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WEEKLY UPDATE TO THE BOARD OF EDUCATION 

      August 4, 2022 
 
 

A MESSAGE FROM SUPERINTENDENT CARLTON D. JENKINS 

 
Dear Board Members, 
 
This week marks the first week of the interlude between our summer semester and the 
start of a new school year. During this week, our community has been part of a national 
conversation about issues which continue to impact public education: unprecedented 
staffing shortages; unyielding global health pandemic; international supply chain 
disruptions; persistent racial injustice and social unrest; ultra-partisan political 
environment; and historic inflation. These challenges loom large but can be overcome 
by the resilience and determination of our students, staff, families, and community 
members.  
 
As we begin the month of August, our entire community is engaged in preparations for 
our upcoming school year. Scholars are maximizing every moment of reflection about 
upcoming opportunities in the classroom, the arts, and other co-curricular activities. 
Staff are beginning to catch up with their colleagues to collaboratively refine 
instructional plans. Families are making plans for their last summer gatherings while 
discussing strategies for a successful school year. Community members are reflecting 
on how they might contribute to the success of our schools, students, and families. 
 
As preparations for the upcoming school year continue, it is inspiring to think about our 
Strategic Framework, particularly our core values. As we aspire to create learning 
spaces where excellence and belonging (as well as racial equity and social justice) 
abound, we are inspired to raise our voices in a focused and creative fashion. These 
core values are not empty words; rather, they challenge us to lift our sights toward the 
unlimited potential in our community. As we reflect on the talent and promise of our 
scholars and families, we find the inspiration and resilience to grapple with the pressing 
issues of today as we co-create a more dynamic tomorrow. Yes, reflecting on our core 
values reminds us of our larger purpose as a district and community as we race toward 
an upcoming school year full of wonders and possibilities. 
 
Thank you for your ongoing support and partnership. I look forward to providing you with 
further updates on our district’s progress in the coming weeks. 
 
Sincerely, 

Carlton 
Carlton D. Jenkins, Ph.D. 

 
 



Weekly Update Page 2 August 4, 2022 

 

PARTNERSHIPS AND GRANTS 

 
Madison Public Schools Foundation  
Please see the attached memo for an update on Teacher Support Network 
impact in 2021-2022.   

 

BOARD OF EDUCATION QUESTIONS 

 
MMSD Hiring Stats   
Please see the attached HR Update that shows hiring statistics from 2017-2022.   
 
Graduation via IEP Portfolio Plan Template  
Please see the attached template for a Graduation via IEP portfolio plan.   
 
Restraint and Seclusion Data 
Please see the restraint and seclusion data attached below. Please note that 
2022/2021 is the most current data available at this time.   

  
 Retiree Insurance Update   

Thank you for letting us know your concerns regarding “why the retiree dental 
coverage is more expensive than the active employees’ dental coverage since 
both retirees and active employees are in the same plan group.” We looked into 
this inquiry and would like to provide clarification:  
Retirees pay a higher premium for dental coverage because they are moved 
from being an active employee to a retiree of the Madison Metropolitan School 
District (MMSD). As an active employee, the district contributes to the dental 
premium. MMSD offers two premium options for retiree dental coverage. 
• If you are using your Escrow/HRA, the premiums are $43.75 for single 

coverage and $111.68 for family coverage.  
• If a retiree does not have or is not using the Escrow/HRA option for their 

dental coverage, then the premium amounts are $45.89 for single coverage 
and $114.83 for family coverage.  

All MMSD employees and retirees are in the same plan group as our dental 
coverage is exclusive to MMSD employees. However, within the plan group we 
have two designations - active employees and retiree employees. 
I hope this answers your question.  

 
 Response to School Safety at Lowell Elementary School Inquiry 

I am a first-grade teacher at Lowell Elementary. With the rise in mass shootings, I 
am wondering if MMSD is planning on replacing the old doors in many of our 
classrooms throughout the district. My classroom has two old doors, which have 
9 panes of glass at the top.  The glass could easily be broken, allowing a 
perpetrator entry into the classroom.  In fact, several students broke the glass 
panes in doors at our school throughout the year (either by punching them out or 
slamming the doors) --which is another reason to replace the doors. 
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• This was brought up at Lowell's safety visit by the principal as the glass on 
many of the doors is old/brittle and prone to breaking. When panes have 
broken, they have been replaced with sturdy, reinforced glass. It is a 
recommendation to replace all panes with reinforced glass and a short-
term action step was to submit a work order for the remaining doors. We 
will work with Building Services to get a timeline on this project as they are 
also aware.  

 
Another safety concern is that our MMSD badges open every door in the 
school. Therefore, if a perpetrator had one badge, they would be able to open 
almost every classroom in the school.  
 

• It is best practice and safest to have keyless (Salto) locks on all doors and 
have all doors be accessible to all staff in case of an emergency. Yes, the 
staff badges open all doors within a school building, which is designed to 
ensure any staff can quickly and easily get students behind a door that is 
inaccessible to someone without a badge. This means it is imperative that 
all staff must keep their badge with them at all times. They should have 
them around their neck or visibly on their waist band. They should not put 
them down anywhere in the classroom/building, give them to other staff, or 
let students use them. We will reinforce the importance of keeping your 
badge on your person at all times with principals at the Leadership 
Institute.  

 
Questions and Responses about Special Education  

1. What new funding is allocated in the 2022-23 budget to evidence-based, district-
wide solutions for including and educating students with IEPs?  

