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Executive Summary  

 

In March 2011, Monroe City Schools (MCS) contracted with Prismatic Services, Inc., to complete a 
diagnostic study of the district. The contract required an assessment of the human resources, 
finance, management information systems, and instructional technology departments, seeking to 
identify areas of commendation and recommendation. The overall goals of the study were to assist 
the district in: 

∗ determining the current state of people, process, and technology; 

∗ identifying process inefficiencies; 

∗ identifying areas where greater efficiencies can be achieved; 

∗ identifying areas where greater effectiveness can be achieved; and 

∗ improving management strategies. 

There was no specific precipitating event driving this study. According to school board members, 
this study has been discussed and desired for a long time. 
 
It should be noted that the district is under no obligation to implement any recommendation in 
this report. MCS undertook this study voluntarily, in an effort to identify areas for improvement. 
Moreover, as district staff works through the chapters of this report, they may find alternative 
ways to address the findings presented. 

1 METHODOLOGY 

In completing this diagnostic study, Prismatic followed a 10-step work plan: 
 

1. Initiate project. 
2. Conduct Advance Team visit. 
3. Complete initial comparative analyses. 
4. Field staff survey. 
5. Prepare initial analysis. 
6. Conduct On-Site visit. 
7. Develop initial draft report. 
8. Complete quality control. 
9. Review draft report with client. 
10. Develop final report and close project. 

 
A Prismatic Advance team of two was on-site in the district April 4-5, 2011. The Advance team 
interviewed 13 staff/Board members and conducted four focus groups. The results of the Advance visit 
were distributed internally to Prismatic team members to assist them in developing interview and 
focus group questions, prioritize areas for on-site observations, and tentatively identify any areas of 
likely findings. 
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The full on-site visit was completed with six Prismatic team members April 11-14, 2011. The initial 
interview schedule included 72 interviews of either individuals (or several staff together), nine focus 
groups, and five meetings with chairpersons of relevant school board committees. Once on-site, team 
members were free to schedule additional and follow-up interviews, as needed.  
 
Team members also observed operations at a number of schools, particularly transportation and food 
services operations. Team members also observed instructional technology in use in a number of 
classrooms. 
 
As part of the analyses completed in this audit, Prismatic made comparisons to these peer 
districts: 
 

∗ Avoyelles Parish School Board (6,037 total enrollment 2010-11); 

∗ Natchitoches Parish School Board (6,805); 

∗ Orleans Parish School Board (10,493); 

∗ Ouachita Parish School Board (19,680); and 

∗ St. Mary Parish School Board (9,465). 

In addition to interviews and focus groups with specific district staff members, Prismatic provided all 
staff the opportunity to participate in an 80-question survey. A total of 646 employees responded to 
the survey, a response rate of approximately 33 percent.  
 
This study was completed with few limitations. Because the district wished to have results in 
time for use in 2011-12 budget discussions, the timeframe was somewhat shorter than other 
comparable projects. In a few areas, the district did not have information the team requested for 
analysis. Because the contracted study did not include all areas of the central office, Prismatic did 
not undertake a comprehensive review of the entire central office. Such an approach might have 
yielded additional findings. 
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2 COMMENDATIONS 

Overall, Prismatic awarded 17 commendations. Recommendations are organized below by 
functional area reviewed. 
 
Chapter 3: Organization and Management 
 

∗ The City of Monroe School Board is commended for updating its policy book. 

Chapter 4: Human Resources 
 

∗ The MCS HR department is commended for its exemplary work in the areas of personnel, as 
measured by established HR metrics for performance and effectiveness. 

Chapter 5: Finance 
 

∗ The district is commended for reversing its operational funding deficit. 

∗ Monroe City Schools is commended for its commitment to instruction, as evidenced by its per 
pupil spending on instruction. 

∗ The MCS business operations staff is commended for providing detailed operating manuals in 
accordance with best practices. 

∗ MCS is commended for publishing two manuals that assist purchasing department, other 
department, and school staff in processing purchasing related functions. 

∗ MCS is commended for a cross-checking process that helps ensure that coding on accounts 
payable documents are correct and for  cross-training of account payable staff. 

∗ MCS is commended for maintaining a spreadsheet of awarded contracts that provide readily 
accessible data for managing contracts. 

Chapter 6: Technology 
 

∗ The MIS director is commended for beginning to address the numerous technology 
infrastructure and school support issues. 

∗ MCS is commended for its efforts to provide not only access to interactive whiteboards but 
also SMART Board training for its teachers. 

∗ Monroe City Schools is commended for its efforts to make technology equipment available to 
schools, classrooms, and students. 

Chapter 7: Operations 
 

∗ District leaders recognize the need for increased focus on preventive maintenance. 
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∗ The district is commended for participating in the USDA Fresh Fruit and Vegetable Program. 

∗ The food service staff is commended for providing a clean and pleasant dining experience for 
the students. 

∗ To the extent the MCS and peer data are correct, the MCS transportation department 
operates at a lower cost per student than its peers. 

∗ MCS bus drivers exhibit professionalism and concern for their students. 

∗ The MCS transportation department is functioning well in a number of areas. 
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3 RECOMMENDATIONS 

Overall, Prismatic made 83 recommendations. Of those, Prismatic estimated fiscal impacts for 28, 
which are the only recommendations where the most likely implementation path is clear and direct 
costs or savings can estimated from that implementation. In all cases, we have endeavored to be 
conservative in estimating savings and aggressive in estimating costs.  
 
Recommendations are organized below by functional area reviewed. 
 
Chapter 3: Organization and Management 
 

∗ Adopt a new central office organizational structure. 

∗ Adopt the proposed organizational structure for Instructional Support Services in the City of 
Monroe Schools. 

∗ Reduce the leadership team structure. 

∗ Develop specific expectations for all coordinators and hold them accountable for meeting 
them. 

∗ Review and revise instructional job titles and respective pay. 

∗ Develop a schedule for regular board training to ensure clear understanding of and adherence 
to board and administrative roles. 

∗ Place a link to MCS policies on the district homepage and continue updating policies with 
revision dates included. 

∗ Maintain the current schedule for the LIFT Center, but staff it with a non-certified staff 
member. 

∗ Increase accountability when hiring staff for specific, short-term purposes. 

∗ Conduct an extensive review of MCS curricular and instructional programs. 

∗ Adhere to AdvancEd staffing guidelines for school administrative, counseling, and librarian 
staffing. 

Chapter 4: Human Resources 
 

∗ Produce or rewrite operating standards which will ensure retention and back-up of all scanned 
records so that filing hard copies of documents in the employee personnel folders can be 
discontinued. 

∗ Improve security of personnel folders. 

∗ Develop and use yearly evaluation forms that reflect current best practices for all classes of 
employees. 
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∗ End supplemental pay for school administrators. 

∗ Accept only electronic data from the biometric time clock for payroll. 

∗ Subscribe to and install a modern, computer-driven, electronic substitute caller system. 

∗ Publish an Employee Handbook online. 

∗ Create a guide to employee discipline and performance. 

∗ Solicit assistance from the Louisiana Department of Education National Board Certification 
office for guidance in creating a plan to increase the number of MCS teachers who become 
National Board Certified. 

∗ Review student loads by teacher and course enrollments and increase strategically student to 
teacher ratios. 

Chapter 5: Finance 
 

∗ Invest in a fully integrated financial systems software package. 

∗ Develop a five-year financial plan that encompasses all aspects of district operations. 

∗ Define the areas of responsibility of the chief financial officer. 

∗ Continue to allocate funds to the local schools on a per pupil basis, but account for them 
centrally. 

∗ Hire an internal auditor to report directly to the Board of Trustees. 

∗ Develop summary and easily understood financial reports for the board and train board 
members on how to interpret the information. 

∗ Provide access to periodic financial statements on the district website. 

∗ Adopt a formal policy for tracking and periodically reporting on the status of report 
recommendations made. 

∗ Develop purchasing procedures that allow principals and department heads to purchase small 
dollar items without requiring preapproval. 

∗ Consider expanding the use of the purchasing card program to increase efficiencies in the 
purchasing and payment processes. 

∗ Work with other school districts and local governments to establish purchasing cooperatives 
to reduce cost of services and materials, and reduce the administration cost of precessing 
purchases. 
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∗ Transfer the three accounts payable staff to the finance department to improve internal 
controls. 

∗ Document desk procedures for all finance processes within the business office, place them on 
the district server for easy reference and cross train staff on all critical functions including 
those of the finance director and accounting supervisor. 

∗ Develop a user manual for school and department staff to assist them in completing finance 
and purchasing related duties and provide periodic training. 

∗ Phase out the supplies inventory except for copy paper and implement a just-in-time ordering 
system for goods and supplies that are delivered directly to the schools. 

∗ Modify the human resources and payroll systems to provide a partition between the two 
systems and allow access to only specific staff needing the data to complete their assigned job 
duties. 

∗ Improve internal controls over processing payrolls. 

∗ Transfer the payroll staff responsible for processing the regular payroll back to the finance 
department and implement the external auditor's recommendations for payroll processing. 

∗ Increase direct deposit marketing efforts and encourage all employees to use direct deposit. 

∗ Develop procedures to allow direct deposit of substitute and addition paychecks. 

Chapter 6: Technology 
 

∗ Improve and expand the existing technology plan. 

∗ Establish a district-wide technology planning committee. 

∗ Realign the MIS and instructional technology departments. 

∗ Require all technology purchases to be approved by the MIS director. 

∗ Review options regarding a student information system. 

∗ Revise the work schedules of technology system technicians and help the desk operator to 
provide coverage during the early morning hours as schools open. 

∗ Develop a long-term professional development plan. 

∗ Expand instructional technology professional development to include offerings at all skill 
levels to ensure teachers move beyond basic use of the equipment. 

∗ Create a formal procedure for evaluating the appropriate use of technology. 
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∗ Create scheduled opportunities for teachers to collaborate regarding technology and 
software use, curriculum integration, the appropriate applications for grade level and content 
skills, and for remediation and intervention. 

∗ Replace districtwide technology coaches with one additional full-time technology integration 
specialist in the instructional technology department. 

∗ Standardize job titles and job responsibilities. 

∗ Create a process to assess student use of, need for, and satisfaction with district technology. 

∗ Expand and employ existing online and distance learning opportunities for students. 

Chapter 7: Operations 
 

Facilities 

∗ Develop capacity/enrollment thresholds for each school. 

∗ Consolidate summer school programs into fewer schools. 

∗ Merge all functions related to facilities into one building services departments and clarify 
responsibilities. 

∗ Maintain maintenance staffing at the current level, as long as facility square footage does not 
change. 

∗ Identify skills and procure regular related training for all staff in departments supporting 
facilities. 

Maintenance 

∗ Implement a computerized maintenance management system. 

∗ Examine district facilities, identify needs, and develop a schedule for ongoing preventive 
maintenance. 

∗ Implement a technology solution for event management. 

∗ Seek reimbursement from the food service fund for the cost of kitchen and dining room 
utilities. 

∗ Develop strategies to encourage energy conservation at schools. 

∗ Reduce custodial staff to a level more consistent with ASBO standards. 

Custodial Services 

∗ Seek reimbursement from the food service fund for the cost of providing custodial services in 
the dining rooms. 
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∗ Develop an allocation formula in school budgets for custodial supplies. 

∗ Explore potential areas for shared enterprises in maintenance and custodial services. 

Food Services 

∗ Develop a five-year plan for the food service program that will ensure it is financially self-
sustaining. 

∗ Increase regular student meal prices. 

∗ Eliminate the sale of competitive foods during lunch periods in all MCS schools. 

∗ Discontinue the practice of offering seconds to students at no charge. 

∗ Retrain the cashiers to observe and charge students and adults for extra food sales. 

∗ Promote more training, sharing of ideas, and central office oversight. 

∗ Implement a regular school food survey. 

∗ Eliminate the school food service warehouse operation. 

Transportation 

∗ Develop and report regularly on transportation metrics. 

∗ Complete routing system implementation. 

∗ Improve field trip budgeting and scheduling. 

∗ Review bell times. 

∗ Require separation of traffic circulation around every FPS schools. 

∗ Minimize the use of bus aides on regular education routes. 

As a first step in implementing report recommendations, Prismatic recommends that district 
leaders review all report recommendations to identify which (in whole or in part) can be 
implemented immediately or within the next three months. From there, district leaders should 
then develop a prioritized action plan with accompanying deadlines and metrics. Individuals or 
small teams within the district should be assigned to spearhead each effort and should be held 
accountable for producing results. 
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Introduction  

 

In March 2011, Monroe City Schools (MCS) contracted with Prismatic Services, Inc., to complete a 
diagnostic study of the district. The contract required an assessment of the human resources, 
finance, management information systems, and instructional technology departments, seeking to 
identify areas of commendation and recommendation. The overall goals of the study were to assist 
the district in: 

∗ determining the current state of people, process, and technology; 

∗ identifying process inefficiencies; 

∗ identifying areas where greater efficiencies can be achieved; 

∗ identifying areas where greater effectiveness can be achieved; and 

∗ improving management strategies. 

This report is presented to fulfill the requirements of the district’s contract with Prismatic. 

1.1 BACKGROUND 

The MCS Superintendent was newly hired by the School Board less than a year ago. Her 
agreement to complete a number of studies, including this one, soon after assuming command 
was a key request of the School Board. According to school board members, this study has been 
discussed and desired for a long time, and there has been no specific precipitating event.  
 
However, the district undertook this diagnostic study at this time in recognition of likely 
challenging budget discussions for 2011-12 and beyond. The national economic downtown has 
resulted in difficult times in many school districts. For the first time ever, states’ overall spending 
decreased for two years in a row—4.8 percent in FY2009 and 4.0 percent in FY 2010.1  And, as 
one expert recently noted: 
 

States are looking at tens of billions in budget shortfalls for fiscal year 2011. And the 
accelerating downturn in commercial real estate and the soft housing market mean 
that districts will likely be looking at tight budgets into 2014 and beyond.2 

 
When this project began, the district had a reserve of funds, so the opportunity existed to make 
strategic investments where warranted to reach the goals of a more efficient and effective 
central office operation. 

                                                 
1 Hess, F. and Downs, W. (2010) K-12 budget picture: lean years ahead. American Enterprise Institute for 
Public Policy Research. (10).  
2 Hess, F. and Osberg, E. (2010). Stretching the school dollar: how schools and districts can save money while 
serving students best. Cambridge: Harvard Education Press.  

Chapter 

1 
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It was in this environment that MCS took the commendable step of seeking out a consulting firm 
to conduct this diagnostic study. While the need to reduce expenditures may not yet be dire, as it 
is in other districts, with this study the district will have a menu of options from which to choose 
to become more efficient and effective. 

1.2 METHODOLOGY 

In completing this diagnostic study, Prismatic followed a 10-step work plan: 
 

1. Initiate project. 
2. Conduct Advance Team visit. 
3. Complete initial comparative analyses. 
4. Field staff survey. 
5. Prepare initial analysis. 
6. Conduct On-Site visit. 
7. Develop initial draft report. 
8. Complete quality control. 
9. Review draft report with client. 
10. Develop final report and close project. 

 
Project initiation occurred on March 2, 2011. At that time, Prismatic and district staff confirmed 
overall project goals, finalized a project timeline, and discussed areas of potential focus for the 
study. 
 
Prismatic then provided to the district an Initial Data Request List comprised of 95 items. The 
items requested were in the categories of: 
 

∗ General Information; 

∗ Human Resources; 

∗ Financial Management; 

∗ Technology; 

∗ Food Service; 

∗ Transportation; and 

∗ Facilities. 

District staff provided all existing information requested and did so in a timely manner. Most collected 
data were digitized and distributed electronically to Prismatic team members prior to the on-site visit. 
A few larger items were distributed in paper form. 

A Prismatic Advance team of two was on-site in the district April 4-5, 2011. The Advance team 
interviewed 13 staff/Board members and conducted four focus groups. The results of the Advance visit 
were distributed internally to Prismatic team members to assist them in developing interview and 
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focus group questions, prioritize areas for on-site observations, and tentatively identify any areas of 
likely findings. 
 
The full on-site visit was completed with six Prismatic team members April 11-14, 2011. The initial 
interview schedule included 72 interviews of either individuals (or several staff together), nine focus 
groups, and five meetings with chairpersons of relevant school board committees. Once on-site, team 
members were free to schedule additional and follow-up interviews, as needed.  
 
Team members also observed operations at a number of schools, particularly transportation and food 
services operations. Team members also observed instructional technology in use in a number of 
classrooms. 

1.3 PEER DISTRICTS 

As part of the analyses completed in this study, Prismatic made comparisons to peer districts 
where appropriate and possible. After review of data available at the state level and discussions 
with district staff, the peers selected for the study were: 
 

∗ Avoyelles Parish School Board (6,037 total enrollment 2010-11); 

∗ Natchitoches Parish School Board (6,805); 

∗ Orleans Parish School Board (10,493); 

∗ Ouachita Parish School Board (19,680); and 

∗ St. Mary Parish School Board (9,465). 

Several other districts in Louisiana were considered but eliminated as being less comparable in terms 
of student enrollment, percentage of free and reduced price lunch eligible students, percent non-
white students, current expenditures per student, or district performance score (DPS, a state-
computed measure of student academic performance). 
 
In some analyses, the team used peer data available from the Louisiana  State Department of 
Education. In other analyses, team members contacted the peer districts with specific data requests. 
Not all peer districts were responsive to all requests. 

1.4 STAFF INPUT 

In addition to interviews and focus groups with specific district staff members, Prismatic provided all 
staff the opportunity to participate in an 80-question survey. District staff reviewed and approved the 
survey questions prior to survey launch. The survey was available to all district staff on-line March 15 – 
April 6, 2011. Computer kiosks with the survey were available to staff without regular computer access 
in their district work. All survey responses were held confidential and no individual survey result was 
shared with any district staff. 
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A total of 646 employees responded to the survey out of 1,963, for a response rate of 33 percent. 
Based on Prismatic’s experience, this response rate is typical for a survey of this nature. The 
margin of error for this survey is ±3.5 percent. Aggregated responses to the survey are provided in 
Appendix A of this report.  

1.5 STUDY LIMITATIONS 

Overall, this study was completed with few limitations. Because the district wished to have 
results as quickly as possible to guide 2011-12 budget discussions but the project was not awarded 
until March 2011, the timeframe of the study was somewhat shorter than other comparable 
projects. Typically, a project of this scope would require seven months to complete; Prismatic 
completed this one in less than four months by completing a number of activities concurrently 
rather than sequentially, and by agreeing to compressing the time between the Advance and On-
Site visits. While this did not impact substantially the results provided in this report, it is possible 
that deeper analysis in some areas would have uncovered additional issues and concerns, 
requiring additional recommendations. 
 
In a few limited areas, the district did not have information the team requested for analysis. In 
some cases, the team was forced to estimate using reasonable assumptions based on past 
experiences in other districts. While it would obviously be preferable to rely on solid, verifiable 
data, it is not likely that this methodological limitation impacted the team’s overall conclusions. 
All assumptions necessary because of data limitations have been clearly outlined in subsequent 
chapters. 
 
Because the MCS Request for Proposal that launched this study did not include all areas of the 
central office, the Prismatic team did not undertake a comprehensive review of the entire central 
office. Such an approach might have yielded additional findings in the areas that were reviewed, 
as silos or synergies among central office departments were examined. In addition, the district 
notified Prismatic that it separately contracted with firms to complete pay and classification, 
facilities, demographic, and strategic planning studies. In respect to those projects, Prismatic did 
not undertake research tasks related to those areas. 
 

1.6 OVERVIEW OF THE FINAL REPORT 

 
The remaining chapters of this report are presented in this order: 
  

∗ Chapter 2 – Overview of Academics and Expenditures; 

∗ Chapter 3 – Organization and Management; 

∗ Chapter 4 – Human Resources; 

∗ Chapter 5 – Finance; 

∗ Chapter 6 – Technology; 
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∗ Chapter 7 – Operations; 

∗ Chapter 8 – Summary of Commendations and Recommendations; and 

∗ Appendix A – Staff Survey Results. 

It is important to remember that not all areas reviewed by Prismatic are included in this report. 
Only those areas where team members either identified an outstanding practice or one in need 
of improvement have been included. Findings regarding outstanding practices conclude with a 
commendation; those regarding practices in need of improvement conclude with a 
recommendation. District areas operating at an acceptable level are not included in the report, 
although the team may have had to investigate them deeply in order to determine their 
efficiency and effectiveness. Had information on district areas without findings been included, 
this report would have approximately tripled in size. 
 
While Prismatic has included recommendations it strongly believes are necessary, we emphasize 
that the district is under no obligation to implement any recommendation in this report. MCS 
undertook this study voluntarily, in an effort to identify areas for improvement. Moreover, as 
district staff members work through the chapters of this report, they may find alternative ways 
to address the findings presented. 
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Prismatic gratefully acknowledges the assistance of the following individuals in the performance 
of our on-site research, data analysis, and in the preparation of this report: 
 

∗ Dr. Kathryn Harris, Superintendent; 

∗ Josh Leporati, Director, MIS; 

∗ Derenda Flowers, Chief Financial Officer; 

∗ Betty Carroll, Executive Director, Human Resources;   

∗ DaVona Howard, Chief Accountant; 

∗ Litta  Goins, Purchasing and Accounts Payable Manager; 

∗ Linda McCurry, HR Specialist, Payroll;   

∗ Lora Greer, HR Specialist, Certification;   

∗ Althea Shaw, HR Specialist, Finance and Retirement; 

∗ Karla Bowlin, Instructional Technology Supervisor, and staff; 

∗ Kirk Clark, Director of Custodial and Energy  Management; 
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∗ Ramona Goldsmith, Custodial and Maintenance Secretary. 

Prismatic also thanks the many other district staff who provided time, assistance, observations, 
and data for this review.  
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Overview of Academics and Expenditures  

 

This chapter provides an overview of Monroe City Schools (MCS) academic performance for 
the past two years and expenditures for the past three years. It includes these sections: 

2.1   Academic Performance 
2.2   Educational Productivity 
2.3   Expenditures 

Five other Louisiana districts were selected as peer districts for this diagnostic study and are 
included in a number of exhibits for comparison purposes to MCS. They are: 

∗ Avoyelles Parish School Board; 

∗ Natchitoches Parish School Board; 

∗ Orleans Parish School Board; 

∗ Ouachita Parish School Board; and 

∗ St. Mary Parish School Board. 

2.1 ACADEMIC PERFORMANCE 

The Louisiana Department of Education tracks the performance of each district on required 
annual assessments in English/Language Arts and Math. Exhibit 2-1 provides the percentage 
of MCS students in each grade that scored at the basic or above level on each test. Before 
eighth grade, the majority of MCS students scored at least at the basic level, although there 
was a noticeable decline in the seventh grade. In eighth grade, less than half the students 
score at the basic level or above. Performance improved beyond eighth grade, but did not 
return to the levels seen among elementary students. 

Exhibit 2-1 
Percentage of MCS Students Scoring at the Basic and Above Levels 

Spring 2010 

Grade 
English/ 

Language Arts Math 

3rd Grade 76% 72% 

4th Grade 76% 80% 

5th Grade 73% 72% 

6th Grade 73% 71% 

7th Grade 56% 61% 

8th Grade 46% 44% 

9th Grade 57% 59% 

GEE 62% 73% 
Source: Louisiana State Department of Education. 

Chapter 
2 
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Exhibits 2-2 and 2-3 compares Monroe’s 2010 performance with the overall state results. On 
the English/Language Arts test, MCS was above the state average through sixth grade, but 
then dropped below for the remaining grades. The greatest difference was in eighth grade, 
when MCS trailed the state average by 15 percentage points. The same overall pattern was 
observed on the math test. The greatest difference on the math test was also in eighth 
grade, where MCS trailed the state average by 15 percentage points. 

Exhibit 2-2 
Comparison of District with Overall State Performance on English/Language Arts Tests 

Spring 2010 

 
Source: Louisiana State Department of Education. 

Exhibit 2-3 
Comparison of District with Overall State Performance on Math Tests 

Spring 2010 

 
Source: Louisiana State Department of Education. 
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In 2010, MCS had a district performance score (DPS) of 90.1. This was below the state DPS of 
91.8, meaning the district was slightly below state average in academic performance. 
However, MCS was among the top 10 districts in 2010 for percent improvement in its DPS. 
From 2009 to 2010, Monroe improved from a DPS of 85.7 to 90.1, a 5.13 percent 
improvement. Among the peers selected for this study, only Orleans Parish posted greater 
improvement (5.75 percent). This indicates that student achievement increased at a greater 
rate in MCS from 2009 to 2010. 
 
Exhibit 2-4 compares the 2010 academic performance of MCS to the peers selected for this 
study. As shown, the average peer DPS of 93.4 exceeded the state and MCS scores. 
However, MCS had a higher percentage of schools making recognized or exemplary 
academic growth in comparison to its peers.1 
 

Exhibit 2-4 
Comparison of District Performance and School Performance Scores 

2010 

School District 

District 
Performance 

Score 
# of 

Schools 

# of Schools with 
Recognized or 

Exemplary Academic 
Growth 

% of Schools with 
Recognized or 

Exemplary Academic 
Growth 

Monroe City 90.1 20 10 50% 
Avoyelles Parish 77.8 10 1 10% 
Natchitoches Parish   81.7 16 5 31% 
Ouachita Parish 102.8 35 9 26% 
Orleans Parish  110.3 18 11 61% 
St. Mary Parish 94.3 23 11 48% 
Peer Average  93.4 20.4 7.4 36% 
Source: Louisiana State Department of Education. 

2.2 EDUCATIONAL PRODUCTIVITY 

As has been detailed in several previous research efforts,2 there has been little verification 
that increased spending is significantly and positively correlated to increased academic 
achievement. It may appear obvious to the average citizen that spending more on education 
will result in better educated students, but districts are increasingly discovering that smarter 
spending often has a greater impact than increased spending. Data from the National Center 
for Education Statistics show that nationwide, after adjusting for inflation, education 
spending per student has nearly tripled in the past 40 years. Yet, data from a number of 

                                                 
1 “Recognized Academic Growth” is the ranking assigned by the state to schools that met their Growth 
Targets. “Exemplary Academic Growth” is the ranking assigned by the state to schools that met their 
Growth Targets, were not in Academically Unacceptable Schools or Subgroup Component Failure 
status, and achieved Subgroup Assessment Index growth of 2.0 points or more for their Free/Reduced 
Price Lunch and Students with Disabilities Subgroups. 
2 Schoolhouse, Courthouses, and Statehouses (2009) by Hanushek, E. and Lindseth, A. provides a good 
review of the funding-achievement debate. 
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sources do not show that student achievement has climbed in a similar fashion.3 Some argue 
that student achievement has instead remained flat. 

In January 2011, the Center for American Progress released a report detailing a ground-
breaking attempt to measure the academic achievement of a school district, relative to its 
educational spending and controlling for such factors as cost of living and the percentage of 
students living in poverty. Such an analysis attempts to determine whether a given district is 
spending its funds wisely, in comparison to other districts within the same state.4 The Center 
developed three measures: 

∗ Basic Return on Investment (Basic ROI) index rating – This measure rates districts on 
how much academic achievement they get for each dollar spent, relative to other 
districts in their state. It is adjusted to account for cost-of-living differences, as well as 
differences in low-income, English language learners, and special education students. 

∗ Adjusted Return on Investment (Adjusted ROI) index rating – This measure uses the 
same approach as the basic index, but uses regression analysis to adjust for the 
higher costs associated with serving larger concentrations of low-income, English 
language learners, and special education students. 

