
Atlanta Public Schools 
Board of Education Budget Commission 

and 
Budget and Finance Advisory Committee

February 28, 2019, 6 p.m.



Agenda

• Purpose of BFAC and Budget Commission

• Preliminary Conversation on Compensation 

Strategy

• FY2020 Preliminary Expenditure Update

• Legislative Update

• Preliminary Draft of FY2020 Budget Primer
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Goals
• To provide an opportunity for the members of the BFAC and 

Budget Commission to discuss the FY2020 budget 

development process jointly

• To review the preliminary draft of the FY2020 Budget Primer 

and align on a recommendation for presentation at the March 

4 Board Meeting

• To begin FY2020 compensation strategy discussions for final 

presentation at the Budget Commission Meeting March 21

• To provide the Board an ongoing update of the legislative 

session and potential financial impacts
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Purpose of BFAC and 
Budget Commission
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BFAC - Purpose
The Superintendent established the Budget and 
Finance Advisory Committee (BFAC) to provide 
guidance and counsel on matters of budget and 
finance. The BFAC meets regularly with the Executive 
Director of Budget, the Chief Financial Officer, and/or 
other members of the APS senior leadership team as 
specific topics arise, and work alongside staff and 
others to provide input on tools and methodologies on 
how to best improve the district's budgeting process.

There is a need for a broad base of representation on 
BFAC across all areas of the district. Input by those 
closest to the day-to-day work is always valued and 
always wanted.
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BFAC Members- Parent and 
Community

• Allison Amoroso  - HS (Grady)

• Shamica Crawford – ES 
(Carver)

• Luke Denny – HS (Grady)

• Tammy Dixon – ES, MS, HS 
(South Atlanta)

• Kathryn Edgecombe – ES, MS 
(North Atlanta) 

• Felicia Josey – HS (Mays)

• Marshall Norseng – MS 
(Grady)

• Mark Rebillot – MS 

(Washington)

• Nicole Riggins – ES, MS 
(Washington)

• Caren Solomon – ES 
(Douglass)

• Lori Standberry – ES, MS 
(Carver, North Atlanta)

• Tony Terry – ES, MS, HS 
(Douglass)

• Cecily Welch – ES(North 
Atlanta)
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BFAC - Members
• School Staff

• Tony Jones – MS (Mays)

• Joseph Salley – ES (Therrell)

• Mia Thompson – HS (North Atlanta)

• Rosalyn Triplett – MS (Washington)

• District Staff

• Olufemi Aina – IT

• Diane Jacobi - Engagement

• Herb Joseph – Facilities

• Jennifer Lang – HR

• Travis Norvell – Engagement

• Tammie Workman – Schools & Learning
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BFAC – Previous Agendas

• 10/18/18 – Introductory Meeting of Committee 
Members, Review of Previous Budget Commission 
Meetings

• 11/8/18 – Reviewed Student Success Funding – Saw 
how allotments are arrived at and how changes 
impact schools

• 1/10/19 – BFAC worked with sample school 
templates and offered feedback on the planning 
tools 

• Note:  BFAC meetings moved up to the second Thursday of the month, one week ahead of Budget 
Commission 8



Budget Commission - Purpose
• The Atlanta Board of Education exercises its governing authority and sets the 

priorities of the district through the annual budget development process. 
The Budget Commission is a standing committee of the Board entrusted with 
working with the Administration to ensure that the development and 
adoption of the annual budget is aligned with the Board’s priorities for the 
district.

• The Budget Commission works with the Administration to prepare and 
recommend to the full Board: aggregate levels of revenue and spending 
expected to occur in a given fiscal year; sums sufficient to provide for debt 
service and any other appropriations required by law; and adjustments to 
anticipated revenue and expenses in the event the income of the school 
system is increased or decreased, all in support and promotion of the 
priorities of the district.

• The Commission is composed of at least three Board members appointed by 
the Board Chair to a two year term. The Chair of the Budget Commission is 
appointed by the Board Chair. 
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Budget Commission – Previous Agendas

• 9/20/18 – Timeline, Challenges for FY2020, Resource 
and Expenditure Parameters

• 10/18/18 – Finalize FY2020 Parameters, Review recent 
digest issues, Update on Tax Anticipation Notes (TANs)

• 11/15/18 – Review mandatory expenses, proposed 
changes to Student Success Funding (SSF); review 
revenue assumptions; TAN Update

• 1/31/19 – Visit by Fulton County Tax Commissioner, 
Governor’s State of the State, FY2020 Preliminary 
Revenue Review, FY2020 Budget Development Process
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Preliminary Compensation 
Strategy Discussion
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Compensation Strategy 
Discussion Agenda

• Background

• Timeline

• Teacher Compensation Scenarios for FY20

• Discussion

• Next Steps
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Background
As presented to the Board in the May 2018 Talent Strategy update, 
compensation is a key component of initiatives to retain top performers and 
develop future leaders. 
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Background
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As presented to Budget Commission in March 2018, the primary goals of APS’ 
compensation strategy are to increase employee compensation with the market and 
decrease the turnover of highly qualified employees. 



Background
The district invested $36 million in pay parity and strategic compensation priorities over 
the last 4 years. The equivalent of a 3% increase ($12 million) is the starting point each 
year for the compensation strategy, with the final investment amount being determined at 
the end of the budget planning cycle.
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*From March 2018 
Budget Commission 
meeting.

*

The 2015 Compensation Study called for $12m in FY18 to complete recommendations. 
When the full investment wasn’t made, the remaining pay parity issues rolled into FY19.



