
MISBO SALARY STUDY 
GENERAL SCOPE OF WORK 

This project consists of an analysis of the school’s pay practices and salary scale. Deliverables include a 
document that describes the process used, major findings and recommendations, one or more excel 
spread sheets with formulas that calculate suggested revisions to salaries and a method for calculating 
new employee salaries, benchmark group creation.  

Known Limitations: For several categories of employees, there are either direct benchmarks that can be 
accessed for compensation, or there are approaches that will be suggested to use the benchmarks to 
approximate compensation. There may also be several positions which are outside of the scope of 
compensation comparison that is readily available.   

Part 1: Internal Analysis. Based on the data provided by the school, the first step attempts to 
define the current pay practices and scale that the school uses. In many cases, schools have lost 
sight of their scale over time, and this can lead to pay equity issues that should be revealed and 
corrected. The most common criteria used by schools to determine salary is experience and 
degree. If there are other elements in use by the school, the school should be prepared to 
describe and quantify them to the best of their ability. At the end of this part of the process, the 
school should expect to receive recommendations about how to address potential pay gaps that 
might be revealed.  

Part 2: External Benchmark Creation. Working with the school, we will determine benchmark 
groups that are appropriate for the school for comparative purposes. It is possible that there 
may be more than one benchmark group. It is also possible that the school may want to have 
certain schools in their benchmark group for which no data is available. This step in the process 
relies on data that is collected by a third party (NAIS DASL) and does not include data collection. 
If the school has other data sources that should be considered, we will attempt to incorporate it 
into the process.   

Part 3: Calculations for Reconfiguring Salaries based on Benchmark Group. The final phase 
includes conversations with the school about its expectations for pay practices in the future and 
tools to use to convert salaries to desired levels and to calculate suggested salaries for new 
employees.  

Timing: Generally, from the time usable data is provided to the finish, the three phases of the project 
take about a month. Several factors influence the timeline including the responsiveness of the school to 
questions and data requirements, school decision making, and unforeseen factors that could delay the 
project. The school should make known specific deadlines, such as contract timing or budgeting, so that 
a determination of viability can be made. For this project, MISBO and the school will agree on target 
deadlines for completion of the project and/or phases of the project.   

Costs and Payment: The MISBO member price for this project is $2,500. MISBO will invoice the school at 
the conclusion of the project. The project concludes when MISBO has provided the materials as 
described above and the school is satisfied with the work product.  

Contact
Dr. Damian Kavanagh

damian@misbo.com | 404-918-8850
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Introduction and Disclaimer 
 
The school asked MISBO to conduct a salary analysis to determine (1) if there are any internal pay 
equity issues of note that are detectable and to suggest corrective action, (2) to determine appropriate 
external benchmarking, and (3) to suggest alterations to employee salaries to achieve the school’s 
goals for compensation of faculty and staff. The pay equity analysis addresses issues within the same 
category of employees: generally, teachers only. After signing a confidentiality agreement, the school 
provided MISBO with compensation and requested demographic data for its employees. The following 
pages describe the steps taken to accomplish the tasks and comprise the results of analysis. Every 
attempt has been made to describe the process involved as well as the results found. The findings 
below are based on the information provided.  
 
DISCLAIMER: This analysis does not constitute legal advice nor does this analysis definitively address 
questions of whether the school’s pay practices are equitable. The techniques described in this 
document attempt to follow best practices as understood at the time of its writing and use generally 
accepted practices for analysis. The school should confirm or refute the calculations provided in this 
document to determine a course of action.   
 