 
The 2022-23 funding for the delivery of special education services has not yet been 
determined. MMDS anticipates the level of funding for FY23 to be similar to the level 
of funding provided in FY22. 
 
2. Why are no ESSER funds being allocated to special education or IEP needs in 

the third round of the ARPA funds, since community feedback showed this was a 
priority area?  

 
There were significant ARPA funds earmarked for special education services in 
FY22, in conjunction with funds carried over from the school closure period in FY21.  
 
3. Why isn't attention being paid to the lack of funds and training for SEAs?  
 
There are funds and Student Services personnel resources dedicated to 
professional learning for special education assistants (SEAs). SEAs are provided 
time on Monday afternoons plus 25 additional paid hours annually to engage in 
professional learning. 
 
4. How is your protocol for including Student Services when making decisions that 

affect children with disabilities?  
 

There is now (as of July 1st) an Associate Superintendent position in Student 
Services (Dr. Nancy Molfenter), which will offer increased involvement for 
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Student Services in all decisions that impact scholars with an IEP, their staff, and 
families. 
 
5. How are the voices of families with children who have disabilities being centered 

when making decisions about people with disabilities?  
 

The Special Education Advisory Council will continue to be supported by Student 
Services, there will be monthly meetings with Dr. Nancy Molfenter that will be open 
to all family members of scholars with an IEP, and Student Services will continue to 
employ a Family Ombudsperson (Anna Moffit). 

 

OTHER INFORMATION 

 
 Weekly Metrics and Ops Recordings and Agendas:  

      7.26.22 Bi-Weekly Metrics Meeting Agenda & Recording  
 No Biweekly School-Central Office Operations Meeting  
 

Human Resources Update   
 Please see the attached Human Resources updates dated July 28, 2022, and 

August 4, 2022, for a snapshot of all the work that has been done for this week 
and last as well as movement on a number of programs and processes.   

 
    Construction Update 
 Attached you can find construction updates for East High School. You can expect 

regular communications here about our progress with the referendum 
construction projects. 

  
     Hourly Wage History  

Please see the attached memo below. The purpose of this memo is to outline 
historical data as it relates to how our rates for hourly employees have changed 
between 7/1/14 and 7/1/22 (based on 3% preliminary budget approval). 

  

 Great Things Happening Around MMSD 
• Bucks star and MMSD alum Wesley Matthews makes donation to Madison 

schools' Play Every Day initiative.  
• MMSD launches new app to keep families, students, staff, and the community 

informed of the latest news and events. 
• Residency programs aim to expose more Madison students to the arts. 

 

        Articles of Interest   

  School Teacher Shortage 
 

A Wisconsin Educator Effectiveness Research Partnership (WEERP) Evaluation 
Brief – New Teacher Retention (attached). 
 
 
 

 

https://docs.google.com/document/d/1S5tqy98Ma43pu0kuVb4TfNeKsJTQ05D1RTmVha39Gfo/edit
https://madison-k12-wi-us.zoom.us/rec/share/1oN38EpfmNZsdU5zXy1BFkvWNw8ZmW_hgZ44elc753vj0jhz7LtThnxGtiKH13ND.oNt27cgg-DcARXqZ
https://www.channel3000.com/bucks-star-madison-native-wesley-matthews-makes-donation-to-madison-schools-play-every-day-initiative/?fbclid=IwAR3a2eHYzeWRrvwPgmzMELIS1A-iV8zQzKlKDHx4TyiivRNKA-32PTjn0R4
https://l.facebook.com/l.php?u=https%3A%2F%2Fwww.madison.k12.wi.us%2Fabout%2Fnews%2Ffamily-news%2Fpublication-hidden-article%2F~board%2Fpublication%2Fpost%2Fdownload-mmsd-schools-app-real-time-updates-and-information-right-at-their-fingertips%3Ffbclid%3DIwAR3wnWvII4dTspESxLesCtNskAz1WMIIMsGvGNG-h4b2BU0aabn68dQNvZw&h=AT2DHOuTkg496w1u6I81eRaj3cGkRcZdL9hC9_As8iNrexA72fzeL4FXYTI1SevjXYlnXfcU-TLx7fcKhAL-YGsfHM_245yAeJjfWZPaQlhFkvjIHorXADCwUtTn7pdtct8W&__tn__=-UK-R&c%5b0%5d=AT0dtocjn4yy5ZTKjSqfdOL7oTU1TEjeyJHenEUzkUtF3LbarHCgcEHCU6wSpqm7mAtxMxqfihsESk4gk00lN9EPBvSfWKZ67AohUHh0WweaCcJRrlzw7wZVaqpdyWxrqvYKVGubY_LR3lXQgMk1hwzm3qV3CFQmLrCfbbTNyluZv-zhpKuqzOkAsdAbsQZZ-ouqE5YhKg
https://madison.com/news/local/education/local_schools/residency-programs-aim-to-expose-more-madison-students-to-the-arts/article_7bb7726f-d645-5462-97a3-aae564e32a6f.html
https://www.washingtonpost.com/education/2022/08/03/school-teacher-shortage/


Weekly Update Page 5 August 4, 2022 

OUR UPCOMING BOARD CALENDAR 

 
Mon., August 8, 8 a.m.  Board Officers  
     Virtual  

 
Mon., August 8, 5 p.m.  Operations Work Group   
     Virtual and in person for Board Members only  

  
Mon., August 8, 6:30 p.m.  Special BOE Meeting-Open Session WORKSHOP 
     Virtual and in person for Board Members only  