Background
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The FY19 budget included $11.6m of investments for the compensation strategy. All employees 
on a step received a base pay increase and all employees off-step received a one-time payment. 
Hourly employees received their first pay increase in 5+ years. The investments were in 3 
categories shown below: teacher pay, pathway development, and pay parity.

From March 2018 Budget Commission meeting.



Background

Bus Drivers
HVAC 

Technicians

School Nurse 
LPN’s

Hourly Positions

Principals & 
Associate 

Superintendents
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The specific employee groups that received adjustments beyond the across-the-
board pay increase in FY19 are shown below. These adjustments were made for 
market competitiveness, pay parity or to address career pathway progression issues. 
These were the groups that were prioritized in FY19, but it does not mean that there 
weren’t other groups that needed to be addressed.



Timeline
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By FY19, the district completed the investments needed to fully implement the 
compensation study pay parity recommendations and began the transition to a 
strategic compensation program. With strategic compensation, the 
compensation department undertakes the following activities each year in 
preparation to make recommendations to the Board and administration during 
the budget cycle:  

• analyze the market for competitiveness, inflation and living wage, 

• consider compensation strategies that improve recruitment and retention issues, 

• assess legislative and external factors that may affect compensation,

• consider position reclassification requests, and

• review specific employee groups on a rotating schedule. 

Therefore, the timeline for the FY20 compensation strategy is as follows:

Fe
b

ru
ar

y

Review teacher 
compensation 
strategies with 
budget 
commission

Still lacking clarity 
from state 
legislature on 
proposed revenue 
associated with 
compensation 

M
ar

ch

Review non-
teacher 
compensation 
strategies with 
budget 
commission

Should have more 
details on revenue 
increases from the 
state for teacher 
compensation

M
ay

Board’s tentative 
adoption of FY20 
compensation 
strategies 

Ju
n

e

Board’s final 
adoption of FY20 
compensation 
strategies



Teacher Compensation Scenarios

Supt. & 
Senior 

Cabinet

•February 2019

Proposed 
Legislation

•February 2019

Retention 
Data 

Analysis

•January 2019

National 
Research

•November 2018 -
January 2019

Principal 
Surveys

•December 2018

Teacher 
Focus 

Groups

•November & 
December 2018
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• The vast majority of compensation cost in the district is for teachers; 
therefore, it is necessary to discuss potential teacher compensation 
strategies and understand legislative impacts early in the budget planning 
process.

• The district engaged Education Resource Strategies (ERS) to assist with the 
development of the teacher compensation recommendations for FY20. This 
is the same firm that assisted with developing the Student Success Funding 
(SSF) model for FY19.

• In preparation for the February Budget Commission meeting, the 
compensation department received the following input regarding teacher 
compensation:



The presented scenarios for FY20 teacher compensation are based 
upon the themes that emerged as the greatest needs:
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Teacher Compensation Scenarios

Increase base pay for all teachers

Differentiate pay for the best teachers

Address teacher retention issues at years 3-6

Address gap with the metro area districts at years 6-13

Address retention issues at high needs schools and certification 
areas (Math, Science, Special Ed.) 



Scenarios
(Each scenario is outlined on the following slides by number)

Cost 
(with TRS)

1. Increase Bachelor’s and Master’s teacher pay scales in years 3-6
(Results in an increase in years 7-27)

$9m

2. Give everyone on teacher pay scale* a step increase $3.6m

3. Increase teacher career pathway stipends $500k

4. Continue investments in special education certification preparation 
program and referral incentives  
(Future investments in needed grow-your-own special ed teacher 
programs will require shifting hourly special ed para staffing model to full 
time staffing model)
*included in talent management strategy budget, so not included in total

$160k*

5. Undertake study of retention & hiring stipends for high needs schools and 
subject areas

$0

6. Additional pay scale adjustments to ensure that each person on the scale* 
would receive a minimum $3,000 increase in their step raise

$1m

Total cost of potential investments for FY20
(Without TRS & benefits, would be $11.5m)

$14.1m
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Teacher Compensation Scenarios
To address the identified needs while keeping budget constraints in mind, the following are 
potential teacher compensation investments for FY20: 

*Teacher pay scale includes: Teachers, Media Specialists, IB Specialists, Signature Program Specialists



1.) Increase Bachelor’s and Master’s teacher pay scales in years 3-6 
6.) Additional pay scale adjustments to ensure that each person would receive a minimum 

$3,000 increase in their step raise

Teacher Compensation Scenarios
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Proposed FY20 pay 
scale is purple 
dotted line “Hybrid 
$3k raise plus 
Early/Mid Focus”

Not increasing steps 
3-6 of the teacher 
pay scale will leave 
a gap between APS 
(yellow line) and 
metro districts 

Not providing the 
“$3,000 per 
teacher” increase 
will bury APS (green 
line) further into 
the metro area 
market

Metro districts are 
modeled based 
upon increasing 
$3,000 per step



• This would ensure that employees on the Specialist 
and Doctorate degree pay scales receive a pay 
increase.

• This would avoid having to “freeze” teachers on their 
current step, which requires “rolling” the steps back 
and creating a new step 28.

