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I. Objective 
 

A. The Madeira Planning Commission Salary Study Committee was asked to review the status of surrounding school 
districts’ salary/structures in reference to employee compensation. The committee was also asked to make a 
recommendation based on the findings to the Board. 

II. Methodology 
 

A. Madeira’s certified salary schedule was compared against 29 other school districts in the surrounding area for the 2013-
2014  school year and future years that have been negotiated by other districts. 
 

B. Budget data is provided for various options pertaining to salary increases. 
 

C. Additional information on the comparison of districts’ contracts and compensation was collected and summarized in 
Part 2 Benefit Study. 
 

III. Findings 
A. Certified Teaching Staff Salary Analysis 

1. Contract information, salary schedules, salary rankings, and averages for the salary schedules are located in Part 1, 
Appendix 1-6 . 
 

2. Madeira’s goal in certified teaching staff salary administration is to consistently have salary schedules that place 
Madeira in the top 3rd of comparison districts. Madeira has designed the salary schedule to put a major emphasis 
on certified teachers to continue their education as Madeira ranks in the top 10 in Master’s plus 30 across the 
board. 
 

3. Madeira was one of seven (7) school districts (30 Total Districts) that had a base salary increase in 2013-2014 
school year. Twenty-three (23) Districts had no increase. Madeira’s base increase was 1%. 
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4. Madeira was one of ten (10) schools (30 Total Districts) that allowed step movement. Eighteen (18) districts had 
no step increase. Two (2) districts have not settled 2013-2014 salaries. 
 

5. Eighteen (18) out of thirty (30) districts are in the final year of the current salary contract. 
 

6. Analysis of salary rankings vs. comparison districts indicates that Madeira maintains a competitive position. 
Madeira’s starting salary for a Bachelor’s Degree ranks 4th (last year - 5th), starting salary for a Master’s Degree 
ranks 5th (last year - 4th), and Madeira’s maximum salary ranks 5th (last year - 5th), out of thirty (30) districts.  
Although the average base salary increase for 2013-2014 was .48%, Madeira maintained virtually the same 
competitive position with the 1% base increase.  

 

B. Budget Impact 
 

                        Certified Staff – the budget impact of salary changes are listed below the current year certified salary budget 

                        Current Year Certified Salary                           $7,290,000   Average Salary     $69,587 

1. Step Movement for Eligible staff without a change in base Salary 

a. Cost:                                $136,900 

b. Certified Salary      $7,426,900     Average Salary   $70,894 

2. 1% increase in the base salary schedule without step movement 

a. Cost:                                   $72,900 

b. Certified Salary      $7,362,900     Average Salary   $70,284 
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3. Combination of step movement for eligible staff plus 1% increase in the base salary schedule 

a. Cost:                                    $211,000 

b. Certified Salary      $7,501,000     Average Salary   $71,601 
 

4. Additional 1% one time for non-step eligible staff (similar to last year) 

a. Cost:                                $16,500 
 

C. Previous Year Recommendation and Board Action 
 

1. Recommendation for 2013-2014 
1. Maintain step movement for certified teachers that are eligible. Teachers not eligible for the step 

increase will receive a one time 1.0% on their base.  The base salary schedule will remain unchanged 
for 2013-2014 school year. 
 

2. Board Action on Salary (2013-2014) 
1. Salary - The Board increased the Certified salary schedule base by 1%, and allowed step movement.  

Staff on step schedules who did not receive a total 2% increase by moving a step, were given a one-time 
increase up to 2%. 

IV. Recommendation 
A. The committee recognizes it is very important to continue to support our teachers and non-teachers in Madeira. The 

committee recommends to continue to help our students by providing them with quality and top educated staff. 
B. Based on our findings we recommend: 

1. A combination of step movement for eligible staff plus a 1% increase in their base salary schedule, plus an 
additional 1% one-time increase for non-step eligible staff.  
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Part 1, Appendix 1

District % Increase
2010-11

% Increase 
2011-12

Steps 11-12

%   Base 
Increase 
2012-13 Steps 12-13

 % Base 
Increase 
2013-14 Steps 13-14

% Base 
Increase 
2014-15 Steps 14-15

% Base 
Increase 
2015-16 Steps 15-16

Evaluation 
based Comp

 Current 
Year  Duration Start End

6-Deer Park 1.75% 0.00% No 0.00% No 0.00% No-$1150 flat 
stipend No 3 3 7/1/2011 6/30/2014

Fairfield 0.00% 0.00% No 0.00% No 0.00% No No 3 3 6/30/2011 6/30/2014

Finneytown 2.50% 0.00% No 0.00% No 0.00% Yes-1%  for non 
step$'s 0.00% Yes-1% for non 

step$'s
No 1 2 8/1/2013 7/31/2015

Forest Hills 2.00% 0.00% No 0.00% No 1.00% No-$500 flat stipend 1.00% Yes 1.00% Yes No 1 4 7/1/2013 6/30/2017

Hamilton City 1.50% 0.00% No 0.00% No 0.00% No No 3 3 7/1/2011 6/30/2014
2-Indian Hill 1.75% 0.00% No 0.00% No No 2 2 12/1/2011 6/30/2013

1-Kings Local 0.00% 0.00% No 1.00% No 1.75% Yes 1.75% Dependent upon TPPT 
reimbursement No 3 4 8/1/2011 6/30/2015

Lakota Local 0.00% 0.00% No 0.00% No 0.00% No No 3 3 7/1/2011 6/30/2014
Lebanon City 0.00% 0.00% No 0.00% No 0.00% No No 3 3 9/1/2011 8/31/2014

Lockland 1.00% 0.00% No 0.00% No 0.00%
No-1% stipend or 
$1500 bonus for 

growth
1 step only No 3 3 6/30/2011 6/30/2014

Loveland 1.50% 0.00% No 0.00% No 1.00% No No 1 2 7/1/2013 6/30/2015

3-Madeira 1.50% 0.00% Yes 0.00% Yes 1.00% Yes - 2% to staff not 
receiving increase No

5-Mariemont 1.65% 0.00% Yes 0.00% Yes 0.00% Yes- 2% to staff not 
receiving increase No

Mason City 2.50% 2.50% Yes 0.00% No 0.00% No Opener for sal/ben only No 2 3 7/1/2012 6/30/2015

Milford Exempted 2.00% 1.00% Yes 1.00% Yes 0.00% No No 4 4 7/1/2010 6/30/2014
Mt. Healthy 0.00% 0.00% No 0.00% No 3.00% Yes 3.00% Yes  No 1 2 7/1/2013 6/30/2015
New Richmond 2.25% 0.00% No 0.00% No 0.00% No No 3 3 7/1/2011 6/30/2014
North College Hill 0.00% 0.00% No 1.00% No 1.00% No No 3 3 7/1/2011 6/30/2014
Northwest 0.00% 0.00% No 0.00% No 0.00% No No 3 3 7/1/2011 6/30/2014
4-Norwood 0.00% 0.00% Yes 0.50% Yes 0.00% No-merit pay Yes 3 3 9/16/2010 7/31/2014
Oak Hills 2.00% 0.00% Yes 0.00% No 2.00% No No 4 4 7/1/2010 6/30/2014

