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1. STATEMENT OF PHILOSOPHY 

The teacher compensation system is designed to achieve the District’s goal of 

recruiting and retaining highly qualified educational professionals who will be 

advocates for the goals of our students and community.  The compensation model 

provides a competitive compensation matrix, relative to surrounding districts, 

addressing each point in an employee’s career path and clearly communicates how an 

employee may advance within his or her career. The compensation model is designed 

to be flexible and to ensure that professional development, leadership and 

commitment to the District are consistently valued.   

2. COMPENSATION OVERVIEW 

2.1 CAREER PATH SUMMARY 

The Wauwatosa Career Ladder1 model is designed to provide an overview of salary 

growth over the course of an educator’s career.  The career ladder is divided into 

levels, labeled “Initial Educator,” “Professional Educator” and “Master Educator.”  A 

teacher’s minimum and maximum salary is determined by level placement.  Teachers 

meeting performance expectations are eligible for salary increases on an annual basis, 

based on available funds. 

 

A. Initial Educator Level: Teachers who do not hold (and never have held) a 

professional, master educator or lifetime license through the DPI are placed in 

the Initial Educator Level.  

B. Professional Educator Level: The Professional Educator Level represents the 

standard career path for teachers who continue to meet performance 

expectations from year to year.  New teachers who hold (or ever have held) a 

professional, master educator or lifetime license through the DPI are placed in 

the Professional Educator Level with a salary that is commensurate with 

experience, education and license. 

                                                 
1 The contents of this Teacher Career Ladder Handbook are presented as a matter of information only. 

The language which appears in this Handbook is not intended to create, nor is it to be construed to 

constitute, an agreement or contract between the District and any one or all of its employees or a 

guaranty of continued employment.  

 



Page | 3 
 

C. Master Educator Level: Teachers who make consistent and sustained 

contributions to the District through distinguished teaching and demonstrate 

authentic leadership as described in the Effective Educator Rubric may move to 

the Master Educator Level.  Teachers who are moving to the Master Educator 

Level must also demonstrate a continued commitment to professional 

development, as evidenced by obtaining a Master’s degree (from an accredited 

institution), National Board certification or Master Educator’s license.  In 

exceptional cases, the requirement that a teacher obtain a Master’s degree, 

NBPTS certification or a Master Educator’s license to be eligible for placement 

in the Master Educator Level may be waived by the Superintendent. 

2.2 FUNDING AND SALARY RANGE ADJUSTMENTS 

The career ladder and salary ranges contained in this document are snapshots of 

current salary ranges and not a guarantee of future salary.  Salary ranges may be 

modified annually, based on the result of base wage negotiations and/or the impact of 

state and local budget processes.   

 

2.3  2018-19 SALARY RANGES  

 Initial 

Educator 

Level 

Professional 

Educator 

Level 

Master 

Educator 

Level 

Starting $41,000 $41,000 $43,200  

Maximum $54,000 

 

$79,000 $87,300 

         *Extended contracts will be higher than the maximums listed. 

3. GENERAL PROCEDURE FOR LEVEL CHANGE 

3.1. ANNUAL INCREASES/MOVEMENT WITHIN LEVELS 

If a teacher’s performance remains satisfactory, he or she will qualify for annual 

increases if salary increases have been authorized within the budget process.  The 

amount of the increase will be determined by three factors:  (1) the overall increase 

that was authorized by the Board; (2) the supervising administrator’s evaluation of 

performance vis-à-vis the Effective Educator Rubric; and (3) the Superintendent’s 
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consideration and application of ##(1) and (2), along with any other relevant factors, 

with respect to the educator(s) in question.  

 

In general, teachers placed within the Initial Educator Level or the Professional 

Educator Level (earning a full-time equivalency salary of $60,000 or less), who are 

meeting expectations, will receive a standard salary increase (to the extent increases 

are authorized by the board).  Those teachers who are in the Master Educator Level, 

and who continue to meet performance expectations for placement in the Master 

Educator Level, will receive an increase that is approximately twenty percent higher 

than a standard increase.  Teachers who are in the Professional Educator Level and 

whose full-time equivalency salary is greater than $60,000 will receive an increase that 

is approximately fifty percent or less than a standard increase.  In addition, individuals 

may qualify for higher or lower increases based on performance. Teachers who are on 

a plan of improvement will not receive a salary increase. 

3.2. MOVEMENT FROM INITIAL EDUCATOR LEVEL TO PROFESSIONAL 

EDUCATOR LEVEL 

An employee will be eligible for movement from the Initial Educator Level to the 

Professional Educator Level after obtaining a lifetime license and continuing to be 

evaluated as effective.  In general, employees should not remain in the Initial Educator 

Level for more than three (3) years prior to moving to the Professional Educator Level. 

In some circumstances, a teacher who is at the Initial Educator Level may move 

directly to the Master Educator Level upon obtaining a lifetime license. 

