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GLOSSARY OF TERMS AND ABBREVIATIONS 
AED ........ Automated External Defibrillator 

ASA ........ American Standards Association 

ASBS ...... Assistant Superintendent of Business Services 

ASEP....... Assistant Superintendent of Educational Programs 

ASHR ...... Assistant Superintendent of Human Resources 

ASPS ....... Assistant Superintendent of Pupil Services 

ASTL ...... Assistant Superintendent of Teaching and Learning 

AWMP .... Are We Making Progress Survey  

AYP ........ Adequate Yearly Progress – Federal requirement that 
results in continuous and substantial yearly 
improvement of each school meeting the state's 
proficient and advanced levels of achievement. 

BCT......... Building Consultation Teams 

BLT ......... Building Leadership Teams 

BNQP ...... Baldrige National Quality Program 

BOE ........ Board of Education 

BP ........... Bay Port High School 

BSO......... Business Services Office 

B/SR ........ Board/Superintendent Relations 

CCPM ..... Comparative Cost per Member 

CESA ...... Cooperative Education Service Agency 

CGI ......... Cognitively Guided Instruction 

CMEO ..... Customized Modular Education Option 

CPR ......... Cardiac Pulmonary Resuscitation 

CWT ....... Classroom walk-throughs 

DAC ........ District Assessment Coordinator 

DDC ........ Direct Digital Control 

DIP .......... Department Improvement Plan 

DFL ......... Design for Learning 

DMC ....... District Management Council 

DPI .......... Wisconsin Department of Public Instruction 

DVD ........ Digital Video Disc 

E .............. Ends – Policies that impact student achievement 

EAP ......... Employee Assistance Program 

EL ........... Executive Limitation – Constraints placed upon the 
Superintendent by the Board of Education in the 
exercise of the Superintendent’s authority and 
discretion. 

EP ............ Educational Programs 

FYGPA.... Freshman Year Grade Point Average 

GP ........... Governance Process 

HR ........... Human Resources 

HRAP ...... Health Risk Assessment Program 

HSBPA .... Howard-Suamico Business and Professional 
Association 

HSED ...... High School Equivalency Diploma 

HSEF ....... Howard-Suamico Education Foundation 

HSSD ...... Howard-Suamico School District 

IB ............. International Baccalaureate 

IEP ........... Individual Education Plan 

ILC .......... Instructional Leadership Council 

IS ............. Information Services 

ITT .......... ITT Technical Institute 

LAN ........ Local Area Network 

Learning.com ......... 21st Century Skills Assessment 

LLI .......... Leveled Literacy Intervention 

LPI ........... Leadership Practices Inventory 

MAN ....... Metropolitan Area Network 

MAP ........ Measures of Academic Progress 

MBWA .... Management by Walking Around 

MLP ........ My Learning Plan 

NWEA ..... Northwest Evaluation Association 

OE ........... Open Enrollment 



 

OES ......... Open Enterprise Service  

PA ........... Phonemic Awareness 

PD ........... Professional Development 

PD360 ..... Professional Development 360 

PDCA ...... Plan, Do, Check & Act 

PDP ......... Professional Development Plan 

PG ........... Policy Governance 

PI-34 ....... Professional Standards Council and Quality Educator 
Initiative 

PIE .......... Partners in Education 

PLA ......... Professional Learning Academy 

PLC ......... Professional Learning Community 

P.O. ......... Purchase Order 

PS ............ Pupil Services 

ROI ......... Return on Investment 

RR ........... Running Record 

RtI ........... Response to Intervention 

S .............. Superintendent 

SAIL ....... Students Achieving in Life 

SAN ........ Storage Area Network 

SSAS ....... Salary Schedule Advancement System 

SEAS....... Special Education Management System 

SI ............. SupportInsight - An online interactive support staff 
candidate assessment instrument developed by Gallup 
and used to assist principals in the support staff 
interview and hiring process  

SIP .......... School Improvement Plan(s) 

SITA ....... Summer Instructional Technology Academy 

SL ............ Senior Leadership which consists of five assistant 
superintendents (Educational Programs, Teaching & 
Learning, Pupil Services, Human Resources, and 
Business Services) and the Superintendent 

SNC......... Saint Norbert College 

SP ............ Strategic Plan 

SWOT ..... Strengths, Weaknesses, Opportunities and Threats 

TB ........... Tuberculosis 

TCEC ...... Total Current Education Cost 

TI ............. TeacherInsight - An online interactive teacher 
candidate assessment instrument developed by Gallup 
and used to assist principals in the teacher interview 
and hiring process  

TL ............ Tight-Loose 

TLC ......... Teaching and Learning Center 

Turnleaf ... State assessment data is provided by this web-based 
software 

UWGB .... University of Wisconsin Green Bay  

VPN ......... Virtual Private Network 

WINSS .... Wisconsin Information Network for Successful 
Schools 

WIP ......... Work in Progress 

WISCareers ...... A comprehensive web-based program that 
encourages a self-directed approach to career 
development 

WKCE ..... Wisconsin Knowledge and Concepts Exam 

WSPRA ... Wisconsin School Public Relations Association 
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Preface: Organizational Profile 
P.1 Organizational Description 

The Howard-Suamico School District (HSSD), a fiscally 
independent entity, is located in northeastern Wisconsin on the 
northwest side of the Green Bay Metropolitan area in Brown 
County (pop. 250,000).  The District serves the Village of 
Howard (pop. 15,755), the Village of Suamico (pop. 10,800) and 
a parcel in the Town of Pittsfield, a combined population of 
26,555 encompassing approximately 53 square miles.  Brown 
County is one of Wisconsin’s predominate manufacturing areas 
with particular emphasis on paper products and durable goods 
industries.  

HSSD is home to 5,723 Pre-Kindergarten through Grade 12 
students who attend eleven 4K child care sites, five elementary 
schools, an intermediate school, a middle school and a high 
school.  Student achievement scores compare favorably to local, 
state and national scores.  
P.1.a Organizational Environment 
P.1.a (1) Main Educational Programs, Offerings and 
Services 

Innovation and dedication to quality and a customer-focus 
have played a large part in the success of the District’s students.  
The District mission is to work together with families and 
community to ensure that students have the knowledge and skills 
to succeed in a changing world.  The district focuses on 
Education, Innovation, and Connections which is exemplified 
through K-12 Literacy, Advanced Placement courses, 
technology, diversified summer learning opportunities, and 
customized modular education options (CMEOs) for students.  
The District also offers a full spectrum of extra- and co-
curricular opportunities and has excelled in the performing arts 
and athletics. 

Our services and programming are offered through a cadre 
of highly qualified teachers who deliver instruction through 
face-to-face interaction, selected pull out for literacy 
advancement or special education needs and gifted and talented 
services.  Services and programs are also provided through 
online learning, distance learning and partnerships with technical 
colleges and universities.  
P.1.a (2) Organizational Culture 

The vision of the HSSD is to “excel in developing 
productive, responsible, civic-minded adults who prosper and 
serve." The District prides itself on delivering a comprehensive 
education to every child. It is regarded throughout the region for 
its quality programs (e.g., Bay View Middle School named 
Exemplary Middle School in 2010 and Bay View Middle School 
Recognized as a National Blue Ribbon School of Excellence in 
1993-94) and exceptional co-curricular opportunities (e.g., 
numerous athletic and fine arts offerings and accomplishments). 
Most important to the District’s success, however, is the 
community support that exists for nurturing the development of 
our children.  For example, in September of 2005 and again in 
2008 and 2010, Howard-Suamico was included in the greater 
Green Bay area's recognition as one of the nation's 100 Best 
Communities for Young People by America's Promise. The 
award recognizes the broad base of commitment for providing 
healthy, safe and caring environments for students. 

Below are the District’s vision, mission and belief 
statements, which have been summarized as  

“serving · learning · achieving - together.” 

• Vision: Our Vision: "The Howard-Suamico School District 
will excel in developing productive, responsible, civic-
minded adults who prosper and serve."  

• Mission: The Mission of the Howard-Suamico School 
District is to work together with families and community to 
ensure that our students have the knowledge and skills to 
succeed in a changing world.  

• Belief Statements:   We believe…  
1. All people should feel welcomed, valued and respected. 
2. All students are our most valuable asset. 
3. Learning is our highest priority. 
4. Student responsibility for learning and behavior is 

fundamental to success. 
5. All people have the capacity to learn and achieve their 

full potential. 
6. The best learning occurs when individuals feel safe, 

empowered and encouraged. 
7. Instruction must meet individual student needs, 

interests and abilities. 
8. The ability to adapt to change is essential. 
9. Students succeed when families, school and community 

work together. 
10. Success should be celebrated. 
The District’s core competency of continuous improvement 

is further defined as progressive programming, quality people 
and adequate resources. The mission focuses on ensuring that 
students have the knowledge and skills to succeed through 
programs, people and resources.   
P.1.a (3) Workforce Profile 

HSSD’s highly-qualified staff is vital to the successful 
preparation of students who are prepared to succeed in a 
changing world.  All HSSD staff are in compliance with the 
federal No Child Left Behind Act (NCLB) for meeting “highly 
qualified” criteria. In the 2010-11 school year, HSSD employs 
573 people with 410 being certified (teachers, administrators, 
counselors, library media specialists, psychologists, speech 
therapists, social workers, and other education professionals). 
The teaching staff averages 15 years of experience and over fifty 
percent of the certified staff hold master’s degrees.  Over the last 
five years, over 600 teachers have been nominated as potential 
Golden Apple recipients, and 4 teachers and a third-grade team 
of 5 have received this prestigious award. 

Also, within the last five years, 57 percent of our building 
principals have been recognized by professional organizations 
(Wisconsin Assoc. of School Councils – Administrator of the 
Year, Wisconsin State Reading Association – Outstanding 
Administrator Award).  In addition, our administrators present at 
international, national, state, and regional conferences, as well 
as, serve as adjunct faculty for regional colleges. 

There are five organized bargaining units, which represent 
89 percent of the staff. Contracts for each unit represent two-
year agreements. Comprehensive professional development and 
safety training is provided to staff (i.e. technology integration, 
CPR, AED, Wellness). 
P.1.a (4) Major Facilities, Technologies and Equipment 

Educational facilities consist of one high school (grades 9-
12), one middle school (grades 7-8), one intermediate school 
(grades 5-6), and five elementary schools (grades K-4).  HSSD 
also has collaborative partnerships with eleven childcare centers 
in order to provide four-year-old kindergarten programming.  
The district prides itself in providing quality facilities to our 
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students, staff and community.  The district maintains over 
1,000,000 sq. ft. situated on approximately 270 acres. 

HSSD is at the forefront in the use of technology to enrich 
and enhance students’ learning experiences. Students use 
computers, wireless devices (iTouch and iPads), interactive 
white boards, LCD projectors, PicoCrickets, polycoms, multi-
media carts and other media/technology devices across the 
curriculum. Many classrooms are equipped with multiple 
computers, extendas, interactive white boards, document 
cameras, DVD players, sound fields and telephones in every 
teacher’s classroom. A video production studio is provided at 
one elementary building and a full TV-quality studio is available 
at the high school.  The District currently has over 2400 
computers plus 300 wireless devices. 
P.1.a (5) Regulatory Environment 

The District is governed by federal, state and local laws.  
The primary regulatory agency is the Wisconsin Department of 
Public Instruction (DPI) which governs instructional 
programming, licensing, fiscal requirements and safety. 

HSSD is further governed by a seven-member elected 
school board that has the power and obligation to set budgets, 
certify tax levies, issue debt, and perform other functions 
necessary to operate the district.  The board establishes 
operational policy to be upheld by the superintendent and all 
district employees. 

The Wisconsin and Knowledge Concept Examination 
(WKCE) is administered in grades 4, 8 and 10, per state statute. 
This test assesses proficiency levels in reading, math, social 
studies and science. Per federal requirements, students are 
assessed in reading and math in grades 3-8 and 10.  Local 
curriculum is aligned with the Wisconsin Model Academic 
Standards. 

School improvement plans (SIP) are developed annually, 
monitored and revised based upon student performance 
assessment data (scorecards), surveys, research, and best 
practices. Each plan is shared annually with both the school 
board and the public with specific alignment to the strategic plan 
highlighted. 

Teacher and administrator legal regulatory requirements are 
governed by the Wisconsin Department of Public Instruction, the 
Wisconsin Employment Relations Commission and state statute. 

The Wisconsin Department of Public Health, United States 
Department of Agriculture, Food and Nutrition Services, 
American Food Service Association and DPI School Financial 
Services, combined with transportation regulations provided by 
the Wisconsin Department of Transportation and the National 
Transportation Safety board govern safety related to food 
service, finance, facilities and transportation.  The District 
utilizes the state codes for accounting and has received the 
Association of School Business Officials International 
Meritorious Budget Award for excellence in the preparation and 
issuance of its school system budget for 13 consecutive years. 
P.1.b Organizational Relationships 
P.1.b (1) Structure, Governance and Relationships 

HSSD is governed by a Board of Education (BOE) 
consisting of a seven-member elected Board. The HSSD Board 
governs the district through specific policies utilizing a policy 
governance model.  The board hires, supervises and evaluates 
the superintendent who is responsible for implementing policies, 
as well as, supervising the senior leadership (SL) and members 
of the administrative team. 

The superintendent provides policy monitoring reports to 
the board of education, which are evaluated to ensure 
compliance.  This accountability measure requires evidence 
related to each policy statement and is reflective in the 
superintendent’s evaluation. 
P.1.b (2) Student and Stakeholder Groups 

HSSD has dialogued with its stakeholder groups over the 
past five years to determine what key requirements they want the 
District to deliver. This is accomplished through scheduled 
surveys, as well as multiple regularly scheduled 
board/community linkage sessions with targeted community 
groups.  These dialogues have verified key concerns for each 
stakeholder group such as the following:  
• Community Members: to provide a great education, support 

the development of good community citizens, enhance 
property values, use property taxes efficiently, maintain 
fiscal integrity while providing safe facilities. 

• Parents and Parent Club Members: to ensure a caring, safe, 
and orderly learning environment, provide well-qualified 
teachers in every classroom, provide a solid education for 
every student, be informed about issues, events, programs 
and practices in a timely manner and learn in a respectful, 
cooperative environment. 

• Certified Staff: to feel safe and secure in a caring work 
place, participate in decisions that directly affect their work, 
work in a healthy school climate, receive help and support 
when needed, receive staff development that is relevant and 
of high quality, be informed in a timely manner and receive 
recognition. 

• Support Staff: to feel safe and secure in the work place, be 
treated with dignity and respect and feel supported by 
supervisors and peers, understand how job performance is 
measured and rewarded, be part of decision making that 
relates to performance of duties, be provided staff 
development that is relevant and of high quality, work 
together as a team and receive recognition. 

• Students: to learn in a caring, safe, and orderly environment, 
be treated by adults and peers respectfully and fairly, 
receive help when needed, behave according to 
expectations, do their best work, be satisfied with school 
and be enthusiastic about what is learned and how it is 
learned. 

• Businesses: to have employees who are well prepared for 
the workplace and/or post-secondary education of the 21st 
century and have a voice in the standards and goals set for 
educating students. 

P.1.b (3) Partners, Suppliers and Collaborators 
HSSD seeks suppliers with innovative and creative 

solutions for our changing needs.  Quality, efficiency and 
effectiveness along with historical evidence of performance are 
used to nurture relationships as they evolve. 
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Figure P.1-1 Stakeholder Purpose 
Partners, Suppliers, 
Stakeholder 

Purpose 

4K Community 
Partners 

Education of pre-K students 

Building Services 
Group 

Contracted cleaning 

CESA  Training, curriculum development,  
contracted services 

Discovery Learning Math and science partnership 
Gallup Human resources pre-screening 

service 
Houghton Mifflin 
Harcourt  

Textbook supplier  
 

Heartland  IT services  
Intelli Corp Background check process 
Kaplan  Online courses 
Lamers Bus Transportation 
Pearson  Software 
Reinhart Food supplier 
U S Lamp Energy committee participation 
Villages of Howard and 
Suamico 

Water suppliers 

WPS Energy supplier 
 

Communication with suppliers, students and other 
stakeholders is achieved through the district’s intranet, website, 
e-mail, newsletters, televised board of education meetings and 
newspapers.  Relationships are further fostered through Coffee 
with the Superintendent opportunities, superintendent lunch with 
students and participating in various community-based 
organizations and events. 

The District conducts a bi-annual survey of stakeholders in 
order to self-evaluate and better understand our communities’ 
wants and needs and in order to work toward continuous 
improvement of programming.  In order to develop strong 
community partnerships, HSSD has a volunteer coordinator on 
staff who links people with programs.   

Community linkages with BOE and SL provide essential 
feedback on an annual basis for policy development, planning 
purposes and innovative ideas.   
Suppliers must exemplify industry best practices and innovative 
ideas in their work with district stakeholders.  For example, 
CESA 7 supports math and literacy development through their 
offerings and by serving as an external reviewer of school 
improvement plans (SIP).   
P.2 Organizational Situation 
P.2.a Competitive Environment 
P.2.a (1) Competitive Position 

The competitive environment of HSSD serves 5,723 
students from the Village of Howard and Village of Suamico 
with 226 open enrollment students from area communities. 
HSSD works closely with several church-related competitors 
within its attendance area.  The school district encompasses one 
private school with an enrollment of 309. Other parochial 
schools, home schooling (54 students), and virtual online 
learning options are also competitors.  HSSD is the 26th largest 
school district of the 426 in the state of Wisconsin. 

The Greater Green Bay area serves 39,293 public school 
students of which HSSD serves 14 percent.  HSSD has 
experienced an increase of four percent enrollment growth over 

the last five years.  The University of Wisconsin Applied 
Population Lab study shows that this trend is expected to 
continue.  Open enrollment has increased 145 percent during the 
past three years. 

In addition to offering a comprehensive K-12 curriculum, 
HSSD programming also offers a diverse summer school 
experience including remedial, enrichment, and credited courses 
with 6,321 enrollments in 2010. The district is also known for its 
4-K program, advanced placement offerings, iAcademy and 
upcoming IB programming.  
P.2.a (2) Principal Success Factors  

The HSSD prides itself in delivering a comprehensive 
education to every child. The District is regarded throughout the 
region for its core competencies of progressive programming, 
quality people and adequate resources along with exceptional 
co-curricular opportunities. In September of 2005, and again in 
January of 2008 and September 2010, Howard-Suamico was 
included in the greater Green Bay area's recognition as one of 
the nation's 100 Best Communities for Young People by 
America's Promise. The award recognizes the broad base of 
commitment for providing healthy, safe and caring environments 
for students. 

All educators of HSSD are highly qualified to teach in the 
core academic subject areas to which they are assigned.  HSSD 
has met adequate yearly progress review criteria in all areas.  
The district offers opportunities for high school students to 
accelerate through a summer academy or online learning.  The 
district is a high-achieving and low-spending district.  Our 
achievement is above the state average on all 21 measures and 
ranks within the top three conference school districts in all 
measures.  Our spending is within the lowest 2% of all K-12 
districts in the state.  The district employs a rigorous hiring 
process, including Gallup’s Teacher Insight assessment tool for 
certified staff, which began in 2003, and Support Staff Insight 
for non-certified staff, which began in September 2010. 

The implementation of wireless access in 5-12 buildings in 
2010-11 provides students and teachers with the ability to access 
technology as an integral part of the learning process. 
P.2.a (3) Comparative and Competitive Data Sources 

Comparative academic measures of success within our 
academic community focus on benchmark data which include: 
Test data from the state assessment (WKCE-CRT), NWEA 
MAP assessments. ACT and running record results are also part 
of the data that is utilized.  Attendance, behavior and other 
demographic data are also used to get a more complete picture of 
a school’s climate and culture.  This data is reported to and 
available through the Wisconsin School Report Card report by 
DPI.  Other comparative data is accessed from Turnleaf and 
Learning.com sites.   

HSSD also utilizes the Wisconsin Taxpayer Alliance School 
Facts publication as a basis for comparative and competitive data 
analysis.  Generally, our district ranks in the top 20 percent 
related to student achievement of 426 districts in Wisconsin.  We 
also rank as one of the lowest spending districts (bottom 2 
percent) in the state, thereby giving our community a high return 
on investment.  This rate is based on revenue limits imposed in 
1993 which limited district revenue based on spending at that 
time.   

Data analysis is sometimes limited by turnaround times 
embedded within the context of each assessment and the ability 
of the organization to provide timely feedback.  This ranges 
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from next-day feedback to an eight-month turnaround when 
statewide assessment data is being prepared.     
P.2.b Strategic Context  

SL has identified the following four strategic challenges, 
advantages, along with sustainability factors.  Highlights of each 
include: 
• Learning:  Improving Student Achievement for All 

Subgroups.  Growth for all students, including special 
education students, continue to challenge the system, as well 
as the need to prepare students with 21st century skills. All 
areas that have been identifed and addressed through the 
strategic planning process.  HSSD’s strategic advantage in 
learning is its progressive programming and high student 
achievement on state assessments.  The District’s vision and 
mission mandates that serving, learning and achieving are 
central to long-term sustainability.  

• Operational: Educational Funding.  Foremost, state 
funding for education continues to decline as needs increase. 
Shifting of costs to taxpayers during these economic 
challenges limits the ability to generate resources.  
Additionally, escalating health care benefits consume a 
disproportionate part of the District budget.  
Key strategic advantages are our well maintained, up-to-
date facilities and HSSD’s stable fiscal condition. 
Sustaining resources for educational needs including  
technology infrastructure, integration and evolution 
challenges the system’s resources on a continual basis.   

• Human Resources:  Replacment of highly-qualified staff.  
Staff replacement of highly-qualified certified specialists in 
literacy and math, as well as administrative leadership will 
be a challenge as the workforce ages.  Managing collective 
bargaining agreements in an era of reduced funding 
challenges HSSD. Our competitive advantage is the ability 
to attact and retain highly-qualified staff through innovative 
hiring processes and a New Teacher Mentoring program.  
Sustainability is being driven by proactive succession 
planning by SL and processes to attract and retain highly-
qualified teaching staff. 

• Community Related:  Local and State Economic Climate 
in Relationship to Education Funding.  The state of 
Wisconsin has a $2.7 billion fiscal deficit going into the 
2011-13 biennium budget.  HSSD is funded 67 percent by 
state revenue sources. Consequently, increasing or 
maintaining current levels of education funding provided by 
the state is problematic.  The expected decline in state 
support of education potentionally shifts the burden to local 
property taxpayers at a time of economic challenge. Even in 
a time of economic downturn, HSSD is experiencing 
student enrollment growth and an increase in student open 
enrollment.  This strategic advantage provides increased 
revenue while state funding may be decreased.   As a result 
of  progressive programming, sustainability is achieved by 
attracting and retaining students.   

P.2.c Performance Improvement System 
The Baldrige National Quality Program (BNQP) Criteria is 

a driving force in our performance improvement system.  SL 
was introduced to the performance excellence model in 2006.  
Since that time, HSSD’s strategic planning process has evolved 
to a living, breathing plan that is monitored weekly and 
evaluated annually. 

HSSD utilizes a continuous improvement system of plan-
do-check-act (PDCA) along with LEAN processes to work 

toward continuous improvement. The PDCA is an 8-step process 
that includes performance indicators and results along with a 
monitoring schedule, which include BOE monitoring reports. 
We utilize the following methods, processes and frameworks all 
of which are interrelated and aligned.   
Figure P.2-1 Work Process  

Key Work Process Requirements 
P Clear purpose, proper training, cycle time, long-term 

performance,  costs 

D
oc

um
en

ta
tio

n 

D Time to practice, safety, variability, implement, 
deploy 

C Measurement, efficiency, agility, 
maintenance/sustainability,  monitoring/evaluation 

A Affirming, changing delivery process 
 

The SIP process reflects the PDCA component of improving 
student learning. HSSD conducts annual data retreats along with 
“mini-data retreats” throughout the year providing a systemic 
process by which data is reviewed to monitor progress in 
reaching identified goals. Schools are formally monitored 
throughout the year with scorecards reporting key measures.  
This leads to fact-based decision making which both aligns and 
enhances our district strategic plans and school improvement 
planning. 
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1.0 Leadership 
1.1 Senior Leadership   

The District’s senior leaders (SL) began a system-wide 
continuous improvement model based on the BNQP for 
performance excellence in the fall of 2006.  SL reviewed the 
BNQP performance standards and benchmarked the District’s 
current state to compare against peers, aspiring, state and 
selected BNQP award winning districts where possible.  SL has 
employed the LEAN process as a tool in system-wide 
continuous improvement.  LEAN training was conducted for all 
SL, building level administration and other key leaders in the fall 
of 2009.   

In the spring of 2008, SL evaluated the district’s strategic 
planning process and made substantial changes resulting in the 
identification of three strategic objectives – Education, 
Innovation and Communication.   The strategic objectives align 
with the Board’s Ends Policies and the District’s mission, vision 
and values.  All district leaders are required to develop goals and 
action plans that align with the district’s strategic plan.   

In 2009, SL developed a balanced scorecard blueprint as 
part of the District’s eight-step PDCA Organization Performance 
Monitoring Review.  Overall organizational performance is 
reviewed along with tracking progress of strategic objectives.  
Key indicators are measured against performance standards and 
comparable districts as available.   

Senior leaders are required to conduct a Leadership 
Practices Inventory survey (LPI) (Kouzes Posner) on an annual 
basis.  The results are analyzed and compared to determine 
significant improvements/deficiencies.  Yearly goals are aligned 
with the district’s strategic plan, personal improvement plan and 
leadership practices.   

1.1.a (1) Vision and Values  A group of 60 community 
members, board members, students and district staff review and 
affirm the district’s mission, vision and values at an annual 
strategic-planning meeting.  The group analyzes 
community/district survey data to confirm alignment.  Teams 
discuss alignment and report their findings to the full group.  
Adjustments are then made based on group consensus.   

SL deploys the district’s mission, vision and values at 
administrative team meetings, beginning of the year district staff 
meeting, building and district newsletters, web page, posters, 
teacher and support staff meetings and through BOE broadcast 
communication articles.  During the yearly evaluation process, 
SL discusses progress towards the District’s mission, vision and 
values.  Board members and SL meet yearly with selected 
community and school groups (business leaders, realtors, parent 
teacher organizations, student representatives, staff and clergy) 
to discuss deployment, application and understanding of the 
District’s mission, vision and values.  SL meets with key 
suppliers, i.e., bus contractor, contract cleaning services, CESA, 
to strengthen partnerships and to reinforce the District’s vision.   

The SL team consists of the superintendent and five 
assistant superintendents (teaching and learning, special 
education, educational programs, human resources and 
business).  SL meets every Tuesday to discuss forthcoming BOE 
agendas, review strategic goal progress, review balanced 
scorecard performance data and discuss other issues related to 
instruction (i.e., student achievement, educational programming) 
and operations (i.e., staffing, finance, information technology, 
legislative impact).  Minutes are taken by the superintendent’s 

secretary and e-mailed to senior leaders, principals, associate 
principals, directors, coordinators and managers.   

Ninety-three percent of staff reported in May 2010 that they 
know the organization’s mission compared to 94 percent in May 
2009 and 92 percent in May 2008.  Information was generated 
from the May 2008, 2009 and 2010 AWMP survey of all staff 
members.   

Student linkages are conducted semi-annually at the 
secondary level.  Notes of these linkages are reviewed by SL and 
shared with appropriate staff.  Additionally, the superintendent 
has lunch with students on a monthly basis and gains feedback 
on HSSD’s vision and values.  SL actions are detailed in the 
following chart.   
Figure 1.1-1 Senior Leaders’ Actions 

Values Senior Leaders’ Actions 
The ability to 
adapt to change 
is essential. 

o Review of programs and classroom 
needs on a weekly basis 

o Report progress of strategic plan at 
weekly Cabinet meetings 

o Report progress of strategic plan at 
monthly administrative team 
meeting.   

o LEAN training and deployment 
Students succeed 
when families, 
school and 
community work 
together. 

o Participate in HSEF board and 
fundraising events 

o Participate in Back-to-School event 
for qualifying students 

o Participate in The Giving Tree 
fundraising events 

o Pursue community partnerships to 
enhance educational programs 

o Pursue community partnerships to 
provide resources for homeless 
families 

Success should 
be celebrated. 

o Participate in Golden Apple award 
program 

o Award congratulatory letters to staff 
attaining Master’s degrees 

o Sharing of District accomplishments 
with staff at beginning  of year 
meeting 

All people 
should feel 
welcomed, 
valued and 
respected. 

o Communicate to all staff the 
importance of this value 

o Set as a district-wide priority 
o Meet and welcome new employees at 

orientation 
o Meet with all new employees by HR 

leadership 
o Meet visitors at reception area and 

walkout after meeting 
All students are 
our most 
valuable asset. 

o Meet with students at lunch to 
provide feedback to Superintendent 

o Meet with middle and high school 
students on a semi-annual basis  

o Participation of student 
representative on Board of Education 



Application for Wisconsin Forward Award January 2011  2 

 

Learning is our 
highest priority. 

o Set educational objectives that align 
to the Board’s Ends policies and 
focus on student achievement 

o Align financial resources to the 
strategic plan and educational 
objectives 

o Model learning by attendance at 
local, state and national conferences 

o Fifty-seven percent of building 
principals have been recognized by 
professional organizations 

Student 
responsibility for 
learning and 
behavior is 
fundamental to 
success. 

o Shown in monitoring report to BOE 
o Deployment of WISCareers 
o Implement 7th grade PLAN 

assessment and 10th grade EXPLORE 
assessment (pre-ACT) 

All people have 
the capacity to 
learn and achieve 
their full 
potential. 

o Require all administration to have a 
personal improvement plan 

o Support ALL staff members’ 
professional and personal 
development 

o Track teaching staff professional 
development activities 

o Require Administrative participation 
in technology/21st century learning 
conference  

The best learning 
occurs when 
individuals feel 
safe, empowered 
and encouraged. 

o Provide comprehensive professional 
development and safety training to 
staff (i.e.  CPR, AED, Wellness)  

o Conduct monthly District safety 
committee meeting 

o Annual review of Emergency 
preparedness training and plan 

o Evaluate and follow-up on employee 
issues related to safety with District’s 
consultant  

o Conduct annual survey (AWMP) on 
safety, empowerment and leadership.  

o Conduct annual evaluations  
Instruction must 
meet individual 
student needs, 
interests and 
abilities. 

o Provide training to teachers in 
differentiation  

o Implementation of SAIL program  
o Provide on-line  learning to students 
o Gifted & talented programming 
o Support extra and co-curricular 

activities 
 

1.1.a (2) SL fosters an environment that requires legal and 
ethical behavior by setting high expectations through the BOE 
policies and administrative evaluation process.  Legal and ethical 
behavior is one of the categories that is part of the annual 
evaluation system.  The May 2010 AWMP staff and 
administrator surveys indicate that 96.5 percent of HSSD 
employees either agree or do not have an opinion  with regard to 
positive district engagement in both legal and ethical behavior.   
Other behaviors are listed below:  
o Using a five-point rubric, administrator evaluations include 

a component of “acts with integrity, fairness and in an 
ethical manner” 

o Use of operating principles at administrative meetings 

o Deployment of the Wisconsin Educator Standards for 
administrators , Pupil Services and Teachers 

o Yearly reports presented to the BOE measuring compliance 
with legal and ethical standards  

o  Policies and expectations are reviewed with new staff 
members 

o An attorney presents legal requirements related to students 
rights at new staff induction 

o Teaching staff receive an employee handbook that outlines 
professional, legal and ethical standards  

o Criminal background checks are performed on all new staff 
members and volunteers 

o Job descriptions include essential legal and ethical behaviors  
o 100 percent of teaching staff are licensed to teach in the core 

academic subject which they are assigned  
o Conduct training for building and district level secretaries to 

deploy legal and district fiscal procedures 
1.1.a (3) SL creates a sustainable organization by 

continuous review of changing market conditions through the 
use of surveys, annual SWOT analysis, succession planning, 
eight-step PDCA model and  weekly reviews of the District’s 
strategic plan.  SL requires building principals to develop yearly 
school improvement plans (SIP).  SIPs align with the district’s 
strategic plan and are based on data.  Plans are reviewed by SL 
on a quarterly basis.  Evidence of progress is reported to the 
public on a yearly basis and mailed to all community members.   