Princeton 2.00% 0.00% No 0.00% No 0.00% No no makeup placement No 3 3 7/1/2011 6/30/2014

Reading 1.75% 0.00% No 0.00% No 0.00% Yes No 4 4 9/1/2010 8/31/2014
7-Ross Local 0.00% 0.00% No 0.00% No No 2 2 9/1/2011 8/31/2013
Southwest 2.00% 0.00% Yes 0.00% No 1.75% Yes 1.75% Yes 1.00% Yes No 1 3 9/1/2013 8/31/2016
St. Bernard - Elmwood 2.00% 2.00% Yes 0.00% Yes 1.00% Yes 1.00% Yes 1.00% Yes No 1 1 8/1/2012 7/31/2013
Sycamore 2.50% 0.00% No 0.00% Yes 0.00% Yes No 2 2 8/1/2012 7/31/2014
Three Rivers 1.00% 0.00% No 0.00% No 0.00% No No 5 5 8/1/2009 7/31/2014
Winton Woods 1.95% 0.00% No 0.00% No 0.00% No No 3 3 6/30/2011 7/31/2014
Wyoming 2.250% 2.375% Yes 0.00% No 0.00% Yes No 5 5 7/1/2009 6/30/2014
Average: 1.31% 0.26% 0.12% 0.48% 0.85%

Great Oaks, Indian Hill, Oakwood, Norwood
1 Kings-Steps frozen in 2015 unless State holds TPPT Reimb to save level as 2013 Vandalia-Buter, Benton Local
2 Indian Hill - 2014-bargaining; 2012 received .75% on base with no step or schedule change; 2013 received 1% on base with no step or schedule change.
3 Madeira -2014-2% to non step/academic staff;  2013 - 1% to non step/academic staff
4 Norwood-2014, $1000 for all teaching/admin staff for growth on value added; $500 for any bldg with OGT/OAA/PI increase in score
5 Mariemont - 2014- 2% to non step/academic staff; 2013 - 1% to non step/academic staff
6 Deer Park - 2014, one time stipend
7 Ross Local - 2014 bargaining

Negotiations begin Spring, 2014

Negotiation begin Nov., 2013

Future Years

Not Applicable

COMPARISON DISTRICT CONTRACT SUMMARY CHART
Contract Information

Not Applicable

Prior 3 Years Current Yr.

To be negotiated

To be negotiated
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Part 1, Appendix 2

 

Years' Experience ---> Starting Years' Experience ---> 5 Years Years' Experience ---> 10 Years Years' Experience ---> Max
Rank District $$$$ Rank District $$$$ Rank District $$$$ Rank District $$$$

1 Indian Hill $40,784 1 Indian Hill $50,980 1 Oak Hills $61,530 1 Wyoming $79,720
2 Sycamore $39,979 2 Oak Hills $49,605 2 Indian Hill $61,176 2 Kings Local $75,328
3 Princeton $39,528 3 Kings Local $49,025 3 Princeton $60,873 3 Southwest $73,616
4 Madeira $39,275 4 Princeton $49,015 4 Kings Local $59,142 4 Oak Hills $73,067
5 Kings Local $38,909 5 Loveland $48,619 5 Loveland $58,497 5 Loveland $72,328
6 Wyoming $38,888 6 Wyoming $48,610 6 Wyoming $58,332 6 Sycamore $71,946
7 Loveland $38,740 7 Finneytown $48,552 7 Southwest $57,589 7 Indian Hill $71,373
8 Oak Hills $38,456 8 Sycamore $48,374 8 Sycamore $57,507 8 Three Rivers $71,222
9 Mason City $38,331 9 Southwest $47,576 9 Forest Hills $57,029 9 Mason City $71,104

10 Finneytown $38,230 10 Forest Hills $47,524 10 Deer Park $56,948 10 Reading $69,491
11 Forest Hills $38,019 11 Mason City $47,435 11 Mariemont $56,602 11 Princeton $69,372
12 Deer Park $37,714 12 Mariemont $46,852 12 Finneytown $56,580 12 Forest Hills $67,932
13 Southwest $37,559 13 Deer Park $46,388 13 Mason City $56,538 13 Winton Woods $66,832
14 Lakota Local $37,492 14 Reading $46,287 14 North College Hill $56,399 14 Deer Park $66,753
15 Mariemont $37,069 15 North College Hill $46,048 15 Reading $55,971 15 North College Hill $65,678
16 Reading $36,823 16 Madeira $45,798 16 Three Rivers $55,829 16 Lebanon City $65,262
17 St. Bernard - Elmwood $36,564 17 Three Rivers $45,566 17 Winton Woods $55,653 17 Norwood $65,113
18 Milford Exempted $36,069 18 Winton Woods $44,659 18 Madeira $53,857 18 Finneytown $64,991
19 Winton Woods $35,836 19 Milford Exempted $44,545 19 Mt. Healthy $53,529 19 Lakota Local $64,674
20 New Richmond $35,736 20 Lakota Local $44,016 20 Milford Exempted $53,021 20 Fairfield $64,329
21 North College Hill $35,695 21 Mt. Healthy $43,956 21 St. Bernard - Elmwood $53,018 21 Northwest $64,163
22 Lebanon City $35,668 22 St. Bernard - Elmwood $43,877 22 Norwood $52,867 22 New Richmond $62,359
23 Norwood $35,661 23 New Richmond $43,848 23 New Richmond $52,246 23 Milford Exempted $61,526
24 Hamilton City $34,470 24 Norwood $43,685 24 Lakota Local $52,170 24 Hamilton City $60,586
25 Mt. Healthy $34,386 25 Northwest $43,059 25 Northwest $51,855 25 Mariemont $60,533
26 Northwest $34,266 26 Lebanon City $42,502 26 Lockland $51,164 26 St. Bernard - Elmwood $58,502
27 Three Rivers $34,209 27 Lockland $42,087 27 Lebanon City $49,615 27 Lockland $58,425
28 Ross Local $33,722 28 Fairfield $41,150 28 Fairfield $48,708 28 Mt. Healthy $57,105
29 Fairfield $33,592 29 Ross Local $40,804 29 Ross Local $47,886 29 Ross Local $56,384
30 Lockland $33,009 30 Hamilton City $40,163 30 Hamilton City $42,279 30 Madeira $55,298

Salary Average $36,823 Salary Average $45,687 Salary Average $54,814 Salary Average $66,167
Salary for Madeira $38,909 Salary for Madeira $45,566 Salary for Madeira $53,857 Salary for Madeira $55,298
Madeira  vs Average $2,086 Madeira  vs Average ($121) Madeira  vs Average ($957) Madeira  vs Average ($10,869)

SALARY COMPARISONS - BACHELORS DEGREE
Teachers Salary Schedule 

2013-2014 School Year 
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Part 1, Appendix 3

 

Years' Experience ---> Starting Years' Experience ---> 5 Years Years' Experience ---> 10 Years Years' Experience ---> Max
Rank District $$$$ Rank District $$$$ Rank District $$$$ Rank District $$$$