3.3. MOVEMENT FROM PROFESSIONAL EDUCATOR LEVEL TO MASTER 

EDUCATOR LEVEL 

Movement from the Professional Educator Level to the Master Educator Level 

recognizes consistent and sustained contributions to the District through 

distinguished teaching and authentic leadership as described in the Effective Educator 

Rubric, as well as a demonstrated commitment to continued professional 

development, as evidenced by obtaining a Master’s degree from an accredited 

institution, National Board certification, and/or a Master’s Educator’s license.  But see 

Section 2.1(C) (regarding Superintendent’s authority to waive, in exceptional 

circumstances, the typical measures of continued professional development for this 

purpose). As such, the process for moving from the Professional Educator Level to the 

Master Educator Level is based upon a collective review of accomplishments over 

time.  
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3.4. PROCESS FOR REVIEW 

 

Teachers in the Initial Educator Level and the Professional Educator Level are 

encouraged to continually strive for movement to the Master Educator Level. Each 

spring, principals may make recommendations to the Superintendent regarding 

teachers they are recommending for movement to the Master Educator Level. The 

Superintendent will, using the criteria outlined in this document, consider the totality 

of the evidence and make a determination for the relevant teachers’ placements for 

the following school year. 

3.5. MAINTAINING LEVEL 

Employees at the Master Educator Level are expected to continue making consistent 

and sustained contributions to the District through distinguished teaching and 

authentic leadership as described in the Effective Educator Rubric.  Teachers who are 

unable to continue to meet the performance expectations for the Master Educator 

Level but who have an overall satisfactory evaluation may be reclassified to the 

Professional Educator Level.  In such a case, the teacher will maintain his or her 

current salary, but any salary growth will continue as outlined for teachers in the 

Professional Educator Level. Teachers whose overall evaluation is not satisfactory shall 

be placed on a plan of improvement.   

 

3.6. APPEAL PROCESS 

 

A. Appeal by Teacher: Any teacher may appeal to the Superintendent his/her 

level placement. Appeals must be in writing and be submitted to the 

Superintendent or Director of Human Resources no later than June 30 prior to 

the school year of the disputed placement (e.g., by June 30, 2019 for placements 

involving the 2019-20 school year). The written appeal shall include all evidence 

that the teacher would like the appeals panel to consider when making its 

determination. Such evidence could include, for example, student growth data, 

assessments used and performance adjustments made, ways in which the 

educator serves as a resource for others, and any other documents that may be 

relevant. 
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B. Convening of Panel: The Superintendent or designee shall convene a review 

panel, which shall consist of at least three (3) individuals, at least one of whom 

will be an administrator and one of whom will be a teacher.  The members of 

the panel may be selected from the following areas:  (1) content team leader; (2) 

District teacher leader; (3) reading specialist; (4) educator effectiveness coach; 

(5) central office administrator; (6) a teacher from the Master Educator Level; 

and/or (7) any other individual selected by the Superintendent.   

 

C. Review of Documentation: The panel will review the materials provided by 

the employee and may request more information from the employee, principal, 

Department of Human Resources, or any other relevant source before making a 

final decision.  By submitting an appeal, the teacher consents to the release to 

the appeals panel of all documentation and information that, in the discretion 

of the appeals panel or Department of Human Resources, may be relevant to 

deciding the appeal. That consent includes, but is not limited to, the release of 

evaluations, disciplinary data, and plans of improvement. In the interest of 

maintaining confidentiality of the members of the panel, the panel may choose 

to route requests for follow-up information from the employee and/or principal 

through the Director or Supervisor of Human Resources.  

 

D. Notification: An administrator on the panel will inform the Director of 

Human Resources of the panel’s decision, and the Director of Human 

Resources will inform the teacher, principal and Superintendent.  

 

E. Confidentiality of Review Process: To the extent possible, the review process 

shall remain confidential. Accordingly, individuals who serve on the panel will 

not disclose the teacher’s personnel information (including his/her identity) to 

anyone not participating in the appeal process, except as may be required by 

law or necessary to seek relevant information pursuant to Section 3.6(C) of this 

document. Similarly, to the extent possible, the identity of the members of the 

review panel will remain confidential.  

4. CAREER LADDER TIMELINE 

Teachers are encouraged to consult with their principal about the career ladder and 

ways to achieve and/or maintain a high level of effectiveness as outlined in the 

Effective Educator Rubric. It is in that context that the following timeline is suggested: 
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 End of School Year through October: Teachers set up meeting with 

principals to discuss current placement and steps that need to be taken to 

reach next level or—for those at the Master Educator Level—maintain current 

level. Given the nature of the teaching profession, it is understood that the 

“steps” that the teacher and principal discuss may be subjective in nature and 

are not, for example, a simple checklist.  

 December: Teachers touch base with principals regarding progress made on 

steps that were discussed earlier in the school year. 

 April/May: Principals meet with the Superintendent to make 

recommendations on level placement for teachers for following school year. 

Considering the totality of the evidence, the Superintendent decides 

placements. 

 Prior to End of School Year: Principals meet with teachers whose level 

placement will be changing for the following school year. 