In 2006, SL adopted a continuous improvement evaluation 
model for all administration.  Five domains are evaluated:  
continuous improvement goals, communication & interpersonal, 
leadership, management and curriculum/instruction/assessment.  
Administrator compensation is tied to goal progress.   

BOE policy requires superintendent to have named a 
qualified successor on staff.  Additionally, SL positions the 
district for sustainability through the development of a 
succession plan which includes the entire administrative team, as 
appropriate.  HSSD’s Aspiring Administrator program also 
supports internal administrative sustainability. 

Sustainability at the instructional level is achieved through a 
rigorous hiring process.  Teacher applicants must complete a 
Gallup TI test prior to interview.  Applicants are screened who 
rate in the top tier (score greater than 70).  Building 
administrators establish interview teams consisting of teachers 
and administration to conduct interviews of selected applicants.  
References are checked and recommendations are made to HR.   
Organizational improvement is accomplished through the budget 
development process.  Cost-center managers are encouraged to 
bring innovative and creative ideas to SL for discussion.  SL is 
required to report to the BOE three times per year about 
innovative and creative ideas which are included within the 
budget.   

Meaningful changes (innovative ideas) are made through the 
input from the district’s literacy coordinator, gifted and talented 
program coordinator, STEM coordinator, district’s instructional 
leadership council, the strategic finance committee, wellness 
committee, health insurance committee and building level 
leadership.  SL evaluates programmatic changes during the 
annual review progress.   

During the December 2008 strategic planning process, 
innovation was adopted as a strand.  An innovation team was 
created to research, develop and implement programming 
changes.  The team gathered data from local, national and 
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international sources and aligned the strategic goal to meet 21st 
century learner outcomes.   

On a weekly basis, SL reviews issues related to economic 
conditions, political conditions, fiscal impact and educational 
research.  This review allows the system to be flexible and agile 
in making rapid changes to environmental factors.  SL makes 
fiscal decisions based on scenario planning and data analysis.  
SL adjusted the 2010-11 fiscal outlook based on economic news 
from the Governor’s office and Legislative Fiscal Bureau.  SL 
also updates the five-year fiscal plan based on shifting market 
conditions.   

SL creates an environment for organizational and workforce 
learning by encouraging and supporting staff members’ 
professional and personal growth.  Professional staff attends 
national conferences such as the International Reading 
Association (IRA), STEM, Model Schools Conference, AASA, 
ASBO and NASSP.  Support staff members have attended 
Pearson conference on Inform, Alio and Power School.  Local 
and national conferences for School Dude have been attended by 
support personnel.  HSSD serves as a regional training center for 
technology and instructional learning during the summer.  Each 
summer approximately 20 percent of staff attend training and are 
able to apply for college credit through a partnership with post-
secondary organizations.   

The district adopted a system-wide staff development plan 
in January 2002, as part of its strategic plan.  Continuous 
improvement goals were set which included all teaching and 
support staff.  The ILC emerged in 2006 as an oversight 
committee for planning and scheduling staff development 
opportunities.  Staff development has led to increased system 
capacity related to teaching as well as to services provided by 
support staff.   

SL enhances personal leadership skills by attending local, 
state and national conferences.  SL also conducts yearly book 
reviews on leadership and studies other sustainable 
organizations.  In 2008, SL read Michael Fullan’s What’s Worth 
Fighting for in the Principalship and reviewed barriers that 
inhibit building principals from being building instructional 
leaders.  SL, along with all administrators, has undertaken a 
PD360 on-line course study of Fullan’s “Motion in Leadership” 
that began in September 2010.  Once per month SL along with 
all administrators devote time to study, learn and share insights 
from the course.  Each administrator discusses how to apply the 
strategies that are learned from the study.   

SL has studied BNQP winners’ Jenks and ISS to compare 
and contrast attributes.  SL has also reviewed Wisconsin 
Forward applications from the Wisconsin Forward Award 
winning district of Pewaukee and mastery award winning district 
of Elmbrook.  SL began the BNQP journey by attending a 
national conference in Albuquerque, NM in 2006.  
Subsequently, SL has attended numerous BNQP conferences 
that focused on continuous improvement processes, including 
Insights into Performance Excellence by Mark Blazey in 2009.  
SL has brought industry leaders to the district and attended 
conferences that focus on leadership and trends impacting 
education, i.e., Gary Marx, Tim Brown, Doug Reeves and 
Connie Kamm.  SL received LEAN training and in 2010 started 
to apply LEAN techniques to operational practices.  In the fall of 
2010, Howard Elementary staff began applying LEAN 
techniques to instructional practices.  In spring of 2010, SL 
received instruction from the District Management Council 
(DMC) on fiscal scenario planning and system improvement 

strategies.  In fall of 2010, SL worked with DMC to analyze 
special education services, costs and student outcomes. 

BOE policy requires the superintendent to have a succession 
plan which is reviewed and reported to the BOE on a yearly 
basis.  Succession planning is an agenda item during the 
superintendent’s and assistant superintendents’ evaluation 
process.  SL discusses succession planning during Cabinet 
meetings.  Beginning in 2009-10 SL has undertaken a systematic 
approach to succession planning by analyzing transition 
practices, identifying key positions and reviewing the mentoring 
of future leaders.  Beginning in the fall of 2010, SL implemented 
two key strategies to build capacity.  These strategies include 
identification of leadership attributes and a SWOT analysis of 
each department/cost center.   

The district also developed an aspiring administrator 
program in the fall of 2006.  SL conducts meetings with teachers 
who are interested in pursuing administration.  A Gallup’s 
Strength Finder assessment is utilized and followed up with 
individual sessions.   
1.1b Communication and Organizational Performance 

1.1.b (1) The Superintendent communicates the district’s 
vision, mission and strategic initiatives to the entire staff through 
a beginning of the year staff meeting and monthly webcasts.  
The superintendent focuses on a monthly topic of importance to 
the success of the District and electronically broadcasts that 
message to all staff members.  SL communicates and engages 
the entire workforce through the superintendent’s yearly staff 
linkages, surveys, staff meetings and electronically (website, 
district intranet, e-mail).   

SL solicits information from all staff levels when walking 
around buildings.  SL receives information from staff during the 
yearly AWMP survey and district climate survey.  Quantitative, 
as well as anecdotal written information, is reviewed by SL to 
improve system performance.  SL conducts an annual evaluation 
that focuses on “What worked well?” and “What do we need to 
improve?” with district custodial staff.   
Key decisions are communicated to administrators, coordinators 
and managers through a monthly administrative team meeting.  
Administrators and managers are given an opportunity to share 
input and provide feedback regarding decisions.  Senior leaders 
also participate in a weekly ‘bridge conference” with building 
principals to provide two-way communication and to review 
issues.  Building principals then communicate with their staff at 
monthly staff meetings or via e-mail.   

SL celebrates personal and professional accomplishments 
through the face-to-face service award recognition program,  
spotlighting Golden Apple award-winning teachers through e-
mail and newsletters, attendance at Golden Apple awards 
banquet, congratulatory letters to staff receiving masters degrees,  
retirement recognition luncheon and press releases.  SL also 
personally recognizes staff members through the use of thank 
you cards, one-on-one discussions and luncheons.  The 
Superintendent recognizes personal and professional 
accomplishments at the beginning of the year staff meeting. 

SL participates in recognition of student accomplishments 
by attending National Honor Society induction , athletic 
banquets, high /middle school graduation programs and the 
scholarship announcement program.  SL spotlights student 
achievement through a district newsletter, website and 
recognizes accomplishments through face-to-face 
communication.   
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1.1.b (2)  SL creates a focus on action to accomplish the 
organization’s objectives and attain its vision by monitoring the 
BOE’s Ends policies and reporting on a pre-determined schedule 
(one, two, or three times per year - dependent upon policy).  SL 
reviews the PDCA Organization Performance Monitoring for 
selected performance standards and strategic objectives.  SL 
actively engages in weekly discussion on the status of each 
strategic objective.  A portion of each administrative team 
meeting is devoted to discussing accomplishments, challenges 
and opportunities of current strategic objectives.  SL reviews 
system capacity to ensure vision attainment.  SL shares 
performance measures (WKCE, MAP and learning.com) with 
building principals to monitor achievement and create strategies 
for improvement.  Such adjustments are shared with action team 
leaders and building principals to ensure alignment. 
Figure 1.1-2 SL Personal Actions 

Personal action to deploy 
vision, organizational 
objectives and Ends 
Policies 

Purpose Frequency 

Administrative 
Professional Development 

VI, EP, SP Monthly 

BOE Meetings VI, EP, SP Semi-Monthly 
Cabinet Meetings VI, SP Weekly 
Data Retreat VI, EP, SP Annually 
Evaluation System VI, EP, SP Annually 
Leadership Council VI, SP Monthly 
Strategic Action Teams VI, SP Monthly 
Strategic Planning Meeting VI, EP, SP Annually 
Superintendent’s Webcast VI, EP, SP Monthly 

VI-Vision, EP-Ends Policies, SP-Strategic Plan 
 

SL develops and reviews performance measures for student 
achievement, financial measures, hiring, evaluations, SIP and 
Department Improvement Plan (DIP) through the use of the 
Board monitoring reports and the District’s PDCA review 
process.  The BOE adopted a policy governance model in 2005 
that requires SL to supply annually data for each Ends Policy 
and Executive Limitation on a pre-set calendar.  A balanced 
scorecard blueprint was created in the fall of 2009 that identifies 
key learning targets and HSSD identified over 30 organization 
performance measures that outline selection and collection 
methods, reporting frequency, key measures and owners.  Nine 
strategic objective measures were also identified with associated 
performance standards.  Steps 6, 7 and 8 of the PDCA process 
require SL to check and act on each organizational performance 
standard and strategic objective to identify corrective actions or 
to reaffirm processes.   

SL creates and balances value for students and stakeholders 
by continually reviewing program offerings, student 
achievement and fiscal conditions.  A result of this PDCA 
process was the development of an International Baccalaureate 
diploma program.  A gap in international and high level program 
offerings was identified through the District’s SWOT analysis.  
A strategic initiative addressed this issue.  A coordinator was 
selected in 2009 with program implementation planned for 
2011-12.  Professional development for teachers has begun.  
Through a local benefactor, phase two training has and will 
allow teachers to be trained outside of the United States in 
countries such as Spain, England and India. 

Students will have increased opportunities to study in-depth 
subject matter and, if desired, receive an International 

Baccalaureate diploma.  Another gap identified was the lack of 
high school summer programming.  Beginning in the summer of 
2006, the District began to provide additional learning 
opportunities for high school students in social studies and 
language arts.  Algebra I, geometry and physical education have 
also been added to the summer school curriculum.  
Approximately 30 percent of incoming freshman students attend 
these eight-week summer courses.   

Figure 1.1-3 names key partners, suppliers and other 
stakeholders and the value that is generated by each stakeholder.  
SL works with each partner/supplier/stakeholder to maximize 
the ROI for both the partner and the District.  
Figure 1.1-3 Partner, Supplier, Stakeholder Value 

Partner, Suppliers, 
Stakeholder 

Value/Purpose 

4K Community 
Partners 

Education of pre-K students 

Building Services 
Group 

Contracted Cleaning 

CESA Summer training partnership 
Community Facilities access 
Discovery Learning Math & science partnership 
Ferguson Family  Partnership to create a food 

science course 
 Support for IB program 
 Support for artist in residence 

program 
Festival Foods Student and teacher grants 
Focus on Energy Energy audit and goal setting  
Gallup Human resources screening service 
Harmann Studio Partnership to provide on-going 

funding for marketing 
Heartland Church Partnership to provide services to 

homeless students and their families 
Houghton Mifflin 
Harcourt 

Textbook supplier 

Ingenuity Industries Business partnership to provide 
funding for IB 

Intelli Corp Background check process 
Kaplan  On-line educational opportunities 
Lamers Bus  Boundary and attendance goals 
Olsen’s Piggly 
Wiggly 

Support of the district food pantry 
“The Giving Tree” 

Pearson Software vendor 
Rasmussen College Partnership for students to attain high 

school and college credit 
Reinhart Food supplier 
Shopko Student and teacher grants  
US Lamp Energy committee participation 
Villages of Howard 
& Suamico 

 Safe Route to School planning 
 Community development  
 Communication 

WPS Energy supplier 
 
1.2 Governance and Societal Responsibilities 
1.2.a  Organizational Governance 

1.2.a (1) HSSD has a seven-member BOE comprised of 
elected officials from the communities of both Howard and 
Suamico.  The Board utilizes policy governance as their 
mechanism to define:  Governance Process (GP) – how the 
board will conduct itself and do its job, Ends (E) – student 
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achievement – what we want our students to know and be able to 
do, Executive Limitations (EL) – what the superintendent is not 
permitted to do in managing the district and 
Board/Superintendent Relations (B/SR) – how the board and 
superintendent will work together.  Through this model, the 
board monitors each of its policies, at least annually, as called 
for by a predetermined calendar for monitoring reports.   

The Board monitors each policy through monitoring reports 
prepared by both the Board and superintendent.  Each policy is 
interpreted through the lens of “what is reasonable,” which is 
evaluated through present and historical data.  Data includes, but 
is not limited to, student academic achievement/growth (7.1), 
surveys of stakeholders (7.2), analysis activity involvement (7.2) 
and anecdotal feedback.  A determination of adequate progress 
is made along with a monitoring approval rating.  This affirms 
district objectives related to components of both our strategic 
plans and school improvement plans for student learning, 
growth, development, opportunity and innovation.  School 
Board members also engage in retreats two times per year in 
order to prioritize interests and engage in development activities. 

The Ends policies define academic achievement, life skills 
and citizenship characteristics which undergird the district 
vision, mission and values. 

From the board policies, the superintendent also develops 
administrative/district policies to guide actions of all 
administration and management.  These policies, coupled with 
the BOE policies, are tailored to keep “stretching” our district to 
achieve improved results on academic, fiscal, life skill and 
citizenry measures.  The superintendent monitors appropriate 
actions of his administrative team and managers through the 
administrative policies created.  All such policies work within 
the confines of the EL Policies.   

In addition to holding school board meetings two times each 
month, the district also holds an annual meeting with the public 
that encourages stakeholders to take an active role in 
understanding district operations.  All board meetings are open 
to the public and the minutes are available via the web-site 
and/or hard copy.  Board meetings are also televised in order to 
further increase accountability to all community members.  
Board members are also accessible during the public input 
portion of all board meetings and/or via e-mail.  The district 
utilizes its web site and electronic communication to share 
information about the district and its governance model.  All 
documents are subject to the open records law of which the 
superintendent is the designated custodian.   

HSSD is also governed by state and federal laws.  External 
audits are conducted by independent third parties such as 
Wisconsin Department of Public Instruction, food service, 
Energy (Focus on Energy) and the annual financial audit.  
Internal audits are performed by the district accountant, 
administrators and managers.  Safety reviews are conducted by 
the workers’ compensation insurance company.  The data from 
audits becomes a component of board monitoring reports and is 
also reviewed by the SL in order to evaluate for continuous 
improvement of the district’s systems and processes. 

The district engages in long-range fiscal and program 
planning for long-term sustainability.  Fiscal planning is 
accomplished through a relentless focus on projected long range 
state and federal legislative issues, care and maintenance of 
facilities, safe and healthful facilities, competitive wages, 
wellness planning and effective budgeting.  HSSD has obtained 
an ASBO Meritorious Budget Award for the past thirteen years 

in a row, which only two of 426 WI districts have accomplished.  
The district was also the fifth lowest spending per pupil district 
of all WI K-12 districts in 2008-09.  This is accomplished while 
maintaining high student achievement results as illustrated in 
(7.1).  When coupling expenditures per student with student 
achievement, HSSD is within the top 1-2% of districts in the 
state.  This ROI (7.3) translates into value to the community 
resulting in a high quality education for all students at a 
relatively low cost to local property taxpayers, a sentiment 
strongly embraced by the community. 

1.2.a (2)  SL is composed of the superintendent and the five 
assistant superintendents as members of the cabinet.  
Performance is evaluated based on multiple perspectives.  The 
superintendent is directly evaluated by the board of education 
based on a compilation of board monitoring reports throughout 
the year, along with overall performance.  A new administrative 
evaluation model was created in 2006 that incorporates five 
leadership elements.  SL is evaluated by the superintendent 
aligned with annual goals which are congruent with district, 
department and personal targets.  District and department targets 
link to improving processes and/or results both within the 
district’s strategic plan and within each department.  Personal 
goals reflect continuous professional development.  SL meets 
with the superintendent three times each year (fall, winter, 
spring) to identify, monitor and evaluate goals.  SL also engages 
annually in the Leadership Practices Inventory by Kouzes & 
Posner, in order to gain insight from managers, direct reports, 
co-workers and others.  This feedback data is collected by HR, 
compiled and then returned to SL for review and reflection.  The 
data is utilized to inform the following year’s personal goal 
setting.  At the conclusion of each year, each cabinet member is 
provided with a formal summative evaluation from the 
superintendent based on five indicators.   

The board also self-monitors its governance through a 
policy adherence review on an annual basis.  Board members 
and SL are given the opportunity to report any potential 
violations for consideration.  At each board meeting members 
practice “monitoring in the moment” and immediately address 
any concerns.   

The BOE utilizes performance reviews to affirm, modify 
and/or update their Ends Policies, Executive Limitations, 
Board/Superintendent Relations and Governance Policies.  BOE 
also engages in professional book studies (Carver Guides, 
Execution, Good to Great in Public Sectors) are examples of 
literature reviewed over the past two years to improve 
governance and education perspective.   
SL utilizes performance reviews to establish new goals, monitor 
performance effectiveness and guide professional development.  
SL’s book studies have included Good to Great, What’s Worth 
Fighting for in the Principalship and 16 Trends.  In 2010, SL 
engaged in an online course with Michael Fullan on Motion 
Leadership through PD-360. 
1.2.b Legal and Ethical Behavior 

1.2.b (1) Annual BOE linkages with governmental bodies 
address societal impact such as, sidewalks, bussing, traffic, 
ground water issues, county/state roadway projects and 
community building developments (retail and residential).  SL 
also meets with village administration every month to discuss 
economic issues related to growth, community development and 
partnerships.  BOE members serve as liaisons between villages 
and HSSD.  Liaisons provide updates monthly to the BOE.  Plus, 
an open forum is available for stakeholders. 
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HSSD conducts surveys in addition to scheduling linkages 
with the board, SL and various groups as defined in figure 1.2 
below. 
Figure 1.2-1 Input Processes 

Forum Audience Frequency 
Are We Making Progress? 
survey 

HSSD staff annual 

BP Survey Seniors and alumni annual 
School Perceptions  Community every other 

year 
Post-secondary Linkage NWTC, Rasmussen, 

SNC, UW-GB, 
Menominee College, 
ITT 

annual 

Realtors’ Linkage Realtors annual 
Business Linkage Howard & Suamico 

Businesses 
annual 

Staff Linkage Staff annual 
Clergy and Civic 
Organizations Linkage 

Clergy and civic 
Organizations 

annual 

Community govt.  
officials/boards Linkage 

Community govt.  
officials/boards 

annual 

Legislators Linkage Legislators annual 
Student Linkage BV, BP students semi-annual 

 
In addition to formal survey results and specific linkage 

input data, anecdotal information from the community collected 
through e-mail correspondence, conversations, monthly coffee 
with the superintendent, building/department input forms, 
discussions with local and state legislators and consulting with 
other professionals is collected.  Data from all mentioned 
sources, as well as patterns/trends throughout our state/nation are 
utilized by SL in order to anticipate concerns.  Further, reactions 
are solicited through the use of communication tools: quarterly 
district newsletters, weekly school newsletters and monthly 
superintendent advisory council meetings.  All information is 
reviewed by  SL in order that patterns/trends can be identified.  
The PDCA process is utilized to review current status and 
identify changes in programs, offerings, services and operations. 

HSSD has embedded processes to ensure a safe and healthy 
environment for all workers and stakeholders.  Compliance with 
OSHA regulations, fire drills/inspections, intruder drills and 
tornado drills are conducted in accordance with state and federal 
regulations.  New staff members receive regulatory training on 
special education protocols and safety practices during the 
orientation process.  HSSD has measured energy utilization in 
accordance with the Lt. Governor’s Energy Star Challenge, 
which resulted in savings of over $100,000 per year.  HSSD was 
the 25th WI district to sign on to the challenge.  The energy 
committee has developed a website that reports goal 
achievement and meets quarterly to engage professionals in the 
field to look for ways to reduce energy consumption and save 
dollars for the district.  In order to conserve energy HSSD has 
re-lamped some of its gymnasiums, installed up-to-date boilers 
and digital control systems, utilized occupancy sensors, installed 
“green” flushes in some locations, used high efficiency bulbs in 
buildings, studied and changed set points for summer cooling 
and winter heating, captured natural lighting where possible and 
trained staff in energy saving actions.  Evaluations of personnel, 
energy use, safety and overall organizational expectations as 
defined through policy, process and practice are continuously 
monitored.  When disparity is identified, it is either corrected 
immediately or brought to the appropriate group for review and 
correction. 

Continuous review for improvement takes place through the 
quarterly district safety committee meetings, police school 
liaison officers input, quarterly policy legal updates, energy 
audits and annual reviews by the crisis planning team.  Support 
and documentation of such key processes are held accountable 
through administrative policies, student/staff handbooks, board 
policies, health service practices, emergency response procedural 
guides, school discipline plans, state statutes and review by SL.   

HSSD conducts formalized annual walkthroughs of all 
facilities with the building leaders, in order to identify potential 
plant issues, methods to conserve energy and other facility 
needs.  Fiscal risk assessments are conducted to determine the 
bond rating.  HSSD was assigned an AA (Standards & Poor’s) 
bond rating in March 2009.  Safety claims and workers 
compensation issues are reviewed by the safety committee in 
order to enact improved processes.  Background checks are 
conducted for all employees, student teachers and volunteers 
who work in the schools and interact with children (7.4).  New 
staff members must engage in an orientation conducted by an 
attorney addressing specific state and federal education laws.  
All teaching staff must meet state “highly qualified” requirement 
and annual compliance checks are conducted (7.4).  HSSD also 
provides an external Employee Assistance Program (7.4).   In 
addition, an annual audit is conducted by an accounting firm and 
results are reported to the BOE.   

1.2.b (2)  Ethical behaviors are promoted through a 
comprehensive vision and mission as well as belief statements.  
Board governance policies specify acceptable legal and ethical 
behavior for board members and the superintendent.  Policies are 
evaluated annually with potential violations reported.  SL’s 
ethical behavior is evaluated through the performance review 
process.  The AWMP survey also provides perception data.  The 
data indicates consistent average perceptions in the “agree” to 
“strongly agree” categories. Breaches are reported to the board, 
Supt., HR and legal counsel, as appropriate in concert with the 
severity of the violation. The individual’s immediate supervisor 
is involved in appropriate follow-up and consequence when such 
violations occur.   

BOE policy defines student expectations in Life Skills and 
Citizenship in relation to ethical judgment, integrity, 
responsibility and stewardship.  SL further defines expectations 
through code of conduct policies and student handbooks.  
Evidence of compliance is demonstrated through BOE policy 
monitoring of the Developmental Assets survey.  Suppliers and 
partners abide by contracts outlining HSSD performance 
requirements (i.e., payments, background checks, laws, 
licensing, timelines).  Violations are addressed directly with 
suppliers and resolutions obtained.   
1.2.c Societal Responsibilities and Support of Key 
Communities 

1.2.c (1) The District mission of serving, learning and 
achieving, exemplifies how HSSD supports societal well being 
and community efforts.  This is exhibited through various 
connections:  Youth service learning, Howard-Suamico Business 
Professional Association, Greater Green Bay Area Chamber of 
Commerce, NEW North Leadership, Lions Club, Optimist, State 
Student Council representation, Reading Council, Safe Routes to 
Schools, School Excellence Task Force, NEW Zoo Board, 
shared services with local municipalities, staff serving as 
instructors for higher education and providing training for other 
districts in TRIBES, literacy, safety, CGI and technology.  
HSSD also operates The Giving Tree, which supports families in 
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need with food, school supplies and other necessities.  These 
connections develop positive relationships with stakeholders, 
which generate greater support and resources for district 
functions and programming.   

A district-wide wellness program addresses the needs of 
employees.  Organized wellness activities are conducted three 
times per year in addition to annual health risk assessment 
checks.  Annual flu shots are available to employees and 
spouses.   

1.2.c (2) Involvement within the community attempts to 
focus on representations from all stakeholders.  Key segments 
include working with the business community, aged residents, 
village government officials, county planners, student families, 
child care centers and a volunteer base.   

Through committed involvement the district establishes 
relationships and connections to a multitude of community 
stakeholders.  These relationships promote a positive image of 
the district and enhance community support while serving as an 
alternate resource for support related to district initiatives.  
HSSD works with village officials, parks/recreation, pre-school 
organizations, parent groups and many community 
organizations.  SL, along with much of the workforce, is 
involved in a myriad of community organizations and events.  
These interactions help to build a healthy community. 

HSSD employees participate in a wide variety of actions to 
support community improvement.  See figure 1.2-2. 
Figure 1.2-2 Key Community Involvement 

International consulting & presenting 
WASBO Board Member 
WISC Board Member 
Religious affiliations and memberships 
HSBPA  Board Member 
NEW North Executive Committee 
Optimists 
HSEF Board and membership 
Athletic Booster Club 
The Giving Tree 
Lions 
Chamber of Commerce Executive Committee 

 
2.0 Strategic Planning 
2.1 Strategy Development  

HSSD SL defines strategic objectives and key measures and 
then embarks on creating action steps. Input from strategic 
planning teams is used to develop strategic objectives. 
Administrators, business representatives, community leaders, 
parents and students are led by action team chairs to develop 
actions, monitoring mechanisms and timelines. SL oversees each 
strategic action team in order to ensure district capacity to 
accomplish proposed actions and affirm integration with other 
district systems.    
2.1.a (1) Strategy Development Process  

A systematized process of continuous improvement was 
embedded in the strategic planning process in 2003. Under the 
leadership of five different superintendents, the process was 
improved to an evidence-based model by 2009-10. During the 
2008-09 school year, the strategic planning process was 
realigned to meet BNQP. These key process steps are outlined in 
figure 2.1-2.   The BOE and SL engage the community in 
linkages throughout the year. These sessions focus on school and 
district performance measures and community expectations.   
Data gathered is reviewed at weekly SL meetings. HSSD SL 

engages stakeholders in an annual performance review to 
develop, revise and monitor strategic objectives and goal 
attainment.   

Each July, SL, building administrators and teachers engage 
in a data retreat. Building administrators lead building-based 
teams through the data review and action planning retreat 
process.  Building leaders set SMART goals that integrate with 
the district’s strategic plan.  SL benchmarks against peer, 
aspiring and state averages.  SL conducts a SWOT analysis by 
reviewing data: student MAP data, WKCE data, student sub-
group data, attendance data, demographic trend data, budget 
data, growth trends, survey results and historical data.  SL also 
analyzes changing demographics, political issues, financial 
issues, economic climate and local climate to update and define 
challenges and advantages. 

SL team conducts weekly reviews to monitor the 
deployment of the district’s strategic plan. SL also analyzes 
resource and organizational capacity to ensure continued 
alignment and implementation of the plan. This continuous 
PDCA process provides SL transparency in support of 
organizational agility.    

During the 2008-09 school year, SL focused on strategic 
and operational goal alignment.  The deployment of the strategic 
plan now drives: SIPs, DIPs, fiscal planning and technology 
planning.  The strategic plan was refined from a non-academic 
goal focal point to three strategic objectives that center on 
student achievement: Education, Innovation and 
Communication. These strategic objectives were identified 
through a SWOT analysis. The strategic planning process in 
figure 2.1-1 depicts the cascade of strategic initiatives to 
individual growth plans.   
Figure 2.1-1 Alignment of Strategic Planning Process 

BOE and SL Community Linkages 
SL defines strategic objectives 

District Improvement Plans School Improvement Plans 
Work group goals PLC goals 
Individual growth  Individual goals/growth 

 
HSSD strategic planning processes identify potential blind 

spots through the annual SWOT conducted in July.  Past blind 
spots have been few and irregular surveys, lack of tiered data, 
continuity of leadership (5 supt. in 5 years), a limited student 
achievement data warehouse, poorly written goals, sub-standard 
administrative oversight and review and lack of staff resources 
for data mining.   Previous strategic planning objectives lacked a 
focus on student achievement and/or subgroup achievement and 
evidence-based reporting.  To address these blind spots the BOE 
hired a superintendent with community connections who has a 
focus on continuous improvement. The District hired a data 
analyst in 2006 and purchased a data warehouse in 2007.  The 
strategic planning process was substantially improved in 2008-
09 when it was aligned to BNQP criteria and evidence-based 
reporting.    

HSSD’s core competency of continuous improvement  is 
further defined as  progressive programming, quality people and 
adequate resources.  This core competency and defined 
attributes were identified by SL through a Tregoe analysis 
process.  Strategic challenges and advantages are identified 
through the district SWOT analysis which is conducted annually 
in July. Beginning in 2011, each department/building 
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administrator will conduct a site SWOT analysis to provide an 
overview of both short- and long-term planning. 

The BOE establishes long term district direction through the 
utilization of Ends policies. SL reports progress toward each 
policy on an annual basis.  This compares previous data to 
current status. Ends policies and the district strategic plan 
represent long term (3+ years) goals for attainment.   Short-term 

goals are represented by annual SIPs and DIPs. The BOE 
determines a monitoring schedule of Ends policies.   SL 
monitors SIPs four times per year. In addition, building 
leadership self-monitors SIPs with building SIP teams on a 
monthly basis and at quarterly mini-data retreats.  DIP plans are 
monitored by the superintendent three times per year and a 
formal summative evaluation is completed in May. 

 

Figure 2.1-2 Strategic Planning Process 
STRATEGIC PLANNING PROCESS 

Time 
Frame 

Input Process Output Participants 

July Review surveys, student test data, SIP, 
DIP, score card, core competencies and 
strategic plan.  (SWOT analysis) 

SL and building teams develop 
SMART goals and action plans 

SIP, action plans and 
assessment of performance 

SL, building admin, 
teachers  

Aug. Review SIP  SL and CESA 7 clarify SIPs Revised plans SL, building admin., 
teachers, CESA 7 

Aug./Sept. Revised SIP plans SL reviews plans for approval Approval of SIP SL and building 
admin 

Sept. Review of process, program and 
people 

SL develops performance 
management goals, action plans 
and approval 

DIP  SL  

Sept./ Oct. SIP & DIP SIPs and DIPs are deployed Deployment SL and building 
admin. 

Oct., Jan., 
March, 
May 

Formal SIP monitoring Review progress of SIP Check SIP for adequate 
progress 

SL and building 
admin. 

