5 years experience.  However, they also completed two cycles of the school’s faculty 
evaluation system, they have shown evidence of commitment to the school’s mission, or they have 
other relevant work experience that justifies bringing them in higher than a group 1A.   

 
 The system gives the manager plenty of flexibility in placing new teachers in a band, especially in 

the group 1 category.  That is, they can be in either group 1A or 1B. 
 
 In this system, schools do not want to keep teachers in a particular band for very long.  In the 

example, teachers have a minimum of three years to move to group 2 or group 3 depending on what 
the teacher wants to do.  If a teacher cannot achieve a group two level within a specific time frame, 
they may not be a good match for the school. 

 
 To be in group 2, a teacher must go through three cycles of the school’s faculty evaluation system, 

show evidence of commitment to the school’s mission and choose four of the following five things: 
 

1. Attend two professional conferences and show evidence of professional development 
2. Visit classes of three colleagues 
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3. Participate actively in student extra-curricular activities 
4. Participate actively in faculty committees for a minimum of three years 
5. Earn at least a two-year graduate degree level in a relevant field from an accredited school 

 
A newly hired teacher can come into a group 2.  To qualify as a group 2 teacher, a newly hired 
teacher must come in with six years of experience.  Note that extra-curricular work is built directly 
into the broad banding system. 
 
If desired, a public school teacher’s years of experience may be valued less than independent school 
experience, but an outstanding recommendation from a previous school may help to put them into 
Group 2.   

 
The idea here is flexibility.  We cannot always recruit a group 1 teacher.  The system allows you to 
bring teachers in at different places.  Using this system, a school can bring in a group 2 and 
sometimes even a group 3 teacher with the right amount of experience. 

 
 Group 3 teachers have to do more than they did in group 2 and must be nominated by a division 

director to the Head of School.  To achieve this level, the teacher is judged on ability to make a 
difference in the life of the school (see example for more information). 

 
 The group 4 teacher is given the title “master teacher.” This is the only group or band with a title.  

“Starting teachers”, “senior teachers” are identified by their groups and not by title.  Master teachers 
are so labeled, because this is truly an honor that few teachers will attain.  To be in this category, 
there are also more stringent requirements (see example).    

 
Advantages  Disadvantages 
 It combines the best of the individual 

negotiated contract and the best of the salary 
scale.  We still have a scale but you have 
plenty of ability to move within the scale.   

 Faculty is easily recognized for a career path.   
 You can reward faculty in this kind of system 

and incentive is built into the system.  Faculty 
can choose where they want to be.   

 This kind of system builds communications 
between the manager and the faculty member.  
It forces communication.   

 

 The evaluation system really has to be in place 
and working well, so restructuring at the 
management level has to happen in order to 
ensure that each faculty member receives high 
level supervision.   

 You cannot put a broad banding system in 
without an excellent evaluation system.   

 It cannot be implemented quickly.   
 Implementing this can be a huge cultural 

change for faculty.  Especially a faculty that 
has a faculty scale system.   Those who have 
individually negotiated contracts find this less 
of a big change, however 

 
 
Questions and Answers 
 
Q: How do you budget using this system?  How do you figure out where those bands are going to land 
as you set your budget for the school year? 
 
A:  You do not budget differently than currently.  Boards approve the budget based on whatever the 
increase for the tuition is, say 5%.  So, the year you begin, you get a 5% increase to spend on salaries.  
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Salaries may go up a little more with broad banding overall than they would without it, especially if the 
school is trying to advance salaries forward at the same time as they are putting this system in.   
It is the job of the manager to manage within the banding system.   In other words, just because you 
have a banding system doesn’t mean that everybody is going to be able to go to band three.  You are still 
going to have to manage money like you always have.  It really will not be any different in terms of the 
budgeting process.  Managing the process is what will be very different.  Not everybody is going to get 
the same raises every year.   
 
Most faculty members are going to receive only cost of living adjustments.  They have to prove through 
the evaluation system that they merit a raise beyond a cost of living adjustment.  You are no longer 
compensated for time served anymore as in a faculty salary scale.  You have more control in rewarding 
quality.  Typically, cost of living increases are awarded annually for standard performers.  For above 
standard performers that clearly exceed expectations, there could be a higher increase based on the 
management’s discretion.   
Q:  Does everyone have to be evaluated annually? 
 
A:  Absolutely.  Everyone has to be evaluated annually in this merit-based system.   
 
