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Compensation Policy 
Refer to board policies DEA, DEAA, and DEAB Legal and Local for all district policies and state and federal 

regulations governing employee pay practices. 

The superintendent shall recommend an annual compensation plan for all district employees to the 

board for approval. The employee compensation plan may include wage and salary structures, stipends, 

benefits, and incentive pay plans. 

The superintendent and designees shall administer the compensation plans consistent with board 

policies, the annual budget approved by the board, and these administrative guidelines. 

Description of Pay Systems 
Employee pay systems are designed and administered for the purpose of attracting and retaining 

qualified employees to achieve the goals of the district. Human resources is responsible for the 

maintenance and administration of employee pay systems. Teachers will be paid according to a salary 

schedule that correlates salaries with total years of creditable service in education. Other district jobs 

will be assigned to a pay grade and range structure that sets the range of pay for the position.  

The district pay plan includes: 

o Teachers

o Administrative Professional Exempt Staff

o Clerical Paraprofessional Nonexempt Staff

o Auxiliary Nonexempt Staff

Pay ranges and salary schedules are reviewed and adjusted periodically. Employee pay is adjusted based 

on the pay increase budget and guidelines approved by the board annually. 

Job Description 
Job documentation is an essential function in the administration of the compensation system. Accurate 

and complete job documentation will be collected and maintained by human resources with input from 

job supervisors. Job descriptions will define job qualifications, job purpose, major duties and 

responsibilities, working conditions, and exemption status. Job titles are assigned by human resources to 

accurately reflect the level and nature of work and the organizational structure of the district.  

Job descriptions will be updated by human resources with input from supervisor at least every 3 
years and at each vacancy. Employees will sign off on their job description at the beginning of their 
employment and at any change of duty acknowledging and agreeing to the general responsibilities of the 

job.
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Duty Calendars 
Duty calendars are determined based on the business needs of the district and will align with pay cycles. 

The district will strive to maintain a few duty calendar variations. When an employee’s duty calendar 

must be changed to meet new or adjusted needs of the district, the employee’s current total annual 

salary should not be reduced if days are being reduced. Instead, the current daily rate or hourly rate 

should be adjusted to arrive at the same annual salary as the employee began the year. 

Pay Cycles 
The pay cycle will be determined by the job’s exemption status. Salaried, professional, 
exempt, and non-exempt hourly jobs are paid monthly. The time in which employees receive

pay will align with when the work is completed. Specific pay calendars will be distributed each 

year by the district. 

● Monthly. Employees are paid on the 25 day of each month unless otherwise
designated. Please see the employee handbook for specific year dates.

Exemption Status 
All jobs will be classified as exempt or nonexempt in accordance with the requirements of the 

federal Fair Labor Standards Act (FLSA) and documented on the job description. Human resources will 

determine the classification of each position based on a description of assigned job duties and weekly 

pay. In order to be exempt, the employee’s primary duties must meet the requirements defined by 

federal regulations for the executive, administrative, professional, or computer employee exemption 

test or be a teacher, and the employee must meet applicable federal salary requirements. All 

employees who do not meet the legal requirements for exemption are classified as nonexempt. 

Job Classification  
Job classification determines the assigned pay range for a job. Job classification is based on 

job requirements, assigned duties, and market rates. All jobs are classified for pay based on the relative 

level of knowledge and skill requirements, scope and complexity of assigned duties, job 

accountability, and working conditions. Human resources will collect job information, evaluate 

jobs for classification purposes, and assign jobs to pay grades. 

Classification of New Positions 
Prior to posting, new positions must have a written job description created collaboratively by human 

resources and the hiring supervisor. Human resources will recommend to the Chief Financial Officer the 

pay grade classification of new positions based on the job description, qualifications required, and 

market value. New positions must be classified in the pay system prior to hiring new employees. 

Job Reclassification 
A job reclassification occurs when a job classification is changed to a higher or lower pay range. Jobs may 

be reclassified as a result of: 
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● a significant, sustained and measurable change in degree of job duties assigned,

● a need to improve internal pay equity with similar jobs, or

● a change in competitive market rates.