• Even with the step increase and the potential pay 
scale adjustments (#1 and #6), APS would still need 
to hold required salary hearings. Because of the 
increase to the state pay scale, we would be reducing 
our local share.
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Teacher Compensation Scenarios

2.) Give everyone on teacher pay scale* a step increase

*Teacher pay scale includes: Teachers, Media Specialists, IB Specialists, Signature Program Specialists



• Targets retention of 
effective and highly 
effective teachers 
through increased 
roles and 
responsibilities rather 
than experience 
alone

• Supports distributed 
leadership model to 
increase support 
available to novice 
and struggling 
teachers

• Currently, stipends 
represent 4-6% of a 
teacher’s salary. 
Stipends need to be 
at least 15% of salary 
to be meaningful. 
Strategy is to increase 
slightly each year 
towards goal.
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Teacher Compensation Scenarios

3.) Increase teacher career pathway stipends
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Teacher Compensation Scenarios
4.) Continue investments in special education certification 
preparation program and referral incentives 

ERS recommended that APS consider compensation strategies specific to special 
education teachers based on retention data, principal surveys of hard-to-fill areas, and 
teacher focus groups. Fortunately, the district already identified this need and began 
steps towards addressing it. Unfortunately, it is a multi-faceted, challenging issue that 
will take years to address and significant financial investment. There is a possibility of 
obtaining external funding through partnerships for all or some of these initiatives.

•Explore feasibility of 
differentiated pay 
for special 
education teachers

•Research and craft 
recommendations 
for a 
paraprofessional to 
special ed teacher 
pipeline program

October 2019 –
November 2019

•Pay out referral 
incentives

•Analyze 
effectiveness of 
initiatives compared 
to cost

•Reallocate funds 
towards most 
effective initiatives

September 2019 
– October 2019 

•Provide cost 
estimate of 
transitioning 
majority of hourly 
special ed 
paraprofessionals to 
full time status to 
reduce turnover

March 2019

•HR pilots and 
monitors: 
- certification test 
prep services for up 
to 40 special 
education teachers
- specialized 
recruitment support 
for up to 8 
candidates
- $1,000 referral 
incentives for up to 
30 APS employees 
who refer a special 
ed teacher who is 
hired

February 2019 –
August 2019

•Board approved 
$130k contract with 
PCG EdForce for 
recruitment & 
certification test 
prep services 
(funded in general 
fund talent 
management 
strategy program)

•HR set aside $30k of 
Title II funds for 
special ed teacher 
referral incentive 
program 

January 2019
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Teacher Compensation Scenarios
5.) Undertake study of retention & hiring stipends for high needs 
schools and subject areas

Similar to special education, recruitment and retention issues exist for high 
needs schools and subject areas (math & science). These issues can be 
improved through compensation, although there are other non-
compensation factors that also contribute to improvement (class size, 
leadership support, etc.)  

There are several factors that contribute to the recommendation to study 
these options more in FY20 instead of implementing them right away:

• All input groups (teachers, principals, senior cabinet) expressed a need to 
better define a “high needs” school and determine which schools would 
be eligible.

• Budget constraints for FY20 that necessitate prioritizing special education 
over math & science (also math & science already receive state 
supplements).

• Preference to wait for outcome of excellent schools framework. This 
compensation strategy could align with the schools in the lowest tier of 
the proposed ranking system.

• It is a costly proposition. To do it well would require about $8,000 per 
teacher for a total cost of $4-7m, depending on number of schools that 
qualify. 



Considerations:

• Impacts to grant budgets due to pay increases for 
teachers paid through special revenue.

• Messaging from Governor versus APS context – We 
pay much higher than state base, so statements made 
about raises made at the state level do not equate to 
the same amount of raise in APS.

• Investments made in pay scales in one year 
perpetuate into future years’ expenses.

• Increases to base salaries have proportional increases 
to percentage-based benefits, like TRS and FICA. 
Those have been factored into cost projections.

• Atlanta’s cost of living is a barrier to teachers being 
able to live in the communities they serve.
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Teacher Compensation Scenarios



Additional Considerations:

Student per Adult/Teacher Ratios

• APS has the lowest students per adult ratio (10.62 students per adult as compared to a range of 11.46 
to 14.09 students per adult) and the lowest students per teacher ratio (13.60 students per teacher as 
compared to a range of 13.87 to 16.52 students per teacher) of compared neighboring metro districts.  

• We staff all positions between 7.97% to 32.72% higher than neighboring compared districts. 
Specifically, we staff teachers between 2.03% to 21.47% higher than neighboring compared districts.

• These staffing ratios cost the district between $30.4 million and $101.4 million for all staff and 
between $6.4 million and $56.8 million for teachers (includes percentage based benefits and per 
employee state health costs).

• APS also has many part-time, temporary, or contracted employee that would also impact this analysis.

Teacher Work Days

• Our average annual salary is higher than all metro districts when holidays are included ($60,649). It is 
the second lowest (out of 8 districts) when holidays are not included ($57,346).

• APS is the only district that pays 11 holidays to teachers in addition to 191 work days, for total 
contracted days of 202. The cost of this strategy is about $9.7 million per year.

Additional Pay (Stipends, Supplement, etc.)

• Like others, our district also pays many stipends and one-time payments to our teachers for 
supplemental duties; however, there are no comparisons to other neighboring districts available for 
stipends at this time.

• For FY2019 the supplement budget for teachers exceeded $2 million.  

30Comparison data from the DOE CPI reports and average salary costs may vary based on how work days are calculated at different districts.