1 Indian Hill $44,863 1 Indian Hill $56,078 1 Indian Hill $67,294 1 Wyoming $90,220
2 Southwest $43,568 2 Loveland $54,333 2 Forest Hills $65,659 2 Sycamore $88,804
3 Princeton $43,481 3 Forest Hills $53,930 3 Princeton $65,616 3 Indian Hill $87,890
4 Oak Hills $43,456 4 Princeton $53,758 4 Sycamore $65,578 4 Kings Local $81,787
5 Madeira $43,257 5 Sycamore $53,666 5 Loveland $65,471 5 Princeton $81,230
6 Loveland $43,195 6 Southwest $53,585 6 Oak Hills $65,376 6 Loveland $81,063
7 St. Bernard - Elmwood $43,146 7 Oak Hills $53,454 7 Finneytown $64,991 7 Mason City $80,802
8 Kings Local $42,956 8 Mariemont $53,342 8 Mariemont $64,760 8 Southwest $79,621
9 Reading $42,346 9 Madeira $53,335 9 Madeira $64,683 9 Madeira $79,182
10 Deer Park $42,240 10 Reading $53,209 10 Wyoming $64,554 10 Oak Hills $78,835
11 Forest Hills $42,201 11 Kings Local $53,072 11 Reading $64,330 11 Finneytown $78,753
12 Mason City $42,164 12 Mason City $52,897 12 Deer Park $64,114 12 Mariemont $78,399
13 Mariemont $41,922 13 Wyoming $52,888 13 Mason City $63,629 13 Forest Hills $78,342
14 Sycamore $41,756 14 Finneytown $52,375 14 Southwest $63,599 14 Reading $77,960
15 Lakota Local $41,241 15 Deer Park $52,045 15 Kings Local $63,188 15 Winton Woods $77,730
16 Wyoming $41,221 16 St. Bernard - Elmwood $50,458 16 Milford Exempted $61,209 16 Three Rivers $77,654
17 Finneytown $40,524 17 North College Hill $50,187 17 Three Rivers $61,028 17 St. Bernard - Elmwood $76,419
18 North College Hill $39,836 18 Milford Exempted $50,028 18 Winton Woods $60,774 18 Deer Park $76,182
19 Mt. Healthy $39,750 19 Three Rivers $49,945 19 North College Hill $60,540 19 North College Hill $76,030
20 Lebanon City $39,553 20 New Richmond $49,423 20 New Richmond $59,965 20 Lebanon City $75,983
21 Winton Woods $39,133 21 Mt. Healthy $49,320 21 St. Bernard - Elmwood $59,599 21 Lakota Local $75,546
22 Hamilton City $39,103 22 Winton Woods $48,769 22 Norwood $59,286 22 Norwood $72,959
23 New Richmond $38,988 23 Lakota Local $48,365 23 Mt. Healthy $58,893 23 New Richmond $72,687
24 Norwood $38,871 24 Norwood $48,321 24 Lakota Local $57,269 24 Milford Exempted $72,381
25 Three Rivers $38,861 25 Lebanon City $48,227 25 Lebanon City $56,901 25 Fairfield $71,383
26 Milford Exempted $38,846 26 Northwest $47,006 26 Northwest $55,960 26 Northwest $70,218
27 Fairfield $38,127 27 Fairfield $46,525 27 Hamilton City $55,488 27 Lockland $69,319
28 Northwest $38,056 28 Hamilton City $46,386 28 Fairfield $54,923 28 Hamilton City $69,225
29 Ross Local $37,162 29 Ross Local $45,930 29 Lockland $54,796 29 Mt. Healthy $66,922
30 Lockland $36,640 30 Lockland $45,718 30 Ross Local $54,698 30 Ross Local $65,219

Salary Average $40,882 Salary Average $50,886 Salary Average $61,472 Salary Average $76,958
Salary for Madeira $43,456 Salary for Madeira $53,209 Salary for Madeira $64,114 Salary for Madeira $78,835
Madeira  vs Average $2,574 Madeira  vs Average $2,323 Madeira  vs Average $2,642 Madeira  vs Average $1,877

SALARY COMPARISONS - MASTERS DEGREE
Teachers Salary Schedule 

2013-2014 School Year
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Part 1, Appendix 4

 

Years' Experience ---> Starting Years' Experience ---> 5 Years Years' Experience ---> 10 Years Years' Experience ---> Max
Rank District $$$$ Rank District $$$$ Rank District $$$$ Rank District $$$$

1 Loveland $49,297 1 Loveland $60,434 1 Loveland $71,572 1 Wyoming $93,331
2 Indian Hill $48,941 2 Indian Hill $60,157 2 Indian Hill $71,373 2 Indian Hill $91,969
3 Southwest $47,576 3 Forest Hills $58,359 3 Forest Hills $70,335 3 Sycamore $90,548
4 St. Bernard - Elmwood $47,533 4 Southwest $57,589 4 Mariemont $69,465 4 Mason City $89,618
5 Oak Hills $47,301 5 Mariemont $57,345 5 Mason City $69,379 5 Loveland $87,165
6 Forest Hills $46,383 6 Oak Hills $57,300 6 Oak Hills $69,221 6 Oak Hills $86,527
7 Madeira $46,161 7 Madeira $57,298 7 Finneytown $68,814 7 Madeira $84,801
8 Princeton $45,852 8 Mason City $56,730 8 Madeira $68,513 8 Mariemont $83,958
9 Mariemont $45,225 9 Princeton $56,130 9 Princeton $67,988 9 Kings Local $83,810
10 Kings Local $44,979 10 Wyoming $55,999 10 Wyoming $67,665 10 Finneytown $83,723
11 Reading $44,887 11 Reading $55,787 11 Southwest $67,606 11 Southwest $83,625
12 Wyoming $44,332 12 Finneytown $55,433 12 Sycamore $67,324 12 Princeton $83,602
13 Mason City $44,081 13 Sycamore $55,416 13 New Richmond $67,184 13 Forest Hills $83,216
14 Deer Park $43,748 14 Kings Local $55,095 14 Reading $66,944 14 New Richmond $81,764
15 Sycamore $43,505 15 New Richmond $55,033 15 Milford Exempted $66,331 15 Lakota Local $81,733
16 Mt. Healthy $43,326 16 St. Bernard - Elmwood $54,846 16 Deer Park $65,622 16 Reading $80,501
17 Lakota Local $43,116 17 Milford Exempted $53,887 17 Kings Local $65,211 17 St. Bernard - Elmwood $80,441
18 New Richmond $42,883 18 Deer Park $53,554 18 St. Bernard - Elmwood $63,987 18 Three Rivers $80,049
19 Finneytown $42,053 19 Mt. Healthy $52,899 19 Norwood $63,833 19 Deer Park $79,199
20 North College Hill $41,906 20 Three Rivers $52,339 20 Three Rivers $63,423 20 Milford Exempted $78,812
21 Lebanon City $41,905 21 North College Hill $52,257 21 North College Hill $62,610 21 Winton Woods $78,687
22 Northwest $41,849 22 Lakota Local $51,739 22 Lakota Local $62,518 22 Norwood $78,575
23 Milford Exempted $41,443 23 Norwood $51,530 23 Mt. Healthy $62,469 23 Lebanon City $78,336
24 Three Rivers $41,255 24 Northwest $50,799 24 Winton Woods $61,731 24 North College Hill $78,103
25 Norwood $41,010 25 Ross Local $50,718 25 Ross Local $60,835 25 Northwest $74,001
26 Ross Local $40,602 26 Lebanon City $50,579 26 Northwest $59,753 26 Fairfield $73,566
27 Hamilton City $40,427 27 Winton Woods $49,726 27 Lebanon City $59,253 27 Ross Local $72,975
28 Fairfield $40,310 28 Lockland $49,349 28 Lockland $58,425 28 Lockland $72,949
29 Lockland $40,272 29 Fairfield $48,708 29 Fairfield $57,106 29 Mt. Healthy $72,506
30 Winton Woods $40,089 30 Hamilton City $47,709 30 Hamilton City $56,813 30 Hamilton City $70,880