As jobs evolve due to technological advances or more efficient processes, it’s natural for employees to 

gain more knowledge, develop new skills, assume slightly greater responsibilities, and work more 

independently. However, such growth within a role does not necessarily justify reclassification. As a 

general guideline, an increased workload alone does not warrant a change in classification if the nature 

and complexity of the work remain the same. 

Procedures for Job Reclassification 
Review of job reclassifications must be initiated by human resources. Jobs previously submitted for 

review or FTEs added within the last school year are not eligible for review. Reviews will be conducted as 

follows: 

A request for a job classification review must be submitted on a form provided by human resources that 

describes the rationale for reclassifying the position and provides an explanation of changes in job duties 

and responsibilities. The request also should include current and proposed job descriptions. The request 

must be approved by the supervisor before submitting to human resources. 

Human resources will review the request and obtain additional information, if needed. Additional 

information may be obtained from the supervisor, employee(s), and/or external job market pay data.  

Human resources will evaluate the job classification and prepare a recommendation for review by the 

superintendent or designee. 

Salary Adjustments for Job Reclassification 
A change in job classification will result in a greater or lesser potential for long-term pay advancement. 

Salary adjustments cannot be made for contract employees after the beginning of the contract term 

unless the job responsibilities have increased. Salary changes for contract employees are prohibited 

during the contract term. Human resources should evaluate the need for salary adjustment for 

reclassified employees and use appropriate demotion or promotion procedures.  

Salary placement for an employee who is reclassified will follow the guidelines for placement of a new 

hire with additional adjustments made as needed to achieve pay equity among peer employees.  

● If the job is reclassified upward due to an increase in level of responsibilities, the procedure for

promotion increases may be applied;

● If the job is reclassified due to organizational changes or pay structure realignment, there may be

no immediate pay increase;

● If the job is reclassified due to a change in the competitive job market for hard-to-fill positions,

equity adjustments may be made at the direction of the superintendent subject to contractual

pay change restrictions;
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● If the job is reclassified to a lower pay range based on a reduction in level of assigned

responsibilities, the employee’s pay may be reduced at the direction of the superintendent for

the following school year. Refer to procedures on pay adjustments for reassignment to a lower

pay grade.

General Pay Increases and Eligibility 
Employee pay will be reviewed annually for adjustment. The general pay increase (GPI) will be 

recommended to the board by the superintendent each year. They are based on the annual amount 

budgeted for pay raises and approved by the board. General pay increases provide the same dollar 

amount of increase to employees in the same pay grade. Teachers will be granted a GPI and reflected in 

the hiring schedule for the next year. Pay increases that result in pay that exceeds the maximum rate of 

the pay range must be specifically authorized by the board each year.  

To receive a general pay increase, an employee must be in a paid status or on an approved leave of 

absence at the time of the first pay cycle reflecting the pay increase. 

Employees on Salary Schedules 

Pay increases for jobs on salary schedules are calculated by applying the percent increase approved by 

the board each year to the market rate.  

Annual Increase Example: 

Market Rate: $70,000 

% Increase .02 
Annual Increase $1,400 

Employees on Pay Ranges 
General pay increases for employees on pay ranges are calculated by applying the percent increase 

approved by the board each year to the midpoint rate of the pay range. Employees in the same pay 

grade will receive the same rate of increase when pay increases are calculated as a percent of midpoint, 

unless the employee’s pay is close to or exceeds the maximum of the pay range. Pay increases for 

employees in the educator career path on pay ranges (e.g., Counselor, Assistant Principal) must be at 

least equal to the pay increase for teachers on a daily rate basis and pay after the increase should be at 

least 3 percent above what the employee would be paid as a teacher. 

Hourly Rate Increase
(midpoint x %) 

Annual Increase
(hourly rate increase x duty hours x duty days) 

Pay Range Midpoint: $20.00 Duty Hours: 8.0 
% Increase: .02 Duty Days: 226 
Hourly Rate Increase: $0.40 Annual Increase: $723.20 
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Creditable years of service will be determined by human resources as defined by state regulation at the 

time of employment (TAC Title 19, part II, 153.1021). New hires will receive salary credit for years 

of service up to a maximum of 30 years.

Salary Placement – Career and Technical Education Teachers 
Career and technical education teachers may be granted additional years of placement credit for work 
experience that is directly related to the career and technology field in which they are currently teaching. 
Experience credit will be documented and verified by human resources.  

