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Background 

For some time now, educators and researchers have been paying attention to the issue of teacher 
compensation. Traditionally, there have been no promotional opportunities within teaching. Promotion 
entailed leaving the classroom for another type of job, usually administration. In order to address this 
issue, school districts initially tried versions of merit and incentive pay. Then districts enacted career 
ladder programs designed to promote the best teachers into broader leadership roles. Some districts 
have experimented in recent years with bonuses or salary increments to attract recruits in fields where 
there is a shortage of applicants. 

Allan Odden and Sharon Conley, experts in the field of teacher compensation, listed several factors to 
explain this attention to teachers and teacher compensation. 

First, teachers are recognized as key to the implementation of the nation's hopes for a dramatically 
improved education system. Second, there exists a sincere belief that the best teachers ought to be 
rewarded more; merit pay, career ladders and professional status were seen as potential routes to this 
end. Third, education is one of the major components of the service sector of the national economy, 
and productivity improvements in all services - including education - are needed to spur economic 
growth. Fourth, accomplishment of the president's and governors' national education goals - teaching 
all students how to think, problem solve, and communicate - requires more productive use of funds. 

Teachers and their unions have traditionally opposed merit pay plans. Merit pay is a compensation 
system that links the salaries of employees to evaluations of their performance. Although merit pay 
was originally designed to recognize and reward the best teachers, these plans usually require 
individual teachers to compete against each other for a limited pool of funds and the criteria for merit 
were subjective and based upon the principal's discretion. 

Career ladder programs, which have been proposed and implemented by unions across the nation, were 
initially formulated with the intention of developing and compensating teacher knowledge and skills. 
Many career ladders, however, focused on paying teachers for responsibilities added. Teachers were 
urged to assume new tasks in order to increase their income. The activities themselves, rather than the 
teachers' knowledge and skill, were rewarded. "Career ladders that pay teachers for tasks may increase 
teacher attrition in the classroom by downgrading the classroom function, by encouraging teachers 
who want to achieve full salary to assume tasks unrelated to the basic teaching function, and by 
requiring significant percentages of time be spent outside of the classroom" (From the Trenches, 
Odden and Conley) 

Recently there has been a move toward evaluating and compensating teachers based on output (student 
achievement) rather than on teacher knowledge and abilities (skills). However, it is important that any 
emphasis placed on student achievement be based on the understanding that teachers' knowledge and 
skills are the key ingredients of teacher effectiveness. 

  



Our District 

In 1994, at the request of APS, ATF agreed to a separate salary schedule designed to attract OTs, PTs, 
and SLPs to work for our district. Since that time, many other groups in APS have requested placement 
 on that higher paying scale. The request is a legitimate one. We all want to be better paid. However, 
the decision to pay some workers better based on shortages in the field has sparked debate and has 
serious implications. In short, it created more problems than it solved. 

The placement of employee groups in short supply onto a separate salary schedule will divide our 
district and our union. This could eventually lead to the classroom teacher, the bulk of our workforce, 
being the lowest paid employee within our bargaining unit. Since we all work in a society where pay 
indicates value, this will eventually serve to further devalue the role of the classroom teacher. 

There are other implications inherent in the separate salary schedule debate. Since the early part of this 
century, public school teachers have been paid according to a single state or district salary schedule. 
Teachers earn more based on increased years of experience and accumulation of course credits and 
degrees. Although this system may be equitable, many are now questioning whether or not it is the best 
system. 

  

The Task Force 

In order to address these issues, the Albuquerque Teachers Federation put together a Task Force on 
Pay. The group was made up of both classroom teachers and members of the constituency groups 
interested in addressing these complex issues. The task force worked since the beginning of the 1997-
98 school year to gather information, debate the issues and create this position paper. 

Keep the following in mind as you read the recommendations of the ATF Task Force on Pay: 

1. We are asking you to consider a change. The changes we are recommending, if accepted, will take 
time and work to realize. It will require us to build our union, lobby for better funding, and negotiate 
for what we consider to be a better compensation system. The changes, no doubt, will take place in 
incremental steps. These recommendations will be our guide in that change process and will serve as 
our vision of what we are working toward. 