Oct., Jan.  
May 

Review of balanced score card Review of demographic data: 
MAP, WKCE, RR, surveys, ACT, 
AP, enrollment and operational  

Plan for 
developing/adjusting 
strategic initiatives 

SL  

Sept/Oct 
(every 2 
yrs) 

Community survey questions Conduct district wide community 
school performance survey 

Community customer 
satisfaction and perception 
data 

SL, community  

Oct./ Nov. Determine/realign strategic initiative 
focus based on balanced score card 
data setting the “stage” for Nov.-Dec.  
strategic planning 

Redefine or reaffirm strategic 
objectives 

Revised 
objectives/initiatives and 
key measures 

SL 

Nov/Dec. Community strategic planning meeting Review progress within each 
strategic initiative – review core 
competency and survey data 

Develop new/revised 
strategic action plans 
 
Analyze survey results 
(PDCA) 

SL, admin., staff, 
students, community, 
key suppliers, post-
secondary  

Jan. Strategic plan monitoring report Report to BOE Compliance with Board’s 
Executive Limitations and 
approval 

Superintendent 

Jan. DIP Formal Monitoring Review progress of DIPs Fidelity of plan  
Status of plan 

Superintendent 

Jan./ 
Feb. 

Revised strategic action plan Strategic action committee work Completed action plans SL and action team 
chairs 

Feb.- 
March 

Strategic action plan resource (budget) 
recommendations 

Realign financial and staffing 
resources 

Deployment of strategic 
plan and resource 
reallocation 

SL 

April 
(late) 

Are We Making Progress Survey Superintendent invites 
administration and staff to 
participate 

Survey results (PDCA) SL 

April/ 
May 

DIP monitoring Review progress of  performance 
management goals, DIP 

DIP adequate progress SL 

8 X per 
year 

BOE and SL listening sessions Community expectations and 
perceptions 

Contributes to SWOT 
analysis and core 
competencies  

Community groups, 
BOE, SL 

6 X per 
year 

Review of strategic action deployment SL meeting with action team 
chairs 

Fidelity to the plan, 
progress 

SL, action team 
chairs 

Monthly Communication of action team 
progress at admin team meeting 

Action team chairs share 
overview progress 

Integration, comprehensive 
understanding, efficiency  

Admin.  team 

Weekly Strategic plan monitoring Review each initiatives 
deployment status 

Capacity building, 
alignment and adequate 
process 

SL 

DIP:  District/Cabinet Improvement Plan         SIP: School Improvement Plan        SL:  Senior Leadership (Superintendent’s Cabinet) 
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2.1.a (2) SL annually (July) analyzes SWOT through data 
collection and interpretation as referenced by the key strategic 
planning process steps in figure 2.1-2.   SL utilizes student-  
targeted growth achievement data, budget forecasts, safety 
reports, survey results (AWMP, Climate and School 
Perceptions), community conversation information, BOE policy 
and input, along with demographic data.  SL evaluates potential 
shifts/changes based on BNQP criteria.   The process is then 
deployed via SIPs and DIPs through both the annual data retreat 
and quarterly mini-data retreat processes embedded within 
HSSD (Figure 2.1-1).  

SL analyzes student technology proficiency, student 
achievement data, ROI information, state and federal mandates, 
survey data, board linkage data, offerings/services and extra-
curricular participation rates. SL benchmarks school systems and 
practices utilizing the PDCA process.  Most recently in the 
2009- 2010 school year, the district conducted a feasibility study 
on enhancing programming at the high school in order to 
increase rigor/relevance and to remain competitive with local 
school districts.  HSSD is in the process of incepting IB 
programming at the high school.   BP has been approved as an 
IB candidate school and is on track to receive approval in 
January 2011.  We anticipate attracting and retaining more 
students through this progressive program.  This will add 
another dimension of learning opportunities for students.   SL 
also reviews community demographics, economic conditions, 
population growth patterns and other regulatory data. 

In 2008-09 HSSD enlisted community stakeholders to 
revise the Instructional Media and Technology plan. The 
previous plan was not aligned with HSSD’s strategic plan. SL 
reviewed the plan and adjusted the strategic vision to align with 
major shifts in providing an integrated approach for classroom 
instruction. The new plan aligns measurable outcomes with the 
HSSD strategic plan and fiscal resources. An international 
expert, Ian Jukes, reviewed the objectives to ensure the inclusion 
of major shifts of 21st Century Skills.   

SL monitors the strategic initiatives on a weekly basis. 
Through such analysis, capacity of resources is determined in 
order to carry out and sustain long-term organizational 
initiatives.   SL affirms core competencies and evaluates related 
data during the annual retreat, as well as, through comparative 
data reported by peer districts. This process provides support for 
HSSD’s strategic plan and maintains a continual assurance that 
appropriate capacity/plans are sustainable. 

The budget process is aligned with the strategic plan 
through delineation of strategic objectives.  New expenditure 
requests are based upon human capital, capacity, fiscal impact, 
improvements in student learning and the ability to sustain 
programming. 
2.1.b Strategic Objectives 

2.1.b (1) Key strategic objectives, key measures and 
timeline targets for addressing success factors are listed in 
Figure 2.1-2.   The advancement of student achievement through 
education, innovation and connections is the primary goal of 
HSSD’s strategic objectives. 

 
Figure 2.1-2 Key Strategic Objectives and Timeline 
Success Factors Strategic Objectives Key Measures Results Timeline 
Education & 
Student Learning 

E.1 Students achieving 
targeted growth 
 
 

E.1.1  Percent of students meeting individual 
growth targets 
 
E.1.2  Percent of  SWD that are proficient or 
advanced in reading 

7.1 55% - 2010  
75% - 2011 
100% - 2012 
 
50% - 2008 
65% - 2009 
74% - 2010  
81% - 2011 
87% - 2012 
94% - 2013 
100%-2014 

E.2 Students participating 
in and evaluated for 
“solutionist” activities 

E.2.1  Percent of students participating and 
evaluated 

7.1 10% - 2010  
50% - 2011 
100% - 2012 

E.3 Design for Learning 
Plan 

E.3.1  Percent of students proficient on 21st 
Century Skills 

7.5 
 

90% - 2012 
 

Innovative 
Approaches 

I.1 Attract and retain 
student 

I.1.1  Number of new students attracted/retained 
annually 

7.2 20% - 2010 
40% - 2011 
60%- 2012 
80% -2013 
100% - 2014 

I.2 Alternative funding 
mechanisms 

I.2.1  Increase district revenues 7.3 $50K – 2010 
$150K – 2011 
$250K - 2012 

I.3 Customized modular 
education options (CMEO) 

I.3.1  Number of students participating 7.1 171 - 2009  
 
198 – 2013 
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Connections to 
community, 
workplace and the 
world 

C.1 21st Century skills 
integration into curriculum 

C.1.1  Integration, assessment and reporting of 
skills 

7.4 38% - 2010 
100% - 2013 

C.2 IB planning and 
implementation 

C.2.1  Number of students participating in IB 
 
C.2.2  IB Diploma Graduates 
 
C.2.3  IB Learner profile attainment 

7.2 
 

7.1 
 

7.5 

0 - 2010 
 
20 – 2012 
 
0 - 2010 
20 – 2013 
 
0 - 2010 
80% - 2012 

C.3 21st Century & Career 
skills development with 
mentors 

C.3.1  Percent of students (grade 5 & 9)  with 
strength assessment 
 
C.3.2  Percent of students to identify own strengths 
 
C.3.3  Adult mentor opportunity by fresh.  year 

7.2 
 
 

0 - 2009 
65% - 2010 
100% – 2011 
 
0 - 2009 
65% - 2010 
100% – 2011 
 
0 - 2010 
30% - 2011 
100% - 2012 

 
2.1.b (2) HSSD challenges and advantages identified 

through SWOT are incorporated into HSSD’s strategic plan.   
Key measures are determined for each strategic challenge with 
established timelines.  Alignment then flows through SIPs, DIPs, 
staff development programs and budget development.   

SL identified disparity in student achievement amongst 
selected sub-groups as a strategic challenge. Strategic objective 
E.1 addresses the achievement gap. SIPs are aligned and deploy 
actions to work toward gap reduction. In addition, during the fall 
of 2010, a third party independent review of special education 
programming was conducted.  From this review, action plans 
were developed to address short- and long-term achievement 
objectives.  This plan will be deployed over the course of the 
next two years. 

Enhanced high school programming was identified as an 
opportunity for improvement. Strategic objective  
C.2 aligns with this opportunity. In 2008-09 a variety of 
innovative programming opportunities were considered by 
analyzing best practice in nationally recognized high-performing 
schools.  IB programming was selected as meeting stakeholder 
needs and to enhance current offerings. Implementation will take 
place in 2011. 

The strategic objectives provide enhanced opportunities for 
students achieving at all levels, by reducing achievement gaps,  
increasing technological proficiency, improving workforce 
readiness and providing for fiscal sustainability. 
2.2 Strategy Deployment 
2.2.a  Action Plan Development and Deployment 

2.2.a (1)  Action plans for HSSD’s key short- and long-term 
strategic objectives are outlined in figure 2.2-1 below.  These 
plans are developed by action teams made up of teachers and 
administrators.  Figure 2.1-2 also defines specific targets and 
timelines supporting each strategic goal.  Based on HSSD’s plan, 
do, check, act; measures are monitored through analysis of 
scorecard metrics initially incepted in 2010.  

HSSD’s key planned changes involve enhanced and added 
options to meet the needs and support the success of our 
customers.  Examples of such include expanding CMEOs to 
offer more robust blended options for students, IB program 
offerings and solutionist activities.  Enhanced planning services 

to address 21st century and life/career skills for students are 
included. 

2.2.a (2) Strategic action plans are developed and deployed 
through SL-led teams. SL ensures that action teams deploy the 
plan through monthly meetings. Weekly updates are shared at 
cabinet meetings and monthly updates are shared with the 
administrative team. Principals share updated information on a 
monthly basis through staff meetings.  

Academic goals (E.1) also present themselves through SIPs 
developed at each school as a part of the strategic planning 
process illustrated in 2.1-2.  SIPs are established through a two-
day data retreat each July where each building examines a 
myriad of data inclusive of student achievement data and 
formulates a SIP to improve student achievement outcomes.  
Each SMART goal is supported by actions in order to achieve 
the goals. Verification and affirmation of quality goals, 
alignment and related actions is accomplished with each school 
attending a clarifying meeting in August with a third-party 
expert who evaluates and makes suggestions on the plans.  
Building leaders make adjustments and verify such with SL prior 
to deployment at building in-service meetings at the start of each 
school year.   

Building leaders also maintain a focus on deployment 
through leadership at each building.  Quarterly data team 
meetings, ongoing data compilation, implementation of new 
process/practices and staff development are supported within the 
practices of each building. Quarterly monitoring by SL takes 
place in order to verify progress and actions taken on the SIPs.  
In 2009-10 HSSD began a balanced-scorecard approach to track 
achievement by building and grade level. 

Key outcomes are sustained through continued district 
and/or site monitoring by SL. This takes place to the point at 
which processes and outcomes become systematized and future 
improvements evolve through the PDCA cycle.  Staff 
development, resource allocation and stakeholder ensure 
outcome-based sustainability. 
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Figure 2.2-1 
Strategic Objectives Short-Term Actions Long-Term Actions 
E.1 Students Achieving Targeted 
Growth 

Literacy plan, prof. dev. plan, curriculum 
development., PLC inception, SPED Audit 
and Plan, SIPs, common assessments 

PLC environments, SPED programming 
changes, lit. coaching, common assessments 

E.2 Students Participating in 
Solutionist Activities 

Determine baseline, alignment with 
curriculum, staff development 

Staff development, curriculum map in all 
grades 

E.3 Design for Learning Plan Technology Audit, assessment, staff 
development 

Staff development, curriculum maps in all 
grades, 21st century skill assessment 

I.1 Attract and retain students Communication/marketing plan development Create more opportunities to meet all 
learners needs (IB, iAcademy, STEM 
Academy), implementation of 
communication/marketing plan 

I.2 Alternative funding 
mechanisms 

Pursue grants, solicit local donations, develop 
partnerships 

Grant applications & deployment, solicit 
local donations, increase open enrollment 

I.3 CMEOs Develop systems/opportunities for students Increase online and blended opportunities for 
students  

C.1  21st Century Skill Integration Skill assessment tool deployment, staff 
development, power standards 

Staff development aligned to 21st Century 
Skills 

C.2  IB Planning/Implementation IB application and staff training Staff development, program deployment 
C.3  21st Century Career Skills Strengths Explorer pilot Mentors for all students 

 
2.2.a (3) HSSD action plans require that resources be 

identified.  SL reviews plans, affirms internal capacity and 
identifies components to be considered during the budget 
process, along with resources that can be reallocated, in order to 
support the strategic plan.  Strategic plans, coupled with 
sustainability of key objectives from SIPs, literacy, Design for 
Learning and professional development are the highest priority 
during each budget cycle.  As teams deploy actions and 
check/act on processes, needed resources may change.  

Through the PDCA process, SL monitors progress while 
continuously evaluating potential impacts from state and federal 
sources.  SL keeps apprised of potential long term financial 
implications, political pressures and local culture/climate.  Other 
potential risks are assessed via stakeholders’ communication 
through linkages, surveys and day-to-day interactions.   

2.2.a (4)  All action teams engage in PDCA, and team 
leaders are responsible to check and act on the plans 
continuously.  Monthly meetings of action team leaders and SL 
representatives provide a forum for formal check/act cycles to 
take place.  SL ensures alignment through cabinet meeting 
reviews whenever changes in the plan are made. If changes are 
made, action team leaders then revise the plan and deploy the 
changes.  If key measures/appropriate progress is not favorable 
as reported on quarterly reports, SL engages action team chairs 
in checking and acting to make appropriate plan changes.  
Deployment of changes is then planned and communicated by 
the action team leaders.  Resources defined by action teams, that 
are beyond the current capacity of HSSD, need to be placed on 
an appropriate timeline in order that such requests may then be 
considered during the annual budget process.  If such needs 
emerge outside of the budget cycle, SL may reallocate resources 
after conducting an environmental scan and analyzing the budget 
to date. 

2.2.a (5)  HR training and leading indicators are shown in 
figure 2.2-2.  HSSD’s ILC sets plans for staff development 
throughout the year that are aligned to strategic objectives.  
Current staff members have volunteered to become IB teachers 
and have completed the first phase of training. The second phase 
of IB training is being conducted internationally via resources 
provided by a community partnership. In phase 2, a staff 

member attended training at Oxford College in England in 
summer of 2010.  Solutionist activity training began in the 
summer of 2010 for 20 teachers.  Training includes 21st Century 
Skills development.   Also, beginning in 2010, HSSD provides a 
systematized literacy instruction one time per month to all K-4 
teachers.  Weekly PLCs provide continued collegial sharing of 
best literacy practice in K-12.    

SL ensures appropriate financial and workforce capacity to 
accomplish training and staff development.  Training takes place 
throughout the school year, as well as during the summer.  
HSSD also hosts annual academies for regional educator training 
in CGI, math, literacy, technology and other key domains.  
Continued future offerings are also planned to take place.   

2.2.a (6)   Key performance indicators for tracking progress 
are listed in Figure 2.2-2.  Each strategic objective is assigned an 
action team chair who is responsible to ensure fidelity to the 
plan.  The action team leaders, and their committees, develop the 
plans which are monitored by the action team chair.  On a 
weekly basis, SL checks key measures/results and acts on 
consideration of target goal changes, timeline alterations, 
reporting frequency changes, data source validity and action plan 
changes.  In addition, SIPs must demonstrate alignment to 
district strategic plans.  Each SIP is monitored quarterly by SL 
with balanced scorecard data being shared in fall, winter and 
spring.  Clear key measures and timelines are defined for each 
organizational performance measurement (balanced scorecards) 
covering all department, building and community segments.
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Figure 2.2-2 Training Plans and Leading Indicators 
Success 
Factors 

Strategic Objectives   Action Plans HR 
Training & 
Development 

Leading 
Indicator 
(Measure) 

Data Owner(s) 

Education & 
Student 
Learning 

E.1 Students 
achieving targeted 
growth 

E.1.1  Literacy plan deployment LLI and literacy   MAP 
-Running records 
 

7.1 ASTL 

E.1.2   Instructional strategies and 
targeted interventions (SWD) 

LLI, special ed 
audit 

WKCE 
 

7.1 ASPS 

E.2  Students 
participating and 
evaluated in 
“solutionist” 
activities 

E.2.1   Determine, align and field 
test “solutionist” activities 

Deployment and 
assessment 

Curriculum maps 
Standards and 
benchmarks 
 

7.1 ASTL 

E.3  Design for 
Learning Plan 

E.3.1   Curriculum development 21st Century 
instructional 
academy and 
curriculum teams 

 Curriculum map WIP  ASTL 

E.3.2   21st Century skills infusion 
(students) 

21st Century 
skills 

Learning.com 
assessment 

7.1 ASTL 

E.3.3   ISTE standards (admin.)  Technology 
integration 

 ISTE assessments WIP  ASTL 

E.3.4   ISTE standards (teachers) Technology 
integration 

ISTE performance 
tier assessment 

WIP ASTL 

E.3.5    Admin. leading 21st cent. 
environments 

TLC – 
professional 
development 

Classroom walk-
throughs (CWT) 

WIP ASTL 

E.3.6   Admin. & teachers 
articulating vision 

None  Systems audit WIP ASTL 

Innovative 
Approaches 

I.1  Attract and retain 
students 

I.1.1  Promotional/marketing 
campaign  

Media 
communication 
and use 

Open enrollment 7.2 ASBS 

I.2  Alternative 
funding mechanisms 

I.1.2   Align partnerships and 
generate alternative funding sources 

Partnership   $ generated 7.3 ASBS 

I.3  Customized 
modular education 
options 

I.1.3   CMEO’s Process and 
networking 

 Distance learning 
 Virtual  
 Field experiences 

7.1 ASEP 

Connections to 
community, 
workplace and 
the world 

C.1  21st Century 
skills integration into 
curriculum 

C.1.1   K-12 21st cent. skill scope 
and sequence 

Staff 
development with 
21st century focus 
on instruction and 
assessment 

Learning.com 
Rubrics 
Success skills 
online course 

7.1 ASTL 

C.2   IB planning and 
implementation 

C.2.1   IB Diploma Program 
deployment  

IB Curriculum Students enrolled 
in IB course 
Student IB 
diploma graduates 
IB survey results 

7.2 
 
 
7.1 
7.5 

ASEP 

C.3   21st Century & 
Career skills 
development with 
mentors 

C.3.1   Strengths assessment and 
identification 

Gallup No. of students 
assessed 

7.2 ASPS 

C.3.2   Mentoring opportunity Gallup  No. of students 
mentored 

7.2 ASPS 

2.2.b Performance Projection  Figure 2.1-2 identifies both 
short-and long-term targets for HSSD’s strategic objectives.  
Defined targets are determined by SL through an analysis and 
interpretation of baseline data.  Key measures are reviewed and 
then utilized to assist in the creation of action steps.  HSSD 
compares favorably to state and peer districts as shown in 7.1. 
This assists in determining planning timelines. In the past, key 
comparative measures had not been regular or consistent; 
however, competitors, peers and aspiring organizations have 
been defined beginning in 2010 and are included as regular 
comparisons.  Defined gaps impact future planning and resource 
allocations.  Through audits/studies/comparisons knowledge is 
gained in order that actions plans can be changed or created to 
develop and implement strategies to close such gaps.   

3.0 Customer Focus 
3.1 Customer Engagement 

3.1.a (1) Educational Programs, Offerings, Services; 
Student and Stakeholder Support The HSSD is committed to 
excellence through effective educational programming for all 
students.  This commitment translates into a continuous 
improvement approach which focuses on building relationships 
with our community, staff, students, parents and businesses.  Our 
model for continuous improvement yields a very high return on 
investment for our stakeholders.  The model ensures the 
deployment and integration of the district’s strategic plan, school 
improvement plans and personal development plans in order that 
appropriate program development takes place and effective 
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deployment follows.  The model is conducive to sustaining and 
nurturing long-lasting relationships.   

SL upholds organizational vision, mission and values while 
it gathers information by conducting surveys, holding listening 

sessions, soliciting input through wikis and engaging 
stakeholders within the community.   

Feedback and expectations from stakeholder groups are 
identified through the following means: 

 
Figure 3.1-1Feedback Outcomes 
Segments Frequency Information Exchange Outcomes  (Uses:  By/For) 
Students 
• Graduation Survey A  Feedback Admin, SIP 
• Asset Survey A Feedback Admin, Programs 
• Linkages SA Feedback BOE, Admin 
• WKCE/WAA Testing A Achievement CAI, SIP 
• MAP Testing 3 x yr. Achievement Classroom teachers, Admin, SIP 
• ACT A Achievement Admin, BOE 
• Student Councils M Feedback Admin 
Parents 
• S-PAC Quarterly Feedback Admin 
• PTO M Feedback Principal 
• Committees AN Feedback Strategic Plan 
• Literacy Links AN Parent education Teaching and Learning 
Certified and Support Staff 
• School Climate Survey A Feedback Admin, SIPs 
• AWMP survey A Feedback SL, BOE, Admin 
• Linkage A Feedback BOE, SL, Admin 
• Podcasts M Inform Staff, BOE 
Community 
• Linkages A Feedback BOE, SL 
• Newsletter Quarterly Inform (successes & goals) All stakeholders 
• Website Continuous Inform (successes & goals) All stakeholders 
• Annual Meeting A Inform (successes & goals) All stakeholders 
• BOE Column M Inform (successes & goals) All stakeholders 
• Perceptions Survey Bi-annually Feedback All stakeholders 
A = Annual,  AN = As Needed,  M = Monthly,  SA = Semi-annually 

 
The collected information is viewed through the lenses of 

best practice, research and resource availability for the 
purpose of identifying innovative opportunities that will attract 
new students and provide additional customized options for 
current students.  Recent examples include the addition of our 
Bay Port iAcademy, whereby students can extend learning to 
anytime/anywhere.  Opportunities also exist for students to 
earn dual high school/college credit, participate in the IB 
Diploma program beginning in 2011-12 and earn credits to 
excel through the Summer Academy.  Further, through the 
review of state-mandated and local assessment data, 
programming to meet the needs of a wide-range of students is 
continuously reviewed and developed.  Data indicates that 
such programming draws students to our district. This is  
evidenced by the 226 open enrollment students attending 
HSSD schools in 2010-11.   

3.1.a (2) Key mechanisms are in place to support 
programs, offerings and services.  Priorities are based on a 
hierarchical structure of  federal and state mandates, followed 
by BOE Ends policies, while considering local and regional 
data.  The Tregoe decision-making process is used when 
appropriate.  Student programming is monitored and adjusted 
to meet the needs of students as they prepare for life beyond 
Bay Port High School.  HSSD works effectively with local 
agencies, such as Cooperative Educational Services Agency 
(CESA #7), Partners in Education and other agencies, such as 

Junior Achievement (JA), to develop and enhance programs and 
services in the district.   

Communication is achieved through building and district 
newsletters, superintendent podcasts and televised BOE meetings 
via the local cable company. BOE Linkages take place with 
various civic, governmental, community, school and district 
groups.  This input helps inform decisions impacting educational 
programming.  Information is easily accessible on the District 
website and through district and building-level office staff.   

Using current research is part of the curriculum development 
process. In an effort to “prepare students for their future and not 
our past” (Daggett), 21st century skills are being infused across the 
curriculum as curricular areas are reviewed.  Examples of recent 
changes include:  4-K program; Bay Port Summer Academy, 
which stretches the school year for students; SAIL, an alternative 
program for at-risk students in grades 7-12; increased AP 
offerings; STEM Academy; research-based mathematics programs 
in grades K-10; implementation of Bay Port iAcademy during the 
2009-10 school year; and the addition of International 
Baccalaureate Program for the class of 2013. 

Community support is enlisted through the strategic planning 
process, which includes parents, business, district residents, 
community agencies, higher education, staff and student 
representatives.  Community support is also evidenced by local 
support of the Giving Tree, the District food pantry and the HSEF-
sponsored Back to School event.  The District employs a Volunteer 
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Coordinator, which has resulted in a formalized process for 
staff to seek assistance, community members to share talents 
and internal tracking of volunteer time/talents.  HSSD tracks 
the number of registered volunteers (7.2). 

3.1.a (3) The District embarked on a strategic planning 
process in early December 2008, which focused on the areas 
of innovation, education and connections.  Over sixty 
participants, including a wide-range of stakeholders, reviewed 
community feedback over a day and a half.  This work 
resulted in SL working with action teams in development and 
implementation of a three-year plan.   

The SL monitors the implementation of the strategic plan 
at its weekly Cabinet meetings.  Progress updates are also part 
of the monthly administrative team meetings so that principals 
can share pertinent information at monthly staff meetings. 

SL uses the input from the stakeholder groups as key 
discussion points for the development of innovative programs 
such as STEM Academy, Bay Port Summer Academy, Bay 
Port iAcademy and Bay View 21st Century Courses.  This 
input also guides budget prioritization and allocations. 
3.1.b Building a Student and Stakeholder Culture 

Maintaining personal contact with the public is a high 
priority.  Consequently, the district made a conscious decision 
to keep all incoming phone calls answered by well trained 
personnel, rather than an automated system.  This is especially 
important as we seek to increase the number of open 
enrollment students in the district.  Additionally, each school 
hosts an open house in January whereby residents and non 
residents can visit schools to ask questions and view facilities.   
 3.1.b (1)  HSSD recognizes the importance of providing 
structured actions that nurture a culture of sharing, listening 
and one of building relationships for the dual purposes of 
contributing to a healthy and engaging community in which to 
live while continuously improving, supporting and nurturing 
the academic, social and emotional needs of its most valuable 
resource – the children.  This is accomplished through data 
gathering mechanisms including monthly events such as 
coffee with the superintendent, parent leader meetings, 
HSBPA meetings, HSEF, Northeast WI Business Initiative, 
PIE, and building level parent club meetings.  Multiple 
regularly scheduled linkages with various groups (figure 1.2-
1) along with ongoing survey data are also utilized in 
monitoring, evaluating and improving the organization and its 
service to children and the community (figure 3.1-2).  Data is 
also generated through confidential input forms available in 
each office and/or online and safety committee reports.  On a 
weekly basis, SL makes decisions based on analysis of 
information obtained. SL evaluates data against strategic 
objectives, SIPs, vision, mission, historical context and then 
takes appropriate action if needed.  Processes for data 
evaluation through annual data retreats, BOE monitoring 
reports, quarterly SIP monitoring and committee structures are 
in place. 

Data accumulated informs for strategic planning, 
prioritization of budget items and program development.  This 
is led by HSSD SL. Through such practices, opportunities for 
improvement have been identified and deployed.  Recent 
examples of such enhanced programs include but are not 
limited to: Bay Port Summer Academy, increasing online and 
AP opportunities, increasing rigor at our middle school, 
STEM Academy, multiple enhanced career education 
experiences, adding a student to our board of education, 

establishing a birth-to-three committee, utilizing WISCareers, 
beginning a four-year-old kindergarten program and expanding 
opportunities for children through the deployment of International 
Baccalaureate programming at our high school.  Listening to our 
customers, coupled with research in best practice, nurtures an 
ongoing, rich dialogue and strengthens relationships thus fostering 
greater support for HSSD.  Further, relationships are enhanced 
through our volunteer program which formally connects with faith-
based organizations, businesses and other individuals providing 
service-learning opportunities and other educational opportunities 
for students.  Articulation agreements with several institutions of 
higher education afford students further opportunities for learning 
and growth. 

The HSSD employee evaluation system is a growth model that 
requires continuous improvement.  Supervision focuses on support 
and development of each employee.  The performance of our 
employees encompasses components of customer service, 360- 
degree feedback and communication with constituents.  Our 
organizational structure also provides multiple opportunities for 
parents to interact directly with teachers.  These interactions and 
reflections support a dynamic interchange between staff, parents, 
students, community and families further nurturing positive 
relationships.  Employees are afforded multiple training 
opportunities, made available through the district budget process, 
which aligns and prioritizes expenditures based on vision, mission 
and strategic objectives. Annual data retreats analyze services, 
affirm and/or plan for improved service to students to assure that 
each child meets his or her learning targets and individual goals.     

3.1.b (2) HSSD utilizes its web site, publications, community 
involvement and staff to serve as the ambassadors for our district.   
Figure 3.1-2 Communication Frequency 

Methodology Frequency 
School Newsletters Weekly 
District Newsletters Quarterly 
Web Site Ongoing 
District Facts Ongoing 
Surveys Figure 3.1-1 

 
Portraying an exceptional image through communicating 

achievement data, activities, extra-curricular opportunities, awards, 
accomplishments, service and opportunities is a key component of 
reaching new students.  HSSD has received 37 WSPRA awards 
over the past eight years.  Wisconsin allows for annual open 
enrollment and HSSD always realizes a net positive impact of 
enrollment as a result.  HSSD also reaches out to home-school 
students and families through annual correspondence.  Tours are 
always available at all of our sites, and HSSD will always take 
time to serve people first.  Opportunities for continued engagement 
follow suit with those previously identified in addition to social 
media networks and the Connect-Ed system for communication.  
In addition, our administrative team is involved in many local and 
state organizations further enhancing relationships with existing 
and potential stakeholder groups. 

3.1.b (3) Systematic approaches to maintain  current 
communication among stakeholders are implemented within 
HSSD.  Dissemination of information from administrative 
meetings takes place through changes in process/procedures within 
the context of handbooks and administrative rule.   
Communication is appropriately distributed via e-mail and/or 
podcasts to all staff.  Newsletters and staff meetings are also 
utilized to communicate information.  Podcasts from the 
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superintendent take place on a monthly basis and target 
themes determined by the superintendent.   

Relationships with stakeholders are continuously 
enhanced and nurtured through service as well.  HSSD created 
and operates The Giving Tree, which provides assistance to 
families in need within our communities.  This stimulates and 
fosters partnerships with local business organizations.  Local 
partners provide services, funds and support for initiatives 
within the district.  Examples include: scholarships, academic 
program support, team sponsorship, global travel and 
technology.  Through growing partnerships, communication 
and the continuous involvement of students and stakeholders 
within the district, we maintain a positive momentum toward 
meeting our strategic objectives. 
3.2 Voice of the Customer 
3.2.a Student and Stakeholder Listening 

3.2.a (1) Processes for listening and taking action on 
student and stakeholder feedback are actively deployed in the 
HSSD.  Examples are: Community conversations (also known 
as linkages), engagement surveys, advisory councils and 
special events such as monthly “Coffee with the 
Superintendent” sessions.  In combination, these create 
systematic avenues for public expression and input which help 
to inform the district’s continuous improvement efforts.   
As civic trustees, our seven-member BOE employs John 
Carver’s Policy Governance model.  As such, one of its top 
priorities is “stakeholder linkages.”  Accordingly, the BOE 
conducts monthly listening sessions, aka “community 
conversations,” with diverse stakeholder groups.  Included, for 
example, are students, parents, state and local politicians, 
village board representatives, business members, clergy and 
civic organizations, realtors and senior citizens.  These 
conversations focus on specific and open-ended agenda 
questions related to community values.  Where educationally 
relevant, these values are incorporated in BOE policies.  The 
“power” of this process rests in the free exchange of ideas, 
questions, concerns and suggestions related to existing 
policies which ultimately are operationalized in the form of 
programs, offerings and services benefitting students.  
Following each conversation the BOE formally debriefs and 
discusses potential changes to policies wrought by stakeholder 
feedback.  As a result, stakeholder input serves as a catalyst in 
the BOE’s work of systematically reviewing, editing and 
revising its policies.     

