
 

LEXINGTON--391 

2017-18 Differentiated Pay Plan 
Differentiate

d Element 
Description 

Eligibility Criteria Compensation Type 
and Size 

Reach Estimated Cost 

 Describe how the district will 
differentiate for this element. 
 

What is the eligibility criteria for 
receiving the award (such as 
minimum attendance or 
evaluation score)? 

Will the compensation be 
given as a bonus or a 
base pay increase?   
How much will qualifying 
teachers receive? 

Eligibility:  How many 
teachers are eligible for 
this type of compensation?   
 

How much does the 
district estimate it 
will pay out for this 
differentiated pay 
element? 
 

Hard-to-Staff 
(School, 
Subject, or 
Placement) 

     

 

Performance Starting in 2015-16 current 
teachers had the option to 
choose one of two base pay 
determination tracks: (1) the 
salary schedule that uses 
evaluation to determine base 
pay changes track (STRIVE) or 
(2) a revised step and level 
salary schedule based on 
years of experience and 
education. A teacher may out 
opt of STRIVE at the end of 
any school year. In order to 
move from step and level to 
STRIVE, a teacher must have 
scored at least a 4 on their 

Tested teachers 

Non-tested teachers 

Portfolio teachers 

Level of Overall 
Effectiveness (LOE) 

Individual TVAAS or 
Portfolio Growth Score 

School level TVAAS 

District Level TVAAS 

Teachers who choose 
STRIVE: Teachers who 
receive a Summative 
Evaluation Score of 3 
will receive a base 
pay increase of 1%. 
Teachers with a score 
<3 will not receive a 
base pay increase. 
Base salary increases 
range from 1% -3%, & 
increase 
incrementally as an 
educator’s 
Summative 
Evaluation score 
improve beyond the 

25 $15,000 



 
Educator Effectiveness Score 
for three consecutive years. 

Teachers new to LCSS are 
placed on the 2016-17 step 
and level salary schedule. In 
order to move from step and 
level to STRIVE, a teacher 
must have scored at least a 4 
on their Educator 
Effectiveness Score for three 
consecutive years. 

The Performance Bonus 
component is tied to 
individual, team, school, and 
district TVAAS measures.  All 
district and school certified 
staff are eligible for the 
Bonus component if eligibility 
criteria is met.  To be eligible, 
a score of 3 or more on the 
TIGER summative evaluation 
must be attained, a 95% 
instructional day attendance 
rate must be met, and 
employment date must be 
within the first 20 calendar 
days of the first day of school.  
The Bonus award varies by 
participation groups and 
levels of performance.  Bonus 
awards range from $100 - 
$1900. 

level 3. Base pay 
increases could range 
from approximately 
$375 to $1693. 

Please see attached 
document "2027-
2018 Lexington City 
Bonus Qualifiers" for 
the amount of 
compensation per 
performance criteria. 

 



 

  
 *Education and experience are not differentiated pay elements and do not count toward the mandated criteria.
 

Additional 
Instructional 
Roles or 
Responsibilit
ies  

Teacher Leaders will be 
compensated for mentoring 
new teachers and supporting 
other teachers with specific 
needs.  Teacher Leaders will 
be Level 4 or 5 teachers who 
must apply, be interviewed, 
and submit a writing sample.  
They will be assigned a grade 
span of teachers or a subject 
area (ELA and math) to 
support.  Teacher Leaders 
will collaborate with the 
Director of Teaching & 
Learning, academic coaches, 
and principals on the specific 
needs of teachers. 

Level of Overall 
Effectiveness (LOE) 

Individual TVAAS 

Certified in content/grade 
area 

 

Teacher Leaders will 
be paid $2,000 
annually for their 
duties. 

3 $6,000  

 

Education* Compensation for advanced 
degree will follow the step 
and level track only. 

    

Other      










