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The Avon, Connecticut, Taxpayers Association asked the Yankee Institute to conduct a
comparative analysis of compensation levels for Avon public sector employees. Specifically, the
Avon Taxpayers were interested in how compensation for unionized teachers compared to
comparable positions in private institutions, particularly given the current economic recession.

An association member advised that the 2009/2010 budget provided for an increase in teacher
salaries by 1.5% across the board and suggested this increase is well above the national average
and out of sync with professional counterparts. Association president Florence Stahl stated,
“Here we are in the worst economic mess we have ever seen yet our public sector employees are
still getting wage rises... and our taxes are paying for it.”

A review of Avon Town Budget papers by Yankee revealed a .51% increase in the 2009/10 town
budget, primarily to support an increase in employee benefits. The mill rate tax has been
increased by around 1.65% to cover this." While modest, many taxpayers believe that the current
economic environment called for a decrease in expenditures rather than an increase.

Using data from Business and Legal Reports” as the bench mark for professional and executive
base compensation levels, Yankee analyzed compensation data across six employment categories
and compared the outcome against Avon High School teacher base salaries. On every level of
comparison, base level compensation paid to Avon High School teachers was well above
any of their comparable professional counterparts, in some cases nearly 90% above. This
does not take into account the extensive benefits provided to public sector education employees.
A limited review of public records for other Avon public schools, and for public schools in
neighboring towns of Farmington, Canton, and Simsbury indicates that a similar detailed review
of these records is warranted.

CMT/CAPT Test Result - Proof of Teacher Performance z Fact or Fiction

Connecticut Mastery Test (CMT) results and Connecticut Academic Performance Test (CAPT)
results for Avon public schools in the past few years including 2008/2009 could be considered
sufficient justification to warrant high compensation paid to Avon public school teachers.
Anecdotally, many local residents appear to believe this to be so. Arguments for the high
compensation levels are often based on the quality and more highly motivated teacher that this
level of compensation attracts. Some residents uphold this view by drawing a direct correlation
between teacher compensation and therefore teacher quality, and the very competitive CMT and
CAPT outcomes purported to flow from this. This position is supported by town administrators
and local education administrators and is used as an emotional tool at budget time to either seek
support for, or to justify, compensation levels paid to Avon Public Sector teachers. The author
attended one such emotionally charged public hearing on the 2009/10 budget conducted in May.

Avon public schools have a solid history of “first rate” outcomes in CMT and CAPT tests, so, on
the surface, the position taken by education administrators and Avon residents may seem
justified. However, what is missing in the discussion is the motivation of the parents who choose

! Avon Budget Papers May 2009
* Business and Legal Reports.Com
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to live in the Avon area. It is a well known truth that many parents strive to relocate to Avon, or
at least towns close by whose education outcomes are on a par with Avon, on the basis of the
perceived quality education provided by the public schools in the area. Could it be then, that
the motivation of the parents is the primary driver of quality education outcomes and that
the teachers themselves enjoy the benefit of this? And even if this view is only partially
correct, and teachers do play the greater role frequently credited to them, are the residents of
Avon getting value for the additional compensation paid to Avon teachers?

The question of measuring teacher performance to determine levels of compensation and/or
promotion/advancement evokes vexed responses among education professionals. It is a complex
matter requiring careful consideration and informed debate to ensure the many factors outside
the control of individual teachers are considered. Notwithstanding this, it is reasonable for
residents of a community to question levels of compensation paid to their employees where
it is clearly apparent that compensation paid is inconsistent with similarly qualified
professionals. Does compensation paid to employees represent value for the money?

Comparative Analysis Methodology

The analysis conducted by Yankee focuses on compensation data sourced for six demographics
that are representative of the compensation levels and qualification levels for Avon High School
teachers. The analysis focused on base compensation only. The key demographics are:

e National high school teachers (mean at level®)

e Hartford Region high school teachers (mean at level)

e National similar professional and executive industry groups within compensation range
(mean at level)

e State of Connecticut similar professional and executive industry groups in compensation
range (mean at level)

e National education groups within compensation range (mean at level)

e Hartford Region similar professional and executive industry groups within compensation
range (maximum)

Two data sets were developed as part of the analysis and are included with this report. Both sets
use the same methodology; however, the set used to produce the graphs at Appendix 1 utilize
mean compensation level data for the six employer demographics mentioned earlier. Standard
deviation rules for data analysis have also been applied to this data. The second set made
comparisons against the maximum salaries “at level” in each demographic and did not include
application of standard deviations. To ensure balance in the presentation of analysis outcomes
graphs from both data sets are presented in this report. To ensure the integrity of data matches, a
single source for compensation level was used.

? Levels comparison set from BLR.Com Compensation Tables
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Data Fields and Smoothing

To evaluate salaries, this analysis categorized Avon teacher positions based on the BLR
compensation level provided for high school teachers. As part of the “smoothing” process one
standard deviation was applied to all data. Fig 1 below is a snap shot from the comparative
analysis spreadsheet with an explanation of the data fields and what they represent. The source
of the data for the demographics used in the comparative analysis is constant and therefore the
spreadsheet developed for the analysis can be utilized as a tool for any school or organization to
do their own comparative analysis.

