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PREFACE
The paper you are about to read is focused on compensation systems as directed by the charge to NEA’s Professional Practice and Standards Committee.  It discusses current NEA Policy regarding pay systems, what NEA supports and opposes, gives examples of systems consistent with NEA policy, provides a series of questions to consider as you develop pay systems, and recommends ways in which the NEA can best provide assistance to its affiliates.  

The reader will notice that this paper does make a general reference to the need for an adequate and sustainable funding source to maintain any type of professional pay program that might be put in place to increase compensation; however, it does not address the issue of school funding in general, nor was it intended to do so.  Yet, the Committee kept returning to this one issue:  “How do we get to a place where we are able to increase the base salary system to a professional level for all educators across this country and financially sustain it?”

Thus, though the paper mentions issues dealing with ways that affiliates might increase funding for their education professionals, we may be missing the greater question:  “If we really support a professional salary, be it $40,000 or $80,000, how do we increase the pot of money from which all salary flows?”  

We can no longer afford to attempt to get by “on the cheap.”  It is essential that governments at all levels examine their commitment to the students of this country and the school employees who help build their futures to be productive citizens.  NEA and its affiliates can no longer afford to only use strategies to squeeze more money out of the same sized financial pie.  We must not just look at alternative compensation, since its source of funding ultimately flows from the same revenue sources as all other pay systems (“Robbing Peter to Pay Paul”), but we must look to new structures and methods by which the pot of money can grow so that we can achieve professional level base salary systems in every school district across this country.

There seems to be a striking similarity between the search for equity in professional pay and the fight to address equity in student achievement.  There are many schemes of how to achieve this, many of which, like NCLB and merit pay, are stop gap, non-funded quick fixes, which fail to truly address the root problem. 

Addressing the root problem of the professional pay issue is really your challenge.
 

I.   INTRODUCTION
Over the past number of years there has been an increasing focus on changing teacher pay systems. As a result of this, and the activity described below, NEA President Reg Weaver requested that the Professional Standards and Practice Committee (“Committee”) review the current NEA policies regarding teacher compensation systems and charged the Committee to

[d]evelop recommendations to the NEA Board of Directors that address the issues, challenges, and questions that must be addressed to help affiliates make informed decisions about strategies and systems for professional pay (or enhanced compensation).

The discussion of changing pay systems is not coming from any one ideological point of view. Republican and Democratic governors, legislatures, and members of Congress have all proposed or advocated changing the way in which teachers are compensated. Both liberal and conservative think tanks have sponsored numerous sessions on redoing the single salary schedule. Many of these proposals include pay-for-performance and merit pay systems. Other enhancements to the single salary schedule are being proposed and implemented by NEA affiliates. In fact, the NEA Collective Bargaining and Member Advocacy (“CB/MA”) Department has on record a list of 36 states, plus the District of Columbia, that have some form of “alternative compensation” system that has been either legislatively mandated, established by incentive through congressional action, established by school district policy, agreed to by local or state affiliates and various governing bodies, or collectively bargained.

This report sets forth the results of the Committee’s review and its recommendations for principles of professional pay to guide NEA affiliates in their pursuit of professional pay for all NEA members.

II.   CURRENT NEA POLICY

The Committee did a careful review of current NEA compensation-related policies, including its resolutions, legislative program, past Committee work,
 and the December 2000 paper titled “NEA Policies Regarding Teacher Compensation Systems.”
 This review was done with an eye toward examining what, if any, changes should be recommended to NEA’s current policies in light of the ever-increasing attention paid to the current prevailing system for paying teachers (the single salary schedule) and given the fact that many state and local affiliates of the NEA are facing mounting pressures to address teacher pay systems.

Small sections of Resolution F-8 address salary schedules and merit pay.
 More significantly, NEA resolutions F-9 and F-10 lay out the bulk of the NEA policy on salaries and additional compensation beyond the single salary schedule.
 In this section we will discuss what current NEA resolutions on compensation support, specifically advise against, and oppose. Additionally, we will provide a rationale for what we oppose. 

While there is much more to these resolutions than we will address here, it should be noted that these resolutions all embody the NEA core value of collective bargaining. The NEA does not waiver in its belief in collective bargaining, nor does NEA support anything that undermines the right of school employees to collectively bargain. In jurisdictions where there is no collective bargaining, the NEA is on record in support of the incorporation of salary schedules “into legislation, employer policy, and/or other sources that establish the terms and conditions of employment for education employees.”
 