Credit above the two years of work experience requirement as defined by state regulation may be 

granted in the following manner: 

● 1 year of placement credit on the teacher scale for every 1 full year of related experience up to

10 years (“1 for 1” credit); and

● 1 year of placement credit on the teacher scale for every 2 full years of related experience for

more than 10 years up to the hiring schedule maximum years (“1 for 2” credit).

Example: Salary placement for health sciences teacher with experience credit of 12 full years of previous 

nursing experience: 

1 for 1 credit up to 10 years = 10 years 

1 for 2 credit for years 11 and 12 = 1 year 

= 11 years of credit 

For personnel whose employment is split between career and technology and non-career and 

technology positions, the years granted shall apply to both the career and technology and the 

non-career and technology positions. 

Salary Placement – Exempt and Nonexempt 
Starting pay for a new hire in a pay range plan will be determined individually based on each person’s 

job-related experience and qualifications, and salaries paid to peer employees in the same position with 

similar experience. 

Peer equity. In multi-incumbent positions (e.g., classroom aide), starting pay for a new hire should not 

exceed rates being paid to other employees in the same job with similar experience and qualifications.   

Midpoint limit. Starting salary may be set up to the midpoint of the pay range based on job-related prior 

experience and qualifications, and the salary of peer employees. With approval from the superintendent, 

a starting salary may exceed the midpoint of the pay range and/or peer employees for a hard-to-fill key 

position.    

Placement credit for prior experience. Starting pay for exempt and nonexempt jobs that require prior 

experience may utilize the following guidelines for calculation, but will still be evaluated against peer 

equity and midpoint limits before a final amount is determined. 

● Percent increase. Pay is calculated at 1 percent above minimum for each year of job experience 
directly related to job duties. Credit for teaching experience is limited to 5 years for salary
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placement for teachers promoted to a position that requires educator certification on the 

Administrative Professional pay schedule.  

● Placement scale. Salary placement scales may be used to determine rates of pay for newly hired

employees on the clerical paraprofessional and auxiliary scale. Individual employee placement

may be based on job-related experience approved by the district. Credit will be given for years of

experience granted by human resources based on the district’s salary placement scale for

nonexempt jobs. Current employees may be paid above the placement scale. Salary placement

scales are reviewed and may be adjusted on an annual basis and salary advancement is not

guaranteed.

Teacher equity. For jobs in the educator career pathway requiring teacher certification (instructional 

coach, school counselor, assistant principal, principal, etc.), ensure proposed new hire salary is at or 

above a teacher with similar degree and experience, on a daily rate basis. 

Reassignments 

Pay Adjustments for Reassignment to a Higher Pay Grade 
A promotion occurs when an employee is moved to a different job in a higher pay grade. 

Salary placement for an employee who is promoted to a job in a pay grade with a higher midpoint will 

follow the guidelines for placement of a new hire with additional adjustments made as needed to 

achieve pay equity among peer employees. Employees promoted internally will not be paid less than a 

new hire with similar experience.  

The base pay for promoted employees should be at least a 3 percent salary increase applied to the 

employee’s base daily or hourly rate for the required duty days of the new assignment, less any stipends 

paid for supplemental duties.  

In the case of teachers paid additional incentives, base pay will include incentives paid for the teaching 

assignment, such as advanced degree, certification field, career ladder, etc., only when teachers are 

being promoted to another certified educator position. If the educator is promoted to a position in a pay 

range, additives will then be rolled into the base starting pay for the new position and no longer be paid 

as stipends. Coaching or other extracurricular stipends should not be included in base pay. 

Example of promotion from paraprofessional pay grade 1 to pay grade 2: 

New Hire Pay Rate in PG 2 Minimum 3% Increase 

Minimum Rate of PG 2  $15.00 Employee Current Rate  $14.50 

Credited Experience 5 years 3 Percent Increase x   1.03 

Calculated Hourly Rate  $15.75 Employee New Rate  $14.94 

The higher of the two calculations becomes the new hourly rate: $15.75 
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Example of promotion from paraprofessional pay grade 3 to pay grade 4: 

New Hire Pay Rate in PG 4 Minimum 3% Increase 

Minimum rate of PG 4  $16.25 Employee Current Rate  $15.59 

Credited Experience 7 years 3 Percent Increase x   1.03 

Calculated Hourly Rate  $17.39 Employee New Rate  $16.06 

The higher of the two calculations becomes the new hourly rate: $17.39 

Pay Adjustments for Reassignment to a Lower Pay Grade 
A reassignment to a different job in a lower pay range is considered a demotion and a corresponding 

reduction in pay may result if approved by the superintendent. 