Teacher Compensation Scenarios
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Teacher Compensation Scenarios
For discussion of priorities:

Scenarios
(Each scenario is outlined on the following slides by number)

Cost 
(with TRS)

1. Increase Bachelor’s and Master’s teacher pay scales in years 3-6
(Results in an increase in years 7-27)

$9m

2. Give everyone on teacher pay scale* a step increase $3.6m

3. Increase teacher career pathway stipends $500k

4. Continue investments in special education certification preparation 
program and referral incentives  
(Future investments in needed grow-your-own special ed teacher 
programs will require shifting hourly special ed para staffing model to full 
time staffing model)
*included in talent management strategy budget, so not included in total

$160k*

5. Undertake study of retention & hiring stipends for high needs schools and 
subject areas

$0

6. Additional pay scale adjustments to ensure that each person on the scale* 
would receive a minimum $3,000 increase in their step raise

$1m

Total cost of potential investments for FY20
(Without TRS & benefits, would be $11.5m)

$14.1m

*Teacher pay scale includes: Teachers, Media Specialists, IB Specialists, Signature Program Specialists



Compensation Strategy Next 
Steps

Adjust teacher 
pay scale 

scenarios based 
upon today’s 

feedback

Prepare 
compensation 
scenarios for 

non-teacher pay 
scales for March 

Budget 
Commission 

meeting

Align on 
compensation 
scenarios for 

FY2020 budget

Continue to 
monitor and 

analyze impacts 
of legislative 

actions on 
revenue 

projections
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FY2020 Preliminary Expenditure 

Update



Expenditure Walk-through

Estimate Changes from FY2019 to FY2020

Restore School Holdback $4,500,000 
TRS Rate Increases $1,500,000 

City Pension 3% Annual Increase $1,600,000 
Other Benefit Increases $1,650,000 

Step Increase $6,000,000 
Other Compensation Placeholder $6,000,000 

Increases in Average Salary $2,500,000 

Textbooks $2,500,000 

Charters* $12,000,000 

Partners* $9,000,000 

School Changes ($1,500,000)

Excellent Schools Project $750,000 

Translation Services $200,000 
Total Current Estimates $46,700,000 

32

Preliminary known budget drivers.  This list is not exhaustive of all changes in 
the FY2020 budgets and figures are estimated.  Budget Managers are currently 
in the process of refining budget requests. 

*Charter and partner assumptions represent a preliminary placeholder estimate as provided by the 
budget office and have not been provided by the Office of Innovation.  They are net traditional school 
impact but not net central office administration reductions.



State Revenue Projections for 
Education Appropriations
• As of 2/27/19, the Education Appropriations Subcommittee announced 

that all state-earned certificated employees would get a $2,775 raise.

• Local administration estimates the impact on revenue as follows:
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Estimated:

Increase through QBE 
$2,775 per allocated FTE (n=3,536.45)

$9.8 million 

Minus Charter School Share -$2.5 million

Anticipated revenue for teachers salary increase $7.3 million

Actual Cost to Provide $2,775 raise to APS FTE’s
2,998 FTE’s on Teacher Pay Scale plus 22.59% TRS

$10.2 million

Net Unfunded Cost of Full Implementation of 
State’s Pay Proposal on APS’ Teacher Pay Scale*

-$2. 9 million

*Estimates do not include non-teacher pay scales (i.e. Counselor, Psychologists, Social Workers, Principals, Asst. Principals, etc.

As a reminder, Local Fair Share is expected to increase by $10-12 million!



Current Potential Gap

Local 3% increase = $17 million

State 2% increase = $4 million

New Revenue = $21 million

Estimated Expenditure Increases = $46.7 million

Current Potential Gap = $25.7 million
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Potential Gap Closure Strategies
• Least Aggressive

• Central Office scaling for increased charters and partners

• Review of redundancies within CLL and school based 
budgets

• Select more conservative compensation proposal

• Assume lapsed salary

• Cutting contingency budgets

• More Aggressive
• More aggressive cuts to Central Office

• Reducing school reserve line items

• Further reducing compensation proposal

• Pending Additional Information
• Adjust Local Revenue assumptions

• Each 1% = about $6 million 35



Legislative Update
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Legislative Update
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Number Title/Topic Category Sponsor Status Notes

HB 34

Relating to development authority directors, officers, 

compensation, adoption of bylaws, delegation of powers and 

duties, conflicts of interest and audits, so as to provide for 

taxpaying business owners to be appointed to development 

authorities; to provide for removal of directors from Finance Burnough

Referred to House 

Governmental Affairs; no 

Committee action yet

HB 68

Prohibits certain entities from being student scholarship 

organizations Finance Carson

Referred to House 

Education; no Committee 

action yet

Prohibits entities which 

operate, own or are affiliated 

with another entity providing 

school accreditation from being 

eligible to be a student 

HB 69

Relating to qualifications for the Georgia Special Needs 

Scholarship Program so as to revise the prior school year Finance Turner

Passed out of House 

Education Committee, Legislative note sent 1/31/2019

HB 130

Authorizes the Georgia Foundation for Public Education to 

establish a nonprofit corporation to qualify as a public Finance Nix

Passed out of House 

Education Committee, 

HB 170

Raises the maximum aggregate amount of tax credits for 

qualified education donations from $5 million to $15 million Finance Taylor

Referred to House Ways & 

Means; Subcommittee on 

Tax Expenditures held 

hearing on legislation, 
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Legislative Update

SB 15

Keeping Georgia's Schools Safe Act; Require public and private 

schools to have performed certain threat assessments, by 

January 1, 2021 and every four years thereafter; require every 

public and private school to prepare a school safety plan; to 

require drills upon school safety plans; increases the scope of 

school threat assessments and safety plans to include functions 

during non-instructional time along with the transportation of 

students to and from school facilities and functions; any person 

who is a citizen and resident of Georgia who serves as a school 

safety coach with any school shall be granted a homestead 

exemption from all ad valorem taxation for school purposes in 

the amount of the full value of the property; provides for 

improved information sharing between schools and homeland 

security entities, permitting these entities to curate 

individualized profiles of students; school safety plans shall be 

submitted to GaDOE after approval of such plans by local 

emergency management agencies; plans must address security 

issues in school safety zones; address security issues involving 

school functions held during noninstructional hours; address 

security issues involving the transportation of pupils to and from 

school and school functions when such transportation is 

Operations; 

Finance Albers

Referred to Public Safety 

Committee; Hearing only  

in committee 2/11/2019

Contains several 

recommendations from the 

Senate School Safety Study 

Committee; 

Questions/concerns from 

APSPD - thinks the school safety 

coach is idea and that our 

officers would be a good fit. 