  
Thurs., August 10, 5:30 p.m.  City Education Committee  
     Virtual  

  
Mon., August 15, 5 p.m.  Instruction Work Group   
     Virtual and in person for Board Members only  

 
Mon., August 16, 5 p.m. Special Board of Education Meeting- Closed  
     In person- Board only  

 
Sat., August 27, TBD   Board of Education Retreat    
     In person—Location TBD   

 
Mon., August 29, 5 p.m.  Special Board of Education Meeting- Closed    
     Virtual and in person for Board Members only  

 
Mon., August 29, 6 p.m.  Regular Board of Education Meeting    
     Virtual and in person – Open to the public  

 
 

ITEMS ATTACHED FOR INFORMATION  

 

1. Madison Public Schools Foundation – Teacher Support Network Impact  
2. Hiring Update 

a. Weekly Human Resources Update from July 28, 2022 
b. Weekly Human Resources Update from August 4, 2022 

3. Graduation via IEP Portfolio Template  
4. Restraint and Seclusion Data 20-21 
5. Construction Update – East High School  
6. Construction Update – Memorial High School 
7. Hourly Wage History  
8. WEERP Article 
9. U.S. Mail: 

a. 2022 WASB Resolutions  
b. WASB Policy Perspectives- July 2022 
c. WASB Policy Perspectives- August 2022  



The Madison Public Schools Foundation is proud to have supported all 52 MMSD schools and 3 special
programs through our Teacher Support Network program in the 2021-22 school year.  Through a unique
collaboration with local business EZ Office Products and the MMSD Department of Strategic
Partnerships, the Foundation has delivered more than $160,000 in material resources to our public
schools.  Our primary operation is an online supply store with a pre-loaded budget available to every
school in the district.  Supplies—everything from crayons and pens to basketballs and paint to snacks and
period products—are delivered directly to schools, typically within 24 hours of ordering.

Teacher Support Network impact in 2021-22:

● Total dollars allocated = $185,000

● Total dollars expended (i.e., value of material resources delivered directly to schools) = $160,680
o Dollars expended through Teacher Support Network online store = $104,125
o Dollars expended through special initiatives (5K books, winter gear) = $56,555

● 51 of 55 eligible schools/programs participated.  100% of elementary schools, all but one middle
school, and all four comprehensive high schools participated.

● Number of items distributed = 71,876
Highlights include:
o 16,000 books to every 5K

student
o 10,170 pencils
o 3,665 spiral notebooks
o 2,135 whiteboards

o 1,944 items of winter gear
(boots, gloves, hats, etc.)

o 238 jump ropes
o 199 boxes of granola bars
o 134 soccer balls
o 150 oil pastels

Foundation staff work very closely with MMSD’s Strategic Partnerships office.  Namely, Laura Whitmore
is instrumental in creating a conduit between MMSD and the Teacher Support Network and helps
communicate program details to all schools.  Laura also works with the Foundation to create a formula
for supply budget allocation based on school population size and percentage of students that qualify for
free/reduced lunch. Using this model helps to ensure a more equitable distribution of materials to
schools most in need of support.



Madison Metropolitan School District 
Human Resources Update 

July 28, 2022 
 

This report is a snapshot of all the work that is being done for this week as well as focusing on process 
improvements within HR.  
 

Current Updates:  The following information is historical data that references the hiring trends for the 
following years of 2017-2022. The 2022–2023 year’s data is fluid as we continue to hire. 



 



Madison Metropolitan School District 
Human Resources Update 

August 3, 2022 
 

This report is a snapshot of all the work that is being done for this week as well as focusing on process 
improvements within HR.  
 

Current Updates:  The following information is related to a variety of questions that HR has received related 
to staffing. The information is specifically related to the following positions: ESEA Unit; Nurse Assistants; 
Floater SEA; Family Liaison and School Security Assistants. Some of the data provided is historical to add 
context to the questions. 
 
What is the number of total staff positions for each position and how many openings are in each and 
the number of individuals in the hiring process per category? 
 

• Education Assistant Unit (ESEA) – 114 total staff positions posted since 4/1/2022 and 91 current 
vacancies. 

• Supportive Education Employee (SEE) – 7 total staff positions since 4/1/2022 and 4 current vacancies 
 
What is the historic average turnover rate for each position? What is the turnover rate for the last two 
(2) years? 
 

• 2020-2021 – Total: 90 
o ESEA – 71 
o Security Assistants – 5 
o SEE - 14 

• 2021-2022 – Total: 135 
o ESEA – 105 
o Security Assistants – 6 
o SEE – 24 

• Historical data: 2015 - 2020 



What is the market rate of pay for each of the positions (i.e., what neighboring districts are paying for the upcoming 

year, and does it include benefits)? 

• Market Rate of Pay from neighboring districts within our surrounding areas (Numbers are from CESA 2 school districts) 

– some districts outsource nursing duties, otherwise they are included in the paraprofessional unit. 

o ESEA  
▪ Lowest Rate - $11.52 
▪ Highest Rate - $19.00 

o Float SEA 
▪ Lowest Rate - $11.52 
▪ Highest Rate - $19.00 

o Family Liaison 
▪ Lowest Rate - $11.52 
▪ Highest Rate - $19.00 

o School Security Assistant 
▪ Lowest Rate - $11.52 
▪ Highest Rate - $19.00 

 
What is the number of resignations since the last Board special board meeting, July 27, 2022, broken down by job 
category? 