∗ Predicted Efficiency index rating – This measure assesses whether a district’s 
achievement is higher or lower than would be predicted, after accounting for its per 
student spending and its levels of low-income, English language learners, and special 
education students.5 

The Center reports the results of all three measures in a green-to-red color-coding scheme. 
The basic and adjusted ROI indices use the matrix shown in Exhibit 2-5 to report district 
results. The desired areas of the matrix are shown in shades of green, where medium or high 
achievement is reached through low or medium cost. The predicted efficiency index rating 
uses a comparable color-coding scheme to indicate where districts have achieved from lower 
than expected achievement to higher than expected achievement.  

Exhibit 2-5 
 Center for American Progress 
Return on Evaluation Matrix 

 Lowest Achievement Medium Achievement Highest Achievement 
Lowest Cost    
Medium Cost    
Highest Cost    

Source: Center for American Progress, Return on Educational Investment: A District-by-District Evaluation 
of U.S. Educational Productivity, January 2011, www.americanprogress.org. 

Using 2007 data (the most recent available on a nationwide basis), the Center computed the 
basic ROI, adjusted ROI, and predicted efficiency for each Louisiana district. The results are 
shown in Exhibits 2-6 through 2-8. The individual result for MCS is circled on each graph. As 
                                                 
3 Ibid. 
4 Because of a myriad of differences in state education and accountability systems, comparisons across 
state lines are not valid. 
5 http://www.americanprogress.org/events/2011/01/district.html 

http://www.americanprogress.org/
http://www.americanprogress.org/events/2011/01/district.html
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shown, MCS was in the light green in each category, getting slightly better student 
achievement than other Louisiana districts, given its level of per student spending. However, 
in none of the three measures was MCS in the upper left quadrant, among those getting the 
best student achievement, given its level of per student spending. Moving to the upper left 
quadrant would require MCS to reduce expenditures relative to academic achievement 
(become more cost-efficient) or to improve academic achievement relative to expenditures 
(become more cost-effective). Of course, a district could seek to improve cost efficiency and 
effectiveness at the same time. 

Exhibit 2-6 
Center for American Progress 

Basic ROI 
2007 

 
Source: http://www.americanprogress.org/issues/2011/01/educational_productivity/ 

 

http://www.americanprogress.org/issues/2011/01/educational_productivity/
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Exhibit 2-7 
Center for American Progress 

Adjusted ROI Index 
2007 

 
Source: http://www.americanprogress.org/issues/2011/01/educational_productivity/ 

Exhibit 2-8 
 Center for American Progress 

Louisiana Predicted Efficiency Index 
2007 

 
Source: http://www.americanprogress.org/issues/2011/01/educational_productivity/ 

http://www.americanprogress.org/issues/2011/01/educational_productivity/
http://www.americanprogress.org/issues/2011/01/educational_productivity/
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Exhibit 2-9 compares the Center’s indices for MCS and the peer districts. As shown, MCS had 
better basic and adjusted ROIs than two of the peers (Natchitoches and Orleans) and had the 
same as the other three peers. On predicted efficiency, MCS was better than two peers 
(Natchitoches and Ouachita), the same as two peers, and worse than one peer (Orleans). 

Exhibit 2-9 
 Center for American Progress 
Return on Evaluation Matrix 

 Basic ROI Adjusted ROI Predicted Efficiency 
Monroe City    
Avoyelles Parish    
Natchitoches Parish      
Ouachita Parish    
Orleans Parish     
St. Mary Parish    

Source: http://www.americanprogress.org/issues/2011/01/educational_productivity/ 

2.3 EXPENDITURES 

Data for the exhibits that follow were extracted from the Louisiana Department of Education, 
Division of Education Finance, Annual Revenue and Expenditure Reports for 2007-08 and 2009-
10. Most expenditure data in the annual reports are presented either by object of expense or 
by group. Expenditure totals between the two types of reports are not consistent in that 
expenditures by group do not include operating transfers out and indirect costs that are 
included in object of expense reports. Consequently, total expenditures for Monroe for 2007-
08 shown by group totals $99,938,050 and by object of expense totals $104,147,679. For 
2009-10 the totals are $106,930,059 for exhibits using group expenditures and $110,147,679 
for exhibits using object of expense expenditures. Because of this accounting difference, the 
data presented in each exhibit are valid for the comparisons presented in that exhibit, but 
comparisons between exhibits that present expenditures by object of expense and by group 
are not entirely comparable. 

Exhibit 2-10 compares the per pupil expenditures for MCS to peer districts and to the state 
average. In 2007-08, Monroe’s per pupil expenditure of $11,242 was lower than the peer 
average of $12,011 and the state average of $11,698. In 2009-10, Monroe’s per pupil 
expenditure increased to $1,179 and was slightly higher than the peer average of $12,263 and 
the state average of $12,130. Between 2007-08 and 2009-10, Monroe’s per pupil expenditures 
increased 10.5 percent, significantly higher than both the peer average of 2.1 percent and the 
state average of 3.7 percent.  

http://www.americanprogress.org/issues/2011/01/educational_productivity/
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Exhibit 2-10 
 Comparison of Per Pupil Expenditures 

2007-08 and 2009-10 

District 2007-08 2009-10 
Change 

Amount Percentage 
Monroe City $11,242 $12,421 $1,179 10.5% 
Avoyelles Parish $8,111 $9,003 $892 11.0% 
Natchitoches Parish   $9,650 $10,077 $427 4.4% 
Ouachita Parish $10,464 $11,628 $1,164 11.1% 
Orleans Parish  $10,491 $10,926 $435 4.2% 
St. Mary Parish6 $21,339 $19,682 ($1,657) (7.8%) 
Peer Average $12,011 $12,263 $252 2.1% 
State Average $11,698 $12,130 $432 3.7% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   

Exhibit 2-11 presents a comparison of Monroe’s 2009-10 per pupil expenditures by major 
group to peer districts, peer average, and state average. Monroe’s per pupil expenditures of 
$7,925 for total instruction was higher than both the peer average of $7,277 and the state 
average of $7,365. Only the Orleans Parish district, which had a $9,732 per pupil expenditure 
for instruction, was higher than MCS. Monroe’s per pupil expenditure for facility acquisition 
and construction of $257 was considerably lower than the peer average of $685 and the state 
average of $901. 

Exhibit 2-11 
 Comparison of Per Pupil Expenditures by Major Group  

2009-10 

District 
Total 

Instruction 
Total 

Support 

Facility 
Acquisition 

and 
Construction 

Debt 
Service 

 
Total 

Monroe City $7,925  $3,381  $257  $858  $12,421  
Avoyelles Parish $6,026  $2,842  $61  $75  $9,003  
Natchitoches Parish   $6,861  $2,725  $2  $489  $10,077  
Ouachita Parish $6,536  $3,080  $1,342  $671  $11,628  
Orleans Parish  $7,231  $3,199  $274  $222  $10,926  
St. Mary Parish $9,732  $4,850  $1,747  $3,353  $19,682  
Peer Average $7,277  $3,339  $685  $962  $12,263  
State Average $7,365  $3,354  $901  $510  $12,130  

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2009-10.   

 
Exhibit 2-12 compares the percentage of total expenditures that Monroe expended in 2009-
10 by major groups with peer districts, peer average, and the state average. In 2009-10, 
Monroe expended 63.8 percent of total expenditures for total instruction, more than the 
peer average of 61.4 percent and the state average of 60.7. Three peer districts expended a 
higher percentage on total instruction than Monroe and two expended a lower percentage. 
                                                 
6 This district had a number of one-time Hurricane Related expenditures in 2009-10 that are included in 
this and subsequent tables. 
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Monroe’s 27.2 percent for total support is just slightly lower than the peer average of 27.8 
percent and the state average of 27.7 percent. Monroe’s debt service, at 6.9 percent, was 
higher than the peer and state averages. 

Exhibit 2-12 
 Percentage of Total Expenditures by Major Group 

2009-10 

District 

Major Group 

Total 
Instruction 

Total 
Support 

Facility 
Acquisition and 

Construction 
Debt 

Service 
Monroe City 63.8% 27.2% 2.1% 6.9% 
Avoyelles Parish 66.9% 31.6% 0.7% 0.8% 
Natchitoches Parish   68.1% 27.1% 0.0% 4.9% 
Ouachita Parish 56.2% 26.5% 11.5% 5.8% 
Orleans Parish  66.2% 29.3% 2.5% 2.0% 
St. Mary Parish 49.4% 24.6% 8.9% 17.0% 
Peer Average 61.4% 27.8% 4.7% 6.1% 
State Average 60.7% 27.7% 7.4% 4.2% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2009-10.   

 
Exhibit 2-13 compares Monroe’s per pupil expenditures for 2009-10 by object of expense to 
peer district and state averages. Monroe expended $6,884 per pupil in 2009-10 for salaries, 
which is higher than both the peer average of $5,863 and the state average of $6,281. 
Expenditures for purchased property services of $333 per pupil was considerably less than 
both the peer average of $1,002 and the state average of $1,006. Monroe’s per pupil 
expenditure for supplies of $1,288 was higher than the peer average by $189 and the state 
average by $254. 

Exhibit 2-13 
 Per Pupil Expenditures by Object of Expense 

2009-10 

Object of Expense MCS 
Peer 

Average 
State 

Average 
Salaries $6,884  $5,863 $6,281  
Benefits $2,084  $1,975 $2,242  
Purchased Professional & Technical Services $460  $817 $476  
Purchased Property Services $333  $1,002 $1,006  
Other Purchased Services $211  $407 $299  
Supplies $1,288  $1,099 $1,034  
Property $221  $80 $218  
Other Objects $290  $507 $248  
Other Uses of Funds $1,033  $2,519 $1,222  
Total Expenditures Plus Other Uses of Funds $12,803  $14,269 $13,025  

 Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2009-10.   

Exhibit 2-14 compares the percentage changes in per pupil expenditures for objects of 
expense between 2007-09 and 2009-10 for MCS, the peer average, and state average (items 
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in parentheses in the table indicate a decrease). Monroe’s total per pupil expenditures plus 
other uses of funds increased by 9.3 percent compared to the peer average decrease of 11.0 
percent and a state average increase of 7.9 percent. Per pupil expenditures for salaries 
increase by 7.9 percent compared to the increase in peer and state averages of 4.7 percent 
and 7.0 percent, respectively. Benefits increased by 7.9 percent compared to the peer 
average of 1.3 percent and the state average of 8.7 percent. Purchased professional and 
technical services, other purchased services, and supplies all increased at a higher 
percentage rate in MCS than did peer and state averages. 

Exhibit 2-14 
Percent Changes in Per Pupil Expenditures by Object of Expense 

2007-08 and 2009-10 

Object of Expense MCS 
Peer 

Average 
State 

Average 
Salaries 7.9% 4.7% 7.0% 
Benefits 7.9% 1.3% 8.7% 
Purchased Professional & Technical Services 106.3% 36.9% 8.4% 
Purchased Property Services (28.7%) 169.3% 226.6% 
Other Purchased Services 18.5% 17.3% 8.3% 
Supplies 41.2% (4.2%) 4.0% 
Property (52.7%) (78.4%) (29.2%) 
Other Objects (9.7%) (11.8%) (5.0%) 
Other Uses of Funds 23.3% (50.3%) (21.2%) 
Total Expenditures Plus Other Uses of Funds 9.3% (11.0%) 7.9% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   



 2-11 

Exhibit 2-15 compares Monroe’s expenditures for 2009-10 by fund source to peer districts, 
the peer average, and the state average. The 47.1 percent of total expenditures paid from 
Monroe’s General Fund is significantly lower than all the peers and the state average. General 
Fund expenditures of 47.1 percent for Monroe is 20.5 percentage points lower than the peer 
average and 19.8 percentage points lower than the state average. Percentage-wise, MCS 
expended considerably more from other special funds than each of the peers and 16.6 
percentage points more than the state average.  

Exhibit 2-15 
Percentage of Expenditures by Fund Source 

2009-10 

District 
General 
Funds 

Special 
Fund 

Federal 

NCLB 
Federal 
Funds 

Other 
Special 
Funds 

Debt 
Service 
Funds 

Capital 
Project 
Funds 

Monroe City 47.1% 6.0% 12.5% 26.0% 6.1% 2.3% 
Avoyelles Parish 69.1% 6.0% 7.7% 10.0% 0.6% 6.6% 
Natchitoches Parish   68.3% 6.1% 7.8% 13.6% 4.3% 0.1% 
Ouachita Parish 69.4% 4.8% 4.0% 5.5% 5.6% 10.7% 
Orleans Parish  77.9% 5.9% 5.8% 5.3% 2.0% 3.1% 
St. Mary Parish 53.5% 5.1% 13.9% 2.0% 14.1% 11.4% 
Peer Average 67.6% 5.6% 7.8% 7.3% 5.3% 6.4% 
State Average 66.9% 7.6% 5.6% 9.4% 4.0% 6.4% 
Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 

Expenditure Reports, 2009-10.   
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Exhibit 2-16 compares Monroe’s expenditures by group for 2007-08 and 2009-10. Total 
expenditures increased by $6,992,009 between 2007-08 and 2009-10, a 7.0 percent increase. 
Although total instruction increased by 8.3 percent, regular education and vocational 
education both decreased by 1.4 percent and 8.2 percent, respectively. Special education 
increased by 8.3 percent, other instructional programs increased by 18.4 percent, and special 
programs increased by 26.0 percent. While total expenditures increased by 7.0 percent, total 
support increased by only 3.0 percent. Operations and maintenance decreased by 8.9 
percent, while student transportation services and food service operations increased by 14.2 
percent and 16.5 percent, respectively. 

Exhibit 2-16 
MCS Expenditures by Group 

2007-08 and 2009-10 

Group 2007-08 2009-10 
Change 

Amount Percentage 
Regular Education $26,127,162  $25,770,189  ($356,973) (1.4%) 
Special Education $12,783,278  $13,846,407  $1,063,129  8.3% 
Vocational Education $1,203,928  $1,105,032  ($98,896) (8.2%) 
Other Instructional Programs $5,590,879  $6,619,178  $1,028,299  18.4% 
Adult Education $535,387  $529,794  ($5,593) (1.0%) 
Special Programs $6,594,064  $8,309,843  $1,715,779  26.0% 
   Subtotal - Classroom  
   Instruction (subset of  
   Instruction) $52,834,698  $56,180,443  $3,345,745  6.3% 
Pupil Support Programs  $5,063,358  $5,882,715  $819,357  16.2% 
Instructional Staff Services $5,084,922  $6,165,205  $1,080,283  21.2% 
   Total Instruction $62,982,978  $68,228,363  $5,245,385  8.3% 
School Administration $4,159,909  $4,716,800  $556,891  13.4% 
General Administration $2,211,662  $2,992,104  $780,442  35.3% 
Business Services $1,217,306  $1,452,398  $235,092  19.3% 
Operations & Maintenance $7,921,118  $7,213,991  ($707,127) (8.9%) 
Student Transportation 
Services $3,080,415  $3,518,623  $438,208  14.2% 
Food Service Operations $5,189,665  $6,046,923  $857,258  16.5% 
Central Services7 $6,226,945  $3,166,349  ($3,060,596) (49.2%) 
   Total Support $30,007,020  $29,107,188  ($899,832) (3.0%) 
Facility Acquisition & 
Construction $74,903  $2,211,773  $2,136,870  2852.9% 
Debt Service $6,873,149  $7,382,735  $509,586  7.4% 
   Total Expenditures $99,938,050  $106,930,059  $6,992,009  7.0% 

 Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   

 

                                                 
7 The 2007-08 figure was much higher for this category than in either 2006-07 or 2009-10. 
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Exhibit 2-17 compares expenditures by object of expense for 2007-08 and 2009-10. 
Expenditures for salaries and benefits, which together represented 70.0 percent of total 
expenditures in 2009-10, both increased by 4.5 percent between 2007-08 and 2009-10. 
Purchased professional and technical services increased by $1,974,936, an increase of 99.7 
percent. While other purchased services, supplies and other uses of funds increased, 
purchased property services, property, and other objects decreased. 

Exhibit 2-17 
MCS Expenditures by Object of Expense 

2007-08 and 2009-10 

Object of Expense 2007-08 2009-10 
Change 

Amount Percentage 
Salaries $56,706,687  $59,263,643  $2,556,956  4.5% 
Benefits $17,169,929  $17,945,092  $775,163  4.5% 
Purchased Professional & 
Technical Services $1,981,096  $3,956,032  $1,974,936  99.7% 
Purchased Property Services $4,151,844  $2,865,022  ($1,286,822) (31.0%) 
Other Purchased Services $1,580,255  $1,815,674  $235,419  14.9% 
Supplies $8,106,265  $11,086,254  $2,979,989  36.8% 
Property $4,151,844  $1,898,755  ($2,253,089) (54.3%) 
Other Objects $2,852,993  $2,494,587  ($358,406) (12.6%) 
Other Uses of Funds $7,446,766  $8,896,241  $1,449,475  19.5% 
Total Expenditures 
Plus Other Uses of Funds $104,147,679  $110,221,300  $6,073,621  5.8% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   
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Exhibit 2-18 compares per pupil expenditures by group for 2007-08 and 2009-10. Total per 
pupil expenditures increased by $1,179, from $11,242 in 2007-08 to $12,241 in 2009-10. The 
majority of the increase of $1,179 per pupil was for total instruction, which increased by $840 
or 11.9 percent. Per pupil expenditures for student transportation services and food service 
operations increased by $62 and $118 per student, respectively, while operations and 
maintenance decreased by $53 per student. 

Exhibit 2-18 
MCS Per Pupil Expenditures by Group 

2007-08 and 2009-10 

Group 2007-08 2009-10 
Change 

Amount Percentage 
Regular Education $2,939 $2,993 $54 1.8% 
Special Education $1,438 $1,608 $170 11.8% 
Vocational Education $135 $128 ($7) (5.2%) 
Other Instructional Programs $629 $769 $140 22.3% 
Adult Education $60 $62 $2 3.3% 
Special Programs $742 $965 $223 30.1% 
    Subtotal- Classroom     
    Instruction (subset of  
    Instruction) $5,943 $6,526 $583 9.8% 
Pupil Support Programs  $570 $683 $113 19.8% 
Instructional Staff Services $572 $716 $144 25.2% 
   Total Instruction $7,085 $7,925 $840 11.9% 
School Administration $468 $548 $80 17.1% 
General Administration $249 $348 $99 39.8% 
Business Services $137 $169 $32 23.4% 
Operations & Maintenance $891 $838 ($53) (6.0%) 
Student Transportation Services $347 $409 $62 17.9% 
Food Service Operations $584 $702 $118 20.2% 
Central Services $700 $368 ($332) (47.4%) 
    Total Support $3,375 $3,381 $6 0.2% 
Facility Acquisition & 
Construction $8 $257 $249 3112.5% 
Debt Service $773 $858 $85 11.0% 
    Total Expenditures $11,242 $12,421 $1,179 10.5% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   
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Exhibit 2-19 compares the changes in salary expenditures between 2007-08 and 2009-10 by 
employee category and the change in per pupil expenditure for each category. Total salary 
expenditures increased by $2,556,956, which translates into an increase in per pupil 
expenditures for salaries of 7.9 percent. Salary expenditures for the category of 
officials/administrators/managers increased by $675,004, while teachers increased by 
$1,427,191. There was a percentage increase in per pupil expenditures of 17.6 percent for 
officials/administrator/mangers while only a 7.7 percent for teachers. Skilled craft had a 34.8 
percent decrease in per pupil expenditures, while substitute employee had a 20.3 percent 
increase. 

Exhibit 2-19 
MCS Salary Expenditures and Per Pupil Expenditures by Employee Category 

2007-08 and 2009-10 

Employee Category 

2007-08 2009-10 Change 

Amount 
Per 

Pupil Amount 
Per 

Pupil Amount Percent 
Officials/ Administrators/ 
Managers $4,901,610  $551  $5,576,614  $648  $675,004  17.6% 
Teachers $33,224,044  $3,737  $34,651,235  $4,025  $1,427,191  7.7% 
Therapists/ Specialists/ 
Counselors $3,800,711  $428  $3,455,907  $401  ($344,804) (6.3%) 
Clerical/ Secretarial $2,072,322  $233  $2,069,163  $240  ($3,159) 3.0% 
Aides $3,944,257  $444  $4,377,958  $509  $433,701  14.6% 
Service Workers $4,779,658  $538  $4,569,992  $531  ($209,666) (1.3%) 
Skilled Crafts $407,422  $46  $262,043  $30  ($145,379) (34.8%) 
Degreed Professionals $125,284  $14  $215,515  $25  $90,231  78.6% 
Other $1,790,333  $201  $2,408,159  $280  $617,826  39.3% 
Substitute Employee $1,135,175  $128  $1,330,036  $154  $194,861  20.3% 
Sabbatical Leave $302,262  $34  $108,541  $13  ($193,721) (61.8%) 
Stipend Pay $223,609  $25  $238,480  $28  $14,871  12.0% 
Total Salaries 
Expenditures $56,706,687  $6,379  $59,263,643  $6,884  $2,556,956  7.9% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08 and 2009-10.   
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Exhibit 2-20 compares Monroe’s benefits per pupil expenditures to the peer district average 
and the state average. Monroe’s per pupil expenditures for group insurance of $565 was 
higher than the peer average of $525 but $381 lower than the state average of $759. MCS 
expended more per pupil for contributions to retirement systems than the peer and state 
averages. Monroe’s per pupil expenditures for unemployment compensation, worker’s 
compensation, health benefits, and sick leave severance pay were lower than the peer and 
state averages. 

Exhibit 2-20 
Benefits Per Pupil Expenditures   

2009-10 

Benefits Detail Objects of Expense MCS 
Peer 

Average 
State 

Average 
Group Insurance $565 $525 $759 
Social Security Contributions $0 $15 $13 
Medicare/ Medicaid Contributions $83 $72 $77 
Louisiana Teachers' Retirement System 
Contributions (TRS) $8968 $774 $814 
Louisiana School Employees' Retirement System 
Contributions (LSERS) $84 $58 $75 
Other Retirement Contributions $3 $3 $10 
Unemployment Compensation $7 $13 $9 
Workmen's Compensation $55 $79 $60 
Health Benefits $350 $413 $391 
Sick Leave Severance Pay $15 $18 $21 
Other Employee Benefits $26 $7 $13 
Total Benefits Expenditures $2,084 $1,975 $2,242 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Report,2009-10.   

                                                 
8 On a per pupil basis, MCS is spending approximately $1 million more per year in this category than the 
peer districts. MCS staff was non-responsive to Prismatic’s requests for additional information that 
might explain this discrepancy. 
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Exhibit 2-21 compares Monroe’s 2009-10 per pupil expenditures for supplies to the peer and 
state averages. Monroe’s per pupil expenditures for total supplies was $189 and $254 greater 
than the peer and state averages, respectively. MCS expended more for materials and 
supplies, natural gas, purchased food, commodities, and textbooks. Expenditures per pupil 
for textbooks were 78.0 percent more than the peer average and 72.1 percent more than the 
state average. Per pupil expenditures for energy, electricity, and gasoline were all less than 
the peer and state averages. 

Exhibit 2-21 
Supplies Per Pupil Expenditures 

2009-10 

Supplies Detail Objects of 
Expense MCS 

Peer 
Average 

State 
Average 

MCS Per Pupil 
Expenditures Over 

(Under) 
Peer 

Average 
State 

Average 
Materials & Supplies $680 $609 $535 $71  $145  
Energy $0 $3 $6 ($3) ($6) 
Natural Gas $33 $23 $22 $10  $11  
Electricity $158 $170 $160 ($12) ($2) 
Gasoline $31 $34 $37 ($3) ($6) 
Purchased Food $240 $175 $180 $65  $60  
Commodities $35 $21 $24 $14  $11  
Library Books $6 $6 $9 $0  ($3) 
Textbooks $105 $59 $61 $46  $44  
Total Supplies Expenditures $1,288 $1,099 $1,034 $189  $254  

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Report, 2009-10.   
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Organization and Management 

 

 
 
 
This chapter reviews the central organizational structure and operations of Monroe City Schools 
(MCS). It is organized into three sections: 
 

3.1  Organization and Management  
3.2  School Board  
3.3  Media Center  
3.4  School Staffing 

3.1 ORGANIZATION AND MANAGEMENT 

The heart of an organization is its overall organization and management. The health of the 
organization can be ascertained in a number of ways, including reviewing the organizational 
structure and its management. An organization functioning at a best practices level has these 
characteristics:  
 

∗ defines itself as a system and the organization’s stakeholders include its owners and 
staff, its suppliers, intermediate customers, the ultimate customers of the product or 
service, and the communities in which the organization operates; 

∗ has a strong sensing system for receiving current information on all parts of the system 
and their interactions (system dynamics thinking); 

∗ possesses a strong sense of purpose; 

∗ operates in a “form follows function” mode—work determines the structures and 
mechanisms to do it and consequently it uses multiple structures, including formal 
pyramidal structures, horizontal structures and teams, project structures, and temporary 
structures, as necessary; 

∗ respects customer service both to outside customers and to others within the 
organization; 

∗ is information driven and shares information across functions and organization levels; 

∗ has communication systems which are relatively open throughout the organization; 

∗ encourages and allows decisions to be made at the level closest to the customer, where 
all the necessary information is available; 

∗ has reward systems that support team and individual development—managers, 
supervisors, and teams are appraised against both performance and improvement goals; 

∗ operates in a learning mode and identifies learning points as part of the process of all 
decision-making; 

Chapter 
3 
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∗ makes explicit recognition for innovation and creativity, and has a high tolerance for 
different styles of thinking and for ambiguity; 

∗ has policies which reflect respect for the tensions between work and family demands; 

∗ keeps an explicit social agenda; 

∗ gives sufficient attention to efficient work, quality, and safety awareness in operations, 
and identifying and managing change; and 

∗ is generally guided by a strong manager employing a variety of work groups composed 
of individuals possessing appropriate skills and complementary traits. 

FINDING 3-1 
 
The current district organizational structure presents barriers to cohesive communications, 
planning, and collaboration. Exhibit 3-1 shows the existing organizational chart that has been in 
place at least since 2008-09. It shows that four central office positions report directly to the 
superintendent: 
 

∗  Executive Director of Human Resources; 

∗  Executive Director of Instructional Support Services; 

∗  Chief Financial Officer (CFO) of Business, Maintenance and Operations; and 

∗  Director of Student Support Services. 

Although having four direct reports is not a broad span of control for the superintendent, in 
most districts, there is a position below the superintendent to whom leaders of instructional 
services and student support services reports as is the case with operational staff reporting to 
the CFO. Also, it is customary for the administrators who report to the superintendent to have 
similar titles that are related to the level of responsibility they hold in the district and the number 
of staff they supervise. 
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Exhibit 3-1 
Current MCS Organizational Structure 

2010-11 

Superintendent
 

Director of Student 
Support Services

 

Chief Financial Officer of 
Business, Maintenance, 

& Operations
 

Executive Director of 
Human Resources

 

Executive Director of 
Instructional Support 

Services
 

Principals
 

Instructional Technology 
Supervisor

 

MIS Director
 

Purchasing and Accounts 
Payable

 

Custodial/Warehouse
 

Finance
 

Transportation
 

Food Service
 

General Maintenance
 

Human Resources
 

Personnel Supervisor
 

 
Source: Monroe City Schools, April 2011. 
 
With the superintendent’s multitude of other responsibilities, especially so early in her term of 
office, it may be challenging for her to provide as concerted a focus on curriculum and 
instruction as she would like. There is a need for a district administrator to whom the executive 
director of instructional support services and the director of student support services report 
below the superintendent. That person should have the authority to unify decisions and ensure 
fidelity of implementation of curricular and instructional programs and initiatives.  
 