A. Opposition Outlined in Resolutions F-9 and F-10
Here we outline the main ingredients of NEA opposition to pay systems as defined in resolutions F-9 and F-10 and provide a rationale for this opposition. These resolutions make it clear that the NEA is in opposition to three main concepts when it comes to compensation beyond the single salary schedule:

1) Pay based on student performance (such as pay based on student test scores);

2) Pay based on the evaluation of an education employee’s performance (such as a subjective evaluation by a principal); and

3) Additional pay for shortage areas (such as math and science).

Rewarding (or punishing) teachers based on student test scores is a flawed approach to improving the quality of teaching or enhancing student learning outcomes. Standardized tests are not constructed to measure what is taught in individual schools. There are too many outside influences on student learning to justify paying teachers based on test scores or other measures of students’ learning. Instead, students, parents, and teachers would be better served by using assessments of student learning (including test scores) to improve teacher practice, school curriculums, and other teaching and learning conditions.

An effective assessment of teacher performance is a critical component in improving the professional practice of teachers and ensuring student learning. Evaluation systems should be jointly developed by the union and the district, based on the NEA’s Principles of Professional Practice,
 and they should include the goals of improving professional practice and determining the continuing contract status of teachers. No district-union contract in America states that “bad teachers can never be fired from their jobs.” Yet, too often, district-teacher union contracts are blamed for inadequate, ineffective, and misused teacher evaluation and remediation systems. Professional development programs, based on the Principles of Professional Practice, should be aligned to meet the needs of both students and educators, needs that are determined through local assessments of student performance, school improvement goals, and teacher practice. While evaluation systems serve a necessary function, they are not an appropriate tool for use in determining teachers’ pay.

In today’s society, with the proliferation of student testing, we continue to see a narrowing of the broad curriculum that has made our public schools so important to our society. The NEA values all teachers and all other employees in the school district, and we value the need to create a school community. To pay “shortage area” teachers more than others will create a value system that is not conducive to strengthening our public schools. It will give the appearance that we value high school math and science more than reading in the elementary school. It will cause divisions amongst the staff that lead to an unnecessary and unhealthy lack of collegiality. In addition, simply paying more for “shortage areas” alone does nothing to address the real issue of the low salaries that face the entire teaching profession.

Certainly we must recruit quality math and science teachers, but we must also recruit talented and committed professionals into all areas of the teaching profession. We must develop a teacher workforce that reflects the diversity of the student population and the nation as a whole. To strengthen teacher recruitment efforts, NEA supports:

· Funding programs that provide financial enhancements (such as scholarships and grants) for qualified individuals who wish to enter the teaching profession and for collaboration among school districts, teacher unions, and institutions of higher education for the development of programs that facilitate the recruitment and retention of a qualified, diverse pool of teacher candidates;

· Efforts such as loan forgiveness that support teachers in acquiring licensure in shortage subject areas;

· Developing “grow-your-own” recruitment programs for high school students, community college students, paraprofessionals, and mid-career changers.

B. Support Outlined in Resolutions F-9 and F-10 and NEA Strategic Plan
The current resolutions and the 2006-08 and 2008-10 NEA Strategic Plan and Budget also endorse many strategies for the improvement of education employees’ salaries, including advocating a $40,000 starting salary for all entry-level teachers, a “living wage” as a starting salary for all education support professionals, and higher education local settlements above the cost of living.
 

When it comes to teacher quality, besides a parent, no other individual has as much influence on children and young adults as a teacher. And yet, teachers’ salaries currently do not reflect the great work that they do every day to improve the lives of America’s future generation. Too many teachers have been denied professional pay for too long.
 Working in public schools should not be an act of charity—and teachers should not have to sacrifice family needs when they choose a career in public education. Education is complex, demanding work that extends beyond the hours spent in a classroom or working directly with students. To attract and retain more dedicated, committed professionals into the field, we need salaries that are literally “attractive.”
The intrinsic rewards of an education career are often used as a rationale to compensate for poor starting salaries. But, low teacher pay comes at a very high cost. Close to 50 percent of new teachers leave the profession during the first five years of teaching, and 37 percent of teachers who do not plan to teach until retirement blame low pay for their decision to leave the profession.

