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Timeline for Teacher Compensation

February 2nd:  Our current financial Position and discussion of our Teacher 
Compensation Strategy (part A)

Week of February 14th:  Finance Committee Review of Teacher Compensation 
Strategy vs. 22-23 and 23-24 revenue projections

February 25th: Special Board Meeting:  Approval of LCPS 2nd interim financials, 
Present Teacher Compensation Strategy vs Budget (part B) and Approve our 
Teacher Salary Rubric

April 13th:  Update on Teacher retention and Hiring for the 22-23 School Year



Goal:  5% aggregate increases in Teacher Base Salary

Why is this important now?

● Honoring teachers and their incredible work during the last two years, and 
countering the “great resignation” 

● Staff Retention will ensure our aligned academic direction, which is critical for our 
charter renewals in 2024, 2025, and 2026 

● Board commitment to compensation increases from 2019 was put on hold due to 
COVID-19 and uncertain financial outlook

● Address teacher sustainability given the increases in cost of living and inflation
● LCPS has lost ground in competitiveness with surrounding district/CMO 

For 2/25:  Anticipated area charter increases and district 
comparisons



Key Metrics and Financial Variables for Teacher Compensation

What are the key metrics and drivers?
Enrollment:   

● 21-22:  Today, we are at 1521 / 1561  students (97.4%)
● 22-23:  Budget Conservatively at 1560, with goal of 1608
● 23-24:  Budget Conservatively at 1625, with goal of 1692

LEA 21-22 SY 22-23 SY 23-24 SY Max Cap*

Lighthouse K-8 314 Elem
218 Middle

312 Elem.
234 Middle

312 Elem.
234 Middle

525 (+20)

Lighthouse 9-12 311 High 300 High 300 High 320 (+20)

Lodestar K-12 309 Elem
236 Middle
133 High* (9-10)

312 Elem.
234 Middle
216 High* (9-11)

312 Elem.
234 Middle
300 High* (9-12)

816 (+20)

LCPS 1521 1608 1692 1661



Key Metrics and Financial Variables for Teacher Compensation

What are the key metrics and drivers?

ADA (Average Daily Attendance):   
● Historically:  We budget at 94%, with actual ADA around 94-95%
● This year:  We are currently at 88%, and anticipate ADA between 87% and 89%
● What should we budget for next  year?  Keeping an eye on Legislative updates

○ “SB 579: Hold Harmless Protections: CDE would use the greater of the 2019–20 or 2021–22 fiscal 
year ADA. For the 2022–23 fiscal year, CDE would use the greater of the 2019–20, 2021–22, or 
2022–23 ADA.  In Assembly currently.  

○ What that would mean for LCPS?
■ Increase of ~900K to 21-22 Budget
■ We could budget at 94 to 95% per LEA for 22-23

For 2/25:  For our budget and teacher compensation modeling, we will set a 
conservative range for ADA



Key Metrics and Financial Variables for Teacher Compensation

What are the key metrics and drivers?
Governor’s Proposed Budget:  If approved, LCPS would be able to meet 5% goal, assuming 
budgeted enrollment and favorable ADA legislation.  



Personnel Budget Overview and Funding Sources

How will we approach meeting our goal vs. budget in 22-23 
and 23-24?
Employee Head Count and Current LCPS Yearly Payroll
● Currently, ~$14MM of our ~$27-28MM Budget is tied to our aggregate payroll 

expenses.  ~$7.8MM are teachers (not counting Special Education)
● We have three “types” of employees based on funding sources:

○ Model:  Most teachers, staff, administrators, and Shared Service employees.
○ Regular Grant Funded: A small group of teachers and staff, and our After 

School Program staff
○ One time Grant Funded (ESSER): Independent Study Schools, In-Building 

Subs, Staff Members and Shared Service roles funded for COVID response  
(~20 employees this year) 



Personnel Budget Overview - Academic Program Staffing

How will we approach meeting our goal vs. budget in 22-23 
and 23-24?

Academic Program Model and Teachers Ratios
● LCPS will first anchor in Teacher Compensation assumptions in Budget, and then build around / 

hold / cut around to meet goal (tradeoffs will mainly come from operational and shared service roles)
● Hardwire our Academic Model vs. Enrollment (sections per grade)

○ 2 section Elementary - 16 teachers  (.5 ELD) -  19:1
○ 3 section Middle - 12 teachers (.5 ELD) - 19:1
○ 3 section HS at full build out - 18 teachers + 1 college counselor  16:1
○ Lodestar HS - growth year.  2022-23 is most likely 14 teachers, 2023-24 is 18 + 1 college counselor 

(assuming enrollment)
● Special Education - currently in review; will present Seneca wind-down strategy and Personnel 

needed for our increases in special education students.  (current estimate ~3MM in 22-23)