Description of Methodology 
 

Part 1: Internal Analysis. Based on the data provided by the school, the first step defined the 
current pay practices and scale that the school uses. In many cases, schools have lost sight of 
their scale over time, and this can lead to potential pay equity issues. The most common criteria 
used by schools to determine salary is years of experience and degree. The school was asked to 
describe and quantify any other elements that contribute to salaries (such as stipends) to the 
best of their ability. As an initial step, the Breusch-Pagan Test was run to ensure that 
heteroscedasticity is not present in the data. This test demonstrates whether the data is likely 
to be nonlinear (heteroscedastic) or linear (homoscedastic) and helps determine whether to 
use a linear or polynomial line of regression in the next step. The test considered salary as the 
dependent variable and gender, degree, and total years teaching as the independent variables. 
In this case, the p-value is not less than 0.05, implying that heteroscedasticity is not present, 
and the analysis can continue to assume that the data is linear.  
 
The next part of the internal analysis calculated the correlation of the pertinent variables and 
found that 86% of salary variation is due to total years of teaching and 52% of the variance is 
due to degree held by the faculty member. The next part of the internal analysis focused on 
gender pay gap and used two methods to determine gap: standard deviation method and a 
linear regression model that used 2 variables (degree, years teaching) to predict anticipated 
salary. This second method was used to calculate a percentage pay gap that exists. A calculation 
for total pay gaps revealed by this method is included at the conclusion of Part 1. 
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Part 2: External Benchmark Creation. Working with the school, we determined benchmark 
groups that are appropriate for the school for comparative purposes. This step in the process 
relied on data that is collected by a third party (NAIS DASL) and usually does not include data 
collection conducted by MISBO. If the school has other data sources that should be considered, 
every attempt is made to incorporate them into the process, but access to those data sources is 
provided by the school – for example, a local public school salary scale for comparison.    

 
Part 3: Calculations for Reconfiguring Salaries based on Benchmark Group. The final phase 
included conversations with the school about its expectations for pay practices in the future. 
For example, the school may want to adjust salaries to be at a certain percentage of the 
benchmark group – generally a percentile. We have provided a conversion for employees to put 
them onto the new scale and the school is advised to review all salaries for appropriateness. 
MISBO also provided a tool to calculate suggested salaries for new employees. 

 
Part 1: Internal Analysis 
 
Description of the data.  

• The faculty salary data represented a group of 74 professionals (the two teachers with associate 
degrees were excluded).  

o Those with bachelor’s degrees represent 58% of the teacher population, have an 
average of 13 years teaching experience and an average salary of $51,343 with a 
standard deviation of $8,063. 

o Those with master’s degrees (or equivalent) represent 42% of the teacher population, 
have an average of 17 years teaching experience and an average salary of $60,696 with 
a standard deviation of $9,355.  

o Those with doctoral degrees represent 1% of the teacher population, have an average of 
17 years teaching and an average salary of $70,513. With so few employees in this 
category, standard deviation is meaningless. 

 
The table below shows mean and median salaries of teachers by degrees and years teaching: 
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For all teachers and for teachers with a bachelor’s degree and with a master’s or its equivalent, a multi 
linear regression model was created using gender and years of service as independent variables. 
Additionally, scatter plots were created displaying the linear relationship between salary and years of 
teaching experience and its formula. The scatter plots with formulas and R2 values are below.  
 

 
 
 

 



 
 

Compensation Analysis 
Compiled Summer 2022 

 
 

 
 

4 
 

 
 
Gender Pay Gap Analysis 

• Standard Deviation Method. Miller and Massey (2019) noted that the courts generally deem 
results of a pay gap analysis as statistically significant if they are approximately two standard 
deviations (1.96) or higher from the mean on a normal curve. The gender pay gap detectable in 
the school’s data was less than two standard deviations when salaries were grouped by degrees 
and year’s teaching experience indicating that it is unlikely that pay discrepancies are based 
solely on gender – as a reminder, this analysis does not constitute legal advice.  

• The coefficients were used to calculate predicted salaries based on the derived formula. The 
dollar and percentage difference between actual and predicted salaries was calculated. For this 
calculation, faculty members with doctorates and associate degrees were recoded to the 
closest degree. As suggested by Levine et al. (2018), the percentage difference in actual and 
expected salaries can be calculated and averaged by gender as a method of describing a pay 
gap. Following this method, the following gaps are evident in the data.  

