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2024-25 Compensation Trends

Strategic Compensation Partnership

Edgerton’s Story

Kettle Moraine’s Story

What's Next for this Strategic Effort



Evidence-Based Decisions

Leadership and Staff Engagement Around Compensation
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Strategic Compensation Partnership Purpose:

To mobilize area school leaders to define and evaluate our needs as it relates to
employee compensation trends in K-12 Education. By establishing a collective
scope, we develop a market-based compensation tool to support employee-wage
trend comparisons district-to-district.




Regional Compensation Partnership (Est. Fall 2016):
Common Challenges

1). Affording Compensation

e Do we have the Funding to Support New Compensation Systems

e What is “Your” Story?
2). How to Place New Employees

e “Leapfrogging” Effect

e Use a “Market Analysis™ to Drive Evidence-Based Decision Making
3). Other Districts “Cherry Picking”

e District-to-District Headhunting

e Retain and Attract - Ensure your Comp Systems are Competitive
4). Hard-to-Fill Positions

e How is this determined?
e Are existing employees honored by this classification?
e Use a “Market Analysis” to Drive Evidence-Based Decision Making



Regional Compensation Partnership (Est. Fall 2016):
Common Goals

® Openly Communicate Compensation Structures

e Establish Data Submission Practices that are Clear and
Consistent

e Submit Expected Outcomes

e Establish/Maintain Relationships with Support Organizations



Establishing a Sustainable Submission Process

1). Role Identification and Coding (Position Type Codes)

e Closing 1202 Reporting Gaps
2). Skyward Data-Mining:

Role Identification
Wage Detall

Experience (Local/Total)
Educational Attainment

3). Frontline/Baird: Salary/Experience and Hourly-Rate/Experience (and More!)


https://drive.google.com/open?id=1dmXAsi6xYLQNtIrXKLtlmRGsbMBbULAR

“Coopetition”

e 31 districts in 2018: Dane Cty/CESA 2 Region
e 50+ districts In 2022: Statewide and growing
e Key advantages:

o Data Accuracy

o Transparency
o Ability to “tell your story” with easy analytics
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Growth of the Project over time (2020)
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2022
53 Districts
Expanded all directions
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Edgerton School District



Market Assessment Results

Evidence-Based Practices to Retain and Attract




Edgerton Educational Support Professional (EESP)




Houry Rate
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Hourly Wage vs Experience by Group Code - 2018
District{s): Cambridge, Edgerton. Evansville Community and 3 more
Group:ELL/Billing Para, Health Para, LMC Para and 2 more
Group Code Definitions: https:/fbit JidolS
Data Download: https:// 2 [i1.4
Source: Skyward and Forecastd Salary Project
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Hourly Rate

2022-23
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Data Download: hitps://tinyur| f5k84fnm
Source: Skyward and Frontline Salary Project
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Teachers

Bachelor’s/Master’s




Bachelor’s Degree




Bachelor’'s Degree Comp:
2017-18
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Total Salary vs Experience - 2018

District(s): Cambridge, Edgerton, Evansville Community and 3 more

Position: Teacher

Mote: Salary is the employee’s total salary across all positions and assignments.
Data Download: https.//bit. 5 K
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Total Salary vs Experience - 2023

) . District{s): Cambridge, Edgerton, Evansville Community and 3 more
BaChelor S Degree Comp Paosition: Teacher
2022_23 Mote: Salary is the employee’s salary across all assignments by position.
Data Download: https://tinyurl f5k84fnm

Source: Skyward and Frontline Salary Project
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Masters Degree




Total Salary vs Experience - 2018

) .
MaSter S Degree Comp District(s): Cambridge, Edgerton, Evansville Community and 3 more
2017'18 ) Position: Teacher . )
Mote: Salary is the employee's total salary across all positions and assignments
Data Download: https://bit.ly/2G K

Source: Skyward and ForecastS Salary Project
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d . Total Salary vs Experience - 2023
MaSter S Degree Comp District(s): Cambridge, Edgerton, Evansville Community and 3 more
2022_23 Paosition: Teacher
Mote: Salary is the employee's salary across all assignmenis by position.

Data Download: https://tinyurl. com/fSk&4fnm

Source: Skyward and Frontline Salary Project
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Individualized Market Assessment
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APRIL 2

EDGERTON SCHOOL DISTRICT B

OUR NEEDS

WHAT WAS DISCOVERED IN THE ESD FINANCIAL ASSESSMENT?

OPERATIONAL REFERENDUM 2024



OPERATIONAL REFERENDUM EXPENDITURE ASSESSMENT

STUDENT
PROGRAMMING

FOR STUDENT
ACHIEVEMENT

SURVEY: Survey and Interviews with
Bordering District Leadership.

