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. Public Comment

. Update on Compensation Audit
Review Scope of Risk Assessment
Plan for Updates on Previous Audits

. Next Steps







PPS Administrative Compensation Audit - Phase |

Board Resoulution:
1. The Board of Education approves the recommendation of the Audit Committee and directs the
incoming Performance Auditor to complete an audit that covers, at a minimum, these topics:

a) Determine the number of new central office administrative positions at PPS since July 1,
2013 with salaries over $70,000 and those positions that had an increase of more than 3%.

b} For any salary increase of more than 3%, review and report on the employment
documentation that was created prior to the positions being added or raises being granted,
including market comps, performance evaluations, job descriptions, authorization for all the
new positions, and communications to employees.

e} Determine the effectiveness of the current processes and procedures for setting
compensation for PPS employees, including appropriate level of Board oversight.

Work Plan
The following work plan identifies tasks that will be performed during the course of the project:

Task 1: Central Office Positions Making over 570,000
*  Through interviews with key personnel and a review of available information, obtain
personnel/salary information {including any documentation supporting salary increases of
greater than 3%) associated with all employees with salaries over $70,000 as of July 1, 2013
(through June 30, 2015).
Categorize identified employees by various factors including:
- Funding Sources
- Percentincrease
- COLA/Step Increases
- Reclassifications
- Newly created positions

Task 2: Employment Process/Documentation
*  Using information obtained in Task 1, for any position with a salary over $70,000 identify:
- Methodology used
- -Rationale
- lustification
Summarize results for each position,

Task 3: Process

*  Through interviews with key personnel and a review of available information, gain an
understanding of the process used by the District for the period July 1, 2013 through June
30, 2015, to establish/create positions (if newly created in the above referenced time
period) and set compensation. Documentation to be obtained will include such items as:
- District policies and procedures
- Perscnnel job descriptions.
- Applicable performance measurement documentation including appropriate review and

approval
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Task 4:

- Review and approval responsibilities

- Communication methods

Summarize process,

Based on information obtained, determine the reasonableness and efficiency of the process
including the role of the Board of Education.

Organize Findings and Recommendations and Draft Report

Develop and communicate preliminary observations, findings and alternatives to the Audit
Committee through bi-monthly discussions with the committee chair and District staff and
monthly meetings with the full committee.

Formulate draft conclusions and recommendations and communlcate preliminary results
with appropriate District personnel.

Organize and consolidate major findings.

Prepare findings and recommendations as appropriate.

Prepare draft report.

Task 5: Present Draft Report

Present draft report to Audit Committee and appropriate District representatives for review
and comments.

' Clarify and discuss findings, conclusions, and recommendations as necessary.

Task 6: Revise Draft Report

QObtain input and corrections as necessary from Audit Committee and District
representatives,

Revise draft report based on final input and corrections provided by the Audit Committee.
Prepare final report.

Task 7: Present Final Report

Timeline
The following schedule represents an estimated timeline for completing tasks associated with Phase | of
the PPS Administrative Compensation Audit. This timeline assumes relevant District staff will be
available for interviews and that infermation requested is readily available in a format that can be easily
retrieved by staff. .

Present final report to the full School Board.

. . Dec 2015 . . an 2015
iD Task Name Start Finish —L
. . ?1{’25 12/6 §12/13 12/20 .IZ/?.? 1/3 | 1/i0 | /37 [1/24
]_. 1 Task 1: New Central Office Positions 11/30/2015 12/11/2015
2 | Task 2; Employment Process/Documentation 12/7/2015 12/18/2015_
3 task S R rogeEs T i b AD A SIOAE e i B IR e
& | Task 4: Organize Findings ' 12/21/2015 1/15/2016
5 {Task3: Present Draft Report a ' 1/15/2016 1/15/2016 _ o |
6 | Task 6: Revise Draft Report : 1/18/2016 1/22/2018 =
=7 | Task 7: Present Final Report - . 1/25/2016 1/25/2016 . S P I
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Budget -

Task 1:
Task 2:
Task 3:
Task 4:

Task 5:
Task 6:
Task 7:

New Central Office Positions
Employment Process/Documentation
Process
Organize Findings and
Recommendations and Draft Report
Present Draft Report
Revise Draft Report
Present Final Report

Total

Hours Total
32 $ 5,760
40 S 7,200
48 S 8,640
32 S 5,760
8 % 1,440
24 S 4,320
4 S 720
172

$33,840
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~ RESOLUTION No. XXXX

Audit of Administrative Compensation

RECITALS

. Given Portland Public Schools (PPS) mission to serve Portland students, the District’s funds must
be focused primarily on the classroom and school- based supports for students, teachers,
principals and other critical staff.

