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A. BACKGROUND

 The current administrator compensation is…
- Based on teachers’ salary schedules & teaching
experience

- No credit given for “administrative” experience
- Responsibility factor applied after the fact
- Benefits candidates with “teaching” experience [rather
than those with “administrative” experience]

- Ongoing concerns by administrators
- Concerns also expressed by a group of administrators
on behalf of all administrators



B. STRUCTURAL FLAWS

 The current administrator compensation has the 
following structural flaws:

- Lack of clarity

- Concerns expressed by administrators

- No credit given for “administrative” experience

- Direct link to teacher salary schedule

- Favors/rewards teaching experience for initial
determination of base salary

- Problematic for internal financial/payroll systems



C. PROFILE – ADMINISTRATOR
PAY IN PEORIA

 
Peoria’s current administrator salary profile by grade level is as follows: 

 
Grade Level   Lowest         Highest  
Pre-K    $  77,246.17       N/A 
Primary (Gr. K-4)   $  60,829.34  $106,250.19 
Middle (Gr. 5-8)   $  65,654.70  $102,527.01 
High (Gr. 9-12)   $107,100.00  $110,060.13 
Prim-Middle Combo (Gr. K-8) $  77,131.85  $107,100.00 
Other (Alt-Ed/SPED)  $  69,282.40  $119,052.91 



D. CONTRAST – ADMINISTRATOR
PAY WITH TEACHER PAY

As part of the administrator compensation review, the salary of administrators 
and teachers were compared with noteworthy results as follow:  
 

• A total of 233 or 22% of teachers earn higher than the lowest paid primary school 
principal ($60,829.34). 
 

• A total of 144 or 13.6% of teachers earn higher than the lowest paid middle school 
principal ($65,654.70). 
 

• A total of 39 or 3.7% of teachers earn higher than the lowest paid Primary-Middle 
Combo principal ($77,131.85). 
 

• A total of 104 or 9.8% of teachers earn higher than the lowest paid Alt-Ed/SPED 
principal (69,282.40). 
 

• Pre-K admin pay is a singleton at ($77,246.17); no frame of reference for comparison. 
 



E. THE DENMAN STUDY

 Peoria and 6 other districts studied; Peoria is at the bottom for 
administrator pay

 “…this could pose challenges in recruiting the best candidates for 
upcoming building administrator vacancies.” (Denman, 2016)

 Review salaries “…yearly for possible adjustments as suggested 
by the cost of living, economic conditions, and the job market.” 
(Denman, 2016)



E. THE DENMAN STUDY (Cont’d)
Peoria’s administrator salaries compared with six other districts in Illinois

Elementary School Principal
  # District Average Salary

1 Bloomington $113,011
2 Springfield $106,992
3 Rockford $103,205
4 Champaign $101,274
5 Normal $92,548
6 Decatur $89,445
7 Peoria $73,295

Elementary Assistant Principal
  # District Average Salary

1 Bloomington NA
2 Decatur NA
3 Springfield $80,267
4 Rockford $79,801
5 Champaign $68,000
6 Normal $65,087
7 Peoria $63,580



E. THE DENMAN STUDY (Cont’d)
Peoria’s administrator salaries compared with six other districts in Illinois

Middle School/Junior High School Principal
  # District Average Salary

1 Springfield $116,557
2 Bloomington $115,649
3 Rockford $107,576
4 Normal $102,301
5 Champaign $97,621
6 Decatur $94,921
7 Peoria $87,778

Middle School/Junior High Assistant Principal
  # District Average Salary

1 Springfield $107,991
2 Bloomington $91,131
3 Normal $87,465
4 Champaign $80,621
5 Rockford $77,726
6 Decatur $68,645
7 Peoria $55,732



E. THE DENMAN STUDY (Cont’d)
Peoria’s administrator salaries compared with six other districts in Illinois

High School Principal
  # District Average Salary

1 Champaign $139,629
2 Bloomington $135,283
3 Springfield $130,590
4 Rockford $129,847
5 Normal $120,159
6 Decatur $112,547
7 Peoria $105,000

High School Assistant Principal
  # District Average Salary

1 Springfield $112,887
2 Rockford $98,804
3 Bloomington $95,803
4 Normal $86,797
5 Champaign $82,081
6 Decatur $81,567
7 Peoria $72,751



F. IMPLICATIONS OF THE
DENMAN STUDY

 One of the most obvious implications of the Denman study is that 
being at the bottom of peer districts in the region makes Peoria 
less attractive (even unattractive) to candidates.

 It is expected that the salary increase as well as the proposed 
modification of administrator compensation structure are steps in 
the right direction.



G. ALTERNATIVES/OPTIONS

 The following alternatives/options have been 
considered to improve or replace the current 
system:

- OPTION 1 – Status Quo

- OPTION 2 – A Self-contained 15-lane administrator
salary schedule

- OPTION 3 – Placement by salary range



G. ALTERNATIVES/OPTIONS
Option 1 – Status Quo

 Features…
- Based on teachers’ salary schedules & teaching
experience

- Makes the teachers’ union a surrogate bargaining unit
representative for administrators

- Responsibility factor applied after the fact
- Advantage for candidates with several years of
teaching experience



G. ALTERNATIVES/OPTIONS
Option 1 – Status Quo (Cont’d)

 The structural flaws…
- Lack of clarity of process/complaints by administrators
- Direct link to teacher salary schedule is problematic
- Favors and/or rewards teaching experience for initial
determination of base salary

- Concerns & complaints by administrators
- Concerns also expressed by a group of administrators
on behalf of other administrators

- Problematic for internal financial/payroll systems



G. ALTERNATIVES/OPTIONS
Option 2 – A 15-Lane Schedule

 A 15-lane administrator schedule, demarcated by categories (i.e. 
primary principals, middle principals, high school principals, 
middle APs, high school APs, Coordinators).