The district currently lacks a structural, coordinated effort centered on curriculum and 
instruction. Student Support Services staff are housed at Sherrouse School, several miles from 
the central office. This inhibits the kind of hallway conversations and brainstorming that occur 
among administrators housed in the same location. Staff reports that an outgrowth of this 
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geographic impediment is that they observe little planning, communications, or collaboration 
between the instructional and support services branches of the district. With respect to planning 
and communications, one person summarized that, “we have the appropriate building level and 
central office staff to articulate and coordinate, but we are not focused in a coordinated, 
meaningful way.” 

Although the majority of staff interviewed expressed the desire for technology to be more 
closely associated with instruction to reinforce its key role in student learning, they report an 
apparent chasm between curriculum and instruction and instructional technology as well. This is 
particularly true in the areas of training and some equipment support. These organizational 
barriers have a tendency to create silos of decision-making within the central office. This is 
despite the instructional technology supervisor reporting directly to the executive director of 
instructional support services. 
 
Technology staff does not routinely meet with instructional leaders to take part in and 
understand decisions impacting both technology and instruction. Staff in the technology 
department, instructional offices, and schools noted the need for better coordination and 
collaboration so that technology functions and decision-making could be well-integrated with 
instructional needs. 
 
In numerous interviews, Prismatic found indications of a relatively low level of trust between 
board members, the superintendent, and central office staff. Part of the observed challenges 
appears to stem from the continued use of inefficient systems for managing district resources 
and slow processes for reporting to both the board and the community. In some areas, there 
may be valid concerns regarding the appropriate and efficient use of district funds; however, 
programmatic and compliance audits were beyond the scope of this review. In some districts, 
regularly reviewing programs to allay stakeholder concerns is the function of an internal auditor. 

The Institute of Internal Auditors defines internal auditing as: 

an independent, objective assurance, and consulting activity designed to add value and 
improve an organization's operations. It helps an organization accomplish its objectives by 
bringing systematic, disciplined approach to evaluate and improve the effectiveness of risk 
management, control, and governance processes.1  

Based on job descriptions from other districts, specific duties of an internal auditor include: 

∗ reviewing the reliability and integrity of financial and operating information and the 
means used to identify, measure, classify, and report such information; 

∗ assisting in identifying and evaluating the organization’s risk areas; 

∗ reviewing the systems established to ensure compliance with those policies, plans, 
procedures, laws, and regulations which could have a significant impact on operations 
and reports, and determining whether the organization is in compliance; 

                                                 
1 http://www.theiia.org/guidance/standards-and-guidance/ippf/definition-of-internal-auditing/ 

http://www.theiia.org/guidance/standards-and-guidance/ippf/definition-of-internal-auditing/
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∗ reviewing the means of safeguarding assets and, as appropriate, verify the existence of 
such assets; 

∗ appraising the economy and efficiency with which resources are employed; and 

∗ reviewing operations or programs to ascertain whether results are consistent with 
established objectives and goals and whether the operations or programs are being 
carried out as planned. 

Similar to the repeated concerns regarding data quality and timeliness, district staff identified to 
Prismatic issues regarding communications, both internal and external. Specific concerns 
included the quantity of board requests of the district staff, the lack of positive messages 
regarding district achievements provided to the community, and inconsistent internal 
communications among staff. In some districts, a communications coordinator has responsibility 
for: 
 

∗ supervising all day-to-day internal and external communications; 

∗ supporting the superintendent in responding to board requests; and 

∗ serving as the district spokesperson, which includes media relations. 

On the Prismatic staff survey, MCS indicated that the organizational structure is not efficient 
(Exhibit 3-2). Staff is almost evenly split on the question of the efficiency of the structure with 
33.7 percent agreeing/strongly agreeing that it is efficient and 33.2 percent disagreeing/strongly 
disagreeing. A majority of them (52.8%) agree/strongly agree that it has too many layers. This 
perception may simply be the result of the structure itself rather than actual layers of 
administration.  
 

Exhibit 3-2 
Prismatic Staff Survey in Relation to Central Office Organization 

Statement 
Strongly 

Agree Agree 

Don’t 
Know/No 
Opinion Disagree 

Strongly 
Disagree 

The central office organizational structure is 
efficient. 3.6% 30.1% 33.1% 26.2% 7.0% 

The school district has too many layers of 
administrators. 18.7% 34.1% 27.5% 16.9% 2.8% 

Source: Prismatic Survey, 2011. 
 
Recent research on central office organizational structure in North Carolina school districts 
found that for medium-sized districts (2,500 to 9,999) the most common structure was one in 
which principals reported directly to the Superintendent (n=37).2 To date, there has been little 
other published research on the typical organization structures of central offices. 

                                                 
2 Dunaway, D. & Ausband, L. An analysis of the organizational patterns of North Carolina school districts. 
Academic Leadership. (4) 3, accessed online September 16, 2010. 
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RECOMMENDATION 

Adopt a new central office organizational structure. 

Exhibit 3-3 proposes a revised organizational structure for the district’s central office. 
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Exhibit 3-3 
Proposed Organization MCS Central Office 

Superintendent
 

Technology Director
 

Chief Operations Officer
 

Communications 
Coordinator

 

Chief Academic Officer
 

Principals
 

Instructional Technology 
Services

 

Accounts Payable
 

Building Services
 

Chief Financial Officer
 

Transportation
 

Food Service
 

Human Resources
 

Student Support 
Services

 

Instructional Support 
Services

 

Internal Auditor
 

School Board
 

Purchasing
 

Finance
 

Professional 
Development

 

 
Source: Created by Prismatic Services, 2011. 
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It is essential for there to be clear lines of authority that reinforce accountability for district 
decisions and initiative rollouts. For that reason, Prismatic recommends that, for at least three 
years, principals report directly to the Superintendent for supervision and evaluation.  

In order to unify the district’s focus on teaching and learning, key leaders in curriculum and 
instruction, student support services, and instructional technology should report to the same 
high-level administrator who is over all instructional, curricular, and assessment departments. 

The benefits of this structure include: 

∗ Two distinct organizational divisions separate instructional from operational functions 
but consolidate each in a distinct district arena. Creating a chief academic officer position 
enables the district to focus on its core functions of teaching and learning. Adding a chief 
operations officer position to oversee human resources, finance, and operations will 
consolidate all operational functions under a position reporting directly to the 
Superintendent. 

∗ Curriculum and instruction will become a consolidated unit with the director of 
instructional support services, the director of student support services, and the director 
of instructional technology support all reporting to the CAO. This will channel all 
curricular and instructional planning and decision-making toward a unified purpose and 
force conversation among those three critical underpinnings of student learning and 
success. 

∗ Adding a communications coordinator position supports clear, consistent messaging 
both inside and outside the district. 

∗ Adding an internal auditor position will provide greater transparency into district 
program and operations, as well as assure board members and stakeholders of the 
efficiency and effectiveness of district activities (discussed further in Chapter 5). 

∗ Directors will report to one of those positions most closely related to their job function.  

∗ All positions reporting to the superintendent and the chiefs will be comparable in 
responsibility and span of staff they supervise. 

∗ The executive director of instructional support services position would be converted to a 
director position so that the three positions reporting to the CAO would be comparable. 

∗ The two separate departments for custodial services and maintenance will be merged 
into one Department of Building Services for more seamless planning and coordination 
of those two closely related functions (discussed further in Chapter 7). 

∗ Since professional development should include training for both instructional and non-
instructional staff, it will be housed in the Human Resources Department. 

FISCAL IMPACT 

Prismatic estimated costs and savings based on average salaries for each position. Actual costs 
may be more or less depending on the experience an individual brings to the position.  
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∗ The chief operations officer position should be added at the same rate of pay of the 
current chief financial officer. 

∗ Changing the executive director of ISS to a director level position results in a net savings 
of $4,485. This is based on the difference between the average salary of all steps and 
benefits of the director of student support ($104,950) and the average of the two 
executive directors at $109,435. 

∗ The chief financial officer position should be added at the same rate of pay as a director 
position, approximately $104,000 including benefits. 

∗ The new CAO position cost is estimated based on the average salary of the steps for the 
CFO of $88,731. The total cost including benefits of an estimated 30 percent would be 
$115,350.  

∗ Adding a communications coordinator is estimated to cost $50,000. Including an 
estimated 30 percent in benefits, the total cost would be $65,000. 

∗ The fiscal impact of adding an internal auditor position is discussed in Chapter 5. 

∗ The fiscal impact of eliminating one manager position in the Custodial/Maintenance area 
is discussed in Chapter 7. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Add a Chief Academic Officer ($124,223) ($124,223) ($124,223) ($124,223) ($124,223) 
Add a redefined Chief Financial 
Officer position ($104,000) ($104,000) ($104,000) ($104,000) ($104,000) 

Convert an Executive Director 
position to a Director position  $4,485 $4,485 $4,485 $4,485 $4,485 

Add a Communications 
Supervisor ($65,000) ($65,000) ($65,000) ($65,000) ($65,000) 

TOTAL COST ($288,738) ($288,738) ($288,738) ($288,738) ($288,738) 

FINDING 3-2 
 
The structure of the Instructional Support Services department is vertical. The executive director 
has approximately 20 positions reporting directly to her. Those positions include two vacant 
positions, a secondary supervisor, and one of two elementary supervisor positions. District 
leadership intends to fill both of those positions.  

Exhibit 3-4 shows the current organizational structure of the Instructional Support Services 
Department. 
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Exhibit 3-4 
Current Organization of MCS Instructional Support Services 

Executive Director
 

Elementary Supervisor 
(2)

 

Secondary Supervisor
 

21st Century Grant 
Manager

 

Instructional Technology 
Supervisor

 

Accountability and 
Testing Coordinator

 

Safe Schools Grant 
Manager

 

Instructional 
Technology 

Coordinator (3)
 

Career Coordinator
 

GEAR-UP Grant Manager
 

English/LA Coordinator
 

Social Studies 
Coordinator

 

Science Coordinator
 

ELL Coordinator
 

AR Specialist
 

Reading Coordinator
 

Art/PE Supervisor
 

Math Coordinator
 

Title I
 

 

Source: MCS Department of Human Resources and interview with the Executive Director of Instructional 
Support, 2011. 

The executive director serves both as the lead person for general education curriculum and 
instruction and the person responsible for Title I. The functional curricular and instructional 
offices under the executive director include six areas: 

∗ Title I; 

∗ curriculum including content coordinators; 
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∗ instructional technology; 

∗ accountability and testing; 

∗ grants that include Safe Schools, GEAR-UP, and 21st Century; and 

∗ English as a Second Language. 

Responsibilities and grades served differ among the content coordinators. The coordinators of 
Accelerated Reading (AR), Reading, Science, Career, and Math serve grades K-12. However, 
elementary and secondary English/Language Arts (ELA) are divided between two coordinators 
who are also responsible for Social Studies (SS) at those levels. The elementary ELA coordinator 
also shares responsibility for running the district’s central media center, the Lift Center, with the 
Title I Parent Coordinator who is also a certified teacher.   

Supervision for Arts and Physical Education is the responsibility of a single supervisor. There are 
currently four coordinator positions with responsibilities related to reading: the two ELA/SS 
coordinators; a reading coordinator; and an Accelerated Reading (AR) Specialist. This potentially 
dissipates coherence with respect to instructional guidance, support, and training as it relates to 
reading. While the AR program and related position are funded by a local organization, it is still 
essential that those responsible for encouraging and expanding student success in reading work 
closely together to ensure the use of unified, research-based instructional practices among all 
district teachers. More effective, still, is for those responsibilities to reside in a single position. 

Other positions have been added as the district has received funds for specific grants. These 
positions are essentially stand-alone positions, in contrast to the broader responsibilities of more 
permanent staff, causing an inequity in scope of responsibility among staff based on funding 
sources. Also, frequently grant responsibilities are closely related to those of other 
administrators or staff and would more logically be absorbed by a specific administrator or 
spread among school-based staff in the program. For instance, GEAR-UP and Career Tech have 
similar goals of offering students career pathways that link secondary and post-secondary 
education and academics to workplace skills, training, and career advancement. GEAR-UP is an 
early intervention approach to raising expectations of low-income students toward higher goals 
for post-secondary success. In Prismatic’s experience, only districts far larger than MCS have a 
position dedicated to Safe Schools. 

Prismatic made numerous unsuccessful attempts to contact peer districts via both phone and 
email to determine equivalent staffing numbers and positions in their instructional departments. 
An examination of websites provided some information regarding positions in the curricular 
departments of some of the peers for determining comparability of staffing. Exhibit 3-5 shows 
peer data based information from their websites. 

The exhibit shows that, while MCS has 22 staff devoted to curriculum (including four in 
instructional technology), peer districts have staff ranging from nine in Natchitoches to 18 in St. 
Mary’s. The average number of central office curriculum and instructional staff among peers is 
13.5.  
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Exhibit 3-5 
Comparison on Curriculum and Instructional Positions 
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Monroe City 1  15 5 1   22 
Avoyelles Parish        NA 
Natchitoches Parish      9  9 
Orleans Parish  2 10    1 13 
Ouachita Parish3  5 2 5 2   14 
St. Mary’s Parish 1  2 11 4   18 
Peer Totals 1 7 14 16 6 9 1 54 
Peer Averages 1.0 3.5 4.7 8.0 3.0 9.0 1.0 13.5 
Source: Created by Prismatic from District Websites and MCS organizational chart, 2011. 

With the district’s current organizational structure, planning, communication and coordination 
among district offices responsible for various aspects of curriculum are impeded. There is not a 
basis for focus or coherence among district activities, particularly with respect to curriculum and 
instruction. There was no apparent purposeful meeting and planning among leaders in Special 
Education and Curriculum and Instruction. During Prismatic’s visit, little evidence of systems of 
accountability or cross-district documentation of actions, monitoring, or progress of an 
instructional plan is yet in place. This can be better achieved with a more cohesive alignment of 
organizational responsibilities with respect to curriculum, instruction, accountability, and staff 
training. 
 

RECOMMENDATION 

Adopt the proposed organizational structure for Instructional Support Services in the City of 
Monroe Schools. 

Exhibit 3-6 shows the proposed re-organization of the MCS Curriculum and Instruction 
Department. 

                                                 
3Numbers were estimated from a review of the district organizational chart and its website. The two 
sources differed considerably, so the reported numbers should be viewed with caution. 
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Exhibit 3-6 
Proposed Organization of MCS Instructional Support Services 

Chief Academic Officer
 

Director of Curriculum 
and Instruction

 

Director of Federal 
Programs and Grants

 

Instructional Technology 
Supervisor

 

Accountability and 
Testing Coordinator

 

Instructional 
Technology 

Coordinator (3)
 

Title I
 

K-12 English/LA/AR 
Coordinator

 

K-12 Social Studies 
Coordinator

 

K-12
Science Coordinator

 
ELL Coordinator

 

K-12 Math Coordinator
 

Title I Parent Coordinator
 

LIFT Center
 

 
Source: Created by Prismatic, 2011. 

Implementation of this recommendation would benefit the district’s coordination, planning, and 
training for curriculum and instruction. It would: 

∗ place responsibility for English Language Arts and Social Studies in distinct positions 
responsible for each content area across all grades K-12; 

∗ reduce the number of staff responsible for reading by eliminating the Reading 
Coordinator and AR positions and placing responsibility for reading and AR in the single 
position of the K-12 ELA Coordinator; 

∗ better ensure a cohesive, unified approach to reading and ELA in all district schools; 

∗ consolidate grants and federal programs under a director of federal programs and 
grants; 

∗ eliminate coordinator positions for GEAR-UP, Safe Schools, and 21st Century programs to 
consolidate related responsibilities under single positions instead of hiring additional 
staff when a grant is secured; 

∗ assign responsibility for specific grants to staff members whose roles are most closely 
related to the grants; 
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∗ divide responsibility for grants/federal programs and curriculum/instruction between two 
directors reporting to the CAO; 

∗ eliminate the arts/PE supervisor position; and 

∗ place core content coordinators under the director for curriculum and instruction. 

Implementing these recommendations would bring curriculum and instructional staffing closer 
to peer district averages and better organize curricular and instructional offices to focus on 
teaching and learning. 

FISCAL IMPACT 

Prismatic estimated costs and savings based on average salaries of all steps for each position. 
Actual costs may be more or less depending on the experience an individual brings to the 
position. There are these fiscal impacts: 

∗ Converting two of the positions of elementary and secondary supervisors to director of 
Federal programs and grants and director of curriculum and instruction would cost the 
difference between the two vacant supervisor positions and a director’s salary. The 
average salary of all steps and benefits of the director of student support is $104,950. The 
average salary and benefits of the supervisor positions is $102,090. The difference is 
$2,860 per position. 

∗ Eliminating one position of elementary supervisor would save the district $102,090 based 
on the average annual salary and benefits of the supervisor positions.  

∗ Eliminating four coordinator positions for reading, GEAR-UP, Safe Schools, and 21st 
Century would save the district the average coordinator salary and benefits of $67,349 
per position based on those 11-month teaching positions.4   

∗ Eliminating the arts/PE supervisor position would save $97,475 based on the average of 
managers, directors, supervisors’ salaries and benefits figures. The figure may be 
different based on what the district has allocated. 

∗ Eliminating the AR specialist position would save an estimated $67,349 using the 11-
month coordinators’ average salary and benefits. 

                                                 
4 District staff did not respond to questions as to whether the source of those salaries was federal or 
not.   
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Convert two supervisors to 
directors positions ($5,720) ($5,720) ($5,720) ($5,720) ($5,720) 

Eliminate one elementary 
supervisor position $102,090 $102,090 $102,090 $102,090 $102,090 

Eliminate four coordinator 
positions $269,396 $269,396 $269,396 $269,396 $269,396 

Eliminate the arts/PE 
supervisor position $97,475 $97,475 $97,475 $97,475 $97,475 

Eliminate the AR specialist 
position $67,349 $67,349 $67,349 $67,349 $67,349 

TOTAL $530,590 $530,590 $530,590 $530,590 $530,590 

FINDING 3-3 
 
The superintendent has extended the leadership team with the intent of ensuring clear, 
consistent communications among all district staff. While the concept of expanding the team to 
facilitate planning and communications is a commendable one, many individuals interviewed 
stated that the team is too large for effective decision-making.  
 
Historically, the senior MCS leadership team was composed of eight central office 
administrators. The newly expanded team has 14 individuals on it. The current structure allows 
more staff members to have input into decisions and to be better informed of decisions made at 
the central level. It also enables the superintendent, as a new district leader, to become familiar 
with a broader cross-section of her staff. In this way, she will know their strengths and 
developmental needs. However, it should be a temporary structure rather than a more 
permanent one in order to facilitate decision-making. 
 
RECOMMENDATION 
 
Reduce the leadership team structure. 
 
As a foundation for the superintendent and staff to become familiar with each other, their 
priorities, strengths, and needs, the expanded team was likely beneficial. However, for the long 
term, since so many reported that it impairs decision-making, it is not effective and should be 
curtailed. Prismatic recommends that the current structure remain in place no longer than six 
months. At that time, the superintendent should determine the composition of the core team  
and reduce the team accordingly. Together they should develop communications structures to 
ensure that all staff receives the same information in a timely manner. Email, a staff newsletter, 
and/or the district website are excellent means by which many other superintendents ensure 
that all staff is well-informed of the district direction. 
 
FISCAL IMPACT 
 
This recommendation be implemented with existing resources. 
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FINDING 3-4 
 
Support provided by the content coordinators serving the schools is inconsistent. Reports of 
service from the special education coordinators were consistently positive. However, there do 
not appear to be any accountability processes by which the content coordinators provide the 
same level of service to schools in each content area.  
 
MCS principals report that, for the most part, when they call, the coordinators go to the schools 
to provide requested support. However, the extent of support varies greatly depending on the 
individual. Principals stated that:  
 

∗ some are in their schools regularly;  

∗ they never see others; and 

∗ some have excellent people skills and attitudes of service, while others do not. 

Although one principal stated that they had begun seeing the coordinators more regularly, 
others noted that, once training is provided their staffs, there is no follow-up to ensure that the 
training content becomes embedded in teacher practice. An observation shared in a focus group 
of principals was that planning and collaboration among coordinators, especially between 
Reading and AR, needs to be strengthened so that “everyone in the district is on the same 
page.” Apparently, the current lack of a single approach prevents all teachers who could benefit 
from the same training from receiving it.  

There is also a question of whether and how much the special education and content 
coordinators meet. Since Response To Intervention is intended to provide interventions for all 
students, there should be a process within the district to ensure that planning, coordination, and 
training are integrated for all teachers and central curriculum staff in both general and special 
education. 
 
RECOMMENDATION 
 
Develop specific expectations for all coordinators and hold them accountable for meeting 
them. 
 
The proposed chief academic officer and three proposed directors reporting to him/her should 
meet with curriculum staff, special education staff, and principals. They should discuss 
expectations and needs relating to support for teachers with respect to curriculum, instruction, 
training, and interventions. Together they should identify a core list of activities for which 
coordinators will be held accountable and develop a meeting schedule for special education and 
general education curriculum staff. They should then develop accountability procedures and 
schedules that ensure that the agreed-upon support is consistently provided to all schools and 
across all three departments. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
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FINDING 3-5 
 
Instructional job descriptions within the central office are not well-defined with respect to scope 
of responsibility relative to pay.  
 
Most content positions are titled coordinators, although the Arts/PE and one Instructional 
Technology position are at the supervisor level and the AR position is called a specialist. Based on 
Prismatic interviews, it appears that the only identifiable difference in titles is salary. It does not 
relate to breadth of responsibility or number of subordinates supervised. Prismatic could not 
identify the salary for the Arts/PE Supervisor or the AR Specialist on documents provided by the 
district or in consultation with district staff so estimated costs for those positions based on other 
existing positions. 
 
Job descriptions and associated pay should reflect scope of responsibility as well as the number 
of staff members supervised. There should be clear delineation by title of a position’s level of 
authority, supervision, and responsibility. Often, too, title reflects the locus of the position in the 
organization.  
 
RECOMMENDATION 
 
Review and revise instructional job titles and respective pay. 
 
In many cases, MCS positions have different titles but similar levels of responsibility. If this issue 
is not clarified through the district’s recently contracted pay and classification study, the 
superintendent should direct a review and revision of instructional job descriptions and levels of 
authority to eliminate these discrepancies. 
 
FISCAL IMPACT 
 
Until the review is conducted and positions identified and aligned with responsibilities, it is 
impossible to determine the fiscal impact of this recommendation. 

FINDING 3-6 
 
Many issues regarding curriculum and instruction surfaced during this review. 
 
Prismatic’s scope on this project was to examine the central office structure and operations, and 
not specifically the efficiency and effectiveness of the processes, staffing, and actions of the 
offices whose responsibilities relate to student achievement. Nevertheless, district staff often 
related information to the review team related to instruction and student achievement, as well 
as their concerns with some district activities in these areas.  

District staff reported conducting benchmark tests, aligning curricula, including special needs 
students in general education classes, and implementing a Response to Intervention program to 
provide prevention and intervention strategies to students at risk of failure, among other 
curricular and instructional practices. They discussed the use of specific types of school staff to 
support teachers and students and integrate technology into instruction. More closely 
investigating those activities and their effectiveness was beyond the scope of this review.  
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A typical efficiency review of a school district’s curricular and instructional department includes a 
number of tasks to assess the effectiveness of district strategies:  
 

∗ identify barriers to closing the achievement gap between students who are not meeting 
proficiency and those who are; 

∗ ensure that support systems such as RTI are in place for students before they may need 
to be referred for special education placement and that regular classroom teachers have 
the knowledge, support, and skills to meet their needs; 

∗ provide supports for K-12 for students who are at risk of failing; 

∗ increase graduation rates and decrease dropout rates; 

∗ create a seamless support system of appropriate staff in the schools for students with 
disabilities and those with other special needs; 

∗ offer students the least restrictive environment in which to learn with their peers; 

∗ develop a comprehensive professional development plan so that all teachers and 
paraprofessionals have the capacity to meet student needs where they are and progress 
to higher levels; 

∗ determine the adequacy and appropriateness of staffing in schools and programs such as 
special education; 

∗ ensure that planning, communications, and collaboration effectively inform appropriate 
staff of decisions and involve their input in decisions about which they have important 
knowledge and experience; 

∗ create accountability structures and procedures to ensure that district decisions are 
implemented with fidelity and dollars spent render intended results; 

∗ evaluate programs to identify those needing revision, expansion, or elimination; 

∗ provide evidence that the district is implementing recommendations from internal and/or 
external reports and evaluations; 

∗ embed articulation and transition processes between grades and schools, including 
alternative programs, so that receiving teachers have essential information to assure 
student success at the next grade level; 

∗ develop planning and communication between Preschool programs and Kindergarten 
classes; 

∗ align grants with specific district goals and objectives; 

∗ disaggregate data at all levels to identify specific instructional, curricular, and 
professional development needs; 
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∗ distribute resources equitably among schools and programs to ensure that all students 
have the same opportunities to learn; 

∗ deploy staff (in types and numbers) where they are most likely to positively impact 
student achievement; 

∗ ensure that all students have the opportunity for enriching experiences to help them 
realize their potential and know their own strengths and talents; 

∗ communicate effective practices across the district so that principals and their staffs do 
not have to re-invent wheels already invented in other local schools; 

∗ offer research-based, targeted professional development to teachers based on their 
personal experiences and developmental needs;  

∗ examine the staffing and use of inclusion teachers for maximized efficacy; and 

∗ give administrators and aspiring administrators leadership development training that 
relates both to management and to instructional leadership for 21st Century Schools. 

RECOMMENDATION 
 
Conduct an extensive review of MCS curricular and instructional programs. 
 
It is apparent that the district is undertaking many activities that are intended to contribute 
improved learning for all students in the district. There are areas in which a set of external 
reviews can identify strengths and make recommendations to build upon them for even higher 
student success. And, as in every district, there are opportunities for improvement that can be 
identified by someone who is not immersed in day-to-day administrative responsibilities and can 
tie recommendations to best practices across the nation. 
 
FISCAL IMPACT 

Implementing this recommendation could take a number of paths. Responsibility for reviewing 
district curricular and instructional programs could be one of the roles of the recommended 
internal audit position. However, that path would likely mean that the district will have to review 
programs and activities on a longer timeline than could be achieved from contracting with an 
external firm. Because the implementation path depends on the district’s choice, Prismatic has 
not estimated a fiscal impact. 

3.2 SCHOOL BOARD 

The organization and management of a school district involves cooperation between elected 
members of the board of education and staff of the district. The board’s role is to set goals and 
objectives for the district in both instructional and operational areas, determine the policies by 
which the district will be governed, approve the plans to implement those policies, provide the 
funding sources necessary to carry out the plans, and evaluate the results of the plans. 
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Once the goals and objectives of the district are adopted by the board, it is the responsibility of 
the superintendent and staff to recommend policies and procedures to achieve these end 
results. This achievement involves the hiring and retention of employees as well as ongoing 
communication with the community to ensure an understanding of those goals and the district’s 
efforts to accomplish them. 

FINDING 3-7 
 

The school board as a whole does not fully understand the delineation of roles and 
responsibilities between administration and the board. Staff noted that, especially new board 
members, “tended to micro-manage.” This is understandable with a reported lack of strong 
leadership. However, the board has hired a new superintendent, apparently for their belief in her 
ability to administer the district. They should entrust her to lead and make operational decisions 
without their acting as quasi-administrators directing staff. 
 
Numerous interviewees provided examples of times when the board or, more frequently, 
individual board members had acted administratively, instead of in their policy-making and/or 
legislative capacity as a corporate board. The 2006 Louisiana School Code, RS 17: 81 Subpart B 
clearly spells out the general powers of city and parish school boards and superintendents.  
 