Contract employees. A reduction in pay as a result of a demotion will not be made during the current 

contract year, unless mutually agreed to by the employee and the district in writing and in consultation 

with a school attorney. Demotions that become effective during the contract term may result in a pay 

reduction for the following school year provided notice of the reduction is given to the employee before 

the penalty-free resignation date (i.e., 45 days before the first day of instruction for the next school 

year). Pay reductions for contract employees are made at the direction of the superintendent and may 

follow the same guidelines as pay reductions for noncontract employees.  

Noncontract employees. Subject to approval by the superintendent, a reduction in pay for a demotion 

will be made effective with the new assignment to a lower pay grade. The employee’s base rate of pay 

(hourly or daily) may be calculated the same as a new hire’s pay in the lower pay grade, with peer equity 

factored into the final determination, or a reduction reduced to the same percent of midpoint (rate 

divided by midpoint) in the lower pay range, whichever is less.  

Pay adjustments may also be made for a longer or shorter work year associated with the change in duty 

assignment. In the case of a demotion from a pay range structure to an experience-based placement 

scale, salary placement will be made according to years of experience. 

Review and Adjustment of Pay Ranges 
Human resources will review pay structures annually and recommend adjustments as needed to 

maintain competitive alignment with external job markets and internal alignment of career pathways. 

Adjustments to pay ranges are made prior to the calculation of pay increases. 

If no pay raise is approved by the board, no pay range adjustments will be made. Salary schedules will be 

adjusted only to update the years of service associated with a pay rate.  

Reinstatement Following Break in Service 
An employee who is rehired for the same position following a break-in-service that is less than 12 

months shall be reinstated at the same pay rate previously held prior to the break-in-service, or 

according to the procedures for placement of new hires, whichever is greater. 
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If rehired at a different pay grade level or rehired following a break in service that is longer than 12 

months, the employee’s pay will be placed according to the procedures for placement of new hires. 

Extracurricular Stipends 
The board will approve a schedule of salary stipends for extra duties. Exempt employees who are 

assigned supplemental duties that accrue extra pay will be compensated according to the district’s 

schedule for extra duty stipends. Stipends and incentives are reviewed and modified periodically.  

Nonexempt employees who are assigned supplemental duties will be paid on an hourly basis including 

overtime compensation when hours exceed 40 in a workweek. The hours worked in supplemental duties 

must be combined with the hours worked in the regular job assignment for determining the total hours 

worked each week. 

Payment of extra-duty stipends for exempt employees are annualized and paid monthly over the course 

of the school year. Certain stipends such as UIL and Class Sponsors may be paid as a lump sum (at the 

end of the semester/school year).  

Performance Pay: Teacher Incentive Allotment 
Performance pay will be reviewed and adopted by the board in conjunction with the compensation plan 

and budget adoption process. For the teacher incentive allotment (TIA), districts may choose to create a 

local optional teacher designation system or districts may employ teachers who hold a current 

designation.  

TIA funding is calculated for the district based on the designation of the teacher (e.g., recognized, 

exemplary, master) and the TIA formula for campuses. Districts must create a spending plan for funds 

received from TIA with at least 90 percent of TIA funds allocated to teacher compensation on the 

campus where the designated teacher works. 

For any funds received for a designated teacher under the Teacher Incentive Allotment (TIA), 90 

percent will be paid to the designated teacher. (Please see the TIA Guidebook) The other 10 percent 

will be used for (training and support of the system, expansion of the system, and/or professional 

development.  

Should the district receive funding for a designated teacher who has resigned or retired, the district will 

forward payment to the resigned or retired teacher as soon as practicable. 
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Job Reclassification Review Request 

General Guidelines: Job Classification Review 
Job classification determines the assigned pay range for a job and is based on job requirements, assigned 

duties, and market rates. All jobs are classified for pay based on the relative level of knowledge and skill 

requirements, scope and complexity of assigned duties, job accountability, and working conditions.  