Q:    Can you give us a true-to-life example.  If you start out a faculty member at $35,000, and you give 
him/her a cost of living adjustment of 3% increase each year, after six years they would be eligible to go 
into a band 3, is that correct?   
 
A:  Correct 
 
Q:  How do you deal with senior faculty who are already in Band 4 and, really according to the criteria, 
should not be there?  What do you do with that? 
 
A:  You can handle it one of those three ways:  
1) When you put this kind of system in, faculty realize what they have to do to stay in group 4.  The 
criteria are very difficult to obtain. Often, some faculty members say they do not want to do those things 
and they would rather be in group 3.  Compensation in Group 3 may be different.  
 
2) There will also be some teachers that you simply move out of a group, because you do not want to 
pay them at that level anymore.   
 
3) Finally, there will be times when you have to “grandfather” faculty members in.  You freeze their 
salary and give them very low annual increases.   
 
Q:  How often do you change the minimum and maximum salaries within a band?   
 
A:   We find that schools have to adjust the bands about every three years.  However, the starting 
salaries tend to go up every single year.  
 
Q: Why would you do cost of living at all?  Why wouldn’t you do 100% merit pay system within a 
salary band? 
 
A: This system is 100% merit.  The basic guideline is that you could basically expect at least a cost of 
living increase every year.  You may receive more based on performance.   
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Q:  Why wouldn’t you give less than a cost of living increase for a poor performer? 
 
A:  You may very well do that.  There is no set rule here. 
 
Q:  What are the consequences within any school for teachers to choose not do the additional merits 
criteria but just have the cost of living increase each year.  Does that affect teacher moral or 
performance? 
 
A:  My opinion is it helps me determine whether I want to keep that teacher or not.  In other words, what 
we are saying is that professional growth in this kind of salary system is critical.  If you are not willing 
to push yourself and grow professionally, there really is not a place here for you.   
 
Q:  We are in a very tight financial situation.  All we have available for salary increases is a 3% a year 
cost of living increase.  How do you implement merit pay in this situation? 
 
A:  Schools need a strategic financial plan that determines how they adjust tuition levels over time.  That 
can be done relatively easily, believe it or not, in any school over a five or six year period.  We cannot 
do anything about this overnight in most schools, but over five or six years, you will be amazed at what 
we can do.  This is not a quick fix to anything.  This is a long-term process.   
Q:  When a teacher does not fulfill one of the criteria in whatever group they are in, does he or she then 
go backwards, because they did not fulfill their requirements, or does the school not renew the teacher’s 
contract?   
 
A:  You can do it both ways.  You can go backwards in bands or decide that if they do not fulfill the 
criteria next year, their job may be in jeopardy.  
 
Q:  What is the largest school you ever implemented this in?   
 
A:  I am working now with a school that has about one hundred fifty faculty members.  I think the larger 
the school, the easier this is to do, because you have more capacity to build a management team to 
supervise faculty.   
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Financial Management CoP 
Summary of Conference Call 

 
Topic 
Implementing Salary Broad Banding  (Second call in a series of two calls) 
 
Date of Conference Call 
October 26, 2006 
 
Facilitator 
Stephane Acel (stephane@peje.org) 
 
Guest Expert 
Terry Moore, Independent School Management 
  
Goal of the Session  
Illustrate how, over a few years, broad banding can be phased into a school.  
 
Summary 
 
Background 
Merit pay systems, such as broad banding, are slowly being adopted by schools. Merit pay systems link 
compensation with performance.  Broad banding systems link merit and performance to professional 
development. ISM’s research has determined that professional development of faculty impacts student 
learning more than any other factor. Developing a professional growth ethos in the school is a critical 
prerequisite for the success of this system. 
 
Day school administrators do not always have the skills to be managers.  Having them be involved in 
evaluation and salary setting is a big paradigm shift for them, so they need training.  Boards must think 
strategically in the long-term about how to pay for broad banding. The board must develop a strategic 
plan with a multi-year financial plan. 
 
There are four steps to developing and implementing broad banding: 

1) Develop a strategic plan in which the board sets funds aside for the compensation system and 
other strategic initiatives.  

2) Install an evaluation system rooted in professional growth. 
3) Select a Faculty Design Committee to compose and market the criteria to move between bands.  
4) Establish the bands and place faculty each in their appropriate band. 
 