2. When we refer to teachers, we mean all of those within our bargaining unit. 

  

Our Beliefs 

The task force began with a basic underlying premise that teachers should be paid well for teaching. 
We also believe that: 

° Teaching is broad in its scope of responsibilities. 

° A compensation system must reward both expertise and extra time. 



° Having to wait until the end of a career to make top dollar is a disincentive to grow professionally 
and to staying in the field. 

° Since a high number of APS teachers are about to retire, added incentives are needed for new 
teachers to come into the profession. One of those incentives is to be paid a professional wage. 

° A career ladder should compensate teachers for their expertise and not just for quasi-administrative 
work. This diminishes the status of classroom teaching. 

° The compensation system must be tied directly to a legitimate evaluation system. All movement must 
be contingent upon satisfactory evaluations. A Peer Intervention System which provides intensive help 
for those struggling or, if necessary, counsels them out of the profession must be an integral part of any 
compensation system. 

° If management is having trouble filling vacancies, it is incumbent upon them to raise the level of pay 
for all, not some. 

  

Our Recommendations 

We would like to propose a compensation system (see the final page of this paper) that focuses on both 
expertise and extra time. This plan would compensate an educator for job-related knowledge and skills 
as well as for added responsibilities. We believe that a good compensation system will support teachers 
in their efforts to improve student achievement as well as provide them with motivation for their own 
professional growth. Furthermore, we believe that this system will provide opportunities for teachers to 
serve as instructional leaders. The following are key elements of our proposed compensation matrix: 

°Any current employee who wishes to stay on the current salary schedule would be allowed to do so. 
The intent is to eventually phase out the current step schedule. 

° The salary figures are based upon current dollars and will change as we work toward funding the 
system. 

° Yearly cost of living increases will be negotiated. 

° "Responsibility Bonus" refers to an expanded definition of what we now call differentials. 

° Standards and quality will be emphasized through a peer intervention system (see the document, ATF 
Position on Peer Intervention). All movement is contingent upon satisfactory evaluations. 
Unsatisfactory performance for a non-probationary employee at any level will result in referral to the 
peer intervention process. This process will entail assistance to improve and due process rights as 
guaranteed by law. 

° Each constituency group represented in our union will need to work to develop commensurate 
criteria for the compensation matrix. Counselors, librarians, SLPs, PTs, OTs, audiologists, evaluation 
specialists, social workers and others will find that much of the matrix will apply to them. However, 
development of criteria based upon the credentialing of different groups will need to be established. 



° In order to align with these recommendations we will work in the short term to include all certified, 
182-day contract year employees in one pay system. Furthermore, we will not approve the inclusion of 
any additional groups in the ancillary schedule. 

  

In Conclusion 

Many steps must be taken in the short term to work toward the realization of a better compensation 
system. The review, discussion and endorsement of this recommendation will get the process moving. 
Later we will need to begin to compress the current salary schedule, standardize our differentials, and 
of course, increase the money available for salaries. We hope to work on these steps and more with this 
vision in mind. 

  

This position paper was respectfully submitted to and approved 
by the ATF Federation Representative Council on April 14, 1998 

by the ATF Task Force on Pay 

Ellen Bernstein - Elementary Teacher, Sandia Base ES - ATF Executive Vice President 
Tomas Butchart - Bilingual Teacher, La Luz ES - ATF Bilingual Committee Chair 
Peggy Dowdy - High School Teacher, West Mesa HS - ATF High School Vice President 
Margaret Hrvatin - Social Worker - ATF Social Work Committee Chair 
Carol Jones - Counselor, Taft MS 
Janet Montoya Schoeppner - Elementary Teacher, Lew Wallace ES - ATF Elementary Vice President 
Don Whatley - ATF President -Ad-hoc member 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 

 


