ALBEMARLE COUNTY SCHOOL BOARD
SUMMARY OF COMPENSATION WORK SESSION
This School Board Compensation Work Session provided an opportunity to discuss the “desired state” for teachers’ compensation and retirement programs.  The following three areas were explored: differential compensation for teachers, retirement/retention strategies, and compensation strategies.
The following is a summary of the main themes and issues discussed in the break out sessions:
Differential Teacher Compensation 
The discussion on differential pay for teachers included Albemarle’s history with variable pay (career ladder); difficulties in recruitment and retention at certain schools and in certain subjects; relative fairness of the current step scale; and elements needed for a successful differential pay plan. Themes that emerged were: 

· More information about the previous career ladder system and why it was abandoned is needed. One of the downfalls of that system was thought to be inconsistent funding.
· A long-term financial commitment from the Boards would be paramount to the success of any new compensation initiatives.
· No clear consensus was reached regarding whether differential pay would help alleviate recruitment and retention problems for some schools (e.g. Yancey) and some subject areas (math, science, foreign language) or how such a pay system would be structured. 

· While the current step scale is perceived to be fair, it does not always reward high-performing teachers adequately. 

· A commitment to professional development would be a necessary part of any differential pay system. 

· Other factors to consider in developing a differential pay model: value of peer-based teacher evaluation; need to maintain open communication and clear line-of-sight; involving teachers in the development process; and allowing some teachers to work 12 months if they want. 

Retirement/Retention Strategies 
The discussion of retirement pointed to the generational differences, as seasoned teachers like the current VERIP program and the new teachers indicated little interest in these benefits.  Additionally, new teachers acknowledged that they were not likely to stay in teaching as a career, so the focus should be maximizing their effectiveness while employed.  Business leaders indicated that the VERIP benefit was an exceptional benefit comparatively.   There was a brief discussion as to the desirability of offering a choice to teachers to elect the VERIP benefit or choose to have an employer contribution to a deferred compensation plan (such as a 403 (b)).     Most of the discussion occurred around teacher satisfaction and the following issues were noted:

· Merit pay based on test scores would need to be designed carefully not to be a disincentive for teachers at high risk schools.
· There needs to be incentives to retain good teachers in classroom rather than promote to administration as the only available path for internal advancement.
· Stipends for additional responsibilities should be reviewed as the amounts have not changed since 1995.
· We should explore possibility of “sabbaticals”. 

Compensation Strategies 
The discussion looked at the fact that raising the salaries (moving from market median to 75th percentile) did not have an appreciable effect on retention figures, although it has significantly increased the pool of applicants.  It was felt that the younger generations will change jobs no matter what incentives might be put in place, and that a 30-step scale was not closely aligned with Goal 2.  The challenges of implementing a performance pay system were noted, including the following factors:
· If we have differential pay, it must be significant enough to effect performance change.
· Step scale is culturally ingrained and changing it would encounter resistance.
· There may need to be different strategies developed for existing vs. newly hired teachers, there would need to be discussion around the creation of an entirely new compensation model or tweaking the existing system.
· Any merit system needs to look at many dimensions of performance and consider multiple sources of information. 
· There are factors outside of compensation that can affect performance, i.e., career path enhancement, ‘psychic’ rewards of teaching, stresses of meeting standards, generational difference in motivational factors, links with community.
Recommendation: Establish a task force with members of the community, business leaders, teachers, administrators and staff to continue discussions of these issues and develop options.

