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Information in this presentation may be updated 
prior to the December 14 Board meeting.



Outstanding Educators - Compensation Plan
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Session Topics

October 26
(Study Session)

Overview and Historical Context
Understanding Tradeoffs

October 26
(Regular Meeting)

Current State and Work in Progress

December 14
(Regular meeting)

Preliminary Recommendations 
Employee Communication and Engagement



Outcomes

4

• Grounding the Work
• Non-Licensed Employee Compensation Update
• Licensed Employee Compensation Update and Draft Models
• Funding Sources and Initial Cost Estimates
• Considerations, Total Compensation and Trade Offs
• Employee Communication and Engagement
• Timeline 
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 Grounding the Work
● Board End Statement: Outstanding Educators and Staff

○ II-A: Quality educators and staff have been recruited, developed, supported, 
retained and celebrated

○ II-E: Educators and staff are valued and given multiple opportunities for their 
voices to be heard

● Employee Compensation Values and Resolution 12-13-2018
● Resolution Regarding Transitioning to a New Employee Compensation System  03-10-2020
● Authorizing One-time Employee Stipend And Reactivating The Resolution Transitioning To a New 

Employee Compensation System 9-28-21
● Benefits Values Resolution 12-13-2018 

https://www.dcsdk12.org/common/pages/DisplayFile.aspx?itemId=10830744
https://www.dcsdk12.org/common/pages/DisplayFile.aspx?itemId=11744216
https://www.dcsdk12.org/common/pages/DisplayFile.aspx?itemId=13818062
https://www.dcsdk12.org/common/pages/DisplayFile.aspx?itemId=13818062
https://www.dcsdk12.org/common/pages/DisplayFile.aspx?itemId=10685862


Strategic Plan Theme 3: Positive 
and Supportive Culture

Initiative 1a: Define and develop 
agreed upon core values, behaviors, 
and collective commitments.
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Grounding the Work

Strategic Plan Theme 6: Recruitment, 
Retention and Development of High 
Quality Employees  

Initiative 1a: Develop and recommend a 
predictable compensation schedule for all 
employee groups that acknowledges 
experience/longevity, knowledge, and 
performance. In addition, it should be easily 
comparable to neighboring school districts, 
and progressively move toward a regionally 
competitive pay for all employees.



Historical Context

2017-2018

● Ceased Pay for Performance 
for CITE/LEAD employees

● Tiered increases for 
non-licensed employees

● Created more consistency in 
salary setting criteria

● Formation of Employee 
Council as feedback 
mechanism

  

2018-2019

● Bond and MLO passed
● Strategic Plan 
● BOE compensation resolution
● Pay freeze adjustments & 

tiered increases 
● Stakeholder engagement 
● Collection/analysis of 

employee hiring data
● Sample licensed structures
● Ceased Pay for Performance

  

2019-2021

● Worldwide pandemic
● Significant impact to state 

and local budgets
● PERA contribution increases 

to employer and employees
● Pay cuts, position cuts, and 

furlough days
● Restoration of furlough days, 

increase of ranges, market 
analysis, pay increases.  

  

2012-2016

  

● Market based pay
● Move to Salary Bands
● Move to Salary Ranges
● Salary setting based on 

variety of factors
● Pay for Performance

Compensation practices in DCSD have shifted significantly over time based on a variety of factors including 
available funding. No one could have predicted the COVID-19 pandemic, impact to revenue, availability of 

relief funding or the economic rebound. 

7



Considerations, Total Compensation 
and Trade Offs
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Compensation Considerations
Total Compensation 

Total Compensation - base pay, PERA contributions, benefits (medical, dental, vision, sick 
leave, general leave, other leave, disability insurance (short and long term), wellness 
offerings, crisis resources, employee assistance program, additional pays (schedule B), 
athletics and activities pay (schedule A), overtime, COLA increases, annual pay increases, 
tuition reimbursement, paid holidays, paid vacation/time off, educational advancement 
recognition, years’ experience recognition...

Total 
Compensation
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Sustainability Retentio
n

Rectifying Pay Gaps

Recruitm
entProject 

Priorities

Major Priority
*starting with Licensed

Major Priority

Major Priority



Non-Licensed Compensation Project Update
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Non-Licensed Employees Project Update
Classified, Admin and Pro Tech Employees

• Increased minimum pay ranges for all job types
• Job description review and revision
• Metro Area market analysis  

– Organization of data 
– Range review of all job types utilizing market analysis data

• Analysis of placement of employees within each position’s revised range
– Identify those who need adjustment
– Determine cost

• Share revisions and process with non-licensed employees
– Phase 1 - Further range adjustments (Implementation goal: 2022-23 SY)
– Phase 2 - Employee data and individual employee adjustments where 

applicable
– Phase 3 - Cyclical market analysis and evaluation of all positions including 

adjustments to minimum wage
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Licensed Compensation Project Update
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Multiple Layers of Feedback

When the Resolution was passed in December 2018, multiple feedback channels were created in 
order to provide ample input into the pay schedule(s) being developed including: 