Current Teacher Salary Scale Comparison: LCPS and OUSD
Current Strengths and Challenges in Base Salary

Strengths:  
● Teachers with experience - either at Lighthouse or external 

candidates with 12+ years outpace local comparison  

Challenges: 
● Currently, LCPS is below market on Teacher compensation 

in the first 12 year steps.  ~80%+ of our teachers
● Our HR and Talent team has been able to hire for key roles 

despite this gap this year.  
● We use various bridge overall compensation through 

stipend opportunities  - they include: ELD assignments, 
leadership roles (grade level or culture team leads), and 
other stipend roles



A Proposed Model with the Aforementioned Assumptions
DRAFT/Preliminary Model:  LCPS 22-23 
Salary Rubric vs. OUSD

Strengths:  
● Equitable financial distribution:  A 7% to 3% increase 

on steps on the DRAFT LCPS Teacher rubric would be 
needed to exceed difference from OUSD’s current 
scale at each year.

● Our Goal:  Preliminary modeling shows that with our 
current distribution of teachers, that this would 
increase overall teacher compensation by 5.2%.  
(~$400K increase)

Challenges: 
● Governor’s COLA:  OUSD, local districts, and charter 

schools may also increase their teacher rubric salaries 
by 5%, and require adjustments in May/June



Summary of Part A and what to expect for Part B on 2/25
Summary:  

● In the next two weeks alongside our 2nd interim budget reporting, LCPS will develop a 
conservative model with realistic Enrollment / ADA targets (a few scenarios) and test our 
Teacher Compensation Strategy vs. 22-23 and 23-24 revenue projections

● Our current salary scale needs to be increased, especially for teachers with less years of 
experience so that LCPS can be very competitive.  

Expectations for Part B: Special Board Meeting on 2/25:  

● Organizational level analysis and preliminary budget presentation to meet 5%+ overall 
teacher compensation increase, alongside district and charter salary comparisons for 22-23 

● Resolution for board consideration for adoption of new Teacher Salary Rubric for the 22-23 
and 23-24 school year.    
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Goal:  Invest in our Teachers and our Collective Impact 

Why is this important now?
● Honoring teachers and their incredible work during the last two years, and 

countering the “great resignation” 
● Staff Retention will ensure our aligned academic direction, which is critical for our 

charter renewals in 2024, 2025, and 2026 
● Board commitment to compensation increases from 2019 was put on hold due to 

COVID-19 and uncertain financial outlook
● Address teacher sustainability given the increases in cost of living and inflation
● LCPS has lost ground in competitiveness with surrounding district/CMO 

We will be presenting a proposal to adopt a revised Teacher Base 
Salary Rubric that reflects a significant investment in our Teachers



Timeline for Teacher Compensation

February 2nd:  Our current financial Position and discussion of our Teacher 
Compensation Strategy (part A)

Week of February 14th:  Finance Committee Review of Teacher Compensation 
Strategy vs. 22-23 and 23-24 revenue projections

February 23rd: Special Board Meeting:  Approval of LCPS 2nd interim financials, 
Present Teacher Compensation Strategy vs Budget (part B) and Approve our 
Teacher Salary Rubric

April 13th:  Update on Teacher retention and Hiring for the 22-23 School Year



Our Proposal Based on Board Feedback: 11% aggregate increase 

Our Proposed Base Salary Increase:   

● 5%+:  Minimum 5% increase for All 
Teachers

● Teachers in year 1 to year 15:  13% to 
6% increase (approximately 80% of 
our teachers fall into this category)

● LCPS Average Salary Increases:  
$63K to 70K 

● First year teacher salary:  $52K to 
just under $59K

● Total Cost increase in Teacher Base 
Salary:  ~$700K (~$900K including 
new teachers added to Lodestar HS)  



Our Proposal Based on Board Feedback: District and Charter Comparisons

Note: If the district and charters increase their 
steps by 5% next year:   

● vs. District:  on average, our teachers would 
make ~$3800+ more.

● vs Charter Peers:  on average, our teachers 
would make ~$1200+ more

● Teachers in year 1 to year 15 vs. District:  on 
average, our teachers would make ~$2400+ 
more 

● Teachers in year 1 to year 15 vs. Charter Peers:  
on average, our teachers would make ~$1900+ 
more 

○ (approximately 80% of our teachers fall 
into this category)



Our Proposal Based on Board Feedback: Our first and second year Teachers

LCPS Needs to be competitive with first and 
second year teachers:   

● Our yearly Alder Teacher Resident Investment:  
on average, we budget for 7 to 8 teacher 
residents each year.