A reclassification occurs when a job classification is changed to a higher or lower pay range. Job 
classification changes may be warranted for the following reasons: 

● A substantial, sustained, and measurable change in degree of job duties assigned
● A significant change in the competitive price for the job
● Identification of an internal inequity related to other jobs

As jobs evolve due to technological advances or more efficient processes, it’s natural for employees to 
gain more knowledge, develop new skills, assume slightly greater responsibilities, and work more 
independently. However, such growth within a role does not necessarily justify reclassification. As a 
general guideline, an increased workload alone does not warrant a change in classification if the nature 
and complexity of the work remain the same.   

Administrative procedures should provide a process for reviewing job reclassifications. The procedures 
should identify: 

● Who has authority to initiate a request for job reclassification
● What supporting information needs to be provided
● Who is responsible for analyzing the request and making a recommendation
● What is the timeline for receiving and completing reviews
● When is the effective date of a job reclassification
● Who has final approval authority and if there will be an option to appeal

Changing the pay grade classification for a job should be based on the work itself and not solely due to 
the request of the job incumbent or supervisor. Job classification changes should be limited and 
relatively infrequent. These infrastructure changes to the pay plan should not be a result of negotiation. 
Instead, changes should be based only on a review of job duties relative to other jobs in the district and 
market data.  

Review of job reclassifications must be initiated by human resources. Jobs previously submitted for 
review within the last 18 months and newly created jobs are usually not eligible for review.  

A request for a job classification review must be submitted on a form provided by human resources that 
describes the rationale for reclassifying the position and provides an explanation of changes in job 
duties and responsibilities. The request must be approved by the cabinet-level supervisor before 
submitting to human resources. 

Human resources will evaluate the job reclassification and prepare a recommendation for review by the 

superintendent or designee.



Job Reclassification Review Request 

Request Date: Job Title to Review: 

Current Pay Grade: Requesting Supervisor: 

Requested Pay Grade: Supervisor Job Title: 

The purpose of job classification is to group jobs of similar value into pay grades and pay 
ranges based on the requirements of the job considering the following factors: 

♦ Knowledge (education and specialized experience)

♦ Effort (decision-making, complexity, level of communication)

♦ Responsibility (scope of impact, financial accountability, supervisory role)

♦ Environment (exposure to hazardous working conditions)

♦ External Job Market Value

Requests should include a copy of the current job description and organizational chart. 

1. Why do you feel that this job is assigned to the wrong pay grade level?

2. How has the job changed? What led to the change in job duties and responsibilities?

3. List core job responsibilities and percent time required for each (use additional pages if needed).

% time: 

% time: 

% time: 

% time: 

A-1



Job Reclassification Review Request

% time: 

Signature of Supervisor Date 

Signature of Human Resources Representative Date 

A-1



Springtown ISD
2026-2027 New Hire Guide for 

Teachers
$55,000 starting, 2.5% GPI

Years of Experience New Hire Salary

0-Uncertified $54,500)
0-Certified $55,000)

1) $55,250)
2) $56,790)
3) $60,790)
4) $62,040)
5) $67,070)
6) $67,585)
7) $68,100)
8) $68,615)
9) $69,130)

10) $69,645)
11) $70,160)
12) $70,675)
13) $71,190)
14) $71,705)
15) $72,220)
16) $72,735)
17) $73,250)
18) $73,765)
19) $74,280)
20) $74,795)
21) $75,310)
22) $75,825)
23) $76,340)
24) $76,855)
25) $77,370)
26) $77,885)
27) $78,400)
28) $78,915)
29) $79,430)
30+ $79,945)

Continuing Teachers will receive an increase of 
$1,685

The salaries listed above are based on 10-month employment for the 2026-2027 school 
year. Salary plans are determined on an annual basis and salary advancement is not 
guaranteed. Pay increases are based on the annual pay raise budget approved by the 

Board of Trustees.