Step #1: Develop a Strategic Plan 
The board must plan to pay the costs of this system using a strategic plan.  These plans last five to six 
years, but are typically redone after the fourth year.  The plan should determine both annual tuition 
increases and the board agenda for each year.  The plan must also set aside funds for each item in the 
plan.  It is very normal in strategic plans to see salary increases as a goal.  If a school decides to spend 
$200,000 on salary increases, that is $200 per student in a 1,000 student school, so tuition must go up at 
least $200 to cover this item.  It is not wise to adopt a salary broad banding approach without a multi-
year strategic financial plan.  If you do, you can have the best plan without the power to implement.  
ISM advocates that schools increase tuition annually 2% points above the cost of living adjustment 
(COLA).  In other words, 5-6% is standard.  It is not uncommon to see increases of 7-9% or even 11-
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13% during the implementation of a strategic plan.  Terry says that if a school provides a high quality 
education, people will generally pay the increases. 
 
Step #2 Install an Evaluation System 
After a strategic plan addresses broad banding, the next phase to tackle is faculty evaluation. This 
evaluation system must be in place at least 18 – 20 months before the new compensation system is 
implemented.  One goal of the evaluation system is to build a strong sense of community within the 
school for the students, faculty, staff, and administration.  With community comes predictability and 
support.  Another goal is to build positive faculty culture.   
 
ISM has developed a system called Meaningful Faculty Evaluation (MFETM) that mandates “a career-
long conversation between individual teachers and their individual administrators about the higher-order 
professional/technical understandings and behaviors that collectively become ‘difference-makers’ for 
students.”  The evaluation system forces communication between teachers and their direct managers.  
Discussions revolve around how children are learning and how the teacher can push his or her skills 
continually. Without a system like this, a culture that breeds ideas cannot take place. The features of this 
faculty evaluation system include the following: 
 Personal evaluation: The school as a whole is not being evaluated here, just the employee. 
 Goal setting: Goals are set by the teacher to address their self-evaluated strengths and weaknesses. 
 Management Agreement: The direct manager agrees with the goals created by the teacher. 
 Career-long: These conversations never end. 

 
The following features should not be part of a faculty evaluation in a merit based system: 
 
 Classroom observations without purpose: The evaluation system can include classroom observation, 

but this should not be the predominant part of the evaluation system.  If you think classroom 
observation of faculty is the key to linking performance to compensation, the faculty will dismiss 
you and you will damage the faculty culture. 

 Long, meaningless forms: If forms are a part of your process, they should force the faculty member 
to think and they should be meaningful. 

 Only one time per year: Discussions should never be a one time event.  They should occur 
continually in meetings, in the hallway, during drop off and pick up, during lunch, and at other 
times.  Often, the first discussion at the beginning of the year is difficult.  Faculty members are often 
raring to go and view the initial, planned meeting as technocratic and boring. Once the year gets 
going, the meetings tend to be more meaningful. 

 
Step #3: Select a Faculty Design Committee 
The criteria for each band are designed by a Faculty Design Committee composed of five to eight 
exemplary faculty members who cut across all experience levels.  Do not invite faculty to this process 
who have agendas or are disgruntled in any way.  It is also advisable to retain a consultant who keeps up 
to date on the latest trends and advances in merit-based systems to help guide the work. The merit 
system should have the following features: 
 Easily attainable goals in the lowest band 
 Flexibility to assign newly hired teachers 
 Clear criteria for how teachers move up 

 
If this is to be successful, the school should ensure a culture of faculty professional development.  
Professional development is the hallmark of this system.  Some criteria can be non-professional 
development related, but professional development must be at the root of most criteria.   
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Establish the Bands 
The administration’s job is to then assign lower and upper salary limits to each band and obtain board 
approval.  Then, administration assigns faculty to each band.  This is done by putting faculty members 
and their salaries into a spreadsheet which is then sorted from lowest to highest salary.  You almost 
always get groupings of people into bands.  Administration members should then examine the groupings 
and ask themselves if “each person belongs in their band?  Should people be moved up or down?  
Should people be counseled out of the school?”  Sometimes, faculty members see the requirements to 
stay in a band and decide to counsel themselves out.  Getting people in the right bands should be a 
careful deliberate process that might take three to four months. 
 
After the process is implemented, complaints about the shift can come primarily from older faculty who 
are used to the lock-step, salary scale model.  Some do not like broad banding, because they do not want 
to improve.  Teachers in the individual salary negotiation system do not find the change as drastic.  
Younger faculty members tend to love broad banding.   
 