. The PPS Board of Education (Board) has a fiduciary duty to review, approve and adopt an annual
budget that supporis and bolsters the District goal of helping students progress through academic
milestones and successfully graduate all students ready for college the workforce and their
future,

. Given that employee salaries and other compensation is the largest expense of the school
district, as part of its responsibilities related to the budget, the Board will review and approve
general compensation levels, parameters for salaries, and the overall budget level for central
office staff.

. ltis the intent of PPS to provide competitive compensation -- as the budget allows -- for its
employees in order to recruit and retain the best employees possible,

. The Board in its governance role, and to ensure fiscal responsibility, sets parameters for the
Superintendent to follow and approves the budget.

The Board is interested in obtaining a performance audit to determine whether PPS has adequate
processes and procedures in place o guide the Superintendent in determining compensation for
all employees while meeting the above provisions, and to review whether the processes and
procedures are being followed.

. The public and the Board would be well served to have an indepéndent performance auditor
review and analyze the supporting documentation, comps, processes and procedures relating to
administrative compensation.

. The Board Audit Commitiee requests Board approval for a performance audit to be completed by

-an independent auditor of the transactions, approvals, justifications, and all relevant materials and
communications related to new central office positions earning over $70,000 or any raise of more
than 3% percent and to inventory the year over year change in the number of senior 7
administrators. In addition, the audit will review the effectiveness of the current processes and
procedures for setting compensation for employees of PPS.

RESOLUTION

The Board of Education approves the recommendation of the Audit Committee and directs the
incoming PPS Performance Auditor to complete an audit that covers, at a minimum, these topics:

a) The number of new central office administrative positions at PPS since July 1, 2013 with
salaries over $70,000 and those positions that had an increase of more than 3%.

b) For any salary increase of more than 3%, review and report on the employment
-documentation that was created prior to the positions being added or raises being granted,
including market comps, performance evaluations, job descrlptlons authonza‘uon for all the
new posttlons and communications to employees,



Where PPS ranks in terms of central office, nen-represented position salaries and
compensation versus comparable school districts, including those in Oregon, as agreed upon
with the Audit Committes.

The ratio of central office administrators per student compared to comparable schoof districts,
including those in Oregon. ' ‘ :

The effectiveness of the current processes and procedures for setting compensation for PPS
employees, including appropriate Board oversight.

The Independent Performance Auditor will develop the scope of the audit in consultation with
the Audit Committee. The Board asks that the audit be completed within four to six months
and submitted to the Board Audit Committee for review. The summary of the initial findings
should be shared as early as possible with the Board Audit Committee to help inform the
Board's work on the budget and in the development of parameters and policies in this area.

The Board directs the Superintendent to freeze any further “market adjustments” until the Board
has had a chance to review the inforration and an independent auditor's analysis is completed
and the Board has sef parameters for any future increases.

In addition, the Board will consider any recommendations from the auditor for creating a formal
policy regarding Board review and approval of central office administrative pay, including the
differentiation between school administrators (Principals, Assistant Principals, Vice Principals)
and central office certified administrators and non-educator administrators and an analysis of
market competitive positions and compraession.
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Portland Public Schools
Audit Committee

501 North Dixon Street
Portland, CR 97227

We have completed the Administrative Compensation Review as requested by the
Portland Public Schools” Board of Education. This revi’ew}'focu::Sé'd on 1.} identifying the
number of new central office administrative pOSItIOhS at PPS since July 1, 2013 with
salaries over $70,000 and 2.) for any increase of more than 3%, determmmg the
effectiveness of the current processes and procedures for setting compensatlon
including appropriate level of Board oversight. E

From July 1, 2013 through June 30, 2015, 48 District employeé’_é.zwere identified that
met the established criteria of the review - new central office administrative positions
with salaries over $70,000 and positions that had an.increase of more than 3% that
were not cost-of-living, routine step increases, or pro'_r':rj]_qtic:ms.

