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U.S. OEPARTMENT OF HEALTH,
EOUCATION & WELFARE
NATIONAL INSTITUTE OF

EOUCATION
THIS DOCUMENT HAS BEEN REPRO-

CONSTRUCTING DIFFERENT SALARY SCHEDULES —Hemasisrsiescidiocs

FOR ADMINISTRATORS EoucaTION POSITION OF PoLIcr. O

Wayne H. Kincaid
MoST OF US AS HIGH SCHOOL PRINCIPALS WOULD AGREE THAT “ANY-

THING PAID A GOOD TEACHER IS NOT ENOUGH4,ANQUANXTﬂgNngArD A POOR
ONE IS TOO MUCH.” LIKEWISE, MOST OF US PROBABLY w§ULD AGREE THAT
“ANTYHING PAID A GOOD SCHOOL ADMINISTRATOR IS NOT éioueH, AND ANY-
THING PAID A POOR ONE IS TOO MUCH."” IT IS ONLY WHéN WE GET DOWN
TO THE VITAL ISSUE OF DECIDING WHO IS GOOD, AND WHO IS BAD, AND BY
WHOSE CRITERIA, THAT HONEST DISAGREEMENT AND PERHAPS VIOLENT DIF-
FERENCES SPLIT OUR ALREADY SORELY DIVIDED PROFESSION. CERTAINLY,
THE BASIS ON WHICH DECISIONS ARE MADE, THAT DETERMQNES WHO GETS HOW
MUCH OF THE INFLATION-SHRUNK EDUCATION DOLLAR, IS éF PARAMOUNT IN-
TEREST TO THOSE OF US CHARGED WITH THE RESPONSIBILITY OF BEING THE
TOP ADMINISTRATIVE OFFICIALS OF AN OPERATING UNIT IN SOCIETY'S EDU-
CATIONAL ENTERPRISE,

PROBABLY, YOU ARE GRATEFUL THAT MAJOR MODIFICATIONS TO
THE EXTENT OF NEARLY COMPLETE ERADICATION HAVE OCCURRED IN THE OLD-
EST THEORY OF WAGES. THIS THEORY, WHICH WAS WIDELY ACCEPTED DURING
THE MIDDLE AGES, WAS CALLED THE JUST-PRICE THEORY AND EXPLAINED
WAGES ON THE BASIS OF MAINTAINING WHATEVER STATUS OF LIFE THE WORKER
OR EMPLOYEE HAPPENED TO FIND HIMSELF AT BIRTH, A JUST WAGE THEN
WAS ONE THAT CONFORMED WITH THE CLASS OR STATUS A PERSON HELD IN
SOCIETY - THE HIGHER THE STATUS OR CLASS, THE 'HIGHER WAGES A PER-
SON EARNED. THIS CONCEPT PRESERVED RELATIONSHIES REGARDED “AS
RIGHT” AND DID IN FACT GUARANTEE THE MAI&TENANCE OF THE SOCIETY OF
THAT PERIOD OF HISTORY, ALTHOUGH LITTLE IN A POSITIVE VEIN CAN
BE SAID FOR INDIVIDUAL MOTIVATION OF THE WORKER. ONE MAY
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| WELL SUSPECT THAT DEMANDS FOR A "FAIR DAY'S PAY” HAVE ROOTS IN THE
- JUST-PRICE THEORY. LEASTWAYS, THOSE OF US BORN INTO LARGE FAMILIES
OF THE AGRARIAN SOCIETY OF THE GREAT DEPRESSION OF THE 1930's can
FIND COMFORT IN THE FACT THAT THIS THEORY 1S NOT WIDELY ACCEPTED
TopAY L | o