• Resignations between July 27, 2022 – August 1, 2022 – Total: 28 
o Category breakdown: 

▪ Custodian – 1 
▪ Professional – 1 
▪ SEE – 2 
▪ ESEA – 6 
▪ Teacher - 18 

 

 



Graduation Plan via IEP-Based Portfolio
For Students receiving Specially Designed Instruction through an Individualized Education Plan

Student Name:
Anticipated Graduation Date:                                        Graduation Plan Developed On:

Post-Secondary Goal Summary

Employment:

Education:

Community:

Entry Requirements Necessary for
Post-Secondary Goal:

Employment:

Education:

Current Status -  Complete this section prior to the IEP Team Meeting
The purpose of this section is to develop a comprehensive profile of this student’s accumulated credits, skills, knowledge and  experiences.     It
requires a substantive review of records and in-depth interview with the student.  You may wish to use the Portfolio Worksheet as a guide to the
interview process.     It may require that additional assessments be completed in order to provide an accurate picture of core academic and
employability skills.

Typical Graduation
Credit Requirement

Earned
Credits

Assessment Information Experiential Learning

# of credits and
required Courses
for credit-based gradu

Must be a high school level assessment.  May include:
● ACT, ASPIRE, SAT
● GED or HSED scores (can include practice scores)
● individualized assessments administered by special

education or  student services personnel
● AccuPlacer or other assessments administered by

post-secondary institutions
● assessments administered by outside agencies

Include work experience, independent study,
life experiences, counseling experiences,
volunteer work, involvement in community
groups, teams, etc.   These are experiences
that have already been completed by the
student outside the classroom.

4 English including
● English I
● English II
● Choice

https://docs.google.com/document/d/1K2K2WjWTttlnNMdgBs2wdk_ho-cR427m6oSU586Blic/edit?usp=sharing


● Choice

3 Math including
● Algebra
● Geometry
● Choice

3 Social Studies
including

● U.S. History
● Modern U.S.
● Choice

3 Science

1.5 PE/.5 Health N/A

6  Electives N/A

.5 Financial Literacy N/A

1.0 Humanities N/A

Social Emotional
Learning Standards/
Employability
Skills/Self-Advocacy
Skills

N/A Employability Skills Certificate This may be used to assess current
employment skills.

Civics Test N/A Civics Test Score

Transition Plan N/A

Community
Connections

N/A

https://dpi.wi.gov/sites/default/files/imce/cte/pdf/esimpleguide.pdf


Portfolio Plan --- Complete at the IEP Team Meeting
This section is completed by the IEP team (a draft may be provided) and is developed to prepare the student for their desired post-secondary
career, college and community goals.     A Principal, Asst. Principal for Sp Ed or Asst. Director must serve as LEA .  The plan should reflect MMSD’s
graduate vision.

Competency Area Skill Level or Credential to be
Obtained

● Include the specific level of
skill to be reached and/or the
specific skills to be gained as
appropriate.   Must be
indicated for literacy & math.

● Include credentials to be
earned that support
post-secondary goals.

Experiences to be Completed
● If skill levels are not a

definable outcome (or in
addition to skill levels),
include specific activities
the student will complete
that support a
comprehensive educational
experience and prepare the
student for career, college &
community success.

Evidence of Completion
● Evidence is to be

presented at the
graduation IEP meeting

● Evidence provides
sufficient basis for
graduation.

Literacy (Reading, Writing, Oral) Must list a specific skill level.

Math Must list a specific skill level.

Other Academic
Skills/Knowledge
(Science, Social Studies, Other
Content/Elective Courses)

Employment Experience & Skills

Financial Literacy

Humanities

Health & Wellness

Social Emotional Learning

Self-Advocacy

Civics



Transition Activities

Community Connections &
Network

● IEP must document that credit-based options were considered for graduation and the reason they were rejected.  This should be recorded
in the “Other Options Considered “section of the Placement page.

● IEP also must document that a diploma will be issued based on the completion of an IEP-Based Portfolio.  This should be recorded in the
“Course of Study” section of the transition plan.

● Portfolio Plan must be completed  in Oasys.



MMSD Restraint and Seclusion: Data Report for 2020-2021 School Year

Wisconsin State Statute 118.305 regulates the use of restraint and seclusion in the school setting and
also establishes reporting requirements related to individual incidents of restraint and seclusion (DPI
Link). Annually by December 1st, the Principal of each school or their designee are required to submit
the following to the Board of Education; this report is also completed annually by December 1st and
submitted to the state superintendent:

● The number of incidents of physical restraint and seclusion
● Total number of pupils involved in the incidents
● The number of children with disabilities involved in the incidents

Level Number of
Students
Involved

Number of
Students with

Disabilities
Involved

Incidents of
Restraint

Incidents of
Seclusion

Incidents of
Restraint &
Seclusion

Total*

Elementary
School 43 31 72 22 66 161

Prior Year 183 129 598 573 821

Middle
School 2 2 2 – – 2

Prior Year 34 28 47 35 60

High School – – – – – –

Prior Year 5 4 5 2 5

Total 45 33 74 22 66 163

Prior Year 222 161 650 610 886

*Total is number of incidents = (# of Restraints + # of Seclusions) - Incidents that involve Restraint AND Seclusion

w/o
Dis

w/Dis Sec
w/Dis

Res
w/Di

S&R
w/Dis

Sec
w/o Dis

Res w/o
Dis

S&R w/o
Dis

Total
Incidents

TOTAL 45 33 22 55 59 19 7 163

1

https://docs.legis.wisconsin.gov/document/statutes/118.305
https://dpi.wi.gov/sped/topics/seclusion-restraint
https://dpi.wi.gov/sped/topics/seclusion-restraint