NEED IDENTIFIED: SO

SOLUTION: Continue to maintain our
current programming and plan.

é COMPETITIVE
COMPENSATION

TO RETAIN &

ATTRACT STAFF

SURVEY: Market-based
compensation assessment applied

using payroll data of bordering school
districts.

NEED IDENTIFIED: $1,704,650 +
$906,153 in ESSER Fund Loss

SOLUTION Marntarn mflatronary/

APRIL 2"

EDGERTON SCHOOL DISTRICT

OPERATIONAL REFERENDUM 2024

MAINTENANCE
IT & SECURITY

TO ADDRESS
FACILITY NEEDS

SURVEY: Survey and Interviews with
Bordering District Leadership.

NEED IDENTIFIED: S750,000in
funds allocated over b years.

SOLUTION: Roof Systems, Windows,
HVAC Units, Classroom Tech, Network
Infrastructure Securrty and




COMPARED TO NEIGHBORING DISTRICTS IN THE 2022-23 STUDY,
EDGERTON IS RANKED AMONG THE LOWEST IN COMPENSATION:

g APRIL 2"
EDGERTON SCHOOL DISTRICT

OPERATIONAL REFERENDUM 2024

SUPPORT

Staff

$0.53

LESS PER HOUR

TEACHERS

with Bachelors Degrees

TEACHERS

with Masters Degrees

$2,963.88

LESS PER YEAR
THAN AVERAGE

$3,999.29

LESS PER YEAR

THAN AVERAGE THAN AVERAGE




APRIL 2

EDGERTON SCHOOL DISTRICT

OPERATIONAL REFERENDUM 2024 AL ,

OUR PLAN

HOW WILL THE DOLLARS BE SPENT IF THE REFERENDUM PASSES?



HOW WILL THE FUNDS BE USED IF THE APRIL 2"
REFERENDUM PASSES ON APRIL 2, 2024?

EDGERTON SCHOOL DISTRICT

OPERATIONAL REFERENDUM 2024

Maintenance , IT & Security
$750,000

Teachers
$1,324,581

Custodial, Maintenance, Office,

Administrative Personnel,
$232,917

Educational Support Professionals
$147,152

Teachers

(Loss of Esser Funds)
$906,153

NET TOTAL OF ASSESSMENT: $3,360,803



Application Feedback/Questions



KETTLE
MORAINE

SCHOOLDISTRICT

Kettle Moraine Strategic
Compensation Plan

Implementation 2023-2024 School Year to Present



Kettle Moraine: Statement of Problem

5

/A

PREPARE. INSPIRE.
EMPOWER.

Since 1967

> Attracting and Retaining High Quality Employees is a key objective
Of the Kettle Moraine School District Strategic Plan

> Research shows that stability and longevity for educational staff, especially
teachers is linked to student achievement and school/community success

> Post-Act 10, teacher turnover has increased within Wisconsin as a result of
many factors which often include culture and compensation



Kettle Moraine: Board Directive
~~

PREPARE. INSPIRE.
EMPOWER.

Since 1967

> KM Board of Education identified 11 Regional Waukesha County School
Districts for Analysis

AE‘

> Board Directive to be at/slightly above the Waukesha County “Big 11”
average for all employee groups

> How can KM best utilize our current resources to mitigate employee turnover



Kettle Moraine: Early Analysis

PREPARE. INSPIRE.
EMPOWER.

Since 1967

/A

> Biggest complaint from staff was the inconsistency of our compensation

system since 2011-12 (we did not have a salary schedule/formal system)

o Most Settlements were a CPI % raise on all salaries
o Settlements shifted in 2020-21 and 2021-22 to flat dollar settlements with a top-end cap

> From 2016-2021, KM had 100 teacher departures (out of 270), for a total 5
year turnover rate of 37%

> Teacher departures primarily from certified staff earning under $65,000



Kettle Moraine: Market Benchmarks
~~

PREPARE. INSPIRE.
EMPOWER.

Since 1967

AE‘

> Analysis of 3,295 full time teaching Staff in Waukesha County using 1202
Report Data

> Benchmarks established for average teacher compensation (by year of
experience) across the county

> Analysis conducted for staff based on educational attainment (splitting
teachers with Bachelor's Degrees from teachers with Master’s Degrees



Kettle Moraine: Vulnerability

5cH0°'- DISTR“:T

/A

PREPARE. INSPIRE.
EMPOWER.