State law requires board members to attend a minimum of 16 hours of training their first year of 
service to earn a Distinguished School Board Member designation. Effective January 21, 2011, Act 
705 amended R. S. 17: 53 to require that board members receive a minimum of six hours of 
annual training as well as the new board member training. The training “shall be in the school 
laws of this state, in the laws governing the powers, duties and responsibilities of city, parish, 
and other local public school boards, and in educational trends, research and policy.”  
Information pertaining to each board member’s training shall also be posted on the Louisiana 
State School Boards Association website and provided annually to the local newspaper by the 
board superintendent. MCS policy ABB also describes the school board’s powers and 
responsibilities.  
 
In some cases, MCS board members have instigated actions that have resulted in procedures 
that have benefited the district. For instance, one board member’s walk through of a school 
identified facility needs that prompted adoption of regular examinations of all district facilities by 
a variety of appropriate school, district, and community representatives. It is not clear whether 
that issue was placed on the board agenda for action, or if it was a quasi-administrative action of 
that board member, however. 

Exhibit 3-7 shows training data from the Louisiana School Board Association (LSBA) website for 
current MCS board members who were members prior to the most recent election. The website 
does not have information for the three newly elected MCS board members. As shown, the four  
senior board members have received some training, but not all have received training specific to 
the roles and responsibilities of board members in contrast to superintendents and other 
administrators. The data also show that board members have received varied numbers of hours 
of training and some of it has been more recent than that of other board members. Four have 
received training in governance and ethics. However, they received the training in 2008 or 2009, 
so it is not recent.  
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Exhibit 3-7 
Training Hours Earned by Senior MCS School Board Members 

2008-2011 
Board Member Topic Hours Earned Dates of Training 

Victoria F. Dayton Facilities 5 8/23/2010 
 Governance and Ethics 4 11/12/2008 
Total  9  
Vickie Krutzer Act 3 Ethics 1 3/6/2010 
 LSBA Convention 5 3/4-6/2010 
 Monroe City Board Retreat 10 3/15-16/2009 
 LSBA Convention 5 3/5-7/2009 
 Governance and Ethics 4 11/12/2008 
Total  25  
James M. Traweek Monroe City Board Retreat 6 3/15-16/2009 
Total  6  
Rodney McFarland Governance and Ethics 5 11/9/2009 
 Monroe City Board Retreat 10 3/15-16/2009 
 LSBA Convention 4 3/5-7/2009 
Total  19  

Source: 
http://www.lsba.com/CatSubCat/CatSubCatDisplay.asp?p1=374&p2=Y&p7=0&p8=701&p9=CSC1, May 2011. 

The LSBA can provide training tailored to board needs in addition to its regular array of 
workshops. Board members’ regular attendance at state meetings and training sessions tailored 
to MCS needs would help accomplish a number of goals:  

∗ ensure that all board members fully understand the line between their role and that of 
district administration; 

∗ assure that all board members have heard the same message from the same messenger 
regarding those roles and responsibilities; 

∗ create an internal accountability system among all board members whereby they could 
remind each other of their roles; and 

∗ have board members model the importance the district places on professional growth. 

RECOMMENDATION 

Develop a schedule for regular board training to ensure clear understanding of and adherence 
to board and administrative roles. 

Prismatic recommends that the board establish quarterly training together. When board 
members regularly receive training together, there is an after-effect of camaraderie and a sense 
of commitment to following the intent of the training content. After a period of time, those 
results tend to diminish. Participating in training together on a regular basis would prevent that 
loss of benefits and maintain a dichotomy between the board’s and administration’s roles. To 
further underscore the board’s commitment to training principles, agreements should be 
committed to in writing, communicated to the public and staff, and adhered to consistently at 
board meetings. 
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FISCAL IMPACT 
 
This recommendation can be implemented with existing resources.  

FINDING 3-8 
 
Recognizing the need for current, clear policies to consistently guide district staff and inform the 
public, the Monroe City School Board has entered into a contract for policy review and revision. 
It is essential for boards to regularly review and update their policies so that they are current and 
all policy holders are using the same information to guide their decisions. At the time of the 
advance visit, the board had placed policies A-G online.  

Effective school boards and districts communicate their expectations through policies and 
procedures. Adopting policies and establishing related procedures provide the mechanism for a 
number of necessary tasks: 

∗ establishing the school board’s expectations and what may be expected from the school 
board; 

∗ establishing an essential division between policy-making and administrative roles; 

∗ creating guidelines within which personnel operate; 

∗ providing reasonable assurances of consistency and continuity in decisions; 

∗ providing the legal basis for the allocation of funds, facilities, and other resources; 

∗ facilitating and guiding the orientation of the board members and employees; and 

∗ acquainting the public with and encouraging citizen involvement within structured 
guidelines. 

Policy and procedures, therefore, reveal the philosophy and position of the school board and 
should be stated clearly enough to provide for executive and staff direction. 

COMMENDATION 
 
The City of Monroe School Board is commended for updating its policy book. 

FINDING 3-9 
 
While policies are on the district’s website, there is not a link to them on the homepage. One 
must navigate to the School Board section before the link can be found at the bottom of an 
informational page. It is not even identified as a clear link with others once one arrives at the 
School Board site. This lack of visibility of policies is neither user-friendly nor effective in 
communicating board policies to those interested in them. 
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Policies provide information and guidance to both district staff and the public and should be 
clearly accessible from the district’s homepage. More clearly identifying it as a link on the 
homepage would make it more readily accessible to all interested parties. 
 
Additionally, even though the board has contracted with a firm to update its policies, there is no 
indication on any of the policies randomly reviewed by Prismatic of the dates they were adopted 
or revised. This information should always be a part of policies to ensure that they are current 
and have been reviewed and revised on a regular basis. 
 
RECOMMENDATION 
 
Place a link to MCS policies on the district homepage and continue updating policies with 
revision dates included. 
 
The superintendent should direct technology staff to place a link on the MCS homepage. In this 
way, any and all individuals can readily access board policies related to their area of interest or 
need. The board should continue updating policies so that all are current and then conduct a 
regular review to maintain their relevance. Dates of initial adoption and revision should be 
included on all policies. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

3.3 LIFT CENTER 

FINDING 3-10 
 

The primary functions of the districtwide media center, the LIFT Center, are two-fold, neither of 
which requires teaching certification. The Center serves as a source of ideas and materials for 
bulletin boards for teachers, and the site as a resource center for make-and-take workshops for 
parents. Testimony from principals reveals that mostly elementary teachers use it. Now that it 
has been temporarily moved during construction of the new central office, teachers email 
requests that are fulfilled and sent back. Most said it was used largely after school and on 
weekends. They did not feel that it requires a certified staff member, but rather someone who is 
creative. 

 
Participants in Prismatic’s elementary principals’ focus group agreed that the Center is largely 
used by teacher assistants (TAs). They stated that, for the most part, they use it after hours and 
on Saturdays. They strongly agreed that the primary use they promote for their TAs is classroom 
support for instruction, so they want them in school during the school day. One stated that she 
had requested that her TAs be thinking about bulletin board needs over the summer so that they 
would not have to leave campus to go to the Center when they are available to work with 
students. 
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MCS data show that, between August 2010 and April 11, 2011, 604 people visited the Center. That 
number peaked with 150 during August and numbers declined each month to a low of 28 in 
December. The data do not show how many of those visitors were school staff and how many 
were parents at workshops. As of April 2011, the Center hours varied by day: 
 

∗ 1:00 pm to 6:00 pm, Monday through Thursday; 

∗ 1:00 pm to 4:00 pm on Friday; and  

∗ 9:00 am to 1:00 pm on Saturday.  

One of the Center teachers receives a stipend to keep the LIFT Center open after school hours 
for two hours four days a week. It is also open four hours on Saturdays.  The person who works 
during those hours receives $25/hour for the extended week. 

Those are not only hours that benefit school use of the Center, but potentially also working 
parents. However, principals say that most of them host parent make-and-take workshops at 
their own schools and do not use the Center for that purpose. The district’s data do not permit 
analysis of parents’ usage of the Center. 
   
RECOMMENDATION 
 
Maintain the current schedule for the LIFT Center, but staff it with a non-certified staff 
member. 
 
The current Center schedule is effective. Instead of paying a stipend to a certified staff member 
and further dividing her time and focus, a creative teacher assistant should be hired to staff the 
center full-time with a flexible schedule. That would allow the individual to be at the Center for 
the hours it is open and additional hours so that he/she can prepare for workshops and fulfill 
requests from school staffs. The district should monitor the use of the Center, participation by 
type of individual (parent/teacher/teacher aide), and re-evaluate its effectiveness and/or need 
after a year. 
 
FISCAL IMPACT 
 
Implementing this recommendation will cost the district the salary and benefits of a teacher 
assistant. It will also free up the two instructional staff members who each man the Center part-
time so that they can focus on their other essential responsibilities. Although a college degree is 
no indicator of an individual’s creativity, Prismatic recommends that the district budget the cost 
of a paraprofessional with a Bachelor’s degree so that salary does not preclude the district from 
hiring the creative person it needs. The average salary and benefits for the steps of that position 
are $23,742.   
 
At $25 per hour for 12 hours per week, the weekly stipend currently paid is $300.  Assuming that 
the Center is open 32 weeks out of the year, the annual savings to the district would be $9,600 in 
stipend plus an additional $1,920 in unpaid benefits. If a staff member also receives a stipend to 
keep the Center open in the summer, savings would be even greater and the final cost of 
implementation of this recommendation less. 
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Hire a paraprofessional on 
the Bachelor’s degree scale 
to operate the LIFT Center 

($23,742) ($23,742) ($23,742) ($23,742) ($23,742) 

Eliminate stipends for after 
hours. $11,520 $11,520 $11,520 $11,520 $11,520 

TOTAL ($12,222) ($12,222) ($12,222) ($12,222) ($12,222) 

3.4 SCHOOL STAFFING 

An effective way of viewing the efficiency of a school system is by benchmarking total staffing 
ratios. The intent of an efficient school system is to provide as much direct classroom instruction 
to students as possible, while keeping the overall ratios of total staff to students within an 
acceptable range. The level of effectiveness in reaching this goal can be determined, in a large 
part, by comparing the percentages of total staff and instructional staff in the system of interest 
to other peer school systems. A school system compares favorably by exhibiting a higher 
percentage of instructional staff and a lower percentage of overall staff. 

FINDING 3-11 
 
This year the superintendent authorized hiring an additional $2 million worth of teacher 
assistants to work in roles assigned by principals--mainly working in early grades and in math 
support. The district cannot afford to continue the funding for those positions in the coming 
year. 
 
The individuals hired under this plan were highly qualified paraprofessionals. In an 
implementation plan, the principals identified who, what, when, and where they would be used 
and associated training they would receive from teachers. The superintendent clearly directed 
that they would not be used for copying, hall duty, or other types of non-instructional work. The 
extended leadership team conducted walk-throughs of schools to ensure that they were, in fact, 
being deployed as intended. They were looking for characteristics in classrooms such as student 
results and products, classroom environment, and interaction with students. 
 
In reality, the deployment of paraprofessionals according to the plan was not necessarily applied 
consistently, but building principals chose how they would use them to best meet their students’ 
needs. While principals reported that they had indeed made a positive difference in student 
performance, there were no accountability procedures built in, beyond the walk-throughs to 
ensure that they were all used as intended. Training for the paraprofessionals depended on what 
the individuals at each school provided. Thus, even though there was an intent specified for their 
hiring, there were no procedures in place to ensure they had the knowledge and skills 
districtwide to fulfill it. Additionally, hiring staff knowing that they can only be hired for a single 
year opens the district up to unemployment costs when the contract is not renewed, even 
though they knew they were only being hired for a single year. 
 
RECOMMENDATION 
 
Increase accountability when hiring staff for specific, short-term purposes. 
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While well-intentioned, the spending of $2 million for teacher assistants for one year was not 
structured to truly assess whether the program was implemented with fidelity, nor what 
measurable outcomes were expected. Early data from the Louisiana Department of Education 
indicates that, while the state had an overall increase of one point in the percentage of students 
testing at basic or above (from 65 percent to 66 percent), MCS had an overall decrease of one 
point (from 64 percent to 63 percent).5 In third grade math, MCS decreased from 72 percent at 
basic or above to 68 percent, while statewide the percentage increased from 67 percent to 69 
percent.6 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 

FINDING 3-12 
 
The district has staffed its schools at a richer level than required by its accrediting body in the 
areas of assistant principals/deans and counselors, but has understaffed in the area of librarians. 
Moreover, the district does not appear to be following its own staffing ratios. 
 
MCS is accredited by AdvancED, which serves more than 27,000 public and private schools and 
districts in the U.S., as well as 69 countries. Accreditation is a voluntary process of quality 
assurance developed in the U.S. more than 100 years ago and is designed to identify schools and 
districts adhering to an established set of educational standards.7 As part of those standards, 
AdvancED promotes the use of enrollment driven staffing ratios for school principals, counselors, 
and librarians, shown in Exhibit 3-8. 

Exhibit 3-8 
AdvancED Recommended Staffing Levels (FTE) 

Position Grade Level 
Student Enrollment 

1-249 250-499 500-749 750-999 1000-1249 1250-1499 
Assistant 

Administrator 
Elementary 0.0 0.0 0.5 1.0 1.5 2.0 
Middle/High 0.0 0.5 1.0 1.5 2.0 2.5 

Counselor 
Elementary 0.5 0.5 1.0 1.5 2.0 2.5 
Middle/High 0.5 1.0 1.5 2.0 2.5 3.0 

Librarian 
Elementary 0.5 1.0 1.0 1.0 1.0 1.0 
Middle/High 0.5 1.0 1.0 1.0 1.0 1.0 

Source: www.advanc-ed.org, retrieved June 2011. 
 
MCS also has its own staffing guidelines, proposed for 2011-12. The MCS guidelines for select 
positions are shown in Exhibit 3-9. 
 

                                                 
5 http://www.doe.state.la.us/offices/publicaffairs/press_release.aspx?PR=1532 
6 Ibid. 
7 www.advanc-ed.org  

http://www.advanc-ed.org/
http://www.doe.state.la.us/offices/publicaffairs/press_release.aspx?PR=1532
http://www.advanc-ed.org/
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Exhibit 3-9 
Select Proposed 2011-12 MCS Staffing Guidelines 

Position 
Grade 
Level Allotted Staff 

Assistant 
Principal 

Elementary One 10-month position for schools with greater than 500 enrollment 
Middle Two 10-month positions or one Assistant Principal and one Dean position 
Junior One 10-month position per school 
High One 10-month position per school 

Dean 
Junior One 10-month position per school 
High One 10-month position per school 

Counselor 

Elementary Based on desegregation order and available funding 
Middle Two positions at MLK when funds are available 
Junior One position per school when funds are available 
High One position per 450 enrollment or major fraction thereof 

Librarian 

Elementary One position per school 
Middle One position per school 
Junior One position per school 

High One position with less than 1,000 enrollment 
Two positions with greater than 1,000 enrollment 

Source: MCS Human Resources Department, Proposed Staffing Model/Formula for 2011-12 Certified Staff, April 
2011. 
 
Based on district-provided staffing documentation, MCS is following neither the AdvancED nor 
its own proposed guidelines. Exhibits 3-10 through 3-12 compare both guidelines with actual 2010-
11 staffing in each school. As shown: 

∗ MCS has 5.5 more assistant principal/dean positions than recommended by AdvancED, 
but one less than proposed in the 2011-12 local guidelines. 

∗ MCS has 3.5 less counselor positions than recommended by AdvancED, but three more 
than proposed in the 2011-12 local guidelines. 

∗ MCS has 1.5 more librarian positions than recommended by AdvancED, and one more 
than proposed in the 2011-12 local guidelines. 
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Exhibit 3-10 
Comparison of AdvancED and MCS Guidelines with 2010-11 Assistant Principal/Dean Staffing 

School School 
Enrollment 

AdvancEd 
Recommended 

Staffing 

MCS Staffing 
Guidelines Difference  APs/Deans 

Found 

Clara Hall  321 0 0 0 0 
Barkdull Faulk 273 0 0 0 0 
Minnie Ruffin 567 0.5 1 0.5 0 
Berg Jones 396 0 0 0 0 
Carver 440 0 0 0 0 
Lincoln 464 0 0 0 0 
Madison James Foster 417 0 0 0 0 
Sallie Humble 478 0 0 0 0 
Cypress Point 474 0 0 0 1 
Lexington 629 0.5 1 0.5 1 
Clark  435 0 0 0 0 
Jefferson  217 0 0 0 0 
Total Elementary    1 2 1 2 
ML King Middle 577 1 1 0 1 
Carroll Jr. High 348 0.5 2 1.5 2 
R.E. Lee Jr. High 433 0.5 2 1.5 2 
Total Middle/Jr. High   2 5 3 5 
Carroll High 525 1 2 1 2 
Neville High 868 1.5 2 0.5 1 
Wossman High 625 1 2 1 2 
Total High    3.5 6 2.5 5 
TOTAL  6.5 13 6.5 12 

Needed Change in Staffing to Meet AdvancEd Guidelines  -5.5 
Source: MCS Human Resources Department, Proposed Staffing Model/Formula for 2011-12 Certified Staff, April 
2011, AdvancED guidelines, MCS staffing report. 
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Exhibit 3-11 
Comparison of AdvancED and MCS Guidelines with 2010-11 Counselor Staffing 

School School 
Enrollment 

AdvancEd 
Recommended 

Staffing 

MCS Staffing 
Guidelines Difference  Counselors 

Found 

Clara Hall  321 0.5 0 -0.5 0 
Barkdull Faulk 273 0.5 0 -0.5 0 
Minnie Ruffin 567 1 0 -1 0 
Berg Jones 396 0.5 1 0.5 1 
Carver 440 0.5 0 -0.5 0 
Lincoln 464 0.5 1 0.5 0 
Madison James Foster 417 0.5 0 -0.5 1 
Sallie Humble 478 0.5 0 -0.5 1 
Cypress Point 474 0.5 0 -0.5 0 
Lexington 629 1 0 -1 0 
Clark  435 0.5 0 -0.5 1 
Jefferson  217 0.5 0 -0.5 0 
Total Elementary    7 2 -5 4 
ML King Middle 577 1.5 2 0.5 2 
Carroll Jr. High 348 1 1 0 2 
R.E. Lee Jr. High 433 1 1 0 1 
Total Middle/Jr. High   3.5 4 0.5 5 
Carroll High 525 2 1 -1 2 
Neville High 868 2.5 2 -0.5 1 
Wossman High 625 1.5 1 -0.5 1 
Total High    6 4 -2 4 
TOTAL  16.5 10 -6.5 13 

Needed Change in Staffing to Meet AdvancEd Guidelines  3.5 
Source: MCS Human Resources Department, Proposed Staffing Model/Formula for 2011-12 Certified Staff, April 
2011, AdvancED guidelines, MCS staffing report. 
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Exhibit 3-12 
Comparison of AdvancED and MCS Guidelines with 2010-11 Librarian Staffing 

School School 
Enrollment 

AdvancEd 
Recommended 

Staffing 

MCS Staffing 
Guidelines Difference  Librarians 

Found 

Clara Hall  321 1 1 0 1 
Barkdull Faulk 273 1 1 0 1 
Minnie Ruffin 567 1 1 0 1 
Berg Jones 396 1 1 0 1 
Carver 440 1 1 0 1 
Lincoln 464 1 1 0 1 
Madison James Foster 417 1 1 0 1 
Sallie Humble 478 1 1 0 1 
Cypress Point 474 1 1 0 1 
Lexington 629 1 1 0 1 
Clark  435 1 1 0 1 
Jefferson  217 0.5 1 0.5 1 
Total Elementary    11.5 12 0 12 
ML King Middle 577 1 1 0 1 
Carroll Jr. High 348 1 1 0 1 
R.E. Lee Jr. High 433 1 1 0 1 
Total Middle/Jr. High   3 3 0 3 
Carroll High 525 1 1 0 1 
Neville High 868 1 1 0 2 
Wossman High 625 1 1 0 1 
Total High    3 3 0 4 
TOTAL  17.5 18 0.5 19 

Needed Change in Staffing to Meet AdvancEd Guidelines  -1.5 
Source: MCS Human Resources Department, Proposed Staffing Model/Formula for 2011-12 Certified Staff, April 
2011, AdvancED guidelines, MCS staffing report. 
 
Adherence to enrollment based staffing standards for school-based positions ensures that 
district resources are allocated equitably. 
 
RECOMMENDATION 
 
Adhere to AdvancEd staffing guidelines for school administrative, counseling, and librarian 
staffing. 
 
The district has excessive assistant principal/dean and counselor positions, but insufficient 
librarian positions, based on AdvancEd guidance. 
 
FISCAL IMPACT 
 
At an average salary of $65,535 and benefits of approximately 30 percent, eliminating 5.5 
assistant principal/dean positions would save $465,575 annually ($65,535 x 1.3 x 5.5).  
 
At an average salary of $55,621 and benefits of approximately 30 percent, adding 3.5 counselor 
positions would cost $353,075 annually ($55,651 x 1.3 x 3.5).  
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At an average salary of $52,851 and benefits of approximately 30 percent, eliminating 1.5 librarian 
positions would require $103,059 annually ($52,851 x 1.3 x 1.5).  
 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate 5.5 assistant 
principal/dean positions $465,575 $465,575 $465,575 $465,575 $465,575 

Add 3.5 counselor positions ($353,075) ($353,075) ($353,075) ($353,075) ($353,075) 
Eliminate 1.5 librarian 
positions $103,059 $103,059 $103,059 $103,059 $103,059 

TOTAL $215,559 $215,559 $215,559 $215,559 $215,559 
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Human Resources  
 
 
 
This chapter reviews the Division of Human Resources of Monroe City Schools (MCS). Included 
are observations, findings, and recommendations in regard to: 
 

4.1 Organization and Management 
4.2 Policies and Procedures 
4.3 Staffing   

 
Elementary and secondary education is a labor-intensive undertaking: nationwide personnel 
costs typically consume at least 80 percent (or more) of the average school district budget, 
according to ongoing reports by the Association of School Business Officials (ASBO). 
Consequently, effective school systems place a major emphasis on human resources 
management.  
 
The employees of any school district are its most valuable asset. The recruitment, selection, 
orientation, training, salary, and benefits provided to the workforce contribute greatly to the 
effectiveness of the district. The Monroe City Schools’ human resources office is responsible for 
managing these essential functions for about 1,450 staff, who, in turn, provide services to just 
over 8,800 students.  
 
To comply with state and federal laws and to maintain a high-quality and effective workforce, a 
school district must ensure the appropriate licensing of professional staff and instructional 
support staff as well as ensuring that all teachers and paraprofessionals meet “Highly Qualified” 
criteria as defined by the Federal law commonly referred to as No Child Left Behind (NCLB). 
 
An anomaly exists in the Monroe City Schools HR Department if compared to other HR Divisions 
in other public school systems. The Monroe City Schools MIS function and operation is currently 
assigned to the Executive Director of HR. Generally, the vital function of MIS is either stand-alone 
or assigned to some other business or financial division or department. This issue and Monroe’s 
MIS function are considered separately in Chapter 6 of this report. 

4.1 ORGANIZATION AND MANAGEMENT 

Human resources management includes staffing analysis, recruiting, hiring, salary and benefits 
administration, and performance evaluation. Effective personnel management requires 
compliance with equal employment opportunity statutes and other applicable federal and state 
laws. Establishing fair and workable policies, procedures, and training programs are important to 
recruiting and retaining competent staff. 
 
A well-organized personnel department can help a district meet the needs of its employees and 
the data needs of district administration. By assigning clear responsibilities to human resources 
staff, the district can effectively and efficiently deliver the services the district needs to ensure 
the sound management of human resources.  
 

Chapter 
4 
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FINDING 4-1 

In its function as the “Personnel Office,” the human resources department of Monroe City 
Schools is successful in many areas. Various metrics attest to this success.  
  
HR operates under the supervision of an executive director of human resources, one of only two 
professionally certified individuals assigned to the department. A personnel supervisor assists 
the executive director. There are also six secretarial or support staff members, a total of 8.0 full-
time equivalents (FTEs) (Exhibit 4-1). A half-time clerk is also assigned as the substitute locator. 
The MIS function operates with one supervisor and nine support positions including clerical, 
computer analysts and technicians.   
 
All HR staff members occupy offices or work stations together in the central office of the 
Monroe City School Board, and this space is relatively close to the main visitor or employee 
reception area for the district. The position of receptionist for the Central Office is one of the 
assignments in HR.  
 

Exhibit 4-1 
Monroe Human Resources Organization Chart 

 

Executive Director 
Human Resources

 

Personnel Supervisor
 

HR Financial Clerk / 
Retirement Specialist

 

Insurance Specialist
 

HR Executive Secretary / 
Certification Specialist

 

Receptionist
 

Personnel Secretary
 

Financial Clerk
 

MIS (10)
 

Substitute Locator 
(0.5)

 

 
Source: Monroe City Schools, with Prismatic additions, April 2011. 
 
When compared to peer Louisiana school districts (Exhibit 4-2), the ratio of all staff in the MCS 
HR office to total number of employees in the district is greater than those in peer school 
districts. Monroe has 0.55 FTE HR staff assigned per 100 employees. The peer average is 0.385. 
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Various nationally known agencies which report on HR functions for industries, public agencies, 
and private enterprises, e.g., the Society for Human Resources Management (SHRM) and the 
Institute for Corporate Productivity (i4cp), suggest that the ratio of the number of FTE’s assigned 
to HR to the number of employees should be close to one FTE for each 100 employees.1 The ratio 
of 0.55 in Monroe City is closer to the suggested level of HR staffing than in any of the peer 
districts.  
 

Exhibit 4-2 
Comparison of HR Department Staffing 

School District Total Employees (FTE) FTE Assigned to HR 
Ratio HR : 100 

Employees 
Monroe City 1,453 82 0.55 or 181 
Avoyelles Parish 757 2 0.26 or 379 
Natchitoches Parish   828 2 0.24 or 414 
Ouachita Parish 3,029 10 0.33 or 303 
Orleans Parish  1,360 7 0.51 or 194 
St. Mary Parish 1403 6 0.42 or 239 
Peer Average  1,475.40 5.4 0.366 or 273 
Source: Total Employee FTE from Summary of Reported Personnel and District Salaries, Louisiana State 
Department of Education – 09-10. This number does not include MIS or mailroom clerks. 
  
Leading HR and organizational metrics from SHRM provides detailed metrics for benchmarking 
using a database of more than 1,500 organizations including some public school systems. In its 
research, 2010 Human Capital Benchmarks Report, SHRM has provided detailed metrics for 
benchmarking the effectiveness and efficiency of an HR organization. Using data provided by 
Monroe City Schools staff and applying the SHRM matrices, Prismatic concludes the following:  
 

∗  HR Expense to Operating Expense Ratio: This metric depicts the amount of HR expenses 
as a percentage of the total operating expenses of Monroe City Schools, indicating the 
amount of dollars Monroe invests in its HR function. The average percent of HR expense 
to Monroe’s overall operating expense for the past three years was 0.483 percent, or 
less than 1.0 percent. Although SHRM does not suggest a specific percentage of budget 
to spend on HR functions, Monroe City’s spending is obviously low. Generally speaking, 
the more HR functions are out-sourced to other providers, the more the HR operating 
expenses. The fact that no personnel function of HR in Monroe is outsourced contributes 
to this low ratio.  
 

∗ HR Expense per FTE: This metric shows the amount of HR dollars spent per FTE in Monroe 
City Schools. For 2009-10, this cost was $345 in Monroe. The SHRM Benchmarking Study 
reports that the rate in 2007, the most recent year available, remained relatively stable at 
a median of $1,174. Another report from The Hackett Group, an international process 
improvement firm, in 2009 reported that companies it defined as “world class” – the top 
25 percent of companies among the thousands that Hackett studied – spent $1,390 per 
employee annually, 27 percent less than median companies.  