The BOE delegates responsibility to the administration to 
implement and operationalize new policies and programs 
created through the community conversation process.  For 
example, past conversations suggested the need to emphasize 
the teaching of  global awareness in academic programming. 
As a result, the HSSD applied to become an International 
Baccalaureate (IB) Diploma Program and Bay Port High 
School will begin offering IB courses in the fall of 2011. 

Community conversations vary based on the type and size 
of the group.  In short, the organizing principle is to meet 
stakeholders on “their turf and during their time.”  That is, the 
BOE and SL go to the stakeholder groups at times and 
locations that are most convenient for the stakeholder.  For 
example, the district meets with active older adults (i.e. senior 
citizens) mid-morning at a local restaurant.  Food and 
beverages are provided to encourage attendance and create a 
relaxed atmosphere for sharing.  Conversely, to avoid 
employment conflicts, the Board meets with business officials 

early in the morning, at a local hotel and convention center.  This 
opportunity includes a special guest presentation on workforce 
trends by the executive director of regional workforce 
development. 

Through an online survey, students and parents assess the 
quality of programs and services by rating their teachers and 
courses two times per year.  Principals discuss feedback with 
teachers during performance reviews and require that the survey 
information be used to inform teachers’ personal goal setting 
efforts.  Other quality control instruments include the 
administration of school-wide culture and climate surveys at the 
high school as well as the Search Institute Asset Survey in grades 
6-12.  Information from these two surveys resulted in the creation 
of a daily freshman homeroom program, “Fresh Start,” that is led 
by high school teachers and administrators.  Upperclassmen are 
also trained to mentor students and act as tutors for the ninth-grade 
students.  Through this initiative, the failure rate at the high school 
has dropped from 15 percent to 7 percent since 2006. 

Stakeholders are invited to the District’s Annual Meeting and 
Budget Hearing hosted in July.  The meeting is widely advertised 
and input from the community is a central aspect of the agenda.  
Community members are also encouraged to attend monthly BOE 
meetings and participate during the “Community Input” portion of 
meetings.   

In 2008, stakeholders were asked for feedback on 
programming priorities.  Over 80 percent of community members 
and students, who participated in the survey, indicated strong 
support for summer school programming.  In response, expanded 
courses and opportunities were added, boosting summer 
enrollment from 5,581 in 2006 to 6,321 in 2010.   

3.2.a (2) The District reaches out annually to former students 
and stakeholders (i.e. home school and private school families) via 
solicitation letters from the superintendent and direct phone calls 
from school principals.  The purpose is to invite these individuals 
to enroll within HSSD and to glean insights on why alternative 
educational options were selected.  

Post-graduate satisfaction surveys are used to follow up with 
former students at intervals of 18 months, three years and five 
years following graduation.  Information from post-graduate 
surveys indicated the need to improve post-secondary planning 
with counselors.  In response, the District trained all counselors 
and purchased WISCareers, which is a comprehensive web-based 
program that encourages a self-directed and purposeful approach to 
career development and job-seeking skills.  Additionally, HSSD 
initiated individual conferences between families and counselors, 
held on four separate occasions, between grades 5-10.  Since 2006, 
post secondary planning satisfaction has increased from 65 to 74 
percent. 

Open House events are advertised and hosted at all of the 
District’s schools in January to invite potential students to consider 
attending HSSD.  Principals and SL provide tours and give 
informational packets to prospective students and their families.  
Through this process, we engage in discussion and gather feedback 
on stakeholder perceptions about District programs and services.   

Throughout the year, principals conduct personal tours of 
school facilities for any interested stakeholder.  Prospective 
families moving into the area, business partners, volunteers and 
interested residents visit school sites and interact with 
administration and staff while touring facilities.   

All offices visibly display the District’s customer service 
statement:  HSSD - Where all will feel welcomed, valued and 
respected.  Surveys, prominently located on main office counters, 
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invite input.  Since the District began collecting these forms in 
2006, 139 have been returned indicating an average rating 
shown below: 

o I was greeted courteously upon entering the office. 
o The office staff was polite and helpful. 
o I was provided with complete and accurate 

information 
o Timely service was provided 
o My overall experience was positive 

Average: 4.99 
1=strongly disagree -- 5=strongly agree 
The superintendent conducts exit interviews with all 

retiring employees.  Formal questions are designed to elicit 
perception feedback on programs and the quality of District 
services.  All resigning employees complete an exit 
questionnaire that specifically asks “What can be done to 
improve the position or department?”  Feedback is directed to 
the responsible department supervisor and actionable steps are 
implemented as necessary.  

3.2.a (3)  HSSD recognizes that dynamic, vibrant 
organizations seek out and embrace stakeholder complaints, 
concerns and issues.  The complaint process and the nature of 
the organization’s response help to propel the organization 
toward continuous improvement.  HSSD has developed a 
process of organizational response to complaints by its 
students and stakeholders.  The process is established by 
District Administrative Policy 9130.  This policy provides that 
the issue or concern should first be addressed at the lowest 
possible level and then, if still unresolved, moved sequentially 
through levels of increasing authority.  This district-wide 
procedure provides as follows: 
1. First Level--Discussion with the staff member involved in 

the concern.  The staff member is empowered to take 
appropriate action to resolve the issue within his/her 
authority and consistent with administrative guidelines; 

2. Second Level--If the issue is not addressed to the student 
or stakeholder’s satisfaction at level one, the individual 
may discuss the matter with the staff member’s immediate 
supervisor; 

3. Third Level--If the issue is not addressed to the student or 
stakeholder’s satisfaction at the second level, the 
individual may request a conference with the 
superintendent of schools to discuss the matter; 

4. Fourth Level--If the issue is not addressed to the student 
or stakeholder’s satisfaction at the third level, the 
individual may request a conference with the BOE to 
discuss the matter. 
This formal procedure is in place to resolve complaints, 

issues, suggestions and concerns related to a staff member, a 
support staff member, matters regarding District services and 
operations and matters related to educational programming.  In 
addition, a separate 9130 procedure exists to address issues 
related to instructional materials.  This separate procedure 
includes the establishment of a committee to review and 
resolve the issue, which may include lay persons. Policy 9130 
and its related guidelines and forms, are accessible to 
stakeholders through the District’s website, as are all policies 
and guidelines of the District. 

Complaints may also be received from students and 
stakeholders through BOE community conversations (Figure 
3.2-2).  Although linkages are open to the public, participation 
is for a specified invited segment of the stakeholder group.  

The purpose of linkages is to inform the BOE on policy issues; 
however, an open-ended question always allows for particular 
concerns or interests to be raised by the invited stakeholder 
segment.  Key members of the administration are also present at 
these sessions, to serve  as a resource to the Board, and to learn 
first hand of the issues raised by stakeholders.  The BOE assures 
follow-up on outcomes by scheduling public debriefing sessions 
during a BOE meeting shortly after the community conversation.  
Similarly, complaints and concerns that surface during linkages are 
also addressed at weekly executive cabinet meetings and at 
principal and/or administrative team meetings that occur each 
month.   

Finally, the BOE has also created a non-voting seat for a 
student representative to the BOE.  This individual is appointed by 
the high school student counsel to serve a one- year term.  The 
student representative is an advocate on behalf of students and is 
encouraged to bring student concerns to the BOE for discussion. 
To further facilitate the bringing of complaints and concerns by 
students and other stakeholders, the District posts the work email 
address and/or work telephone number of every staff member on 
its website.  Through the website, parents and non-elementary 
level students may complete a survey regarding their teacher. The 
parent survey has an optional comments section that allows 
complaints to be brought to the teacher’s attention. As part of the 
summative evaluation process, teachers must demonstrate to their 
principal that their self-reflection practices included reflection on 
the survey results and other feedback received from parents and 
students. 
Figure 3.2-2 Linkages 

Linkage Stakeholder Frequency 
Local Elected Officials Annually 
Staff Annually 
Students (Middle & High School) Bi-annual 
Realtors Annually 
Higher Education Representatives Annually
Business & Industry Annually
Clergy and Service Leaders Annually
Senior Citizens Annually
Parent-Teacher Organizations Annually

 
3.2.b Determination of Student and Stakeholder Satisfaction 
and Engagement 

3.2.b (1)  The HSSD determines student and stakeholder 
satisfaction and engagement using multiple methods, including 
surveys and listening sessions.  For example, in 2008, the principal 
learned about parent concerns regarding the date of the 
commencement ceremony as it conflicted with the state track 
championship event.  The scheduling conflict resulted in a number 
of student athletes missing the commencement ceremony on an 
annual basis.  In response, the principal used the District’s rapid 
response telephone system to send a preference survey to 424 
parents of seniors.  Based on feedback, the date was changed and 
the conflict was avoided resulting in all students being able to 
attend commencement. 

The District hosts a Strategic Planning Community Showcase.  
In December 2009, the event was attended by approximately 100 
community members.  At the conclusion, a survey was 
administered to poll the engagement of the audience in relationship 
to the strategic planning initiatives.  The average response resulted 
in a 4.65 on a 5.0 scale, with 5.0 being “extremely engaged.” 
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The superintendent has quarterly “lunch and learn” 
listening sessions with students in grades 5-12.  During these 
sessions, the superintendent asks students what they would 
change about their school if given the chance.  Thereafter, the 
superintendent shares actionable items with the respective 
building principal for consideration and potential action. 

Exit surveys are administered to all graduating seniors.  
Data trends are analyzed to improve programming and 
instruction. Past surveys suggested the need for more post-
secondary planning support from counselors. In response, 
counselors now meet individually with every student and 
parent up to four times between fifth and tenth grade to 
discuss educational options and plans.   

A Customer Satisfaction Survey is located on the 
homepage of the District website. Individuals can provide 
anonymous feedback on “how we are doing” to respond to 
their expectations.  Upon receipt, the surveys are routed to the 
appropriate supervisor for review and action. 

During the summer data retreat, and throughout the 
school year on a quarterly basis, site-level teams analyze 
perception survey responses to identify and reply to areas 
identified for improvement.  Site administrators and teacher 
leaders accept shared responsibility for communicating and 
deploying action plans.   

3.2.b (2) BOE listening sessions with select stakeholder 
groups provides crucial insights on District performance 
relative to competitors.  For example, an annual listening 
session produces feedback based on area realtors’ perceptions 
and personal conversations with prospects from outside of the 
District who are looking to relocate.  Also, an annual session 
with state legislators and county board officials yields insights 
and feedback based on the regional influence and perspective 
of these individuals.   

Tours of nationally recognized schools of excellence, 
such at Thomas Jefferson in Alexandria, VA, and Adlai 
Stevenson in suburban Chicago, IL, provide ideas as well as 
benchmarking data used to improve satisfaction levels of 
students and stakeholders.   

A survey has been developed for District students who 
opt to go to neighboring districts as part of Wisconsin’s Open 
Enrollment law.  The constructive feedback from respondents 
helps to inform improvement efforts as it is collated and 
shared with the Administrative Cabinet and SL.   

3.2.b (3) Dissatisfaction is gauged through customer 
service surveys prominently located on each counter in every 
main office throughout the District.  This data is monitored 
and acted on by administration.  Course and teacher evaluation 
surveys are available online. Parents and students are 
encouraged at each semester to provide feedback. This data is 
directed to teachers and incorporated into the evaluation and 
goal setting processes.  District culture and climate surveys are 
given to staff each spring.  Trends are analyzed by SL at the 
summer data retreat and acted on.  For example, a past survey 
suggested a greater need to communicate essential budget 
information to staff. In response, a School Finance Action 
Committee was formed consisting of representatives from the 
three largest unions.  An idea from this group called for 
individual budget presentations at each school faculty 
meeting.  Twelve separate presentations were given in the 
spring of 2010.  Of the 325 employees who responded to a 
survey, there was an average of 4.51 on a 5.0 scale in relation 
to the statement: “The presentation enhanced my knowledge 

of the District’s fiscal condition.”  In response to the statement, 
“The presentation was engaging,” there was an average response of 
4.09 on a 5.0 scale.  A monthly Coffee with the Superintendent 
event, hosted at a local restaurant, allows community members to 
visit without appointment and to express complaints and concerns; 
these are recorded and directed to the necessary department for 
prompt resolution. 
3.2.c Analysis and Use of Student Stakeholder Data 

3.2.c (1) Information on students, stakeholders and the market 
is used to identify current and anticipate future market segments by 
surveys, listening sessions and data analysis.  Data is 
systematically collected and analyzed through an annual data 
retreat process involving approximately 20 percent of the 
instructional staff and the entire administrative team.  Deployment 
plans are an outcome of this process, detailing how data findings 
will be communicated and related goals will be implemented by 
building-level teams.    

For example, in a 2008 perception survey completed by 900 
stakeholders, 96 percent of staff , 87 percent of community 
members, and 81 percent of students indicated strong support for 
additional summer school programming.  In response, the District 
expanded its summer school offerings resulting in an increase of 
student participation from 5,581 in 2006 to 6,321 in 2010. 

Students and stakeholders of competitors and other potential 
students are considered in the months leading up to the February 
Open Enrollment period in which families from competitor 
districts are allowed to apply for acceptance into other districts.  In 
response, the HSSD hosts an open house evening event in which 
competitor district families are allowed to visit, tour and ask 
questions of administrators.  This feedback is shared and used as a 
basis for informing future programs, offerings and services.  The 
HSSD also tracks and analyzes Open Enrollment data to determine 
from where students are coming and to where they are leaving; 
marketing and communication strategies are tailored in response to 
the data trends.   

3.2.c (2) Key student and stakeholder requirements, changing 
expectations and their relative importance to enrollment, and 
purchasing and relationship decisions are determined via formal 
and informal means.  The top informal method is through 
community conversations hosted by the superintendent and BOE.  
Scheduled opportunities occur monthly with different stakeholder 
groups to gauge interest, satisfaction and changing expectations 
regarding programs and services.  The top formal method includes 
surveys of students (e.g. Search Institute Asset, Climate, end of 
course, senior and graduate surveys), staff (e.g. Climate and 
Culture and Are We Making Progress Surveys) and community 
(e.g. 21st Century Skills Survey, miscellaneous perception 
surveys).  Data is systematically analyzed during data retreats to 
inform program improvement -and included in monthly monitoring 
reports to the BOE.  For example, a 21st century skills survey 
administered to the community in March 2008 revealed little 
support for the expansion of the existing World Languages 
program.  Had the district administration made this decision in a 
vacuum, it would have wrongfully assumed that the need for 
increased emphasis on world languages was obvious to the larger 
community.   

3.2.c (3) Insights learned through community conversations 
with students and stakeholders inform decisions regarding the 
refinement and development of programs, offerings and services.  
For example, a new Food Science Program is being launched for 
the first time this year in response to the interest of high school 
teachers and students.  Funding was provided by a community 
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partner who is a retired executive in the food science industry.  
The marketing of the class is enhanced through the donation 
of iPads for use by each student.  Innovation is being 
promoted through taking students through each stage of the 
production cycle (i.e. farm-to-factory-to-grocery-store).  
Program decisions such as this must be compatible with the 
District’s vision, mission and align with the future direction as 
outlined in the strategic plan.  New research and information 
on the changing learning style of the “screen ager” generation 
has caused the District to rethink its approach to teaching and 
learning. The District is developing more blended educational 
options (i.e. a combination of on-site and off-site access to 
learning with technology) in response to research that suggests 
that this generation of learners needs to be engaged in a 
different way. This realization is spurring innovation within 
our system to deliver digitally rich educational programs and 
services. 

3.2.c (4) As our organization’s needs and directions 
change, so too must our approaches for gaining insights on 
stakeholder satisfaction, dissatisfaction, and engagement.  
Presently, the District’s needs and directions are determined 
through systematic collection of informal and formal 
feedback, including annual surveys, reoccurring community 
conversations with key stakeholder groups, and an annual 
SWOT analysis during the District’s strategic planning event.   

In particular, strategic planning involves a sizable and 
diverse cross-section of stakeholders ranging from senior 
citizens to middle-school students.  This information yields 
valuable insights on the District’s future needs and directions.  
The most recent process resulted in the District’s Strategic 
Plan focusing on the strands of Education (i.e. 21st century 
literacy), Innovation (i.e. customized, modular educational 
opportunities and online learning) and Connection (i.e. life 
and career skills).  The following table represents feedback 
from December 2009 by those attending the District’s 
strategic rollout to the larger community.  
 
 
 
 

Figure 3.2-3 Strategic Planning Evaluation 
1. The District’s mission and vision was clearly evident 4.82 
2. The strategic plan represents skills that all students 
will need in the 21st century 4.75 
3. The District’s direction has been clearly 
communicated 4.85 
4. The presentation was engaging 4.65 
5. Rate the evening as a whole 4.77 

Average 4.768 
On a scale of 1-5, with 5 being highest 

 
Over time, however, approaches for obtaining and using 

information from students and stakeholders will need to be driven 
by technology. In response, the Superintendent has begun blogging 
and webcasting.  Stakeholders can “follow” the District and 
provide feedback electronically. This spring, both a Facebook and 
a Twitter account will allow for increased stakeholder feedback on 
district operations.   
4.0 Measurement, Analysis and Knowledge Management 
4.1 Measurement, Analysis and Improvement of 
Organizational Performance 

4.1.a. (1) HSSD selects, collects, aligns and integrates data 
and information through the use of strategic planning processes.  
Data for strategic planning processes are gathered through the use 
of a balanced scorecard, surveys, testing, student management 
systems, data warehouse, monitoring reports, facilities data, 
financial data, hiring assessments and through the use of external 
consultants’ feedback.  HSSD selects, collects, aligns and 
integrates data for tracking daily operations by identifying the key 
short-term and long-term organizational performance 
measurements having the greatest impact on stakeholder success.  
Data is collected at the classroom, building and district levels on a 
daily, monthly, quarterly or annual basis.  In addition, HSSD 
monitors strategic objective progress and overall organizational 
performance utilizing a balance scorecard approach. 

Figure 4.1-1 and 4.1-2 outline key performance measurement 
processes including reporting frequency and process owner.  This 
information is collected via software and other internal/external 
mechanisms. 

Figure 4.1-1 Organization Performance Measurements 
ORGANIZATION PERFORMANCE MEASUREMENTS 

Overall Organization 
Performance 

Selection and 
Collection Method 

(data source) 
Location Frequency Results Key Measures/Indicators Owner 

ACT Report from ACT E-2 Annual 7.1 Student scores ASTL 

AP Registration E-2 Annual 7.1 

% of student body taking 
exam 

% Student achievement 
(scoring three or above) 

ASTL 

Academic 
Achievement  NCLB/WKCE E-2 Annual 7.1 % Proficient and advanced ASTL 

Summer School PowerSchool E-2 Annual 7.1 

# of total student enrollment 
# students earning credits 

(BP academy) 
# credits earning 
Credit Recovery 

ASEP 

Enrollment DPI Budget 
Book, EL 

Four times 
per year 7.1 

# of total enrollment 
# of economically 

disadvantaged 
% Ethnicity 
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Graduation Rates WINSS Budget 
Book Annual 7.1 % students acquiring a 

diploma ASTL 

College Readiness PowerSchool E-2 Annual 7.1 Freshman GPA 
9-12 Cumulative GPA ASTL 

Community input Perceptions survey S Bi-annual 7.2 Survey results S 

Student Engagement WINSS SPR Annual 7.2 Attendance rates 
Truancy S 

Learning Environment 
and Treatment of 

Students 

Perception surveys 
(Assets Survey) EL-13 Annual 7.2 Survey results S 

Student Conduct WINSS EL-12 Annual 7.2 # suspensions & expulsions ASPS 
Student Enrichment 

(extra-curricular) 
High School building 

report SPR Annual 7.2 # of programs and 
participants S 

The Giving Tree Social Worker Report Website Annual 7.2 # of families served 
# of students served ASPS 

Volunteers Volunteer Impact S Annual 7.2 # of registered volunteers  S 
Free & Reduced WIN Snap FS Annual 7.2 % free and reduced  ASBS 

Budgeting/Financial 
Planning & 

Administration 

Alio, Annual report, 
WI Taxpayers 

Alliance 

EL-7 & 
Budget 
Book 

Annual 7.3 

Comparative Cost per 
member 

Energy Costs 
Fund balance 

Mill rate 
OPEB 
ROI 

Short-term Borrowing 

ASBS 

Energy School Dude BO Annual 7.3 
7.5 

District and building usage 
and costs ASBS 

EAP Vendor Report HR Annual 7.4 Usage ASHR 

Background Checks Intelli Corp and 
Reference Checks EL-4 Annual 7.4 

# background checks 
performed 

% background checks 
approved 

ASHR 

Employee 
Absences/Leaves 
(certified staff) 

Alio/AESOP HR Monthly 7.4 # of employees absent (FTE) 
% of sick leave absences ASHR 

Evaluation System  
(certified staff) 

Rubric based 
evaluation instrument EL-6 Annual 7.4 # achieving performance 

standards (levels) ASHR 

Treatment of Staff WINSS School 
Climate Survey EL-4 Annual 7.4 # key indicators (four and 

above) S 

Treatment of  Staff HR records HR Annual 7.4 # of grievances ASHR 

Hiring of staff 
TeacherInsight 

assessment, licensing, 
PI1202 report 

HR Annual 7.4 

TI – % employed grouped by 
score 

TI-Average score of all 
applicants 

DPI licensure - % emergency 
and regular 

ASHR 

New Teacher 
Mentoring Program HR EL-6 Annual 7.4 # new teachers retained ASHR 

Salary Schedule 
Advancement Report HR 2X per year 7.4 # teachers advancing lanes on 

salary schedule ASHR 

Staff Development 
(certified staff) MyLearningPlan EL-4 Annual 7.4 # staff attending workshops ASTL 

Wellness Bellin 
Participation records BSO Annual 7.4 % of eligible participants 

HRA composite health score ASBS 

Teacher turnover Alio EL-6 Annual 7.4 # of teachers leaving ASHR 
Student/Staff Ratio WINSS Site HR Annual 7.4 # of students to staff ASHR 

Workers 
Compensation Insurance Company BSO Annual 7.4 # of claims ASHR 
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Band width X software  
(WISCNET) IT Annual 7.5 % utilized ASBS 

Computer system 
uptime X software IT Annual 7.5 % operational ASBS 

Parent Communication Connect-Ed EL-3 Annual 7.5 # of messages S 
Leadership 

performance  Monitoring Reports S Annual 7.6 Annual reports S 

AWMP Survey DO Annual 7.6 Leadership Outcomes S 
 
Figure 4.1-2 Strategic Planning Performance Measurements 

STRATEGIC PLANNING PERFORMANCE MEASURMENTS 
Tracking Progress 

Relative to Strategic 
Objectives 

Selection and 
Collection Method 

(data source) 

 
Location 

 
Frequency Results Key Measures/Indicators Owner 

E.1 Students 
achieving targeted 

growth 

MAP Inform annual 7.1 % of students meeting 
individual growth targets ASTL 

WKCE WINSS annual 7.1 % of  SWD that are proficient 
or advanced in reading 

ASTL, 
ASPS 

E.2 Students 
participating and 

evaluated in 
“solutionist” 

activities 

In development 
(statement in 7.1 

only) 
TLC annual - 

June 7.1 % of students participating 
and evaluated ASTL 

E.3 Design for 
Learning Plan 

Learning.com 
assessment TLC annual – 

June 7.1 

# of 21st Cent. Skills (media 
and tech) infused 

4th, 6th & 8th Grade 
Learning.com composite 

score 
% of students meeting 

proficiency 

ASTL 

I.1 Attract and retain 
students DPI DO 2X –March 

& Oct 7.2 # of  OE students ASBS 

I.2 Alternative 
funding mechanisms 

Grants, partnerships, 
OE  (Alio) BSO 2X – Jan.  

& July 7.3 $ generated ASBS 

I.3 Customized 
modular education 

options 
Student schedules DO 2X – Oct.  

& Feb. 7.1 # of students participating ASEP 

C.1 21st Century 
skills integration into 

curriculum 
 

• learning.com 
• rubrics 
• Success Skills 

online course 

TLC annual - 
June 7.1 Integration, assessment and 

reporting of skills ASTL 

C.2 IB planning and 
implementation 

 

IB program  
and survey 

 

BP 2X Oct.  & 
Feb. 7.2 # of students enrolled in IB 

courses ASEP 

BP annual – 
Aug 7.1 # of IB diploma graduates ASEP 

BP annual - 
June 7.5 IB survey results ASEP 

C.3 21st Century & 
Career skills 

development with 
mentors 

Strengths assessment 
& student 

identification, adult 
mentors 

BV/BP annual – 
Nov 7.2 # of students assessed (5 & 9) ASPS 

BV/BP annual - 
May 7.2 # of students mentored  (9) S 

 
Organization and Strategic Performance Measurements 

are used in the budget development process, school 
improvement planning, data retreats, policy refinement at 
board level, PLCs, interventions, facilities/maintenance 
improvements, employee selection, energy initiative and 
financial decisions.  Budgeting/Financial Planning & 

Administration organizational performance measures outline long- 
and short-term data.  SL makes outcome-based decisions using the 
data from the Organization and Strategic Performance 
Measurements and by requiring analysis of the following 
questions. 
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Figure 4.1-3 Guiding Questions 
Guiding Questions 

How does this initiative impact student achievement? 
How is it measured?   
What is the baseline data? 
Is the data source valid and reliable? 
What is the target goal? 
What is the timeline for this achievement?  
Do we have the capacity to achieve this outcome?  

 
The reporting frequency varies in accordance with how 

mission specific the performance indicator is. HSSD’s PDCA 
cycle, as well as HSSD’s capacity to track and gather the 
appropriate data, is also a factor. The predetermined cycle 
illustrated in figure 4.1-1 and 4.1-2 indicates the reporting 
frequency. 

Recent improvements include the implementation of a 
data warehouse (2007) to collect multiple measures of student 
progress and to identify students in need of additional 
instruction.  Financial/HR software upgrade (2008), energy 
tracking (2008), professional development tracking (2008) and 
a new student management system (2009) are also systems 
that were deployed to improve data collection, analysis and to 
identify areas for organizational improvement.  The District’s 
Design for Learning Plan (2009) identified a need to add IT 
helpdesk software for implementation.   

In addition to SL actions resulting from key measure 
analysis, the BOE monitors data in order to determine 
compliance with policy.  The BOE may alter policy in order to 
improve outcomes.   

4.1.a. (2) HSSD uses local, state and national 
comparisons to support operational and strategic decisions and 
innovation. These sources include four local districts 
(Ashwaubenon, DePere, West DePere and Pulaski) that were 
selected as peer districts within CESA #7 that are of similar 
size, demographics and academic performance measurements. 
Aspiring districts were identifed based on WKCE academic 
performance, size and demographics.  The districts we hope to 
emulate are Kettle Moraine, Middleton Cross-Plains, New 
Berlin, Hamilton and Germantown. National comparisons are 
BNQP Award recipients (Jenks, ISS, Palatine).  HSSD 
compares to peer, aspiring, state and national districts to 
benchmark performance and to adjust strategies.  In 2005-06, 
SL adopted a literacy goal after benchmarking with peer 
districts.  Consequently, when the strategic plan was revised in 
2009, literacy became a strategic objective.  A balanced 
scorecard approach to benchmarking and systemized reporting 
was deployed in 2010.   

Not only is data utilized to benchmark against 
comparables, but it is also selected on the basis of its 
alignment with the district’s vision and mission, along with 
strategic plan.  Utilization of the PDCA cyle coupled with 
regular monitoring of data is a vital practice to aid in ensuring 
effective process deployment.  In addition, HSSD integrates 
such data into the budgeting process to ensure a sharp focus on 
priorities directly aligned with the strategic plan. 

4.1.a (3)  The Organization and Strategic Performance 
Measurement is kept current by reporting as outlined in the 
plan (figure 4.1-1 and figure 4.1-2).  Owners report on a pre-
determined basis at SL meetings, at an annual data retreat and 
at budget development meetings.  The Superintendent also 
reports results to the BOE per the annual monitoring calendar.  

SL follows a PDCA cycle to determine effectiveness and to ensure 
that expected improvements are being achieved.  SL also applies 
state and federal regulations, mandates and changes to current 
practices as appropriate. 

SL ensures that performance management systems are 
sensitive to rapid or unexpected changes by monitoring 
Organization and Strategic Performance Measurement data on a 
pre-determined basis and monitoring DIPs and SIPs on a quarterly 
basis.  Strategic plan updates are shared at weekly SL meetings and 
monthy updates are presented at administrative team meetings.  SL 
watches for changes on all horizons.  Through weekly tactical 
reports and topical dialogue, SL applies the PDCA cycle in order 
to adapt to any changes that are determined to be necessary.  For 
example, in 2008, the SAIL program had 14 middle school 
students and 12 high school students in its at-risk program.  In 
2009, the SAIL program had two middle school students and 14 
high school students.  Data was presented in October 2009 that a 
scheduling problem caused the shift in number of students served.  
Building principals and the director of alternative programming 
worked through scheduling issues which resulted in 10 middle 
school students and 16 high school students being served in second 
semester.   

4.1.b.(1) HSSD reviews organizational performance and 
capabilities by reviewing district and comparative data for strategic 
goals and operational outcomes.  The PDCA model (figure 4.1-4) 
is followed through an eight step Organization and Strategic 
Performance Measurement Review process for each strategic and 
operational goal.  SL is assigned to oversee each strategic or 
operational goal and report progess on a systematic basis (monthly, 
quarterly, semi-annually, or annually).   
Figure 4.1-4 Performance Measurement Review 

Process Step Performance Indicator 
1 - Plan List strategic goal or organization performance goal 
2 - Plan List key measure 
3 - Plan List timeline and target goal 

4 - Do List leading indicator 

5 - Do List data source 
6 - Check Was the target goal achieved? 

Is the data source valid and reliable? 
How are we doing over time? 
How do we compare to peer, aspiring and state 
districts? 

7 - Act Do we stay the course or make adjustments? 

8 - Act Change of target goal, timeline, reporting 
frequency, data source or action plan  

 
SL analysis uses step 6 of the Performance Measurement 

Review process to determine the validity of data and to track 
overall performance.  In analyzing ACT College Readiness, it was 
determined that 2009 Bay Port graduates outperformed the state 
average in College English Composition, College Algebra, College 
Social Science and College Biology.  The percentage of Bay Port 
students meeting all four college readiness indicators was the 
highest it has been in recent history, 35 percent.  This compares to 
a state average of 30 percent and a national average of 23 percent.  
HSSD students outperform the state by 5 percent and the nation by 
12 percent respectively. ACT is monitored on an annual basis by 
the ASTL and reported to the BOE.   

SL uses steps 7 and 8 in the review process to analyze market 
conditions and provide agility if a change is determined to be 
needed.  During the 2008 strategic planning process, data was 
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reviewed on course offerings from alternative sources (i.e., 
distance learning, virtual education).  A gap was discovered in 
the offerings to students in CMEOs.  A change was made to 
the strategic plan to add a goal to increase CMEOs by 15 
percent.  It was also discovered that distance learning 
opportunities for students could be offered via virtual 
education that provided students with greater content 
knowledge and support.  In second semester 2009, two 
distance learning classes (Medical Terminology and Intro to 
Criminal Justice) were offered via virtual education that were 
previously offered through the distance learning lab.  Also, 
two current offerings (Psychology and Sociology) were 
offered in fall of 2010 via traditional and virtual education.  In 
2009-10, virtual educational options increased to more than 
100 courses.   

