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Kenosha Unified School District 

June 13, 2017 

Teacher Salary Structure 

Background 

Over many decades, compensation for teachers has been determined through standard practices, 
commonly represented by a single salary structure. The salary structure was referred to as a step 
and lane salary schedule for teachers. While these practices served districts well in a number of 
respects, many argue that new forms of teacher pay could provide powerful leverage for 
improving student achievement by enhancing recruitment and retention efforts for effective 
educators.   

Many Wisconsin school districts initiated their own teacher pay design and delivery models 
following the passage of Wisconsin Act 10 in 2011. (Beck, 2014; Mendez, 2014; Richards, 2012, 
August 19; Richards, 2012, November 22). Act 10 eliminated collective bargaining rights for 
many public employees, retained teacher compensation bargaining only for base pay increases, 
and limited that bargaining to the percent change in the consumer price index (Wisconsin Act 10, 
2011). With this new flexibility, Wisconsin districts began moving away from the standard 
practices of compensation.   

It is not a straightforward task to replace a simple, objective salary structure that has existed for 
nearly a century with another complex structure that is responsive to various district and staff 
needs and more dependent on judgment. In order for a new salary structure to work, a new model 
or approach must be sustainable, yet adaptable from year to year as school districts encounter 
demands such as state funding changes every two years. Unlike the step and lane salary 
structure, which used verifiable criteria to ensure that teachers are treated alike, any new model 
salary structure allows for considerable variation from individual to individual, as teachers 
develop in their career, move from tier to tier, and/or chose from the many opportunities for 
learning, growth, and increased responsibility that the salary structure provides. The credibility 
of the structure depends on two factors. The first is having a fair, open, and well-informed 
process for making key decisions, such as setting guidelines for initial salary placement, 
allocating resources from the budget, defining the selection criteria for growth and managing 
performance. The second is ensuring that over time that this structure supports student learning, 
career growth, professional learning, certification advancement, recruitment and retention and 
the like. 

There is much yet to learn when developing new teacher compensation practices. As the team 
learned, the knowledge vacuum is very large; and at times challenging to process all of the 
information within a short timeline. However, districts have a broad opportunity and 
responsibility, and with that comes flexibility to review and reconfigure their compensation 
models in ways that might be more effective than those previously used.   

 



Timeline 

September 12, 2016, Special Board Meeting 
Purpose: The purpose of this meeting was for Views and Comments by the Public, 



November 15, 2016, Regular Board Meeting 
Excerpt from the meeting “Mr. Kunich moved to approve a one-time, non-base building, 2.4% 
stipend calculated on base salary for full-time equivalent staff based on the condition that the 
Board approve a new salary structure by May 2017, and that Administration sit down with any 
and all school board members over the next nine months to discuss any and all options 
regarding the salary structure. Mr. Wade seconded the motion.  Motion carried. Ms. Stevens 
dissenting.” 
http://www.kusd.edu/sites/default/files/document-library/english/rm20161115.pdf



The KUSD planning team is comprised of the following members: 
 
Annie Petering Chief Human Resource Officer 
Judy Rogers Coordinator of Human Resources 
Kristopher Keckler Chief Information Officer 
Dr. Kurt Sinclair Principal, Bradford High School 
Martin Pitts Regional Coordinator of Leadership and Learning - 

Elementary 
Rade Dimitrijevic Coordinator of Human Resources 
Rena Somersan Consultant, Newport Group 
Stacey Cameron-Weigand Coordinator of Human Resources 
Tanya Ruder Chief Communications Officer 
Tarik Hamdan Chief Financial Officer 
William Haithcock Principal, Harborside Academy 
William Whyte Senior Vice President of Operations, Gateway 

Technical College 
Dr. Sue Savaglio-Jarvis Superintendent of Schools 

 
The Salary Structure Design Team met from 4:30-7 p.m. on the following dates: 

�x December 14, 2016 
�x January 11, 2017 
�x January 25, 2017 
�x February 8, 2017 
�x February 16, 2017 
�x March 8, 2017 
�x March 23, 2017 
�x April 5, 2017 
�x April 26, 2017 
�x May 10, 2017 
�x May 24, 2107 

 
The following are links to each agenda for each noted meeting in the above list. The agendas 
were also emailed to the full board following each salary structure committee meeting. 

�x https://docs.google.com/document/d/1-CF8TSCYN9s-
DmXsYP6Cs83Jrn17Nc91Y7lLIOd79DQ/edit?usp=sharing 

�x https://docs.google.com/document/d/1oJM4sPfST5ejzWMRF7Rt2OF4JvLzVjMraJsAs
IbVo2w/edit?usp=sharing 

�x https://docs.google.com/document/d/1Sglq3nk07Lsh7UZdIi5o92IciidguEpUjSI_08S15
ao/edit?usp=sharing 

�x https://docs.google.com/document/d/1z1FtyPW0-
nF4P1OgwAXjTxlOSY00PJEmIqUMcWjo_-E/edit?usp=sharing 

�x https://docs.google.com/document/d/1_n2yWhKibPcgyKJxS0QimBgAqCvXWJiooOI
gXqYy-4U/edit?usp=sharing 

�x https://docs.google.com/document/d/1OT3Q2PztWWQJ9JjUVbI_cS0Wt3YiO-u1d-
rOLGf34Vg/edit?usp=sharing 