NEA supports: 

· Ensuring a $40,000 minimum salary for all teachers in every school in this country; 

· Evaluating any proposed compensation system on whether it is designed to improve student learning through improved teacher practice rather than advancing short-term political goals. A comprehensive pay system must encourage the factors that make a difference in teaching and learning—such as skills, knowledge, and experience;
· Using creative ideas to enhance the single salary schedule, while ensuring that criteria used to determine whether education employees receive the additional compensation are clearly stated, subject to objective assessment, and related to the school district’s educational objectives. Such ideas include: 
· Programs and initiatives to attract caring and qualified teachers to high-need hard-to-staff schools. Local teachers, school boards, administrators, and communities know best how to design these programs and initiatives; 
· Additional pay for the achievement of National Board Certification;

· Efforts that offer teachers the opportunity to gain greater autonomy and discretion in all school matters and improve professional practice and student learning; 
· Additional pay for accepting additional responsibilities such as peer assistance or mentoring;
· Additional pay for extended contract years, extended days, and extra assignments;
· Additional pay for teachers for knowledge and skills gained that are directly related to the missions of their schools and/or their assignments (see Attachment D for examples);
· Additional pay for teachers who have advanced credentials/degrees directly related to their teaching assignments and/or the missions of their schools.
In addition, NEA resolutions F-9 and F-10 support enhancements to the single salary schedule such as:

· Additional pay for certification from the National Board for Professional Teaching Standards;

· Recognition and compensation for additional knowledge and skills; 

· The use of clearly stated criteria that are able to be objectively measured to assess the attainment of skills deemed appropriate to improve teaching practice by the association and employer (through collective bargaining, where appropriate).

In any system adopted to enhance the single salary schedule, NEA believes that there must be full funding (an ongoing source of revenue), the system must be accessible to all teachers (no quotas), and the system must not be used to diminish the professional status of any employee who does not receive the additional compensation.

III.   2007 COMMITTEE DISCUSSION AND RECOMMENDATIONS

The committee came to several conclusions: 

· First and foremost, the Committee reached consensus that current NEA policy provides important guidance to its affiliates who are dealing with any pay system questions and that there is no need to alter current NEA policy at this time.

· Second, the Committee understands that in NEA resolution F-9, pay based on “experience” is generally meant to include the length of service of a school employee. However, in its deliberations the Committee concluded that not only is experience an important ingredient of a pay system, but “experiences” (as referenced further below and in footnote 15) are also an important factor to consider as a component of a pay system.

· Third, the Committee concluded that an appropriate base-pay salary system is the most important ingredient to successfully recruit and retain quality teachers.

· Fourth, the Committee made it clear that those affiliates negotiating enhancements to the single salary schedule need NEA assistance at varying levels depending on the circumstance.

· Finally, the Committee acknowledged that much has changed since 2000. While in 2000 some NEA state and local affiliates were facing the issue of “alternative compensation,” in 2007 there has been a proliferation of alternative pay systems and proposals to change the single salary schedule from across the political spectrum. Each month—in fact, almost every day—there are new examples of actual alternative pay plans being implemented, bargained, mandated, or fought over.

In coming to these conclusions the Committee makes the following recommendations with regard to NEA policy and pay systems in general:

· NEA resolutions F-8, F-9, and F-10 need not be amended at this time. As currently constructed these resolutions allow room for NEA affiliates to experiment with pay systems that enhance the single salary schedule in numerous ways,
 while providing guidance to affiliates to ensure that these enhancements do not create unintended consequences.

· Increase base pay for all professionals to be equitable, competitive, and comparable to other professions with similar education and preparation. (NEA’s current strategic plan calls for a minimum salary of $40,000 for all teachers, a living wage as a starting salary for all ESPs, and higher education settlements above the cost of living.)

· Continue use of preparation, academic degrees, experiences,
 and professional growth as basic elements of compensation.

· Pay systems must be built upon a predictable and on-going funding source (no zero-sum game).
 Simply put, if we’re going to increase the salary for all teachers either through the single salary schedule or through enhancements to the single salary schedule, there needs to be a sustainable funding source that provides more revenue, not just a redistribution of the current money to a few individuals at the expense of others.

· All pay systems must be bargained collectively and/or jointly developed. 

· All pay systems must be free from illegal discrimination.

· Additional opportunities for increased compensation should reflect the Principles of Professional Practice.