4.1.c.(1)  HSSD performance review is analyzed and 
prioritized by SL in order to determine appropriate next steps.  
Those items that closely align with HSSD’s strategic plan and 
SIPs are prioritized during budget planning and supported 
within the means available.  Findings conducive to further 
pursuit are then incorporated into appropriate Strategic Plans, 
SIPs, or DIPs in order to ensure organizational deployment 
takes place as plans are implemented.  Deployment takes place 
through strategic plan chairs working with committee 
members, building leaders implementing SIPs and department 
leaders implementing changes.   

Alignment with external organziations, partners, suppliers 
and collaborators takes place through stakeholder expectations 
as defined in part through the interpretation of survey results, 
linkages and superintendent relations.  Priorities and 
opportunities may be deployed through the use of 
communication tools and collaborative partnerships working 
toward common objectives.  SLs conduct PDCA to ensure 
appropriate understanding and deployment is occuring with 
such groups. 
4.2 Management of Information, Knowledge  
and Information Technology 

HSSD has an Information Services (IS) department that 
not only keeps hardware up to date, but also manages 
software, networks and makes pertinent data available to all 
employees.  The five-member IS team serves as the 
communication hub for data management by providing a solid 
infrastructure that is current and with an extremely low 
downtime record.  Within the department, the data specialist 
manager focuses on student achievement and other data in 
order that teachers, administrators and others have up-to-date 
and accurate information to be used for data analysis, 
particularly at the classroom and building levels. 
4.2.a  Data, Information and Knowledge Management 

4.2.a.(1) HSSD keeps confidential information on both 
internal and external servers contingent on the particular data.  
Access to external data is obtained through controlled access 
to predetermined individuals by IS personnel.  Established 
parameters and security such as password requirements, 
provided by the WI DPI or other external organizations, are 
implemented and monitored.  Access to files and folders is 
controlled through Microsoft’s Active Directory policies and 
Novell’s Open Enterprise Server (OES) security settings.  All 
staff utilize individual passwords that are changed annually.  
Student passwords are also utilized and changed annually.  
Student information is housed on a separate server, isolated 
from the rest of the district network. Financial information 

resides on its own server with access controlled via Oracle security 
settings.  Internet filters and firewalls are utilized to provide 
additional protection to internal customers and safeguard 
confidential information. Internal threats are monitored via several 
security products. For example, an Aristotle security appliance 
monitors key strokes on all district owned computers and laptops, 
looking for various keywords.  Antivirus software is installed on 
all computers, laptops and servers providing virus protection along 
with denying access to various executables that may be brought in 
on removable media. 

External threats are monitored by an ASA (American 
Standards Association) firewall appliance.  The firewall prevents 
unauthorized external access to district hardware and information.  
A web filtering and reporting server is in place to prevent access to 
unauthorized web sites and external files.  Acceptable use policies 
are used for all staff and students to set expectations for computer 
and web access.  Data accuracy, integrity and reliability are 
ensured through internal reviews and secure mapping of the 
student management system.  The data specialist performs periodic 
cross-reference checks for accuracy.   

In addition, the district assessment coordinator (DAC), in 
conjunction with the district assessment committee, develops 
processes to reduce error and eliminate rework.  HSSD’s business 
office conducts annual external audits to assure the integrity of 
financial systems and processes.  Timeliness is a function of real 
time data systems, systematic updates and on demand reporting.  
Administrators have web access to data wherever a network exists 
through use of virtual private network (VPN) software.  All staff 
have remote web access to a high degree of district functions 
through a staff portal on the district web site.  Clear action plans 
with explicit timelines also aid in the timeliness of data reporting. 

4.2.a (2) The district consists of multiple LANs (Local Area 
Network) that make up a MAN (Metropolitan Area Network).  
Internet access is provided district wide.  Access to information 
that is provided by external resources can be obtained through the 
LAN and MAN via the internet.  Figure 4.2-1 illustrates data 
systems utilized in collecting, organizing and using data by staff, 
parents, students and community.   

Information is also available via school and district web sites, 
e-mail to all staff, newsletters, press releases, coffee with the 
Superintendent, superintendent podcasts, advisory groups and 
committees and by requesting information from the appropriate 
department.  Data regarding student achievement is published on 
the DPI website via a link on the District website.  HSSD has 
deployed a data warehouse using Pearson Inform software.  This 
provides teachers with student learning data and demographics 
from both a current and a historical perspective.  Using 
PowerSchool, HSSD parents can view real time achievement and 
attendance data through a secured login.
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Figure 4.2-1 Data Systems, Users and Functions 

Data System Operating Software 
Update Process 

Database 
update 

frequency 
Users Functions 

Aesop Web based, updated by 
vendor 

Quarterly by 
Vendor 

Teachers, Human 
Resources, 
Substitutes 

Management of substitute hiring to fill daily vacant positions 

Alio by 
Weidenhammer 

Information Services, 
Business Office and vendor 

with new releases and 
patches 

As needed 

Principals, 
Secretaries, 

Business Office,  
Human Resources 

Management of budget and financial records  
Management of staff access to leaves, benefits and payroll 

Altiris Information Services with 
new releases and patches Annually 

Information 
Services 

Department 

Management services for district computers and laptops  
 Provides imaging and software installation along with remote 
control functions 

Connect-Ed Web based, updated by 
vendor 

Annually by 
Vendor 

Supt., Principals, 
Parents, Staff 

Centralized telephone calling system used at District and buildings 
to provide information to students, staff and parents  
Controlled access is provided to District and school users through 
internet use 

Destiny 

Information Services and 
Library Media Specialists 

with new releases and 
patches 

Annually Staff and Students Management of  Library Media Center materials and usage 

Direct Digital 
Controls (DDC) 

Software 

Information Services Staff 
with new releases and 

patches 
Annually Facilities Manager 

and Technicians Manages facility controls for climate control and efficiency 

Eclipse Web based, updated by 
vendor 

Vendor as 
needed 

Teaching and 
Learning Center 

Staff 

Manages benchmarks, standards and alignment of curriculum and 
Wisconsin Knowledge Concepts Examination (WKCE) 

Exchange Server Information Services with 
new releases and patches As needed All Staff Email, calendaring and contact services 

Individual Student 
Enrollment System 

(ISES) 
Web based DPI software Annually 

Teaching and 
Learning Center 

Staff 
Management of district data at the state level 

Inform Web based, updated by 
vendor 

Quarterly by 
vendor 

Speech and 
Language 

Specialists, 
Principals, Teachers 

Management of all student achievement data   
Allows for historical reports, teacher access to student learning 
profiles and serves as warehouse for all such data 

Intelli Corp Web based, updated by 
vendor 

Vendor as 
needed Human Resources Information on potential hires and volunteers on past criminal 

behaviors 

Learning.com Web based, updated by 
vendor 

Annually by 
Vendor Students Assess 21st Century Skills 

Microsoft Office Information Services with 
new releases and patches 

Microsoft 
update service 

All staff and 
Students 

Word processing, spreadsheets, presentation and publishing 
software 

My Learning Plan Web based, updated by 
vendor 

Vendor as 
needed Staff Manages staff development tracking for staff 

My Lunch 
money.com 

Web based, updated by 
vendor 

Vendor as 
needed 

Parents, Food 
Service staff Electronic payment of food accounts 

NWEA – MAP 
Assessment 

System 

Information Services staff 
before each testing session Quarterly 

Principals, TLC 
Staff , Teachers, 
Parents, Students 

Assesses student learning and growth over regular intervals.  
Assists in goal setting, defining instructional targets and 
developing interventions 

Novell OES Information Services with 
new releases and patches As needed All staff and 

students 
File shares, printing services, directory services, student accounts 
and staff accounts 

PowerSchool 
Information Services Staff 

and vendor with new 
releases and patches 

As needed 
Teachers, 

Secretaries, 
Principals, Parents 

Management of student data for day to day operations, 
(attendance, health data, term grades, discipline, demographic 
data, contact data, transportation, student schedules, etc.) 

School Dude Web-based, updated by 
vendor 

Annually by 
Vendor 

Facilities staff, 
Principals, staff 

Management of maintenance.  Controlled access is provided to 
District and school users through internet use 

School Loop Web-based, updated by 
vendor 

As needed by 
vendor 

Teachers, 
webmasters Develop web site and individual pages 

Special Education 
Management 

System 
(SEAS) 

Web-based, updated by 
vendor 

Vendor as 
needed Pupil Services staff Manages Individualized Education Programs (IEP) 

Structured Query 
Language (SQL) 

Server 

Information Services with 
new releases and patches As needed All staff and 

students 
Database services for various applications such as WebSmart and  
Direct Digital Controls (DDC) 

TeacherInsight Web based, updated by 
vendor  

Annually by 
Vendor 

Teacher applicants, 
principals,  Human 

Resources 
Assesses teacher talent 

Versa Trans Web based, updated by 
vendor 

Vendor as 
needed 

Transportation  
contractor, Business 

Office 

Manages bus routes and ridership on busses.   
(owned by Lamers Bus Lines) 

VMWare Information Services with 
new releases and patches 

Quarterly as 
needed 

All staff and 
students 

Virtualization software allowing multiple instances of server 
operating systems to run on one physical server 
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Volunteer Impact 
software – 
Volunteer² 

Web based, updated by 
vendor 

Vendor as 
needed 

Volunteer 
coordinator 

Manages volunteer skills, interests, availability, opportunities and 
tracks time 

WebSmart 
Information Services, Food 

Service and vendor with 
new releases and vendors 

Annually Food service staff, 
students, staff Manages student breakfast and lunch account information 

Windows Server Information Services with 
new releases and patches As needed All staff and 

students 
File shares, printing services, directory services, student accounts 
and staff accounts 

WISCareers Web based, updated by 
vendor 

Vendor as 
needed 

Students, parents, 
counselors Manages student interests and skills 

Wisconsin 
Information 
Network for 

Successful Schools 
(WINSS) 

Web based, update by 
vendor  

Vendor as 
needed 

Teaching and 
Learning Center 
Staff , Principals, 

staff, parents 

Managing state assessment data and comparing to other WI 
districts 

 
4.2.a (3) The district utilizes a variety of solutions to 

distribute workforce knowledge.  Knowledge constantly streams 
into the district through hard copy, electronic transmission and 
verbal communication.  Knowledge is sorted and assessed by 
electronic filters, administrators, teachers and assistants.  It is 
then distributed and/or shared with the appropriate administrator 
for further evaluation and distribution to staff members as 
appropriate.  Staff exchange and receive information from 
multiple sources including e-mail, staff meetings, podcasts, 
district newsletters and morning memos.  Knowledge is verbally 
or visually communicated through meetings, professional 
development, shared resource drives and the district web site.  
After-school in-service training sessions for teachers are held 
throughout the school year; the focus is often literacy, 
mathematics and technology integration.  SharePoint is used by 
staff members to post ideas and files for the exchange of 
knowledge when face-to-face meetings are not possible.  
Beginning in 2009 administrators began using bridge 
conferencing on a weekly basis to transfer knowledge and 
address issues.  These tools allow staff to interact and 
communicate effectively.  They are also a key resource utilized 
in the deployment and monitoring of initiatives.  The 
superintendent began a blog in 2010 to further communicate 
with staff and parents.   

The district web page contains job listings and an online 
application for certified and non-certified staff.  Board agendas 
and briefs are posted for public access.  The use of wikis, 
webinars and blogs are becoming more common for posting of 
information to staff, students and community.  Staff develops 
individual web pages to communicate information about their  
classes to students and parents. Beginning in 2009, parents 
receive critical information from Connect-Ed via a phone call or 
email.  In 2005, parent access to the student management system 
enabled them to track student progress and attendance.  As of 
2008, staff is able to track leaves, payroll data and benefits 
online with the use of Alio©.  HR utilizes online resources for 
job applications, hiring substitute teachers and tracking 
attendance.  In 2009, web-registration for professional 
development opportunities was deployed by utilizing My 
Learning Plan along with staff portfolio management.  Online 
surveys and involvement of stakeholders in linkages, councils, 
board meetings and committees provides information for SL to 
inform of policies and actions for improvement. 

Management of organizational knowledge takes place 
through processes such as Professional Learning Communities 
(PLC)s, PDCA and staff performance reviews.  Key personnel 
within the teaching and learning department share best 
instructional practices related to balanced literacy and instructing 
mathematics.  The teaching and learning team meets weekly to 

identify, plan and further support instruction within classrooms.  
Plans delineate how teachers will be educated and supported 
regarding best practice instruction.  District leaders attend 
weekly and monthly meetings to share information and 
determine the deployment steps for each target audience.  In 
2009, HSSD leadership was trained in LEAN processes and 
deployed project teams to evaluate current processes and apply 
best practices.   

Curriculum teams have been established to review current 
practices.  The process includes researching best practices and 
sharing them with teachers across the district via staff meetings 
and professional development offerings.  District PLA offerings 
are developed based on curriculum team discussions with ILC 
input.  Staff members who do not directly instruct the students 
meet on a regular basis and discuss methods to improve their 
business practices. 

HSSD’s strategic planning (figure 2.1-2) outlines the 
transference of knowledge to stakeholder groups.  The strategic 
planning committee is made up of staff, faculty, students, 
community members and business professionals.  Once strategic 
initiatives are developed, committee members work in sub 
committees to implement the action plan.  Action plans are 
communicated to staff through faculty meetings, administrative 
team meetings and departmental meetings.   
4.2.bManagement of Information Resources and Technology 

4.2.b (1) The IS department uses external organizations to 
audit existing hardware and security.  Heartland Business 
Systems conducts an annual review of existing hardware and 
security practices to ensure that the latest practices and 
technologies are employed.  They also review system 
performance, efficiency and reliability.  The network is built 
around the idea of ease of use and network “up time” of 99.9 
percent during core hours (7.5).  Phone calls and emails are used 
to make requests to the IS department for services or repairs. 

The purchase of technology equipment is coordinated 
through the IS department.  The IS department chooses hardware 
that is known to be reliable and easily serviced.  All hardware is 
purchased through reputable vendors and hardware is obtained 
from manufacturers with a solid reputation for building quality 
products. 
Life-cycle for computers is a maximum of five years before  
removal from service for donation or recycling.  Newest 
computers are placed in areas where the processing power is in 
greatest demand, such as the high school technology department.   

IS creates easy-to-follow user guides, complete with screen 
shots and step-by-step walkthrough of key functions.  Training is 
also disseminated and available on key work processes and 
software applications. 
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4.2.b (2) Staff and student files and databases are backed up 
to a dedicated storage area network (SAN).  The SAN is backed 
up on a daily basis to tapes which are stored off-site in case of 
disaster recovery. Critical servers are mirrored to a second 
location within the district. These secondary servers can be 
brought online from the off-site location for immediate access.  
Critical servers include the student management system, 
financial, email, food service and files saved in home directories.  
Hosted applications that are off-site are backed up and 
maintained by the host service.  HSSD also has a state-of-the-art 
server room with climate controls and precautionary equipment 
to keep data safe in the event of a building emergency.  In 2010, 
the server room security and reliability was upgraded by adding 
fire suppression equipment, new climatic control system, a 
dedicated generator, flood protection and elevated flooring. 

4.2.b (3) HSSD utilizes a technology team that is made up 
of staff members from all areas of responsibility to create a 
three-year technology plan, which is required by the state.  The 
district uses the plan as its driving force with technology 
integration by setting measurable goals.  The 2009 DFL plan 
represents a change from an acquisition plan to a student 
learning plan.  It requires data collection as evidence of its 
effective implementation.  To enhance the technology team’s 
decision-making process, staff members attend seminars and 
conferences related to technology integration in the classroom.  
When new technologies are introduced into the district, a pilot is 
developed to test the technology for compatibility within the 
network, ease of use and performance.  District goals, state and 
federal requirements and other external entities also help to 
shape the direction the district’s direction with its software 
purchases. 

Figure 4.2-1 illustrates the frequency and mechanisms for 
updating software operating systems and HSSD information. 

The process for procuring software requires approval from 
both an IS and teaching and learning perspective.  When a 
school requests the purchase of hardware or software, the IS 
department and TLC must first approve.  The IS department 
must ensure compatibility with the existing network and the 
TLC ensures that it aligns with existing curriculum, as well as 
the DFL plan. 
5.0 Workforce Focus 
5.1 Workforce Engagement 

5.1.a (1) Key factors that affect workforce engagement and 
satisfaction are annually measured and assessed using the DPI’s 
WINNS Staff Climate Survey.  This survey is designed for 
instructional, support and administrative staff.  It helps school 
leaders assess staff perceptions about the schools.  This survey 
produces data on key indicators which are assessed by both the 
BOE and administrative team to determine areas of strength and 
improvement areas within the District’s workforce.  Measurable 
factors include morale, skills development, job satisfaction, 
training opportunities, supervisor relations, respect, belonging, 
communication, recognition and clarity of expectations related 
to job roles and responsibilities.  System-wide accountability is 
ensured through the routine monitoring of both the 
Superintendent and organizational performance by the BOE.  
The Superintendent must annually present the EL-4, treatment of 
staff, monitoring report to the BOE in which survey data is 
analyzed to verify compliance with the BOE’s stated policy 
values in this area.   

Workforce enrichment is also promoted through “office 
hours” held by the ASHR. That is, the HR office relocates for a 

day each year to every school site and sets up a remote office in 
an accessible location within each school setting.  This allows 
employees access to human resource leadership without having 
to travel to the district office or schedule an appointment.   

5.1.a (2) The organizational culture of the HSSD was 
radically transformed to better support open communication and 
high-performance teaming with the implementation of 
Professional Learning Communities (PLC) in 2008-09.  Since 
that time, professional development, operations, and systems 
have been aligned to support weekly focused blocks of time 
where every instructional staff member works on a collaborative 
team in support of the District’s vision, mission, values and 
goals.  Team leaders are assigned.  Agendas are set.  Ground 
rules are established.  SMART goals are formulated.  Minutes 
are taken.  Progress is monitored and tracked.  The effectiveness 
of PLCs has been measured with perception data, and process 
and team adjustments have been made based on feedback.   

The District’s organizational culture benefits from diverse 
ideas and thinking through a variety of formal and informal 
means.  Whenever practical, the District involves employees in 
the decision-making process:  Wellness Committee (to promote 
good health practices and lower insurance costs); Strategic 
Finance Committee (to brainstorm ways to identify waste and 
eliminate inefficiencies); Curriculum Teams (to help edit and 
revise standards and benchmarks and select and pilot new 
resource materials);  Instructional Leadership Council (ILC) (to 
plan professional development and get feedback on program 
initiatives); Safety Committee (to identify and communicate 
safety matters); Energy Committee (to form policy and 
implements systems for cost savings); Superintendent/Union 
Leadership Committee (to process issues, concerns and ideas 
related to district working conditions). 

High performance work is insured by the District’s 
supervision and evaluation system which balances accountability 
with support.  Expectations are clear, goals are set and monetary 
performance incentives have been developed to link 
performance to pay.  Training, effective problem resolution, 
career ladders, quality work environment and communication 
are systematically utilized to promote employee development, 
quality performance and work satisfaction. 

5.1.a (3) The teacher evaluation instrument used by HSSD 
was developed by a joint committee of teachers and 
administrators during the 2006-2007 school year.  This 
evaluation committee continues to meet periodically to assess 
how well the instrument is working and determine what 
modifications should be made.  In the spring of 2010 the 
committee determined that the instrument, while working well 
for the general education teacher, is not as well suited for 
certified staff in specialty positions such as counseling, speech 
and language, art, music and physical education.  As a result, the 
committee decided to create modified versions of the existing 
teacher evaluation instrument to better suit certified staff 
working in these other disciplines.  To accomplish this, 
subcommittees consisting of representative specialists were to be 
formed in the fall of 2010-11 with the objective of making 
modification recommendations to the evaluation committee by 
the end of the 2010-11 school year, with accepted modifications 
to be in place for the 2011-12 school year.  The November 2010 
state election results have caused this subcommittee work to be 
temporarily placed on hold.  The election put a different political 
party in charge of both houses of the legislature and the 
governor’s office. The new legislature and governor have each 
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stated that improved teacher accountability will be a priority 
during their terms in office, including a possible state-wide 
teacher evaluation instrument that uses student achievement data 
as a measure of teacher performance and accountability. Given 
the probability of state mandates concerning teacher evaluations, 
it was prudent to suspend work on further changes to HSSD’s 
evaluation instrument pending the outcome of state action in this 
area. 

The teacher evaluation process is a recurring cycle which 
culminates in the third year with a summative conference 
between the teacher and his or her supervising administrator.  
During this cycle the teacher must annually declare his/her goals 
for the year to his/her administrator.  The supervising 
administrator engages in a series of formal and informal 
observations followed by post-observation feedback sessions 
with the teacher.  The teacher evaluation instrument also 
encourages the teacher to annually engage in performance self-
reflection and document this self-reflection for discussion with 
his/her administrator during the summative conference.  The 
teacher’s performance is measured against a comprehensive 
rubric based upon the Charlotte Danielson model and tied to 
Wisconsin’s state teacher standards.  For each element on the 
rubric a teacher may receive one of four ratings: No-does not 
meet expectations, Yes-meets expectations; Exceeds 
expectations, or Distinguished. The administrator and the 
teacher independently assess the teacher’s performance against 
this rubric and then meet in a pre-summative conference to 
compare assessments.  This meeting provides the opportunity for 
teacher and administrator to view the other’s assessment and 
engage in meaningful conversation about the teacher’s 
performance.  This is an especially valuable part of the 
evaluation process because it is at this meeting where differences 
are identified and the teacher has the opportunity to discuss 
differences between his/her self-assessment and the 
administrator’s initial assessment. The teacher may support 
his/her self-assessment by the use of artifacts and other 
indicators of accomplishment.  Similarly, the administrator 
likewise must be prepared to explain his or her assessment of the 
teacher. Following this pre-summative conference, the final 
summative evaluation is prepared by the administrator.  A 
summative conference is held where the administrator presents 
and explains the final summative evaluation to the teacher.  At 
the final summative conference, the teacher and administrator 
discuss future goals and continuous improvement. In cases of 
performance deficiency, remediation strategies are identified.  
Under this evaluation system teachers who receive an overall 
“distinguished” rating on their summative evaluation are 
rewarded with being among the first to be considered when 
seeking to voluntarily transfer to a different teaching assignment. 

The administrator evaluation process is similar.  It requires 
each administrator to identify annual goals relating to District 
strategic goals, departmental or building goals and individual 
professional improvement. These goals are to be tied to the 
Wisconsin administrator standards.  As a part of this process, 
each administrator meets with his/her supervisor at least three 
times annually; once to present that year’s goals for approval, a 
second time at approximately mid-year, to check on progress 
towards the goals and finally an end-of-the-year review, which 
includes the administrator’s personal self-assessment. A portion 
of the administrator’s compensation is merit pay, based upon 
progress towards these goals.  Stakeholder feedback from the 

LPI 360-degree feedback survey provides longitudinal data on 
individual and team performance. 

Support staff personnel also receive annual evaluations.  
These evaluations reflect the expectations of the employees for 
their respective positions.  In the case of non-represented support 
staff, annual goals are established at the beginning of each year, 
and an end-of-the-year evaluation conference with their 
supervisor.  Compensation for non-represented support staff is 
linked to annual evaluation results. 
5.1.b.  Workforce and Leader Development 

5.1.b (1) HSSD assures its continuous improvement through 
a variety of strategies and mechanisms.  Foremost among these 
is the district-wide data retreat which occurs annually each 
summer.  At the data retreat administrators and teacher leaders 
review and analyze student and District achievement data from 
both a historical and snapshot-in-time perspective.  The snapshot 
view allows HSSD staff to identify immediate needs and 
establish student improvement goals for the upcoming school 
year, on a department, building and/or district-wide basis.  The 
historical view serves as check in the PDCA continuous 
improvement cycle.  This view assesses whether past goals and 
accomplishments have achieved an outcome consistent with the 
District’s strategic plan.  The historical view also serves to 
inform the development of annual goals to assure alignment with 
long-term continuous improvement objectives.  Data retreat 
outcomes are used when developing annual SIPs and in PLCs.   

Organizational and individual performance improvement 
and innovation are also achieved through the use of PLCs.  
Beginning in September, PLCs meet weekly throughout most of 
the academic year.  PLCs are organized on grade level, 
department, or by specialty area.  PLC members exchange ideas 
and collaborate to develop effective instructional strategies 
based on achievement data, individual student information and 
shared individual teacher experiences. 

HSSD’s commitment to the development of its staff is 
illustrated by the support it provides to new teachers.  HSSD 
goes well beyond what is required by state regulations in its 
support of its new teachers. By law, each teacher new to the 
profession is required to have a mentor to assist as they strive to 
achieve professional educator status. HSSD’s mentor program 
employs mentors, taken from the District’s teaching corps, who 
are released from their teaching responsibilities, sometimes on a 
full-time basis, to enable them to provide comprehensive 
mentoring services to new teachers. In HSSD a mentor’s 
primary responsibility is the mentoring of new teachers or the 
coaching of experienced teachers; mentors are assigned to 
veteran teachers who are new to HSSD. Because they are not 
assigned classroom teaching or student supervision duties, the 
mentor has greater flexibility to observe and work with the new 
teacher at anytime and, as a result of this freedom, teacher 
mentors may more easily employ a greater variety of strategies 
to assist the new teacher in his/her professional development.  
These strategies may include team teaching along side the new 
teacher, modeling teaching techniques in the new teacher’s 
classroom, collaborating with the new teacher at times when it is 
most beneficial to the new teacher and teaching the new 
teacher’s class so that the new teacher may go and observe the 
instructional practices of colleagues, either within the district or 
outside of the district, or to participate in professional 
development opportunities. 

5.1.b (2) Professional and leader development occurs 
through an innovative teacher salary schedule advancement 



Application for Wisconsin Forward Award January 2011  27 

 

system (SSAS) that encourages, recognizes and rewards a broad 
variety of teacher learning experiences.  The SSAS was 
developed by a committee of teachers and administrators in 2004 
using formal collaborative bargaining techniques.  The result 
was an SSAS that expanded professional learning opportunities 
beyond the traditional graduate credit programs by using a 
weighted point system.  HSSD now recognizes successful 
undergraduate, technical college and online professional 
development for salary schedule advancement purposes.  Rigor 
is maintained by a submission and pre-approval process and 
limitations on the number of on-line courses that may be taken.  
Salary schedule advancement points may also be earned by the 
formal sharing of knowledge with colleagues in the form of 
seminar and inservice presentations and through the publication 
of staff authored professional written works.  Evidences that the 
SSAS contributes to HSSD’s culture of professional growth and 
continuous improvement are the number of certified teaching 
staff that advance on the salary schedule (Figure 7.4-10) and the 
number of certified teaching staff with Masters Degrees (Figure 
7.4-11). 

For the past two summers HSSD has hosted its own 
Professional Learning Academy (PLA) in August.  During this 
time, teachers can participate in offerings including literacy 
development, CGI, RtI, diverse learners and assessment 
practices.  During the 2010 session, HSSD partnered with CESA 
7 to bring “The Sisters” to the region to help teachers better 
understand how to implement The Daily 5 and The Café Book, 
which are literacy support resources. 

Additionally, HSSD hosts SITA, the Summer Instructional 
Technology Academy in August.  SITA is a week-long academy 
that offers a variety of classroom technology-focused classes for 
teachers and administrators.  The Academy is open to teachers 
from any school district in CESA 7, but HSSD has made 
arrangements so that its own staff members may attend SITA 
sessions at no charge. 

Administrator professional development is facilitated by the 
requirement that each administrator annually identify personal 
professional development goals, including technology-based 
goals. These goals are reviewed with the administrator’s 
immediate supervisor at the time they are established, progress is 
checked as part of the mid-year review process and successful 
achievement of these goals is part of the summative evaluation 
process.  The District also provides administrators with an 
annual amount of tuition reimbursement for graduate level 
courses taken by the administrator.  Recently, all administrators 
were enrolled and began participation in the on-line Motion 
Leadership course, by Michael Fullan, through an online 
program and course using a program called PD360. 

To facilitate and monitor professional development of 
teachers and administrators, HSSD utilizes an online request, 
approval and documentation system called My Learning Plan 
(MLP).  Through MLP certified staff may request approval of 
courses, catalogue and document past professional courses taken 
and view available upcoming courses. MLP uses email 
messaging to inform staff of professional development 
opportunities available to them and reminds staff of upcoming 
professional development events for which they have been 
approved. 

Support staff also receives ongoing professional 
development training appropriate for each position.  Food 
service and facilities support personnel receive annual safety 
procedure and product-use training.  Lunchroom/playground 

employees, pool staff and first responder staff receive CPR/AED 
training.  Secretaries and administrative assistants receive Excel, 
Word and other similar related training. 

5.1.b (3) The efficiency and effectiveness of HSSD’s 
learning and development systems is evaluated by the use of 
• annual performance reviews for all staff; 
• monitoring data regarding teacher advancement on the 

salary schedule;  
• growth in the number of staff with masters degrees; and 
• data retreat analysis of student achievement data both from a 

snapshot perspective and longitudinally using historical 
trend data.   
We also believe that teacher retention and initial educator 

license status to professional educator license status is indicative 
of the effectiveness of the District’s learning and development 
systems. 

5.1.b (4) Career progression is linked to the District’s core 
competency of continuous improvement.  The progressively 
upward trend in PD Hours over the past three years is indicative 
of the District’s commitment to the progression of its workforce 
(Figure 7.4-13). 

Correspondingly, there are expectations built into 
supervision and evaluation systems that enable every employee 
to continuously hone respective skills on a systematic and 
ongoing basis.  Annual performance goals are set, accountability 
measures are in place and performance appraisals reflect the 
expectation of tangible performance outcomes.  This has resulted 
in a culture in which the District actively seeks to promote from 
within where practical and possible.   
Figure 5.1-5 Succession Planning Process 

As part of its 
policy manual, the 
BOE requires that the 
superintendent have a 
named and qualified 
successor on staff.  A 
report is presented by 
the Superintendent to 
the BOE on an annual 
basis to insure 
compliance.  Based 
on a best practices 

model promoted by the DMC, SL has received training on 
succession planning and has a blueprint for filling key leadership 
roles within the organization. Using an 8-Step Succession 
Planning Process, internal “bench strength” has been 
purposefully analyzed, potential talent has been identified and 
purposeful steps are provided to provide the necessary training, 
exposure and experiences required for administrative and 
instructional employees to ascend through the ranks.  An in-
house Aspiring Administrators Program, for example, allows 
teachers interested in educational administration to learn from 
experienced administrators, shadow practicing administrators, 
and attend administrative workshops sponsored by the state 
association.  Assistant principals are groomed for succession to 
the principalship within the district.  A “leadership code” 
outlines expectations based on Kouzes and Posner’s Leadership  
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Practices Inventory; specifically, five practices and ten 
commitments are surveyed reinforced through the administrative 
evaluation system: 
Model the Way 
1. Find your voice by clarifying your personal values. 
2. Set the example by aligning actions with shared values. 
Inspire a Shared Vision 
3. Envision the future by imagining exciting and ennobling 
activities. 
4. Enlist others in a common vision by appealing to shared 
aspirations. 
Challenge the Process 
5. Search for opportunities by seeking innovative ways to 
change, grow and improve. 
6. Experiment and take risks by constantly generating small wins 
and learning from mistakes. 
Enable Others to Act 
7. Foster collaboration by promoting cooperative goals and 
building trust. 
8. Strengthen others by sharing power and discretion. 
Encourage the Heart 
9. Recognize contributions by showing appreciation for 
individual excellence. 
10. Celebrate the values and victories by creating a spirit of 
community. 