OF. COURSE, ANY REALISTIC WAGE THEORY - AT LEAST WITH REF-
ERENCE TO AN INDUSTRIAL SOCIETY - MUST HAVE ITS ROOTS GROUNDED
DEEPLY IN ECONOMIC CONSIDERATIONS. INTERESTINGLY ENOUGL, THE FIRST
ECONOMIC WAGE THEORY GREW OUT OF THOMAS R. MALTHuUs' THEORY OF POP-
ULATION, WHICH HOLDS THAT POPULATION WITH ITS TENDENCY TO INCREASE
GEOMETRICALLY IS LIMITED BY WHATEVER MEANS MAY EXIST FOR SUBSISTENCE
WHICH INCREASES ARITHMETICALLY. THE SUBSISTENCE WAGE THEORY
ATTEMPTS TO EXPLAIN THE LEVEL OF WAGES IN TERMS OF THE SUPPLY OF
LABOR WHICH IN TURN IS GOVERNED BY THE PRINCIPLES OF POPULATION
DESCRIBED BY MALTHUS. ANY INCREASE IN WAGES ABOVE THE SUBSISTENCE
LEVEL WOULD TEND TO INCREASE THE BIRTH RATE AND SO THE -SUPPLY OF
LABOR. THIS EVENTUAL OVER-SUPPLY OF LABOR WOULD FORCE THE WAGE
RATE BACK TO THE SUBSISTENCE LEVEL. IF THE WAGE RATE IS REDUCED
BELOW THE SUBSISTENCE LEVEL, STARVATION RESULTS WHICH IN TURN RE-
DUCES THE SUPPLY OF LABOR AND SO FINALLY FORCES THE WAGE RATE BACK
UP TO THAT LEVEL, | |

THERE ARE OF COURSE VARIOUS OTHER THEORIES IN ADDITION TO

THE TWO MENTIONED HERE THAT ATTEMPT TO DESCRIBE THE LEVEL OF WAGES
IN A SOCIETY, BUT NONE OF THEM HAS GAINED GENERAL ACCEPTANCE. IN
ALL PROBABILITY DIFFERENT WAGE QUESTIONS REQUIRE DIFFERENT THEORIES.
PERHAPS DIFFERENT VARIABLES MUST BE CONSIDERED WHEN ATTEMPTS ARE
MADE TO EXPLAIN WAGES IN THE LONG RUN AS OPPOSED TO THE SHORT RUN.
SIMILARLY, QUESTIONS ABOUT WAGE STRUCTURE MAY VERY WELL BE DIFFERENT
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_ FROM THOSE ABOUT WAGE LEVELS ACROSS AN INDUSTRY.
WHAT THEN CAN ONE DO WHEN FACED WITH THE PROBLEM OF CREAT-
ING A SALARY SCHEDULE WITHIN A TRADITIONAL SETTING LIKE A SCHOOL
SYSTEM? |
' LoGIC WOULD SUGGEST THAT SOME SORT OF COMPREHENSIVE STUDY
SHOULD BE UNDERTAKEN SO  THAT OBJECTIVE DATA MIGHT BE COLLECTED AND -
IN TURN DECISIONS MADE. IN GENERAL THIS ACTIVITY IS CALLED JOB
EVALUATION AND HAS AS ITS GOAL THE DETERMINATION OF WHAT WAGE IS
TO BE PAID TO AN EMPLOYEE AS A RESULT OF HIS JOB PERFORMANCE OVER
A SPECIFIED PERIOD OF TIME OR IN ACHIEVING A STANDARD UNIT OF PRO-
DUCTION. USUALLY, AND ESPECIALLY SO IN LARGE ORGANIZATIONS, THE
STUDY PRODUCES A SERIES OF JOB CLUSTERS OR JOB FAMILIES TO WHICH A
WAGE STRUCTURE THEN MAY BE ASSIGNED.3
| ONE METHOD OF JOB EVALUATION, CALLED THE FACTOR-COMPARISON
METHOD, COMPARES JOBS BY MAKING JUDGMENTS CONCERNING WHICH JOBS
HAVE ‘MORE OF CERTAIN COMPENSABLE FACTORS THAN OTHERS. THE COMPEN-
SABLE FACTORS USUALLY CONSIDERED IN THIS TECHNIQUE INCLUDE MENTAL
REQUIREMENTS, PHYSICAL REQUIREMENTS, RESPONSIBILITY, WORKING CON-
DITIONS, AND/OR COMBINATIONS OF THESE FACTORS. JUDGMENTS ON THESE
' BASES ARE MADE ABOUT VARIOUS JOBS AND A QUANTITATIVE VALUE ASSIGNED
To KEY JOBS. OTHER JOBS THEN MAY BE RELATED TO THESE KEY JOBS AND
A PRIORITY RANKING ESTABLISHED WHICH FREQUENTLY IDENTIFIES JOB
CLUSTERS. IN ANY EVENT A SALARY SCALE IS ATTACHED TO THE PRIORITY
RANKING SO IDENTIFIED.q
SUCH A PROCEDURE IS AN EXACTING, TIME-CONSUMING ENDEAVOR

