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Introduction 
The School District of Elmbrook prides itself on the excellent education provided to all students. We 
believe the most significant impact on ensuring student success is maintaining our ability to attract 
and retain the highest quality teaching staff in every classroom. One significant way we accomplish 
this is by aligning salaries to the top-quartile compensation for teachers in the region, represented in 
green on the salary structures later in this document. Periodically, the District will conduct a market 
analysis to ensure our salaries are keeping pace with benchmark Districts. 

The new Teacher Compensation model, approved by the Board of Education on February 20, 2024, 
was designed in response to staff feedback regarding limitations of the previous compensation model 
that had been in effect since 2016. More specifically, the new model seeks to: 

1.​ Create a clear pathway to a sustained, competitive wage over the course of one’s teaching 
career, including those at or near the top of the pay scale 

2.​ Provide a pathway for all teachers to achieve the 75th percentile target salary of their regional 
peers 

3.​ Recognize and value experience and expertise in one’s current position with additional 
compensation and movement across a salary band 

4.​ Simplify the process of leveling up, or what is now described as band advancement, by 
encouraging engagement and impact beyond the classroom 

 

Critical Success Factors 
 
These critical success factors demonstrate the District’s commitment to certain aspects and provide a 
lens for how we expect our work to be judged. 
 

�​ Promotes Professional Growth 
�​ Promotes Elmbrook as a Destination District 
�​ Is Financially Sustainable  
�​ Has Consistency 
�​ Does Not Negatively Impact Pay (Hold Harmless) 
�​ Honors Core Values 
�​ Aligns with the District’s Strategies 
�​ Is Easily Understood 
�​ Limits Subjectivity 
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Factors Influencing Pay 
Three factors will determine a teacher’s total annual compensation increase: an annual percentage 
increase, professional learning, and when eligible, band advancement.  
 

Type of Increase Definition Influencing Factors 

Annual Increase 
to the Salary 

Structure 

●​ Added to the salary structure. 
●​ Wage increases remain as affixed 

increases. 
●​ Applicable to all staff who are in 

good standing (not on an active 
Intensive Support Plan) 

●​ Annual increase 
determined by district and 
state budget factors 

Professional 
Learning 

●​ Added to the employee’s salary. 
●​ Paid at $1,000 for new District 

employees in their first 4 years of 
teaching. 

●​ Paid at $800 for staff in years 5 
and beyond. 

●​ Professional Learning 
completion 

●​ Years of District experience 
●​ Band placement 

Band 
Advancement 

●​ Added to the employee’s salary. 
●​ Occurs at the end of year 4, then 

5-year milestones 

●​ Impact Experience point 
requirement is met for the 
5-year interval 

●​ Band placement 
○​ Bands 1-6: Four (4) 

points per year 
○​ Bands 7-9 or Level 

30: Three (3) points 
per year 

 
Previous Year’s Salary  
+ (% Annual Increase to the Salary Structure)  
+ Professional Learning ($1,000 or $800, if completed) (level advancement) 
+ Band Advancement (if eligible and Impact Experience Points are complete)  
= Next Year’s Salary 
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Professional Learning 
Continued learning, training and development is a value of our staff members and school district. As a 
core component of the compensation model, the importance of a staff members’ professional learning 
is recognized and rewarded. Annually, staff are eligible to record and submit their learning hours, with 
maximum amounts and associated compensation determined by years of experience in Elmbrook. 
Supervisors are responsible for ensuring the alignment and completion of learning hours once 
submitted for approval.  Professional learning hours must be earned outside of contracted hours. 
 
New Elmbrook employees in years 1-4 of their teaching career will receive $1,000 for completion of 
24 hours of professional learning. These hours and compensation reflect the additional hours of 
required training of staff new to the Elmbrook Schools. Employees who have 5 or more years of 
teaching experience will receive $800 in compensation for 20 hours of completed learning. This is 
represented by a level advancement in the salary structure. 
 
Employees who do not complete the required professional learning hours will remain frozen at the 
previous year’s level. 
 
New-to-the-District staff hired after the start of the school year during the first semester will have 
hours prorated.  New-to-the-District staff hired during the second semester will automatically qualify 
for level advancement the following school year. 
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Below is a sample list of approved opportunities. As with Impact Experience Points, a full list of 
Approved Opportunities will be published by June 1 of each year.  
 