● Employee Council- Twice monthly work sessions (SY 2019)
○ Examined metro area district salary structures
○ Conducted market study analysis (via consultant) 
○ Licensed salary structure building 
○ Utilization of feedback information against sample schedules

● Licensed employee survey administered by Greenway 
● Licensed input sessions (multiple per region)
● District committee input sessions
● Principal input sessions
● Superintendent outreach meetings by region
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 Feedback Themes
● Opportunity for educational advancement via college credits 
● Recognition of longevity 
● Recognition of hard to fill positions 
● Greater increases for certain years of experience in order to retain employees (ex - 5 

years) 
● No consideration of other salary structures 
● Simplicity and transparency (ease of understanding)
● Predictability
● Consideration of District professional development credit
● Annual Cost of Living increases
● Longer lanes in BA ranges (from initial drafts presented in 2020)

Based on the culmination of information from our ample feedback opportunities, market 
analysis, former draft examples and Board Resolutions draft licensed schedules were 

created.
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Feedback Met (from Board Resolutions, 
District committees and staff)

✅ Rectifies pay gaps

✅ Hard to hire & Specialist categories

✅ Transparent

✅ Predictable

✅ More competitive 

✅ Recognition of education & experience

Future considerations

Longevity recognition

Recognition of District professional development

Sustainability

Remaining competitive in the market in the future

Future consistent funding

Closer to competitiveness

Annual COLA applied to base
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Considerations- Licensed Schedule



Licensed Categories Based on Candidate Pool
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Hard to Hire
American Sign Language

ESL/ELL
Foreign Languages
Literacy Specialist
Math Secondary
Moderate Needs

Science Secondary
Social Worker

All CTE positions

    Specialist/Extremely HTH
Audiologist

Autism Specialist
Behavior Specialist

Center-Based (SED/Autism)
Center-Based (Severe/Affective Needs)

Deaf and Hard of Hearing (DHH)
Early Childhood Special Ed (ECSE)

Occupational Therapist
Psychologist

Speech Lang Pathologist
Student Support Program

Visual Impairment

*All other positions not listed will be part of the General Educator Schedule.  Please note: Hard to Hire and 
Specialist (extremely hard to hire) categories will be reviewed on an annual basis.

Remain on Unique Ranges 
Based on Work Calendar

Dean
Professional Learning Specialist

Nurse



Licensed Salary Schedule Framework
3 Schedules - all structurally the same, but with different starting salaries

9 Lanes (BA, BA+15, BA+30, MA, MA+15, MA+30, MA+45, MA+60, PHD/EDS)

Maximum of 25 steps (varying by lane)

Overall range ($43,680 - $114,999)

Higher percentage steps in years 5 - 10

7 years of non-DCSD licensed years of service given for placement on schedule

Employees who are “under cell” to be brought to cell designation - Given full amount to be brought to cell in SY 
22-23

Employees who are “above cell” for their credentials - Will remain at their “above cell” designation.  Increases 
will be applied in one-time pay (COLA) until schedule catches up or employee earns matching credentials.
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DRAFT - Licensed General Educator Schedule 
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DRAFT: Subject to Change
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Licensed General Schedule Implementation Statistics

Count of 
Licensed 
Employees

Percent of 
Licensed 
Employees

Compensation Impact

Over Cell 
(One-Time Stipend)

633 31% Min = $8
Avg = $7,222
Max = $32,072
15% of staff over cell by $1,000-$8,000

Under Cell 
(Placed on Schedule)

1,435 69% Min = $10
Avg = $4,049
Max = $26,951
49% of staff schedule placement increase 
between $1,000-$8,000

Under Cell Example: Elementary teacher with 23 years and MA is currently at $66,668.  Brought to cell would be $72,300.
Over Cell Example: Elementary teacher with 24 years and MA+30 is currently $90,578. Cell set to $79,801.
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DRAFT - Licensed Hard to Hire Educator Schedule
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DRAFT: Subject to Change
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Licensed Hard to Hire Schedule Implementation Statistics
Count of 
Licensed 
Employees

Percent of 
Licensed 
Employees

Compensation Impact

Over Cell 
(One-Time Stipend)

203 23% Min = $56
Avg = $5,344
Max = $19,443
14% of staff over cell by $1,000-$8,000

Under Cell 
(Placed on Schedule)

701 77% Min = $35
Avg = $6,097
Max = $28,476
39% of staff schedule placement increase 
between $1,000-$8,000

Under Cell Example: Science teacher with 29 years and MA+15 is currently at $81,915.  Brought to cell would be $83,749.
Over Cell Example: Literacy specialist with 35 years and MA+60 is currently $102,687. Cell set to $97,116.
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Licensed Specialist (Extremely Hard to Hire) Educator Schedule DRAFT
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DRAFT: Subject to Change
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Licensed Specialist/EHTH Schedule Implementation Statistics

Count of 
Licensed 
Employees

Percent of 
Licensed 
Employees

Compensation Impact

Over Cell 
(One-Time Stipend)

76 16% Min = $116
Avg = $5,098
Max = $25,641
11% of staff over cell by $1,000-$8,000