. AND ONE IN WHICH MOST SCHOOL CORPORATIONS ARE NOT LIKELY TO BECOME

'ENGAGED. INSTEAD MOST SCHOOL CORPORATIONS WOULD PROBABLY STUDY

THE WAGE STRUCTURE IN OTHER SIMILAR CORPORATIONS AND REFER TO

T ———
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AVAILABLE DATA COLLECTED FOR THE PURPOSE OF DESCRIBING CURRENT
TRENDS IN SALARY COMPENSATION FOR ADMINISTRATORS. _

THE NATIONAL ASSOCIATION OF SECONDARY ScHooL PRINCIPALS
ADMINISTRATIVE’INFORMATION REporT 1SSUED IN OcToBER, 1975 DIScussEs
CURRENT TRENDS IN SALARY SCHEDULES FOR PRINCIPALS AND ASSISTANT
PRINCIPALS.- AT ONE TIME NEARLY ALL SUCH SALARY SCHEDULES WERE RE-
LATED TO THE SCHEDULES OF THE CLASSROOM TEACHERS, BUT THIS REPORT
CLEARLY INDICATES THAT PROFESSIONAL NEGOTIATIONS ON THE PART OF
CLASSROOM TEACHERS ARE CHANGING THIS PRACTICE, FOR ALL SCHOOLS IN-
CLUDED IN THE STUDY NEARLY TWO-THIRDS OF THE SCHEDULES WERE DERIVED
INDEPENDENTLY FROM SCHEDULES OF CLASSROOM TEACHERS AND NEARLY THREE-
FOURTHS OF LARGE SYSTEMS WITH ENROLLMENTS OF 25,000 OR MORE WERE AR-
RIVED AT INDEPENDENTLY. SALARIES TENDED TO BE HIGHER IN THOSE
SCHOOL SYSTEMS WHICH DERIVED A SCHEDULE INDEPENDENTLY FROM THE CLASS-
ROOM TEACHERS' SCHEDULE. MoST SALARY SCHEDULES ALSO ALLOWED FOR
DIFFERENTIALS FOR ELEMENTARY SCHOOL, JUNIOR HIGH/MIDDLE SCHOOL, AND
SENIOR HIGH SCHOOL PRINCIPALS, ALTHOUGH ABOUT ONE-TENTH MADE NO
DISTINCTION BY POSITION, BUT DID MAKE SALARY DIFFERENTIALS BASED ON

'VARYING LENGTHS OF THE WORK YEAR., SCHEDULES FOR PRINCIPALS WITHIN

A SCHOOL SYSTEM bIFFERED FREQUENTLY ON THE BASIS OF VARIOUS SIZE
FACTORS, SUCH AS NUMBER OF TEACHERS TO BE SUPERVISED, BUILDING ENROLL-
MENT, NUMBER OF CLASSROOMS, AND NUMBER OF CERTIFICATED STAFF.5

THE TREND THEN SEEMS TO BE CLEAR. SALARY SCHEDULES FOR AD-
MINISTRATORS ARE WITH INCREASING FREQUENCY ARRIVED AT INDEPENDENTLY
FROM THOSE FOR CLASSROOM TEACHERS. | |

THE PROBLEM OF DETERMINING SUCH A SALARY SCHEDULE SEEMS TO
BE MOST FREQUENTLY ATTACKED'BY FIRST DETERMINING A BASE OR A FLOOR
FOR THE SCHEDULE. THE BASE MAY BE RELATED TO THE SUPERINTENDENTiS

SALARY, THE AVERAGE SALARY PAID TO SUPERINTENDENTS OF SURROUNDING

5!

PAGE 4




PaGce 5
DISTRICTS OR SOME ARBITRARY SALARY IN A DESIGNATED SCHEDULE. OF
COURSE, THE BASE MAY BE ARRIVED AT INDEPENDENTLY FROM ANY OTHER
SCHEDULE, OR 1T MAY BE DETERMINED ON AN INDIVIDUAL BASIS AFTER A
SUBJECTIVE DECISION BY THE SUPERINTENDENT OR SCHOOL BOARD.