To determine whether the District appropriately applied established policies and
procedures to compensate the 48 employees ‘extensive interviews with District
personnel and a detailed review f practices and documentation occurred. For the
period reviewed; the. D_Jstrlct d ot have a systematic method to document its actions
rega rdmg com pensat;d’n'mcreases

Thls Iack of a formal method to properly support and document all compensation

_-;r?adjustments resulted in a ttme and resource intensive effort on behalf of both District

personnel and our review: team However, we ultimately were able to obtain sufficient
docu'__"ntatlon for each personnel action reviewed. Our analysis found that
individuals ceived cqmpensatlon adjustments based on established, approved salary
schedules. .-

We wish to express our appreciation to Portland Public School personnel we spoke
with for their cooperation and assistance during this review.

Sincerely,

Talbot, Korvola & Warwick, LLP

McGLabsey Auance - o WioGladrey

The McGladrey Alliance s a premier afflliation of indepandent accounting and censulting firms. The McGladrey Alliance member firms maintain their name, autonomy and independence and

are responsible for their own client fee arrangements, dalivery of services and maintenance of client refationships.
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Portland Public Schools Administrative Compensation Review

Introduction

Overview/Objectives
In July 2015, the Portland Public Schools’ {PPS) Board of Education approved Resolution 5126

directing the District’s auditor to review administrative compensation. Specifically, the
resolution identified the following topics:

The number of new central office administrative positions at PPS since July 1, 2013 with
salaries over $70,000 and those positions that had an increase ‘of more than 3%.

For any salary increase of more than 3%, review and. report on the__employment
documentation that was created prior to the posutlons being added r.raises being
granted, including market comps, performance evaluatlons ~job descriptions,
authorization for all the new positions, and communlcatlons to emp!oyees

Where PPS ranks in terms of central office, non- represented position salaries and
compensation versus comparable school districts, including those in Oregon, as agreed
upon with the Audit Committee. :
The ratio of central office administrators per student compared to comparabie school
districts, including those in Oregon. The effectiv s.of the current processes and
procedures for setting compensation for PPS employees, mcludmg appropriate Board
oversight. :
A review of central office posmons added or Io"'

looking back seven years.

Through discussions with the Audit_ C’d‘hﬁ'ﬁjittee, a decision was made to separate the review
into two phases. The first focusing on: e ‘
Determmmg the number of new central office administrative positions at PPS since July
1, 2013 with salaries over $70 000 and those positions that had an increase of more
than 3%. L
For-any salary increase of more than 3%, reviewing and reporting on the employment
documentation that was created prior to the positions being added or raises being
granted, including market comps, performance evaluations, job descriptions,
authorization for all the new positions, and communications to employees.
Determinihg""t_"h'_e. effectiveness of the current processes and procedures for setting
compensatio'r:\"fof_':EPS employees, including appropriate level of Board oversight.

The additional topics of the resolution will be completed in a subsequent review.
This report details the results of the first phase.

Approach and Methodology

Our approach initially focused on identifying the employees meeting the criteria defined by
Board resolution. To ensure a complete population, we directly observed the input of the
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‘Portland Public Schools Administrative Compensation Review

following criteria and obtained the resulting data from fhe District’s Human Resource
Information System (HRIS) for both the 2013-2014 and the 2014-2015 fiscal years:

Employees in the Central Office with salaries at or above $70,000 per annum
Employee iD

Employee First and Last name

Hire date

Position titles

FTE percentage

Annual rate effective July 1, 2013

The effective date of the annual rate

The reason for an increase in the rate of pay i
Whether the position was grant funded, in fuII or in part

A sample of employees identified in the report was selected to ensure the mformatlon obtained
was accurate. Twenty-four transactions were randomly selected and re\newed using the

following:

a) The count of employees identified in the or;gmat re uest matches the count of

employees identified in the sample tested.

b} The names of the employees on the orlgmai request mg ‘hes the names of the

~ employees identified in the sample: tested.