     
 All Bachelor’s Master’s 
Female 0.58% 0.58% 0.58% 
Male -0.35% -0.49% -0.12% 
Total Gap 0.93% 1.08% 0.71% 
Dollar difference   $(32,720.93)  $(39,435.22) 

 
• The dollar difference listed in the table above represents the best estimate of the sum of the 

gap between the anticipated salary and the actual salary for all cases where the dollar figure 
was below the anticipated. For example, if a teacher’s salary is $50,000, but their anticipated 
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salary is $55,000, then $5,000 is the dollar figure in the calculation. However, if the employee’s 
current salary exceeds the anticipated salary, then no adjustment is suggested – note that 
prohibitions exist against reducing the compensation of an employee to remedy a pay gap.  
 

Recommendations 
The school will be provided with a spread sheet detailing the salary information for each employee 
with the calculated salary gap. The school should use its own judgement to determine how to use 
these findings.   

• Since there are likely several factors that could not be determined that contribute to salary, the 
school should consider using its best judgement whether to award a salary increase, or how 
much of a salary increase to award and may wish to use a sliding scale methodology based on 
the size of the imputed gap.  

• Once revised salaries have been determined on a case-by-case basis, the school should consider 
employing the analysis techniques described in this report to reset their baselines for future 
employees.  

• Before the next hiring season, the school should consider analyzing the additional factors that 
contribute to a salary determination to understand if they align with the schools’ values. For 
instance, degree and years of service are significant predictors of salary – is this what the school 
wants or are there other factors the school is interested in exploring to determine salaries? 

 
Starting Salaries and Salary Formula 
The imputed starting first year teacher salary for teachers with a bachelor’s degree is $40,139 and for a 
teacher with a master’s degree $46,082. The model predicts that each year of service is worth $903.23 
if the teacher has a bachelor’s degree and $851.61 if the teacher has a master’s degree. 
 
Alternative Methodology – Comparison with  
The r2 values listed in the formulas above are 0.90 and 0.88 which means that there is a large positive 
correlation described it the model. A slightly different approach to calculate the school’s existing salary 
scale would entail examining the rate of increase between each of the bands of service at the school.  
The rate of increase for longer serving faculty members likely slows as a result of uneven inflation over 
the years, variable increases over the years, or some other factor. The equation listed does not entirely 
take the nuances of this phenomenon into account and the school may wish to examine how it applies 
its compensation philosophy to those with longer tenures at the school. Because the school starts with 
the  teacher scale and then applies a percentage (85%) for each of the employees, this 
method may be useful to the school. When comparing the values of salaries without stipends (base 
salary) to the  scale, it was found that only 16% were within $100 of the anticipated 
values.  Those employees who were below scale account for $8,035 and those who are paid above the 
scale account for $128,554. This leads us to suspect that there are missteps in the methodology and/or 
some of the values provided are not quite right. However, if the values are correct, then the scale 
might not have been followed as anticipated.   
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Part 2: External Benchmark Creation 
 

The school has expressed an interest in comparing salaries to external benchmark groups. Using the 
NAIS DASL data set, three benchmark groups were created: a custom group consisting of  

 
note that not all of the schools’ data is 

available), schools that are members of the  
that have indicated a religious affiliation, and  schools that have indicated a religious affiliation. 

provided data from three public systems ( ) which was 
manipulated to express in terms of years of service, balanced to match the percentage of degree 
holders at the school, and then averaged together.  
 
Presented below are nominal values which represent what the schools entered into the DASL system. 
Adjusted values use the known Cost of Living Index (CLI) to adjust for dollars – note that if 
schools do not have a known CLI, their value is removed from the calculation which sometimes results 
in fewer schools in the benchmark group. Data on the schools in the cohort groups is presented in the 
Appendix.  
 