Salary Average $43,742 Salary Average $54,158 Salary Average $65,110 Salary Average $81,299
Salary for Madeira $45,852 Salary for Madeira $57,298 Salary for Madeira $68,513 Salary for Madeira $83,958
Madeira  vs Average $2,110 Madeira  vs Average $3,140 Madeira  vs Average $3,403 Madeira  vs Average $2,659

SALARY COMPARISONS - MASTERS+30
Teachers Salary Schedule 

2013-2014 School Year 
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Part 1, Appendix 5

 

Rank District Max $$$$ Peak Earning Year
1 Wyoming $94,109 Masters+36 25
2 Indian Hill $92,988 Doctorate 23
3 Sycamore $91,857 Masters+45 25
4 Mason City $89,618 Masters+30 27
5 Madeira $87,779 Masters+45 27
6 Loveland $87,165 Masters+30 20
7 Oak Hills $86,527 Masters+30 25
8 Princeton $85,973 Doctorate 17
9 Forest Hills $85,307 Doctorate 27
10 Lakota Local $83,982 Doctorate 25
11 Mariemont $83,958 Masters+30 27
12 Kings Local $83,810 Masters+20 29
13 Finneytown $83,723 Masters+30/Ed.Spec. 27
14 Southwest $83,625 Masters+30 26
15 Milford Exempted $82,331 Masters+50 25
16 Reading $82,158 Masters+45 27
17 New Richmond $81,764 Masters+30 22
18 St. Bernard - Elmwood $80,441 Masters+30 25
19 Three Rivers $80,049 Masters+30 25
20 Deer Park $79,954 Masters+45 27
21 Winton Woods $79,005 Doctorate 25
22 Norwood $78,575 Masters+30 22
23 Lebanon City $78,336 Masters+20 27
24 North College Hill $78,103 Masters+20 23
25 Northwest $75,896 Masters+45 27
26 Fairfield $73,566 Master +30 24
27 Ross Local $72,975 Masters+30 18
28 Lockland $72,949 Masters+30 26
29 Mt. Healthy $72,506 Masters+30 16
30 Hamilton City $70,880 Masters+30 27

Salary Average $81,997
Salary for Madeira $87,779
Madeira  vs Average $5,782

SALARY COMPARISONS - MAX
2013-2014 School Year 
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Part 1, Appendix 6

 

BACHELORS Rank Start Rank 5 Years Rank 10 Years Rank Max # of Districts
2013 - 2014 4 $39,275 16 $45,798 18 $53,857 30 $55,298
2012 - 2013 5 $38,886 17 $45,345 18 $53,324 30 $54,750 30 Districts
2011 - 2012 5 $38,886 16 $45,345 19 $53,324 31 $54,750 31 Districts
2010 - 2011 4 $38,886 16 $45,345 19 $53,324 31 $54,750 31 Districts
2009 - 2010 4 $38,311 17 $44,674 20 $52,536 30 $53,941 30 Districts
2008 - 2009 3 $37,560 20 $43,798 20 $51,506 30 $52,884 30 Districts
2007 - 2008 4 $36,466 18 $42,523 20 $50,006 30 $51,344 30 Districts
2006 - 2007 4 $35,646 18 $41,567 21 $48,881 30 $50,189 30 Districts
2005 - 2006 5 $34,441 19 $40,161 23 $47,228 29 $48,492 30 Districts
2004 - 2005 5 $33,519 21 $39,086 22 $45,964 30 $47,194 30 Districts
2003 - 2004 6 $32,307 22 $37,673 24 $44,303 30 $45,488 30 Districts
2002 - 2003 5 $31,139 22 $36,311 25 $42,702 30 $43,844 30 Districts
2001 - 2002 3 $30,232 21 $35,253 25 $41,458 30 $42,567 30 Districts
2000 - 2001 3 $29,351 19 $34,226 22 $40,250 30 $41,327 30 Districts
1999 - 2000 4 $28,205 19 $32,890 25 $38,679 30 $39,714 30 Districts
1998 - 1999 6 $27,186 20 $31,701 28 $37,281 36 $38,279 37 Districts

MASTERS Rank Start Rank 5 Years Rank 10 Years Rank Max # of Districts

2013 - 2014 5 $43,257 9 $53,335 9 $64,683 9 $79,182 30 Districts
2012 - 2013 4 $42,829 10 $52,807 12 $64,043 10 $78,398 30 Districts
2011 - 2012 5 $42,829 9 $52,807 12 $64,043 10 $78,398 31 Districts
2010 - 2011 3 $42,829 8 $52,807 10 $64,043 11 $78,398 31 Districts
2009 - 2010 3 $42,196 8 $52,026 8 $63,096 8 $77,238 30 Districts
2008 - 2009 6 $41,369 7 $51,006 6 $61,859 14 $75,724 30 Districts
2007 - 2008 8 $40,164 9 $49,521 8 $60,057 13 $73,519 30 Districts
2006 - 2007 7 $39,261 9 $48,407 9 $58,706 13 $71,866 30 Districts
2005 - 2006 10 $37,933 12 $46,770 11 $56,721 16 $69,436 30 Districts
2004 - 2005 8 $36,918 9 $45,518 7 $55,203 14 $67,578 30 Districts
2003 - 2004 8 $35,584 9 $43,873 9 $53,208 14 $65,135 30 Districts
2002 - 2003 9 $34,298 10 $42,287 8 $51,285 14 $62,781 30 Districts
2001 - 2002 6 $33,218 7 $40,956 7 $49,671 14 $60,805 30 Districts
2000 - 2001 6 $32,250 6 $39,763 6 $48,224 14 $58,192 30 Districts
1999 - 2000 6 $30,991 10 $38,211 7 $46,341 14 $55,920 30 Districts
1998 - 1999 9 $29,871 12 $36,830 11 $44,666 17 $53,899 37 Districts