B = 23 73% Students w/Dis 26/163
w/o Dis

M = 9 100% Sec. Students
w/Dis

98/163 B

W = 7 74% Res. Students w/Dis 32/M

L = 3 89% S&R Students w/Dis 25/W

A = 2 84% total incidents Students w/Dis 3/L

60% incidents Students who are
Black

3/A

19% incidents Students who are Multiracial

15% incidents Students who are
White

2



PROVIDED BY FINDORFF

07.29.2022

There will be over 77,000 concrete masonry units (CMU) blocks installed at East High School to 
construct the new walls for all the renovation areas as part of the 2020 Facilities Referendum. If 
these blocks were stacked one on top of the other, they would reach over 51,000 feet high – that’s 
nearly 10 miles! 

//////////////////////////// Madison Metropolitan School District ///////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////

For additional information or questions,
scan the QR CODE to be directed to the MMSD construction page. 

Full steam ahead 
Over the past few weeks, construction crews continue to 
make great headway at East High School – especially with 
the new elevator addition in the welcome center lobby!

Inside the school, new masonry and steel stud walls are 
being constructed in multiple phases, along with a plethora 
of new mechanical, electrical, plumbing, and fire protection 
(MEPF) infrastructure. This work is setting the stage for the 
numerous interior finish elements such as painting, floor 
finishes, casework, and ceramic tiling to be installed in the 
coming weeks.

On the exterior, crews are nearly complete with the 
underground utility work that will enable the new MEPF 
systems to be brought online throughout the project.

Ongoing construction activities
• Continuing steel stud framing, drywalling, and finishing 

in preparation for interior finish work

• Building the new elevator shaft that will improve 
accessibility to the lower-level locker room and 
multipurpose room addition

• Installing exterior underground utility infrastructure

• Progressing with masonry restoration work on the 
building façade 

We are committed to keeping you informed as 
we complete construction from the MMSD 2020 
facilities referendum.

The structural walls for the new welcome center elevator shaft are 
complete. Elevator equipment will arrive this fall for installation. 

Employee Spotlight:  Gary Farrey (pictured above engaged in planning 
with the construction team) is the Building Custodian at East High 

School and plays a pivotal role in coordinating onsite MMSD janitorial 
and trades staff as the team prepares for school to return in the fall. 



PROVIDED BY FINDORFF

//////////////////////////// Madison Metropolitan School District /////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////// PAGE 2

For additional information or questions,
scan the QR CODE to be directed to the MMSD construction page. 

Waterproofing treatment was installed on the walls 
of the new elevator shaft in the lower-level locker 

room and multipurpose room addition. 

New hot/cold water supply and return piping were 
installed, which will improve the efficiency and control of 
the heating and cooling systems throughout the school. 

Remote-control robotic equipment is used for demolition work in 
preparation for the new multipurpose room addition in the courtyard. 

Interior wall framing is nearly complete in the 
second floor English classroom renovation.
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Paint, flooring, and ceilings are installed 
throughout the southwest classrooms

08.05.2022

Kinetex flooring, a carpet-like product that is being installed as part of the renovation at Memorial 
High School, is a durable and absorption-resistive material that provides the softness of carpet but 
the durability of resilient flooring. This product is being installed in most classroom spaces at 
Memorial High School.

//////////////////////////// Madison Metropolitan School District ///////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////

The corridors on the second floor are ready for 
paint, with ceiling installation to follow

For additional information or questions,
scan the QR CODE to be directed to the MMSD construction page. 

Focus on the renovated spaces
A big push is underway to finish out spaces in the 
renovated areas inside Memorial High School in 
preparation for staff and students to return in the fall. 

Painting, ceilings, and flooring are all proceeding in 
renovated classroom areas. Above ceiling work is wrapping 
up for the summer, and soon ceiling tiles will be installed in 
classrooms. 

Work continues for the music addition, with foundation 
work completed and masonry walls beginning. Excavation 
and utility re-routes are nearly complete for the technical 
education expansion on the east side of the school. 

Upcoming work for building renovations 
and additions
• Patching in the roof at new air handler locations
• Demolishing and tying in the roof structure at building 

additions
• Taping, finishing, and painting walls throughout 

renovated spaces
• Continuing ceiling grid and flooring work in renovated 

classrooms to be turned over before the start of the 
school year.

We are committed to keeping you informed as 
we complete construction from the MMSD 2020 
facilities referendum.

This week’s update:
Memorial High School
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Openings have been cut for new windows 
on the second floor of the school

Bathrooms in the special education rooms are ready for 
drywall, which will be finished by the end of summer

//////////////////////////// Madison Metropolitan School District /////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////// PAGE 2

For additional information or questions,
scan the QR CODE to be directed to the MMSD construction page. 

Excavation work is proceeding onsite for the technical education renovation and addition



To: Members of the Board of Education

From: Ross MacPherson, Asst Supt Financial Services
Tracey Caradine, Snr Exec Dir Human Resources

Re: MMSD Hourly Wage History

Date: July 25, 2022

___________________________________________________________________________________________

During the 2022-23 budget development, the district identified a desire to update the hourly rates for some of
our hourly staff to address the largest rate of inflation in over 40 years. We all know by now that the 21-23 state
budget provided no increase in the revenue limit. During the June regular board meeting, the board approved a
3% increase to base wage for staff for the 22-23 school year using our 2020 referendum, revenue identification,
and budgetary realignment.  This increase is the largest investment in our staff in over a decade.