                                                 
1 Keys to Performance Management. The Institute for Corporate Productivity (i4cp), March 2010.  
2 Ignoring those assigned to MIS and the 0.5 FTE substitute locator. 
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∗ Annual Turnover Rate: This metric shows the rate at which employees enter and leave a 
company or organization in a given fiscal year. Typically, the more loyal employees are to 
their employer, the lower the turnover rate. A 100 percent turnover rate from year to 
year means that as many employees left the district as were hired. The average turnover 
rate for Monroe for the past three years is 5.6 percent. SHRM has not established a 
turnover figure that should be considered best practice; instead, SHRM recommends 
that businesses structure their HR functions and employee engagement programs to 
achieve the lowest annual turnover rate possible. In comparison to other districts 
Prismatic has studied, Monroe’s 5.6 percent rate is moderately low.  

In October, 2009, the Council of Great City Schools, composed of just over 50 of the 
largest school districts in the U.S., published Managing for Results in America’s Great City 
Schools, a research report of the performance measurement and benchmarking project.  
In this report, the Council provided benchmark data from its member districts in regard 
to Total Turnover Rate, one of the performance indicators for a successful, efficient, and 
effective human resources operation. In 2009, Council member districts reported a 
median annual turnover rate of 11.1 percent. The MCS rate of 5.6 percent for the past 
three years is approximately half that of the Council’s member districts.   

∗ Annual Salary Increase: In budget year 2007-08, salaries paid to all employees by Monroe 
totaled $56,706,687. In budget year 2009-10, the amount of salaries paid increased to 
$59,263,643. This is a 4.5 percent increase in a period of three years.3  
 

∗ Highly Qualified Teachers: This metric measures the number of teachers deemed highly 
qualified in all their teaching assignments, divided by the number of teachers subjected 
to NCLB requirements. School districts should strive to have as many highly qualified 
teachers as possible. In 2009-10, the percentage of highly qualified teachers in MCS was 
97.8 percent. In comparison, the statewide average was just 86.4 percent.4 The median 
among the Council of Great City Schools member districts was 96.5 percent.5 By either 
measure, MCS is above average in the number of highly qualified teachers on staff. 
District leadership believes that the figure for 2010-11 will be 100 percent.   

 
As part of this study, Prismatic asked MCS staff to complete an online, anonymous survey. This 
survey included several questions related to the district’s human resources department. Exhibit 
4-3 provides the percentages of respondents who strongly agree or agree with each survey 
statement, as well as the percentages who disagree or strongly disagree. Overall, a majority of 
respondents had positive opinions in these areas of HR:  
 

∗ job satisfaction;  

∗ district loyalty;  

∗ staffing projections;  

                                                 
3  Louisiana Department of Education, Division of Education Finance, Annual Revenue and Expenditure  
  Reports, 2007-08 and 2009-10. 
4Louisiana State Department of Education, District and State-Level Teacher Quality. 
5 Council of Great City Schools, Managing for Results in America’s Great City Schools, 2009. 
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∗ new employee orientation; 

∗ principals being held accountable for ensuring student learning;  

∗ employee evaluations; and  

∗ HR’s providing good value for the district.  

Staff respondents were neutral and/or had no opinion in these areas: 
 

∗ projections of future staffing needs; 

∗ effective teacher recruitment; 

∗ time taken to fill vacancies; and 

∗ lack of high quality professional development opportunities for administrators.  

Receiving more negative (disagree or strongly disagree) responses were statements about:  
 

∗ discipline of teachers who do not meet expected work standards; 

∗ discipline of support staff who do not meet expected work standards; 

∗ teachers being held accountable for ensuring students learn; 

∗ district rewarding competence and experience and providing qualification for promotion; 
and 

∗ lack of high quality professional development opportunities for teachers. 
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Exhibit 4-3 
Prismatic Staff Survey in Relation to Human Resources 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

1. I am satisfied with my job in the school 
district. 37.4% 44.5% 9.6% 5.8% 2.7% 

2. I am actively looking for a job outside the 
school district. 3.5% 7.9% 15.6% 29.2% 43.9% 

3. Teachers who do not meet expected work 
standards are disciplined. 4.9% 24.7% 34.2% 26.1% 10.1% 

4. Staff who do not meet expected work 
standards are disciplined. 4.7% 25.6% 32.0% 26.4% 11.2% 

5. The district has a good orientation program 
for new employees. 6.0% 35.0% 33.5% 19.1% 6.5% 

6. The district accurately projects future 
staffing needs. 2.8% 31.4% 38.0% 22.6% 5.0% 

7. Teachers are not held accountable for 
ensuring students learn. 6.4% 15.5% 19.8% 38.0% 20.3% 

8. Principals are not held accountable for 
ensuring students learn. 7.6% 16.2% 21.1% 37.0% 18.1% 

9. The district has an effective employee 
recruitment program. 4.2% 29.9% 46.2% 14.9% 4.7% 

10. Open positions are filled too slowly. 6.3% 18.9% 42.2% 28.8% 3.8% 
11. District employees receive annual personnel 

evaluations. 14.8% 46.1% 26.7% 9.1% 3.3% 

12. The district rewards competence and 
experience, and provides qualifications 
needed for promotion. 

2.7% 16.2% 30.7% 31.2% 19.2% 

13. There are not enough high quality 
professional development opportunities for 
teachers. 

8.0% 25.6% 30.5% 28.3% 7.5% 

14. There are not enough high quality 
professional development opportunities for 
school administrators. 

6.0% 16.3% 49.3% 22.3% 6.2% 

15. The Human Resources department provides 
good value to our schools. 7.1% 40.0% 36.3% 11.3% 5.3% 

Source: Prismatic Survey, 2011. 
 
COMMENDATION 
  
The MCS HR department is commended for its exemplary work in the areas of personnel, as 
measured by established HR metrics for performance and effectiveness.  
 
In all areas of its responsibilities, as measured by SHRM and other professional HR metrics, the 
staff assigned to HR office of Monroe City Schools score satisfactory, especially when the sheer 
volume of HR functions and operations are considered. 
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FINDING 4-2 
  
Although it is making use of technology, Monroe’s HR department is not always doing so in the 
most efficient way. Rather than replacing paper-based processes with electronic ones, in some 
cases the department is duplicating work with a paper-based and electronic process. 
 
All public and private offices, including businesses, governments, and school districts generate 
personnel records. Personnel records play a vital role in providing the information needed by 
organizations to manage and pay their staff members, plan their workforce requirement, and 
monitor staff performance. Ultimately, any organization’s development and sustainability will 
depend on sound and effective human resource management, and the approaches it chooses to 
follow will be derived in part from an analysis of the information contained in personnel records. 
 
The goal of personnel records management is to ensure that a complete and comprehensive 
employment history of each employee is readily available for as long as it is needed, and that the 
information contained in personnel records supports the management, deployment, payment 
and development of staff. Other key objectives of personnel records management are to 
support transparency and organizational accountability and to enable accurate audits by creating 
and protecting human resource records as reliable evidence. 
 
With the introduction of Human Resource Information Systems (HRIS), human resource 
management functions and processes are increasingly conducted electronically. Many Monroe 
City Schools HR processes that traditionally depended purely on the movement of paper have 
become partially computerized. Like other businesses, the adoption of technology has allowed 
human resource managers not only to focus on purely administrative activities relating to 
individual employees, but also to develop well-researched strategies and plans, enabling human 
resource planning to be aligned directly with overall business objectives. The benefits of 
technology are not limited to strategic planning, however. Increasingly, organizations are 
providing their staff with direct access to human resource information through an Intranet or 
web portal. As a result: 
 

∗ organizations can communicate changes in personnel policies and procedures more 
easily;  

∗ managers can access staff records without having to keep multiple copies or wait for the 
delivery of a centrally held paper file;  

∗ individual employees can access personal information about their work status and 
entitlements; and  

∗ self-service facilities can be provided so that staff members can manage their own 
personal data.  

HRIS are also increasingly likely to have built in workflow and business rules to promote 
consistency in operations and to allow for better monitoring. 
 
While technology is greatly affecting how human resource records are created, used and 
maintained, the record-keeping requirements remain the same no matter the medium. 
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Regardless of whether records are electronic or paper, the evidence of decisions, actions, 
communications and transactions related to employees must be kept and safeguarded in 
accordance with records management principles.  
 
Personnel record keeping in Monroe City Schools HR office began to shift away from the 
traditional movement of paper to electronic record keeping when it implemented work 
processes which now require that all documents headed to the paper personnel file folder of 
individual employees be scanned electronically. However, district staff still files the original 
document in the paper personnel folder. 
 
Nearly all HR staff have an electronic scanner on their desks. Software for Laserfische has been 
added to their desktop computers. In the past, each HR employee was responsible for scanning 
personnel documents with which they worked. In recent months, one of the HR clerks has been 
assigned the responsibility of scanning all of the documents, regardless of its origin. Not only 
does this clerk make an electronic file, but she also manually files the hard copy in the paper 
personnel folder.  
 
Scanning these documents by one operator takes a considerable amount of time. Moreover, the 
handling time is actually doubled, since the hard copy of the document is filed anyway in the 
personnel folders.  
 
Louisiana Law 44§39 A2(b) provides that agencies such as Monroe City Schools  
 

shall not be required to maintain the original source document…when such 
document has been preserved utilizing electronic digitizing pursuant to written 
operating standards providing for retention and back-up schedules in accordance 
with recognized computer operating practices which at a minimum provide the 
technical equivalent of back-up copies. 

 
RECOMMENDATION 
 
Produce or rewrite operating standards which will ensure retention and back-up of all scanned 
records so that filing hard copies of documents in the employee personnel folders can be 
discontinued. 
 
HR clerks and administrators claim that access to scanned records is easily obtainable because of 
the efficiency of the Laserfische software. However, no one in the HR office was able to speak 
definitively to Prismatic in regard to writing standards that ensure long term retention of 
electronic files. Included in the same Laserfische software package is the ability to allow direct 
access to human resources information for any MCS staff member through an Intranet or web 
portal. Rather than having an employee who wishes to see the content of his or her personnel 
folder, the employee can be given access and review the folder at home or from some other 
location, and an HR staff person is free from having to pull the folder, sit with the employee 
while the folder is reviewed to ensure that a document is not removed, and then to replace the 
folder in the file cabinet.  
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FISCAL IMPACT  
 
This recommendation can be implemented with existing resources. 

FINDING 4-3 
 
Storage of employee’s personnel records within the MCS HR office does not consistently meet 
industry standards for storage and security. Monroe Board Policy GAK addresses the 
confidentiality of personnel records and their contents, but the policy is silent in regard to 
physically ensuring the safety, safeguarding, and storage of these files to increase their 
confidentiality. Although the district is moving toward paperless personnel records, it is likely 
several years away from reaching that goal. Until then, paper personnel records must be 
safeguarded. 
 
Because many personnel records contain personal information about individuals, they are highly 
sensitive and confidential. Access to the records, whether paper or electronic, must be strictly 
controlled and monitored; strong and effective security measures are needed to protect the 
records against loss, damage, unauthorized access or alteration, while in storage and during their 
active use in the office. The location and use of paper records needs to be tracked. Mechanisms 
need to be developed to identify who has accessed an electronic record, when they accessed 
that information and whether any action was taken on, or changes made to, the record. Those 
who have custody and day-to-day management of personnel records must be aware that they 
have been entrusted with the responsibility not to reveal information gleaned from the records. 
 
There are no federal regulations, specific Louisiana laws, or Monroe Board policy regarding the 
manner and security of how HR personnel files or folders, per se, are stored. However, there are 
some best practices in the industry. 
 
Personnel files should be kept in file cabinets that are individually- or gang-locked, preferably at 
all times. These cabinets should be in an office or a room that is locked when not in use. 
Employees should be careful not to leave files unsecured. For example, a personnel file should be 
locked inside a desk or cabinet, rather than left on the desk, when a supervisor or HR clerk goes 
to lunch. 
 
In Monroe City Schools HR office, personnel folders of active employees are stored in legal-sized 
file cabinets within an inner office where three HR clerks work, but they are not locked 
individually. These file cabinets are neither fire-rated nor waterproofed protected. At the end of 
the work day, the office where the personnel folder file cabinets reside is locked. In interviews, 
staff noted that the file cabinets themselves are not generally locked at night. Personnel folders 
of inactive or former employees are contained in unlocked file cabinets in an open work area 
with no doors that can be locked at the end of the work day. These file cabinets also are not fire-
rated or waterproof.  
 
RECOMMENDATION 
 
Improve security of personnel folders. 
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MCS should place all personnel file folders in fire- and water-proof cabinets that can be locked 
when not in use and place all file cabinets in a secure room that can be locked separately away 
from common and routine work areas used by HR clerks. 
 
In the current location of the HR office, one of the small lockable offices could be used for the 
personnel file storage room if the HR clerk occupying that office space is moved to work in the 
open HR work area.  Prismatic was told that probably no security provisions for personnel files, 
specific to  meeting standards, were considered in the design of the new Central Office space 
assigned to HR in the refurbished building. 
 
FISCAL IMPACT  
 
This recommendation can be implemented with existing resources. 

FINDING 4-4 
 
Because of misunderstandings and uneven implementation regarding supplemental pay, MCS 
principals perceive disparities in their compensation. In some cases, the current policy is 
perceived to be overtime pay, which is illegal for salaried workers, which MCS principals are. 
 
Although a review of salaries paid to principals or any other group(s) of employees was not 
within the scope of this review, MCS principals both in focus groups and individually spoke to 
Prismatic about the disparity and unfairness of a supplemental pay plan beyond salary for 
principals. Titled “Principal Additional Time – 4-hour Blocks,” this plan was established and 
implemented in February 2007. It provides extra pay beyond the amount of the annual contract 
salary whenever a principal is required to or feels compelled to attend a school function beyond 
the regular work day. This would include such activities as a football game on Friday night, after 
school tutoring, Saturday school, etc. Claims for this pay for additional time work can only be 
filed for activities that are four hours of involvement, e.g., thus “4-hour Blocks.” For each 8-hour 
block of time claimed, principals receive their daily rate of pay. 
 
This supplemental pay plan is illogically implemented – if a principal attends a two-hour PTA 
meeting, that time can never be claimed under this plan, even if the principal ultimately attends 
four or more such meetings. Only single events that are at least four hours in length can be 
claimed and once a principal has attended two such events the claim is paid. A principal who 
attends three four-hour events during the year is only able to claim the supplemental pay for 
two; a principal who attends four such events can claim the pay for four. Such a policy is illogical. 
 
Exhibit 4-4 compares the salaries paid to MCS school administrators and their peers in 2009-10. 
These figures, provided by the Louisiana Department of Education, have not been adjusted to 
account for the effects of longevity among principals, so it is possible that the differences noted 
may be due to some districts retaining principals for a longer time on average. As shown, MCS is 
among the lowest of the peers, but is not the lowest. Moreover, MCS principals perceive 
disparity in pay compared to neighboring Ouachita Parish School District. MCS principals also 
noted a perception of higher salaries being paid to school-based administrators in Ouachita 
Parish School District. They believe that the supplemental pay policy was an attempt by the 
Board to bring their salaries closer to the salaries paid their colleagues in the Parish schools.  
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Exhibit 4-4 
Comparison of Salaries Paid to School-Based Administrators 

2009-2010 
District Principals Salary Average Assistant Principals Salary Average 

Monroe City $75,919 $61,454 
Avoyelles Parish $66, 134 $53,246 
Natchitoches Parish   $72,957 $59,436 
Ouachita Parish $103,605 $77,514 
Orleans Parish  $91,962 $77,059 
St. Mary Parish $76,476 $61,849 
Peer Average $86,250 $65,821 

Source: Louisiana Department of Education, Summary of Reported Personnel and District Salaries – 09-10.  
 
The number of principals who claim the extra pay each year varies as well as the amount 
awarded for each claim (Exhibit 4-5). In 2010-11, high school principals are allowed to claim up to 
15 additional days of pay, junior high principals up to 10 days, and elementary principals up to five 
days. Exhibit 4-6 provides the same information for assistant principals. The number of days 
assistant principals can claim mirrors the number paid to the principal at the school where they 
are assigned. 
 
As shown, some MCS school administrators never file for any claims; they say they believe that 
extra work beyond the duty day is expected and already compensated in their regular contract 
salary. Some MCS school administrators do file for every allowable activity; they say they believe 
their base contract compensation is not enough. The exhibit also shows that the amount of 
payments claimed has increased annually since 2007. Already in 2010-11, claims to date (as of April 
10, 2011) represent nearly 65 percent of the total paid in 2009-10. More principals appear to be 
claiming entitlement this year than previous years. 
 
In a few cases, the amount paid to an individual MCS principal exceeded the amount that he or 
she was entitled for the year. In addition, two administrators assigned to the central office also 
receive supplemental pay. 
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Exhibit 4-5 
Supplemental Pay for Principals 

School 2006-07 2007-08 2008-09 2009-10 

2010-2011 
(thru 

10APR11) 

2010-11 
Daily 
Rate 

Potential 
Annual 
Liability 

Elementary 
Barkdull Faulk  $- $- $- $710.46 $- $354.62 $1,773.10 
Berg Jones  $- $- $1,546.95 $1,218.92 $- $306.55 $1,532.75 
Carver  $573.92 $1,228.29 $1,519.96 $1,499.45 $603.42 $301.71 $1,508.55 
Clara Hall  $- $- $1,215.97 $1,499.46 $905.13 $301.71 $1,508.55 
J. S. Clark  $730.87 $1,562.30 $1,631.30 $1,608.40 $647.00 $323.50 $1,617.50 
Cypress Point  $989.34 $2,270.85 $1,581.80 $1,538.85 $1,569.05 $313.81 $1,569.05 
Jefferson  $- $- $1,091.51 $1,535.76 $772.43 $308.97 $1,544.85 
Lexington  $608.92 $1,622.87 $1,185.21 $1,163.95 $166.59 $333.18 $1,665.90 
Lincoln  $647.50 $1,477.56 $1,544.58 $- $1,484.35 $296.87 $1,484.35 
Madison James  
Foster  $761.65 $1,623.86 $1,355.32 $166.99 $- $296.87 $1,484.35 
Minnie Ruffin  $- $- $1,150.56 $319.82 $- $325.92 $1,629.60 
Sallie Humble  $424.00 $454.17 $632.72 $312.00 $- $313.81 $1,569.05 

Middle 
Carroll  $1,497.36 $1,547.30 $2,423.93 $3,186.80 $1,442.25 $320.50 $3,205.00 
Lee $1,852.89 $3,051.70 $3,028.70 $3,143.90 $1,581.05 $316.21 $3,162.10 
Martin Luther King, 
Jr. $628.22 $3,509.31 $1,916.75 $- $- $308.94 $3,089.40 

High 
Carroll  $824.25 $4,174.08 $- $- $- $344.56 $5,168.40 
Neville $3,080.34 $4,348.50 $5,658.90 $5,573.70 $3,360.60 $373.40 $5,601.00 
Wossman  $2,994.75 $4,205.28 $5,439.00 $5,355.90 $5,383.20 $358.88 $5,383.20 

Other 
Sherrouse 
Alternative $608.86 $1,785.01 $- $- $- $335.58 $3,355.80 
Career Development $- $- $- $- $- $316.21 $3,162.10 
Other (Central Office 
Admin - 1) $- $- $1,268.60 $1,663.17 $- $312.42 $3,124.20 
Other (Central Office 
Admin - 2)   $1,443.82 $1,866.11 $797.38 $319.13 $3,191.30 
TOTAL $16,222.87 $32,861.08 $35,635.58 $30,497.53 $18,712.45  $57,330.10 

Source: Principal Supplemental Pay, MCS Special Projects Accountant, April 10, 2011. 
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Exhibit 4-6 
Supplemental Pay for Assistant Principals 

School 2006-07 2007-08 2008-09 2009-10 

2010-2011 
(thru 

10APR11) 

2010-11 
Daily 
Rate 

Potential 
Annual 
Liability 

Middle 
Carroll  $- $863.94 $1,493.75 $2,386.63 $1,131.52 $336.26 $3,362.60 
Lee $1,992.06 $3,128.90 $3,121.27 $2,571.25 $1,718.00 $343.60 $3,436.00 
Martin Luther King, 
Jr. $1,130.64 $2,293.95 $2,894.94 $3,461.78 $2,768.58 $291.23 $2,912.30 

High 
Carroll  $- $3,516.00 $4,627.05 $4,952.10 $7,154.50 $340.31 $5,104.65 
Neville $941.58 $3,175.57 $3,653.27 $4,071.74 $2,031.72 $338.62 $5,079.30 
Wossman  $2,737.90 $3,562.46 $4,686.75 $3,190.45 $- $284.48 $4,267.20 
TOTAL $6,802.18 $16,540.82 $20,477.03 $20,633.95 $14,804.32  $24,162.05 

Source: Principal Supplemental Pay, MCS Special Projects Accountant, April 10, 2011. 
 
In Prismatic’s experience in working with numerous districts across the country, no other district 
compensates school administrators for attending events outside of regular school hours. Those 
events are considered to be part of the regular duties of a school administrator. 
 
RECOMMENDATION 
 
End supplemental pay for school administrators. 
 
The implementation of the supplemental pay policy has been uneven. Further, it exposes the 
district to a potential annual liability of $81,492 (calculated on the basis of all school 
administrators claiming all possible supplemental pay). Given the current budget environment, 
the district should not continue this policy.  
 
The district’s current work in completing a pay and classification study should determine 
whether adjustments in school administrators’ base compensation are warranted. 
 
Central office staff who are exempt from the requirement to be paid an hourly rate over 40 
hours and whose jobs require them to work after the normal work day can be assigned to a 
flexible daily time schedule to compensate for the extra time. In other words, if a central office 
staff member consistently works beyond the regular work day, his or her reporting to work time 
could be adjusted so that he or she comes in later in the morning and stays later in the evening.  
 
FISCAL IMPACT 
 
Under the current policy for supplemental pay, if all school administrators claimed and received 
supplemental pay to the maximum extent possible, the district would spend $81,492 each year. 
While the district’s supplemental pay has not reached this level in the past few years, there is 
nothing in the current procedures to prevent it. The fiscal impact for this recommendation is 
based on the district avoiding the entire potential liability that would be incurred if all school 
administrators claimed all supplemental pay to which the current policy allows. 
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
End school 
administrator 
supplemental pay 

 
$81,492 

 
$81,492 

 
$81,492 

 
$81,492 

 
$81,492 

FINDING 4-5 
 
A state-of-the-art, modern, biometric system for capturing employee time and attendance (i.e., 
electronic time clock) provides terminals at every school and at every other work location in the 
district. However, use of this technology is not perceived to be mandatory at some work 
locations. As a result, there is a lack of consistency in how work sites collect and report time and 
attendance, causing problems in accurately managing daily employee absences, recording actual 
work times, reporting consistency to payroll, and tracking and paying overtime for hourly or non-
exempt employees.  
 
In Prismatic focus groups, some non-exempt employees claimed that they are being denied 
payment for working overtime, while others in other departments are being paid. Upon further 
review, Prismatic found it to be more a problem of accurately reporting work time to payroll than 
a problem of supervisors intentionally disallowing overtime to be paid. The error or denial 
appears to be caused by reports to payroll that are manually produced rather than electronic 
time-clock generated. Consistent use of the biometric clock at all work sites where employees 
report to work for capturing and reporting actual time work would rectify this problem. For 
example, one departmental secretary showed Prismatic the manual, hand-written notes in 
regard to overtime, partial leaves taken, etc.,  that she uses in compiling the department’s 
monthly report to payroll. The employees in that same department continue to use the outdated 
punch time cards that employees formerly used to clock-in and to clock-out each day. This 
department completely disregards the presence of the biometric clock, thereby denying 
objective and more efficient means of capturing and reporting actual times worked.    
 
Monroe City Board Policy GBAA – Compensation Guidelines/Overtime not only mandates that all 
rules of the Fair Labor Standards Act (FLSA) be implemented, followed, and monitored, but it 
also dictates 
 

∗ that non-exempt employees will be compensated for overtime; and 

∗ that accurate and thorough records are kept daily on actual hours worked, employee 
attendance, and hours worked in excess of the regular work day hours.  

 
To enforce the Board’s policy, the MCS Departments of Accounting and Payroll produced, 
published, and distributed a manual, Internal Process and Procedures Manual, containing the 
following:  
 

TIME CLOCK 
 
MCSB adopted the use of an electronic time clock system (NetTime) to document 
the daily activity/absences of its employees. Each school/department is equipped 
with a time clock for its staff. When the time clock is not operable, in most cases the 
same employees designated for inputting leave data also has the responsibility of 
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documenting their employees’ daily activity/absences manually or via internet 
access to NetTime with access to their staff only. This system generates several 
types of reports specified by the user.  

 
When actual hours worked are electronically recorded and consistently reported to payroll, the 
problem of eligible employees being denied overtime because of inaccurate or incomplete 
record keeping will be rectified. 
 
RECOMMENDATION 
 
Accept only electronic data from the biometric time clock for payroll. 
 
Principals and all departmental supervisors should be instructed that use of the biometric time 
clock system is mandatory and that only payroll reports generated from the electronic system 
will be accepted in the payroll department. 
 
District documents show that the finance director and the payroll coordinator have clearly 
communicated with principals and supervisors in printed documents and directives how to use 
the biometric system and how to use the electronic reporting system to generate needed 
reports for payroll purposes. Enforcing the requirement to use the system is the next logical and 
final step. 
 
The consistency of reporting afforded this mandatory requirement will ultimately require less 
time in preparing the payroll before checks are generated. As well, compliance with FSLA 
requirements for recording and compensating for overtime will be ensured.   
 
FISCAL IMPACT  
 
This recommendation can be implemented with existing resources. 

FINDING 4-6 

MCS is using an antiquated and inefficient system for filling substitute needs.  

In the past 10 years monumental changes nationally have been made in the ways and means that 
a school district finds, hires, and pays substitute teachers. In MCS, however, these tasks are still 
being “done the old-fashioned way” – by hand,  by personal telephone calling without any use of 
modern, electronic equipment for record keeping. 

In MCS, a half-time employee (25 hours plus the ability to work more hours as needed) is 
responsible for filling last-minute teacher absences. This “substitute locator” begins calling 
potential substitutes one by one from home or the office at 5 a.m. to fill that day’s absences and 
resumes the remainder of the day and into the night for future absences.  

The substitute locator has to maintain an active substitute list and keep track of each substitute's 
availability and work interests while making calls to offer assignments, according to MCS HR 
leaders. Then, the substitute locator must produce detailed, hand-written reports on who was 
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hired to sub for which teacher, and for how many days. She then inputs the appropriate data into 
HR and payroll databases. 

In Prismatic focus groups, some participants expressed a belief that daily job offers to substitute 
are made more often to some substitutes in the pool than to the entire pool as a whole. Some 
substitutes get more offers and therefore more work than other substitutes. Such a practice 
could leave the district open to complaints. 

The substitute locator uses voice mail messages, personal phone calls, hand-written records and 
notes, and reliance on human memory and past experience to fill available slots. As a result of 
this largely informal and manual process, the district has no way to verify whether some 
substitutes are favored over others. 

Modern electronic substitute management systems not only feature automated calling but also 
harness the power of the Internet, allowing teachers and substitutes more ways to easily and 
directly manage their schedules. Most vendors of the newer systems do not require the district 
to purchase or install any new special hardware or software. The makers of the systems can host 
the data and operate the software on their own servers. District administrators and employees 
can access the system by visiting the maker's website or by using a touch-tone telephone.  