MASTERS +30 Rank Start Rank 5 Years Rank 10 Years Rank M+30 Max Rank Overall Max
2013 - 2014 7 $46,161 7 $57,298 8 $68,513 7 $84,801 5 $87,779 30 Districts
2012 - 2013 8 $45,704 5 $56,730 9 $67,834 7 $83,961 5 $86,909 30 Districts
2011 - 2012 8 $45,704 6 $56,730 9 $67,834 8 $83,961 5 $86,909 31 Districts
2010 - 2011 8 $45,704 7 $56,730 8 $67,834 9 $83,961 5 $86,909 31 Districts
2009 - 2010 8 $45,028 5 $55,891 7 $66,831 8 $82,719 4 $85,624 30 Districts
2008 - 2009 7 $44,146 7 $54,796 8 $65,521 8 $81,098 5 $83,946 30 Districts
2007 - 2008 8 $42,860 7 $53,200 7 $63,613 8 $78,736 6 $81,501 30 Districts
2006 - 2007 8 $41,897 7 $52,004 8 $62,183 8 $76,966 6 $79,669 30 Districts
2005 - 2006 8 $40,480 10 $50,245 11 $60,080 5 $76,975 6 $76,975 30 Districts
2004 - 2005 9 $39,397 9 $48,900 7 $58,472 5 $72,373 5 $74,915 30 Districts
2003 - 2004 11 $37,973 9 $47,133 9 $56,359 6 $69,757 5 $72,207 30 Districts
2002 - 2003 14 $35,783 15 $44,612 14 $53,505 8 $67,236 6 $69,597 30 Districts
2001 - 2002 14 $34,573 16 $43,103 14 $51,696 9 $64,962 6 $66,950 30 Districts
2000 - 2001 13 $33,178 12 $41,653 13 $49,996 6 $63,070 4 $65,000 30 Districts
1999 - 2000 12 $32,402 12 $40,027 14 $48,044 8 $60,005 5 $62,040 30 Districts
1998 - 1999 14 $31,231 14 $38,580 15 $46,307 10 $57,836 6 $59,798 37 Districts

MADEIRA SALARY RANKING

    30 Districts
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Part 1, Appendix 7

Fiscal Yr Base > BS-0 AVG YRS %FTE % Amt. Level %FTE %Amt.
FY01 3.75% 28,205
FY02 4.00% 29,351 0-5 12.41% 8.82% BA All 15.08% 11.38%
FY03 3.00% 30,232 6-10 24.40% 20.81% MA 32.04% 30.57%
FY04 3.00% 31,139 11-15 22.43% 23.19% MA+15 16.23% 17.84%
FY05 3.75% 32,307 16-20 15.65% 17.65% MA+30 22.43% 24.63%
FY06 3.75% 33,519 58,196 21-25 14.60% 17.03% MA+45 14.22% 15.58%
FY07 3.50% 34,441 60,816 26+ 10.50% 12.50%
FY08 2.30% 35,646 62,630 100.00% 100.00% 100.00% 100.00%
FY09 3.00% 36,466 64,110
FY10 2.00% 38,311 66,031 6+ YRS 87.59% 91.18% MA % 84.92% 88.62%
FY11 1.50% 38,886 68,358
FY12 0% 38,886 67,637
FY13 0% 38,886 68,575
FY14 1.00% 39,275 69,594

5 YR Avg. 0.90%

2013-2014 Certified Salary - current year $7,290,000

.5% base increase, no step movement $36,400 Salary cost of no step, .5% on 2013-14 Base

Step only increase, no change in base $136,900 Salary cost of step only movement for 2014-2015

.5% base increase, step increase $174,000 Total cost of step & .5% base increase for 2014-2015

1% base increase, step increase $211,000 Total cost of step & 1% base increase for 2014-2015

1% one time for non-step eligible $1,650,000 $16,500 Additional cost of 1% one time for non-step eligible cert.

2013-2014 Salary Data

BUDGET IMPACT - CHANGES IN SALARY

Salary Experience in Yrs Academic Level

BUDGET IMPACT
2013-2014 to 2014-2015
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I. Objective 
The Madeira Planning Commission Salary Study committee was asked “what are the comparable data in regards to 
employee benefits?” 
 

II. Methodology 
A. Part 2, Appendix 8 is a comparison of 20 districts benefits including; health, dental, and vision plan Board/Employee % 

costs, Opt Out benefit offering, tuition reimbursement and non-resident staff children attending the district where they 
teach.   

B. An online survey of staff was conducted asking them five questions regarding their benefits and how they feel about 
the benefits provided. 
 

III. Background – It is the intention of the Board of Education to provide competitive benefits for Madeira staff as this is 
considered a prerequisite to attract and retain best talent. Knowledge of surrounding school districts’ benefit packages is 
helpful to determine Madeira’s competitive position, while maintaining a position of being fiscally responsible to the 
community. 

 
IV. Findings 

A. Benefits of Comparator Districts: 
1. Health benefit results were relatively the same as in the previous year 

a. 13 districts share health costs at 85%-Board and 15% Employee 
b. 3 districts share health costs at 90% Board and 10% Employee 
c. 2 districts shared health costs at 80% Board and 20% Employee 
d. 1 district shared health costs at 75% Board and 25% Employee 
e. 1 district (Mason) has a High Deductible Health Plan with 100% Board premium. 

2. Opt Out Benefits – With the implementation of spousal language and the Affordable Care Act this type of 
benefit is likely to take a different form in the future. 
a.   13 districts do not provide Opt-Out Benefits 
b.   7 districts do provide Opt-Out Benefits 

3.    Tuition Reimbursement – There were no changes to tuition reimbursement from the previous study. See 
Appendix 8 for detail.   
 

B. Staff Survey - Questions and responses  are in  Part 2, Appendix 9.  
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C. The committee found that overall benefits were competitive with comparable districts. However, many teachers had 
some interesting ideas and wanted to have more input on which benefits.  
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Part 2, Appendix 8

Plan 1 Plan 2 Plan 1 Plan 1

District Board % Employee% Board % Employe
e% Board % Employee 

% Board % Employee 
% Yes/No Yes/No Yes/No Yes/No How much per employee per year

Deer Park 90% 10% 85% 15% 0% 100% No No Yes Yes lesser of cost or $100

Fairfield 80% 20% 90% 10% Yes-$500 per 
yr Yes Yes 6 hrs @ $275/hr or cost; prorated

1-Finneytown 85% 15%
80% with 
spousal 

lang.
20% 85% 15% 100% No No Yes Yes

2-Forest Hills 75% 25% 84% 16% 100% 0% No No No No Yes 6 hrs @ $250/hr

Indian Hill 85% 15% 85% 15% 0% 100% Yes-$1000 
per yr No Yes 4 hrs; < of Actual vs Xavier

Kings Local 85% 15% 100% 0% $180 balance No Yes only non-resident 
staff allowed Yes 6 hrs @ Actual or prorated