MEDIAN TEACHER SALARY (NOMINAL) 

 0-5 yrs 6-10 yrs 11-15 yrs 16-20 yrs 21-25 yrs 26-30 yrs 
31-35 
yrs 36+ yrs1 

 $42,655 $48,685 $53,666 $60,074 $68,167 $64,943 $74,040 $74,040 
Custom Group $45,000 $49,634 $54,000 $60,507 $69,309 $63,500 $70,240 $79,167 

 $49,110 $55,083   $60,908  $66,282  $70,358  $77,684  $49,110  $55,083  
 $44,000 $49,379 $54,652 $60,601 $67,754 $63,500 $72,740 $78,616 

 $45,653 $49,603 $56,708 $61,301 $69,157 $69,566 $75,401 $79,167 
 

MEDIAN TEACHER SALARY (CLI Adjusted to Atlanta cost of living) 

 0-5 yrs 6-10 yrs 11-15 yrs 16-20 yrs 21-25 yrs 26-30 yrs 
31-35 
yrs 36+ yrs 

 $42,655 $48,685 $53,666 $60,074 $68,167 $64,943 $74,040 $74,040 
Custom Group 

Adjusted values are temporarily unavailable as DASL has commenced the data collection 
season. As soon as they are available again, we will complete this section of the analysis.  

 
 

 
 
The NAIS DASL data set does not report salary information on those with an advanced degree by years 
of service at the school. Note that this is being addressed in the 2022 data collection for those schools 
that are members of MISBO and several other associations that have agreed to follow MISBO’s lead in 

 
1 NAIS captures one more category, 41+ years of experience. 



 
 

Compensation Analysis 
Compiled Summer 2022 

 
 

 
 

7 
 

this data collection effort. The numbers in the table above represent the school’s data set which 
consists of 57% of teachers with a bachelor’s degree, 42% of teacher with a master’s degree, and 1% 
with a doctorate.   
 
Cautions 
The cohort groups are benchmarks for the school to use to determine where the school would like 
salaries to be relative to other schools. There are likely some issues with the external data – namely, 
we cannot know what factors other than degree and years of service are implicit in the scales from 
other schools. The larger data set helps to even out variability, but it is still an unknown. The cost of 
living adjustment is remarkably helpful in understanding real wages compared to other parts of the 
country and we are looking forward for this tool to be turned back on. DASL adjusts to known cost of 
living adjustment indices – if an index is not known, then no conversion occurs, and the school’s 
information is not used to calculate benchmark data. NAIS purchases cost of living adjustment data 
that is reported at the zip code level and aggregated at the CBSA level, which is close, but not exactly 
aligned with the metropolitan statistical area.  
 
The charts below show the same data two different ways and indicate that the school’s salaries for 
later career teachers comes closer to the median values of the benchmarks.   
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The table below shows where the school’s salaries are on a percentile scale relative to the three DASL 
benchmark groups. DASL provides values for the 10th, 25th, 50th, 75th, and 90th percentiles. Using these 
data points, we estimated where the school’s salaries fall within the percentile ranks within each 
cohort group. For example, the school’s 0-5 year salary would be at the 20th percentile in the custom 
group. The percentile rankings are not exact and are rounded to the nearest 5th percentile. In the case 
where the percentile rank is listed as lower than the 10th or 90th percentile, there is no data to 
determine how far below or above the percentile the schools salary is.   
 

