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Collaborative Approach to
a Predictable Sustainable
Alternative Teacher
Compensation

Schedule with a Band-

Panel: Pewaukee: John Gahan, Assistant Superintendent/CFO
Oconomowoc: Pamela Casey, Director of Human Resources; Beth Sheridan, Director of Business Services
Wausau: Mike Schwei, Interim Superintendent; Bob Tess, Chief Finance and Business Services Officer

Oconomowoc Area School District — Background
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ACT 10 - February 11, 2011

= Had an expired bargaining agreement

(oF6][[YSNVEREETGERCM = Atimpasse with union leadership

2009-11 Agreement = Did not have an up-to-date salary schedule

= Needed an Employee Handbook by July 1

= Eliminated entry-level steps in an attempt to increase the starting salary to
attract staff;

= Provided cell lifts to varying degrees over those years;

= Eliminated the payment for additional credits;

= Provide step movement in some years, but not in all years;

= Granted limited lane movement

Used 2008-09 Salary

Aid Approach

= Caused OASD wages to lag: District was not as competitive in the

Consequences of market aswould. have liked.

Band-Aid Approach - CausquUncertalnty and_Angst of staff because therg was no longer a
PP clear vision of what salaries would/could be. What will my salary be next

year, and in future years?

Oconomowoc Area School District — Background
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New Superintendent & Board Support — Create a NEW Compensation Model

= Started to create a model

= Realized: Not adequate voice

AND lacked breadth of
knowledge to produce a
successful model

Assembled a Team

= Educators, principals, and
administrators

= Full year to study, create, and
roll-out a new model

= New model ‘tanked’ with staff
acceptance and actuarial

predictions for sustainability
= Back to the drawing board -
modified based upon staff
feedback and actuarial
recommendations
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= Board approval

= Learning sessions at all sites

= Various means to
communicate to staff

= Continuous improvement:
Modified for 2016-17 and
2017-18 based upon steering
committee recommendations
and staff feedback

Pewaukee School District - Background
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i to Act 10
« Strategic Response -
i tiate
. | was set to differen
S:rﬁpensaiion for high performers
« April 2010 set goal to implement by
June 2013

Board of Education

T ; « Develop basic framework of model
Administrative Team — Engoge Staff in the fundamental
Consultant elements of design
» Share proposed project with staff
?ngogement through World Café Format
* Launch new structure for 2013-14
Deploymen‘r and schoal year to inform compensation
Implementation S ool ymcn
* Calibrate mod. i
—  _ implement rooel for consistent
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Wausau School District - Background Wausau School District - Background
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June 2011 Union proposes compensation model emphasizing leadership, professional development,

and impact on student achievement as the means by which available compensation is

distributed.
2013-14 Considering the possibilities.
2014-15 Migrate all existing teachers onto the new model. (phase 1)

Create professional development catalog. 6 Academies, and PDMS (Eduphoria).
2015-16 Allow limited movement on the new model. QR ™ .

Fully implement professional learning (phase 2) and create 4 more Academies. s S et tier e ——

g

2016-17 Create 6 more Academies (16 in all). - .

This was the first year teacher salary reflected credentialing, professional learning, : :

and tier advancement. Accessibility corrections/improvements. Lol e
2017-18 Accessibility and affordability corrections/improvements. E E
2018-19 Continuously review the need for other changes. s E
2019-?2? Fund student outcome component. (phase 3)

Wausau School District — Early Evolutlon of the Model
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DURING 2017-18..... !
# Courses: 78
# Classes: 138

m Total Pay
Increase

mPD
Incentive

Why Consider a New Model?

Compensate Professional Learning, Teacher
Leadership, and Impact on Student Achievement 2013-14  2014-15  2015-16  2016-1F7  2017-18  2018-19
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Wausau School District — Necessar}/ Modifications
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Prychologist Matrix [including a 1%

| specialist Practitioner Group Matrix for:
*Physical Therapists
| “School Psycholgists

Bewer aEr

J

.

Compensation Model Sustainability
Key Elements to Consider When Creating a Model

TIER ADVANCEMENT
*To Ba Determirad

Wausau School District — Necessar}:'Modifications
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STARTING SALARY WAS
100 LOW

Increased starting salary
($38,000 to $40,000) and
all Tier 1 salaries w/o
compromising the rest of
the model

(]

Small % of teachers
getting a large % of
available funds
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One-time ‘wall"

vertical barrier

WALL COMPENSATION

‘compensation for
those inhibited by a
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am by Teachers

UNFAIR INITIAL
PLACEMENT
Through
placement tier
advancement was
unfairly inhibited

LIMITED OPPORTUNITY
Offer a year or two of
movement while
earning Tier 4
advancement

Predictable

rdabilit

Flexible

]

Model Costing is aligned
to the budget process

Promotions are known by
January and costed first
Advancement is dictated
by years of experience

and limited by length of
EE cycle

Can be modified to adjust to
legislative changes, ie. If EE is
eliminated, another metric

could replace it in the model

Parts can be changed,
added, or removed without
compromising the entire
model - ie. Change the
promotions timeframe or
necessary EE scores

the model bands with relative

New hires can be placed into
ease

Can adapt to a changing
financial environment

[1]

| Percentage raises based on
EE are defined as-up to ...%

Promotion $ increases from
— band to band are reviewed
and approved annually

Band low and high salary are
reviewed and benchmarked
annually

Stipends for attraction and
retention are used and have
limited durations




Adaptable for Continuous Improvement
O L

Administration completes various
benchmarking analyses with other district
models (innovative, but not in left field)

Exist interviews are conducted to identify
any issues with compensation model

Salaries are benchmarked annually (75%
quartile is the Board’s goal)

Turnover statistics are measured annually

Continuous

Improvement

School Board, Human Resources, and
Business Services are all on the same page
with philosophy and goals

Administrators are trained on EE
observations

Administrators calibrate critical
conversations with staff around gauging
promotion readiness and adyvising on
evidence

Steering Committee reviews the model
and makes recommendations to the
School Board

Stakeholder Analysis

Where are you at and Where do you want to end up?

Employe
L1} ll,‘

e: Accessibility, Acceptance, Transparency

Transparent /
Simple

= Easy to understand and explain to existing and new-to-the-district staff

= On-site meetings to explain changes, electronic communications, website
= Includes FAQ and definitions sections

< Impact on union bargaining and district strategy / relationships

Accessible

= Educators are empowered to determine their destiny

= No limitations on the # of staff who can promote & Transparency about how many
successfully promote

< Pathways are obtainable and transparent

= Leadership opportunities are available to staff through current professional development

= Activities with students outside the professional day are recognized

)

T
Engagement
.

= Promotions Committee: 20 staff members, who are ambassadors of the model
= Steering Committee: administrators, principals, and educators
= Educators serve as advisors to others who wish to promote

= Demonstrate responsible use of district resources (funds and staff) — teachers are
supported with fair compensation, while wisely using taxpayer dollars

= During implementation, salaries exceeding the band range were ‘grand-fathered”

= No ‘slide-back’ feature

= In first years of implementation, pay stipends were provided to staff who did not receive
a raise because their current salary exceeded the band range

T

Stakeholder Identification

Internal Stakeholders:

External Stakeholders:
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Gauge Stakeholder Commitment and Skills

Degree which
stakeholder believes

Degree change is necessary

stakeholders are
willing to carry out
change.

Demonstrated

Commitment Training and
communication
needed to execute the
desired change. How
to effectively lead and
manage change
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Motivate Stakeholders through Engagement