Lakota Local 85% 15% 85% 15% No No Yes 6 hrs @ 1/2 actual; prorated

Loveland 85% 15% 100% 0% Yes-$1000 
per yr No

Yes, staff 
employed prior to 
7/1/2004

Yes 3 hrs @ actual cost; proration

Madeira 85% 15% 100% 0% 0% 100% No No
Yes, staff 

employed prior to 
2/1/2000

Yes   6 hrs; Avg cost; UC,X,Mi;prorated

Mariemont 85% 15% 85% 15% No No Yes Yes 8 hrs; $200/hr

Mason City
100% HDHP, 

Health 
Savings

100% 0% 100% Yes-$1000 one 
time

Yes-only staff 
children Yes Yes 9 hrs @ Actual cost

Milford Exempted 85% 15% HDHP/Healt
hSavings 90% 10% Yes-$300 per 

mo. Yes Yes, prior to FY07 Yes 6hrs @ actual; prorated

Mt. Healthy 90% 10% 100% 0% No No

Northwest HDHP/HSA 
85% 15% 100% 0% No No

Yes, must pay 
excess costs if 

any
Yes 6 hrs @ $135; prorated

Oak Hills 80.3% 19.7% 83% 17% No No No No

Princeton 85% 15% HDHP/Health
Savings 85% 15% Yes-$1200 

per yr No Yes 6 hrs @ 50% of cost

Reading 85% 15% 100% 0% No Yes Yes max $1500/tch;prorated

Sycamore 85% 15% HDHP/Health
Savings 90% 10%

Yes-$1000 per yr 
FT;prorated for 

PT
No No Yes 6 hrs @ $175; 

Three Rivers 90.0% 10.0% 90% 10% No Yes Yes

Wyoming 85% 15% 85% 15% No No 50% tuition waiver Yes
Up to MA+12; 6 hrs per school year, 
12 hrs per calendar year @ 50%. 
Summer courses @ 75% or $400 max

Opt Out of 
Benefits

Vision Plan
Non-resident 
staff children

Tuition 
Students

Benefit Summary Comparison Chart

Open 
Enrollment

Medical Plans Dental Plan

Tuition Reimbursement
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Part 2, Appendix 9 
 

SURVEY RESPONSES 
 
An online survey among Madeira staff was conducted.  Using a scale of 1-5 with 5 strongly agree, 1 strongly disagree and 3 
neutral.  Sixty-eight staff members answered the following statements.  There was fairly equal representation from all three 
buildings.  Below are the statements, ratings for each and some of the comments left by staff. 
 
Each full time employee in Madeira participating in health benefits pays 15% of the premium cost. Are you willing to pay an 
increased % of the premium to allow more funding available for salary consideration? 
  

● Average score of the total responses = 2.7 (i.e. the majority of the staff that responded disagreed with this option) 
● There were 68 responses with a total of 11 comments. 
● One comment indicated that health benefits have tax benefits, while salary is taxed. 
● Two comments indicated no desire for an increase 
● Three comments wanted more information on the personal financial impact  
● One comment indicated that good health coverage and manageable cost are of primary importance 
● One comment indicated they’d be willing to pay more if it were pre-taxed.   

  
Policy 5111 Eligibility of Resident/Non-Resident Students, under the section Optional Tuition Free Education allows as a 
benefit non-resident staff who were hired prior to Feb. 1, 2000 that have had full time continuous employment to enroll their 
children in Madeira at no cost.  Are you in agreement with this current policy? 
  

● Average score of the total responses= 3.76 (majority of responses agreed with policy, but wanted it extended to all staff)  
● There were 68 responses with 23 comments. 
● Fifteen comments (approximately 20%)  indicated they wanted this benefit to be extended to all staff 
● Three comments thought that teachers’ children should be allowed to attend for free 

  
Policy 3440.01 details the current Tuition Reimbursement policy.  Are you satisfied with this current policy? 
  

● Average score of the total responses= 3.84 (majority of responses agreed with the current tuition reimbursement policy) 
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Part 2, Appendix 9 
 

● There were 68 responses with 7 comments. 
● One commenter thought the 6/30 deadline made it difficult to hand in the necessary paperwork for summer school  
● One responder/comment was uncomfortable not knowing the percentage that would be reimbursed 
● Two staff members would like to see the amount covered increased 

  
Policy and Administrative Guideline 3436 & 4436 were changed as a result of last years Salary & Benefit study to allow 
unused personal leave to roll into accumulated sick leave on July 1 of each year. Are you satisfied with this change to the 
personal leave policy?  
 

● Average score of the total responses= 4.46 (i.e. majority of staff that responded strongly agreed with this change) 
● There were 68 responses with 5 comments. 
● Two responders expressed interest in being paid for unused personal days rather than rolling them into sick time 

  
Policies and Administrative Guidelines 3432 & 4432 detail the district's procedures on accumulated sick leave for each person. 
Accumulated sick leave is available to be used to continue compensation during short or long term absences per any state or 
federal law. Upon retirement, Policy 3415 & 4415, the accumulated sick leave balance is used to determine the amount of 
severance to be distributed. Are you interested in participating in a study that would research the idea of creating a "sick 
bank"? 
  

● Average score of the total responses= 3.49 (i.e. majority of staff were interested in participating in a study to research the idea 
of creating a sick bank) 

● There were 68 responses, with 3 staff members commenting “yes” to be willing to participate in administering a sick bank 
● Four additional staff members said they may be interested in administering the sick bank for the district, but wanted more 

information as to the commitment level. 
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I. Objective 
The committee was asked to investigate the status of current strategic or performance based compensation programs 
being offered in other districts within the State of Ohio pursuant to the 2012 Strategic Pay; Compensation for Design 
and Implementation study prepared for the Madeira City Schools Board of Education.  In 2011, Ohio House Bill 153 
directed the State Department of Education to establish a framework to evaluate teachers, better known as OTES (Ohio 
Teachers Evaluation System).  Although districts in Ohio were required to adopt an evaluation policy that aligned with 
this framework by July 1, 2013, only a few developed a performance based compensation system that utilized the 
evaluation policy. 

 
II. Methodology 

The committee contacted several districts that received “Race to the Top “ funding to find any stance on this topic or if the 
districts have implemented strategic compensation. 

Although districts receiving “Race to the Top” (RttT) funds were required to adopt an evaluation system that aligned 
with the state framework, the Ohio Department of Education did not require them to develop a performance-based 
schedule unless it was specifically identified as deliverable within its RttT scope of work.  However, Norwood and 
Lockland were identified as having referenced some form of merit-based compensation within their contract.      
 

III. Findings 
.      

A. Norwood City Schools provided a Performance Bonus for certified and administrative staff members as a result of student 
achievement growth on the 2012-13 Ohio Department of Education Local Report Card as listed: 

o $1,000 for all teaching and administrative staff members based on growth of Value Added Component scores. 
o $500 for all teaching and administrative staff members at any building in which OAA or OGT assessment scores 

along with Performance index scores increased from previous school year. 
 

B. Lockland Local Schools provided for a bonus for “Professional Growth Program”  
o $1,500 for teachers to track after school volunteer hours for participation in extra-curricular activities. 

 

Specific districts within the State of Ohio were identified as having implemented performance-based compensation contract that took 
effect in the 2013-14 school year.  Two of these districts included the Liberty-Benton Local Schools (Findley, OH) and Oakwood 
City Schools (Dayton, OH).  The following information was provided by the two districts.  
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C. Liberty-Benton Local School District 

The Liberty-Benton Local Board had been discussing merit pay for several years; however, it was not until April 2012 that the 
discussions were held with the teacher unions.  A pilot merit-based compensation system was started with the 2012-13 contract year; 
however, the evaluation and assessment process was found to be extremely time consuming for teachers and administrators.   Thus, a 
new pay model was later developed in the Spring of 2013 using the OTES framework as a basis.   Full implementation of the 
compensation program will occur in the 2014-2015 school year.   