The advanced Internet-telephone systems make it easier for a teacher to call in and manage 
absences, as well as help prepare substitutes for that day's lesson plan. Teachers can notify the 
systems of absences by logging on to a website from home or at work. When registering an 
absence through the website, teachers must select from a predetermined list of reasons for the 
absence, such as personal leave, illness, or training. Teachers can also leave notes or lesson plans 
for the substitute on the online system so that the substitute will be prepared before walking 
through the classroom door. Alternatively, teachers can also register their absences, including a 
reason, by using a touch-tone phone. 

Electronic systems used by school districts in the U.S. and which are available for MCS also have 
made life easier for many substitutes. As well, having access to a computer is not necessary for 
the basic function or use of any of these systems, only access to a telephone with touch-tone 
capabilities. After a brief orientation on both telephonic and computer uses of the electronic 
systems, substitutes can become proficient at using them. Most systems allow substitutes to use 
a website to search for and accept jobs, change availability dates, and review teachers' notes. 
They can do the same functions by telephone, where they can hear a teacher's voicemail 
explaining the day's lessons. After a teacher logs in an absence, the job appears on the website 
so that substitutes can search for and accept the assignment. When the time comes to find a 
substitute for the absent teacher, the system at a programmed time starts to call the telephone 
numbers of suitable substitutes, who can hear the assignment's details and accept the job by 
pushing buttons on their touch-tone telephones.  

Administrators also may find the systems to be powerful tools beyond simply supplying a 
substitute for an absent teacher. School leaders can access the system by telephone or internet 
to see which teachers are going to be absent that day and whether the absence has been filled. 
Not only can this information bring peace of mind to administrators, but it can help them plan for 
faculty meetings, professional development, or rearranging teacher classroom assignments 
during the absence. Additionally, because of its ability to keep accurate and reliable records, the 
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absence management component of these electronic systems can help reduce teacher 
absenteeism because administrators and principals are provided the necessary data to view 
absence trends and make data-driven decisions. With an electronic system, school leaders can 

∗ view daily teacher absences at a glance; 

∗ track teacher absence patterns; 

∗ allow teachers to view their absence balances and rate of absences; 

∗ enforce regulations or set up incentives to reduce discretionary absences (those not tied 
to illness); 

∗ improve student performance through consistent teaching; 

∗ reclaim the time and money spent in paying staff to manually handle substitute 
placement several hours every week; and 

∗ eliminate the need to re-enter employee leave and substitute work history into the 
payroll system, reducing the risk of errors in copying. 

RECOMMENDATION  

Subscribe to and install a modern, computer-driven, electronic substitute caller system.  

In addition to improving efficiency and effectiveness in finding substitutes, an electronic system 
will offer the district protection from false unemployment claims, which are on the rise 
nationally. An electronic system will track each time a substitute makes himself unavailable for 
work or turns down assignments. Districts with electronic substitute caller systems: 

∗ determine they can present enough evidence to prevent the claim from even going to an 
unemployment hearing; 

∗ can keep records of all calls made to substitutes and their responses, including each time 
they did not answer, they hung up, or they rejected the substitute job; 

∗ record substitute preferences to show if the substitute limited his or her available times 
for calls or were overly selective about job types or schools; and 

∗ eliminate piles of paper work. Manually tracking the data needed to fight claims is all but 
impossible. 

FISCAL IMPACT 

In 2009-10, Monroe paid the half-time substitute locator a total of $15,939 in salary and benefits 
of which $4,157 was in the form or extra pay and overtime. In 2010-11, this position is budgeted to 
be paid $15,776 in salary and benefits. 
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Usually the amount of subscription that vendors of electronic substitute teacher caller systems 
charge a district is based on the number of the teachers the district employs. Generally, 
subscriptions are paid monthly. The first year only some vendors charge for the installation, on-
site training, set-up, and website branding. The estimated cost for subscription per year for 
Monroe should be approximately $10,500 (700 teachers x $1.50 per month for 10 months). 
Estimated first year installation and start-up cost is around $4,000. The total first year cost is 
estimated to be around $14,500. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Install electronic 
substitute caller 
system 

($14,500) ($10,500) ($10,500) ($10,500) ($10,500) 

Eliminate substitute 
locator position 

 
$15, 776 

 
$15, 776 

 
$15, 776 

 
$15, 776 

 
$15, 776 

TOTAL $1,276 $5,276 $5,276 $5,276 $5,276 
    

4.2 POLICIES AND PROCEDURES 

Writing and adopting school board policies is a crucial school board role in the system of 
education governance. Like Congress, state legislatures, and city or county councils, school 
boards establish the direction and structure of their school districts by adopting policies through 
the authority granted by state legislatures. School board policies have the force of law equal to 
statutes or ordinances. Policies establish directions for the district; they set the goals, assign 
authority, and establish controls that make school governance and management possible. 
Policies are the means by which educators are accountable to the public. 
 
Within the last year, the MCS contracted with a private agency in Baton Rouge, Forethought 
Consulting, to provide assistance in updating, rewriting, and providing newer and more relevant 
policies. Section G of those policies relate specifically to Personnel or to Human Resources 
functions and work areas. The Personnel policies as adopted lack the specificity that will ensure 
compliance and they lack the details necessary for implementation. Therefore, it is the 
responsibility of MCS HR managers to further clarify intent and purpose by generating 
“administrative rules and regulations.” 

FINDING 4-7   

MCS lacks a cohesive employee handbook. Instead, the HR division produces separate packets of 
handouts, ranging from two pages to 20 pages, related to HR procedures and rules. 
 
Currently in MCS, too many critical documents reside as individual packets of information that 
are printed in volume for distribution to employees as individual handouts. Each time there are 
either minor or major changes in the information contained in the packet, the district prints new 
packets and then holds them for distribution on request.  
 
Prismatic reviewed sample packets of information from the large inventory of printed and bound 
packets, including:  
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∗ Monroe City Schools Sexual Harassment Policy – 9 pages; 

∗ Packet for Medical or Emergency Leave When Accumulated Sick Days are Used – 3 pages; 

∗ Information and Forms for Act 1341: Extended Sick Leave for Teachers and School Bus 
Operators – 6 pages; 

∗ Information and Forms for Act 457: Extended Sick Leave for All Other Full Time 
Employees – 6 pages; 

∗ Act 1342/SB 297: Information and Forms for Sabbatical Leave – 5 pages; 

∗ Application for Requesting Leave Under the Family and Medical Leave Act of 1993 Leave 
Without Pay – 5 pages; 

∗ Information and Forms for Medical Sabbatical Leave – 7 pages; 

∗ Medical Leave Options for Certified Personnel – Information Packet – 10 pages; 

∗ Proposed Staffing Model/Formula for 2011-2012 Certified Staff – 2 pages; 

∗ New Employee Packet – 20 pages; 

∗ Application for Teaching Position – 12 pages; 

∗ Application for Substitute Teacher – 11 pages; 

∗ Application for Classified Position -- 12 pages; 

∗ Application for College Workers – 3 pages; and 

∗ Summer Youth Employment Application – 2 pages. 
 
Many of the packets have forms duplicated in other information packets.  
 
While the information contained in the handouts is needed, it is not being distributed in the most 
expedient, effective, and efficient means. The district has a viable internet network, but is not 
using it for distributing these packets. 

Many school districts underestimate the value of an employee handbook. A well-drafted 
employee handbook provides written documentation of a district’s policies and procedures. In 
addition, a well-drafted handbook includes critical policies based on state and federal labor and 
employment laws that require mandatory compliance. Some state and federal laws, in fact, 
require a policy based upon the statute to be included in any employer handbook. For example, 
all employers must comply with the Social Security Number Privacy Act, including having a 
statutorily mandated policy covering the act contained in their employee handbook if they have 
one. Exhibit 4-7 shows an outline for an effective employee handbook offered by the American 
Association of School Personnel Administrators (AASPA). 
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Exhibit 4-7 

Outline for an Effective Employee Handbook 
1. A statement of welcome and an explanation of the handbook's purposes. 
2. A brief history of the school district. 
3. A description of products and services. 
4. Organization charts. 
5. A map showing the schools. 
6. An explanation of authority or reporting procedures. 
7. General information on customers, facilities and services, and division activities in the 

community. 
8. A division mission statement. 
9. Division policy statements on equal employment opportunity, affirmative action, a drug-

free workplace, ethics, sexual harassment, and union representation. 
10. Information on internal and external recruitment and selection, including job posting 

policies, promotion and transfer policies, separation and rehire policies, and 
opportunities for training, career counseling, and professional development. 

11. Basic compensation and benefits information, including employment classifications, 
work hours, pay procedures and schedules, overtime pay, holidays, vacations, 
bereavement, jury and witness duty, sick leave, and other leaves of absence. 

12. Summary descriptions of fringe benefits such as health and life insurance, tuition 
reimbursement, pensions, employee assistance programs, and work/life. 

13. Programs—for example, child or adult day-care services or adoption assistance. 
14. Emergency information, including numbers to call in case of a fire, an accident on the 

job, or unforeseen disasters. 
15. General rules of workplace conduct—for example, smoking, dress and grooming, or 

absenteeism and tardiness—and methods for addressing complaints and resolving 
disciplinary problems. 

16. Brief explanations of procedures for purchasing equipment, arranging travel, or 
receiving expense reimbursements. 

17. An acknowledgment receipt form. 
18. An alphabetized topic index. 

Source: American Association of School Personnel Administrators website (www.aaspa.org), 2003 
 

RECOMMENDATION 
 
Publish an Employee Handbook online.   

The value that a well-drafted employee handbook contributes is significant. First, an employee 
handbook helps hold employees accountable for their conduct. The handbook should set forth 
the Board’s expectations and the consequences for employees that fail to comply. Second, a 
well-drafted handbook consistently applied and enforced sets the stage for defending an 
employer from potential liability. An example is where an employer’s EEO policy requires an 
employee to file any complaint of discrimination or harassment internally. Filing an internal 
complaint gives the employer the opportunity to investigate, address, and eliminate any 
discrimination and/or harassment that may be confirmed. If an employee fails to follow the 
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employer’s policy, the employer may use the employee’s failure to do so as an affirmative 
defense in a subsequent discrimination and/or harassment lawsuit.  

The online Employee Handbook should contain all of the essential information, forms, and 
applications about any HR procedure, process, or function, thereby facilitating easy access by 
employees and reducing the time HR staff has to spend in copying, printing, collating, stapling, 
and distributing hard copies of individual documents needed and requested by employees.  
 
FISCAL IMPACT  
 
This recommendation can be implemented with existing resources. 

FINDING 4-8 

In Prismatic focus groups, school administrators and other work area supervisors stated that 
they have limited ability to remove employees whose performance is less than marginal or 
unsatisfactory. In the past, administrators have been told that employees could not be released 
because they had not sufficiently documented poor performance to the extent necessary to 
sustain the Board’s termination of employees, especially those employees who have gained 
tenure or non-probationary status. As a result, MCS administrators have become hesitant to 
attempt to dismiss employees because they lack confidence in their abilities to sufficiently 
document poor performance.  
 
Prismatic found little evidence that any MCS administrative office has provided sufficient training 
to the principals and supervisors in implementing a progressive disciplinary plan. This training 
would include how to document performance beyond the yearly evaluation instrumentation, the 
procedures to be followed, sample “write-ups,” and suggestions of effective use of 
consequences. 
 
While principals and supervisors acknowledged provisions in Board policy dealing with employee 
discipline, focus group participants expressed concerns about the difficulty they experience in 
using written documentation of sufficient quality to support their recommendation for 
disciplinary action against an employee. While they also acknowledged the willingness of HR 
administrators to guide them in their efforts, most of the time the assistance provided is 
inconsistent, spasmodic, and ineffective.  
 
The success of sustaining an adverse personnel action against an employee, up to and including 
termination, depends heavily on documentation that has been produced over time by the 
supervisor.  
 
Both the AASPA and SHRM encourage their members to develop handbooks and guidelines 
regarding employee discipline. Members are also encouraged to provide training to principals 
and other supervisors in how to implement progressive discipline plans and how to document 
employee performance and discipline in support of the plan.  
 
RECOMMENDATION 
 
Create a guide to employee discipline and performance. 
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The HR division should develop A “Supervisor’s Guide to Employee Discipline and Performance” 
and distribute it to supervisors online. The district should require principals and supervisors to 
complete training in documenting and disciplining errant employees. The district should review 
the guide each annual orientation.  
 
MCS principals and supervisors need assistance in building confidence in how to adequately deal 
with employees with poor performance or disciplinary issues. With a guide containing samples or 
prewritten disciplinary write-ups at their fingertips and with training by both MCS Human 
Resources  and the School Board’s attorney  in how and when to use its contents, principals and 
supervisors will have resources to avoid potential legal trouble related to performance reviews 
and counseling sessions. 
 
FISCAL IMPACT  
 
This recommendation can be implemented with existing resources. 

4.3 STAFFING 

The staffing function of a school district’s human resources office involves a broad scope of 
activities, from determining the number of employees needed, creating job specifications, 
recruiting, and orienting new employees to encouraging current employees to become better in 
their work assignments. Putting the right people in the right positions is critical for the growth 
and success for any organization. 
 
One of the important missions of a district HR department is establishing and monitoring the 
staffing needs of the schools and other departments. HR must ensure that teacher to students 
ratios are in line with budgetary requirements and funding resources 

FINDING 4.9 

MCS leaders have made few efforts to increase the number of National Board Certified teachers 
(NBCT) who work in their schools. National Board Certification has a positive impact on student 
achievement and is a widely accepted form of performance-based pay.  
 
In July 2010, there were 1,681 NBCT in Louisiana, about three percent of all teachers in the state. 
Of that number, only 17 teach in MCS schools. Only two MCS teachers achieved NBCT status in 
2010. Exhibit 4-8 compares the percentage of NBCT in MCS with the peers. Although not the 
lowest, MCS is among the lowest and below the average of the peer districts. 
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Exhibit 4-8 
Comparison of National Board Certification of Teachers 

2010-11 
District Number of Teachers Number of NBC Teachers Percent 

Monroe City 662 17 2.5 
Avoyelles Parish 396 4 1.0 
Natchitoches Parish   472 7 1.4 
Ouachita Parish 727 38 5.2 
Orleans Parish  1326 37 2.8 
St. Mary Parish 724 25 3.5 
Peer Average 729 22 2.8 
Source: Louisiana State Department of Education, Office of National Board Certified Teachers Program, and 
Summary of Reported Personnel, 2009-10, Louisiana State Department of Education Report.  
 

 NBCT teachers are highly accomplished educators who meet rigorous standards through 
intensive study, expert evaluation, self-assessment, and peer review. The national program 
offers 25 certificates that cover a variety of subject areas and student developmental levels. 

In a congressionally-mandated study, NBC was recently recognized by the National Research 
Council as having a positive impact on student achievement, teacher retention, and professional 
development. In the report, the Research Council said, “The evidence is clear that National Board 
Certification distinguishes more effective teachers…with respect to student achievement.” 
Approximately two-thirds of the states provide salary incentives and cover the costs for teachers 
who pursue and/or achieve this advanced credential.  
 
The national program is administered in Louisiana at the State Department of Education. The 
2010 State Incentive for NBCT’s includes $750 from the Louisiana Department of Education 
through an education grant and a salary increase of $5,000 for the life of the certificate. Re-
certification is required every 10 years.  
 
 RECOMMENDATION 
 
Solicit assistance from the Louisiana  Department of Education National Board Certification  
office  for guidance in creating a plan to increase the number of MCS teachers who become 
National Board Certified Teachers. 
 
One of the main thrusts of a professional development program is to ensure that programs are 
made available for teachers, other professionals, and other employees to hone their crafts and 
skills. Increasing the number of NBC teachers is an important component of a professional 
development plan for teachers.  
 
Whenever a local education district shows an interest in increasing its number of NBC teachers, 
the staff at the Louisiana Department of Education assigned to administer and manage the 
state’s program works with the district as well as previously certified teachers in the district to 
make individual teachers aware of the program and mentor them as they enter and complete the 
competitive certification program.  
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FISCAL IMPACT  
 
This recommendation can be implemented with existing resources.  

FINDING 4-10 

MCS does not adequately control staffing costs by seeking to reduce small class enrollments and 
staff more closely to contractually allowable limits.  
 
In interviews, MCS administrators expressed pride in the district’s ability to provide class sizes 
that are better than the state average as well as all of the peer districts. Considering all levels 
(elementary, middle and junior high, and high schools), the average student to teacher ratio in 
Louisiana is 1 : 14; the average for peers is 1 : 14, and in MCS, the ratio is 1:13.  
 
While these figures speak well for the ability of the MCS to support these smaller than average 
classes, in increasingly tighter economic situations which face the district, considerable savings 
of resources can be achieved if overall class sizes in MCS were at least increased to the Louisiana 
average. Moreover, no district policy currently guides the lower-than-average class sizes; without 
such a policy, there is no guidance for staff as to how low student loads for teachers might go. 
Furthermore, the district does not currently track the student load of each teacher and is unable 
to determine if the lower teaching loads are distributed equitable or with some reasoning in 
mind. For example, some districts chose to deliberately lower class sizes in its schools with the 
highest percentage of students eligible for free and reduce lunch or English Language Learners. 
Others deliberately reduce class sizes in key transition years, such as when students move to 
ninth grade. 
 
Exhibit 4-9 demonstrates the lack of the planning and thoughtful execution in the district’s 
current staffing system. As shown, MCS is below the peer average and each peer in the 
percentage of classes that are comprised of 34+ students, 27-33 students, and 21-26 students. It is 
also below the state average. More than three-fourths, 76.2 percent, of MCS classes have 20 
students or less. Even a slight increase in the number of classes that move from 20 to 23 students 
would have a significant impact on personnel costs. 
 

Exhibit 4-9 
Comparison of Class Sizes 

2009-10 
  
 District 

Percent Class Size Range 
1 – 20 21 - 26 27 - 33 34+ 

Monroe City 76.2% 21.3% 2.4% 0.1% 
Avoyelles Parish 47.0% 38.4% 13.5% 1.1% 
Natchitoches Parish   63.2% 26.3% 8.9% 1.6% 
Ouachita Parish 58.2% 30.9% 8.9% 2.0% 
Orleans Parish  64.0% 32.7% 3.1% 0.2% 
St. Mary Parish 72.7% 21.8% 4.7% 0.8% 
Peer Average 61.0% 30.0% 7.8% 1.1% 
State of Louisiana - All Districts 61.4% 27.9% 9.1% 1.6% 

Source: Louisiana Department of Education, District and State-Level Class Size, 2009-10. 
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Based on actual 2010-11 course load data provided to Prismatic in July 2011, the district provides a 
number of extremely small classes at the secondary level, such as: 

∗ At Carroll High: 

o an Algebra I class for 11 students; 

o a Beginning Choir class for 10 students, even though another section of the same 
class only has 15 students; 

o a Biology I class for 12 students, even though another Biology I class with only 14 
students is offered the same period; 

o a Spanish II class for 11 students; 

∗ At Neville High: 

o a Basic Technical Drafting class for six students; 

o an Honors Chemistry class for 14, even though the other three sections of the 
same class each have 19 or fewer students; 

o an Honors French III class for seven students; 

o a psychology class for 10 students; 

∗ At Wossman High: 

o a Basic Wood Technology class for seven students; 

o an AP Calculus class for 10 students; 

o a Physics class for eight students; and 

o a World History class for eight students. 

The district also appears to offer different advanced courses at its three high schools. This 
includes offering Advance Placement Art History at only one high school, offering Advanced 
Placement  

In the high schools, there appears to be an effort to continue to offer course breadth by having 
the same teacher teach multiple courses during the same period. For example, one art teacher at 
Wossman High taught Art I (enrollment 3), Art II (enrollment 2), Art III (enrollment 1) and Art IV 
(enrollment 2) in the same period, for a total “class” enrollment of seven. However, this is still a 
small student load for that period.  

Elementary and secondary education is a labor-intensive undertaking: personnel costs typically 
consume approximately 80 percent (or more) of the average school district budget. Most district 
employees are housed in schools, as school administrators, teachers, and support staff. 
Consequently, effective school districts place a major emphasis on effective human resources 
management in schools. To be effective districts must consider such questions as: 
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∗ How do teacher workloads vary from school to school within the district based on grade 
level, subject, and school scheduling? Is the variation in teacher workload acceptable and 
in students’ best interests? 

∗ How are typically low enrollment subject areas staffed? 

∗ How is technology deployed to extend the reach of the existing teacher workforce? 

RECOMMENDATION 
 
Review student loads by teacher and course enrollments and increase strategically student to 
teacher ratios. 
 
Exhibit 4-10 shows a basic methodology for calculating the potential teacher reductions by 
making some extremely conservative assumptions. As shown, in 2009-10, there were 4,171 
classes with a class size distribution as shown in the first several rows. Adopting goals of five 
percent of all classes having 27-33 students, which is well below the peer and state average, and 
28 percent of all classes having 21-26 students, which is below the peer average but equal to the 
state average, the district could achieve a reduction of 62 classes overall (4171 – 4109). At the 
current average teacher load of 6.42 classes, 9.7 teachers would no longer be needed. 
 

Exhibit 4-10 
Sample Class Size Calculation 

Original Data 

Number of Students in Class 

Total 1 - 20 21 - 26 27 - 33 34+ 

Percent of All Classes 76.2% 21.3% 2.4% 0.1% 100% 
Number of Classes 3177 888  100  6  4171 

      
Assume goal of 5% in the 27-33 category    
Assume all moving are 26 students    
Assume all new classes made will be 29 students   
Yields this result:   
   

 1 - 20 21 - 26 27 - 33 34+ Total 

Percent of All Classes 76% 19% 5% 0% 100% 

Number of Classes 3177 788 190 6 4161 

      
Assume goal of 28% in the 21-26 category    
Assume all moving are 20 students    
Assume all new classes made will be 23 students   
Yields this result:   
   

 1 - 20 21 - 26 27 - 33 34+ Total 

Percent of All Classes 68% 28% 5% 0% 100% 

Number of Classes 2777 1136 190 6 4109 
Source: Created by Prismatic, 2011. 
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FISCAL IMPACT  
 
A reduction of 9.7 teacher positions would reduce the districtwide budget by $599,858 in salary 
and benefits. As shown above, this is a minimal, conservative possibility from implementing this 
recommendation. Adopting a more aggressive approach could result in a reduction of as many as 
83.6 positions (savings of $5.2M). Prismatic believes that a reasonable and possible result of this 
recommendation, that will not negatively impact the education of MCS students, is a reduction 
of at least 30 teaching positions ($1.9M). However, the conservative reduction of 9.7 positions is 
shown here as a minimum savings. 
    
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Reduce number of 
teachers by 9.7 $599,858 $599,858 $599,858 $599,858 $599,858 
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Finance 
 

 

This chapter reviews financial management and budget development for Monroe City Schools 
(MCS) in four sections: 

5.1 Financial Management 
5.2 Financial Reporting 
5.3 Purchasing and Warehousing 
5.4 Payroll 
 

Financial managers collect, analyze, and provide financial information for decision-makers. 
Successful financial operations require qualified personnel with an adequate separation of 
duties, as well as an accounting system that provides timely, useful, and accurate information to 
support operating decisions. Comprehensive policies and procedures that ensure proper 
management of financial resources are important as well. 

Effective financial management in school districts involves thoughtful planning, budgeting, and 
overall management of the district’s resources to maximize financial performance. Internal 
controls must be in place and should be operating as intended. Financial information should be 
provided in a timely manner and presented in a format that is easily understood by all audiences.  

The MCS business operations organizational structure is shown in Exhibit 5-1. The chief financial 
officer manages finance, purchasing and accounts payable, custodial/warehouse services, school 
food service, transportation, and general maintenance. The chief financial officer reports to the 
Superintendent. A total of 11 employees under the chief financial officer perform the various 
business operations duties. Although the chief financial officer manages four departments in 
addition to business operations, this chapter will only address business operations. 

Chapter 
5 
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Exhibit 5-1 
MCS Business Operations Organization Chart 

Chief Financial Officer
 

Chief Accountant
 

Purchasing Manager
 

Business Corrdinator
 

Purchasing Clerk
 

Accounts Payable 
Clerk

 

Purchasing Specialist
 

Fixed Asset Clerk
 

Payroll Coordinator
 

Senior Accountant
 

Special Project 
Accountant (2)

 

Source: Monroe City Schools, April 2011. 

MCS receives funding from many sources – local, state, and federal. The general fund, comprised 
largely of State Public School Fund and commonly referred to as the Minimum Foundation 
Program (MFP), provides approximately 85 percent of all district funds. Other significant sources 
of general funds include three sales taxes dedicated to specific expenditures in the school 
system. 

Exhibit 5-2 shows the results of the Prismatic staff survey pertaining to business operations. Less 
than one-third of the respondents feel that: 

∗ funds are managed wisely to support education; 

∗ district financial reports are easy to understand and read; 

∗ administrators have access to the financial data they need; and 

∗ the district purchases high-quality, low-cost materials and equipment. 

Slightly higher percentages feel that: 

∗ educational programs are evaluated; 

∗ the purchase order process is satisfactory; and 
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∗ the finance department provides good value to the schools. 

In no case did a majority of respondents express a positive opinion to the statements presented. 
This may be partly due to a lack of knowledge regarding finance operations in the district, as 
significantly percentages of staff members had neutral opinions to the statements. 

Exhibit 5-2 
Prismatic Staff Survey Related to Business Operations 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

Funds are managed wisely to support education 
in the school district. 6.1% 25.8% 28.4% 28.4% 11.2% 

The district’s financial reports are easy to 
understand and read. 3.9% 19.1% 51.4% 18.0% 7.7% 

Campus and program administrators have 
sufficient access to the financial data they need. 3.5% 24.7% 56.5% 11.7% 3.5% 

The school district purchases the highest quality 
materials and equipment at the lowest cost. 4.4% 28.5% 47.2% 13.9% 6.0% 

Educational programs are regularly and 
objectively evaluated. 5.0% 34.9% 36.7% 18.5% 4.9% 

The purchase order process is efficient and 
effective. 7.3% 41.9% 35.1% 11.0% 4.7% 

The Finance department provides good value to 
our schools. 7.1% 35.1% 44.0% 10.2% 3.7% 

Source:  Prismatic Survey, 2011. 

 

5.1 FINANCIAL MANAGEMENT 

School districts play a critical role in educating children and preparing them to become 
productive members of society. Strong, cost-effective financial operations are required to 
support school districts if they are to succeed in their educational role. Efficient financial 
management ensures a school district maintains a record of its financial decisions and budget 
allocations; issues timely, accurate, and informative financial reports; and maintains adequate 
internal controls. Payroll is a major part of any district, since it normally represents the bulk of 
the expenses. 

FINDING 5-1 

In the past, the MCS general fund operated in a deficit. This has been corrected and the district 
now enjoys a fund balance. 

The district’s general fund operated in a deficit for more than 10 years. Through the combined 
efforts of the board and the administration, that deficit was eliminated in June 2004. Today, the 
district continues to maintain a positive fund balance, with a projected 2010-11 ending fund 
balance of $10.5 million. This amount is well above the $8.4 million targeted ending fund balance 
established by the district at the recommendation of external auditor. 
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COMMENDATION 

The district is commended for reversing its operational funding deficit. 

FINDING 5-2 

MCS falls within the median range for instructional spending when compared to its peers, with 
two districts spending less and three districts spending more (Exhibit 5-6). The district expends a 
slightly larger percentage on instruction than the peer average. In terms of per pupil 
expenditures, MCS spends more than four of its peers and spends more per pupil than the peer 
average.  