In addition to recommendations for NEA policy and pay systems, the Committee also recommends the following as ways that NEA can provide assistance to affiliates:

· Provide guidelines for professional compensation systems and principles for professional pay.

· Provide assessments and examples of current systems that are consistent with NEA policy and could be used to increase compensation.

· Provide a glossary of terms and establish an NEA lexicon of pay for performance, merit pay, knowledge and skills-based pay, market-based pay, career ladders, etc., so that at least we know what we’re talking about. (It’s clear, however, that the language used is not as important as the details of the systems. Many use the same language to mean different things and use different language to mean the same thing).

· Provide assistance, upon request, to affiliates to fight against pay systems inconsistent with NEA policy.

· Provide assistance, upon request, to implement pay systems consistent with NEA policy or assist in implementing systems inconsistent with NEA policy, when, despite the best efforts of our affiliates, such a plan was adopted.

· Be a clearing house of information on the current status of pay systems throughout the country.

· Provide assistance in selected locations to research the long-term impact of new pay systems.

IV.   CONCLUSION
In its deliberations, the Committee was clear that NEA must base its advocacy for professional pay for its members on current NEA policy and the salary goals outlined in the Strategic Plan and Budget.  In this advocacy, NEA must approach professional pay for its members with the same fervor it does in promoting human and civil rights, with the same commitment it does in opposing vouchers and other schemes that divert money from public schools to private and parochial schools, with the same dedication that it does in trying to close the achievement gap and lower the dropout rate and with the same united voice that is uses to call for adequate and equitable funding for public schools.

The Committee is fully aware of the environment in which we are currently working. Its members come from all over the country and face the issues around pay systems every day. The Committee knows that one size does not fit all and that the strategies used in New Jersey may not be the same as the strategies used in Arizona. However, the Committee does believe that there are principles that hold true no matter where you reside:

· Where collective bargaining is legal it must never be undermined by federal law or policy, state law or policy, local law or policy, or school district policy.

· Where collective bargaining is illegal or currently not practiced, at a minimum school employee involvement and agreement is necessary to provide the best chance for success of any pay system.

· Pay based on measures of student achievement is bad public policy and does nothing to improve the overall pay of teachers, the quality of education, or student learning.

· The evaluation of teacher performance is an important ingredient to improve the practice of teachers and to improve student learning, growth, and development, but it is an inappropriate tool to use for paying teachers. Effective evaluation systems must be jointly developed by the union and the district, tied to professional growth and development, and require administrators with appropriate training, assessment tools, and skills.

· We need quality math and science teachers (and teachers of all subject and grade levels), but to single out a few subjects or grade levels for extra pay creates a divisive environment in the school and tends to further restrict an already narrowing curriculum for our most needy students and does nothing to address the real issue: that we must attract and retain quality teachers in all fields and at all levels.

· The real problem in attracting and retaining quality teachers is low teacher pay, and the general pay of all educators must be addressed first.

NEA affiliates face these issues every day. When we use the guidance found in current NEA policy, organize and engage members, use sound compensation theory and practices, and when we use the creative minds of NEA leaders and members, the Committee is confident that we can continue to promote effective pay practices, but we can also turn back those pay practices that appear to be politically popular for the moment but do nothing to enhance the work life of all members or the learning of all students.

 Attachment A
Principles of Professional Practice

The Principles of Professional Practice outlined below define the knowledge, skills, and dispositions a quality teacher should possess. 

A Quality Teacher…

· Designs and facilitates instruction that incorporates the students’ developmental levels, skills, and interests with content knowledge;

· Develops collaborative relationships and partners with colleagues, families, and communities focused on meaningful and deep learning;

· Provides leadership and advocacy for students, quality education, and the education profession;

· Demonstrates in-depth content and professional knowledge;

· Participates in ongoing professional learning as an individual and within the professional learning community;

· Utilizes multiple and varied forms of assessment and student data to inform instruction, assess student learning, and drive school improvement efforts;

· Establishes environments conducive to effective teaching and learning;

· Integrates cultural competence and an understanding of the diversity of students and communities into teaching practice to enhance student learning;
· Utilizes professional practices that recognize public education as vital to strengthening our society and building respect for the worth, dignity and equality of every individual;
· Strives to overcome the internal and external barriers that impact student learning.
Attachment B
Best Practices for Salary Schedules (Especially for the Single Salary Schedule)
(Adapted from the Pennsylvania State 

Education Association and the New Jersey Education Association)
· Starting salaries should be increased by the same amount as maximums and never decreased.