There are two programs for the performance-based compensation that included the following: 

Performance Pay Salary Structure: 
o Salaries for all teachers will start at the previous year’s base. 
o Performance assessments are based on the OTES model established by the ODE 
o Percentage increases to base salaries are centered on the Teacher Performance Level as indicated on the attached 

matrix. APPENDIX B – Liberty-Benton Local School District – Performance Pay Matrix 
o Salaries for beginning teachers start at $30,000 and the maximum annual salary is $72,500. 

Achievement Award Program (Bonus Pay) : 
o Staff can achieve an award (one time monetary payment) based on meeting the Building Goals and District Goals. 
o The award amount is based on the Performance index for both goals as listed in the attached matrix.  APPENDIX C 

- Achievement Award 2014-15 and 2015-16. 
 

D. Oakwood City School District  

The Oakwood City Schools implemented the “COMPASS” plan (Compensation Performance that Affect Student Success) for a three 
year salary structure period started on July 1, 2013 and ends June 30, 2016.   The overall program is graduated with altering criteria 
introduced over the three year contract period.  Principals, administrators and non-instructional staff have separate base salary rubrics 
using the Danielson based evaluation ratings.  Two program similar in theory to Liberty-Benton. 

Performance-Based Compensation Program: 
o Salaries for all teachers for the 2013-14 school year were set at the previous year’s base.   
o Salaries for new beginning teachers start at $45,000 and new experienced teacher salaries are based on a Salary 

Range Placement schedule See Appendix D attached  
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o Methods for Base Salary Advancement.  Compensation is cumulative  
 Performance Evaluation for Compensation:  The components include 1) OTES rubric rating. 2) the 

evaluator’s assessment of the teacher’s Professional Growth Plan and 3) the Unit Member’s assessment of 
his/her Professions Growth.   See Appendix I - Compensation Information   In  2012-13, salary increases 
will be based on 100% Professional Practice;  starting in 2013-14, increases will be based on 50% 
Professional Growth and 50% Student Growth Measures.   

 Critical Self-Reflection Process may be completed by a unit member once every three years with an increase 
to their base salary of $1,500.  The self-study is to show enhancement of their technical practice for the 
purpose of increasing student achievement. Members have two options:  (1) use of a framework established 
by the District or (2) a stand-alone option in which a separate institution determines the framework. 
 

 Master or Doctorate Degree Attainment with certified documentation presented to the Superintendent.  Base 
salary increase of $1500 for any content area and $1000 for non-content area. 

 
 Supplemental Compensation for when the need for new positions on supplemental assignments arise, the 

administrative staff shall consult with the member to determine responsibilities and time to determine the 
appropriate compensation level. 
 

Fixed Annual Incentive Program 
o One time annual (non-cumulative) payment based on the collective efforts of all employees that result in high level 

of student achievement, ie. District report card of A = $375 and Median ACT scores in the top 1% of Ohio = + 
$375 for years 2014 to 2016. 
 

Although other districts have considered strategic compensation, some programs have been placed on hold due to failure to pass 
district levies.  For a review of the Ohio Educator Evaluation and Compensation Systems, see attached literature, Part 3, Appendix 10. 

Recommendation 

The committee recommends the Board monitor the outcomes of these and other similar districts to determine viability of 
the performance-based compensation program for use in the Madeira school district. 
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 41 South High Street 
Suite 2600 

Columbus, OH  43215-6150 
(614) 223-9300 

(614) 223-9330 Fax 
www.beneschlaw.com

 
MEMORANDUM  
 
TO: SERB Clearinghouse 

c/o Tammy Johnson, Research & Training Section 
 

FROM: Lisa M. Burleson 
Counsel for Liberty Benton Local School District Board of Education 
 
Thomas J. Rose 
Field Coordinator, Ohio Federation of Teachers 
 

DATE: June 12, 2012 
 

SUBJECT: Addendum to Reopener Contract Data Summary Sheet for 2012-2013 Contract 
Year Reopener 
 

 
The Liberty-Benton Local School District Board of Education (“Board”) and the Liberty- 

Benton Teachers Association, OFT/AFT (“LBTA”), have reached an agreement on salary for the 
2012-2013 contract year (beginning July 1, 2012) pursuant to the reopener provision contained in 
Article XIV, entitled “Duration,” of the existing 2010-2013 collective bargaining agreement 
(“Agreement”).  The agreement effectively eliminates Article XI, “Salary and Reimbursements,” 
Section A, “Salary Schedule and Index,” as well as the corresponding Appendices A and B of the 
Agreement.  The changes to Article XI are difficult to capture on SERB’s existing contract data 
summary sheet because the parties have agreed to a new merit-based compensation system.  
Consequently, there is no applicable “Wage Increase Across the Board” to report on, per se, on 
page 2 of the contract data summary sheet.   

In an attempt to report the terms of the agreement that was reached between the parties 
with respect to salaries and new compensation system, the Board and LBTA submit this 
addendum.   

2012-2013 Compensation:  "The Bridge Year" 

The newly negotiated  merit-based compensation system will go into full-scale effect as of 
July 1, 2012 in order to directly drive teacher compensation for the 2013-2014 school year.  
However, for purposes of determining teacher compensation for the 2012-2013 contract year, the 
parties created and negotiated a hybrid compensation model.  The hybrid model employs a one-
year bridge document as the link between the pre-existing salary schedule index to the new merit-
based model.  The bridge document that will be employed is called the "2011-2012 Professional 
Growth Self-Assessment" ("Self-Assessment"). 

08-07-13 
11-CON-03-1011 
1011-03 
K29634 
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Bridge Document 

The Self-Assessment is a two-part reflective instrument that each LBTA bargaining 
member must complete in order to be eligible for negotiated compensation for the 2012-2013 
contract year.    

The first part of the Self-Assessment instrument asks each LBTA bargaining unit member 
to reflect on professional growth during the 2011-2012 school year in at least two pre-selected 
categories of achievement.  This could include growth in curriculum, technology, community 
impact, teaching style, leadership and other areas.  

The second part of the Self-Assessment asks each LBTA bargaining unit member to 
identify at least one professional goal as having either been accomplished during the 2011-2012 
school year, or as one the member plans to accomplish during the 2012-2013 school year.   

Value of Compensation for 2012-2013 Contract Year 

Compensation values for the 2012-2013 contract year, using the hybrid model, have been 
negotiated as follows: 

1. All teachers who would have been eligible for a step or column increase in the 
2012-2013 contract year under the previously existing salary schedule index will 
receive the actual dollar value equivalent of the step and/or column increases on 
base salary for the 2012-2013 school year, so long as they participate in the Self-
Assessment platform. 