$1,000 Master's Degree - General Stipend



2026-2027 Administrative Professional Pay Plan
Springtown ISD

Pay 
Grade Job Title Calendars Minimum Midpoint Maximum

2.5% 
GPI

1 Daily $276.56 $332.00 $387.44 $8.30

Coordinator, Payroll 226 187 Days 51,717 62,084 72,451 1,552

Director, GELC 197 197 Days 54,482 65,404 76,326 1,635

Social Worker 207 207 Days 57,248 68,724 80,200 1,718

Speech-Language Pathology Asst 187 226 Days 62,503 75,032 87,561 1,876

2 Daily $301.45 $361.88 $422.31 $9.05

Instructional Coach, Campus 197 187 Days 56,371 67,672 78,972 1,692

Librarian 187 197 Days 59,386 71,290 83,195 1,782

Nurse, RN 187

3 Daily $319.53 $383.59 $447.65 $9.59

Behavioral Interventionist 187 187 Days 59,752 71,731 83,711 1,793

Counselor, ES 202 197 Days 62,947 75,567 88,187 1,889

Counselor, IS 207 202 Days 64,545 77,485 90,425 1,937

Counselor, SPED 197 207 Days 66,143 79,403 92,664 1,985

Specialist, Transition/Vision 187

4 Daily $338.71 $406.61 $474.51 $10.17

Asst Principal, ES 207 187 Days 63,339 76,036 88,733 1,901

Asst Principal, IS 207 197 Days 66,726 80,102 93,478 2,003

Counselor, MS 207 202 Days 68,419 82,135 95,851 2,053

Diagnostician 197, 202 207 Days 70,113 84,168 98,224 2,104

Director, Child Nutrition 217 217 Days 73,500 88,234 102,969 2,206

Director, Transportation 226 226 Days 76,548 91,894 107,239 2,297

Occupational Therapist 187

School Psychologist 197

Speech-Language Pathologist 197

5 Daily $359.03 $431.01 $502.99 $10.78

Asst Principal, MS 207 207 Days 74,319 89,219 104,119 2,230

Athletic Trainer 226 217 Days 77,910 93,529 109,149 2,338

Business Manager 226 226 Days 81,141 97,408 113,676 2,435

Counselor, HS 207, 217

Instructional Coordinator, District 226

Instructional Coordinator, District Lead 226

6 Daily $380.57 $456.87 $533.17 $11.42

Associate Principal, HS 217 207 Days 78,778 94,572 110,366 2,364

Asst Principal, HS 207 217 Days 82,584 99,141 115,698 2,479

Director, PEIMS 226 226 Days 86,009 103,253 120,496 2,581

Principal, ES 217

Principal, IS 217



7 Daily $403.41 $484.28 $565.15 $12.11

Director, Fine Arts 207 207 Days 83,506 100,246 116,986 2,506

Director, Maintenance 226 226 Days 91,171 109,447 127,724 2,736

Principal, DAEP 226

Principal, MS 226

8 Daily $427.61 $513.34 $599.07 $12.83

Director, Communication 226 226 Days 96,640 116,015 135,390 2,900

Director, Human Resources 226

Director, SPED 226

9 Daily $453.27 $544.14 $635.01 $13.60

Chief Technology Officer 226 226 Days 102,439 122,976 143,512 3,074

Director, Athletic 226

Exec Director, Operations 226

Principal, HS 226

10 Daily $508.77 $598.55 $688.33 $14.96

Asst Superintendent, Finance 226 226 Days 114,982 135,272 155,563 3,382

Asst Superintendent, Instruction 226



2026-2027 Clerical Paraprofessional Pay Plan
Springtown ISD *Annual amounts are based on 8 hours per day.