· Increments should be paid without devaluing steps or adding steps.

· Increments should be uniform throughout the salary schedule.

· There should be as many columns as possible with uniform differentials.

· Employees should reach maximum as quickly as possible.

Attachment C

Questions to Consider When Examining/Establishing Pay Systems 

(Especially Enhancements to the Single Salary Schedule)

· What is the purpose of a salary schedule? What do you want to achieve with it? Does your current system achieve those purposes? If not, how can you change it? 

· Is there an existing professional-level base salary and salary schedule? 

· Is any teacher’s current salary being reduced as a result of the implementation of enhancements to the single salary schedule?
· Is there initial adequate funding for the pay system and a sustainable funding source?
· Is there adequate time, relevant professional development, and opportunities for collaboration available to teachers and support professionals to ensure success?
· Are the enhancements accessible to everyone who is eligible with no quotas?
· Does the system promote collaboration not competition?
· Is the size of the incentives large enough to make a difference? Are they ongoing or one-time payments (bonuses)?
· Will the system be implemented incrementally with proper training?

· Does the system promote instructional practices and educational environments that value the learning, growth, and development of the whole child?
· Is classroom teaching honored? Is the system structured to attract and retain quality staff and keep them in the classroom?
· Is the system being negotiated as part of a collective bargaining agreement or agreed to by at least 75 percent of the members in locations where there is no collective bargaining? 

· Does the system allow for voluntary participation? 
· Is the system transparent and understandable to our members and the public?
· Are the criteria used to evaluate professional expertise objective, understandable, and predictable?

Is there an annual assessment of the system to determine its effectiveness in improving teacher salaries and teacher practice, its impact on student learning, its impact on recruiting and retaining quality staff, and its cost-effectiveness?

Attachment D
Helena, Montana


This pay system has 25 steps in what is called a "Career Ladder" (numbered from 0 to 24). The salary range was $31,821 for 2006-07, moving up to $68,470 for step 24. 

1. The Plan provides a $2,000 annual stipend to educators who complete their master’s degree while on the Plan. Educators holding a master’s degree prior to moving to the Plan will receive this stipend following the completion of Step 24. Once earned, the stipend is included in the annual salary for the duration of the educator’s career in the district. 
2. The Plan provides a $2,000 stipend yearly for National Board Certification for the length of the certification. The Professional Compensation Alternative Plan (PCAP) "three-legged" approach includes: 

· *Career Development Plans: All educators who expect to move a step on the PCAP have an approved a Career development Plan. A plan can be 1, 2, or 3 years in length, and is designed under guidelines based on eight key elements of high quality professional development. 
· *Professional service commitments: At steps 0-9, 1 PSC/year is required; Steps 10-19, 2/PSC/year; Steps 20+, 3 PSC/year. PSCs must directly benefit students, school, or district, and be annually agreed upon by the educator and immediate supervisor.

· *Evaluation: A successful evaluation (Note this is common in many contracts throughout the country in the body of the contract language).

A year-end report is submitted of work on career development goals and professional service commitments, and the successful evaluation. 

If successful in all three areas, the employee moves up a step in the career ladder.

Manitowoc, WI


Beginning in 1999, the Manitowoc Public School District and the Manitowoc Education Association entered into a new collective bargaining agreement designed to attract and retain high quality staff that also encourages and rewards the acquisition of new skills and 

knowledge. The old “Bachelors” lane and “Masters” lanes have been replaced with 8 “Levels,” where movement is achieved through options such as the completion of college or academy credits or the completion of a Professional Development Certificate. Also, premiums are paid for national board certification, completion of a doctorate, or attaining Master Teacher licensure.

Portland, ME


The Portland Education Association has transformed their experience-based salary scale into a new compensation system that values both teacher-directed professional learning and experience. The pay schedule, bargained in November 2006, reduces the number of steps from 31 to 10 and increases the number of columns. Rather than advancing only the basis of degrees and course credits, teachers can advance across columns by obtaining 225 "contact hours" of demonstrated professional development. Teachers can submit proposals to earn contact hours in ways such as developing a new program, introducing a new curriculum, conducting action research, and numerous other ways. Proposals are submitted and approved by the Superintendent or referred to a Salary Review Panel comprised of 3 teachers appointed by the President of the Association and 2 Administrators appointed by the Superintendent.