¢) The details of the employees |dent|f|ed in the random sample of the original request
match the details of the same: employees in the. sample tested.

Because no exceptions: |
the purposes of the review.

're not d we found our populatlon to be complete and accurate for

Data obtairi'éd identified 225 employees with salaries above $70,000 per annum. Each
|nd|V|dua|’s minimum and maXImum rate of pay was identified and a percentage change in

compensatlon: was, determined. Ofthese

90 were exc!uded from analys;s based on their cumulative increase of less than 3%.
135 were |dent|fled with gross cumulative increases above 3% occurring between July 1,
2013 and June 30, 2015,

87 of these employees with less than a 6% cumulative increase received only step
increases or Cost-of-Living Adjustments (COLAs). These were verified on a person-
by-person basis to be consistent with the step increases and COLAs approved by the
Board for their title classification®. No further documentation was requested for
analysis for these individuals.

1 Annual Budget for fiscal years 2013/14 and 2014-15
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Portland Public Schools Administrative Compensation Review

The remaining 48 individuals were then reviewed in greater detail.

Results
Documentation for the remaining 48 individuals was requested to demonstrate adherence to
existing policies for:

1. Promotions,
2. Job reclassifications, and
3. Reorganization, salary schedule restructure, and other adjustments. .

These categories included:

25
20
15

i0

Promaotions Qut of Class In-Grade Reorganization
Adjustments Adjustments

Note Some mdl\nduals are mclu ed in more than one category

Specific documentatlon requested for review mcluded

Formal change requests,
'p05|t|on descriptions,
performance evaluations,
“writtén‘authorization for new positions,
market anaiy ' _' .
communications to Employees and
communications to the Board.

1. Promotions
Our sampie identified 18 employees that were promoted for the specified timeframe:
Six were promoted after working in an interim capacity.
Two were offered bond-funded promotions.
Two were promoted to a higher position in the same department or function.
Four promotions were the result of a restructure.
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Portland Public Schools . Administrative Compensation Review

Four promotions were the result of the senior leadership restructure? that
occurred three months after a previous promotion went into effect and are
evidenced by a compensation study® and evaluation by an independent third

party.t >

Our view of promotions focused on two areas: adherence to Board policy and the
‘determination of whether promoted individuals’ new compensation was within the

proper job classification as specified in published salary schedu_les.

Board policy® states that “The candidate ... shall meet standards of ellglbtllty established
for such a position, possess training and experlence rel_evant to sucha p05|t|on and, in
the opinion of the superintendent, be a qualified candldate Policies and procedures
specific to how training, education, and experience shoufd be applled to individuals

being promoted were not available.

To determine adherence to Board policy and 'as'se's'g“the effectiveri"eé's of the promotion
process, we requested all applicable documentatlon correspondlng to each individual

promoted during our timeframe., Documentatlon supportlhg individual promotions was
presented in the form of resumes; internal appllcatlons reference checks from current
and previous supervisors, and offer letters. Aithough performance evaluations are
completed, they are not used for mternal promotions.

To valid_ate appropriate C_ot_ﬁ'pensation _I_eve'ls, the salary rate received by each individual
was-:ﬁ\'/e”rified to ensure it fell :'WJthin the proper job classification as specified in the

jublished salary schedule. Inall cases, it did.

2. Job ReciaSSiflcatlons
Out of c!ass/mtenm ad;astments
When an mdwtdua! accepts additional, higher-level duties to help accommodate for
vacancies, he or s_he is compensated with a temporary increase, from 5 - 10%. If an
individual is wofking entirely in a higher-level position on an interim basis, the person is
compensated with a temporary 10% increase. District policies require requests for

22014 - 2015 Sentor Leadership Salary Relationships, 2014

3 General Compensation Overview, 2015

4 Human Resources and Delivery: Phase 1, Jan 2013

5 Human Resources and Delivery: Phase 2, Feb 2013

5 Board Policy 5.60.010-P: Administrative Employees’ Terms of Empioyment
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Portland Public Schools Administrative Compensation Review

these adjustments to be made in writing to the “Classification & Compensation Team.”’
During the review period, implemented requests were effective for a maximum of six
months with extensions required to be re-submitted to Human Resources for further
consideration. In 2015, the District reduced that period to three months which is
considered a sufficient timeframe in which to recruit a replacement.