’ AFTER ESTABLISHING SUCH A BASE, MOST SCHOOL SYSTEMS PRE-
PARE A COMPLETE STRUCTURE OF COMPENSATION FOR PRINCIPALS AND
ASSISTANT (OR VICE) PRINCIPALS BY CONSIDERING SELECTED ADDITIVE
COMPENSABLE FACTORS. SOME EXAMPLES OF FACTORS FREQUENTLY CONSID- |
ERED INCLUDE THE INSTRUCTIONAL LEVEL SUPERVISED (ELEMENTARY, JUNIOR '
HIGH/MIDDLE SCHOOLORSENIOR HIGH), SCOPE OF RESPONSIBILITY (SUCH AS
ENROLLMENT AND TOTAL BUILDING STAFF), NUMBER OF CONTRACT DAYS,
ACADEMIC PREPARATION, AND YEARS OF EXPERIENCE.

THe OcToBER, 1975 1ssue oF THE NASSP ADMINISTRATIVE INFORMA-
TION REPOPT ALSO DESCRIBES IN DETAIL VARIOUS APPROACHES TO ESTAB-
LISHING ADMINISTRATIVE SALARY STRUCTURES. | SHALL DISCUSS THESE
BRIEFLY, AND | REFER YOU TO THIS REPORT FOR A MORE DETAILED DES-
CRIPTION OF EACH OF THESE APPROACHES.S

POSITION LEVEL APPROACH

IN THE POSITION LEVEL APPROACH A SALARY TABLE IS PREPARED

SHOWING THE BASE SALARY AND MAXIMUM SALARY FOR EACH OF THE POSITION
LEVELS BELIEVED TO BE APPROPRIATE FOR THE SCHOOL SYSTEM CONCERNED.
THE NUMBER OF LEVELS MAY BE AS MANY AS TWENTY, AND COLUMNS MAY BE
INCLUDED FOR TWENTY-FIVE PER CENT OF THE RANGE, THE MIDPOINT, AND
SEVENTY-FIVE PER CENT OF THE RANGE, IF SUCH SEEM APPROPRIATE. Ap-
MINISTRATIVE JOBS ARE THEN ASSIGNED TO A POSITION LEVEL BASED UPON
THE RESPONSIBILITIES AND EDUCATIONAL TRAINING REQUIREMENTS OF EACH.
INDIVIDOAL PERFORMANCE AND GROWTH ARE CONSIDERED THEN IN DETERMIN-

ING AT WHAT POINT BETWEEN THE BASE SALARY AND'MAXIMUM SALARY THE
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EMPLOYEE 1S TO BE PLACED FOR HIS COMPENSATION, IN CASES WHERE THE

POSITION REQUIRES EMPLOYMENT FOR LESS THAN FIFTY-TWO WEEKS PER YEAR

THE SALARY IS ADJUSTED PROPORTIONATELY BY APPLYING A PERCENTAGE

FACTOR. ‘ | | t
SENIOR HIGH SCHOOL PRINCIPAL’'S SALARY AS A BASE |
ANOTHER APPROACH ESTABLISHES THE SALARY OF A SENIOR HIGH

SCHOOL PRINCIPAL WITH A DOCTOR'S DEGREE AS A BASE. SALARIES FOR '
ADMINISTRATORS WITH OTHER DEGREES OR WHO HOLD OTHER POSITIONS ARE
THEN ARRIVED AT BY APPLYING A PERCENTAGE TO THE BASE SALARY.