The purpose of this memo is to outline historical data as it relates to how our rates for hourly employees have
changed between 7/1/14 and 7/1/22 (based on 3% preliminary budget approval). Over the past decade, the
board and administration has prioritized compensation in our annual budget process, including several
investments to move the base wages of our hourly staff. The following data is presented by employee type and
base/maximum rate for illustration purposes to show the range of hourly rates for the staff listed. Some
categories of staff have been updated based on actions taken in certain budget years. These actions will be
highlighted where applicable.

As we examine the alignment of these schedules for future discussion, we must be sure to acknowledge that
universal adjustments to some rate tables may cause one group to overtake another. We should remain aware
of this going into whatever action we take to adjust our rates going forward.

At a later date, the administration will be bringing a proposal to the board that will incorporate a more deliberate
proposal of how to structure our salary schedules to provide a more predictable and manageable salary
structure for all employees.

Education Assistant Rates
Educational Assistant

7/1/14 7/1/15 7/1/16 7/1/17* 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 12.70 12.73 12.75 15.00 15.32 15.69 15.77 15.96 16.44
Max Rate 17.92 18.12 18.15 18.38 19.88 20.37 20.47 20.72 21.31
*Hourly rates were adjusted to a minimum $15/hr during 17-18 budget development.  After 7/1/17, the EA and

SEA rates were combined into one schedule.

Special Educational Assistant

7/1/14 7/1/15 7/1/16 7/1/17* 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 13.33 13.36 13.38 15.00 15.32 15.69 15.77 15.96 16.44
Max Rate 18.64 18.85 18.87 19.11 19.88 20.37 20.47 20.72 21.31
*Hourly rates were adjusted to a minimum $15/hr during 17-18 budget development.  After 7/1/17, the EA and

SEA rates were combined into one schedule.



Special Education Assistant Floater
7/1/14 7/1/15 7/1/16 7/1/17* 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22

Base Rate 13.95 13.98 14.00 15.00 15.78 16.17 16.25 16.45 16.94
Max Rate 19.53 19.75 19.77 20.02 20.48 20.98 21.08 21.34 21.98
*Hourly rates were adjusted to a minimum $15/hr during 17-18 budget development.

Nursing Assistant

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 15.50 15.54 15.56 15.76 16.10 16.49 16.57 16.77 17.27
Max Rate 21.10 21.34 21.37 21.63 22.09 22.64 22.75 23.03 23.72

School Security Assistants
Security Assistant

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20* 7/1/21 7/1/22
Base Rate 15.63 15.67 15.69 15.89 16.23 16.63 18.38 18.61 19.17
Max Rate 21.98 22.03 22.06 22.34 22.81 23.37 25.82 26.14 26.92
*Hourly rates were increased during 20-21 budget development to increase SSA pay and establish Lead roles.

Food Service Rates
Food Service Worker Floater / Base

7/1/14 7/1/15 7/1/16 7/1/17* 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 13.31 13.35 13.36 15.00 15.32 15.69 15.77 15.96 16.44
Max Rate** 16.20 16.24 16.26 17.37 17.73 18.17 18.26 18.48 19.03
*Hourly rates were adjusted to a minimum $15/hr during 17-18 budget development.
**Max Rate based on percentage of base rate and position longevity per the employee handbook.

Food Service Worker III

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 14.20 14.23 14.25 15.05 15.37 15.75 15.83 16.02 16.50
Max Rate** 16.59 16.63 16.65 17.48 17.85 18.29 18.38 18.61 19.17
**Max Rate based on percentage of base rate and position longevity per the employee handbook.

Baker I / Cook I

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 14.86 14.89 14.91 15.10 15.42 15.80 15.88 16.08 16.56
Max Rate** 17.39 17.43 17.45 17.67 18.04 18.48 18.57 18.80 19.36
**Max Rate based on percentage of base rate and position longevity per the employee handbook

Baker II / Cook II / Lead FSW

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 16.00 16.04 16.06 16.26 16.61 17.02 17.11 17.32 17.84
Max Rate** 19.07 19.12 19.14 19.38 19.79 20.27 20.37 20.62 21.24
**Max Rate based on percentage of base rate and position longevity per the employee handbook



Cook Lead / Kitchen Coordinator

7/1/14 7/1/15 7/1/16 7/1/17 7/1/18 7/1/19 7/1/20 7/1/21 7/1/22
Base Rate 18.50 18.54 18.56 18.80 19.20 19.67 19.77 20.01 20.61
Max Rate** 21.97 22.03 22.06 22.33 22.81 23.37 23.49 23.78 24.49
**Max Rate based on percentage of base rate and position longevity per the employee handbook



The Impact of the Wisconsin Educator 
Effectiveness Process on New Teacher 
Turnover
  A Wisconsin Educator Effectiveness Research Partnership (WEERP) Evaluation Brief      September 2019

Curtis J Jones, Elizabeth Cain, & Leon Gilman - University of Wisconsin Milwaukee

Since the passage of Act 10 in 2011, which greatly 
diminished the collective bargaining rights and 
retirement benefits of teachers, Wisconsin districts 
have experienced increased teacher turnover through 
retirements and transfers, which has resulted in 
teacher shortages (Umhoeher, & Hauer, 2016).  