 On or Before June 30: Teachers who wish to appeal their placement for the 

following school year submit written materials to the Superintendent or 

Director of Human Resources. 

 On or Before August 15: Panels convene to review appeals. 

 On or Before August 20: All appeals are decided, and decisions are 

communicated to the educators who submitted appeals. 

5. REVIEW OF CAREER LADDER 

This career ladder structure will be periodically reviewed to ensure it meets the needs 

of the District and its employees. 
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6. APPENDIX A: ALIGNMENT TO THE EVALUATION PROCESS 

 

Although there is no direct connection between the Strong (CESA 6) evaluation 

system and the career ladder outlined in this document, teachers may in some cases 

use the ratings they receive through the former to provide their principals or appeals 

panel evidence of traits outlined in the Effective Educator Rubric.  

 

The six performance standards, which are contained within the evaluation system, are 

the following: 

 

1. Professional Knowledge 

The teacher demonstrates an understanding of the curriculum, subject content and 

diverse needs of students by providing meaningful learning experiences. 

2. Instructional Planning 

The teacher effectively plans using the approved curriculum, instructional strategies, 

resources and data to meet the needs of all students. 

3. Instructional Delivery 

The teacher effectively engages students in learning by using a variety of instructional 

strategies in order to meet individual learning needs. 

4. Assessment For and Of Learning 

The teacher systematically gathers, analyzes and uses relevant data to measure 

student progress, guide instructional content and delivery methods and provides 

timely feedback to students, parents and stakeholders. 

5. Learning Environment 

The teacher uses resources, routines and procedures to provide a respectful, safe, 

positive, student-centered environment that is conducive to student engagement and 

learning. 

6. Professionalism 

The teacher demonstrates behavior consistent with legal, ethical and professional 

standards, contributes to the profession and engages in professional growth that 

results in improved student learning. 
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7. APPENDIX B: EFFECTIVE EDUCATOR RUBRIC 

 (Teachers at both the Professional Educator Level and the Master Educator Level are effective educators. Teachers at the 
Master Educator Level possess all of the traits of a teacher at the Professional Educator Level in addition to those articulated in 
the Master Educator Level column)   

 

Master Educator Level 
With tenacity and perseverance, educator sustains high 
performance over time, & thinks and acts in ways that 

positively influence others and the building culture 

Professional Educator Level 
With consistency, educator 

thinks and acts to benefit students 

Overall  
Instructional 

Evaluation 

● Creates, facilitates and implements a learning-centered model 
classroom for others to replicate. 

● Analyzes formative and summative data to inform instruction to 
maximize student learning at the building/district levels.   

● Works successfully with all students at their level (social, emotional, 
intellectual, and physical) in an equitable way (rigor) in a learning 
environment where students feel respected and safe. 

● Serves as a resource for the learning of others; is sought out by 
administration, parents, students, and colleagues for their expertise.   

● Leads a learning-centered classroom as supported by data. 
● Consistently and intentionally analyzes, assesses (formative and 

summative), plans, delivers, and intervenes on behalf of all to 
improve student achievement in their classroom.  

● Committed to consistent implementation of district 
benchmarks, curriculum and initiatives. 

● Demonstrates accurate and in-depth knowledge of the subject 
matter and shares expertise with others. 

 

Reflective  
Practitioner 

● Actively and authentically engages in a cycle of assessments, analyses, 
and performance adjustments based on data gathered and current 
research to maximize student learning outcomes.   

● Reflects on his/her contributions to the building and district and acts to 
advance common goals. 

● Reflects and revises practices by seeking feedback from 
principal/supervisor, building support staff and other experts.  

● Identifies area of professional need and seeks development 
opportunities for growth. 

● Reflects and revises practices to benefit all students. 
● Reflects on the social, emotional and academic needs of all 

learners and makes necessary adjustments to the learning 
environment. 

Professionalism 

● Communicates to strengthen relationships with families and the 
broader community on behalf of the district and building.  

● Acts with integrity and models ethical behaviors of an effective educator 
and encourages the same in others. 

● Researches and collaborates (PLCs, general/special ed/specialists) to 
design lessons and learning opportunities that deepen student learning.  

● Engages families of students in a reciprocal relationship to foster 
student learning.  

● Committed to learn and grow as professionals. 

● Exhibits ethical behaviors that are consistent with district 
expectations. 

● Communicates regularly with families. 
● Contributes to the professional growth of others by modeling 

professionalism at all times. 
● Demonstrates responsibility by meeting deadlines and fulfilling 

required obligations. 
 

Leadership 

● Facilitates capacity-building opportunities for others aligned with 
school and district goals. 

● Impacts instructional strategies, methods, etc. in other learning 
environments. 

● Challenges the status quo as a positive change agent. 
● Motivates and inspires continuous improvement of the school culture 

both inside and beyond the walls of the classroom. 

● Commits to and engages in professional growth aligned with 
school and district goals.    

● Collaborates with other educators on instructional strategies, 
methods, etc. with other teachers.     

● Engages in continuous improvement of the school culture both 
inside and beyond the walls of the classroom.  

 