While not an exhaustive list, the following demonstrates the type of learning projects that could be considered for teachers to earn contact hours.

 

· Classroom Action Research 

· New Class Curriculum Developed and Implemented 

· Middle School House Chair Work 

· Parent/Community Involvement Programs 

· Community Engagement Events (not part of 3 paid hours) 

· PTO Leadership Position 

· Conference/Workshop/Course Presenter 

· Professional Learning Collaborations (CFG, others) 

· On-going Co-Curricular Activities (not stipend) 

· Professional Book Groups 

· Curriculum Institutes 

· Creating and Maintaining website to serve Parents and Students 

· Juried Publication 

· Academic Judging 

· Accreditation Review Work 

· Office in State/Regional/National Educational Organization or Content Area Association 

· Grant Writing & Receipt 

· Foreign Travel 
· Committee work (otherwise uncompensated)
� To this end, we refer you to the NEA TEF initiative on InsideNEA at http://insidenea.nea.org/KnowledgePlace/ResearchInfo/Pages/TEF.aspx.





� This charge intentionally does not reference merit pay, performance-based pay, or alternative compensation, since the charge is to examine polices related to salary systems in general, not just alternatives to the single salary schedule.





� CB/MA has established a directory, including a short summary of the system, for all of the alternative compensation systems of which it’s aware. These include locally developed systems, systems established through legislative action, and Teacher Incentive Fund (TIF) grants established through congressional action.





� For the 2008-10 Strategic Plan and Budget, NEA has adopted the strategic goal: In partnership with state affiliates, achieve a minimum of $40,000 starting salary for teachers, a living wage for ESP, and higher education increases that exceed the cost-of-living in at least 50 percent of NEA locals. The focus of this report is salary compensation for P-12 teachers, since most of the public discussion on “alternative compensation” has been centered on P-12 teachers (including pay based on test scores in the debate over reauthorization of NCLB).





� The review included the Committee’s final report from May 2000 entitled Teacher Compensation Systems that caused great debate during the Board of Director’s meeting and the subsequent NEA Representative Assembly.





� This paper outlines NEA Policies on compensation in light of Committee action, Executive Committee action, Board of Directors action, and Representative Assembly action. This paper predates the adoption of Resolution F-10, first approved in 2001.





� The provision relating to merit pay in F-8 specifically relates to the NEA’s belief that salary schedules should exclude merit pay “except in institutions of higher education where it has been bargained.”





� Resolution F-9 (Salaries and Other Compensation) was originally adopted in 1969 and amended in 2002. Resolution F-10 (Minimum Criteria for Additional Compensation beyond the Single Salary Schedule) was originally adopted in 2001 and amended in 2007 to include language that the “compensation system may recognize and reward the additional knowledge and skills that education employees have acquired or may acquire over their careers.”





� Taken from NEA Resolution F-9.





� Attachment A is a copy of the Principles for Professional Practice recommended by the Committee in its report in 2006 and adopted by the Board of Directors and the Representative Assembly in the same year. The Committee endorses these principles as examples of knowledge and skills that may be compensated under a knowledge-and-skills-based pay system and used to form the basis of a quality evaluation system to improve teaching practice.


� See the 2006-08 NEA Strategic Plan and Budget and Strategic Goal 3, adopted by the NEA Board of Directors for 2008-10.





� According to a recent study by the National Association of Colleges and Employers, the teaching profession has an average national starting salary of $30,377. Meanwhile, computer programmers start at an average of $43,635, public accounting professionals at $44,668, and registered nurses at $45,570.





� See attachment D for a summary of the programs from Helena, Mont., Manitowoc, Wis., and Portland, Maine. For the full text and more detailed information on each plan, please contact the CB/MA department at NEA.





� See attachment C for a series of questions to consider when bargaining/advocating for any pay system (especially enhancements to the single salary schedule). See attachment B for Best Practices for Salary Schedule Development (especially for the single salary schedule). 





� It should be noted that the “s” on the end of the word experiences is very important in this context. The Committee was intentional with the inclusion of the “s.” The Committee believes that it is completely consistent with NEA policy, allows for experimentation, and provides opportunities for moving education employees to their career salaries much quicker than many current systems.





� Many pay-for-performance and merit pay systems try to get by on the cheap by shuffling money available for all teachers to a limited number of teachers, thereby creating artificial quotas.
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