Exhibit 5-6 
Comparison of Instructional Expenditures and Per Pupil Expenditures 

District 
Instructional Expenditures as  % 

of Total Expenditures 
Amount per Pupil 

Expenditures 
Monroe  52.54% $10,836 
Avoyelles 58.29% $8,556  
Natchitoches 60.83% $9,565  
Orleans 39.77% $15,008  
Ouachita 47.14% $9,684  
St. Mary's 56.42% $10,717  
Peer Average 52.49% $10,706  

     Source: Louisiana Department of Education 

COMMENDATION 

Monroe City Schools is commended for its commitment to instruction, as evidenced by its per 
pupil spending on instruction. 

 

FINDING 5-3 

The district’s ability to dynamically analyze and manage its funds is compromised by an inefficient 
and ineffective financial management system. 

The district uses a COBOL-based program provided by an outside Louisiana-based firm that 
provides software services to local governments and school board central offices. There are 
standalone applications to address: journal entries, accounts payable, cash receipts, bank 
reconciliations, purchasing, payroll, fixed assets and budgeting. None of the applications are 
integrated: 

∗ The purchasing specialist performs a litany of largely manual processes including, but not 
limited to: 

o converting purchase requisitions into purchase orders; 

o generating manual budget reports; 

o maintaining a manual log of purchase orders; 
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o placing order via, telephone, fax or mail; 

o maintaining copies as well as a manual log of purchase orders; 

o maintaining a separate manual log of purchase orders by day; and 

o maintaining manual request for proposals (RFP’s) tally sheets. 

∗ Accountants: 

o write (manually) then key journal entries into software; 

o work with local school bookkeepers to create journal entries, then manually key 
for month end and year end closing; and  

o maintain separate spreadsheet for credit card payments. 

∗ Local School Accounting is on a separate software package, School Net Cash, which does 
not interface with central office accounting software. 

∗ The Child Nutrition Program (School Food Service) is not on the central office accounting 
software. 

∗ Fixed Assets inventory is on a separate system, Assettech, but it does interface with 
Software and Services. 

∗ The finance clerk manually logs invoices onto a multi-column pad within a black binder 
and maintains a purchase order log – separate from the log kept by the purchasing 
specialist. 

All of these processes are cumbersome, repetitive, time consuming, inefficient, and, in some 
cases, duplicative. Employees spend much of their time on manual processes that are or should 
be available electronically. The district also frequently contracts with the current system vendor 
to produce needed reports at an additional cost. This demonstrates the lack of flexibility and 
power available to the system’s end users. 

For a variety of reasons, including dispersed client base, smaller profit margins in the public 
sector, and differing requirements in each state, the standardization of software associated with 
school district administration has been slower in developing than in the private sector. However, 
this landscape is changing, as states implement statewide student numbers to facilitate tracking 
across district boundaries and as districts seek greater efficiency and effectiveness in back office 
processes so that more resources can be focused on the classroom and activities that directly 
impact student achievement.  

One industry initiative that will facilitate software interoperability in K-12 education is the 
development of the Schools Interoperability Framework (SIF). Developed by the Schools 
Interoperability Framework Association, SIF is a technical blueprint for K-12 software that enables 
diverse applications to interact and share data.  
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The SIF Certification Program is a formal program undertaken by SIF to confirm that software 
programs adhere to the rules and definitions of the SIF Implementation Specification. The SIF 
Certification Program involves a series of formal tests that validate that software applications 
properly implement the SIF specification. Districts that implement SIF-certified applications 
should be able to easily transfer data between applications, reducing redundant rekeying or 
elaborate ‘work arounds’ to move data from one application to another. 

RECOMMENDATION 

Invest in a fully integrated financial systems software package.  

The package should include a number of components:  

∗ budgetary accounting including: general ledger accounting, budgeting, accounts 
payable;  

∗ local school accounting; 

∗ payroll and human resources; 

∗ position control; and  

∗ fixed assets. 

It should also include or have the capability to interface with School Food Service Accounting. 

There are a variety of products available at various costs. The district should issue a RFP and 
select a system that best meets its needs at the most economical price. Although there will be 
and initial cash outlay, the benefits to the district will be in the form of increased productivity and 
efficiency. 

FISCAL IMPACT 

The exact fiscal impact of this recommendation will depend upon the system selected. Prismatic 
has estimated that an initial installation will be approximately $300,000, with $100,000 in annual 
maintenance, troubleshooting, and training costs. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Invest in a 
financial 
management 
system 

 
($300,000) 

 
($100,000) 

 
($100,000) 

 
($100,000) 

 
($100,000) 

 
 

FINDING 5-4 

The 2010-11 budget reflects a reduction in the general fund balance of $1.03 million as part of a 
planned “spend down.” The 2011-12 budget was not prepared during the time of Prismatic 
Services site visit however interviews with district employees, reveal that the district anticipates 
an additional $2 million planned spend down in 2011-12. This planned spend down includes several 
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onetime expenditures, but also general operating expenses: pay raises, additional personnel, 
increases in fringe benefits, and increases in fuel costs. 

The district has taken steps to eliminate the deficit spending that plagued the district for 10 years 
and to build a fund balance in accordance with the recommendation of its external auditor. 
Planning a spend down that include operating expenses could quickly eliminate that balance and 
placed the district in a deficit position again. Additionally, pay raises, additional personnel, and 
increases in fringe benefits are ongoing expenditures that cannot be sustained by utilizing fund 
balance.  

RECOMMENDATION 

Develop a five-year financial plan that encompasses all aspects of district operations.  

A five-year plan would clearly show the effect of using reserve funds for general operating 
expenses. The district should use the plan to differentiate between the district’s “needs” and 
“wants” in comparison to available resources. Prismatic strongly cautions the district against 
using reserve funds for general operating funds without such a discussion. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

 
FINDING 5-5 

Over time, the role and responsibility of the chief financial officer have become unclear.  

In interviews, staff noted that the responsibilities of the chief financial officer were unclear. 
Some attributed the confusion to shifting district priorities with the arrival of a new 
superintendent, some to a ‘barnacle’ effect -- the slow addition of responsibilities over time, and 
some to a lack of management resources within the central office. 

The published MCS organization charts also reflect this confusion. The business operations 
organization chart lists the responsibilities of the chief financial officer as accounting, payroll, 
accounts payable, purchasing, and fixed assets. The board’s organization chart includes the 
above named responsibilities and adds school food service, transportation, and general 
maintenance. While it is not uncommon to have a global organization chart and a departmental 
organization chart, these two charts list vastly different areas of responsibility. 

RECOMMENDATION 

Define the areas of responsibility of the chief financial officer. 

As noted in Chapter 3 of this report, Prismatic recommends the addition of a chief operations 
officer position. This should assist in clarifying roles and responsibilities. Once completed, the 
delineation of roles and responsibilities should reflected in the appropriate job descriptions. 



5-8  

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-6 

MCS receives funding from three sales taxes dedicated to district operations: 

∗ The 1968 half cents tax, shared with Ouachita Parish and budgeted to generate $3.8 
million in 2010-11, is dedicated as follows: 12 percent to classified salaries and 88 percent 
to certified salaries.  

∗ The 1994 sales tax, budgeted to generate $6.8 million in revenue to the district in 2010-11, 
is dedicated as follows: 10 percent to classified personnel, 60 percent to certified 
personnel, and 30 percent to technology and other instructional programs.  

∗ The 2001 tax, budgeted to generate $12.9 million in 2010-11, is dedicated as follows: 14 
percent to classified salaries, 31 percent to certified salaries, and 55 percent to “other 
purposes.” Within the other purposes category, funds are allocated to the local schools 
on a per pupil basis.  

The revenue and expenditure of all three taxes are included in the central office budget as 
separate line items. However, the 2001 sales tax funds allocated to the schools are distributed to 
and expended at the local school level. As the local school accounting software (Cash Net) and 
the central accounting software (Software Services) are not interfaced, this practice does not 
provide clear visibility of fund use. 

RECOMMENDATION 

Continue to allocate funds to the local schools on a per pupil basis, but account for them 
centrally. 

Prismatic recommends that the district continue to allocate funds to the local schools on a per 
pupil basis but to use the normal central office purchasing process for schools to access those 
funds. This will provide needed transparency of 2001 sales tax fund expenditures. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-7 

The district maintains a comprehensive business operations operating manual. 

The MCS business operations department provides several procedure manuals, accounting and 
payroll, school accounting, and purchasing. The accounting and payroll department manual 
provides guidance to those required to complete related duties. Guidance includes: 

∗ organization chart with duties and responsibilities for each employee; 

∗ online banking; 
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∗ use of the district’s accounting software; 

∗ the budgeting process; 

∗ receipting, bank reconciliations, investments, transfers, ACH payments; 

∗ federal and state accounting; and 

∗ payroll, leave and timesheets. 

The school activity accounts policy and procedures manual provides guidance regarding the 
accounting for the receipts, disbursements, and assets of school activities accounts at the 
individual schools. 

The Purchasing, Accounts Payable, Fixed Assets and Receiving manual outlines duties of 
designated employees and provides detailed instructions on purchasing, warehouse and 
receiving activities, accounts payables, mail delivery and fixed assets inventory. Also included are 
sections on ethics, time and attendance, and sample forms.  

Schools and department staff must follow specific processes and complete a number of finance-
related documents accurately and timely. A variety of processes must occur in order to help 
ensure employees are paid timely and accurately, materials and services are ordered and 
received when needed, vendors are paid timely and accurately, and activities such as those 
related to travel reimbursement are completed. 

Processes related to financial activities are often difficult for staff who do not perform those 
functions on a continuous basis and who are also required to perform a variety of other duties. 
An easily understood reference manual for financial duties and processes greatly reduce errors, 
and reduces the amount of time required to explain processes repeatedly. 

Best practices note that written policies and procedures are necessary to provide a clear 
understanding of what should be done, how it should be done, who should do it, and when it 
should be done. In addition, written policies and procedures aid in the continuity of operations 
and for cross-training staff or training new staff. 

COMMENDATION 

The MCS business operations staff is commended for providing detailed operating manuals in 
accordance with best practices. 

FINDING 5-8 

MCPS does not have a formal internal audit function. The district does have an external audit 
firm that performs an annual audit and identifies the areas lacking internal controls and provides 
the district with its recommendations to resolve these issues. However, this annual review does 
not provide sufficient oversight of all functions performed by the district and does provide full-
tine expertise to assist the district in resolving internal control weaknesses.    

Internal auditing involves the examination and evaluation of the adequacy and effectiveness of 
the organization's system of internal controls and the quality of performance in carrying out 
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assigned responsibilities. The Texas State Auditor's Office (SAO's) Report No. 3-010 recommends 
that all school districts with annual operating expenditures of more than $20 million and more 
than 5,000 students have an internal audit function. Some districts that have experienced a 
multitude of internal control problems have found that an internal auditor can provide a valuable 
service even if their annual expenditures and enrollment numbers do not meet SAO's 
recommended criteria.  

An internal auditor usually coordinates the district's internal and external audit activities, 
evaluates internal controls and provides a direct link to the board. An internal auditor should:  

∗ periodically review all areas of the district that are high risk;  

∗ determine the effectiveness and efficiency of the district's operations;  

∗ assure that controls and safeguards are in place to protect the district's assets;  

∗ assist with budget preparation and analysis;  

∗ coordinate and assist with the external audit;  

∗ review the reliability of the district's financial information; and  

∗ suggest policy and procedural changes that could protect the district's assets. 

In many school districts, the main purpose of the internal audit function is to evaluate the 
manner in which the district's organizational units conduct their activities and whether they 
comply with board and administrative policies and procedures as well as federal, state, and local 
government laws and guidelines.  

RECOMMENDATION 

Hire an internal auditor to report directly to the Board of Trustees.  

By hiring an internal auditor the board will have a resource that can objectively evaluate the 
district's financial and other operations and ensure that the board is aware at all times of their 
state. In addition, the internal auditor will provide the district with an ongoing review of internal 
controls that are examined by an external auditor only once every year.  

FISCAL IMPACT 

The estimated fiscal impact of this recommendation is based on establishing a salary for an 
internal audit manager that is close to the salary provided to other key financial positions such as 
the purchasing manager. For an internal audit manager to be most effective, the position should 
be commensurate with other management level positions. The annual cost to the district would 
be $84,500 ($65,000 salary x 30 percent benefit rate = $84,500). The cost of an internal auditor is 
usually more than offset by savings generated through improved efficiencies and improving 
operations.  
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Create an internal 
audit function ($84,500) ($84,500) ($84,500) ($84,500) ($84,500) 

 

5.2 FINANCIAL REPORTING 

Board level financial reports are critical in enabling board members to provide oversight to a 
district’s financial resources. Reports must be easily understood, timely, and consistently 
accurate. Training should be provided to board members on what reports are presenting and 
how to interpret and use the information.  

FINDING 5-9 

The board and district staff have been struggling to agree to the format and content of monthly 
financial reports that the board is to receive. A number of reports have been formatted and then 
reformatted but there is as yet no final product that all parties agree meet their needs. 

The district has been providing the board with a quarterly spreadsheet titled Budget vs Actual. 
The spreadsheet presents information taken from the district’s financial management system 
and summarizes in three separate reports where funds are combined and presented by general 
and other local, state programs, or federal programs. The spreadsheet shows only two columns 
for amounts: one for budget and the other actual. Local revenues are broken done as sales and 
use tax, other local sources, earnings on investments, and other state sources. State revenue is 
broken down by state revenue, unrestricted (grants-in-aid), and restricted (grants-in-aid). Federal 
revenue is broken down by federal revenue, restricted (grants-in-aid) for direct and sub grants, 
and other sources of funds. Expenditures are shown by function and object of expense. 

In addition to the Budget versus Actual report, MCS staff also prepares other reports for the 
board: 

∗ A memo from the Chief Financial Office that refers to highlights of the financial 
statements. The memo for January 2011 had four comments which stated that this report 
covered the 7th month of the year, showed the total amount of revenues and collected 
for the month, stated the total revenues collected for the year and the percentage of 
budgeted revenues that it represented, and the total expenditures for the year and the 
percentage it represented. 

∗ A one page Treasurers Report that shows total revenues and expenditures for all funds 
compared to amounts for the same month in the previous year.   

The board became interested in having reports that were produced directly from the financial 
management system without staff having to extract data and enter into an excel spreadsheet. 
Board members designed reports with information they would like to see on a monthly basis. 
The district had the financial management system’s software provider design reports and 
provide an option to produce the reports when requested. Reports are prepared for the board 
that presents financial data in four separate reports where data is combined for: 
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∗ all funds, 

∗ all local funds, 

∗ all state funds, and 

∗ all federal funds.  

The software provider has also developed the capability to produce financial reports with the 
data for each of the district’s funds. These reports are produced as requested. 

The basic design of this report is shown in Exhibit 5-7. Revenues and expenditure lines are shown 
in each report even if there is no revenue or expenditure for the particular fund or group of 
funds. If no amounts are applicable for the fund or group of funds, the column is blank. 
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Exhibit 5-7 
MCS Current Financial Report 

Revenue/Expenditure 
Description Code Budget Current 

YTD/ 
Encumbrances Variance 

Prior Year 
YTD 

Local Revenue 1000      
Local Revenue 1000      
State Revenue 3000      
State Revenue 3000      
Federal Revenue 4000      
Federal Revenue 4000      
Other Sources of Funds 5000      
Other Sources of Funds 5000      
   Total Revenues       
       
EXP. BY FUNCTION       
Regular Program 1100      
Special Program 1200      
Adult Education 1300      
Other Instructional Program 1400      
NCLB/Title Program 1500      
Vocational Education 1600      
Pupil Support 2100      
Instructional Staff Services 2200      
General Administration 2300      
School Admin 2400      
Business Services 2500      
Plant Services 2600      
Transportation 2700      
Central Services 2800      
School Food Services 3100      
Site Improvements 4200      
Architecture and Engineering 4300      
Facility Acquisition & Const. 4500      
Building Improvements 4600      
Debt Service 5100      
Transfers 5200      
   Total Expenditures       
       
EXPENDITURES BY OBJECT       
Salaries 100      
Employee Benefits 200      
Purchased Prof. Services 300      
Purchased Property Services 400      
Other Purchased Services 500      
Supplies 600      
Property 700      
Other Objects 800      
Other Uses of Funds 900      
   Total Expenditures       
       
Excess (Deficiency)       

Source: Monroe City Schools, April 2011. 
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Although reports have been developed that show revenues and expenditures to date, 
information is not provided during the year that indicates what the financial position of the 
district is expected to be at the end of the year. An indication of the district’s financial condition 
at the end of the year requires informed staff to analyze revenues received and expenditures 
made and to make estimates of what revenues and expenditures will be for the remainder of the 
year using various criteria.  

Exhibit 5-8 provides a general description of the kinds of reports routinely provided to board 
members in other districts.  

Exhibit 5-8 
Examples of Potential Basic Board Reports 

Sample Contents Frequency 
Comparison of budgeted expenditures by department and related 
variance. Budgeted amounts should show beginning budget 
amounts and adjustments that are made during the year. 

Monthly or Quarterly 

Notes explaining significant variances (five percent or more) in the 
budgeted categories. Monthly or Quarterly 

Bar graphs and pie charts depicting comparative  expenditure 
information. Monthly or Quarterly 

Summary of monthly grant activities, including number and dollar 
value of grants submitted, number and dollar value of grants 
awarded, and the ratio of grants awarded to grants submitted - all 
compared to prior years. 

Quarterly or Quarterly 

Summary reports for enterprise funds such as food services and 
adult education showing a simplified balance sheet and operating 
statements.  

 Quarterly 

Source:  Prismatic Services, April 2011. 

Many school districts and other governmental entities use the format similar to the one shown in 
Exhibit 5-9 for providing budget information to board members. The format is used both when 
reporting revenues and expenditures by object for the entire fund and also by department. Many 
reports also include comparisons to the previous year and the impact on the general fund 
balance. 

Exhibit 5-9 
Example of Potential Budget Documents 

 
 

Description 

Current Year  
 
 

Budgeted 

Current 
Month 

Expended 

Year to 
Date 

Expended 

Projected 
to End of 

Year 

Projected 
Remaining 

Balance 
      
Expenditures         
   XXXXXX $0,000 $0,000 $0,000 $0,000 $0,000 
   XXXXXX $0,000 $0,000 $0,000 $0,000 $0,000 
   XXXXXX $0,000 $0,000 $0,000 $0,000 $0,000 
   XXXXXX $0,000 $0,000 $0,000 $0,000 $0,000 
    Total Expenditures $0,000 $0,000 $0,000 $0,000 $0,000 

  Source: Prismatic Services, October 2010. 
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For management reports to be useful they must be formatted in a way that the data are easily 
understood and be consistently accurate. Users must be trained sufficiently to enable them to 
interpret the data. Executive level reports need not be extensive, but should provide basic 
summary-level financial and program-related information in an easy to understand format to 
enable efficient decision-making by the board members.  

Without timely budget information that is easily understood the board is unable to adequately 
monitor the financial condition of the district. Unless board members understand the district’s 
financial operations and condition, they are limited in their ability to provide timely assistance in 
developing corrective actions before a financial situation escalates.   

RECOMMENDATION 

Develop summary and easily understood financial reports for the Board and train board 
members on how to interpret the information.   

Requiring monthly budget status reports will provide the board and executive administration 
better oversight to the district’s budgets. Should funding for the district become more restricted, 
closer oversight could prove useful to help identify problem areas more timely or where savings 
could be obtained. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-10 

The district’s website provides minimal financial information. 

Communication is essential to building trust in a school system. Building trust in a school district 
should include open communication and transparency regarding the budget and management of 
school finances. District leaders are responsible for communicating with the board, employees 
and the community, and should provide the awareness and tools necessary to ensure that fiscal 
information is communicated easily and timely.  

A budget is one of the most important documents a district prepares because it identifies the 
funding for programs and how they are to be expended. Effective budgeting provides a district 
with a solid financial foundation. Costs must be reported accurately and controlled effectively. A 
district’s budget is most effective when it is useful to district staff, board members, and the 
community at-large in understanding the district’s inner workings. 

Although the district distributes budget copies to fund managers, and a monthly board report, 
very little information is available to all stakeholders, including the public. The district’s website is 
an excellent avenue to begin communicating the district’s fiscal information. Monthly reports 
comparing actual revenue and expenditures to budgeted revenue and expenditures, published 
on the website, would help to build trust in the management of the district’s finances.  

Monthly reports of revenue and expenditures can be developed, summarized by function with a 
year to date comparison to budget (similar to the current board report). Balance sheets can be 
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included as part of the monthly financials presented on the web. As an alternative to the function 
summary, an object code summary would also provide meaningful information.   

Additionally, a one page summary that compares actual expenditures to budget on a percentage 
basis may prove to be a useful tool in managing budgets. An example is shown in Exhibit 5-10. 

Exhibit 5-10 
Sample One Page Summary 

Fiscal Year:   2011 
    

   
GENERAL FUND 

 Through 50.00% of the fiscal year 
              Annual Budget Actual YTD % 

REVENUES           
State Revenues 

 
   $      200,000,000.00   $      100,000,000.00  50.00% 

Local Revenues            100,000,000.00             50,000,000.00  50.00% 
Other Sources 

 
                  500,000.00                  250,000.00  50.00% 

Indirect Cost 
 

               6,000,000.00               3,000,000.00  50.00% 
TOTAL REVENUES    $      306,500,000.00   $      153,250,000.00  50.00% 
EXPENDITURES         
Salaries-Teachers    $      150,000,000.00   $        75,000,000.00  50.00% 
Salaries-Other Certificated              35,000,000.00             17,500,000.00  50.00% 
Salaries-Support Staff              52,000,000.00             26,000,000.00  50.00% 
Employee Benefits            104,000,000.00             52,000,000.00  50.00% 
Prof. Educational Services, Tuition              8,500,000.00               4,250,000.00  50.00% 
Other Prof. Services                1,700,000.00                  850,000.00  50.00% 
Technical and Property Services        7,000,000.00               3,500,000.00  50.00% 
Utilities and Communications                9,500,000.00               4,750,000.00  50.00% 
Travel and Training                   250,000.00                  125,000.00  50.00% 
Other Purchased Services                3,000,000.00               1,500,000.00  50.00% 
Instructional Supplies                1,500,000.00                  750,000.00  50.00% 
Textbooks, Library/Media Books, Audio Visuals              1,000,000.00                  500,000.00  50.00% 
Maintenance and Operations Supplies              4,000,000.00               2,000,000.00  50.00% 
Vehicle Fuel, Parts, and Supplies                3,000,000.00               1,500,000.00  50.00% 
Food and Food Supplies                       1,000.00                         500.00  50.00% 
General and Data Processing Supplies              1,000,000.00                  500,000.00  50.00% 
Other Supplies: Non-Instructional, Testing                   40,000.00                    20,000.00  50.00% 
Non-Capitalized Equipment                3,000,000.00               1,500,000.00  50.00% 
Real Property: Land and Buildings                               -                                  -    0.00% 
Other Capital Outlay                                 -                                  -    0.00% 
Dues and Fees 

 
                    80,000.00                    40,000.00  50.00% 

Other Expenditures                   120,000.00                    60,000.00  50.00% 
Indirect Costs 

 
                    31,000.00                    15,500.00  50.00% 

  
 

        
TOTAL EXPENDITURES    $      384,722,000.00   $      192,361,000.00  50.00% 

Source: Prismatic Services, 2011. 

RECOMMENDATION 

Provide access to periodic financial statements on the district website. 
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FISCAL IMPACT  

This recommendation can be implemented with existing resources. 

FINDING 5-11 

MCS does not have a formal policy to track the status of recommendations included in audits and 
other reports to ensure appropriate recommendations are timely implemented. Various types of 
reviews and audits are performed on school districts and reports prepared for the reviews and 
audits contain recommendations for needed improvements. 

Certified public accountants perform annual audits of the district’s financial processes. External 
auditors issue a schedule of finds and questioned costs where comments on non-compliance 
issues and internal control weaknesses are addressed. A process does not exist to ensure 
noncompliance issues are timely corrected. 

During the 2010 audit, there was a finding addressing an employee misuse of school board 
property; a recommendation was made by the auditors to correct the problem. Although 
management submitted a corrective action plan, without a system to track and report on status 
of recommendations, MCS runs the risk of failing to take needed action. Board members and 
district administrators need periodic information on the current status of recommendations in 
order to hold district personnel accountable and to ensure needed improvements are made. 

Critical components of a tracking system for report recommendations include: 

∗ assigning responsibility for initial identification of recommendations; 

∗ frequency and format for reporting to administrators and the board; 

∗ management responsibilities for implementing recommendations; and 

∗ assigning responsibility for periodically reporting the status of recommendations. 

RECOMMENDATION 

Adopt a formal policy for tracking and periodically reporting on the status of report 
recommendations made. 

By adopting a policy for tracking and periodically reporting the status of report 
recommendations, the district will help ensure that corrective actions are addressed in a timely 
manner. Reports to the school board will enable them to monitor the completion of action steps 
needed to improve processes. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  
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5.3 PURCHASING AND WAREHOUSE 

An effective purchasing program provides schools and districts with quality materials, supplies, 
services, and equipment, in a timely manner at the lowest price. The purchasing process also 
includes activities involved in the procurement and evaluation of services. 

Purchasing policies and operating procedures help ensure a district complies with state and 
board purchasing requirements while performing purchasing functions in an efficient and timely 
manner. Policies should clearly establish purchasing authority, methods required for each type of 
purchase, provisions for conflicts of interest, and penalties for violating purchasing laws and 
policies. Purchasing procedures implement policies by documenting the steps taken by users and 
purchasing staff when goods or services are procured.  

An efficient warehouse operation should ensure that all purchases and deliveries to schools and 
departments are complete and timely; inventory levels are sufficient to meet requests for 
supplies from individual schools and units; property and equipment are accounted for properly 
and controlled; and surplus or obsolete property is disposed of properly and removed from 
district records.  

Based on the Prismatic staff survey, only 32.9 percent agreed or strongly agreed that, “The school 
district purchases the highest quality materials and equipment at the lowest cost.” However, 
49.2 percent agreed or strongly agreed that, “The purchase order process is efficient and 
effective.” 

FINDING 5-12 

The MCS purchasing department publishes two documents pertaining to the district’s purchasing 
function that provides information to district and department staff. One is titled “Monroe City 
School Board – Purchasing Manual – May 2010.” This document provides information on the 
district’s purchasing requirements and is distributed to all departments and schools for their 
reference and use. The manual contains six sections: 

∗ Introduction;   

∗ Basic Purchasing; 

∗ Requisition Process; 

∗ Issuing Purchase Orders; 

∗ Accounting for Purchases; and   

∗ Appendix – forms.  

The other manual is titled “Purchasing, Accounts Payable, Fixed Assets, and Receiving Internal 
Manual.” This manual provides direction to Purchasing Department Staff on processes internal 
to the department. The manual has sections titled:  

∗ Fundamental Objective; 
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∗ Purchasing Methods; 

∗ Purchase Requisitions; 

∗ Warehouse Instructional Supplies; 

∗ Issuing Purchase Orders / Printing / Disbursement of Purchase Orders; 

∗ Outstanding Purchase Orders; 

∗ Adding Vendors; 

∗ Typing Bids; 

∗ Receiving Merchandise; 

∗ Accounts Payable Disbursements; 

∗ Procedures for Outgoing Mail; 

∗ Fixed Assets Inventory; 

∗ Ethics; 

∗ Time and Attendance; 

∗ Forms; and 

∗ Activities.  

COMMENDATION  

MCS is commended for publishing two manuals that assist purchasing department, other 
department, and school staff in processing purchasing related functions. 

FINDING 5-13 

Payments to vendors processed through the purchasing department’s accounts payable section 
are cross-checked to help ensure that financial coding information is correct. The purchasing 
department’s three accounts payable staff process documents for payments to vendors and 
enter financial coding information into the financial management system. After each accounts 
payable staff enters financial data into the financial management system, a report is run that 
shows all the data that has been entered and is given to one of the other account payable staff. 
The other staff member reviews the data to ensure its correctness. In addition, the three 
accounts payable staff members are cross-trained in each other’s duties and can complete the 
work of an absent member. 

