DIFFERENTIATED PAY – QUESTIONS AND ANSWERS
The following two proposals are not acceptable for Differentiated Pay

1. Experience or longevity added to the salary schedule that everyone      

is eligible for.

2. Additional pay for additional work. (Even though these are good 
ideas for keeping teachers, they are not differentiated pay).

· Can an across the board or periodic increase in the salary schedule be our plan for Differential pay?

No, the differentiated pay plan will be separate from the salary schedule.

· What if any system received little above raise amount or no 2.0 funds?

If a system received little or no funds above the raise dollars we will ask them to develop a plan and submit it for approval.  However, we cannot ask it to be funded if we haven’t provided funds.  The system may choose to fund the program with other funds (BEP local, federal funds).
· What if the teacher association and the LEA have not reached an agreement by the deadline?
You would submit your plan on schedule and amend it when the negations are complete.  This would be the same procedure you currently use for your raises and budget.

· Who can receive differentiated pay?

Teachers, the department will use the standard definition traditionally used in 

 (49-5-501.10)

· How do you document need if you do not have any vacancies and where there are no high priority or high poverty schools?
A system may not have any vacancies in hard to staff positions.  The system may still identify their positions for future vacancies.  These are the general accepted hard to fill areas:  math, chemistry, physics, foreign language, special education, ELL.  You may have others according to your location and curriculum.  Vocational subjects may be one you have difficulty completing with salaries in the market.  List them all and use them as you need them.

· Does differentiated pay plan have to be expended during FY 08-09?
No, monies should be budgeted in the 2008-09 budget.

· What is the deadline for our plan to be submitted?

Prior to the beginning of the 2008-09 school year.    If it is not received by this time, we will use the same deadlines as the budget before withholding funds.
· Can you use differentiated pay for teacher attendance?
Yes, In areas you have identified as hard to staff positions, not all positions.
· If you provide a loan forgiveness, etc, can you create a contract to tie that teacher to your system for an extended amount of time?
Yes
· Would guidance counselors or speech teachers be a qualified position to be consider as hard to staff?

Yes, if that is identified in your plan.
· Is there a percentage of BEP 2.0 funds that is required to be allocated for this Plan? minimum/maximum
No.
· Is this plan included in the TCSPP or is it separate?

Separate at this time.

· Our system’s current pay scale is near the bottom in every category.  Any money we have available should go to increase our overall salaries.  What are your recommendations for a system in this situation?
System should attract teachers from both the basic salary schedule and a differentiated pay plan.  The legislators have heard for years we cannot retain if teachers in the shortage areas, if we back down from this opportunity we will certainly hear in the future that our concerns were exaggerated.

· What are the possibilities in change of the law itself?

The law may change.

· If we wanted to include tuition as an incentive, could it be hundreds of dollars, not thousands?  (one class per year, for example)  How do we handle this?
Yes, to pay off loan; tuition could be as needed.  Both should be for hard to fill positions.
· If we’re using BEP 2.0 state funds, would it be supplanting to use federal funds for that purpose?

Due to state requirement, you would need to use state funds.  It supplanting if you only use federal dollars. 
· We provide a $4000 supplement for National Board Certified Teachers and a tuition reimbursement of teachers who are participating in master or higher degrees.  Will this count and our “retaining effective teacher category?

Supplement for National Board Certified will definitely count.  The other is typically addressed in the regular salary schedule.  If the addressed degree is for certification in a hard to fill position then reimbursement for tuition and a supplement may be in your plan.
· You mentioned tuition reimbursement for high need areas; will a tuition reimbursement plan meet the guidelines?
Yes, for the high need areas.

· If a system spends $300,000 on this plan, how do we convince TEA that this money did not come at any expense of a competitive base salary?

Good one, typically the 2.0 funds are for new programs and experience.  Typically, the salary schedule raises are for regular state raise and local.  The new law requires a Differentiated Pay Plan; it does not require the 2.0 funds to be used for a basic raise.
· We have a salary schedule that incorporates years experience beyond 20 years and across degrees.  Will this also work under “retaining effect teachers”?
No, the regular salary schedule and anything committed to it will not count.

· Do we negotiate the plan or just he amount of the bonus?

Both should be in your plan.
· If you reserve funds for use based on student performance and some teachers do not meet the requirement for that money, can you carry that over to the next year’s performance plan?

Yes.
· We are required to have a plan, but are we required to fund it in our 2008-09 budget?

Yes, if you received sufficient 2.0 funds in 2007-08 or 2008-09.
· Can you give incentives to keep good experiences teachers from retiring?

Yes, In areas you have identified as hard to staff positions, not all positions.
· If we give a pay supplement to attract a foreign language teacher, does the supplement have to continue year to year?

It could be either – signing bonus or a permanent supplement.

· Can you offer a retention supplement to a teacher who is teaching in an area that you have no applicants for but on that particular year you do not need to hire anyone for that area?  (example:  You have no foreign language applicants, but you do not need a foreign language teacher as long as your current foreign language teacher does not leave)

Yes, if you identify the subject as a hard to staff position and foreign language is one you can.

· All of the sources for funds to pay for this are already being spent on important issues as identified in our SIPs and TCSPP.  Without significant infusion of dollars we will simply be shuffling monies form one pocket book to another.
This part is required.

· Our local association has never negotiated with the board of education.  Do we have to negotiate this plan?

Only if you negotiate currently.
· If you add a supplement is there a property right?
No, as long as it is a supplement and not added to the salary schedule.
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