● During a Teacher’s Residency Year they are 
technically graduate students, and supported by 
a $20K living stipend and student loans

● Competition for New Teachers:  LCPS wants to 
be competitive with teachers who finish their 
residency or similar intern programs

● Teachers in year 1 and 2:  Approximately 20% of 
our teachers fall into this category



Additionally, LCPS will continue its strong Stipend and Bonus structures, 
where on average, teachers earn $3,000 to $4,000

Stipends / Bonuses Amount Description
Instructional or Culture Team Lead $2,500 to $3,000 Serves as a department or team lead and member of the Instructional Leadership Team; .

Alder Resident Mentor $2,500 to $3,500 Serve as a mentor to an Alder Teacher Resident

English/Spanish Fluency $1,000 Brings additional benefit to our community, this recognizes the cost associated with translations.

National Board Certification $1,000 Applied to a teacher's certification by the National Board for Professional Teaching Standards.

Second Credential $1,000 additional certifications that benefit LCPS students (i.e., both English & History credentials.

Hard-to-Staff $3,000 to $5,000 applied to select roles to reflect competitiveness with surrounding schools (Math / Science).

Summer Planning and Work $1,000 This addresses additional summer deliverables arranged with supervisors.

Supporting New-to-LCPS Week $1,000 This compensates for additional time spent during Intro-to-LCPS Week.

Retention Bonuses $2,500 or $3,000 Teachers will receive bonuses of $2,500 during years 3 and 6; $3,000 during years 10 and 15.



In addition to salary, what will LCPS continue to provide in terms of total 
compensation?

Total 
Compensation

Description Value

Medical Benefits Package Healthcare is currently provided under Kaiser, Dental 
provided under Principal Financial Group, and Vision 
provided under Ameritas.  100% of employee coverage 
and 50% of dependant coverage is covered by LCPS for 
full-time employees.

The average cost of coverage provided 
by LCPS is $8,500 per employee.

Retirement Contributions Independent 403b:  LCPS contributes 8% of all earnings, 
which matches the employee's contribution, with the 
LCPS contribution vesting fully after 5 years.

This ranges per teacher, from 
approximately $4,000-7,000 per year.

Support for Professional 
Learning

Through partnerships with Alder GSE, the Reach 
Institute, and other university partners, LCPS provides 
opportunities ranging from Induction Certification to the 
acquisition of a teaching credential or other 
certifications, covering some to all of the program cost. 

This ranges from approximately $2,000 
to $5,000 per year.



Our Proposal based on Board Feedback:  Feasibility
How will we fund the investment of 900K in teacher base salary increases?

LCFF Budget and Attendance Scenarios:   
● Adding 1 grade level at Lodestar (adding ~70 to 80 students to the high school)
● Increase in Enrollment:

○ As of 2nd Interim:  1513
○ Budgeted Enrollment (96% of where we want to be): 1561 in 2022-23; 1625 in 2024
○ Desired Enrollment (100% of where we want to be): 1618 in 20223; 1702 in 2024

● Attendance:  Given the uncertainty of COVID, we modeled this at 90% ADA
● State COLA:  We modelled the following Scenarios:

○ Low Scenario: 2.48% (FY23), 3.11% (FY24), 3.54% (FY25) - Original State Projections
○ Best Case Scenario: 5.33% (FY23), 3.61% (FY24), 3.64% (FY25) - Current Governor’s  Budget 
○ Average Case Scenario: 4.0% (FY23), 3.2% (FY24), 2.56% (FY25) 



Our Proposal based on Board Feedback:  Non Teaching Staff
How will we fund salary increases for non-teaching staff?

We anticipate Non-Exempt, Exempt, and Hourly employees will get a 4-5% increase as we 
continue our Budget work for the 22-23 SY:   

Roles 21-22 Compensation Potential % Increase Increases to 22-23 
Budget

Hourly $645,801 5.5% $35,519

Non-Exempt $1,341,717 5.5% $73,5794

Exempt $5,663,305 4% $226,532

TOTAL $7,650,823 4.4% $335,846



Our Proposal based on Board Feedback:  Feasibility with Budgeted Enrollment



Our Proposal based on Board Feedback:  Feasibility with Desired Enrollment



Summary of Proposed Teacher Base Salary Increases
Our Investment:  

● The Proposed Teacher Base Salary increases is feasible vs. our conservative model with realistic 
Enrollment / ADA targets and the 22-23, 23-24, and 24-25 revenue projections

● Our proposed salary schedule will put LCPS in a very favorable competitive space between District 
and Charters in Oakland.  We envision this will improve our retention and recruitment of teachers.  

Financial Safeguards:

● Focus on our Intent to Return for current families and Enrollment of New Students to create 
additional flexibility

● Short and Long term:  Will work with each scenario - COLA’s Low, Best, Average cases 
● Clarity of other financial variables (operational, shared services, facilities, etc.) after anchoring our 

Teacher  Base Salary investment as we bring forward our 22-23 Budget to the LCPS Board in June.    