Would we have to pay for this 

training? (2) Will the state 

provide funding for conducting 

the threat assessments? (3) 

Preferred the grant funding 

ratio that was used last year 

rather than having to request 

funding assistance. Georgia 

Emergency Management and 

Homeland Security Agency will 

maintain a list of private 

persons or agencies approved to 

provide threat assessments to 

SR 12

Resolution proposing an amendment to the Constitution so as to 

provide that sales tax for educational purposes may be used and 

may be expended for school security projects

Operations; 

Finance Albers

Referred to Finance 

Committee; Hearing held 

2/14/2019, no action taken



Review FY2020 
Budget Primer

39



FY2020 Budget Primer

• Executive Summary

• About Atlanta Public Schools

• About Budget Process

• Economic Context

• Expenditure Assumptions

• Expenditure History
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Primer Highlights
• FY2020 Revenue and Expenditure parameters and guiding 

principles

• Overview of APS and current year district highlights including 
strategic plan overview, operating model, and investments 
including turnaround, signature programs, etc.

• Resource Rethink including discussion of the SSF model, 
consolidation of funds,  strategies related to TADs and 
abatements, etc.

• Overview of the budget process, timeline and calendars, and 
review of current year FY2019 adopted budget

• Overview of current local, state, and federal economic context

• Discussion of known increasing mandatory costs and known 
revenue pressures
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Next Steps…

42

• March 21

• Revenue and Expenditure Recap

• Preliminary Funding Gap Analysis

• Compensation Strategy Continued



Appendix
Teacher 

Compensation

43



Compensation Strategy 
Appendix Contents
• Degree levels of APS teachers

• Cost of each potential teacher pay scale scenario for FY20

• Display of each potential bachelor’s degree (T4 certificate level) 
pay scale scenario

• Display of each potential master’s degree (T5 certificate level) pay 
scale scenario

• Display of each potential master’s degree scenario compared to 
potential increases of metro area districts

• Summary from ERS of:
• Teacher compensation strategy project overview

• Key findings for APS

• Recommendations for consideration

• Reference charts and graphs

• (ERS documents do not take into account GA state legislative 
updates) 44



Degree levels of APS teachers

As originally presented 

to Budget Commission 

in March 2018: 

• The majority of 

APS’ teachers hold 

a Masters or 

Bachelors degree

• There is little 

evidence to 

support that the 

degree level of a 

teacher directly 

impacts student 

achievement 

In FY19, the district 

began shifting away 

from new investments 

in advanced degrees

45

Source: March 2018 Budget Commission Presentation



Cost of each potential teacher pay scale 
scenario for FY20
• The Governor’s teacher pay proposal combined with recommendations from ERS to improve APS’ teacher retention and market position

result in several potential scenarios to consider for ways to invest in the teacher pay scales.

• The recommended scenario is highlighted in yellow. This is the lowest cost way to uphold the State’s messaging of “every teacher getting 

$3,000,” address retention issues in steps 3-6 and market competitiveness in steps 6-13.  

• Each recommendation is visually represented on the following three slides, by degree level. 

46Source: Atlanta Public Schools Compensation Department
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29% of APS’ 

teachers are on the 

T4 Bachelors degree 

pay scale

Source: Atlanta Public Schools Compensation Department

Recommended:



48Source: Atlanta Public Schools Compensation Department

46% of APS’ 

teachers are on the 

T5 Masters degree 

pay scale

Recommended:



49Source: Atlanta Public Schools Compensation Department

Recommended:
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Strategic Adjustments to Teacher 
Compensation: Draft Recommendations

Atlanta Public Schools
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Executive Summary
• In Atlanta today:

o APS is exiting ineffective teachers before they earn permanent status

o However, retention still lags among certain groups: early-career teachers (steps 3-6), 

teachers with science or math credentials, and teachers in high-poverty schools

o Teacher salaries are least competitive for teachers at steps 5-13 while accelerating to 

be most competitive at steps 14-24

• To strengthen strategic retention with targeted increases in teacher compensation, APS could:

o Differentiate salary increases for teachers at steps 3-6

o Create Teacher Leader pathways for effective teachers to earn more by taking on 

increased responsibility

o Create a stipend to incentivize teaching in high-poverty schools 

o Provide tuition reimbursement for obtaining a Special Education certification

• The total cost of implementing these shifts could be as high as $14.6m
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Methodology
• In conjunction with APS’ Office of Human Resources, ERS consultants:

o Conducted in-person focus groups with the Superintendent’s Teacher Advisory Committee in November and 

December, 2018

o Surveyed APS principals in November 2018

o Analyzed 3+ years of teacher retention data from APS’ ERP system and teacher performance data from TKES 

platform

o Analyzed data from ERS’ previous compensation work in school districts across the country

• With a goal of:

o Recommending a range of teacher compensation strategies to APS administration to consider for the FY20 budget 

and beyond that would support the recruitment, retention and teacher quality initiatives of the talent strategy

o Recommending non-compensation strategies to APS administration to consider for implementation in support of 

improving teacher retention

• In order to:

o Help inform the Administration’s compensation strategy recommendations to the Budget Commission in February 

and March 2019

o Help APS’ compensation department provide cost estimates associated with strategy recommendations
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Key Findings



APS faces a retention challenge at steps 3-6 and in 
certain hard-to-staff roles

18.8

14.5

22.6 24.1
20.7

14.1

29.3

12.7 14.2

22.3
18.2 18.4

Year-over-year Teacher Attrition 
2017-18 to 2018-19

Note; Top/bottom 10% is based on distribution of teachers across evaluation categories. See reference charts section for precise distribution of teacher evaluations.

