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Dear Members of our MCS Family, 

I hope the inaugural on-line EOG Milestones assessments in grades 3-8 went well , and the ensuing EOC Milestones 
goes well for those involved at MHS and MMS. The final weeks of school will in some respects go too quickly and in 
others too slowly! Your work is valued , appreciated and is what defines the Marietta Difference. Communication is 
key and it is important that everyone is well informed in a comprehensive way regarding our progress with the budget 
and with compensation redesign . There is a lot of information and I hope you will find this communication helpful. 

What is the status of the Excel Employee Compensation Plan? 

Earlier this year Dr. Hibbs and I attended faculty meetings at all schools to provide an update on our Excel 
Compensation Plan . We shared that we were exploring additional strategies other than the original ERS 
recommended model. The changes were sought as we began to pilot aspects of the plan and listened to the 
feedback we received from teachers and contributing professionals, as well as the Teacher Effectiveness Task Force. 
Having the ability to address and self-correct issues is important and a benefit of piloting a significant change 

initiative. 

Further, we were given additional Race to the Top funds to continue our work on compensation redesign . This has 
enabled us to engage Greenway Strategy Management to research strategies to attract, retain and reward great 
teachers for MCS in ways that more appropriately align with our system culture and what we call the "Marietta 
Difference". We are proud that MCS was recently recognized among the Top 25 large places to work by the Atlanta 
Journal & Constitution and we will continue to develop strategies that offer opportunities for all educators to grow and 
feel valued, based on their individual needs, talents and aspirations. 

The Enhanced Roles & Responsibilities that we piloted this year (Mentor Teachers, Enhanced PLC, and Extended 
Learning Program Leaders) are being externally evaluated by Greenway Strategy Management. The goal of these 
enhanced roles is to ultimately improve student achievement and provide supportive induction for our new teachers , 
while enabling qualified classroom educators to advance while continuing to excel in the classroom . Based on a 
review of these pilots we will know what went well , what needs to be restructured , and what needs to be eliminated. 

Additionally, we piloted Tuition Reimbursement. After investing a great deal of time using a significant amount of 
teacher feedback, only six MCS educators applied to participate in the initial round. Further, the ERS model 
recommended this tuition reimbursement model as a replacement of the continuous supplement for advanced 
degrees. Had we continued to pursue tuition reimbursement as a replacement for an advanced degree supplement, 
it would not be possible to remain competitive with all other districts providing advanced degree supplements beyond 
a Bachelor's T-4 salary schedule. Therefore, we will honor the tuition reimbursement for those six in the pilot and 
currently participating , but discontinue the retention incentive portion of the Tuition Reimbursement program. We will 
continue to recognize and compensate for advanced degrees as stipulated on the salary schedule (i.e ., by degree 
level) and approved by the Board. To assist teachers with funds to pay for their advanced degrees, we will steer 
advanced degree pursuit through limited numbers of tuition reimbursement/scholarships into strategic areas while at 
the same time fulfilling the desired professional goals of some teachers . Please contact Allison McMahon 
amcmahon@marietta-city.k12.ga.us with specific questions. 

While pursuing strategies that differ from the ERS model our goals remain the same: 

develop a balanced compensation system that leads to systematic improvement in teaching effectiveness 
over time; 
attract and retain a highly effective teaching force ; 
leverage expertise for continuous improvement; 
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align a high-performing teaching force to support district strategies and performance goals; and 
compensate a high-performing teaching force in a fiscally sustainable way. 

To attract and retain a quality teaching and contributing professional workforce, our Board is committed to offering a 
compensation structure that is highly competitive with other districts so that our students have the best educators and 
you have colleagues you can be proud to work with. 

Is MCS offering highly competitive compensation? 

The first step in having a highly competitive salary/benefit package is assuring our base compensation is competitive 
with our neighboring Metro Atlanta school districts. All certified salary schedule(s) are being reviewed for competitive 
alignment and that adjustment to the salary schedule(s) for the 2015-2016 school year will occur as part of the budget 
process, if it has not already been approved. (See FY16 Budget Section) 

Review some history you may need to know. 

I have previously shared that our salary schedule was no longer competitive due to the way MCS addressed the 
financial impact of the "great recession" which officially occurred during 2007-2009 and the years leading up to and 
after that economic challenge. From 2003 -2015 MCS suffered a loss of $41 ,000,000 in funding commonly known as 
austerity. Our goal was to keep our valued employees working while maintaining strong programs to meet the needs 
of all of our students. MCS made many difficult decisions but did not overload class sizes when other districts had 35 
in elementary classrooms, did not reduce instructional funds to schools like other systems, did not reduce salaries but 
in fact found ways to provide a 1% and then 2% increase in two of those years, and did not furlough teachers when 
other districts continued to provide funds for the annual step and then diminish the financial value of those steps 
through furlough days. Instead, MCS froze salaries so that those advancing on the salary schedule went up an 
annual step, but the salary funds were not allocated to those steps. Those who began working at the beginning 
levels of the salary schedule were brought into the system at progressively lower salaries for each of the five years 
salaries were frozen. The MCS competitive compensation edge was lost and now needs to be regained . 

As an initial step towards competitive alignment, the austerity funds returned to MCS by the Governor last year were 
dedicated to a 2% increase for all regular MCS employees. In addition, our supportive Board approved an additional 
$900,000 to adjust a large number of certified salaries for this current year. 

This is the current reality. 

Each year MCS hires 60-80 classroom teachers due to a variety of factors , and our hiring challenges are affected by 
fewer people entering the profession and exacerbated by a growing number of baby-boomer retirees. There are also 
critical areas such as Math and Science where quality candidates are found in very small numbers. Competition in 
Metro Atlanta is a challenge when we are seeking "the best" teachers to teach next door to you, or to replace you as 
you retire . Aware of this challenge, MCS had to address the salary schedule before we could go out and recruit new 
classroom teachers. It was likewise important that we retain our existing valued teachers with a highly competitive 
salary in addition to our strong benefits package. 

Why did only classroom teachers have their FY16 competitive increase already approved? 

Changes to salaries and benefits are normally handled within the established annual budget process which begins in 
January with tentative approval in May and final approval in June. This year is no different, except for one strategic 
reason. In February 2015, the Board pre-approved increases to the salary schedule for the largest segment of our 
certified workforce - our classroom teachers. Had the Board not taken this extraordinary step, our efforts to attract 
the best classroom teachers and retain an outstanding workforce would have been hindered by a salary schedule 
that lacked a competitive edge. As a result of this action, we have already started hiring a number of new teachers 
that you will be proud to call colleagues. In fact, on Saturday, May 2nd the first "MCS Invitation Only Recruiting Event" 
brought us several hundred pre-qualified teachers from near and far interested in applying for positions with MCS! 

The February 10, 2015 public Board Agenda item states, "This is an initial step in establishing a competitive 
compensation design structure for all employees. Additional information regarding proposed competitive 