Tied up in this difficult political context, Wisconsin 
Educator Effectiveness (EE) is intended to promote 
the use of performance feedback to enhance the 
quality of teaching and student learning across 
the state. New teachers complete a structured 
process that involves a series of observations and 
feedback opportunities with an administrator. EE 
encourages schools to use the EE process, less as an 
accountability tool, but more as a learning-centered 
process (Kimball, et. al, August 2019). Given that 
new teachers, as a group, are at a greater risk of 
moving away from their school (Lankford, 

Loeb, & Wychoff, 2002), EE has the potential to 
either help or hurt the teacher turnover challenges 
facing Wisconsin schools. In this brief we explore 
how the implementation of the EE process 
relates to new teacher retention. 

www.uwm.edu/sreed | 414.227.3277 | sreed-info@uwm.edu

New teachers in schools that implement EE as 
a learning-centered process, with useful and 
accurate feedback, have greater trust in their 
principal and view them as a more effective 
leader. 
By increasing the trust teachers have with their 
principal, a learning-centered EE approach 
promotes greater teacher commitment to their 
school and results in greater teacher retention. 
The opposite is true in schools that provide less 
and less effective feedback. 
These results suggest that EE can either 
promote or hinder the retention of new teachers, 
depending on how it is implemented.

Key Findings



Key Findings

After two years, more than 40% of "new" teachers transferred to a new 
school or district, or left public education 
Of the 3,335 new teachers in 2016-17, roughly six in ten teachers new to their school or to public 
education remained in their school by 2018-19. More than one in ten were no longer working in 
Wisconsin public education.
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Schools lost effective teachers 
Most new teachers who transferred or left public education were rated as effective overall. While fewer 
teachers who transferred or ceased to work in public education were rated as effective than those who 
remained in their school, the great majority of these teachers were rated as proficient or better on most 
aspects of professional practice, according to their local evaluation process. 
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New teachers who received verbal feedback from their principal or 
evaluator were more likely to view their principal as an effective leader
Compared to teachers who participated in two or more feedback meetings, the roughly 11% (358) of all 
new teachers who reported they did not participate in any feedback meetings with their evaluator, rated their 
principal as .49 standard deviations less trusted by teachers and their leadership as .69 standard deviations 
less effective. This leadership effect size difference suggests that 76% of teachers with two or more feedback 
meetings viewed their principal as a more effective leader than those who did not participate in any. Having 
just one feedback meeting had roughly half the effect on teacher perceptions of their principal.
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New teachers who received useful and accurate feedback were more likely to 
view their principal as an effective leader
The feedback provided to new teachers who viewed their principal as a strong leader (4th quartile) was rated 
as over 1 and 1/2 standard deviations more useful and nearly 1 and 1/3 standard deviations more accurate 
than the feedback provided to teachers who viewed their principal as a less effective leader (1st quartile). 
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Participated in one feedback meeting (731 teachers) Participated in two or more feedback meetings (2231 teachers)

Teacher perceptions of trust with their principal Teacher perceptions of principal leadership

-0.84
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-0.46

-0.23
-0.16

-0.24

-0.05

0.13 0.12 0.09
0.01

0.70
0.58

0.67

0.43

Usefulness of feedback Accuracy of feedback Opportunity to use feedback Feedback use

1st quartile principal leadership 2nd quartile principal leadership

3rd quartile principal leadership 4th quartile principal leadership
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New teachers who viewed their principal as an effective leader were more 
committed to their school and satisfied with their job 
New teachers who viewed their principal as a strong leader (4th quartile) were over 1 and 1/2 standard 
deviations more committed to their school (0.77 compared to -0.84) and over one standard deviation more 
satisfied with their job (0.57 compared to -0.57) than teachers who viewed their principal as a less effective 
leader (1st quartile). 
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0.08 0.15

0.57

0.77

Teacher affective job satisfaction Teacher commitment to their school

1st quartile principal leadership 2nd quartile principal leadership

3rd quartile principal leadership 4th quartile principal leadership

New teachers who viewed their principal as more trusted by teachers were 
more committed to their school and satisfied with their job 
New teachers who viewed their principal as someone teachers could trust (4th quartile) were nearly 1 and 
2/3 standard deviations more committed to their school (0.73 compared to -0.90) and over one standard 
deviation more satisfied with their job (0.53 compared to -0.62) than teachers who viewed their principal as 
less trusted by teachers (1st quartile). 
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New teachers more satisfied with their job and committed to their school 
were more likely to remain in their school 
Between the two aspects of job satisfaction, commitment to school was a stronger predictor of whether a 
new teacher remained in their school after two years. The .54 (.22 compared to -.32) effect size difference 
between the school commitment of those who remained in their school and those who left suggests 71% of 
new teachers who stayed reported being more committed to their school than the average teacher who left.
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New teachers who remained in their school received more accurate 
feedback, trusted their principal more, and were more committed to their 
school 
Multivariate statistics were used to compare the relative importance of each study factor with the ultimate 
outcome of teacher retention. The results of these show that feedback accuracy was the best predictor of 
principal trust, principal trust was the best predictor of school commitment, and school commitment was the 
best predictor of new teacher retention (the specific results are in the appendix). The figure below presents 
new teacher perceptions across these factors broken down by their employment status two years later.
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Summary

Fundamentally, more satisfied employees are more productive (Judge, Thoresen, Bono, & Patton, 
2001) and more satisfied teachers are far more likely to stay in their schools and continue in the field 
of education (Borg & Riding, 1991; Johnson, Kraft, & Papay, 2012). Teacher turnover, especially 
in the case of early career teachers, is a problem that drains school resources and lowers the quality 
of teaching students experience, especially in urban and high-poverty schools (Lankford, Loeb, & 
Wychoff, 2002; Hanushek, Rivkin, & Schiman, 2016). Through these processes, teacher turnover has a 
negative impact on student achievement (Ronfeldt, Loeb, & Wyckoff, 2013). 