Commentary 
One large school shared that broad banding was of interest to their school, but they still had to tackle the 
following issues: 

1) Quality and consistency of performance evaluations 
2) The need to decrease the ratio of teachers to supervisors by training master teachers in the 

evaluation process. 
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Proposed Faculty Compensation Scale 

The Point School 
 
Goals of the Salary Scale 

• To provide maximum implementation of the school mission in all aspects of 
school operations 

• To provide protection for all teachers by providing minimum salary standards 
• To provide incentives for continued professional growth throughout a teacher’s 

career 
• To provide flexibility in setting salaries, as specified by strategic initiative and as 

other conditions warrant 
 
Salary Ranges 
Each rank has a specified salary range and a pre-determined salary increase that is tied to 
a move from one rank to the next.  Salary ranges overlap to provide flexibility.  Elevation 
from one rank to the next is made through the completion of an application submitted to 
the School Head after approval of the Department Chair and Division Head.  The 
application process centers upon evidence of professional growth. 
 
Basic Assumptions 
All faculty participating in the Faculty Compensation Program are committed to 
exemplifying the School’s mission.  In the event an employee is placed on a probationary 
status, she/he is not eligible to participate in this compensation program. 
 
 
Group 1 
 
Automatic rank for those with between 0 and 3 years of total teaching experience. 
  
 Group 1A ($27,000 to $38,000) Newly hired teachers who have: 

• 0-5 years teaching experience, and/or 
• 0-5 years teaching experience at the grade level or subject area in which the 

individual will be teaching. 
 
 Group 1B ($32,000 to $40,000) To qualify for 1B, the teacher must have: 

• 0-5 years teaching experience 
• have successfully completed 2 cycles of The Point School Meaningful Faculty 

Evaluation 
• consistently shown evidence of commitment to educate to the mission of The 

Point School, 
and MUST HAVE AT LEAST ONE OF THE FOLLOWING: 

• more than 2 years teaching experience at an independent school/or 
• more than 3 years relevant work experience or 
• possess other characteristics that meet a strategic goal of The Point School. 



After 3 years at The Point School, teacher must qualify as either a Group 2 or Group 3 
Teacher. 
 
Group 2 Teacher ($38,000 - $58,000) 
 
Automatic rank for those with 3 or more years total teaching experience.  Individuals stay 
at this level until they merit evaluation to Group 3. 
 
To qualify for Group 2, a current Fay teacher must: 

• have successfully completed 3 cycles of The Point School Meaningful Faculty 
Evaluation 

• consistently shown evidence of commitment to education of the school’s mission. 
and MUST HAVE AT LEAST FOUR OF THE FOLLOWING: 
• attended 2 professional conferences and shown evidence of professional 

development 
• visited classes of 3 colleagues and participated in “colleague dialogue process” 
• participated actively in extra-curricular student activities 
• participated actively on faculty committees for a minimum of 3 years 
• have earned at least a two-year graduate degree in a relevant field from an 

accredited school,  
and BE RECOMMENDED BY HER/HIS DIVISION HEAD.   
 

To qualify for Group 2, a newly hired teacher must have: 
• a combination of 6 years teaching experience or related work experience 
• outstanding recommendation from the previous school of employment, and 
• demonstrate to the satisfaction of the appropriate Division Director and School 

Head the qualities identified above as qualifications for a The Point School 
teacher to be designated in Group 2.  

 
Group 3 Teachers ($52,000 - $62,000) 
 
Granted to those who distinguish themselves in the classroom by virtue of their 
commitment to students, the breadth and depth of their teaching, their contributions to the 
total program of The Point School, their qualities as leaders of young people, and their 
commitment to the School’s mission.  To be considered, the individual must have taught 
for at least 6 years.  Nominations are made by Division Directors with the Head of 
School making the final decision.  
 
To qualify for Group 3, a teacher must: 

• have successfully completed 6 cycles of The Point School Meaningful Faculty 
Evaluation 

• consistently shown evidence of commitment to educate to the Mission of The 
Point School 

• Contributed to the building of a positive faculty culture 
and MUST HAVE AT LEAST FOUR OF THE FOLLOWING: 



• Attended 2 professional conferences, shown evidence of professional 
development and report at division level/department meetings on the contents of 
the conference 

• Visited classes of 5 colleagues and participated in “colleague dialogue process” 
• Leadership on a faculty committee 
• Demonstrated leadership in extra-curricular student activities  
• Have earned at least a two-year post graduate degree in a relevant fields from an 

accredited school 
and BE RECOMMENDED BY HER/HIS DIVISION DIRECTOR. 
 
 
 
 
Group 4 - Master Teacher ($58,000 - $80,000) 
 
Reserved for those few truly outstanding members of the faculty.  At least 9 years of 
teaching experience with 2 years as a level 3 teacher are required for consideration.  
Nominations are made by the Division Director with the School Head making the 
final decision.   
 