Source,: ERS analysis of APS HR data and Evaluation data from SY2017-18 to SY2018-19

By Years of Experience By Performance Rating By Certification Area
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Retention of effective teachers is more challenging in high-
poverty schools, exacerbated by intra-district transfers

10.0% 12.8%
16.0% 16.2%

4.7%

7.7%

11.3% 10.9%

0%

10%

20%

30%

1 2 3 4

School-Level Attrition of Top 90% Teachers
by School Poverty Quartile

2017-18 to 2018-19

Left District Transferred within APS

Source: ERS analysis of SY2017-18 and SY2018-19 HR data – Based on teachers who changed schools or left APS after 2017-18 school year.

Would need to do more thorough analysis to determine impacts of closing/merging schools.

Lowest Poverty Highest Poverty

% of Students in 

Poverty 

(Direct Cert)
4 - 48% 58 - 73% 73 – 81% 81 – 92%

District average 

attrition of top 90% 

teachers: 12.8%
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6.1%

11.4%
12.6% 12.8%

14.9%

8.4%

4.7% 3.1%
0%

10%

20%

30%

Q1 Q2 Q3 Q4

Concentration of Teachers in Bottom and Top 10% by School 
Poverty Quartile

2017-18

Bottom 10% Top 10%

Teacher attrition and transfers concentrate the least 
effective teachers in high-poverty schools

Source: ERS analysis of SY2017-18 HR data. Direct Cert data downloaded for SY2017-18 from https://gosa.georgia.gov/downloadable-data

“Direct Certification” became an alternative measure of school poverty following changes to free and reduced lunch program in 2013-2014. https://www.atlantapublicschools.us/Page/48363

Lowest Poverty Highest Poverty
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Q# = Quartile
% = % of Students in  

Poverty 

(Direct Cert)

N = # of Schools in 

Quartile

https://gosa.georgia.gov/downloadable-data
https://www.atlantapublicschools.us/Page/48363


In recent years, APS has lost ground in compensation for 
teachers amongst metro districts and is least competitive at 
steps 5-13

$45,000

$50,000

$55,000

$60,000

$65,000

$70,000

$75,000

$80,000

$85,000

0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30

APS Teacher Salary Compared to Metro Atlanta Districts

2018-19 -- Master's Degree
Regional High & Low Band

Atlanta
Steps 0-4

4.3% above 

regional average

Steps 5-13

2.5% above regional 

average

Steps 14-24

3.9% above regional average

Steps 25-30 

2.6% above 

regional average

Sources: SY1819 salary schedules for Atlanta, Cherokee, Clayton, Cobb, DeKalb, Forsyth, Fulton, & Gwinnett. See reference charts section for detail by comparison district.
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Recommendations 



Recommended actions could cost up to 

$16.5m if fully implemented
Lever Rationale Est $M

1. Differentiated 

Salary Increase 

for early-career 

teachers

• Make APS salary more competitive at steps 3-6, where there is a spike in 

teacher attrition

• Raising the salary curve at steps 3-6 will also boost earnings for teachers at 

steps 7-10

$7.6

2. Teacher Leader 

pathways

• Target retention of effective and highly effective teachers through increased 

roles and responsibilities rather than experience alone

• Create distributed leadership model to increase support available to novice 

and struggling teachers

$2.8

3. $8000 stipend for 

effective teachers 

in high-poverty 

schools*

• Increase staffing stability at high-poverty schools given high rates of 

transfer/attrition and concentration of ineffective teachers

• Research shows these types of incentives must be large to have the desired 

impact

$5.5

4. Tuition reim-

bursement for 

Special Ed cert

• Attract qualified teachers with Special Ed certification and incentivize 

current APS teachers to add a Special Ed certification

• Potential for high return on a small investment

$0.6**

Total (not including TRS) $16.5M

* Defined as schools in the highest-poverty quartile, currently at least 81% of students identified as low-income via Direct Certification
** Assumes 40 teachers pursue certification
Sources: APS, ERS analysis
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Prioritizing retention of teachers at Steps 3-6 through 
early salary increases also boosts later earnings

1. Differentiated Increase for early-career teachers Total Cost: Up to $7.6 million
(not including TRS)

$30,000

$40,000

$50,000

$60,000

$70,000

$80,000

0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27

Impact of Early-Career Salary Raises

Current Bachelor Schedule Bachelor Schedule with Early-Career Raises

Steps 1-2 3-6 7-10 11-18 19-27

Avg Pct Salary Increase 2.2% 6.6% 8.0% 3.5% 0.6%

Expected Total $M $0.3 $1.7 $1.8 $1.6 $0.4

Cost per Teacher $1,085 $3,606 $4,427 $1,590 $500

Sources: ERS modeling based on SY2018-19 salary schedule and HR data

Steps of APS’ Teacher Pay Scale
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Creating opportunities for higher-leverage roles can 
improve retention of effective teachers