 0-5 yrs 6-10 yrs 11-15 yrs 16-20 yrs 21-25 yrs 26-30 yrs 31-35 yrs 36+ yrs 
 20th 25th 50th  45th 55th 75th  

 40th 40th 45th 45th 55th 55th 55th 40th 
 35th 30th 35th 40th 45th 35th 45th 20th 

 $42,655 $48,685 $53,666 $60,074 $68,167 $64,943 $74,040 $74,040 
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CLI ADJUSTED VALUES – Benchmark cohorts 1 and 2 
 

CLI ADJUSTED 0-5 yrs 6-10 yrs 11-15 yrs 16-20 yrs 21-25 yrs 26-30 yrs 31-35 yrs 36+ yrs TOTAL 
 $52,390 $53,045 $56,417 $59,373 $59,785 $61,880 $64,686 $73,000   

 4 15 15 22 17 11 6 5   
 Cohort 

25th target $43,794 $48,947 $51,964 $57,390 $60,483 $64,319 $68,850 $68,820   
difference ($8,596) ($4,098) ($4,453) ($1,983) $698 $2,439 $4,164 ($4,180)   
COST ($34,384) ($61,473) ($66,800) ($43,634) $11,864 $26,829 $24,981 ($20,900) $63,675 
            
50th target $49,822 $55,258 $60,376 $64,924 $68,970 $72,380 $77,110 $79,228   
difference ($2,568) $2,213 $3,959 $5,551 $9,185 $10,500 $12,424 $6,228   
COST ($10,272) $33,192 $59,380 $122,114 $156,143 $115,500 $74,541 $31,140 $592,011 
            
75th target $53,014 $59,804 $65,320 $68,470 $73,383 $76,813 $83,343 $88,795   
difference $624 $6,759 $8,903 $9,097 $13,598 $14,933 $18,657 $15,795   
COST $2,496 $101,382 $133,540 $200,126 $231,164 $164,263 $111,939 $78,975 $1,023,886 
            
90th target $58,501 $63,643 $68,566 $72,321 $77,990 $84,990 $90,173 $95,325   
difference $6,111 $10,598 $12,149 $12,948 $18,205 $23,110 $25,487 $22,325   
COST $24,444 $158,967 $182,230 $284,848 $309,483 $254,210 $152,919 $111,625 $1,478,727 

 Cohort 
25th target $46,481 $49,586 $54,082 $58,597 $61,918 $64,938 $68,624 $69,663   
difference ($5,909) ($3,459) ($2,335) ($776) $2,133 $3,058 $3,938 ($3,337)  
COST ($23,636) ($51,888) ($35,030) ($17,080) $36,259 $33,638 $23,625 ($16,685) $93,523 
           
50th target $50,382 $54,617 $60,250 $64,924 $68,970 $72,611 $77,019 $78,854  
difference ($2,008) $1,572 $3,833 $5,551 $9,185 $10,731 $12,333 $5,854  
COST ($8,032) $23,577 $57,490 $122,114 $156,143 $118,041 $73,995 $29,270 $580,631 
           
75th target $53,627 $60,327 $65,320 $69,518 $72,967 $77,266 $83,217 $87,073  
difference $1,237 $7,282 $8,903 $10,145 $13,182 $15,386 $18,531 $14,073  
COST $4,948 $109,227 $133,540 $223,182 $224,092 $169,246 $111,183 $70,365 $1,045,784 
           
90th target $58,667 $63,197 $68,397 $72,881 $76,455 $82,054 $86,746 $95,782  
difference $6,277 $10,152 $11,980 $13,508 $16,670 $20,174 $22,060 $22,782  
COST $25,108 $152,277 $179,695 $297,168 $283,388 $221,914 $132,357 $113,910 $1,405,818 
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Cost to raise salaries to 25th, 50th, 75th, and 90th percentiles of the cohort groups, continued.  
 
CLI ADJUSTED VALUES – Benchmark cohorts 3 and 4 
 

 CLI ADJUSTED 0-5 yrs 6-10 yrs 11-15 yrs 16-20 yrs 21-25 yrs 26-30 yrs 31-35 yrs 36+ yrs TOTAL 
 $52,390 $53,045 $56,417 $59,373 $59,785 $61,880 $64,686 $73,000   

 4 15 15 22 17 11 6 5   
 Cohort 

25th target $45,624 $47,678 $47,094 $57,503 $57,151 $57,851 $64,893 $66,648   
difference ($6,766) ($5,367) ($9,323) ($1,870) ($2,634) ($4,029) $207 ($6,352)   
COST ($27,064) ($80,508) ($139,850) ($41,148) ($44,780) ($44,319) $1,239 ($31,760) $1,239 
            