5.1.c (1) Workforce engagement and satisfaction is assessed 
through both informal and formal means.  Informally, the 
practice of Management by Walking Around (MBWA) is 
routinely performed by district-office administrators and site 
principals.  District-level administrators go to schools and 
classrooms versus passively waiting for issues and opportunities 
to come to them.  This practice allows for immediate assessment 
and feedback as administrators are directly accessible and 
employees are inclined to offer direct feedback.   

Correspondingly, if an employee needs to see an 
administrative supervisor, the supervisor attempts to see the 
employee on “their turf and on their time” rather than requiring 
the employee to schedule a visit to the supervisor’s office.  Other 
examples include exit surveys for every departing employee and 
personal exit interviews conducted by the superintendent with 
every retiring employee. 

Formal feedback is gained through annual surveys: The 
BNQP AWMP asks a series of questions that yield insights into 

workforce engagement.  The data below (based on over 300 
employees in the spring of 2010) illustrates strong engagement.  
Figure 5.1-6 Employee Engagement 
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In addition, the District tracks new employee retention 
during the first three years as a basis for improving engagement 
and satisfaction.  Of the 285 new instructional staff employed 
since 2000-01, 70 percent were retained following their third 
year, i.e., the final probationary year.  While some elected to 
leave for personal reasons following their third year, others were 
not retained due to documented performance deficits, i.e., 
approximately 20 percent in the last five years.   

Of the 85 non-probationary, tenured instructional staff 
members who have either resigned or retired since 2005-06, 11 
individuals, approximately 13 percent, were influenced to resign 
or retire due to performance-related matters identified through 
the supervision and evaluation process.   

Absences are tracked by building and this data is provided 
to principals.  Principals place this absence information, without 
associated names, on their building’s data wall to raise staff 
awareness of the number of absences in that building.   

5.1.c (2) In the HSSD, the opportunity to meet weekly with 
colleagues to discuss matters of greatest importance, i.e., student 
achievement results and specific instructional practices and 
common assessments designed to promote individual student 
improvement, are essential in advancing the district mission of 
“ensuring that students have the knowledge and skills to succeed 
in a changing world.”  The data below documents the upward 
trend of employees who feel meaningfully engaged in the work 
of the school district.   
 

 
Figure 5.1-7 Employee Engagement 

 
Nov. 2008 - District 

Percent of Responses 
May 2009 - District 

Percent of Responses 

  SD D N A SA 
Ave 

Resp. SD D N A SA 
Ave 

Resp. 
I work with people who treat me with respect 0.3 1 9 44 45 4.23 1 3 8 49 39 4.32 
I work with people who listen if I have ideas about doing things 
better 0.5 4 11 51 33 4.07 1 6 10 51 32 4.11 
My administrator supports shared decision making 1 3 14 42 39 3.98 3 6 14 44 33 4.16 
I have the opportunity to develop my skills 1 5 9 52 32 4.02 1 6 12 51 29 4.11 
I have the opportunity to think for myself, not just carry out 
instructions 2 5 7 46 39 4.18 1 2 8 56 33 4.11 
From my point of view, PLC's are and/or will be a productive 
tool for continuous improvement 1 7 27 41 23 3.48 6 9 29 43 13 3.78 
I can see how PLC's have the potential to impact student 
learning and achievement 1 4 19 47 27 3.79 4 4 18 58 17 3.97 
Teachers in this school communicate with each other to make 
student learning consistent across grades 1 12 21 46 19 3.52 4 14 21 47 14 3.70 
*SD=Somewhat disagree, D=Disagree, N=Neutral, A=Agree, SA=Somewhat agree 
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5.2 Workforce Environment 
5.2.a(1) Workforce Capability and Capacity 

HSSD determines workforce needs and allocation through a 
collaborative budgeting process that is building and department 
focused.  Beginning in February of each year, building principals 
and department supervisors are given the opportunity to present 
and justify to SL their prioritized staffing needs for the 
upcoming school year.  Staffing requests are assessed by SL to 
determine if they are in alignment with the strategic educational 
priorities and HSSD’s vision, mission and values.  SL analyzes 
student enrollment data on a weekly basis beginning each 
February; this weekly analysis continues well into the following 
academic year.  The cabinet analyzes enrollment data at each 
grade level and in each building; this analysis enables SL to 
identify enrollment trends and determine when additional staff 
should be hired, vacancies filled, or staff reallocated.  HSSD 
aggressively utilizes the opportunities presented by staff 
retirements and resignations to control costs with minimal 
impact on the delivery of educational services while avoiding the 
need to lay off remaining staff.  In an era when funding to public 
schools has been drastically reduced and other districts are using 
staff layoffs to control budget overruns and costs, HSSD has 
successfully avoided the need to lay off teachers to maintain a 
balanced budget. 

5.2.a (2) The quality of the workforce that is recruited and 
selected is assured through a variety of measures and processes.  
Vacant positions are posted on the District’s website.  Certified 
positions are also posted electronically at a number of external 
sites, including colleges and the DPI.  HSSD has developed its 
own online application for both certified and support staff 
positions.  In the course of a single hiring season, HSSD literally 
receives hundreds of applications for teaching and support staff 
positions.  An essential component in managing and identifying 
high-quality applicants within this vast applicant pool is the use 
of TeacherInsight (TI).  TI is an interactive online assessment 
instrument developed by Gallup.  HSSD has utilized TI in its 
hiring process since 2004 and was one of the first among its peer 
and aspiring comparable school districts to do so (See Figure 
7.4-7).  

TI is used by school leaders to select teacher applicants who 
have talents most similar to talents possessed by teachers 
identified as highly successful educators.  Principals are trained 
to use TI results as an initial data point and, when identifying 
applicants to be interviewed, to consider first those applicants 
possessing the strongest TI results.  Because other important 
factors also influence the recommendation to hire, TI results are 
considered as the starting point in the selection process.  
Principals have the discretion to recommend for hire applicants  
with weaker TI assessment results, provided the principal can 
justify their recommendation of the weaker TI candidate over 
candidates with stronger TI results.   

Principal commitment to the use of the TI to identify the 
most talented teacher candidates is demonstrated by the TI 
results of the District’s new teacher hires.  The combined 
average TI results for new teacher hires are consistently above 
the 70th percentile of all TI assessment results nationally (Figure 
7.4-6). 

In 2009, Gallup informed HSSD that the average TI result 
for its new teacher hires was one of the highest in the nation (77 
percent).  In addition to TI, a rigorous interview process is 
utilized when hiring certified staff.  Applicants who advance to 
the interview stage of the hiring process are typically 

interviewed by a team comprised of the building principal or 
associate principal and several teachers from the building or 
department in which the vacancy exists.  The teacher members 
of the team are typically those teachers who will work most 
closely or team with the new hire.  This helps to assure that the 
hard and soft skills of the person hired will complement the skill 
set of the existing team members, the department and the 
building. 

A similar process is used when hiring support staff, 
including the use of the SupportInsight (SI) which is a Gallup 
online assessment similar to the TI.  HSSD began using SI in the 
fall of 2010 and was the first school district in the nation to 
contract with Gallup for this service.  Depending on the support 
staff position, pre-employment skills testing may also be 
required as part of the selection process. Other employment 
procedures are in place to further assure the quality of the work 
force. These include reference checking, a post-offer criminal 
background screening process utilizing national and multi-state 
online data bases; drug screening, TB screening and a 
communicable disease screening.  When an administrative 
vacancy exists, the interview process is expanded to include 
three different committees: a committee of staff members, a 
committee of administrators and a committee of parents or other 
community members. These committees provide feedback to 
assist the Superintendent in the final selection of a candidate to 
recommend to the BOE for hire. 

New employees receive a multi-day orientation session. 
This session includes a tour of the district, information about 
employee benefits, the EAP, sexual harassment training, training 
in pupil confidentiality, curriculum and instruction and pupil 
services protocols.  In addition, all teachers new to the District 
are assigned a mentor to assist and guide them through the initial 
educator years, develop a PDP and to assist the new educator in 
attaining a professional educator license within the five-year 
period mandated by DPI. The mentor(s) works with each new 
teacher on an individual and group basis.  During a new 
teacher’s first year he/she attends new teacher seminars which 
occur throughout the year and provide additional training to the 
new teacher. 

5.2.a (3) HSSD manages its workforce using a “tight-loose” 
(TL) philosophy.  TL establishes the goals and objectives for 
directing the workforce (TIGHT) but allows administrators and 
staff closest to the work to establish the means and methods for 
accomplishing these objectives (LOOSE).  Administrators 
collaborate with their staff to develop strategies and the means to 
accomplish objectives.  The TL approach to managing the 
workforce begins with the BOE.  In 2005 the BOE adopted the 
policy governance (PG) model of board stewardship of HSSD.  
Under PG the BOE establishes broad policy objectives based 
upon the SP and places executive limitations (ELs) upon the 
superintendent.  The superintendent is charged with fulfilling the 
broad objectives by any means which do not violate the ELs.  
PG not only empowers the superintendent to be creative when 
achieving broad objectives, but also enables HSSD to be agile in 
responding to changing circumstances and needs.  The 
superintendent remains accountable to the BOE and offers 
evidence of compliance through monitoring reports, which are 
presented to the BOE by the superintendent throughout the 
calendar year. These monitoring reports effectively inform the 
BOE of progress towards its goals and enable the BOE to 
determine the level of compliance.  The superintendent follows a 
similar approach with SL, principals and department leaders, 
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empowering them to act in furtherance of the SP and policies, 
provided the ELs are not violated.  An example is the SIPs 
process.  SIPs are developed by the principals and staff of each 
building.  Each principal is given great latitude to develop an 
SIP that assures continuous student improvement and advances 
HSSD’s strategic goals. 

TL is also effectively used in staffing.  Subject to 
parameters established by the superintendent, cabinet, labor 
agreements, and the law, administrators are given broad 
discretion regarding recommendations to hire and the 
assignment of new and existing personnel in their 
buildings/departments. 

Development of staff core competencies is continuous and 
occurs through a variety of means, including district sponsored 
training, release time of 4 hours per year for teaching staff to 
participate in individually chosen professional development 
training, the assignment of mentors to new teachers and a 
teacher salary schedule advancement program that encourages 
professional growth by accepting non-traditional professional 
development activities for salary schedule advancement 
purposes. 

Support staff also receives on-going training to refresh or 
enhance their professional skills.  In 2010 HSSD subscribed to a 
web-based training resource that is available to all employees.  
This resource provides video training with post-training 
assessments and certifications.  It enables the District to 
prescribe mandatory training for certain categories of employees 
but permits all employees to participate in other available 
training on a voluntary basis. 

5.2.a (4) HSSD manages its workforce capacity, ensures 
continuity and avoids or minimizes the need for workforce 
reductions through a comprehensive annual budget and staffing 
process that is closely aligned to key SP objectives.  Each winter 
principals and department leaders submit budget and staffing 
requests for the following fiscal year. Through a series of 
meetings with these leaders, the SL analyzes each request for 
alignment with the district’s strategic priorities, the cost of each 
proposal, the potential for yield on the investment of district 
funds and its short- and long-term impact on and alignment with 
the SP.  Budget requests are then prioritized and available 
district resources are allocated to the requests based on highest 
priority. An important part of the process is the analysis of 
staffing needs resulting from resignations or retirements, 
enrollment increases and new voluntary initiatives or state or 
federally imposed mandates. HSSD has avoided the lay off of 
teaching staff through this process. Retirements and resignations 
create the opportunity to realign staff resources with the minimal 
use of involuntary transfers or other actions that disrupt the 
workforce. HSSD also maintains its workforce capacity by 
aggressively competing for open enrollment students to increase 
state aid to the district. Students are attracted and retained 
through innovative and desirable educational programs such as 
Bay Port iAcademy, STEM Academy, IB program and CMEOs.   

HSSD has promoted itself within its own community and 
beyond through the creation of two professionally produced 
videos available for viewing on its website and distributed in 
DVD format.  These efforts have contributed to the District’s 
student enrollment increases while many districts have 
experienced declining enrollment.   

Capacity of the workforce is also maintained by its rigorous 
hiring process and the post-hire support given its new employees 
and the on-going professional development of its staff. 

5.2.b (1) Workforce health safety and security is maintained 
in many ways.  A safety committee consisting of members 
representing a cross-section of employee groups meets quarterly 
and works closely with risk management consultants provided 
by HSSD’s workers compensation and liability insurance 
carriers.  Incidents of work-related injuries have been 
successfully managed as evidenced by a recent worker 
compensation claim-trend history (Figure 7.4-15). 

A wellness committee exists to promote health and wellness 
activities throughout the year.  In 2010 a health risk assessment 
program (HRAP) was successfully implemented for HSSD’s 
non-represented employees, with 95 percent of these employees 
participating.  Through contract negotiations with its various 
bargaining units HSSD has offered to make the HRAP available 
to its unionized employees.   

A crisis management committee exists. Through its effort an 
up-to-date crisis management plan has been created and 
relationships with local emergency responders have been 
strengthened.   

An annual health fair is held to coincide with staff 
welcoming activities at the start of each school year. Employees 
and members of their household have a confidential employee 
assistance program (EAP) available to them at no charge. EAP 
data suggests that in most years the program is utilized in an 
amount approximating the expected use for the size of the HSSD 
workforce (Figure 7.4-16). 

Health, dental and disability insurance is available to 
qualifying employees with minimal to no premium contributions 
by employees. In addition to its own mandated contribution, 
HSSD pays the employee share of contributions to the state 
retirement program for most employees. 

5.2.b (2) HSSD supports its workforce through the policies, 
services, and benefits which it offers..  HSSD regularly meets 
with its five separate unions to negotiate wages, hours, and 
working conditions for employees represented by these unions.  
Through these periodic negotiations collective bargaining 
agreements are revised to balance the employees’ desire for 
improving wages and benefits with the HSSD’s desire to 
accommodate the desires of its employees in areas of wages and 
benefits while sustaining staffing levels and remaining fiscally 
responsible to its taxpayers.  Similarly, the compensation and 
benefits made available to non-represented staff, including 
administrators, are annually reviewed and modified as needed to 
provide competitive employee compensation and sustainable 
levels of benefits.  Administrative policies and guidelines are 
made readily accessible to employees through the District’s 
website.  Most employees receive a variety of paid leave 
benefits, including sick leave, emergency leave, funeral leave or 
bereavement leave and personal leave.  In addition unpaid leave 
opportunities are available to many categories of employees. An 
electronic employee portal exists through which an employee 
with District computer access may check his/her own leave 
balances, leave history, and update important personal 
information, such as address, telephone number, emergency 
contact information, etc. Full-time staff members receive quality 
health and dental insurance coverage for themselves and 
members of their immediate family with low deductibles and co-
pays and affordable employee premium contributions.  In 
addition, all full- time, and many part-time employees, receive 
paid life and disability insurance coverage.  For those employees 
who work the minimum required number of work hours per year 
to be eligible to participate in the Wisconsin Retirement System, 
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HSSD pays the employee’s required contribution to the state 
retirement account, in addition to HSSD’s mandated 
contribution obligations as the employer. Also, HSSD provides 
licensed professional certified employees with additional post-
retirement benefits consisting of continued group health and 
dental insurance participation and/or cash payout options.  
Worker compensation benefits are provided and an employee 
assistance program is available for most employees and their 
families. In 2010 an HRAP was made available to non-
represented employees and their spouses.  HSSD has offered this 
program to represented employees and is in discussions with 
union negotiators regarding represented employee participation 
in this program.  Teachers are rewarded for relevant professional 
development by advancement on the salary schedule and HSSD 
recognizes non-traditional professional development activities 
and experiences as eligible to qualify for salary schedule 
advancement.  HSSD complies with the state and federal family 
and medical leave acts and disabilities laws. 
6.0 Process Management 
6.1 Work Systems 

6.1.a (1) HSSD operates on a management by systems 
approach.  Each major department (TLC, PS, EP, HR and BSO) 
are responsible for researching best practices and incorporating 
those practices into the existing system.  HSSD uses external 
consultants to evaluate existing processes. On an annual basis an 
external CESA #7’s school improvement consultant meets with 

building leadership teams to review their SIPs.  This data-driven 
process ensures alignment with the district’s strategic plan and 
focuses on student achievement.  On a quarterly basis, these 
plans are further evaluated to ensure fidelity and progress.  In the 
spring of 2010, DMC conducted an evaluation of the district’s 
approach to directing resources to the most important learning 
objectives, along with identifying areas to maximize student 
learning targets.  DMC recommended the District complete an 
in-depth analysis of special education services to reduce the 
achievement gap and to identify and maximize resources. These 
innovative approaches improve the design of work systems and 
increase student learning.  Tregoe techniques are used to analyze 
and identify potential risks associated with internal and external 
solutions. External resources are used based upon evaluation of 
system capacity to provide the service.  An analysis of 
personnel, knowledge, space, financial impact, technology, time 
and capabilities is conducted by SL to determine the service 
provider.  

6.1.a (2) The District’s core competency and culture of 
continuous improvement (progressive programming, quality 
people and adequate resources) is aligned with the mission that 
students have the knowledge and skills to succeed as conditions 
change.   

The following table identifies how the HSSD uses key work 
processes to support continuous improvement of work systems.

Figure 6.1-1 Alignment with Core Competencies Continuous Improvement Model 
Key Work 

System 
Responsible 

Key Work 
Processes Steps in Design Steps to 

Innovate 
List Innovations or Improvements 

Made 
Key 

Suppliers/Partners Results 

Leadership 

 

Board 
Governance 

Process 

Board agreement, policy 
development, stakeholder 

feedback, adoption 

Research, video 
conferencing, 
consultants

Policy governance, broadcast 
meetings, linkages Carver Model 7.6 

Strategic 
Planning 

SWOT analysis, Tregoe 
Decision Process BNQP criteria SMART goals, key measures, aligned 

process (policies, budgeting, SIP), 4K Consultants 7.1 – 
7.5 

Communication 
Process (includes 

crisis 
management 

plan) 

Strategic planning 2005, 
committee, SMART 

goals, 

Research, 
consultants, 
conference 
attendance, 
community 

survey 

Logo, tagline, vision, mission, belief 
statements, webcasts, CONNECT ED, 
website development, marketing plan 
(video), signage (in school), coffee 
with the Superintendent, lunch with 
students, linkages, parent advisory 

council

Connect Ed 
Power School 

Donovan Solutions 
Silent H Studio 

Mail Haus 
Local Media 

7.2 & 
7.6 

Educational 
Programs 

and 
Teaching & 

Learning 

SIP Process 

Data analysis,  
developing SMART 

goals and action plans, 
progress monitoring 

Outside 
consultants, 

visits to best in 
field, research

SMART goals, formal monitoring, 
data walls, key measures, matrix, PLC 

CESA 7, Pearson, 
NWEA, Turnleaf, DPI, 

Richard Druschke 
7.1 

Curriculum 
Development 

Process 

Program review, 
development of power 

standards, resource 
adoption, assessments, 

professional development 

Curriculum 
mapping, data 

analysis 

Eclipse as a tool, guaranteed viable 
universal curriculum, Discovery Ed, 

reformed-based math curriculum, 
virtual education, IB, STEM 

Academy 

Eclipse Academic 
Systems, DPI, CESA 
7, Discovery Learning,  
Houghton Mifflin-
Harcourt, Kaplan,  
College Prep Math 

7.5 

PLC Process 

Team norms, answering 4 
corollary questions, data 

analysis, teacher 
collaboration, publish 
meeting minutes, PD 

Research, outside 
consultants, 

visits to best in 
field  

Common assessments, improved 
student learning 

Solution Tree, Dufour, 
et al model and 
resources, Adlai 

Stevenson HS, District 
96 (IL)

7.1 

Design for 
Learning 

Review status, surveys, 
technology team 

input/planning/ research 

Conf. with Ian 
Jukes 

Focus on learning, part of strategic 
plan, teaching/tech. audit, results 

driven
Stevens Group 7.5 

New Teacher 
Mentoring 

Process 
Compliance with PI 34 

Research, 
modification of 

collective 
bargaining 
agreement

Full-time mentor, new teacher 
seminars, personalized, customized, 

flexible 

Santa Barbara Model, 
DPI, 

CESA 7 
7.4 

Professional 
Development 

Process 

Data analysis, program 
review, gap analysis ILC My Learning Plan, PLA, mentoring 

system CESA 7, etc. 7.4 

Student 
Assessment 

Process 

Gap analysis, Data 
analysis Data Retreat 

Standards-based report card, common 
formative assessment, MAP, literacy 

assessment

NWEA, DPI, Fountas 
and Pinell, CESA, 

Pearson

7.1 & 
7.5  
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Pupil 
Services and 
Teaching & 

Learning 

Student Support 
Process (sped, 

GT, at-risk, ELL, 
etc.) 

Referral, review student 
data, interventions, 

PDCA 

Visiting best in 
class, special ed 

audit, 
consultants, 

research, 
attendance 
committee

RTI, virtual education opportunities, 
SAIL, accelerated learning, summer 
academy, poverty training, TRIBES, 
student mentoring, Insight program, 

comprehensive counseling, The 
Giving Tree 

CESA, DPI, Viterbo 
University, DMC 

7.1 & 
7.5  

Business 
Services 

Budget Planning 
Process 

Review of state 
requirements/budget, 

projections, data analysis, 
timeline, communication, 

administrative input 

Strategic Finance 
Committee, 
consultants, 

ASBO, WASBO 
conferences, 

BNQP (AWMP)

Priority determination, objectives, 
Three/Five year plan, Budget Book, 

Energy website, video, Budget forms, 
LEAN 

Alio, DPI 7.3 

Human 
Resources 

Hiring Process 

Testing, selection, 
interviews, reference 

checks, hiring, 
orientation 

Research TI, on-line background checks, 
customized on-line application 

Gallup, Skyline Tech, 
Intelli Corp, Prevea 
Workmed, D & K, 

WEA, ERC

7.3 & 
7.4 

Evaluation 
Process Cycle, timelines, forms 

Research, 
consultation/ 
collaboration

Criteria, self reflection, stakeholder 
feedback, Internal 7.4 

6.1.b (1) HSSD’s key work processes include: board 
governance, strategic planning, communication, SIP, curriculum 
development, design for learning, technology integration, new 
teacher mentoring, professional development, professional 
learning community, student assessment, student  
 

support, budget planning, hiring,  and evaluation as shown in 
Figure 6.1 – 1. 

Figure 6.1-2 outlines the student and stakeholder value 
created by each key work process along with student learning 
success, organization success and sustainability.

Figure 6.1-2 Impact of Key Work Processes 

Key Work Processes 
Impact of the Key Work Processes on: 

Student and Stakeholder 
Value Student Learning and Success Organization Success Sustainability 

Hiring Process & 
Evaluation Processes 

High quality teacher Correlation between teacher 
effectiveness and student success Retention of teachers HR budget 

Convenience, accessibility, 
information to online 

application 

Capacity to review more 
candidates Hiring the most talented fit HR budget 

High quality effective 
teacher Student success Teacher growth, 

development & retention 
Professional staff 
evaluation model 

Strategic Planning Provides clarity of direction Student targeted growth, 
improve student opportunities 

Closing the achievement 
gap, opportunities, meeting 

diversified learner needs 

Increased enrollment, 
stakeholder satisfaction, 

budget priority 

SIP Process Improved Student learning Student targeted growth, 
increase interventions 

Closing achievement gaps, 
meeting diversified needs Strategic plan alignment 

Budget Planning & 
Management 

Sustainable opportunities 
provide clarity of direction Sustaining learning programs Ability to provide resources 

to meet organizational needs Strategic plan alignment 

Curriculum 
Development & Student 

Assessment 

Guaranteed & viable 
curriculum, learning targets 

met 
Learning targets met Outperform comparables Curriculum teams and 

data retreats & analysis 

Professional Learning 
Community (PLCs) 

Improved student learning 
through differentiation 

Student targeted growth, 
increase interventions & 

extensions 

Closing the achievement 
gaps, meeting diversified 

needs 

Strategic planning 
alignment 

New Teacher Mentoring 
& Professional 
Development 

Highly trained staff Differentiated instruction, 
student needs met Outperform comparables 

Curriculum budget and 
core competency 

alignment 

Communication Provides clarity of direction Informs stakeholders of 
progress/programs 

Informs public of progress 
and programs 

Essential element of 
successful organization 

Student Support systems 
(Pupil services, GT, etc.) 

Meets diversified needs of 
each student Learning targets met Program variety 

Federal and state dollars, 
closing achievement gap, 

strategic plan 

Board Governance Provides operating 
parameters Monitors progress 

Ensures efficiency and 
effectiveness (keeps focus at 

high level) 
Board leadership 

Design for Learning 21st century skill 
development 21st century skill attainment Student proficiency Strategic plan focus 

 
The new teacher mentoring process supports the various 

stakeholders by providing coaching to ensure highly-trained 
teachers in all classrooms.  Student learning is enhanced since 
teachers receive support from a certified full-time teacher 
mentor.  In 1998, the new teacher program began as an after-
school program that met once per month.  In 2005, this key work 

process was redesigned, to one which is unduplicated in the 
state, in order to meet PI-34 requirements.  HSSDs program goes 
well beyond minimal requirements as it allows for classroom 
observation, feedback and support in the critical early years of a 
teacher’s career. The process aids teachers in developing their 
DPI required PDP.  By “growing our own,” students receive 
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consistent curriculum delivery and are assessed in a consistent 
manner, which enhances student achievement. By retaining new 
teachers, the need to replace teachers due to job dissatisfaction is 
decreased.  This benefits both students and taxpayers.  Over the 
past five years, approximately 133 new teaching staff have been 
hired while student achievement has not declined; in fact, it has 
improved. During this period, 120 or 90.23 percent have been 
retained. 

6.1.b (2)  The strategic plan is a driving force in identifying 
student and stakeholder needs.  Each building’s SIP is designed 
to address student learning gaps in reading and mathematics.   
The Key Work Process Requirements figure 6.1-3 illustrates the 
PDCA cycle incorporating input from students, stakeholders, 
partners, clients and collaborators. Input is gathered through 
linkages and surveys. 
Figure 6.1-3 Key Work Process Requirements 

Key Work Process Requirements 
P Clear purpose, proper training, cycle time, long-

term performance,  costs 

D
oc

um
en

ta
tio

n 

D Time to practice, safety, variability, implement, 
deploy 

C Measurement, efficiency, agility, 
maintenance/sustainability,  monitoring 

A Affirming, changing delivery process 
 

Prior to 2008, the BCT process served as the gatekeeper for 
individual student achievement.  Each team reviewed student 
data and made recommendations on how to better support 
student learning.  PLC time was implemented district-wide in 
2008.  This became a primary opportunity for collaborative 
teacher time to have data-driven conversations about students 
and their learning.  This 45-minute block of time, which is 
embedded within the teacher workday on a weekly basis, has led 
to deeper teacher conversation about learning through a 
systematized work process by focusing on the four PLC 
questions: 
1) What do we want students to know and be able to do?  
2) How will we know if they know it?  
3) What will we do if they don’t?   
4) What will we do if they do? 
It became apparent that answering question two is the most 
critical to improving student achievement.  Over the past three 
years, teachers have developed common assessments as part of 
the PLC initiative.  The PDCA cycle of continuous review, 
refinement and development of common assessments is 
embedded in daily practices.  The data gathered through this 
process is used by teachers to further engage students in learning 
and meeting targeted growth. 

6.1.c  Emergency Readiness 
The revision and monitoring of the district’s emergency plan in 
2007 serves as the basis for the district’s response to various 
emergencies.  The plan was revised to include security 
requirements due to new federal standards.  In addition to fire 
and severe weather drills, intruder drills were added at the 
building level.  The Emergency Response committee updates the 
plan every three years and modifies it based on national, state or 
local conditions such as the requirements for a pandemic 
outbreak.   

HSSD developed a safety committee in 1999.  The 
committee meets quarterly throughout the school year and 
reviews worker compensation claims, new safety standards and 
preventative processes.  Local fire, police and workers’ 

compensation carrier representatives, along with district 
personnel, comprise the committee. 

Each building principal has identified an alternate location 
to which students would be moved in the event of an emergency.  
The bus company, working with local public safety officials, has 
also identified alternate staging areas.   

Connect-Ed, a digital messaging tool, serves as the vital 
communication link to parents when an emergency situation 
requires notification.  Building principals, secretaries and other 
administration have been trained in the use of this tool.  
Messages can be delivered in a matter of minutes to all parents 
and staff. 

Continuous improvement efforts were achieved through the 
development of an emergency preparedness plan and the 
creation of a safety committee to continuously update, and 
communicate plan changes for deployment throughout the 
district. 
6.2 Work Processes 

6.2.a Work Process Design  The strategic planning and 
school improvement processes best determine the steps for work 
processes by setting goals, determining strategic initiatives and 
putting action plans in place to meet any gaps in the identified 
requirements.  SIPs must be based on best practices, review of 
current educational literature and the utilization of technology to 
assist in the delivery of the plans.  SL monitors action plans 
quarterly to ensure progress is being made throughout the year.  
Within buildings, principals monitor and conduct mini-data 
sessions throughout the school year.  In addition, SL 
communicates performance monitoring reviews of key 
indicators related to strategic planning. 

Figure 4.1-4 illustrates the planning method used in the 
design of action steps to meet the key requirements. A 
performance monitoring review of key measures form serves as 
an action planning tool connecting PDCA steps to various key 
questions during monitoring reviews. During reviews, important 
questions are asked and responded to (Figure 4.1-4).  
Organizational agility is necessary to make efficient changes in 
various situations. Agility is readily noticeable as it relates to 
intervention approaches for individual students. 

In 2010, HSSD began assembling groups to analyze 
processes to apply LEAN concepts in order to innovate future 
processes.  Process mapping and analysis includes cycle time 
tracking, cost control/sustainability and efficiency.  In 2010, the 
P.O. process was analyzed with a goal of reducing cycle time by 
40 percent.  Such work has begun to change our administrative 
team’s paradigm as it relates to developing, implementing and 
changing processes (Figure 7.3-12). 

Many key work processes rely upon technology to innovate 
or respond quickly to changing requirements.  Recent 
technology- driven processes include the inception of Inform to 
store and manage key student performance data. A partnership 
was established with Kaplan to launch an online learning 
program to better meet student needs and retain students. 
6.2.b  Work Process Management 

6.2.b (1)To ensure that processes are implemented properly, 
HSSD relies on clearly stated objectives, defined process 
requirements and expected results.  In addition, it is essential to  
train people and provide appropriate designated support within 
the district to ensure the proper impact of such processes  
(Figure 6.1-2). Through the creation of action plans the 
deployment of new systems take place. Timelines are identified 
and implementation steps are documented and monitored. 
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Contingent on the magnitude of the event, the PDCA cycle may 
be utilized multiple times throughout one initial deployment.  It 
then recurs as part of a continuous improvement cycle to 
constantly refine processes. 

Smaller scale changes may take place through policy 
changes, memos, e-mails, handbooks and/or newsletters.  Input 
gathered from students, stakeholders, suppliers, partners and/or 
collaborators via conversation, surveys, linkages, board meetings 

and electronic feedback of data is utilized by SL to evaluate 
efficiency and effectiveness of systems. Such feedback 
influences decisions made by the HSSD administrative team to 
continuously improve systems. It is essential that work processes 
are easy to use, agile, sustainable and results oriented.  Key 
performance measures found in figure 6.2-2 below are evaluated 
by SL. 
 