F47 ~ia I | =D47-'BLR National Ave Teachers'!5C546

60,000

Columns C,D,E ColumnF  Column G  ColumnsHtoJ Columns K to M
Represents some of the ~ Demographic Demographic Demographic data for Demographic Data for similar
93 Avon High School data for high  data for high  similar professional and professional and executive
positions used in the school school executive employees employees within Connecticut.
analysis. Data is teachers teachers nationally. Column H The same comparisons are
compared to salaries nationally. nationally. shows the actual BLR level = made as mentioned in Columns
and BLR levels in the (No BLR (No BLR the salary in Column D HtoJ.
six demographics used  grade grade represents. Column I and J
in the analysis. comparisons  comparisons  show the BLR level and

are made.) are made.) compensation level

variation relative to
nationally assigned BLR
level and compensation
data for a high school
teacher within each of the
demographics analyzed.

Fig 1

Analysis Outcome

Utilizing mean compensation data from the six demographics and Avon High School teacher
positions, analysis revealed that compensation levels at Avon High School fall well outside the
ranges presented in the data for the six demographics used in the comparative analysis. At
almost every level of analysis Avon High School teachers are being compensated at a level
far above their professional counterparts in the private sector and in other public sector
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schools. Generally, this was also the case utilizing the maximum salary level, however; the
variations in compensation variations were less dramatic.

Four graphs from each data set are presented to demonstrate the significance of these variations
and also the difference in compensation variation using the mean and maximum compensation
levels. All graphs show the $ value difference in compensation between the Avon High School
position and “at level” positions across all six demographics. The secondary Y axis shows as a
percentage how far above the comparison demographic Avon High School teacher compensation
levels are.

The graphs fairly represent the view presented in this report although the second data set graphs
show a less dramatic variation scale. Each shows that the compensation levels at Avon High
School are generally higher than their professional counterparts. Again the graphs utilizing the
max compensation data are less dramatic. In some instances at the lower wage scale the Avon
compensation levels fall marginally below some of their counterparts but the numbers are
minimal to the point of having no impact on the analysis outcomes.

Graph Analysis

Fig 2, which represents a comparison of the Avon principal’s compensation across all
demographics, is most stark. Compared to peers in the education sector nationally, the principal
is paid 101% above the mean compensation range. Similarities are apparent across all
demographics. On average the principal’s base compensation exceeds the average mean
compensation level by 72% or $55,261.

Fig2
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MEAN Compensation Levels
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When compared to the maximum “at level” compensation paid to professionals (Fig 3) the
picture is not quite so stark. However, the principal still receives a base salary that is 50% more

on average when compared to educators. Across all demographics the average variation is plus
43% or $39,043.

Fig 3
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MAXIMUM Compensation Comparison
Avon HS Principal
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Comparison of compensation levels for teachers at Avon High School against their professional
counterparts in other demographics (Fig 4) still presented significant compensation variations,
although not in the same range evident in the principal’s graph. Compared to education
professionals nationwide, Avon High School teacher compensation is 55% higher, although this
reduced to only 15% compared to counterparts in the Hartford region. Overall the average

variation in compensation paid based on the average compensation level across all demographics
is 34.5% or $19,564.
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Fig 4
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Comparisons made at the maximum compensation levels for Avon High School teachers against
their professional counterparts (Fig 5) still represent a significant compensation variation. For the
demographic covering education nationwide, the analysis indicates that 42% of Avon High
School teachers exceed the maximum by around 45%. Across all demographics the average
variation is 27.5% or $18,843. In Hartford, East Hartford, and West Hartford, the maximum
compensation paid to 10% of high school teachers is $6,000 above the compensation paid to
their Avon counterparts. Of significance though, is that 64% of Avon High School teachers are
compensated at a rate equivalent to or above the top 25% of compensation paid to teachers in
Hartford, East Hartford, and West Hartford.

Page 8




Fig 5
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As a final example of the reality of the compensation variations shown in the preceding graphs
all compensation data used to complete the comparative analysis has been averaged. The
resultant compensation variations (Fig 6), although not as steep as those represented in individual
position comparisons, confirm the trends identified in the individual position analysis. This graph
is only provided to show that on every level of analysis, even when applying an average to all
data, the Avon High School teacher is compensated at a rate that is still outside any other “at
level” position. Even when using maximum pay rates applicable to only 10% of the work force
demographics used in the analysis, Avon High School teachers compensation is plus 12.25% or
$8,950 above counterparts.
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MAXIMUM Comparisons Using Average Data Across All Sectors
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Comparative Analysis z The Stark Realit y!

The comparative analysis confirms that there is a significant gap between Avon High School
teachers’ compensation and compensation of similarly qualified professionals in both public
sector schools and the private sector. The series of graphs presented in this document provide a
picture of the stark reality of the compensation gap. What the analysis does not reveal is, on what
basis and on what performance measure or productivity outcome is the compensation level
justified? This is clearly a question for the residents of Avon and the local education
administrators. It is also relevant to other residents who wish to challenge whether their public
sector employees are providing them value for money outcomes that represent good use of
resources and which are sustainable in the current economic climate. Administrators should be
held to account on compensation levels and be required to document and clearly present to their
employers (the residents) analysis that justifies the compensation level paid. And just maybe

fi Do i n gnthinkalge: Qealing BacktheUni on Contractso might be

* Yankee Institue — The coming Showdown with Public Labor, Pg 7 — Lewis M. Andrews PHD

Page 10