This brief establishes the connection between the teacher evaluation process, or Wisconsin Educator 
Effectiveness (EE) System, and new teacher turnover. A school's implementation of their evaluation 
and feedback process has a large effect on how teachers view their principal and to what extent they are 
committed to their school. Since new teacher turnover was found to be closely linked to their feelings 
of school commitment, the EE process done well, with teachers participating in at least two feedback 
meetings where accurate performance feedback is provided, can promote teacher retention. When not 
done well, more teachers will look for other opportunities. Given the higher teacher turnover seen in 
Wisconsin since Act 10, it is therefore critical that schools implement the EE process with a learning-
centered approach that promotes educator growth.

Accuracy of 
feedback

Feedback 
provided to 

new teachers

Trust between 
new teachers 

and their 
principal

Teacher 
commitment to 

their school

Teacher 
retention or 

mobility
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Methods

Teacher mobility was measured by 
comparing the school and district 
where teachers worked in the 2016-
17 and 2018-2019 school years (two 
years later). These data are publicly 
available on the Wisconsin Department 
of Public Instruction (DPI) WiseStaff 
data system.

Each year, Wisconsin schools assign an 
evaluation process to each teacher in 
the My Learning Plan (MLP) Educator 
Effectiveness data management system. 
Teachers new to a school, either because 
they transferred to the school or because 
they are new to public education, are 
identified as such in MLP. Typically, this 
means they are in their first three years 
at that school. MLP included 8,017 new 
teachers. 3,876 (48%) responded to a 
survey. Of these, 3,335 were linked to 
an individual school and were included 
in the analyses presented in this brief.

How do we define "new" teachers?

How did we determine "new" 
teacher mobility?

How did we measure implementation 
of the performance feedback process?

Teachers were asked the number of 
times they met with their evaluator to 
receive verbal performance feedback. 
For teachers who indicated they 
received performance feedback, scales 
from the Examining Evaluator Feedback 
Survey (Cherasaro, Brodersen, Yanoski, 
Welp, & Reale, 2015) were then used 
to measure several aspects of how 
teachers experience the feedback 
process including: to what degree 
they use feedback to improve, the 
opportunities teachers have to use 
feedback, the accuracy of feedback, and 
the usefulness of feedback. The internal 
consistency of these scales is .903, .812, 
.840, and .938 respectively.

How did we measure teacher 
perceptions of their principal?

How did we measure teacher 
perceptions of their job?

Two scales from the University 
of Chicago’s 5Essentials Survey 
(Klugman, Gordon, Sebring, & Sporte, 
2015) were used to measure teacher 
perceptions of the Trust between 
Teachers and Principals and Principal 
Leadership. The internal consistency of 
these two eight-item scales is .934 and 
.957 respectively.

The Brief Index of Affective Job 
Satisfaction (Thompson & Phua, 
2012) was used to measure affective 
teacher Job Satisfaction. The internal 
consistency of this four-item scale is 
.937. One scale from the University of 
Chicago’s 5Essentials Survey was used 
to measure teacher School Commitment. 
The internal consistency of this four-
item scale is .885.

How do we measure teacher 
effectiveness?

At the end of the year, new teachers 
receive performance ratings from their 
evaluator on either the 22 components 
of the Framework for Teaching 
(Danielson, 2013) or 6 domains of 
the Stronge Framework (2002). The 
performance of teachers receiving more 
"Proficient" (3) than "Basic" ratings (2) 
were classified as "Effective". Ratings 
were documented for 2,771 of the 3,335 
teachers included in this study.
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Results of statistical models

B
Std. 

Error sig Exp(B)

Model 1: Feedback predicting principal trust (adjusted R2 = .405)

Usefulness 0.231 0.023 < .001

Accuracy 0.301 0.020 < .001

Opportunity 0.178 0.021 < .001

Use -0.025 0.018 0.176

Model 2: Principal effectiveness predicting job satisfaction (adjusted R2 = .202)

Principal leadership 0.297 0.028 < .001

Principal trust 0.372 0.028 < .001

Model 3: Job satisfaction predicting retention (adjusted R2 = .07)

School commitment 0.522 0.055 < .001 1.686

Job satisfaction 0.052 0.054 0.334 1.054

The results of three statistical models are presented below. These models demonstrate the 
relative importance of each school organizational factor that leads a teacher to either stay or 
leave their school. Models 1 and 2 were tested using linear regression. Model 3 was tested using 
binomial regression.
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Effect Size Percentile Conversion Table

The table below presents Cohen's U3 as a function of the standardized effect size difference for 
two groups. Cohen's U3 is the percent of one group that is above the mean of another group. For 
example, an effect size difference of .5 suggests 69.2% of one group is above the mean of the 
othergroup.

Cohen's d (effect size 
difference)

Cohen's U3 (percent of 
group that is above the 
mean of another group)

.1 54.0%

.2 57.9%

.3 61.8%

.4 65.5%

.5 69.2%

.6 72.6%

.7 75.8%

.8 78.8%

.9 81.6%

1.0 84.1%

1.1 86.4%

1.2 88.5%

1.3 90.3%

1.4 91.9%

1.5 93.3%

1.6 94.5%

1.7 95.5%

1.8 96.4%

1.9 97.1%

2.0 97.7%
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