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___________________________________________________

AUSTIN INDEPENDENT SCHOOL DISTRICT

Office of the Superintendent

MEMORANDUM

To:
Members of the Board of Trustees

From:
Pascal D. Forgione, Jr., Ph.D., Superintendent

Subject:
EL-5, Compensation and Benefit Plans, Monitoring Report

I certify this information to be accurate as of the close of business on ​August 15, 2003.

EL-5 states, “The Superintendent shall not fail to develop compensation and benefit plans that adequately reward employees consistent with the applicable marketplace, with organizations of comparable size and type and within available resources.

Accordingly, the Superintendent may not:

1.
Change his or her own compensation and benefits or contract terms.

2.
Fail to develop and implement salary schedules and pay plans for employees that:

a.
Compensate the district’s teachers based upon their education and prior experience;

b.
Provide that employees who fail to meet non-negotiable job expectations may not be retained;

3.
Fail to develop and implement compensation plans that reflect the applicable marketplace to attract and maintain top quality staff.

4.
Fail to explore the feasibility of linking compensation to performance.

Status:

1.
Change his or her own compensation and benefits or contract terms.

In Compliance

There has been no change in the Superintendent’s compensation or benefits since the Board of Trustees provided a general salary increase effective on July 1, 2002.

2.
Fail to develop and implement salary schedules and pay plans for employees that:

a.
Compensate the district’s teachers based upon their education and prior experience;

In Compliance

The Austin ISD teacher salary schedule is based directly on an employee’s documented level of education and experience.  When a salary increase is provided by the Board of Trustees, each current teacher who gained a year of experience in the prior school year receives a step increase to the next level of experience on the salary scale.  The salary schedule is also updated to account for the additional year of experience.  This ensures that the salaries of newly hired teachers are matched with the salary of their colleagues who have the same level of education and experience.

2.
Fail to develop and implement salary schedules and pay plans for employees that:

b.
Provide that employees who fail to meet non-negotiable job expectations may not be retained;

In Compliance

Together with Principals and Supervisors, Human Resources closely monitored employees who failed to meet non-negotiable job expectations during the 2002-03 school year.  During 2002-03, Human Resources worked through 99 terminations and/or contract non-renewals of classified and professional employees.  In addition, a number of other employees resigned in lieu of termination or non-renewal.

It is recommended that provision 2.b. of EL-5 be moved and aligned with EL-6, employee evaluations.

3.
Fail to develop and implement compensation plans that reflect the applicable marketplace to attract and maintain top quality staff.

In Compliance

Austin ISD compensation plans maintain a generally competitive position in the market.

See attached salary survey data.

In the local market, AISD paid above average at most experience levels on the 2002-03 teacher salary schedule.  The relative position of AISD salaries remained roughly the same in the local market from 2001-02 to 2002-03.

When compared to other Texas urban districts, AISD is competitive, but paid below average at most experience levels on the 2002-03 teacher salary schedule.  The relative position of AISD salaries lost some ground in the urban market from 2001-02 to 2002-03.  (Unlike most school districts in Texas, AISD must pay social security.  Relevant charts have been adjusted to show the additional social security cost incurred.)

Nationally, a study by the American Federation of Teachers for 2001-02 shows that the average teacher salary for the state of Texas ranked 30th compared to the average teacher salaries of all other states.  (The Texas ranking for 1999-2000 and 2000-01 was 27th.)  However, when average teacher salaries are adjusted by the AFT interstate cost of living index, the average teacher salary in Texas ranked 17th nationally.

4.
Fail to explore the feasibility of linking compensation to performance.

In Compliance

Since the early 1920’s, teacher salary systems across the country have been based primarily on a teacher’s level of education and experience.  Performance pay for teachers has been much discussed and sometimes attempted over the years with varying perspectives on whether or not is has succeeded.  State legislatures and some individual school districts have attempted to develop performance pay systems.  The State of Texas implemented a type of statewide performance pay system called the “career ladder” in the mid 1980’s.  Texas teachers received an annual salary supplement depending on the performance appraisal ratings from prior years and attainment of additional hours of professional development.  This statewide performance pay system was abandoned in the early 1990’s.

Several states are currently pursing teacher performance pay.  Arizona passed a program in 2000 that funds an increase in teacher base salaries and performance pay.  Individual districts have been left to decide how it should be implemented.  Florida passed a performance pay program in 2002 that provides for bonuses based on student performance.  The specifics are left up to individual districts.  In 2001-02, Iowa began testing a pilot variable pay program that awards bonuses to teams of teachers rather than individuals.  Kentucky is also scheduled to begin a pilot program for differentiated compensation based on performance evaluations, additional duties, training and other factors.  The Denver, Colorado public school system is currently designing a pilot performance pay system related to student achievement and teaching processes.  In Cincinnati, Ohio, the public school system spent two years developing an intricate performance pay system.  In 2001, the last step before implementation was a vote of union members.  The system was rejected 96% to 4%.  The future of that system is now uncertain, but it could resurface during the next year.

A good appraisal system is at the base of most performance pay systems.  Before performance pay becomes a part of the compensation system, the appraisal must be refined and tied to the concept of performance pay.  The system would need to minimize bias and subjectivity.  Time and resources would be needed to study and develop the best type of performance pay system for Austin.  Some of the following questions would need to be addressed: How could the appraisal system be utilized in the most objective way possible to impact teacher pay?  Would the system award individual performance or group performance?  Would the performance pay carry forward in future years or would it have to be earned from year to year?  What would be the criteria for awarding the performance pay?  Would it be only the performance appraisal, or would it include other components such as student achievement and how would this be fairly applied across the District.  How would the system be designed to provide a true incentive for excellence without adversely affecting in the collegial nature of the teaching profession?  

A financial commitment is also critical to a performance pay system.  There needs to be sufficient funding to drive performance pay above and beyond any general salary increase.

Human Resources will continue to monitor and explore trends is this arena.
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