FORMULA APPROACH - SUPERINTENDENT’S SALARY AS A BASE
USING AN ARBITRARY SUPERINTENDENT'S SALARY AND PRE-DETER-

MINED FORMULA IS AN ALTERNATE APPROACH. IHE FORMULA, C = B X
(R+T) x (P+ L), PRODUCES THE SPECIFIED SALARY BY MULTIPLYING THE
BASE SALARY BY TWO FACTORS: ONE REPRESENTING THE SUM OF A RATIO
DERIVED FROM CONSIDERATION OF THE JOB REQUIREMENTS AND WORKING CON-
\N\\\ DITIONS AND A RATIO REPRESENTING.THE LENGTH OF THE CONTRACTUAL
COMMITMENT AND ONE RESULTING FROM THE SUM OF TWO INDICES CONCERNING
PERFORMANCE ASSESSMENT AND LENGTH OF SERVICE. [T IS INTERESTING TO
NOTE THAT PERFORMANCE ASSESSMENT IN THIS APPROACH IS BASED ON A
RATING OF SATISFACTORY, GOOD, OR EXCELLENT WITH NO WEIGHT ASSIGNED _—

TO SATISFACTORY.,
ELEMENTARY ASSISTANT PRIMCIPAL’'S SALARY AS A BASE
ANOTHER APPROACH TO ESTABLISHING A SALARY SCHEDULE USES THE

ELEMENTARY ASSISTANT PRINCIPAL’'S SALARY AS THE BASE AND IS APPLIED
TO ALL PERSONNEL ON A 205-DAY ASSIGNMENT. THE BASE SALARY IS MOD-
IFIED BY INDICES DETERMINED BY EXPERIENCE, SCHOOL SIZE, LEVEL OF

EDUCATION ACHIEVED, AND RESPONSIBILITY.
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AVERAGE OF SUPERINTENDENTS’ SALARIES IN NEIGHBORING
DISTRICTS AS A BASE |

IN PERHAPS AN ATTEMPT TO "SPREAD THE HEAT OVER A LARGE

AREA" AND SO REDUCE THE "TEMPERATURE” IN THE HOME SCHOOL DISTRICT,
A SYSTEM HAS BEEN DERIVED FROM USING THE AVERAGE SALARY OF SUPER-
INTENDENTS IN NEIGHBORING DISTRICTS AS A BASE: " THIS BASE THEN IS
MODIFIED BY PERCENTAGES AND FOR THE NUMBER OF PUPILS SERVED AND THE
AMOUNT OF EXPERIENCE OF THE PERSON INVOLVED.
SUPERINTENDENT’S SALARY AS A BASE WITH INCREASES DEPENDENT
ON_PERFORMANCE ASSESSMENT.

THERE IS AN ADDITIONAL METHOD THAT DEPENDS ON THE SUPERIN-

TENDENT'S SALARY AS A BASE WITH INCREASES DEPENDENT ON PERFORMANCE
ASSESSMENT. RANGES ARE ESTABLISHED FOR THE VARIOUS POSITIONS,

ONCE THE SALARY FOR SOMEONE IN HIS FIRST YEAR IN A POSITION IS
ESTABLISHED, THE DIFFERENCE BETWEEN THIS SALARY AND TOP OF THE
RANGE BECOMES AVAILABLE FOR DISTRIBUTION OVER THE NEXT THREE YEARS.
FOR EXAMPLE, FORTY PER CENT OF THE DIFFERENCE COULD BE AVAILABLE AT
THE END OF THE FIRST YEAR, THIRTY-FIVE PER CENT AT THE END OF THE
SECOND YEAR, AND TWENTY-FIVE PER CENT AT THE'END OF THE. THIRD YEAR.

;mw;.wnﬂ*bm“ SALARIES OF PRINCIPALS IN NEIGHBORING DISTRICTS AS A BASE

ONE ADDITIONAL APPROACH, WHICH ALSO HAS SOME PROMISE OF
"SPREADING THE HEAT AND REDUCING THE TEMPERATURE;" INVOLVES DETERMIN-
ING MEDIAN MINIMUM AND MAXIMUM SALARIES OF PRINCIPALS IN NEIGHBORING
DISTRICTS. A SCHEDULE OF SIX STEPS MAY THEN BE PREPAREﬁ.

CONSUMER INDEX APPROACH

FINALLY, THERE 1S THE POSSIBILITY OF MODIFYING THE SALARY

SCHEDULE ON THE BASIS OF THE CONSUMER PRICE INDEX AT SIX-MONTH INTER-
VALS OR AT OTHER APPROPRIATE TIMES.