The policy in place during the review period did not require specific justifications or
budget analyses on which to base the decision to provide an employee with a
temporary adjustment. The District has recogmzed th:s deflmency and has designed a
form?® to capture applicable information. : e

Ten instances of out of class reclassifications occurred during our timeframe: Evidence

of written requests submitted by supervisors ta Human Resou rces (in lieu of the
“Classification & Compensation Team”} and written notificatfc')'ﬁ-ﬁ_'_c_o employees was
submitted for each of the employees receiving an out-of-class ad}'ﬁs’tm ent. The Request
Form was used for all three requests made aftelr:the_ form was imhfemented. Support‘
for the remaining seven adjustments wajé':provi_déd in t'h'e_ fofm of email correspondence.

In-grade adjustments : i

Infrequently, a position may. be re eva!uated to determlne the appropriateness of the
salary grade aSS|gned The DIStI‘ICt now maintains a “Reclassification Request Form” to
famhtate these requests ;

Twc_)"employees received in'-:gtade adjustments at a rate of 7.7% under this process.
: Sal'q_ry reallocation reviews w__ére completed and well-documented to support the
rationale behind these increases.

3. Reorganlzat!on, Salary Schedule Restructure, and Other Adjustments
From 2013 to 2015 a comprehensive Job Family Study*® was completed to evaluate the
compensation rate of executive leadership.

The first phase of the Job Family Study focused on regional administrators (later titled as
Senior Directors). Five individuals received a 6.9% increase as a result of this job study

7 Classification & Compensation Policies and Procedures, 2011, section 5.4

8 Figure 2: Out-of-Classification Request Form

9 Figure 3: Reclassification Request, 8/2014

W District Classiication & Compensation Practices and Phitosophy: Guidelines, Process & Procedures for lob Family Studies
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Portland Public Schools Administrative Compensation Review

effective 1/1/2014. This action was noted in the District’s 2013/14 adopted budget and
used a defined salary schedule.*

The second phase of the Job Family Study recommended increases for senior executives
to recover market-comparability and mitigate voluntary turnover.*? The supporting
documentation for these increases is included in the studies completed by an
mdependent third party and by the continued work completed by the ClaSSlflcatIOI'l and
Compensation Senior Manager.?

The third phase of this effort recommended the consolrdatlon of four separate salary
schedules into one singie schedule to: '

normalize compensation for the number of days m the employment year
ensure that superiors were compensated at a hlghe":_ ate than subordinates, and
create a streamlined career progression. '

The budget is requwed to contain the salary schedules relatlng to employee
compensation and also includes a Five- Year Salary History by Employee Group. Although

the updated salary schedule was mcluded and accurate'for":both academic years studied,
the 2014-2015 Five-Year Salary Hlstory by Emplf= ee Group included in the budget book
The Five-Year Salary History by

was not updated to include the salary restructire,
Employee Group is, however updated in other documentath:m that was presented to
the Board on Apr:l 14, 2015 14

The increase received by the s upermtendent was set by the Board and is included in her

:--cortent contract on file.'® In addit|on a new CFO joined PPS in 2014-15. While the
compensa_t_lon for this p05|t_|on falls outside the current salary range, objectwe evidence
demonStrétes that the Bo;ﬁ;t‘d‘ approved the rate.