To qualify as a Group 4 teacher, the teacher must: 
• Be a group 3 teacher 
• Have successfully completed 9 cycles of Meaningful Faculty Evaluation 
• Consistently shown evidence of commitment to the mission of The Point School 
• Have made an ongoing demonstrated commitment to his/her own professional 

development 
• Actively supported and encouraged the professional development of his/her 

colleagues 
• Demonstrated prolonged, ongoing and outstanding commitment to the life of The 

Point School by supporting positively faculty culture, and serving students and 
families. 

and MUST HAVE THREE OF THE FOLLOWING: 
• Reported to the faculty from at least 3 professional conferences 
• Demonstrated innovation in classroom curriculum development 
• Completed a mission-driven project that serves to enhance The Point School 

community and BE RECOMMENDED BY HER/HIS DIVISION DIRECTOR 
 

 



Terry Moore
ISM Director of Consultants

Compensation



Compensation ProgramsCompensation Programs



Faculty Trends

• Younger Teachers are:

– committed to education

– more inclined to be entrepreneurial



What Does This Mean?

Younger Teachers are:

• Willing and able to negotiate salaries and 

benefits;

• Looking for a defined plan to “grow” their 

salaries;

• Want to recognized for the value they add;

• More vocal about how salaries are delivered.



Compensation Systems

• Three main 
compensation programs 

used by schools -

– Individual Contract

– Salary Schedule

– Faculty Rank System



Individual Contract



Individual Contract

• Advantages
– Incentive is built in; effectiveness is 

rewarded and demonstrated to have 
value

– Attractive to outstanding public 
school teachers who are frustrated 
by their salary schedules

– Easily adjust salaries for supply and 
demand

– Easy to recruit and retrain the 
superior teachers

– Emphasizes value of the individual

• Disadvantages
– Arbitrary salary must be established 

for new teachers.  When poor 
performance occurs it is difficult to 
adjust.

– Confidentiality – problem of salary 
information leak can lead to 
dissatisfaction.

– Objective means of measurement 
based upon faith in the leadership.

– Time-consuming individual review 
sessions to work out provisions.

– Faculty cannot distinguish between 
compensation they desire and the 
worth of their performance to the 
school.

– Teachers may not accept the 
school’s evaluation as equitable.

– Teachers feel uncomfortable when 
all are not treated the same.



Faculty Salary Scale
Year Level Bachelor's Master's Master's+

0 24,000 25,000 26,000

1 24,750 26,000 27,250

2 25,500 27,000 28,500

3 26,250 28,000 29,750

4 27,000 29,000 31,000

5 27,750 30,000 32,250

6 28,500 31,000 33,500

7 29,250 32,000 34,750

8 30,000 33,000 36,000

9 30,750 34,000 37,250

10 31,500 35,000 38,500

11 32,250 36,000 39,750

12 33,000 37,000 41,000

13 33,750 38,000 42,250

14 34,500 39,000 43,500

15 35,250 40,000 44,750

16 36,000 41,000 46,000

17 36,750 42,000 47,250

18 37,500 43,000 48,500

19 38,250 44,000 49,750

20 39,000 45,000 51,000

21 39,750 46,000 52,250



Faculty Salary Scale

• Advantages

– All teachers know exactly 

where they stand in 

relationship to others.

– Teachers can count on an 

annual increase.

– No distinction is made 

among different positions, so 

pay for special training or 

knowledge is eliminated.

– Easy to administer, there are 

no difficult judgments about 

a teacher’s performance.

• Disadvantages

– No financial incentive to 

improve. Performance 

reviews have no real impact.

– There is no way to reflect 

outstanding work of one 

teacher and deteriorating 

performance of another.

– Teacher’s see no road to 

advancement.  Easy to lose 

the best teachers to 

competitors.



Broad Banding

Band 1 28,000-45,000

Band 2 35,000-55,000

Band 3 45,000-70,000

Band 4 60,000-98,000



• See Workshop Booklet

Broad Banding



Broad Banding

• Advantages

– Combines all the attributes of 
the previous compensation 
structures.

– Gives faculty a recognized 
compensation path while 
providing flexibility to 
administrators.

– Clear individually determined 
parameters to move between  
bands in which faculty are 
involved in setting  

– Fosters communication between 
faculty and faculty and faculty 
and administration.

• Disadvantages

– There must be a compatible 

evaluation program in place and 

used.

– Not a plug and play program –

time will be required 