8
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IN THE InNDIANAPOLIS PuBLIC SCHOOLS THE TEACHERS ARE REPRE-
SENTED BY THE INDIANAPOLIS EDucATION AssocTAaTION, A NATIONAL EDuca-
TION AssoCIATION-INDIANA STATE TEACHERS ASSOCIATION ORIENTED ORGANI-
7ATION, AND ENGAGE IN FORMAL NEGOTIATIONS. THOSE CERTIFICATED EM-
PLOYEES WHO ARE EXCLUDED BY THE AGREEMENT WITH THE TEACHERS UNION
HAVE FORMED AN ORGANIZATION CALLED THE INDIANAPOLIS ASSOCIATION OF
ADMINISTRATORS, SUPERVISORS, AND CONSULTANTS, INCORPGRATED. ALTHOUGH
THIS ORGANIZATION DOES NOT ENGAGE IN A FORMAL NEGOTIATIONS PROCEDURE
WITH THE ScHooL COMMISSIONERS, IT DOES CARRY ON INFORMAL DISCUSSIONS
WITH BOARD REPRESENTATIVES AND A SALARY RESOLUTION IS ADOPTED FOLLOW-

ING SUCH DISCUSSIONS.

SOME OF THE COMPLEXITIES OF THE EMPLOYER-EMPLOYEE RELATION-
SHIPS FOR MIDDLE ADMINISTRATORS CAN BE SEEN IN THE INDIANAPOLIS As-
SOCIATION OF ADMINISTRATORS, SUPERVISORS, AND CONSULTANTS, INCORPO-
RATED. FIRST OF ALL, THE SOME FIVE HUNDRED EMPLOYEES WHO ARE ELIGIBLE
FOR MEMBERSHIP HAVE A WIDE DISTRIBUTION OF RESPONSIBILITIES AND
FUNCTIONS IN THE INDIANAPOLIS PuBLIC ScHooLs. INCLUDED IN THE EL-
IGIBLE MEMBERSHIP ARE HIGH SCHOOL DEPARTMENT HEADS, HIGH SCHOOL DEANS,
HIGH SCHOOL ASSISTANT DEANS, ATHLETIC DIRECTORS, DIRECTORS OF GUID-
ANCE, EVENING SCHOOL DIRECTORS, ELEMENTARY SCHOOL COORDINATORS, PER-
SONNEL COORDINATORS, CONSULTANTS, SUPERVISORS, DIRECTORS OF IN-
STRUCTION, ELEMENTARY SCHOOL ASSISTANT PRINCIPALS, ELEMENTARY
SCHOOL PRINCIPALS, HIGH SCHOOL VICE-PRINCIPALS, HIGH SCHOOL PRIN-
CIPALS, AND ADMINISTRATIVE ASSISTANTS.
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You WILL NOTE THAT IN MANY CASES THE EMPLOYEE AND THAT
PERSON’S SUPERVISORS ARE BOTH INCLUDED IN THE MEMBERSHIP. THERE
JS ALSO A WIDE RANGE OF INTERESTS ON THE PART OF THE VARIOUS
GROUPS. ALL OF WHICH CREATES SOME PROBLEMS, SINCE WHAT MAY BE
A GOOD SITUATION FOR ONE GROUP MAY NOT BE GOOD FOR ANOTHER OR WHAT .
MAY BE AN ACCEPTABLE WORKING CONDITION FOR A SUPERVISOR MAY NOT |
BE NEARLY AS ACCEPTABLE FOR THE ONE SUPERVISED.

ONE ALTERNATIVE WOULD BE TO CREATE SMALL HOMOGENEOUS
GROUPS WHICH WOULD THEN CARRY ON WHATEVER KIND OF DISCUSSION DEEMED
PROPER AND APPROPRIATE WITH THE BOARD’S REPRESENTATIVES RELATING |
TO SALARY AND WAGE RELATED BENEFITS. HOWEVER, THIS BECOMES |
RAPIDLY REDUNDANT DUE TO THE NUMBER OF GROUPS INVOLVED.