2. Teachers who were not eligible to receive a step or column increase for the 2012-
2013 contract year under the previously existing salary schedule index will receive 
a two percent (2%) increase in individual base compensation from the 2011-2012 
contract year, so long as they participate in the Self-Assessment platform.  This 
includes rehired-retired LBTA bargaining unit members.   

3. Any teacher who attains eligibility on or before September 15, 2013 for formerly 
established column movement (only) on the previously existing salary schedule 
index will receive the dollar value equivalent previously attached to the column 
movement as an addition to individual base salary so long as: 

a) the teacher was enrolled in and working towards column movement 
eligibility as of the start of the 2011-2012 contract year; and  

b) the teacher fully completes all necessary coursework and related 
requirements and documentation for column movement no later than 
September 15, 2013.   

4. Base salary for all supplemental contracts will be increased by one percent (1%) 
for 2012-2013 contract year. 
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2013-2014 Merit Based Compensation System - Implementation of 2012-2013 Performance 

Standards Pilot 
 

2012-2013 Teacher Performance Driving Merit-Based Compensation for 2013-2014 
 

Starting in the 2012-2013 school year, teachers will be assessed, and their future 
compensation in contract years 2013-2014 and beyond, will be incrementally correlated to certain 
weighted merit-based evaluation standards.  Fifty-percent (50%) of the weighted standards will be 
driven by District State Report Card performance; twenty-five percent (25%) of which will be 
assessed through district-wide performance on the State Report Card; the remaining twenty-five 
percent (25%) by building-wide performance. 

The remaining fifty percent (50%) of the weighted standards will be divided into three 
categories: Goal Setting (5%); Teacher Performance (30%) and Communication/Professionalism 
(15%). 

The purpose of the new merit-based evaluation system is to assure that every LBTA 
bargaining unit member has an annual review/assessment of his/her skills, goals, and 
performance. The annual evaluation is not new to the District, but will be more rigorous than in 
past years and will also permit each teacher who is not up for contract renewal with the 
opportunity to more proactively participate in his/her individual evaluation process.  

The instrument that was created and negotiated to assess teacher performance in this brand 
new context is called the "2012-2013 Performance Standards Pilot" ("Pilot").  A brief description 
of the Pilot is outlined below. 

Goal Setting 

As part of the Pilot, starting with the 2012-2013 contract year, goal setting will be required 
for all LBTA bargaining unit members.  Goal setting in this context will include not only personal 
goals being set by each teacher, but also building goals and professional goals.  Personal goals 
will be valued at two percent (2%) and will be individual and unique to each teacher, while 
building goals will be valued at one percent (1%) and will be established collaboratively between 
each building principal and his/her teaching staff.  Professional goals will be valued at two percent 
(2%) and will be individually established, but focused on the art of teaching.  

Teacher Performance 
 

In the Pilot, teacher performance will be assessed by teacher evidence and submission and 
administrator review of lesson plans (valued at five percent (5%)), teacher participation in 
individual conferences and meetings concerning students (valued at five percent (5%)), and data 
analysis for instruction (valued at five percent (5%)).  Teacher performance will also be assessed 
in the Pilot through traditional LBTA contract observation and evaluation methods (for those 
teachers who are up for contract renewal/non-renewal during the 2012-2013 contract year); and 
through the employment of the Self-Assessment instrument for all others.  Whichever method is 
employed, the results of which will be valued at fifteen percent (15%). 

 

027



Contract Data Summary Sheet Addendum 
June 12, 2012 
Page 4 

Communication/ Professionalism 
 

The final, yet perhaps most unique local component of the newly negotiated Pilot system 
is an assessment of individual bargaining unit member levels of communication and 
professionalism.  This metric involves an assessment of punctuality (valued at five percent (5%)), 
teaching-related activities that bargaining unit members engage in outside the normal school day 
(valued at five percent (5%)), and teacher participation in continuing education and professional 
development (valued at five percent (5%)).   

 

If you need any additional documentation in order to process the information reported 
herein, please let us know.  
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	SalaryBenefitPart1-20132014
	I. Objective
	A. The Madeira Planning Commission Salary Study Committee was asked to review the status of surrounding school districts’ salary/structures in reference to employee compensation. The committee was also asked to make a recommendation based on the findi...

	II. Methodology
	A. Madeira’s certified salary schedule was compared against 29 other school districts in the surrounding area for the 2013-2014  school year and future years that have been negotiated by other districts.
	B. Budget data is provided for various options pertaining to salary increases.
	C. Additional information on the comparison of districts’ contracts and compensation was collected and summarized in Part 2 Benefit Study.

	III. Findings
	A. Certified Teaching Staff Salary Analysis
	1. Contract information, salary schedules, salary rankings, and averages for the salary schedules are located in Part 1, Appendix 1-6 .
	2. Madeira’s goal in certified teaching staff salary administration is to consistently have salary schedules that place Madeira in the top 3rd of comparison districts. Madeira has designed the salary schedule to put a major emphasis on certified teach...
	3. Madeira was one of seven (7) school districts (30 Total Districts) that had a base salary increase in 2013-2014 school year. Twenty-three (23) Districts had no increase. Madeira’s base increase was 1%.
	4. Madeira was one of ten (10) schools (30 Total Districts) that allowed step movement. Eighteen (18) districts had no step increase. Two (2) districts have not settled 2013-2014 salaries.
	5. Eighteen (18) out of thirty (30) districts are in the final year of the current salary contract.
	6. Analysis of salary rankings vs. comparison districts indicates that Madeira maintains a competitive position. Madeira’s starting salary for a Bachelor’s Degree ranks 4th (last year - 5th), starting salary for a Master’s Degree ranks 5th (last year ...

	B. Budget Impact
	Current Year Certified Salary                           $7,290,000   Average Salary     $69,587
	1. Step Movement for Eligible staff without a change in base Salary
	a. Cost:                                $136,900
	b. Certified Salary      $7,426,900     Average Salary   $70,894

	2. 1% increase in the base salary schedule without step movement
	a. Cost:                                   $72,900
	b. Certified Salary      $7,362,900     Average Salary   $70,284

	3. Combination of step movement for eligible staff plus 1% increase in the base salary schedule
	a. Cost:                                    $211,000
	b. Certified Salary      $7,501,000     Average Salary   $71,601

	4. Additional 1% one time for non-step eligible staff (similar to last year)
	a. Cost:                                $16,500


	C. Previous Year Recommendation and Board Action
	1. Recommendation for 2013-2014
	1. Maintain step movement for certified teachers that are eligible. Teachers not eligible for the step increase will receive a one time 1.0% on their base.  The base salary schedule will remain unchanged for 2013-2014 school year.

	2. Board Action on Salary (2013-2014)


	1. Salary - The Board increased the Certified salary schedule base by 1%, and allowed step movement.  Staff on step schedules who did not receive a total 2% increase by moving a step, were given a one-time increase up to 2%.
	IV. Recommendation
	A. The committee recognizes it is very important to continue to support our teachers and non-teachers in Madeira. The committee recommends to continue to help our students by providing them with quality and top educated staff.
	B. Based on our findings we recommend:
	1. A combination of step movement for eligible staff plus a 1% increase in their base salary schedule, plus an additional 1% one-time increase for non-step eligible staff.
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