 
Figure 6.2-2 Key Work Performance Measures 

Key Work Processes 
 

Key Work Process Measures Results 

Strategic Planning Vision and mission alignment, action plan results 7.1 – 7.5 
Hiring Process TI results of candidates hired 7.4 
Evaluation Process Level of proficiency within domain, components, & elements 7.4 
SIP Process Percent of students reaching reading, math and other learning targets 7.1 
Curriculum Development Process Guaranteed and viable curriculum with clear benchmarks and articulation 7.5 

Budget /Financial Planning & 
Management Process 

Fund balance, comparative cost per member, mill rate, substitute costs 7.3 
Wellness participation 7.4 
Bandwidth, energy usage, system uptime, free & reduced students 7.5 

Communication Process  Efficiency and feedback from customers 7.2 & 7.6 
Mentoring Process Teacher evaluation 7.4 
Professional Development Process Student assessment data 7.4 
Student Assessment Process Growth in learning 7.1 & 7.5  
Student Support Process  Students meeting learning growth targets 7.1 & 7.5  
Board Governance Process Board self-evaluation 7.6 
Design for Learning Technology instructional integration and problem solving 7.5 

6.2.b (2) Incongruence related to work processes is limited 
through professional development, clearly defined benchmarks, 
common assessment and administration’s oversight, ensuring 
that work processes and student outcomes are congruent with 
predefined protocols. Through the establishment of common 
curriculum, pacing, requirements for literacy, math instruction 
and differentiation; fidelity to defined best practice is 
maintained. It is the role of the principal to monitor actions 
carried out to these ends.  Some examples include: utilizing the 
prescribed approach to the district’s balance literacy program 
and implementing math programming as prescribed.  Common 
assessment measures include Running Records, MAP and 
district common assessments along with common 
textbook/resource adoptions. These too are components of 
process congruence.  PLC meetings and building culture also 
assist in continual communication to improve practices resulting 
in enhanced student learning. Classroom walkthroughs are 
utilized to aid in monitoring.   Through the teacher 
observation/evaluation system, principals verify that program 
requirements are being met. Monitoring of student growth takes 
place formally, and variability trends in growth are analyzed.   
Also, the district invests in teacher training at a summer 
academy and throughout the school year in order to foster 
continuous improvement and ensure common 
understanding/practice. 

Operationally, regular training of maintenance, custodial, 
business office, aquatic center, IT and food service staff takes 
place to ensure that proper procedures are known and 
implemented. Monitoring by supervisors/managers takes place 
to ensure district standards are met and both formal/informal 
inspections are a regular part of work processes. Beginning in 
2010, HSSD began focusing on stabilization, standardization and 
simplification of processes through LEAN practices and began 

examining and adapting organizational processes to better meet 
such criteria. One example of standardized processes is 
illustrated with the district’s practice for technology purchasing 
and installation.  All major purchases not only are screened, but 
also must align with the district’s overall technology plan.  
HSSD also conducts an external audit of financial records on an 
annual basis.  Findings are reported to SL and BOE.  Actions are 
taken to correct processes.  Progress on process implementation 
is monitored through key measures and reported both at weekly 
SL meetings and monthly administrative team meetings.    

6.2.c Work Process Improvement  Alignment with 
District initiatives drives work  process improvements.  The 
methodology utilized to improve processes throughout the 
organization, both in learning and operations, is a Plan, Do, 
Check, Act (PDCA) framework. The planning stage can be 
outlined as follows: identify an issue or area for improvement, 
define what specifically needs to be improved, identify the data 
that shows the need and identify those involved/customers.  
With the input and participation of a variety of stakeholders, 
action plans are developed.  Such plans consider and identify 
resources, capacity, implementation plans, monitoring data and 
identification of those responsible. HSSD couples this process 
with our LEAN management system which was implemented in 
2010. The LEAN process provides HSSD with a formal 
mechanism to support our PDCA cycle and cause for deeper 
analysis of processes to reduce variability. This creates systems 
which are stabilized and standardized while improving 
efficiency and effectiveness.  The action step phase or “do” 
portion entails a detailed deployment of defined steps.  The 
leading indicator is clearly defined as is the particular data 
source.  In the “check” stage, the following questions are 
resolved.  Was the target goal achieved? Is the data source valid 
and reliable? How are we doing over time? How do we measure 



Application for Wisconsin Forward Award January 2011  35 

 

up to our comparables? The “act” stage defines whether or not 
the current course is maintained or adjustments are to be made, 
as well as redefines the action plan as appropriate. The future 
reporting frequency, target goal and action plan continue to be 
carried out.  The PDCA cycle takes place throughout HSSD.  
One example is the annual SIP cycle where schools identify 
needed areas for improvement at a two-day data retreat.  Plans 
are created, checked, deployed and monitored. Principals display 
a data wall at each site directly related to SIP in order to be as 
transparent as possible and keep the data in front of the staff.  
Through this cycle tangible results continue to be measured and 
realized throughout HSSD. 

Best work processes related to student achievement are 
identified through assessment analysis during PLCs, admin. 
meetings and data retreats.  These processes are analyzed and 
replicated in order to achieve improved results.  Organizational 
processes that impact multiple sites are identified and action 
plans are carried out in order that changes are made across the 
organization.  Building leaders are instrumental in 
communicating and verifying changes. 
7.0 Results 
7.1 Student Learning Outcomes 
7.1.a  Student Learning Results 

HSSD’s mission is to work together with families and 
community so that students have the knowledge and skills to 
succeed in a changing world.  This statement is supported 
through HSSD’s goals, policies, strategic initiatives, SIP, 
academic achievement, citizenry, and overall continuous 
improvement.  HSSD performs well above state averages in all 
areas of academic assessment and is among the top performing 
districts in Northeast Wisconsin and peer school districts.  HSSD 
also utilizes ROI data to determine “education value” and ranks 
in the top 2 percent in the state.  For purposes of comparison, 
HSSD utilizes state, peer (local similar sized – highest 
performing districts), aspiring (state--similar sized highest 
performing districts), and national (previous BNQP recipients) 
comparisons where possible.  Figures 7.1-1 through 7.1-4 show 
state assessment (WKCE) results, as well as other comparative 
student data, such as ACT.  The high performance of HSSD in 
multiple areas over time illustrates its core value of continuous 
improvement.  

As the chart shows, HSSD students outperform peer 
districts and the state in both reading and mathematics, while 
striving to improve to the level of aspiring districts.  The 2007-
09 state proficiency target for reading was 74 percent proficient 
and advanced.  The 2007-09 state proficiency target for 
mathematics was 58 percent proficient and advanced.  These 
targets increase to 80.5 percent for reading and 68.5 percent for 
math for the 2010-11 school year.  
Figure 7.1-1 WKCE Data (All Students) 

READING 
Combined Grades  
(3, 4, 5, 6, 7, 8, 10) 

Percent Proficient and Advanced 

MATHEMATICS 
Combined Grades  
(3, 4, 5, 6, 7, 8, 10) 

Percent Proficient and Advanced 
 Year  Year 
 09 08 07  09 08 07 
HSSD 92 91 93 HSSD 89 88 88 
STATE 82 81 82 STATE 77 77 74 
PEER  89 88 88 PEER  88 88 87 
ASPIRING 92 92 93 ASPIRING 92 92 92 

 
 
 
 

Figure 7.1-2 WKCE SWD Data 
READING SWD 
Combined Grades  
(3, 4, 5, 6, 7, 8, 10) 

Percent Proficient and Advanced 

MATHEMATICS SWD 
Combined Grades  
(3, 4, 5, 6, 7, 8, 10) 

Percent Proficient and Advanced 
 Year  Year 
 09 08 07  09 08 07 
HSSD 56 54 59 HSSD 55 54 49 
STATE 46 46 47 STATE 45 44 42 
PEER  55 54 56 PEER  59 58 56 
ASPIRING 66 64 65 ASPIRING 67 64 63 

 
HSSD measures student learning utilizing MAP data for 

reading and math in grades two through eight.  This 
systematized approach of utilizing began in 2009-10.  Although 
state and local comparative data is not available, HSSD rates 
students based on the mean of the national average and also 
expects that each student meet or exceed his/her targeted growth 
each school year.  Figure 7.1-3 illustrates HSSD’s 2009-10 
performance. 
Figure 7.1-3 MAP Data 

MAP Results 2009-10 
Grades 2-8  Targeted Growth Met or 

Exceeded 
At or Above Standard 

Reading 61.7% 73.9% 
Mathematics 70.4% 76.9% 

 
HSSD students outperformed the state and are comparable 

to their local peers.  HSSD is on track to reaching its goal of an 
average score of 24 by 2011, which is at the aspiring districts’ 
average.  When comparing to BNQP recipients, HSSD compares 
favorably. 
Figure 7.1-4 ACT Scores 

 2009 2008 2007 
HSSD 23.1 22.8 22.8 
STATE 22.0 22.0 22.3 
PEER  23.2 22.7 22.8 
ASPIRING 24.0 22.2 23.0 
NATION 21.1 21.1 21.2 
BNQP 23.1 22.7 23.0 

 
The growth in the percentage of students taking AP tests in 

HSSD significantly outpaces the state and peer districts.  This 
data supports the goal of having all students take at least one AP 
course during their high school career.  Since this goal was set, 
HSSD participation has increased by five percent and average 
scores have decreased by 14 percent.   
Figure 7.1-5 Advanced Placement Data 

Advanced Placement 
 2010 2009 2008 
 % 

Took 
Test 

Age Score 
3 or better 

% 
Took 
Test 

Age Score 
3 or better 

% 
Took 
Test 

Age Score 
3 or better 

HSSD 15.2 68.5 10.6 76.1 10.2 82.3 
STATE 8.8 67.9 8.4 66.3 7.8 67.7 
PEER  10.7 74.8 10.7 74.9 8.9 72.4 
ASPIRING 18.0 80.1 18.1 80.1 16.7 74.7 
NATION NA 58.0 NA 58.9 NA 57.7 

 
HSSD hosts a Summer School program for six weeks each 

summer.  Students participate in enrichment classes of varied 
interest, high school courses for remediation or accelerated 
credit, and other literacy/math skill development options. The 
graph in Figure 7.1-6 shows participation as a function of annual 
full-time equivalency units of student enrollment and 7.1-7 
indicates the number of credits accumulated by high school 
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students.  Comparable data for high school credit gained during 
summer school is not available. 
Figure 7.1-6 Summer School Data 
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Figure 7.1-7 Summer Academy & Credit Recovery 

 
 

Through strategic planning and innovation HSSD has 
defined the development of CMEOs to provide more learning 
options for students. Student participation has increased by 4.8% 
from 2008-09 to 2009-10. No comparable data is available to 
benchmark with.   
Figure 7.1-8 CMEO data 

Customized Modular Education 
Year % Student Participation 

2009-10 10.1 
2008-09 5.3 

 
HSSD is also in the process of incepting an IB Diploma 

program and will track the number of graduates beginning in 
2013.  Selected comparable districts currently do not have such 
programming. 

The DFL plan calls for technology to be infused in core 
areas.  Professional development plays a key role in 
transforming classrooms from a traditional model to a 21st 
century model that uses technology to support collaborative, 
student-focused work.  Students are expected to demonstrate 
proficiency by the end of grade 8.  HSSD’s composite score 
exceeds the level of proficiency determined by Learning.com. 
Learning.com results are: 
Figure 7.1-9 Technology Proficiency 
 Average Score* 

HSSD Global 
Gr. 6 & 8 327 305 
Gr. 4 330 292 
*300 is proficient 

 

Sixty-four percent of 6th and 8th grade students are proficient 
in technology skills while seventy-five percent of 4th grade 
students are proficient. 
Figure 7.1-10 % of Technology Proficiency 

Grade % Proficient 
Gr. 6 & 8 64% 
Gr. 4 75% 

 
The SP calls for the development and implementation of 

solutionist activities. Solutionist activities are “real world 
problems that require the application and understanding of 
research, technological, interpersonal and collaborative skills.  
Project-based units were written this summer and are being 
piloted during this school year and next.  

The FYGPA criterion of 2.67 was chosen as a college 
readiness indicator by the College Board because it represents a 
B- at most colleges and seems appropriate and sufficiently 
rigorous when considering academic success of freshmen. In 
addition, college success is deemed to be graduation within six 
years. 
Figure 7.1-11 Freshman Year GPA  

Bay Port High School Freshman Class  
Grade Point Average 

Class of: Enrollment Composite GPA 
2013 411 2.92 
2012 404 2.91 
2011 430 2.83 

 
Figure 7.1-12 Bay Port Average GPA 

Bay Port High School  
Grade Point Average 

Year Enrollment Composite GPA 
2010 NA NA 
2009 1682 2.82 
2008 1639 2.86 

 
HSSD graduation rates fluctuated more than aspiring or peer 

districts over the past 3 years. 
Figure 7.1-13 Graduation Rate 

Graduation Rates
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Beginning in 2011-12 HSSD will begin the IB Diploma 

Program and will begin to track the number of diploma 
graduates.  The class of 2013 will be the first group. 
7.2 Customer-Focused Outcomes 
7.2.a. Student and Stakeholder-Focused Results 

7.2.a (1) A maxim is “students don’t care what you know 
until they know you care.”  Student satisfaction with school is 
determined in large part on whether they perceive that it’s a 
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caring place to attend.  The HSSD administers the Search 
Institute Developmental Asset Survey to 6-12 grade students.  
One of the Asset areas is “support” and has questions related to 
“caring school climate.”  The longitudinal data below shows 
how more than 2,300 HSSD students responded to this question 
area in 2009 v. 2006; results can also be compared to the nation 
as indicated in the “202 Search” Column: 
Figure 7.2-1 Developmental Asset Survey Results 

Caring school climate Search 
202 

HSSD HSSD 
2009 2006 

29% 45% 26% 
 

Public education is a publicly funded and “service-based” 
profession.  Therefore, it is necessary to gauge stakeholder 
perceptions relative to satisfaction with programs and service(s) 
rendered.  In the March of 2008, the District surveyed the 
community.  Over 900 respondents participated, including 621 
community members.  The final survey question was: “How 
satisfied are you with the Howard-Suamico School District?”  
The community’s results are as follows: 
Figure 7.2-2 Community Input Survey 
  Count Percentage 

Very Satisfied  198 31.88 

Satisfied  279 44.92 

Not Too Satisfied  52 8.37 

Extremely Unsatisfied  6 0.96 

No Opinion/No Response  86 13.84 

Total 621 99.97 
 

A Public Complaint and Concerns form is available 
through the District Office and on the website.  The process 
outlined in the form calls for a prompt response and handling of 
complaints.  In 2009-10 there were zero referrals.   

The HSSD compares very favorably to the most recent 
Gallup Phi Delta Kappa Public Opinion Poll on the “Public’s 
Attitudes toward the Public Schools.”  The table above suggests 
that of those who responded (i.e. not including the “No 
Opinion/No Response” selection), 89 percent indicated that they 
were “Very Satisfied” or “Satisfied” with the school district.  
When compared to the table below, this exceeds the national 
average by *40 percent. 
*Figure 7.2-3 National Satisfaction with Schools 

 
 

Correspondingly, the high school conducts graduate follow-
up surveys at the eighteen month mark following 
commencement.  The data below reflects an increase in graduate 
satisfaction when comparing those who responded that their 

preparation for life beyond high school was “Excellent” or 
“Good.” 
Figure 7.2-4 18-Month Post-Graduate Survey 

0
8 

Ex. 
79 = 
33.5% 

Good 
86 = 
36.4% 

Ex. + 
Good 

69.9% 

Avg. 
38 = 
16.1% 

Below 
Avg. 
6 = 
2.5% 

Needs 
Improv 
5 = 2.1% 

No 
Resp 
22 = 
9.3% 

0
6 

Ex. 
42 = 
22.6% 

Good 
82 = 
44.1% 

Ex. + 
Good 

66.7% 

Avg. 
36 = 
19.4% 

Below 
Avg.  
5 = 
2.7% 

Needs 
Improv 
3 = 1.6% 

No 
Resp 
18 = 
9.7% 

 
Correspondingly, the high school conducts an annual senior 

student exit survey.  One question focuses on stakeholder 
satisfaction from a student perspective, asking “Did you have a 
positive learning experience at Bay Port High School.  The class 
of 2009 results (based on 348 responses) is below.  Ninety-one 
percent of the seniors answered in the affirmative, suggesting a 
high rate of satisfaction. 
Figure 7.2-5 Senior Survey 

 
 
The above results compare favorably to the most recent 

BNQP winner, Montgomery County Public Schools (MCPS).  
For example, MCPS receives favorable ratings from parents and 
students in measures of general satisfaction. Specifically, MCPS 
parent satisfaction ranged from 79.7 to 86.7 percent, compared 
to a national comparative average of 54 percent from 2005 to 
2010. 

High attendance rates are indicative of student satisfaction.  
The District’s most recent School Performance Report Data 
reflects a high level of student satisfaction compared to peer, 
aspiring and state comparables. 
Figure 7.2-6 Student Engagement 

 Nation HSSD HSSD 
  2009 2006 
Student 
Engagement 

55% 69% 62% 
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HSSD enrollment is increasing faster than peer or aspiring 
districts. 
Figure 7.2-7 Enrollment Trends 

Three Year Enrollment Trend
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Economically disadvantages student populations have 

increased in the state of Wisconsin.  Percentage of free and 
reduced students has increased from 11 percent to 19 percent in 
HSSD, while peer and aspiring district students have increased 
slightly.  BNQP winners have significantly higher number of 
economically disadvantaged students. 
Figure 7.2-8 Economically Disadvantaged Students 
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The ethnic makeup of peer, aspiring and HSSD are 

relatively similar. 
Figure 7.2-9 Ethnicity Percentages 
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HSSD attendance data shows outpaces peer and aspiring 
districts and is improving over time. 
Figure 7.2-10 Attendance Rate Percentages 
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HSSD truancy rates have declined from over 2 percent 

truancy to less than 1 percent.   
Figure 7.2-11 Truancy Rate Percentages 
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Suspension rates for HSSD have remained relatively stable. 
Figure 7.2-12 Suspension Rate Percentages 
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The local trending data related to satisfaction over the past 

three years has consistently shown HSSD stakeholders in the 
high 80 percent to low 90 percent range.  

7.2.a (2) Stakeholder engagement is essential to the 
sustainability of our people, programs and services.  Positive 
engagement is part of the reason that the HSSD has twice been 
named as part of the greater Green Bay area’s recognition as a 

Aspiring 
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Community of Promise in Colin Powell’s national America’s 
Promise Campaign.  The award recognizes the top 100 
communities in the nation for raising children based on a 
demonstrated commitment to “the Five Promises”: Caring 
adults, Safe Places, A Healthy Start, An Effective Education and 
Opportunities to Help Others.  

Students complete the Search Institute Asset Survey to 
measure their acquisition of internal and external assets, or 
building blocks for becoming healthy, principled, caring 
community members.  The following figure shows the upward 
trend in our district compared to the 2006 baseline and the 
national comparative data: 

One of the best measures of engagement is the percentages 
of students involved in extra-curricular activities in the areas of 
academics, athletics and music.  In particular, these foster a 
sense of solidarity within the school community and are primary 
means of attracting community stakeholders into the school 
facilities during competitions, contests, etc.  The data below 
shows how the HSSD compares to its aspiring districts in 
Wisconsin: 
Figure 7.2-13 Extra-Curricular Engagement 

Extra-Co-Curricular Activities 
Howard-Suamico 

2009-10 Compared to Selected Districts  
Summary - All School Types Combined 

    

Total Fall 
Enrollment  
Grades 6-

12** 

Pupils 
Participating 

Participation 
Rate 

Howard-
Suamico 

Academic 2,928 1,065 36.4% 
Athletic 2,928 1,234 42.1% 
Music 2,928 487 16.6% 

Germantown 
Academic 2,298 867 37.7% 
Athletic 2,298 1,063 46.3% 
Music 2,298 228 9.9% 

Hamilton 
Academic 2,307 1,156 50.1% 
Athletic 2,307 1,134 49.2% 
Music 2,307 720 31.2% 

Kettle 
Moraine 

Academic 2,526 928 36.7% 
Athletic 2,526 1,015 40.2% 
Music 2,526 314 12.4% 

New Berlin 
Academic 2,720 1,257 46.2% 
Athletic 2,720 1,135 41.7% 
Music 2,720 738 27.1% 

 
A key strategic planning measure is pairing every student by 

9th grade with an adult mentor.  A fall 2010 audit poll of 408 7th 
grade students revealed that 94 percent have a mentor to support 
and coach them in their career planning pursuits.  Internal 
stakeholders (i.e. employees) are critical in shaping a culture and 
climate focused on continuous improvement.  The District 
administers a DPI survey every spring to gauge stakeholder 
engagement and relations.  The results on a five point scale (with 
5 being the highest) are consistently favorable as evidenced in 
Figure 7.2-14. 
 

Figure 7.2-14 Strategic Focus 
I feel: 2010 2009 2008 2007 
like I belong at this school  4.32 4.37 4.34 4.25 
that staff care about me  4.26 4.29 4.23 4.23 
recognized for good work 3.65 3.78 3.55 3.58 
intrinsically rewarded for 
doing my job well 4.25 4.3 4.08 4.11 

I work with people who:   
treat me with respect 4.31 4.34 4.18 4.13 
listen if I have ideas about 
doing things better 4.06 4.12 3.99 3.94 

 
My Administrator: 

  

treats me with respect 4.25 4.34 4.21 4.15 
supports me in my work 
with students 4.14 4.17 4.12 4 

supports shared decision 
making 4.01 4.04 3.92 3.83 

allows me to be an 
effective instructional 
leader 

4.17 4.22 4.17 4.1 

I have opportunities to:   
develop my skills 4.07 4.25 4.1 4.1 
think for myself, not just 
carry out instructions 4.18 4.3 4.25 4.18 

Average 4.14 4.21 4.10 4.05 
 

A strong indicator of stakeholder relationship building and 
engagement is the growing number of volunteers serving in the 
schools. Five years ago the district did not have an official count.  
Since hiring a part-time Volunteer and Community Involvement 
Coordinator in 2006, the District’s data base has swelled to 
2,000 approved volunteers, 106 of whom are 65 or older. An 
internal audit conducted in 2010 revealed that 16,400 hours were 
contributed last year which is equivalent to $295,200 when 
calculated at $18 per hour. 

HSSD provides a desirable market for parents and students 
as evidenced by increasing open enrollment numbers. 
Figure 7.2-15 Open Enrollment Trends 

Student Counts:  Open Enrollment 
 2008-09 2009-10 2010-11 
In 92 160 226 
Out 61 61 98 
Net 31 99 128 

 
The Giving Tree is a district-supported food pantry that was 

started in August 2008 by district staff.  The mission of the 
Giving Tree is:  Branching out into the community to provide 
basic needs and resources to families in need with children in the 
Howard-Suamico School District.  The Giving Tree provides 
resources for students in the HSSD to enable them to participate 
in educational opportunities and school events.  These efforts 
will give our students the confidence to excel into enthusiastic 
learners, and ultimately, become productive citizens of our 
community.  
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Figure 7.2-16 The Giving Tree Outreach 
Registered; 2010 2009 2008 
Families 152 121 55 
Adults 216 182 83 
School Age Children 310 238 127 
Preschool Children 45 39 35 
Infants 5 7 1 

 
7.3 Budgetary, Financial and Market Outcomes 

7.3.a (1) Budgetary Financial and Market Results HSSD 
provides students and the community with high academic results 
while spending at the 5th lowest (out of 426 districts) in the state 
of Wisconsin.  HSSD uses benchmarks to monitor its budget, 
fiscal outcomes and risk management.  Under the policy 
governance model, a Budget/Financial Planning and 
Administration monitoring report (EL-7) is provided to the BOE 
three times per year.  EL-7 contains 16 predetermined 
benchmarks.  The BOE monitors these performance benchmarks 
for compliance and sustainability.  Fiscal and academic 
benchmarks are also reported on a yearly basis to the community 
through the published annual budget book, a 223-page document 
that follows ASBO budget guidelines.  HSSD has won ASBO’s 
meritorious budget award 13 times.  Nationwide there were 118 
recipients of this prestigious award in 2009-10. 

Comparative cost per member (CCPM) is a key benchmark 
used to make meaningful comparisons among districts.  This 
measure accounts for costs directly associated with serving 
students and excludes transportation, capital and debt.  HSSD’s 
CCPM is 15.8 percent below the state average, 11.0 percent 
below peer districts and 6.6 percent below aspiring districts.  
HSSD is an academically high performing school district (7.1) 
with a very low cost per member. 
Figure 7.3 -1 2009-10 Comparative Cost per Member  

2009-10 Budget Comparison 
 CCPM % Compared to HSSD 
HSSD 9,038  
STATE 10,465 15.8% 
PEER 10,030 11.0% 
ASPIRING 9,632 6.6% 

 
Figures 7.3-2 and 7.3-3 shows that HSSD’s spending trend 

is comparably less than the state, peer and aspiring districts for 
2008-09 and 2007-08.   
Figure 7.3 -2 2008-09 Comparative Cost per Member  

2008-09 Actual Comparison 
 CCPM % Compared to HSSD 
HSSD 8,450  
STATE 9,957 17.8% 
PEER 9,133 8.1% 
ASPIRING 9,222 9.1% 

 
Figure 7.3 – 3 2007-08 Comparative Cost per Member 

2007-08 Actual Comparison 
 CCPM % Compared to HSSD 
HSSD 8,674  
STATE 9,580 10.4% 
PEER 8,836 1.9% 
ASPIRING 8,994 3.7% 

 
 

The total revenue that the HSSD has to direct toward 
educational goals is significantly less than state, peer and 
aspiring district averages.  The HSSD has to operate with a 
greater degree of efficiency to provide services that support high 
student academic achievement.  On average, peer, aspiring and 
state districts receive 11% more in revenue than the HSSD. 
Figure 7.3-4 Comparative Revenue per Member 
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In 1997-98, the HSSD had a fund balance of less than $1.5 

million amounting to less than 5 percent of revenue.  The level 
of fund balance was not sufficient to avoid short-term borrowing 
and resulted in interest expense.  Through purposeful strong 
management practices, the District increased fund balance to 
27.11 percent of revenues by 2009-10.  Board policy requires 
fund balance to be maintained at a minimum of 5 percent of 
revenues.  Figure 7.3-5 shows fund balance increasing from $1.5 
million in 1997-98 to $14 million by 2009-10, which is 24 
percent of expenditures.  Figure 7.3-5 shows working capital 
reserves increasing from $1.5 million to $5 million during the 
same period. 
Figure 7.3-5 Fund Balance History 

Fund Balance History
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The state average of fund balance is approximately 16 

percent of expenditures from 2007-08 through 2009-10.  During 
this same time frame, fund balance for peer and aspiring districts 
averaged 17 percent, while HSSD has achieved an average fund 
balance of 24 percent.  The HSSD has prepared for unexpected 
expenditures, strengthened our bottom line and increased our 
bond rating due to our fund balance practices. 
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Figure 7.3-6 Fund Balance Comparables 
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The purposeful action of increasing fund balance has 
systematically reduced the need to short-term borrow.  In 2004-
05, HSSD borrowed $4.5 million.  By 2008-09, the District 
eliminated all short-term cash flow borrowing. 
Figure 7.3-7 Short-Term Borrowing 

 
 
Return on investment (ROI) is a performance measurement 

used to evaluate the academic efficiency of the taxpayers’ 
investment.  The ROI benchmark is used to drive improvements 
in student achievement and operational performance.  Based on 
ROI information, the HSSD provides a higher degree of 
efficiency compared to peer and aspiring districts.  ROI is 
derived from total current education cost (TCEC) per member 
and the combined WKCE score.  A low TCEC cost and a high 
combined score results in the taxpayers receiving a greater ROI. 
Although aspiring districts achieve at a slightly high level their 
TCEC is significantly higher than HSSD.  HSSD has achieved 
an ROI of 19.58 providing the best ROI compared to peer and 
aspiring districts: 
Figure 7.3-8 Return on Investment 
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Beginning in 2001-02, a portion of year end undesignated 

fund balance was allocated toward other post-employment 
benefit (OPEB) funding.  In 2004, a special revenue trust fund 
(Fund 73) was created to segregate OPEB.  A strategic decision 
was made to fully fund the annual required contribution (ARC) 
within the budget process to be fiscally responsible and to 

reduce the long-term liability.  HSSD is one of 17 districts in the 
state to fully fund the OPEB liability on a yearly basis currently 
at $3 million per year.  HSSD is accumulating approximately $1 
million per year in the trust fund and has a reserve of 
approximately $6 million. 
Figure 7.3-9 OPEB 
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The comparative mill rate for the HSSD has been 

consistently less than the state average, peer and aspiring 
districts.  
Figure 7.3-10 Comparative Mill Rate 
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HSSD has implemented cost savings measures to sustain 
current education programs and to prepare for new challenges.  
An energy conservation measure began in 2005 when an 
electrician was hired with expertise in energy management 
Projects were selected based on highest ROI.  In 2007, HSSD 
began tracking energy use via a web-based software program 
(SchoolDude).  A  District Energy Committee was formed in 
2009-10 that contained strategic partners such as Focus on 
Energy, WPS and US Lamp, along with District technicians that 
deal with HVAC systems.  From 2007 to 2009, a significant 
savings was achieved in both utilization and cost.  In 2008, the 
District terminated its contract to purchase transport gas which 
significantly lowered cost per CCF.  In 2008, the upturn was due 
to construction of an elementary building and additions to two 
other elementary facilities.  Despite the addition of 100,000 sq ft, 
the overall energy use and cost dropped in 2009. Two of the 
District’s eight buildings received the prestigious Energy Star 
rating.  Figure 7.3-11 show kilowatts, CCF and associated costs. 
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Figure 7.3-11 Electric & Gas Usage & Costs 
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In 2009, the District began using LEAN techniques.  All 

administrative staff, directors, managers and supervisors were 
trained in LEAN. The first project selected was the “purchase 
order” process from initial need to bill payment.  The District 
realized an economic gain of $5,500 along with a significant 
efficiency gain via the elimination of printing, re-work and 
sorting.  One building initially identified an 80 percent error rate 
on purchase orders.  After implementation the same building 
reported 0 percent errors during a three month period, thereby 
significantly reducing staff time associated with re-work.  The 
purchase order committee meets on a quarterly basis and reports 
achievements to the LEAN Steering Committee four times per 
year.  Figure 7.3-12 shows a 40 percent reduction in the number 
of copies printed from 2007-08 to 2010-11. 
Figure 7.3-12 Purchase Order Copies Printed 

 
 

In 2006-07 the District Print Center began using paper from 
secondary sources and using paper that had only been printed on 
one-side from within the District.  In 2006-07 the District saved 
$1,558 using these innovative methods.  Increased marketing 
and acceptance of the program resulted in a savings of $4,052 in 
2009-10.  Since 2006-07, the District has saved $12,155 in paper 
costs, while saving the environment. 
Figure 7.3-13 Copy Paper Saving  
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A key measure in the District’s SP is to increase revenues 
by $250,000 per year through donation and strategic alliances 
with key partners.  HSSD fostered partnerships with Harmann 
Studio, Rasmussen College, Ferguson Family Baptist 
Foundation and Ingenuity Industries.  These partnerships along 
with targeting of open enrollment students and grant seeking has 
resulted in an increase of $939,443 for fiscal year 2009-10 
thereby exceeding the goal by $689,000. 
Figure 7.3-14 Strategic Plan Revenue Results 

2009-10 REVENUE INCREASES 
Grants $308,573 
Open Enrollment $563,870 
Donations/Partnerships  $67,000 
TOTAL $939,443 

 
A BOE directed requirement of the budget process includes 

the identification and implementation of cost reductions.  During 
the past six years, the District has identified $2,000,000 of cost 
reductions.   
Figure 7.3-15 Historical Budget Reductions 
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7.3.a (2) HSSD has significantly increased market share 
through open enrollment (OE), which is part of the SP.  HSSD 
has developed a marketing plan to showcase student academic 
achievement and the District’s role in that achievement.  OE 
increased by 74 percent in 2009-10 and 41 percent in 2010-11. 
Figure 7.3-16 Open Enrollment Data 

Open Enrollment Trends 
Year # OE In % Increase 
2007-08 87  
2008-09 92 6% 
2009-10 160 74% 
2010-11 226 41% 

 
HSSD tracks the number of students that opt to be home 

schooled.  The number has remained stables during the past 
three year averaging 51.3 students per year.  This results in a 
loss of $480,000 of revenue per year.  The District surveys 
home-schooled and other students that leave HSSD to determine 
the root cause for their educational delivery selection. 
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Figure 7.3-17 Home Schooled Student Analysis 

All Home School Students by School
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To increase market share, HSSD identified a need to offer 
programs that met both student interest in a global experiences 
and those who want to specialize in a targeted area of 
instruction. Identification of this need through the SWOT 
analysis resulted in the development of a strategic goal.  To meet 
these needs, an IB program was investigated and selected to be 
offered in 2011-12.  Peer or aspiring districts do not offer this 
program.  Iredell-Stateville, a national comparable, offers an IB 
program.  