_ THE FINAL ALTERNATIVE AND THE ONE THAT SEEMS TO ME TO BE
THE MOST PROFESSIONAL WOULD BE TO MAINTAIN THE OVERALL UMBRELLA

ORGANIZATION WHOSE FUNCTION WOULD BE THAT OF A WATCH GUARD UNTIL
SOME ACTION SEEMED NECESSARY. THERE CAN BE LITTLE TO GAIN IN ANY
'GIVEN SITUATION BEYOND THAT ACHIEVED BY THE NEGOTIATION PROCESS OF
THE TEACHERS’ UNION. WHAT BETTER SITUATION THEN THAN THAT IN WHICH
THOSE IN VARIOUS LEVELS OF THE MANAGEMENT TEAM TAKE THE POSITION
THAT WHATEVER SALARY AND WAGE RELATED FRINGE BENEFITS ARE ACHIEVED
BY THE MAJOR BARGAINING UNIT IN THE SCHOOL SYSTEM SHOULD BE ALSO
GRANTED TO ADMINISTRATORS? ANY KIND OF A PROCESS THAT WOULD HAVE
ANY LIKELIHOOD OF ACHIEVING MORE (AND THIS IS QUITE UNLIKELY) IS

HARDLY WORTH THE EFFORT.
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I wouLD LIKE TO SUGGEST THAT THE DESIRE TO PLUNGE INTO A
COMPLETE MODIFICATION OF AN EXISTING ADMINISTRATIVE SALARY SCHEDULE
SHOULD BE SCRUTINIZED CAREFULLY AND BELAYED UNTIL IT HAS BEEN
CLEARLY ESTABLISHED THAT INEQUITIES ARE IN FACT PRESENT. Any
CHANGES FINALLY PRODUCED MEAN THAT SOME GROUP OF ADMINISTRATORS
RECEIVES A LESSER INCREASE IN SALARY THAN ANOTHER GROUP. THE FINAL .
RESULT OF WHICH IS A DISGRUNTLED GROUP WHO WILL BE PRONE TO POINT
OUT THE NOW EXISTING INEQUITIES IN THE NEW SCHEDULE.

You MIGHT ALSO WISH TO LOOK TO THE RECENTLY CREATED JEFFERSON
COUNTY ScHoOOLS SYSTEM FOR GUIDANCE IN DEALING WITH THE PROBLEMS OF
ADMINISTRATIVE SALARY SCHEDULES. THIS SYSTEM WAS CREATED BY THE
COURT OUT OF THE LouIsVILLE, KENTUCKY SYSTEM AND ITS SURROUNDING
DISTRICTS. AS A RESULT THE NEW SCHOOL DISTRICT NOW HAS TWO HUNDRED
EIGHTY-FIVE CENTRAL OFFICE PERSONNEL BEARING SUCH TITLES AS DEPUTY
SUPERINTENDENT, STAFF SPECIALISTS, DIRECTORS, ASSISTANT DIRECTORS,
SUPERVISORS, CONSULTANTS, AND COORDINATORS. BEAR IN MIND, IF YOU
WILL, THAT THIS STAFF WAS RETAINED FROM ALL OF THOSE SCHOOL CORPO-

RATIONS THAT EXISTED LAST YEAR AND NOW MAKE UP THE JEFFERSON COUNTY

ScHooLs DisTrRicT. CERTAINLY, THIS DISTRICT HAS THE PROBLEM OF DE-

RIVING ONE SALARY SCHEDULE OUT OF MANY WITHOUT ADDING TO ITS ALREADY
'MONUMENTAL ADMINISTRATIVE PROBLEMS. PERHAPS A WORKABLE SOLUTION IN

THIS SITUATION WOULD BE APPLICABLE TO OTHER SCHOOL DISTRICTS.

WHATEVER MAY BE SAID ABOUT ADMINISTRATORS' SALARY SCHEDULES,
IT IS SAFE TO SAY THAT THE PROBLEMS INVOLVED IN CREATING WORKABLE
ONES IN TODAY'S COMPLEX SOCIETY ARE FAR DIFFERENT FROM THOSE FACED
BY A SCHOOL SUPERINTENDENT IN DEALING WITH-HIS TEACHERS' SALARY
PROBLEMS IN 1872, HE SIMPLY DECREED THAT:

11
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o | "THE TEACHER WHO PERFORMS HIS LABORS FAITHFULLY AND

g WITHOUT FAULT FOR FIVE YEARS WILL BE GIVEN AN INCREASE
OF TWENTY-FIVE CENTS PER WEEK IN HIS PAY, PROVIDING
THE BoARD oF EDUCATION APPROVES.”

. WRK/Rk - 1/8/76 19
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