Pay 
Grade Job Title Calendars Minimum Midpoint Maximum

2.5% 
GPI

1 Hourly $14.35 $17.94 $21.53 $0.45

Aide, Instructional 176 176 Days 20,205 25,260 30,314 634

Aide, ISS 176

2 Hourly $15.10 $18.87 $22.64 $0.47

Aide, Daycare 187 176 Days 21,261 26,569 31,877 662

Aide, Hourly Nurse 187 187 Days 22,590 28,230 33,869 703

Aide, Inclusion 176
Aide, SPED High Needs 176
Aide, SPED Resource 176

3 Hourly $16.00 $20.00 $24.00 $0.50

Admin Asst, District 187 176 Days 22,528 28,160 33,792 704

Admin Asst, ES 176, 187 187 Days 23,936 29,920 35,904 748

Admin Asst, IS 197 197 Days 25,216 31,520 37,824 788

Admin Asst, MS 197
Receptionist, HS 197

4 Hourly $16.80 $21.00 $25.20 $0.53

Admin Asst, Asst Principal HS 197 197 Days 26,477 33,096 39,715 835

Clerk, Attendance HS 207 207 Days 27,821 34,776 41,731 878

Registrar, MS 207 217 Days 29,165 36,456 43,747 920

Specialist, PEIMS ES 207
Specialist, PEIMS HS 217
Specialist, PEIMS IS 207
Specialist, PEIMS MS 207

5 Hourly $17.75 $22.19 $26.63 $0.55

Admin Asst, Principal ES 197 197 Days 27,974 34,971 41,969 867

Admin Asst, Principal IS 197 207 Days 29,394 36,747 44,099 911

Admin Asst, Principal MS 207 226 Days 32,092 40,120 48,147 994

Receptionist, Central Office 226
Registrar, HS 226

6 Hourly $18.85 $23.56 $28.27 $0.59

Admin Asst, Athletics 207 187 Days 28,200 35,246 42,292 883

Admin Asst, Business Office 226 197 Days 29,708 37,131 44,554 930

Admin Asst, Child Nutrition 207 207 Days 31,216 39,015 46,815 977

Admin Asst, Principal HS 226 217 Days 32,724 40,900 49,077 1,024

Admin Asst, Special Services 187 226 Days 34,081 42,596 51,112 1,067

Clerk, SHARS ARD 197
Specialist, PEIMS SPED 217



7 Hourly $20.55 $25.69 $30.83 $0.64

Help Desk Technician 226 226 Days 37,154 46,448 55,741 1,157

Specialist, Technology 226

8 Hourly $25.90 $32.37 $38.84 $0.81

Network Technician 261 226 Days 46,827 58,525 70,223 1,464

Specialist, Accounts Payable 226 261 Days 54,079 67,589 81,098 1,691

Specialist, HR 226

9 Hourly $30.75 $36.61 $42.47 $0.92

Admin Asst, Superintendent 226 187 Days 46,002 54,769 63,535 1,376

Certified Occupational Therapy Asst 187 226 Days 55,596 66,191 76,786 1,663



2026-2027 Auxiliary Pay Plan 2.5%

Springtown ISD *Annual amounts are based on 8 hours per day unless otherwise noted.

Pay 
Grade Job Title Calendars Minimum Midpoint Maximum

2.5% 
GPI

1 Hourly $13.75 $16.77 $19.79 $0.42

Child Nutrition Worker 178, 217 178 Days 19,580 23,880 28,181 598

217 Days 23,870 29,113 34,355 729

2 Hourly $14.85 $18.11 $21.37 $0.45

Bus Monitor, 4 hrs/day 176 176 Days 10,454 12,749 15,044 317

3 Hourly $15.60 $19.03 $22.46 $0.48

Groundskeeper 261 261 Days 32,573 39,735 46,896 1,002

4 Hourly $16.50 $20.12 $23.74 $0.50

Manager, Child Nutrition ES 180 180 Days 23,760 28,973 34,186 720

Manager, Child Nutrition MS 180
Manager, Warehouse 180

5 Hourly $17.35 $21.16 $24.97 $0.53

General Maintenance 261 180 Days 24,984 30,470 35,957 763

Groundskeeper, Lead 261 261 Days 36,227 44,182 52,137 1,107

Manager, Child Nutrition HS 180

6 Hourly $19.15 $23.35 $27.55 $0.58

HVAC Mechanic (Licensed) 261 261 Days 39,985 48,755 57,524 1,211

Journeyman, Electrician 261
Operator, Waste Water 261
Specialist, Pest Control 261

7 Hourly $23.50 $28.66 $33.82 $0.72

Dispatcher 226 226 Days 42,488 51,817 61,147 1,302

HVAC Contractor (Licensed) 261 261 Days 49,068 59,842 70,616 1,503

Mechanic 261

BD Hourly $23.50 $27.32 $31.14 $0.68

Bus Driver, 4 hrs/day 176 176 Days 16,544 19,233 21,923 479
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