0

15,000

30,000

45,000

60,000

75,000

90,000

0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25

Role-based Salary Increases

Leadership Role III ($10,000)

Leadership Role II ($8,000)

Leadership Role I ($5,000)

Classroom Teacher role without
formal leadership responsibilities
(Bachelor's Scale)

2. Teacher Leader Pathways

Assumptions:

• 1 out of 8 teachers would be teacher leaders, enabling a reasonable support load for each teacher 

leader (an average elementary school of 40 teachers would have 5 teacher leaders)

• 50% of teacher leaders would be at Tier 1, 30% at Tier 2, and 20% at Tier 3 

• Includes an additional 1.45% for FICA taxes

Total Cost: $2.8 million
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Creating opportunities for higher-leverage roles can 
improve retention of effective teachers

Retention needs targeted through this lever:

• Highly effective teachers have the opportunity to take on meaningful leadership roles

• Effective math and science teachers have the opportunity to take on content-specific 

leadership roles

• Novice teachers receive more intensive, job-embedded support

Additional investments needed to support this lever:

• Selecting and training teacher leaders

• Potentially, additional release time for teacher leaders to observe and provide growth-

oriented feedback to colleagues

o Time could come from shared collaboration time, concurrent individual planning time 

or additional release time

o Additional release time could be created via targeted increases in class size and/or 

teaching time for non-lead teachers

o A release time strategy (25% for teacher leaders) that relies entirely on hiring new 

teaching staff would require 96 new teacher FTE at a cost of $7.5 million

2. Teacher Leader Pathways (cont’d) Total Cost: $2.8 million
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High-needs school stipends and tuition reimbursement for Special 
Ed. certification can increase retention in hard-to-staff assignments

3. & 4. High-Poverty Schools & Special Ed. Certification

• Teachers new to APS or current APS 

teachers who add a Special Ed certification 

would receive $15,000 per teacher** 

• 40 new teachers each year would qualify for 

the benefit

Total Cost: $600,000

• $8,000 annual stipend for effective teachers 

who teach in a high-needs school

• 90% of teachers are rated at least effective

• Stipends are targeted to 25% of schools

• Includes an additional 1.45% for FICA taxes

Assumptions:

• Estimates of additional compensation needed 

to attract excellent teachers to hard-to-staff 

schools range between 15% and 50% of 

base salary

• Targeting only the top poverty quartile of 

schools may be insufficient, given similar 

attrition levels between quartiles 3 and 4

Additional Considerations:

• Assumes cost of certification is a significant 

barrier to APS ability to hire qualified Special 

Education teachers. Before investing in this 

lever, it is worth testing this assumption 

further

3. Incentive for 

high-needs 

schools*

4. Reimburse  

Special Ed cert

* How “high-needs” schools are defined would increase or decrease cost estimate. This cost is based on top poverty quartile, where there are currently 15 schools.

** Based on cost of Special Ed certification program at local universities. 

Total Cost: $5.5 million
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Several non-compensation investments can also 
have a positive impact on teacher retention

1. Invest in opportunities for connected professional learning

o Ensure teachers have access to rigorous, comprehensive curricula & assessments, including 

lesson plans, sample texts, and student project ideas

o Enable schools to schedule time for content-focused collaboration, for at least 90 minutes per 

week to analyze student work and adapt curricula for student and teacher needs

o Create structures for teachers to receive frequent, growth-oriented feedback at least once every 

two weeks

2. Invest in shelter and development opportunities for novice teachers*

o Reduce teaching load and/or lesson planning responsibilities

o Provide novices with weekly cycles of observation, feedback, and coaching from instructional experts

o Protect weekly time for novices to observe a mentor teacher model excellent teaching

3. Invest in working conditions, particularly at high-needs schools*

o Reduce class sizes/teacher loads

o Increase social emotional support for students

4. Invest in leadership development for school leaders*

* Investment priorities also named by teachers in the Advisory Committee 64



Reference Charts & Graphs



Overview of process

• Teacher Advisory Committee (about 40 – 50 in attendance)

oSession 1, November 2018 – Prioritized individual compensation 

levers

oSession 2, December 2018 – Considered pros/cons of different 

compensation “packages”

• Principal Survey

o ~ 58% of APS principals responded (N = 38)
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More than half of teacher advisory chose to invest in increased 
Teacher Leader stipends or an Across-the-Board raise

36%

36%

43%

50%

64%

71%

Increase starting salary

Class size reduction in high needs schools

Match employee contributions to 403(b)

Longevity Stipend

Across-the-Board Increase (either option)

Create Teacher Leader stipend for content-based
roles (either option)

Percent of Groups

Source: ERS focus group with Teacher Advisory, November 2018
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Groups that prioritized Teacher Leader Stipends were able 
to invest more points in other strategies in their activity

70%

22%

50% 44%40%

11%

40%

11%

Teacher Leader Stipend and: Across-the-Board and:

Percent of groups that chose the following combinations

Longevity Stipend 403b Match

Increase Starting Salary Class Size Reduction

Source: ERS focus group with Teacher Advisory, November 2018
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Teachers’ indicated a strong preference for investments that feel 
“fair” to everyone, but also valued investments that target effective 
teachers