 Administrators would top out at the 15th lane and then grow either 
by annual increases, bonuses, or any combination as MAY be 
determined and/or made a part of this new admin salary structure.

 Differentiates compensation by level of responsibility (Primary, 
Middle, High, Alt-Ed/SPED).



G. ALTERNATIVES/OPTIONS
Option 2 – A 15-Lane Schedule (Cont’d)

 The salary difference between categories is established at 10% 
between levels for elementary, middle, and high, except for the Alt-
Ed/SPED category which is traditionally modeled after the middle 
school structure; this is because Alt-Ed/SPED does not fit neatly 
into primary or high school mode, and so is deemed to be in the 
middle.  (Note: There should however be some amount of 
management discretion when it comes to the Alt-Ed/SPED salary 
placement).

 The amount of money between lanes/steps in the proposed 
structure is uniform.  (Note: This could be modified in the future 
based on district need and/or the financial health of the District).



G. ALTERNATIVES/OPTIONS
Option 2 – A 15-Lane Schedule (Cont’d)

 There is flexibility in placing candidates on the proposed schedule.  
In placing a person on the salary schedule, a decision is made to 
give credit for desired experience up to 5 years or as may be 
determined by Superintendent/designee.

 The salary schedule can be modified through a Board-
Superintendent granted salary increase or by expanding the 
steps/lanes.  The schedule can also be shrunk as a cost-cutting 
measure –although this rarely happens.  If or when this happens 
there is invariably a “grandfathering” of employees who were 
already on the schedule so that they do not suffer a reduction in 
pay.



G. ALTERNATIVES/OPTIONS
Option 2 – A 15-Lane Schedule (Cont’d)

 This option also has a provision for how employees would “top 
out” of the schedule, and this would be done, usually, through 
such things as annual one-time, non-compounding pay increase, 
flat bonuses, etc.

 Salary schedule format should be such that employees can find 
their salary amount easily on a schedule by following the 
placement guidelines; that is what this Option 2 aims to 
accomplish.



G. ALTERNATIVES/OPTIONS
Option 3 – Salary Range

 A separate administrator salary scale that has salary ranges:
1. Beginning point
2. Midpoint point
3. Maximum point

 Salary rates for new hires are determined individually on the basis 
of each person’s job-related qualifications with high degree of 
latitude in assigning a salary amount to candidates.



H. RECOMMENDATIONS -
Compensation Structure

 1.  Decouple “administrator pay” from “teacher pay” process by 
adopting a 15-lane administrator salary schedule.  First, determine 
where the current salary of administrators fall on the schedule, and 
then place them on the new schedule without a financial loss and 
progression on the schedule can then continue from that point 
forward in their various categories.

 2. Implement a 15-lane Administrator salary schedule which is 
designed with both “parity” and “equity” with other groups of 
employees in mind, as well as to remove the disincentive for 
teacher candidates who are aspiring to go into administration.



H. RECOMMENDATIONS -
Compensation Structure (Cont’d)

 3. The difference in salary amounts between “lanes” can average 
as high as 3% to 5% across the columns.  But the proposed 
schedule contains a 2% lane difference is recommended out of 
sheer fiscal prudence on the part of the Administration.”

 4. All new administrators will be placed on the salary schedule 
based on the number of verifiable public school administrative
experience; 5 years of experience is typical although the 
Administration (i.e. Superintendent or designee) would have the 
discretion to credit more experience as may be warranted by hard-
to-staff assignment or other special circumstances.  But, once 
placed, the employee progresses normally through the lanes until 
he/she tops out.



H. RECOMMENDATIONS -
Compensation Structure (Cont’d)

 5. Educational credit advancement would no longer be applicable 
given the intentional enhancement that is built into the [NEW] 15-
lane schedule.  However, a doctoral stipend of $1,000 [or higher] is 
typical and has been recommended for inclusion in the proposed 
structure.

 6. Grant increases as the organization deems appropriate and/or 
may be affordable on a year-by-year basis.  Such increases, if 
granted, must be incorporated into the structure of the salary 
schedule either by increasing the percent in the cells, or movement 
or both.  It should be noted that movement on the lanes is NOT 
automatic; the Superintendent and Board of Education would need 
to make that determination on an annual basis.  This means that 
employees can be on an entirely different “lane number” from their 
“years of service.”.



H. RECOMMENDATIONS -
Compensation Structure (Cont’d)

 7. Grant administrators who “top out” of the salary schedule a 
modest stipend (or bonus) in any year that the rest of the 
employees are scheduled to receive and increase –at 
BOE/Superintendent discretion.  There could also be a decision not 
to do so in any given year.



The End!

Questions?
____________________________________________

Dr. Sharon Desmoulin-Kherat
Superintendent of Schools

&
Dr. Alexander U. Ikejiaku

Associate Superintendent for Human Resources
______________________

Thank you!
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