Findings and Reco"rh'tﬁe_ﬁélations
We found that the"'District's process to promote, reclassify positions, and provide other
adjustments for the period July 1, 2013 through June 30, 2015, were commensurate
with established policies. Although the methods used by the District to arrive at its final

11 Board Policy 5.60.070 i

125ee Figure 1: 2012-2015 Voluntary Turnover

13 Internal Memo: Non-Represented Personnel Pay Grade G and Above Compensation Recommendations for Fiscal Year 2014-
2015

14 “pps Superintendent Carole Smith’s presentation to the Board of Education” , 4/12/15

15 Employment Agreement dated 9/14/2014
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Administrative Compensation Review

decisions were “effective” {doing the right things}, the process used to adequately

support these decisions was very difficult to ascertain. In general:

1. Documentation was not readily available or formalized in support of
decisions, but was ultimately provided.

2. Policies and procedures were not specifically established to ensure actions
could be easily followed (initiated, reviewed, and approved).

3. Email requests were considered as accepted methods of support by the
District.

4. Electronic methods to capture information were ndt‘_ availébie.

The District has recognized many of these issues and has begun to lmplement formal
practices. In 2013/14, a CIass|fscat|0n/Compensat|on Senlor Manager was hired to
assess practices, processes, procedures, forms, and salary schedules and begin-

formalizing practices. Since then, other major process cha'n"g:e_s__have occurred including:

the development and implementation of a Senior Leadership Salary Schedule,
the establishment of classification specnflcatlons (mcludmg cultural competency
and equity-focus), G

the creation/revision of the out- of—class compensatlon form, request to create a
new position/classification form, and reclassification request form,

the centralization of new:hire and promotional salary placement determinations,
and a review of all non-represented employee, building administrator and
program administrator classification structures and compensation plans.

These, and"lbth'éf 't'ill*'t'a:ri'gés"'currently'in process, will assist the District’s efficiency and
effectiveness associated wnth compensatlon practices. Additionally, the District should:

Document the ratlonale for all compensation decisions to ensure
transparency . and understanding.

Develop a schedule to review, update and approve established policies
and procedures . . A .

“ Develop specific policies and procedures to ensure consistency of

" practices.

Adopt a streamlined, electronic process to attach necessary records to
changes made in the HRIS system for ease of reference.

Document the justification for all internal promotions.

Discontinue the use of email as acceptable documentation.

Specifically document justification for out of class adjustments through
the use of its Out of Class Compensation Request Form.

Ensure the completeness of information summarizing compensation in its
budget document.
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PORTLAND PUBLIC SCHOOLS

501 North Dixon Street / Portland, OR 97227
Telephone: (503) 916-3200 / Fax: (503) 916-3110 Carole Smith
Mailing Address: P. O. Box 3107/97208-3107 Superintendent

OFFICE OF THE SUPERINTENDENT

February 24, 2016

Dear Talbot, Korvola & Warwick:

Thank you for your work reviewing the administrative compensation system for Portland Public
Schools. As you note, while PPS was able to produce documentation for all decisions, there are
not specific policies and procedures that can be easily followed nor was documentation readily
available or formalized. I appreciate your observations and recommendations, and believe they
will be helpful as we continue to improve our processes.

As you point out, in the last two years since an independent party reviewed PPS Human
Resources, we have begun to implement formal practices that address a number of issues that
you raise. It is important to note the recent history of our Human Resources department. During
the recession, as Portland Public Schools was prioritizing support to schools, the Human
Resources department was severely reduced. Between 2011 and 2013, the Human Resources
department was cut by 9.0 FTE.

Based on the independent review of the department in 2012-2013, PPS hired a Class and
Compensation manager October 2013, who has been able to formalize a number of processes.
There is still work to do in this arena. Your audit makes a number of recommendations (bold)
and the management response follows:

1. Document the rationale for all compensation decisions to ensure transparency and
understanding. | agree that we must ensure that there is written documentation for all
compensation decisions in personnel files. Since bringing on our Class and Compensation
Manager, this has been our practice and we will continue to develop ways to systematize this
work.

2. Develop a schedule to review, update, and approve established policies and procedures. We
are in the process of developing this schedule. It is part of the work that was recommended by
the independent review.

3. Develop specific policies and procedures to ensure consistency of practices. As we have been
reviewing and updating our classification and compensation practices, policies and procedures,
we have simultaneously initiated a comprehensive review of the District’s Classification and
Compensation Manual for Non-Represented Employees. We are currently in the process of
updating this manual.