 

Sample of Approved Professional Learning 
Opportunities 
Instructional Practices/Strategies 
AVID, District-Provided Training (Technology, Special Education, 
Macrocredentials)*, National Board Certification, 
Workshop/Conference, Elmbrook Literacy Foundation*, Canvas*, Social 
Emotional Learning Training, Book Studies, Elmbrook EdCamp, New 
Teacher Mentoring* 
 
Curriculum Training 
Advanced Placement*, Project Lead the Way*, Graduate Course - 
Content Area, Amplify, MyView*, AVMR*, Sonday* 
 
Certifications/Compliance 
National Board Certification, CAPP (Dual Credit), Industry Recognized 
Certification*, CPI*, CPR/First Aid*, Aspire/ACT/Forward, Proctor, 
316/317 License, Special Education License 
 
Leadership Training 
Student Teacher Supervisor Training, Administrator Training/Licensure 
 
*May be required of new employees 

 
Impact Experience Points and Band Advancement 
Advancement from one band to the next is determined by accumulated Impact Experience Points and 
the completion of required professional learning hours.  Impact Experiences incent and recognize 
each employee’s engagement and impact beyond the classroom and are in addition to one’s standard 
teaching expectations. Impact Experiences promote employee engagement, student connections and 
opportunities, leadership development, and/or contribute towards a safe and secure learning 
environment. 
 
Points are attributed to each experience based on the projected time commitment.  All experience 
opportunities will be published by June 1 of each year for staff awareness and access.  
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Impact Experience Point Details 

●​ Impact Experience Point requirements differ based on the staff member’s Band.  
○​ Band One (1) - 16 total points (4 per year) 
○​ Bands Two through Six (2-6) - 20 total points per band (4 per year) 
○​ Bands Seven through Nine (7-9) - 15 total points per band (3 per year) 

●​ Points can be earned all in one year or over the course of one’s time in any particular band.  
●​ After advancing to the next band, points are reset to 0.  
●​ Part-time staff can earn prorated experience points: 

○​ up to .25 FTE = 1 impact experience point required 
○​ .26 FTE - .50 FTE = 2 impact experience points required 
○​ .51 FTE - .75 FTE = 3 impact experience points required 
○​ .76 FTE - 1.0 FTE = 4 impact experience points required 

●​ All staff members will record their experiences and points in Skyward and their supervisor will 
verify and approve the completion of each experience and the associated points. 

●​ Staff members advancing from the gray levels to the green levels are required to complete 
impact experience points in the same manner as staff advancing to a new band. 

     
Employees who do not complete required impact experience points will remain frozen at the previous 
year’s band. Employees who complete the required impact experience points but do not complete the 
required professional learning hours will remain frozen at the previous year’s band. 
 
New-to-the-District staff hired after the start of the school year during the first semester will have 
points prorated.  New-to-the-District staff hired during the second semester will automatically qualify 
for level advancement the following school year.
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Compensation Structures 
The District provides three distinct salary structures that are aligned to the 75th percentile of regional 
peers’ salaries for similar positions and experience.  The salary structures are used to differentiate 
pay based on identified need (Critical Shortage) or positions that require an advanced degree 
(Master’s Required).  These include: 

●​ Core (majority of teaching positions) 
●​ Critical Shortage (assessed annually against criteria) 
●​ Student Services/Master’s Required 

 
Each salary structure has nine (9) salary bands, grouped at five-year intervals. These bands 
represent the entire teaching career of any staff member. If the professional learning expectation is 
met each year, the staff member will advance each level, which will often correspond with one’s years 
of total teaching experience. 

New-to-the District staff will be placed in the corresponding compensation structure in the green 
bands and levels based on total teaching experience. 

 

Core Structure Critical Shortage Structure Student Services/Master’s 
Required Structure 

 
●​ 6-8 Core 
●​ 9-12 Business Education 
●​ 9-12 English 
●​ 9-12 Social Studies 
●​ Elementary 
●​ English Learner 
●​ Family & Consumer 

Education 
●​ K-12 Art 
●​ K-12 Music 
●​ K-12 Physical Education 
●​ Library 
●​ Reading 
●​ Special Education 

 

 
●​ 6-12 Technology 

Education 
●​ 6-12 World Languages 
●​ 9-12 Computer Science 
●​ 9-12 Math 
●​ 9-12 Science 
●​ Teaching & Learning 

Specialist 
●​ Vision Impairment 
●​ Mobility/Orientation 
●​ Deaf/Hard of Hearing 

 
●​ Counselor 
●​ Nurse 
●​ Occupational Therapist 
●​ Physical Therapist 
●​ Speech/Language 

Pathologist 
●​ CAPP Certification for 

non-Critical Shortage 
Positions 

 

 
Effective 7/1/2025​ 8​  



 
2025-2026 Core Structure 
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2025-2026 Critical Shortage Structure 
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2025-2026 Student Services/Master’s Required Structure 
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