> 2021-22 Analysis of 1202 Data Since 1967
Identlfled that Staff 0_15 years Waukesha County Certified Teacher Salary by Experienci

experience were under their “market ) P
benchmark” while staff 15-35 years |

were at/above their market benchmark == .

$70,000.00 .
$65,000.00 -
$60,000.00 ,"o.o
$55,000.00 .‘." °

$50,000.00 L]
$45,000.00

$40,000.00



Kettle Moraine: Getting Started

/A

PREPARE, INSPIRE.

> Waukesha County/Southeastern Wisconsin Salary Survey EMPOWER.
o Determined 4.00-5.00% would be the benchmark increase for base wage
increases based on Countywide/Southeastern Regional Data

o Hosted “Teacher Town Halls” to discuss important factors for compensation
benchmark

o Collaborated with Kettle Moraine Education Association (KMEA) to identify
best places to start

o Negotiated a 4.42% base wage settlement for 2023-24 with supplemental
market adjustments to address wages below $65,000



Kettle Moraine: Initial Improvements

> 2023-24 Compensation System Implementation

(@]

All certified staff received a $3,000 flat increase (4.42% average) for 2023-24
(prorated for part-time staff)

Previous merit-based, base-building pay (microcredentials) to be
above/beyond the benchmarks KM established

Implemented a revised compensation schedule with a $50,000 base teachers
salary and credit for up to 15 years (at $1,000 per year) of teaching

experience

2023-24 KM Teaching Staff FAO

Compensation system a “minimum compensation benchmark system, not a
formalized compensation scale

SCHOOLDISTRcy

/A

PREPARE, INSPIRE.
EMPOWER.

Since 1967


https://docs.google.com/document/d/1vP0c5nHtX1YcU2DrOLJUv3aUgG1RH06eXzlS0sGwiKE/edit?usp=sharing

Kettle Moraine: More Collaboration

> Waukesha County/Southeastern Wisconsin Salary Survey

o Determined 4.12% would be the benchmark increase for base wage increases
based on Countywide/Southeastern Regional Data

o Hosted additional “Teacher Town Halls” to discuss initial impact of the first
round of market adjustments & next important factors to consider

o Collaborated with Kettle Moraine Education Association (KMEA) to survey
teachers. Strong feedback to add masters and additional credit for experience
& abandon the “microcredential process”

o 15% increase in School Perceptions Survey Question: “the district’s pay
practices are fair”

SCHOOLDISTRcy

/A

PREPARE, INSPIRE.
EMPOWER.

Since 1967



Kettle Moraine: Next Improvements (24-25) B
s

PREPARE, INSPIRE.

> 2024-25 Compensation System Implementation EMPOWER.

Since 1967

o All certified staff received a $2,965 flat increase (4.00% average) for 2024-25
(prorated for part-time staff)

o Expanded compensation schedule with a $50,000 base teachers salary and
credit for up to 25 years (at $1,000 per year) of teaching experience,

o Implemented a $5,000 market factor for Masters Degrees

o 2024-25 KM Teaching Staff FAO



https://docs.google.com/document/d/1amNxYc22fKGppejEH_CvT7zAj2FL_PncrBERoH7eC5c/edit?usp=sharing

Kettle Moraine: Early Results
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PREPARE. INSPIRE.
EMPOWER.

Since 1967



Kettle Moraine: Future Steps

> Continued Collaboration with KMEA / Teacher Town Halls
o Further use of confidential surveys via KMEA
o Develop greater understanding of market driven need

> Potential Market Analysis for Additional Factors
o Market adjustment for dual certification
o Market adjustment for hard to fill positions
O Market adjustments for overloads

> Enhancements for Current Factors
- Increase starting pay above $50,000
o Increase increments for each year of experience

> Increase Engagement with Strategic Compensation Partnerships

SCHOOLDISTRcy

/A

PREPARE, INSPIRE.
EMPOWER.

Since 1967



Kettle Moraine: 10 Year Vision

SCHOOLDISTRcy

/A

> Shift Back to a true KM “Compensation System” Harowse
o Staff value predictability/sustainability of new system

o Teaching staff highly value staff wide benchmarks versus license specific
benchmarks

o Eliminates secondary 1:1 negotiating

> As compensation system expands/evolves, more staff are at a specific
benchmark versus being up a benchmark
o “Arising tide lifts all boats”
o KM issue for for teaching staff making below market salaries has been eliminated

> Fair Compensation & Early Contracts helps “mitigate turnover during hiring
season” and allows staff to focus on their instructional/operational role



Engagement by Region

Lean into Regional CESA's to facilitate Success
Collection Decisions and Data Integrity
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