4. Adopt a streamlined, electronic process to attach necessary records to changes made in the
HRIS system for ease of reference. We will look into the cost to adopt such a process, but initial
research shows that this is a major expense.

5. Document the justification for all internal promotions.

As noted on page 4 of the report, “Documentation supporting individual promotions was
presented in the form of resumes, internal applications, reference checks from current and
previous supervisors”. In addition to the noted documentation, our HR staff provides hiring
authorities with a formal “Recruitment and Interview Guide”, Interview Assessor & Hiring
Authority Training and sample interview questions, which have been developed to evaluate
employment candidates through an equity lens. As we continue to review our recruitment and
selection processes, we concur that documentation supporting all employment selections
should continue to be evaluated and adjusted to demonstrate and communicate a process that
is equitable and transparent.

6. Discontinue the use of email as acceptable documentation. The Human Resources Department
is developing additional forms to use as part of this process.

7. Specifically document justification for out of class adjustments through the use of Out of Class
Compensation Request Form. As you note, PPS has utilized this form for the 3 out of class
compensation requests that have occurred since the form was created. It is our intention to
continue to use this form, as well as use it as a model for creating the necessary forms to
document the other processes.

8. Ensure the completeness of information summarizing compensation in the budget document.
We are continuing to improve the readability and completeness of the budget document.

I anticipate that we will be able to implement a number of your recommendations to improve our

compensation process within the next year. Thank you again for your review and
recommendations.

Sincerely,

(ot Al

Carole Smith
Superintendent
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Figure 1: 2012-2015 Voluntary Turnover
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Figure 2: Out-of-Classification Request Form
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Portland Public Schools Administrative Compensation Review

Figure 3; Reclassification Request Form .
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Figure 4: Five-Year Salary H'istory 2014-2015 Budget

Appendicey

Five-Year Salary History by Emplovee Group
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Figure 5: Five-Year History Board Presentation, 4/12/2014

Salary Adjustment Histor

Hanagers

2008408 200810 2010144 201112 01213 ‘
“Bupefiniendent | No COLA He COUR T Re T e Bl T HE CBLA T T B R tine-time
& Executive Ne Step Re Séep Ke Step Mo Step He Step | Mo Step adjuatment to
Committes 1t Furlough | market and
fapr Internat
- benchmarks,
_ yariable by
: poaition .
“Bulding and | NS COLK Ne TOLA T COUK W COLA Na EOUR ™ K e ol
Program S14p Incréase | Mo Step N Step o Step NoStep whketintwe  laduisiment fo
Adsvinistrators | 227-d#y lfuy%ough Daysphasea variable !ﬂmkéﬁ, yarlable |
Licenard employess T g powition. Ity poaition, ;
Administrators | incressedic |
236 days {1.7%
pay inceouse] |
“Uther Biresiors | e COUA Ho COLA LA S [ EY o] - S R Y x Na EBLE ™ Ko EOEK
HonLicensed | No Step 1 No Step Mo Step Ne Step Mg Step Step Incronse Step Incresas
Adminimtrators §-18 Furlsugh
Days’
T R T L R T BT e ¥ S e 7 G o 70 ¥ S
Represented Ko Step Mo Step N& Blep No Step " Mo Btep Step Increnae Step Increase
Bpeclatists, £ Furlough
Analyite, fA sk ishoal o







Board of Education Informational Report

MEMORANDUM

Date: February 24, 2016

To: Portland Public Schools Board Audit Committee
From: Amanda Whalen, Chief of Staff

Subject: Plan for Updates on Previous Audits

At the November 23, 2015 meeting of the Portland Public Schools Board Audit Committee,
there was a request to receive an update on the previous five audits done by former Auditor
Richard Tracy, at upcoming Audit Committee meetings.

The schedule for upcoming updates to the Committee is:

4/11/16-Special Education Financial Management by Chris Russo and Mary Pearson
5/16/16-Performance Measurement and Reporting by Amanda Whalen and Sarah Singer
6/20/16-Teacher Absences by Sean Murray

Summer-School Improvement Plans by Antonio Lopez, Greg Wolleck and Joe LaFontaine
Summer -Improving Graduation Rates by Anfonio Lopez and Shay James