Under Cell 
(Placed on Schedule)

404 84% Min = $9
Avg = $9,394
Max = $34,723
29% of staff schedule placement increase 
between $1,000-$8,000

Under Cell Example: SPED severe needs teacher with 16 years and MA is currently at $69,365.  Brought to cell would be $82,208.
Over Cell Example: Behavior specialist with 33 years and MA+45 is currently $107,512. Cell set to $103,187.
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Neighboring Comparisons

DCSD- General DCSD- HTH DCSD- Spec *DPS LPS CCSD Jeffco

BA Step 1 $43,680 $48,160 $53,760 $47,291 $41,683 $42,844 $43,724

MA Step 10 $59,311 $65,394 $72,998 $67,404 $63,291 $70,319 $67,018

  MA + 15 Step 1 $49,640 $54,731 $61,095 $54,765 $47,979 $49,995 $48,628

Max Cell $93,437 $103,020 $114,999 $102,851 $111,922 $99,400 $93,417

*DPS offers a $2000 stipend for hard to hire positions in addition to base salary
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Early Separation Incentives

Early Separation Considerations
• Eligibility rules and post-separation guidelines

– Available to licensed employees
● Minimum 20 years of service with DCSD

– Once the employee has separated, the District will have no further 
obligation to the employee. In particular, the District will have no obligation 
to consider the employee for re-employment.

• Incentive amount 
– 5% of base salary
– Short term cost
– Long term savings
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Funding Sources and Initial 
Cost Estimates
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Total Compensation Plan Cost Estimate

● New Licensed and Non-Licensed Compensation planned for 7/1/22 implementation
● Staff not placed on schedule (over cell) will receive one time stipend equivalent to COLA
● Multi-year cost estimates assume no turnover (step and COLA unless maxed in lane for 

licensed, COLA only for non-licensed)
● No COLA in year 1 (2022-2023)
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Estimated Available Funding Sources

Dedicated ongoing 
funding source 
necessary to 

implement step 
increases and COLA 
beginning in year 3 

(2024-2025)
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Summary of Funding Sources and Cost Estimates
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Absent other budgetary changes to schools and departments or a dedicated funding source, 
DCSD will not be able to afford steps or COLA after 2023-2024 and pay would be frozen



Financial Considerations
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Budget Driver Assumptions 2020-21 Assumptions 2021-22

Enrollment

Per Pupil Revenue $7,850 $8,607

Enrollment District: 62,979
Charter: 15,085
Non-Charter: 47,894

District: 64,289
Charter: 15,696
Non-Charter: 48,593

Funded Pupil Count District: 63,539
Charter: 14,840
Non-Charter: 48,699

District: 63,466
Charter: 15,502
Non-Charter: 47,964

Compensation

Benefits Premiums Premium increases on all Kaiser and 
Cigna/Allegiance plans

$0 increase to employee portion

Compensation Pool 2 furlough days all staff, 5 furlough days 
directors and above

4% equivalent base pay increase or 
one-time payment plus additional 
adjustments for staff below new minimum

PERA 0.5% increase to employer rate; 1.25% 
increase to employee rate

0% increase to employer rate; 0.5% 
increase to employee rate



Comparative MLO Funding
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$39,000 

DCSD starting 
salary increased 
from $39,000 to 
$43,680 in 
2021-2022



Employee Communication and Engagement 
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Employee Communication and Engagement Plan

● Consistent messaging - Recorded slide 
deck for all sites to utilize

● Cross representation of constituents - 
Employee Council, DLT, Principal Groups, 
Building Sites, District/BOE Committees

● Dates -  Starting in December through the 
end of January

● Aligned feedback process - Brief 
questionnaire facilitated by leader of the 
group provided back to the District

● Transparent - Results reported out at 
future BOE meeting

Engagement Opportunity

1. What are the positives of this new 
system?

2. What else do you want us to know?

From the information received through this 
process, an FAQ will be created and 
distributed to all employees.
 
This information will be reviewed along with former input, 
funding, and INSERT to make final determinations on a 
recommended schedule per the BOE Compensation 
Resolutions for potential implementation SY 2022-23.

 

37



Wrap Up
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● (December 14) BOE Presentation- Compensation Updates

● (October - May) Continued analysis of over 600 non-licensed job descriptions, ranges/grades and recommended 
adjustments for SY 22-23

● (December-January) Results of the Lockton Benefits engagement survey

● (December-January) Educate, communicate and provide clarity to and with employee groups through engagement 
opportunities.  

● (December-February) Review licensed salary schedule draft(s) and other non-licensed schedule adjustments. 

● (March-April) Finalize SY 22-23 Salary and Benefits proposal

● (May) Benefits Open Enrollment for SY 22-23

● (Spring) BOE approval of new licensed compensation structure and adjustments to non-licensed pay ranges

● (May-June) Employment renewals, Licensed contracts and compensation statements for SY 22-23 in   Workday for 
review and acceptance

● (June) Final approval of budget for SY 22-23
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Timeline for Remainder of School Year