HSSD also identified the need to offer a four-year-old 
kindergarten program to increase market share.  A community 
collaborative program was offered beginning in 2009-10.  
Enrollment has averaged 350 students including 35 open 
enrollment students. 
Figure 7.3-18 4-K Enrollment Analysis 
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Over 85 percent of Wisconsin School Districts offer a four 
year old kindergarten program. Of the 350 districts offering a 
four year old kindergarten program, 105 offer a community 
approach.  Three of peer districts offer a four year old 
community approach while the fourth district does not offer a 
four year old program.  Only two of the five aspiring districts 
offer a four year old program with only one offering a 
community approach.  Two of the three national comparables 
offer a four year old program with only Jenks offering a 
community approach. 
 
 
 
 
 
 
 
 
 
 

Figure 7.3-19 Comparable 4-K Offerings 

  Offer 4-K 
Community 

Program 
Peer:  
Ashwaubenon Y Y 
Pulaski Y Y 
DePere N N 
W DePere Y Y 
Aspiring:  
Kettle Moraine Y Y 
Middleton Cross 
Plaines N N 
New Berlin N N 
Hamilton Y N 
Germantown N N 
National: 
Jenks Y Y 
ISS Y N 
Palatine (K-8) N N 

 
7.4 Workforce-Focused Outcomes 
7.4.a Workforce Results 

7.4.a (1, 2, 3) The HSSD human relations mantra is, 
“Relationships matter, and people get things done.”  In support 
of this belief, the District invests significant time, energy and 
resources in recruiting, attracting, interviewing, hiring, training 
and retaining skilled, competent and satisfied employees. 

The “Are We Making Progress” survey data collected from 
more than 300 employees in the spring of 2010 demonstrates 
that current workforce systems are having a positive impact 
engaging employees in their work and influencing a healthy 
perception of personal job satisfaction.  
Figure 7.4-1 Employee Engagement 
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Montgomery County School District results in this category 
indicate that from 2007 to 2009, the percentages of positive 
responses to questions regarding work satisfaction have ranged 
from 91.3 percent to 95.5 percent for employees at all school 
levels.  On average, the HSSD results of 93.2 percent of all 
employees agreeing or strongly agreeing with questions related 
to job satisfaction is comparable to MCPS. The HSSD 
employees indicate strong satisfaction as indicated by the “Are 
We Making Progress” survey results. 
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Figure 7.4-2 Employee Job Satisfaction 
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Teacher Absence from the Classroom: HSSD recognizes 
that teacher absence has a negative effect on student learning.  
Teacher sick leave absences in HSSD are noted in Figure 7.4-3 
To increase employee awareness and reduce teacher absence 
rates further, Principals now provide monthly data on teacher 
absent rates in their own building and in other schools in HSSD.  
Principals are given detailed information regarding their own 
staff’s absences to help identify if absence issues exist in their 
building.  
Figure 7.4-3 Teacher Absences 

Average Number Of Days Absent Per Teacher Per Year 
(Sick Leave Only) 

Year 
# of Days 
Absent- 

All Teachers 

# of 
Teachers 

Avg. # of Days 
Absent/ 
Teacher 

2009-10 2340 384 6.09 
2008-09 2334 382 6.11 
2007-08 2781 379 7.34 

 
Teacher Evaluation and Development: HSSD teachers 

receive, at a minimum, a formal summative evaluation every 
three years. HSSD uses a teacher evaluation instrument modeled 
on the ideas of Charlotte Danielson. This evaluation instrument 
was developed in collaboration with teachers and consists of 
multiple domains with each domain consisting of multiple 
components and with multiple elements within each component.  
The evaluation process involves numerous informal and formal 
observation opportunities and feedback sessions as the basis for 
the summative evaluation. Figure 7.4-4 demonstrates that in the 
most recent three-year summative evaluation cycle all HSSD 
teachers who were evaluated achieved “distinguished” or 
“exceeds expectations” ratings on one or more aspects of the 
evaluation with a very few also receiving ratings in areas 
indicating that they did not meet expectations. The summative 
evaluation results are the basis for continuous improvement and 
goal setting for all teachers and inform plans for performance 
improve for those teachers demonstrating areas of weakness or 
deficiency. 

 
 
 
 
 
 
 
 
 
 

Figure 7.4-4 Summative Evaluation Outcomes 
Summative Evaluation Outcomes

 2009-10 2008-09 2007-08 
# of Teachers Evaluated 107 105 86 
A. # achieving one or more 
ratings of “Distinguished” 79 84 66 

B. # achieving one or more 
ratings of “Exceeds 
Standards” (Excludes “A.”) 

28 21 20 

C. # receiving one or more 
ratings of “Does Not Meet 
Standards” (May include 
teachers from “A” or “B”) 

1 1 2 

Table excludes # of teachers who received meets expectations 
ratings. 

 
HSSD operates on less per pupil revenue, thereby resulting 

in a higher staff to student ratio than either peer or aspiring 
districts. 
Figure 7.4-5 Student-Staff Ratios 
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HSSD has fewer instructional staff members per student 
than peer or aspiring districts.  
Figure 7.4-6 Student – Licensed Instructional Staff 
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Hiring of staff: For the most recent three year period, on 
average, 96 percent of HSSD new teacher hires were certified to 
teach in their assigned instructional areas and deemed “highly 
qualified.“  HSSD strives to have 100% of its new teacher hires 
highly qualified and hires non-highly qualified teachers only 
when no highly qualified teachers meeting HSSD needs and 
hiring criteria can be found. 
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Figure 7.4-5 Highly Qualified New Teacher Hires 
New Teacher Hires - Percent Highly Qualified 

Year Number Of New 
Hires 

Percent Highly 
Qualified 

2009-2010 14 93% 
2008-2009 46 96% 
2007-2008 31 100% 

 
Figure 7.4-6 TeacherInsight Average Score 

Year 
#  

Of  
Applicants 

Avg. Result -
All Applicants 

Avg. 
Result - 
Hires 

2009-10 724 66 71 
2008-09 1089 66 77 
2007-08 719 66 73 

 
Figure 7.4-7 TI and SI Use in Staff Selection 
Comparable or Aspiring 

District TI Date SI Date 
HSSD Y 2004 Y 2010 
Ashwaubenon (WI) Y 2009 N - 
De Pere (WI) Y 2005 N - 
Note: None of HSSD’s comparable or aspiring school 
districts use the TI or SI. 
Source:  The Gallup Organization 

 
HSSD has developed a comprehensive New Teacher 

mentoring program.  This program is also a critical component 
of HSSD’s teacher retention strategy.  A measure of the 
program’s success is the number of new teacher hires that 
remain employed in HSSD. 
Figure 7.4-8 New Teacher Mentoring Results 

New Teacher Mentoring Program –  Number Of New 
Teachers Retained 

Year Of 
Hire 

Number 
Hired 

Number 
Retained 

Percent 
Retained 

2009-2010 14 14 100% 
2008-2009 46 42 91% 
2007-2008 31 30 97% 

 
Teacher Retention and Turnover: Teacher retention and 

reduction of turnover begin with the hiring of teachers with a 
talent for teaching. To accomplish this HSSD utilizes TI to help 
identify likely teacher candidates with such talent. Figure 7.4-8 
shows that HSSD’s new teacher hires, on average, score well on 
the TI instrument, an indicator of a person possessing a talent for 
teaching. 

Teacher turnover in HSSD is well below the national rate as 
shown in Figure 7.4-9.  This is reflective of the overall job 
satisfaction of teaching staff and the positive and supportive 
employment culture of HSSD. 
 
 
 
 
 
 
 
 
 

Figure 7.4-9 Teacher Turnover Vs. National Rate 
Year # Of Teachers Leaving 

Nationally 2003-2004* 16% 
HSSD 2009-2010 4%  
HSSD 2008-2009 5% 
HSSD 2007-2008 6% 
*“The most recent data available to the Department indicates that 16 
percent of teachers teaching during the 2003-04 school year did not 
return to teach in the same school the following school year. See 
Marvel, J., Lyter, D.M., Peltola, P., Strizek, G.A., and Morton, 
B.A.(2006). Teacher Attrition and Mobility: Results from the 2004-
05 Teacher Follow-up Survey (NCES 2007-307). U.S. Department 
of Education, National Center for Education Statistics. Washington, 
DC: U.S. Government Printing Office.”  Federal Register: June 30, 
2010 (Volume 75, Number 125)][Notices][Page 37767-37771]From 
the Federal Register Online via GPO Access 
[wais.access.gpo.gov][DOCID:fr30jn10-36] 

 
Teacher retention is also achieved by fostering a culture that 

rewards and encourages professional growth. Figure 7.4-12 
demonstrates that on average approximately forty percent (40%) 
of HSSD teachers annually advance on the teacher salary 
schedule due to professional growth. 
Figure 7.4-10 Salary Schedule Advancements 

Salary Schedule Advancements 
Year # of Teachers # to Masters Lane  
2009-10 138 21 
2008-09 151 30 
2007-08 153 11 

 
In addition, Figure 7.4-11 shows that approximately 62% of 

HSSD’s teaching staff have masters degrees.  
Figure 7.4-11 Master Degree Attainment 

Teachers with Masters Degree 
Degree + Post-Degree Credits # of Teachers % of All Teachers 
MA  62  16% 
MA+6 Credits 46  12% 
MA+12 Credits 28  7% 
MA+18 Credits 27  7% 
MA+24 Credits 72  19% 
Total 235  62%

 
Teachers have the opportunity to earn inservice credit 

through the PLA each August.  Participation has increased by 68 
percent from the first year of the academy to the second. 
Figure 7.4-12 Professional Learning Academy Participation 

PLA Teacher Participation 
2010 2009 
247 147 

 
Additionally, teachers can earn inservice credit through 

various opportunities throughout the year.  The hours of 
participation have increased by 10 percent since 2007-08. 
Figure 7.4-13  In-service Attendance  

Year # of offerings # of attendees Total hours 
2009-10 225 1313 9957 
2008-09 249 1314 9837 
2007-08 254 1757 9004 

 
7.4.a (4) The quality of staff and the safety of students, staff 

and the public is enhanced by a background screening process 
applied to new hires and volunteers.  This process utilizes 
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outside data gathering agencies and established screening criteria 
developed with input from building principals.  
Figure 7.4-14 Background Checks 

Background Reviews: Performed/Results 
Time Period # Performed %Denied 

1/1/2010 - 9/29/2010 314 2% 
2009 635 1% 
6/1/08 - 12/31/08 376 1% 

 
Worker compensation claims have decreased by 60 percent 

from 2006 through 2009 due to safety procedures and training.  
7.4-15 Worker Comp History 

Worker Comp Claim History 
Year # of Claims 
2009 22 
2008 24 
2007 25 
2006 35 

 
Over the past five years, EAP use has averaged 6.42 

percent, which is below target use. 
7.4-16 Employee Assistance Plan Use 

EAP Use  
School Year Target Use Rate HSSD Rate 

2009-10 7.00% 6.18%  
2008-09 7.00% 8.51%  
2007-08 7.00% 4.62%  
2006-07 7.00% 6.74%  
2005-06 7.00% 6.05% 

 
The District conducts an HRA on a yearly basis. Bellin 

Health reports indicate that HSSD employee results average 73.9 
versus 70.6 for their entire book of business.  This means that on 
average HSSD employees have overall better health than other 
employee participants. 
7.5 Organizational Effectiveness Outcomes 
7.5.a Organizational Effectiveness Results 

7.5.a (1) Continuous improvement is the District’s core 
competency.  Therefore, the District is constantly striving to 
improve key operational performance results, including 
readiness for emergencies.  Put simply, when students feel safe, 
they learn better.  To promote student safety, the District 
purchased the ConnectEd Rapid Response calling system.  It 
allows school leaders to communicate efficiently and effectively 
via telephone, pager, text and e-mail with the 4,000+ families in 
both routine and emergency situations.  For example, when it 
was reported by police officials, near the end of a school day, 
that a domestic dispute involving a gun potentially threatened 
two of our schools, it was quickly and directly communicated to 
the families within a one-square mile radius of the residence by 
sending an e-mail and voice mail message warning parents to 
keep their children away from the block.  Figure 7.5-1 below 
illustrates the total number of messages sent home from schools 
last year and during the beginning of this year. 

Similarly, during the 2009 swine flu scare, the school 
system was able to communicate often with families about flu 
shot vaccinations, preventative measures and efforts on the part 
of county health and school officials to help keep children safe. 
 
 

7.5-1 Rapid Response Messages 

 
 
Other evidence of emergency readiness include these: 

• On a February 25, 2010 high school survey, (95%) of the 
1,427 student respondents in grades 9-12 answered that they 
“Strongly Agree”, “Agree” with the statement, I feel safe at 
school.  In 2008-09 (95% of the 1,459 students answered in 
the affirmative and in 2007-08 (95%) of the 1,500 students 
answered in the affirmative.) 

• Eighty-eight percent of the seniors from the Class of 2009 
responded “Strongly Agree” or “Agree” to the following 
question: “Bay Port was a safe place to attend school.”  In 
2008-09, (88% or 345 students) answered this question in 
the affirmative; in 2007-08, (85% or 236 students) answered 
in the affirmative, in 2006-07, 81% answered in the 
affirmative; and in 2005-06, 84% answered in the 
affirmative). 

• Non-Violent Crisis Intervention Training (NVCI) – Two 
Pupil Services staff members are certified as NVCI trainers. 
During the 2009-10 school year, thirty-seven (37) staff were 
trained; refresher training is also provided throughout the 
year to previously trained staff; fifty-two (52) District staff 
were trained last year. 

• Professional staff in every school building received an 
overview of the appropriate use of Seclusion/Restraint from 
the ASPS and the ED Program Support Teacher. 

• Two lockdown drills per year are conducted to prepare 
students and staff for the possibility of an emergency 
situation which may require schools to be quickly secured. 

Figure 7.5-2 Campus Safety 
INFRACTIONS  

BAY PORT 
*2009-10 
(up to 5-

1-10) 
1,675 

students 

2008-09 
(up to 5-

1-09) 
1,689 

students 

2007-08 
(1,656 
students, 
14-18 
years old) 

Disrespect to Staff 6.3 per 
month 

8.0 per 
month 

12.0 per 
month 

Disrupt Educational 
Environment 

8.3 per 
month 

10.1 per 
month 

14.9 per 
month 

Fighting 1.1 per 
month 

2.8 per 
month 

4.3 per 
month 
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DISTRICT 
EXPULSIONS 

*2009-10 
(up to 5-1-10) 
5,632 students 

2008-09 
(up to 5-1-09) 

5,293 students) 

2007-08 
(5,151 

students) 
Bay Port 3 1 6 
Bay View 0 4 1 
K-6 0 0 0 
TOTAL  3 5 7 

 
HSSD will conduct annual IB surveys at the completion of 

the 2011-12 school year, as the IB Diploma Program will begin 
that year. 

HSSD has been focusing on energy conservation through 
lighting replacements, HVAC set points and installation of 
energy-efficient boilers. Kilowatts use has dropped except for 
2008 due to new construction. In spite of adding a new building 
and two other building additions, total district kilowatts have 
decreased. 
Figure 7.5-3 Energy Usage 
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HSSD tracks server time with a goal of 100 percent uptime.  
Currently, HSSD is tracking at 99.12694 percent. 
The charts show district internet utilization in both in inbound 
and outbound directions. The green lines indicate internet traffic 
into the district and the blue lines indicate internet traffic out of 
the district. The district has a 30 Mb connection to our ISP 
which is Wiscnet. For the last year (as of Dec 9, 2010) the 
district averaged 17.98 Mb/s inbound traffic with a maximum of 
29.39 Mb/s.  The outbound traffic average for the year was 4.71 
Mb/s with a maximum of 29.58 Mb/s.  

Internet traffic into and out of the district is heaviest during 
core instructional hours. The IS department does schedule 
database downloads and updates from vendors during the 
overnight time period to allow students to have the most amount 
of bandwidth available. 
Figure 7.5-4 Internet Traffic (Bandwidth) 

 
 
7.6 Leadership Outcomes 
7.6.a Leadership and Societal Responsibility Results   

7.6.a (1, 4) BOE monitoring reports provides SL with a 
framework to progress monitor BOE expectations on an annual 
basis.  The chart below illustrates the timeline and rating of each 
report.  This fits the PDCA cycle. 

Figure 7.6-1 BOE Monitoring Compliance Report 
SUMMARY – BOARD MONITORING OF COMPLIANCE WITH POLICIES (3 = Highest Rating Possible) 

Ends Policy Review 
Date 

Rating 
Level 

Executive Limitation Policy Review 
Date 

Rating 
Level 

 
 
 

  EL-1 Global Executive Constraint 
 
EL-2 Emergency Supt.  Succession 

July 
 
July 

3 
 

3 
E-2 1.b & E-2-2.Academic 
Achievement (WKCE) 
E-2 1. d & e 

August 
 
August 

3 
 

3 

   

   EL-7 Budgeting/ Financial Planning & 
Administration  
EL-9 Communication & Counsel to the Board 

September 
 
September 

3 
 

3 
E-2 1.a Academic Achievement  October 3    
   EL-3 Treatment of Constituents 

EL-8 Facilities & Asset Protection 
November 
November 

3 
3 

   EL-5 Employee Compensation December 3 
   EL-7 Budget/Financial Planning and Admin. January 3 
   EL-14 Strategic Planning, School Improvement 

& Goal Setting 
January 3 

   EL-10 Instructional Programming  February 2 
   EL-11 Instructional Materials Selection February 3 
E-4 Citizenship March 3 EL-13 Learning Environment & Treatment of 

Students 
March 3 

E-2  Academic Achievement  April 3 EL-4 Treatment of Staff April 3 
E-3 Life Skills May 3 EL-7 Budget/Financial Planning & 

Administration  
EL-12 Student Expectations & Code of Conduct 

May 
 
May 

3 
 
3 

E-2 1.c.d.e.f. June 3 EL-6 Employee Evaluation  June 3 
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The results of key measures or indicators of 
accomplishment of organizational strategy and action plans are 
all of the following: 
a) driven by Board policy and monitoring reports (See table 
above); 
b) evidenced via a gap analysis process done by teachers and 
administrators at an annual data retreat;  
c) reflected and embedded in the SP; and,  
d) rigorously tracked and measured by three strategic action 
teams as part of the PDCA cycle. 

Key performance indicators for tracking the progress of 
organizational strategies are listed in Figure 2.1-2 and 
demonstrated progress is shown in 7.1.  Primary objectives of 
strategic focus include Innovation, Education and Connection.  
Each strategic objective is assigned an action team chair who is 
responsible to ensure fidelity to planning objectives, timelines 
and performance measures.  The action team chairs and their 
respective teams develop the operational plans which are 
reported weekly at administrative cabinet meetings and monthly 
at administrative and faculty meetings. Additionally, SIPs align 
to the SP.  Each SIP is monitored quarterly by SL with balanced 
scorecard data being shared in fall, winter and spring.  Key 
measures and timelines are defined for each organizational 
performance measurement covering all department, building and 
community segments. 
Figure 7.6-2 Ethical Behavior and Trust 
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Figure 7.6-3 Ethical Behavior and Trust 

7g-Organization Has High Standards and Ethics
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Finally, the District’s governance by policy approach 
contains 15 executive limitations policies which prescribe 
conditions of behavior that are not acceptable from the 
superintendent and his subordinates.  The overarching policy 
titled, “GLOBAL EXECUTIVE CONSTRAINT,” The Superintendent 
shall not cause, allow or fail to take reasonable measures to 
prevent any practice, activity, decision or operational condition 
which is unlawful, unethical, unsafe, disrespectful, imprudent, or 
in violation of Board policy or endangers the organization’s 
public image or credibility.  On an annual basis, the 

superintendent must present a monitoring report to the Board 
demonstrating compliance with this policy. 

7.6.a (2)  As one of the lowest per pupil spending school 
districts in Wisconsin, the “Howard – Suamico” name is 
synomous with “fiduciary responsibility” - and remains a reason 
for the high levels of community trust that exists.  For example, 
the community voted in support of a $17 million referendum in 
2006 for a new elementary school and renovations to two 
existing elementary buildings.  Moreover, the district has won 
the coveted ASBO Meritorious Budget Award an unprecedented 
thirteen times; one of the few districts in Wisconsin to be 
recognized for transparent budgeting practices.  It reflects the 
commitment of our Board and staff to achieving the highest 
standards of school budgeting.  Special commendations this year 
included the following: 

-“The District’s emphasis on linking finances to goals is 
evident.” 

-“The entire document contains a wealth of information 
that is easily understood.  The charts and graphs are excellent.  
They are easy to read and very well organized.” 

Evidence of fiscal accountability includes, but is not limited 
to the following: 
• Applied $968,000 to reduce debt, to protect the local 

property taxpayer and to build organizational capacity.  This 
strategic approach balances educational needs and taxpayers 
interests.  The District’s pro-active tax rate stabilization goal 
has been achieved through aggressive debt reduction.   

• Planned for $2,500,000 of Qualified School Construction 
Bonds to meet long-term facilities needs with an emphasis 
on safety and energy efficiency.   

• The District was awarded an AA credit rating from 
Standards and Poor’s on March 9, 2009 and an Aa2 credit 
rating from Moody’s in April 2010.  The global rating scale 
provides a benchmark for evaluating the relative credit risk 
of issuers.  Standards and Poor’s completed a broad review 
of financial and business attributes that influence the 
issuer’s ability to pay.  Standards and Poor’s assigned an 
AA rating to the school district which is a two step upgrade 
from our previous A1 rating from Moody’s.  This rating 
resulted in a .25% reduction in interest rate for our newly 
issued bonds.   

• The District saved $147,000 of long term interest expense 
through debt refinancing.  Long-term debt (bonds issued for 
the construction of Bay Port High School) was restructured 
moving from 4.4%-4.8% interest rates to 2.75% rates.  This 
action also reduced debt service payments for 2009-10 
through 2011-2012 by approximately $300,000 per year.  
This strategic move reduced the burden on our local 
property taxpayers and accomplishes the District’s goal of 
long-term debt reduction.  Since February of 2002, over 
$2,600,000 has been saved due to debt restructuring.   

• Funded other post employment benefits (OPEB) trust fund 
at $2,982,782 for 2009-10.  The Department of Public 
Instruction reports that 125 Districts or 29% have created an 
OPEB Trust Fund of which 17 districts or 4% have funded 
100% of their annual required contribution.  HSSD has 
funded 100% for each of the last six years.   

• Increased Fund 73 – Other Post Employment Benefits - 
accumulating $6,262,877 in the OPEB Trust Fund as of 
June 30, 2010. 
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• Ended fiscal year 2009-10 with $1,350,131 in 
unreserved/undesignated fund balance or 2.6% of general 
fund revenues. 

• Ended fiscal year 2009-10 with $13,865,775 in fund balance 
or 27.11% of general fund revenues.  

• Reserved $5,300,000 for other capital improvements  
• Reserved $347,303 for future land purchases or capital 

improvements. 
• Reserved $1,725,000 in general fund for other post 

employment benefits (OPEB).   
• Reserved $595,458 of Fund 23 – TEACH fund to be applied 

toward technology i.e., equipment, professional 
development, infrastructure, etc.   

• Reserved $83,948 for self-funded dental plan or two times 
the monthly premium. 

• Provided $215,600 of carryover resources for cost centers 
• Received $89,218 through the utilization of Transfer of 

Service. 
• Eliminated short-term borrowing costs (2004-05 $4.5; 2005-

06 $4.0; 2006-07 $3.75; 2007-08 $2.7; 2008-09 $0; 2009-10 
$0; and 2010-11 $0).  An expense of $54,000 would have 
been generated if $2.7 were borrowed at 2% for 2010-11.   

• Net increase of 76 open enrollments students for additional 
revenue of $563,870. 

• The Superintendent and ASBS conducted 12 budget and 
school finance presentations to faculty and staff during the 
spring of 2010.  More than 315 employees responded to a 
survey following the presentation.  The results are presented 
below: 

Figure 7.6-4 Fiscal Accountability 
 District 
1.  The presentation enhanced my knowledge of 
the District's fiscal condition. 4.51 
2.  The District's direction has been clearly 
communicated. 4.24 
3.  The information was presented fairly. 4.39 
4.  The presentation was engaging. 4.09 
5.  Rate the session as a whole. 4.25 

AVERAGE 4.30 
 

7.6.a (3) HSSD is in regulatory and legal compliance with 
all agencies with which the District interacts.  All government 
payments and reports were processed and/or paid in a timely 
manner during the period of July 1, 2009 – April 30, 2010. 

The District has numerous county, state and federal reports, 
grant applications and payments to process.  The Business 
Office monitors all grants to ensure compliance, prepares all 
claims and files reports either through electronic submission or 
paper copy and monitors receipts.  The following is a list of the 
major required reports that are critical to school operations:  
Figure 7.6-5 Regulatory 

Report/Claim Submitted Due Date 
Financial Audit Statement/Aid 
Certification  

08/07/2009 08/28/2009 

Annual Report 9/16/2009 10/02/2009 
Enrollment – September 10/01/2009 10/02/2009 
Tax Levy Certification  10/27/2009 11/13/2009 
Budget Report  11/20/2009 12/04/2009 
Enrollment – January 01/22/2010 1/25/2010  
*Membership Audit (Auditor 
submission – if required) 

4/12/2010 5/3/2010 

7.6.a (5) The Howard - Suamico School District motto is 
“Serving.  Learning.  Achieving.  – Together.”  A committee 
composed of students, parents, community members and school 
employees developed the motto in 2006 and deliberately chose 
to lead with the word “Service” to underscore the importance of 
this value in our school system and community.  Evidence of 
organizational citizenship in support of our community includes 
the following examples: 
• Created a community food pantry housed in the District’s 

middle school in 2006.  Each month, approximately 100 
district families representing 230 children are provided food 
which has been collected, stored and distributed by 
volunteer students, staff and community 
members/businesses; 

• Raised $6,500 for Hurricane Katrina Relief; 
• Raised $6,500 for Haiti earthquake relief; 
• Raised $24,000 for back to school supplies for needy 

families and students; over 200 families and 300 students 
received backpacks, school supplies and shoes for their 
return to school; 

• Dozens of families benefit from the District’s “Adopt a 
Family” campaign which takes place before the major 
winter holidays.  For example, the District Office staff 
“adopted” a Russian family with 11 children this year; 

• In the fall of 2009, 2,351 students in grades 6-12 took the 
Developmental Assets survey.  In the External Assets area 
of Empowerment –Youth as Resources, students were asked 
questions based on the following:   

In my family, I feel useful and important.   
I’m given lots of chances to help make my town or city a better 
place in which to live.   
Students help decide what goes on in my school.   
The longitudinal results are as follows: 
Figure 7.6-6 Community Service 

Percent of 6-12th Grade Youth Experiencing Each Asset 
 202 Search 

Communities 
HSSD 
2009 

HSSD 
2006 

HSSD 
2000 

EMPOWERMENT     
Youth as Resources 26% 39% 35% 23% 

 
Hundreds of staff members serve in our community as 

youth coaches, Sunday school teachers, foundation members, 
board members and Scout leaders, etc.  The table below 
demonstrates perception data that the District supports 
employees’ active involvement in the larger community. 
Figure 7.6-7 Community Engagement 
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Youth Service Learning- There were (397) Bay Port 
students enrolled last year vs.  (213) in 2008-09.  As of March 
2010, approximately 300 students documented (7,500) hours of 
community service.  The District has students who volunteer 
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throughout the county and, at any given time, there are about 
100 tutors, readers and mentors in our District working with 
struggling students at other schools. Volunteers at Bay Port 
reach far into the community with efforts to help many 
organizations throughout Brown County including the YMCA, 
Red Cross, American Cancer Society, American Heart 
Association, Neville Public Museum, Lion’s Club, Green Bay 
Packer Organization, local hospitals and retirement centers, fire 
departments, Special Olympics, Salvation Army.  Every year 
Bay Port’s YSL adopts two large families through the Salvation 
Army and provides them with food, clothes, household goods 
and a number of personal presents during the Christmas 
holidays. Each SIP also contains a service component requiring 
that staff and students engage in at least one community service 
project each school year.  Jump Rope for Heart, Coats for Kids, 
Heavenly Hats, Ronald McDonald House collections, etc.,  are a 
just a few of the dozens of miscellaneous causes supported by 
the staff and students of the Howard-Suamico School District. 
In the fall of 2009, 2,351 students in grades 6-12 took the 
Developmental Assets survey.  In the External Assets area of 
Empowerment – Youth As Resources, students were asked 
questions based on the following: During an average week, how 
many hours do you spend...Helping other people without getting 
paid (such as helping out at a hospital, daycare center, food 
shelf, youth program, community service agency, or doing other 
things) to make your city a better place for people to live?  The 
longitudinal results are as follows: 
Figure 7.6-8 Organizational Citizenship 
% of 6-12th grade youth experiencing each asset  

 202 SEARCH 
Communities  

HSSD 
2009 

HSSD 
2006 

Empowerment    
Service to others 48% 51% 39% 

 
Bay View Middle School Student Council members are 

trained locally and at the state level in leadership, public service 
and the democratic processes. Nearly 100 students serve as 
officers or senators – serving their classmates and the wider 
community to make positive improvement and change.  Bay 
View Student Council was chosen to host the Wisconsin 
Association of Student Councils (WASC) JAM Middle School 
Conference in May, 2010.  Two students are members of the 
Bay View Representative Council which is made up of staff, 
parents and students and makes school-wide collaborative 
decisions.   

Wisconsin Covenant--During 2008-09, 323 (88%) of the 
369 students and during 2007-08, 310 (82%) of the 377 in 2006-
07, 268 (70%) of 382 graduating 8th graders have signed on to 
the Governor’s Wisconsin Covenant, which commits them to 
“demonstrating good citizenship and engaging in activities that 
support their community.”  

Bay Port High School currently has one of the most active 
student councils in Wisconsin.  For example, the student council 
attended the fall Leadership Institute hosted by WASC in 
Wisconsin Dells, October, 2009, the fall regional meeting in 
November and the State Delegate Assembly in Madison and 
State Convention in Green Bay in April, 2010.  Last year one of 
Bay Port’s members served as the Wisconsin State Student 
Council Region III Vice President. 