50th target $49,720 $52,548 $54,191 $59,425 $59,785 $61,880 $69,392 $68,788   
difference ($2,670) ($497) ($2,226) $52 ($0) $0 $4,706 ($4,212)   
COST ($10,680) ($7,458) ($33,395) $1,136 ($2) $0 $28,233 ($21,060) $29,370 
            
75th target $51,040 $53,247 $59,225 $60,047 $61,301 $69,756 $71,924 $73,362   
difference ($1,350) $202 $2,808 $674 $1,516 $7,876 $7,238 $362   
COST ($5,400) $3,027 $42,115 $14,820 $25,770 $86,636 $43,425 $1,810 $217,604 
            
90th target $51,328 $56,822 $61,130 $63,063 $68,462 $73,861 $75,594 $85,529   
difference ($1,062) $3,777 $4,713 $3,690 $8,677 $11,981 $10,908 $12,529   
COST ($4,248) $56,652 $70,690 $81,172 $147,507 $131,791 $65,445 $62,645 $615,903 

20 mile radius Cohort 
25th target $44,000 $48,255 $48,215 $51,600 $55,451 $60,550 $63,920 $69,409   
difference ($8,390) ($4,790) ($8,202) ($7,773) ($4,334) ($1,330) ($766) ($3,591)   
COST ($33,560) ($71,853) ($123,035) ($171,014) ($73,680) ($14,630) ($4,599) ($17,955) $0 
           
50th target $48,340 $53,000 $53,277 $56,565 $59,678 $62,860 $68,545 $72,280  
difference ($4,050) ($45) ($3,140) ($2,808) ($107) $980 $3,859 ($720)  
COST ($16,200) ($678) ($47,105) ($61,784) ($1,821) $10,780 $23,151 ($3,600) $33,932 
           
75th target $51,000 $56,653 $56,417 $59,600 $63,680 $70,593 $73,469 $81,515  
difference ($1,390) $3,608 ($0) $227 $3,895 $8,713 $8,783 $8,515  
COST ($5,560) $54,117 ($5) $4,986 $66,213 $95,843 $52,695 $42,575 $316,430 
           
90th target $51,709 $57,067 $59,940 $62,700 $67,481 $73,861 $75,991 $86,216  
difference ($681) $4,022 $3,523 $3,327 $7,696 $11,981 $11,305 $13,216  
COST ($2,724) $60,327 $52,840 $73,186 $130,830 $131,791 $67,827 $66,080 $582,882 
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Part 3: Calculations for Reconfiguring Salaries based on Benchmark Group 
 
Several paths are in front of the school as it considers its compensation philosophy.  

• First, the trend lines demonstrate that salary increases tend to slow as employees mature 
within the school – the school should decide if this is an intentional or unintentional practice.  

• Next, the school should consider where it wants its salaries to be relative to the three cohort 
groups – at the 25th percentile, the 50th, the 75th, etc. or if these cohort groups are the correct 
groups. Prior to this decision, the school might want to see the adjusted comps or might want 
to consider alternative benchmark groups. This is a part of the process that we anticipate 
helping the school with as part of this project.  

Once these questions are answered, a new formula based on the DASL data can be calculated to 
suggest adjustments to salaries and MISBO will assist the school with the final step in the process. 
Additionally, once cohort benchmark groups are finalized, the analysis on the non-teacher data can 
begin.   
 
Conclusion 
Thank you for letting MISBO engage with this project. The commitment and cooperation of the staff 
has been incredible. The leaders of the school have the well-being of the faculty and staff and 
ultimately the students at heart. While it will take work to implement a strategy that is sustainable to 
raise wages, if that is the school’s ultimate desire, the team on hand is capable and determined.  
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