Packages Considered by Group Pros Cons

A) Across-the-Board

• Give all teachers a 5% raise

• Feels fair. Everyone gets the same 

amount

• Rewards ineffective teachers

• Could be costly for the district

B) Target $ to High Need Areas

• Create a $6,000 stipend for effective 

teachers with a math, science, or 

special Ed credential

• Give all teachers a 4% raise

• Attracts and retains teachers in 

hard to staff areas 

• Everyone gets something

Considerations: 

• 3-year min commitment to APS

• Doesn’t feel fair to teachers 

in other content areas who 

work just as hard

C) Roles and Responsibilities
• Create multiple tiers of teacher 

leadership roles that enable effective 

teachers to earn an additional $5,000 -

$10,000 for increased responsibility

• Give teachers in years 0-12 a 2% raise

• Attracts and retains high achieving 

teachers

Considerations:

• Standardized selection criteria that 

incorporate student growth data

• 2% raise is not sufficient

D) Prioritize Early/Mid-Career Raises

• Give teachers in years 6-12 an 

additional 3% raise

• Give all teachers a 2% raise

• Provides a retention incentive • Won’t feel fair to teachers 

who have been in APS 13+ 

years

Source: ERS focus group with Teacher Advisory, December 2018 69



1 2 3 4 5 6 7

Tuition Assistance for Special Ed cert

Match Employee Contributions to 403b

Stipend for Hard-to-Staff Cert

Increase Teacher Leader Stipends

Increase Base Salary

How should APS prioritize the following to improve your ability to 
attract and retain effective teachers at your school?

Elementary (25)

Middle & High (13)

Principals prioritized a base salary increase, though elementary 
and secondary principals differed on other priorities

Source: ERS Survey of APS Principals, December 2018
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1 1.5 2 2.5 3

Concentrate those dollars for early career
teachers

Concentrate those dollars for teachers in
years 6-12

Spread those dollars equally across all
teachers

How should a base salary increase for teachers be structured?

All Respondents

Principals expressed interest in structuring a salary 
increase as an across-the-board raise

Source: ERS Survey of APS Principals, December 2018
71

Weighted Average of Respondents’ Rankings 

(1-3, with 3 being the highest)

N = 38



Principals indicated that it is difficult to retain early 
and mid-career teachers

37%

26%

3%

Early Career (Years 0-5) Mid-Career (Years 6-12) Veteran Teachers (Years
13+)
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“It is moderately or extremely difficult to retain teachers at the 
following points in their careers”

All Respondents (38)

Source: ERS Survey of APS Principals, December 2018
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Middle and high school principals also indicated a challenge in 
retaining teachers with specialized certifications

40%

12%

69%

38%

Special Ed Cert Math/Science Cert
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“It is moderately or extremely difficult to retain teachers 
with the following certifications”

Elementary (25) Middle & High (13)

Source: ERS Survey of APS Principals, December 2018
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Differentiating teachers by bottom and top 10% rather than TKES 
“level” can enable APS to more meaningfully identify the least and 
most effective teachers

0%

5%

10%

15%

20%

25%

30%

35%

40%

45%

7 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30

Distribution of Teacher Evaluation Scores 
SY17-18

Level II

3.2% of all Teachers

Level III

93% of all Teachers

Level IV

3.8% of all Teachers

Bottom 10.3%

Middle 80.2%

Top 9.6%

Source: ERS analysis of teacher evaluation data; TKES definitions can be found at http://www.gadoe.org/School-Improvement/Teacher-and-

Leader-Effectiveness/Pages/Teacher-Keys-Effectiveness-System.aspx
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Teachers leave Atlanta at higher rates 
compared to other districts in ERS’ database

18%

6%
9% 9%

14% 14% 14%
18%

23%

8%

14% 15%
13%

26% 26%

Cross-District Teacher Force Attrition

Sources: ERS analysis and comparison database

All Teachers Novices (Years/Steps 0 - 2)

APS has closed several schools and made a deliberate effort over the past two years to exit low-

performing teachers before they are granted tenure, which accounts for a higher novice attrition rates 

than comparative districts

*Novice teacher attrition data was unavailable for Denver 75
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FY19 Metro Atlanta Teacher Salaries  -- Master's Degree

 Atlanta
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Forsyth
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Gwinnett

In recent years, APS has lost ground in compensation for 
teachers amongst metro districts and is least competitive 
at steps 6-13

76

A
nn

ua
l S

al
ar

y

Steps of Teacher Pay Scale (Equal to Years of Experience)



Attrition is higher for effective teachers with 
science or math credentials

16%

14%
12%

0%

5%

10%

15%

20%

Science or Math Special Ed Not Hard-to-Staff

Attrition of Effective Teachers, by Certification Area
SY17-18 to SY18-19

Source: ERS Analysis – Based on teachers who left APS after 17-18 School Year
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Compensation levers to deprioritize

Lever Rationale Estimated Cost

Across-the-board 

raise

• Base salary is generally competitive with 

surrounding districts

• Overall retention is high, and similar to 

comparison districts

• Cost will continue increasing over time

$11.8 million for a 5% 

increase ($3,200 per 

teacher)

Differentiated salary 

increases for novice 

teachers

• Salary at steps 0-2 is higher than 

surrounding districts

• Teachers at steps 0-2 who leave APS are 

more likely to leave the profession than 

more experienced teachers who leave APS

$10.9 million to raise step 

increases from 1.6% at 

steps 0-31-4 to 4.5% and 

flatten later increases

Eliminate lane pay 

(e.g. pay scales for 

Masters, Specialist, 

Doctorate)

• Teachers expressed strong negative 

opinions towards this option 

Eliminating future 

placements on Specialist 

and Doctorate scale would 

save $5.5m over time
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