COMMENDATION 

MCS is commended for a cross-checking process that helps ensure that coding on accounts 
payable documents are correct and for cross-training of account payable staff. 
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FINDING 5-14 

The purchasing department maintains a schedule of awarded contracts that allows the 
purchasing and accounts payable manager to monitor the status of contracts. The listing is 
maintained in an excel spreadsheet title “Contracts for Monroe City School District.” The 
spreadsheet is updated with nine categories of information: 

∗ Contractor name / Contract purpose; 

∗ Contract term (begin and end dates); 

∗ Date of Approval by legal counsel; 

∗ Date of Approval by Board; 

∗ Total contract amount; 

∗ Total amount paid to date; 

∗ Employee responsible for monitoring contract; 

∗ Current Status of contract; and 

∗ Performance of contractor. 

The spreadsheet provides the purchasing and accounts payable manager with a readily 
accessible source to monitor the status of the contracts including a means to help ensure legal 
counsel review and board approval of required contracts. It also provides the purchasing and 
accounts payable manager with a source to determine when contracts expire so that plans can 
be made to extend or rebid when necessary. In addition, the spreadsheet provides the name of 
the district employee that is assigned the responsibility for monitoring a contract.  

COMMENDATION 

MCS is commended for maintaining a spreadsheet of awarded contracts that provide readily 
accessible data for managing contracts. 

FINDING 5-15 

The purchasing procedures that district employees are required to follow are very inefficient. 
Almost all district purchases must follow a process whereby all purchases regardless of the dollar 
amounts must have a purchase requisition prepared and approved before a purchase can be 
made.  

Maintenance departments are allowed to use field purchase orders for items needed to prevent 
work stoppage due to unanticipated needs and to prevent substantial loss of on-site work time. 
These purchase orders must be submitted to the purchasing department along with packing slips 
etc. within 10 working days. Maintenance departments cannot issue a field purchase order if the 
order exceeds: 

∗ School Food Service Maintenance - $2,500, 
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∗ Transportation Maintenance - $10,000, and 

∗ Maintenance – $75,000. 

Exhibit 5-11 presents the basic purchasing guidelines included in the district’s purchasing manual.  

Exhibit 5-11 
MCS Purchasing Guidelines 

Transactions Requirement 
Formal Competitive Bids   If the amount of the purchase for materials, supplies and equipment 

exceeds $29,999.99 or if the amount of the purchase for public works with 
and without materials exceeds $149,999.99, formal competitive bids shall be 
advertised and awarded to the lowest responsible bidder as required by 
Louisiana Law.    

Informal Competitive 
Quotations 

If the amount of the purchase for public works with materials is between 
$24,999.99 and $149,999.99, written invitations for quotations from at least 
three (3) bona fide qualified potential bidders that include a description of 
the work (labor and materials) to be performed are required. 

Written Quotations If the purchase of materials, supplies and equipment is between $10,000 and 
$29,999.99, or if the amount of the purchase for public works with materials 
is less than $25,000, three (3) written or facsimile quotations are required. 

Telephone Quotations   If the purchase of materials, supplies and equipment is between $2,500 and 
$9,999.99 telephone quotations may or may not be done. 

Non-Competitive 
Purchase  

Purchases may be made without obtaining multiple price quotations if the 
purchase of materials, supplies and equipment is less than $2,500.  

    Source: Monroe’s Purchasing Department, April 2011. 

The district’s purchasing manual states requisitions are required for all purchases of goods and 
services that will be paid with school board funds. Information provided by schools and 
departments on purchase requisitions include:     

∗ the name of the department and/or person making the request; 

∗ the delivery destination; 

∗ the vendor where the item(s) is(are) to be purchased; 

∗ the total or estimated total amount to be spent; 

∗ the justification or the purpose for the request; 

∗ the description and quantity of the item or services; 

∗ the budget account codes to track the purchase and to verify that funds are available;  

∗ authorization from the administrator in charge of that budget line-item; and  

∗ the date the requisition was submitted.  
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Purchases by schools and departments follow a process that normally includes:   

∗ a staff member at a school or department prepares a four-part paper purchase 
requisition; 

∗ a principal or  central office administrator reviews and approves the purchase requisition; 

∗ the purchase requisition is delivered to the purchasing department; 

∗ the purchasing and accounts payable manager date stamps the requisition, reviews for 
proper approvals, determines what purchasing approach is used, and forwards to an 
accountant in the finance department; 

∗ the accountant determines if  budgeted funds are available for the purchase, and  
forwards it to the purchasing specialist/clerk; 

∗ the purchasing specialist clerk uses the information on the purchase requisition to create 
a five-part paper purchase order; and 

∗ the purchase order is either sent to the vendor or back to the school or department to 
complete the purchase transaction. 

Exhibit 5-12 reflects the number of requisitions, invoices received, and checks processed for 
2009-10. The dollar amounts of requisitions are not readily available in the data maintained by the 
district. The purchasing and accounts payable manager roughly estimated that 70 percent of the 
requisitions were for purchases of less than $500.  

Exhibit 5-12 
MCS Purchase Orders, Requisitions, Checks, and Invoices 

2009-10 
Type Number Issued 

Maintenance 1,306 
Transportation – Maintenance Repair 546 
School Food Services, Maintenance, & Repairs 180 
Central Office 

• System Wide 
• Equipment 
• Materials & Supplies 
• Vehicles 

 
 

3,005 
System Wide Requisition 4,000 
Checks 7172 
Invoices 22,028 
TOTAL 38,237 

                            Source: Monroe City Schools, Director of Purchasing, April 2011. 

Many school districts and other governmental entities have found that following a very rigid 
preapproval process for small dollar purchases is inefficient and not cost effective. The amount 
of administrative time required to complete detailed processes adds significant, albeit hidden, 
cost to the items purchased. In addition, due to the time required to complete all the steps in the 
process, it is often difficult for schools and departments to obtain needed items in a timely 
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manner. In some instances, when staff feels items are urgently needed and the existing process 
will be too slow, they may violate policies and procedures and acquiring the items before getting  
purchase requests approved. 

RECOMMENDATION 

Develop purchasing procedures that allow principals and department heads to purchase small 
dollar items without requiring preapproval. 

Establishing purchasing procedures that allow small dollar items to be acquired without being 
preapproved will provide efficiencies to the district. By allowing principals, department heads, 
and selected managers to acquire needed materials and services up to a set limit MCS can reduce 
the administrative time to process paperwork and also decrease the amount of time to obtain 
the needed items. Many districts establish delegations of authority of up to $500 - $1,ooo. 
Procedures should also include specific guidelines as to what can be acquired and establishing 
penalties for non-compliance. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-16 

The district makes limited use of credit cards to pay for purchases. Only six credit cards have 
been issued to district departments, two to the central office for school board use, and seven to 
schools.    

The seven credit cards issued to schools are kept in the purchasing department and the schools 
only use the cards to primarily make payments for internet purchases and for conference 
registration fees. Cards are not allowed to be used to make payments for routine purchases, 
even if they are small dollar purchases. 

The maintenance department has been issued four credit cards and the transportation 
department two. Department heads receive monthly credit card statements, which they review 
and approve. Invoices are required to be attached to the approved statements prior to being 
sent to the purchasing department where a consolidated payment is processed to the credit card 
vendor. 

Procurement cards are designed to maintain control of expenses, while reducing administrative 
costs associated with authorizing, tracking, and paying specific small, recurring purchases. 
Procurement cards are similar to debit cards but are designed to provide a high level of control 
while streamlining and simplifying the process for making low-dollar, high-volume purchases. 
Cards can be controlled at several levels, including by department and by employee. Card limits 
can be set by individual employee; by single purchase limits; with monthly, weekly, or daily limits; 
or some combination. Merchant category codes can also be established with each card so that 
employees can only make purchases through pre-approved vendors.  

Districts can set spending limits for each card at issuance and place restrictions on the types of 
purchases made. An effective procurement card program centralizes the approval of 
cardholders, restricts cardholders to employees or job positions specifically approved by the 
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board, lists examples of appropriate types of transactions and imposes limits based upon 
particular positions  

Procurement card expenditures are paid monthly to the issuing bank in the form of one lump-
sum payment. Card holder payments can be reviewed daily, weekly, or monthly by both the 
cardholder and accounts payable staff. Using procurement cards significantly reduces the 
number of purchase orders and payments processed annually. Procurement card policies 
normally state that violations can result in revocation of the card and/or disciplinary action, up to 
and including termination of employment.  

Information received indicates that MCS processes over 22,000 invoices per year. Although the 
district does not track the dollar amount of each purchase order, staff estimated that probably 
70 percent were under the $500 amount and even more that were under $1,000 which many 
districts use as the limit for use of procurement cards. 

Using procurement cards can significantly reduce the number of purchase requests and 
payments processed. Procurement cards have produced savings by reducing the number of 
purchase orders and payments, and in some instances by obtaining lower prices from their 
suppliers due to faster payments. Norfolk Public Schools in Virginia implemented a procurement 
card program that has drastically reduced the number of purchase requisitions processed and 
number of vendor payments that have to be made. In addition, Norfolk Public Schools receives 
over $150,000 annually in rebates from its procurement card contract.  

RECOMMENDATION 

Consider expanding the use of the purchasing card program to increase efficiencies in the 
purchasing and payment processes.  

Use of procurement cards will provide the district with a more efficient process to obtain small 
dollar purchases and make subsequent payments to vendors. Time savings in the accounts 
payable process could be significant, depending upon the procurement card limits and 
provisions.  

FISCAL IMPACT 

The estimated fiscal impact of this recommendation is based on reducing the workload 
associated with processing individual payments and relying on credit card payments for small 
dollar purchasing to the extent that one accounts payable position can be eliminated. The 
savings is based on the average salary of the three positions that have accounts payable duties 
and would be $39,877 ($30,625 salary x 30 percent benefit rate). It is anticipated that the position 
would not be eliminated until July 2012, providing the district with sufficient time to implement a 
district wide credit card program.    

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Reduce accounts 
payable staffing by 
one position 

$0 $39,877 $39,877 $39,877 $39,877 
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FINDING 5-17 

MCS does not take advantage of purchasing cooperatives. The district does not participate in any 
cooperative purchasing arrangements. 

Purchasing cooperatives and interlocal agreements are purchasing methods established and 
entered into by groups of entities to obtain better pricing from vendors. Generally, entities will 
determine an approximate amount of merchandise they intend to purchase during a 12-month 
period. One of the entities in the purchasing cooperative will then consolidate all amounts and 
perform the competitive purchasing. All entities are then allowed to process individual purchase 
orders from these bids. Vendors offer better pricing to purchasing cooperatives because the 
amounts intended to be purchased are generally larger than if purchased by a single entity. 

Purchasing cooperatives offer districts the advantages of volume discounts and fulfills the state 
bidding requirements, which allow the district to purchase merchandise more efficiently. 
Cooperative purchasing agreements allow school districts to share each other's bids, saving each 
district time in developing bid specifications, the cost of advertising, and the cost of postage and 
printing.   

Not only do cooperative contracts reduce the cost for materials purchased but they also reduced 
administrative time involved in preparing bids and establishing contracts. Participating in 
purchasing cooperatives yields benefits that many times include:  

∗ greater efficiency and economy in acquiring goods and services;   

∗ innovative purchasing procedures to ensure the most competitive contracts;  

∗ competitive price solicitation and bulk purchasing for multiple government entities that 
yields economic benefits that cannot be obtained by individual entities;  

∗ quick and efficient delivery of goods and services by contracting with “high 
performance” vendors;  

∗ equitable purchasing power for smaller entities that cannot command the best contract 
for themselves;  

∗ credibility and confidence in business procedures by maintaining open competition for 
purchases and by complying with purchasing laws and ethical business practices, and 

∗ assistance in maintaining the essential controls for budget and accounting purposes. 

RECOMMENDATION 

Work with other school districts and local governments to establish purchasing cooperatives to 
reduce cost of services and materials, and reduce the administrative costs of processing 
purchases. 

Participating in purchasing cooperatives will reduce the amount of administrative time required 
to process purchasing transactions and reduce the cost of materials and services. 
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FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-18 

Purchasing and accounts payable processes are performed by staff in the same department 
under the same manager. Conducting purchasing and accounts payable functions under the 
same supervisor creates a weakness in internal controls.  

Allowing both purchasing and accounts payable functions to be performed in the same 
organizational unit provides the opportunity for inappropriate purchases and payments to be 
made to vendors and for the transactions to go undetected. Although the duties of the three 
staff members in the purchasing department that perform accounts payable duties are all 
primarily accounts payable and includes very little purchasing functions, they report to the same 
manager. Comments in interviews indicated that on occasion staff in the accounts payable 
section assists with purchasing functions and purchasing staff assists with accounts payable 
duties.  

The three staff members and their assigned duties that perform accounts payable duties under 
the purchasing manager’s direction and their assigned duties are: 

∗ Business Coordinator: 

o entering central office purchase order payments; 

o entering maintenance purchase order payments; 

o entering procurement card payments; 

o requisitioning payments for registrations, hotels, and memberships; 

o entering all SFS food invoices; 

o reviewing statements; 

o contacting vendors for invoices; 

o reviewing all other payments in purchasing manager absence; 

o printing accounts payable checks; 

o running all reports for A/P check runs and distributing; 

o copying checks and documentation for all grant checks and sending to grant 
clerk; 

o recording checks in purchase order log books; 
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o attaching copy of checks with backup and file; 

o maintaining A/P company files; 

o end of year, reviewing files to verify all checks are accounted; 

o transferring and boxing up old files and typing up new file folders for new school 
year; 

o assisting with fixed asset inventory; and 

o outgoing mail. 

∗ Accounts Payable Clerk II: 

o out-of district travel reimbursement; 

o transportation purchase order payment; 

o filing request for absence forms; 

o copying checks and documentation for all grant checks and sending to grant 
clerk; 

o recording checks in purchase order log books for transportation; 

o assisting with maintaining A/P individual files; 

o transferring and boxing up old files and typing up new file folders for new school 
year; 

o assisting with fixed asset inventory; and 

o outgoing mail. 

∗ Accounts Payable Clerk I: 

o in-district travel reimbursement; 

o SFS maintenance purchase order payment; 

o out-of-pocket reimbursement; 

o contracted service reimbursement; 

o all payments to an individual; 

o utilities payment; 
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o copying checks and documentation for all grant checks and sending to grant 
clerk; 

o recording checks in purchase order log books for transportation; 

o assisting with maintaining A/P individual files; and 

o outgoing mail. 

Separating purchasing and accounts payable functions increases internal controls. When 
payments to vendors are made in a department other than where purchases are made it helps 
ensure that purchases are reviewed for appropriateness by staff under the direction of a 
different manager prior to district funds being used for payments to vendors.  

RECOMMENATION 

Transfer the three accounts payable staff to the finance department to improve internal 
controls. 

Transferring the accounts payable staff from the purchasing department to the finance 
department will improve internal controls in that it provides management oversight of the 
payment functions separate from the purchasing function. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

FINDING 5-19 

Although the district has employees in account payables who are cross-trained in performing 
vendor payment duties, staff has not been cross-trained in other important processes. In 
addition, the steps to perform important functions have not been documented in desk 
procedures. 

Desk procedures are necessary to help ensure that critical processes are uninterrupted when a 
key staff member resigns, retires, or is absent from work. Also, for internal controls to operate 
effectively, employees need a documented reference source detailing how to perform their 
assigned duties. An employee desk manual is much more detailed than a formal comprehensive 
districtwide financial management procedures manual and is basically a step-by-step written 
document approved by management that describes how employees are expected to complete 
their individual assignments. Detailed desk procedures facilitate cross-training of employees and 
training new employees, and increases internal control by ensuring processes are performed 
correctly. 

Without written directions, employees complete their duties based on verbal directions, often 
received some time ago, that may be stale. Once time has passed after verbal directions are 
provided, employees often begin to perform their duties differently than what management 
expects and employees also often improvise and develop their own ways to do a certain process. 
Processing transactions in an unapproved manner often leads to errors. 
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Some business offices have developed excellent detailed desk procedures to use when 
completing their assigned duties. Desk procedures are many times placed on the office’s server 
with individual folders containing procedures for each staff member, but all employees of the 
office have access to them. Each staff member has detailed explanations on a step-by-step basis 
of how to complete the numerous duties that must be completed accurately and timely. For 
example, a desk procedure for a payroll process called “cobra-changes” details steps that 
include: 

∗ Receive from benefits, yellow form with the box next to cobra marked and the change 
reflected. 

∗ Pull file. (It will either be in the file cabinet or cobra basket.)   

∗ Ask XXX if individual on cobra has paid anything. 

∗ Make a copy of the payment sheet or check. 

∗ Run calculator tape of what individual has paid. 

∗ Go to Excel, Payroll Server, open health insurance folder, health calculation 2003, cobra and 
cobra-newchgehealthcal03. (Enable macros.) 

∗ Complete spreadsheet. (Referring to yellow form and individuals file.) 

∗ Next to number of payments, enter number of months going to have coverage. (Will be 
based on effective date until the end of the year.)  

∗ Note: If individual is an employee, next to employee, enter yes. If not, enter no and next to 
employee, in the next cell, enter employee’s name. 

∗ Note: Next to coverage for, the start date would be based on the effective date. The end 
date remains the end of the year. 

∗ Enter the amount the individual paid next to less amount paid. 

∗ New monthly payment date will always be the first of the month. (The individual pays 
monthly.)  Also adjust the number of pays.  

∗ Next to total payment due by, give the individual five to 10 days. 

∗ The bottom of the spreadsheet may not need to be hid depending on if they owe us any 
money. 

∗ Print two copies of the calculation sheet. One copy will go to XXX, one copy is put in 
individual’s cobra’s file and the original is mailed. 

∗ If the individual owes us money, a letter needs to be sent.  

∗ Go to Word, Payroll Server, health insurance and health letters. 
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∗ Use the information from the calculation sheet to complete the letter. 

∗ Make two copies of letter. One copy goes to XXX, one copy goes in individuals’ file and the 
original is mailed.       

RECOMMENDATION 

Document desk procedures for all finance processes within the business office, place them on 
the district server for easy reference and cross train staff on all critical functions including 
those of the finance director and accounting supervisor. 

Documenting the actual steps that must be taken in completing critical financial functions will 
help ensure that the processes can be continued should the staff assigned those functions be 
absent for an extended period of time. Often, completing such a process yields additional 
efficiencies as staff questions whether each step in a process is still necessary. Cross training 
staff will also increase the possibility that critical functions can continue with little interruption.  

FISCAL IMPACT 

This recommendation can be completed with existing resources.      

FINDING 5-20 

Although schools and departments are provided manuals that contain accounting and 
purchasing information, secretaries, bookkeepers, and administrative staff are not provided 
periodic training. While the manuals provided are helpful in some cases, they do not provide 
sufficient detail to enable employees, and especially new employees, to complete tasks without 
questions and or errors. 

School and department staff must follow specific processes and complete a number of finance-
related documents accurately and timely. A variety of processes must occur in order to help 
ensure employees are paid timely and accurately, materials and services are ordered and 
received when needed, vendors are paid timely and accurately, and activities such as those 
relating to travel reimbursement are completed. Processes related to financial activities are often 
difficult for staff who do not perform those functions on a continuous basis and who are also 
required to perform a variety of other duties.  

Training is provided when new software is implemented. However when new student activity 
software was being implemented the training was conducted by phone and a number of 
employees stated that is was incomplete and ineffective.   

The district does provide a purchasing manual to school and department staff. The manual, while 
useful in processing purchasing functions, is not comprehensive and does not include all the 
financial related duties that school and department staff must perform.  

The Williamsburg-James City County (WJCC) school division’s finance department compiled a 
manual called No Employee Left Behind – Everything You Always Wanted to Know about 
Finance…but were Afraid to Ask to assist school and department staff in better understanding 
how the finance department operates, as well as to provide a good reference for finance-related 
and other activities that impact employees and administrative staff duties. The manual presents 
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explanations on more than 80 topics for employees and administrative staff. The topics are listed 
in alphabetical order in the table of contents for easy reference, and include explanations on:  

∗ employee and vehicle accidents; 

∗ purchasing policy and procedures; 

∗ payroll activities; 

∗ leave types; 

∗ fixed asset inventory processes; 

∗ mail delivery; 

∗ travel; 

∗ workers’ compensation; and 

∗ many other topics that impact division employees and administrative staff duties. 

The manual is discussed at orientation for WJCC employees. The manual is a useful tool for 
administrative staff to better understand the processes and requirements for various finance-
related topics that impact their responsibilities.  

RECOMMENDATION 

Develop a user manual for school and department staff to assist them in completing finance 
and purchasing related duties and provide periodic training.  

Useful manuals not only provide detailed steps on how to complete a particular form, but also 
include policies such as delegated purchasing and the associated penalties for not following the 
policies. Manuals should also be made available on the website and training sessions should be 
routinely offered where processes covered in the manual are discussed and questions answered. 
Manuals should be continually updated to be more useful and informative. 

FISCAL IMPACT 

This recommendation can be completed with existing resources.      

FINDING 5-21 

The district operates a central supply warehouse that is expensive to maintain and provides 
questionable benefit to the district. Interviews with district staff indicated that many items 
maintained in the supply warehouse do not meet their needs.   

The district also maintains a warehouse for janitorial supplies. Warehouse staff supports both the 
supply and janitorial warehouses. An employee with the title warehouse, custodial, and energy 
manager oversees both warehouses. in addition to managing the district’s custodial operations 
he also serves as the district’s energy manager. There are four other employees that provide 



5-32  

varying levels of support to the warehouses. An assistant warehouse manager assists with the 
supply inventory and the receiving of materials to be delivered to schools, a secretary/OSII 
provides data processing for the inventories and fixed asset inventory, a deliveryman delivers 
supplies ordered from the inventory and other materials that are ordered by the schools but 
initially delivered to the warehouse, and an employee who provides custodial services to the 
central offices but also assists with warehouse duties. The amount of time spent by these 
employees is not readily available and with the overlapping duties could not be reasonably 
estimated. 

The cost of operating the warehouses includes maintenance of the physical space and staffing 
required to maintain and deliver goods and equipment. The warehouses have a delivery truck 
and a van for delivering supplies and equipment to schools and a forklift that is shared with food 
services and maintenance.  

An inventory listing for the supplies for April 12, 2011 was provided to Prismatic indicating an 
inventory value of $49,808,660 and a listing for janitorial supplies indicating a value of 
$6,455,575. After further review, it was determined that each contained one item where the 
value was apparently in error. The supplies listing showed the incorrect value of 600 highlighters 
as $49,752,711. After adjusting the inventory for the erroneous amount the value of the inventory 
was $56,304. The janitorial listing showed the value of 60 watt light bulbs as $6,302,010, an 
apparent error. When corrected, the total value was adjusted to $153,591. 

Exhibit 5-13 shows the items in the district’s supply inventory at April 12, 2011 and the sales to 
schools from July 1, 1010 to April 12, 2011. A total year for sales to schools was not available 
because data pertaining to all prior year transactions was lost when the district made a software 
conversion last year. Although the sales data from July 1, 2010 to April 1, 2011 is not for a full year, 
it does provide almost nine and one half months of transactions. As shown in the exhibit, the 
district maintains the supplies inventory and incurs operating costs for providing only $70,826 of 
sales to schools. After taking the value of copy paper out (totaling $51,832), the total sales for all 
other items drop to only $18,994.  
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Exhibit 5-13 
 Supplies Inventory as of April 12, 2011 

 
Inventory Item 

Inventory On Hand 
April 12, 2011 

Sales to Schools July 1, 2010 
to April 12, 2011 

# of Items Value # of Items Value 
3-Ring Binders 2,442 $4,204  432 $692 
Binder Clips 164 $115  146 $42 
Calculators 403 $1,748  189 $634 
CD-R Disk 17 $120  29 $204 
Chalk 2,280 $524  0 $0 
Composition Book 1,986 $1,648  2,490 $2,067 
Computer Disk 64 $69  1 $1 
Construction Paper 362 $275  391 $302 
Copy Paper 291 $7,872  1,787 $51,832 
Crayola 4,407 $1,462  1,780 $776 
Dictionary 715 $1,623  112 $262 
Duplication Fluid 29 $609  0 $0 
Envelopes 298 $1,736  265 $1,491 
Eraser 53 $63  17 $20 
Expo Markers 506 $643  165 $291 
File folders 166 $846  195 $963 
Glue 3,790 $1,389  833 $242 
Highlighters 600 $354  572 $337 
Index Cards 569 $168  1,118 $473 
Kleenex Tissue 1,114 $657  742 $438 
Laminating Film 13 $281  8 $144 
Manila File Jacket 174 $1,580  20 $182 
Marker board Cleaner 161 $240  125 $186 
Paper Clips 222 $455  64 $184 
Paper Towels 873 $611  304 $213 
Pencil Pouch 618 $1,082  524 $917 
Pencil Sharpener 38 $215  120 $679 
Pencils 250 $1,375  261 $1,436 
Plastic Compass 1,162 $918  2 $2 
Portfolios 1,519 $7,076  324 $1,779 
Protractor 2,395 $192  72 $6 
Rulers 854 $75  331 $29 
Sheet Protectors 367 $1,185  156 $533 
Scissors 1,489 $581  537 $209 
Teacher Desk 3 $986  1 $0 
Toner Cartridges 150 $13,185  37 $2,296 
Wipes 205 $144  606 $966 
Total 30,749 $56,306  14,756 $70,826 

Source: Monroe’s Supplies Inventory System, April 12, 2011. 

Exhibit 5-14 shows a sample of the variety and bulk of supplies stocked in the MCS central 
warehouse. Exhibit 5-15 shows that the same space is used to store many boxes of papers, some 
dating back to the 1970s, that are of questionable need for retention. 
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Exhibit 5-14 
MCS Warehouse 

 
Source: Prismatic Services, April 2011. 

Exhibit 5-15 
Retention of Questionable Paper Files in the MCS Warehouse 

 
Source: Prismatic Services, April 2011. 

Many entities, including school districts, are eliminating central supply warehouses and relying 
on just-in-time (JIT) delivery systems. Organizations order goods and supplies from vendors who 
agree to deliver the goods quickly, usually by the next business day. Although the actual per unit 
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cost of goods may be slightly higher, school districts actually save money because they can 
eliminate the warehouse and the staff to operate it.  

RECOMMENDATION 

Phase out the supplies inventory except for copy paper and implement a just-in-time ordering 
system for goods and supplies that are delivered directly to the schools.  

With the exception of paper, the district should stop ordering supplies immediately and gradually 
reduce inventory by using the supplies in the warehouse through January 2012. The district 
should liquidate the remaining inventory items at that time. Once these supplies have been 
liquidated, the district should begin purchasing supplies from  vendors as needed and deliver all 
supplies directly to schools and departments.  

The district should continue to store copier paper in the warehouse for delivery to the schools 
and departments. The personnel located at the warehouse who deliver custodial supplies should 
deliver copier paper to the schools and departments, as needed. 

FISCAL IMPACT 

The estimated fiscal impact of this recommendation is based on reducing the workload 
associated with stocking and maintaining supply warehouse items except copier paper which 
would enable the district to eliminate the position referred to as the assistant warehouse 
manager or warehouse clerk. The actual savings to the district would be $34,904 ($26,849 salary 
x 30 percent benefit rate). It is anticipated that the position would not be eliminated until 
January 2012, providing the district with sufficient time to use the stock of supplies in the 
warehouse and perhaps find another position for the assistant warehouse manager.  

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate the assistant 
warehouse manager 
position. 

$17,452 $34,904 $34,904 $34,904 $34,904 

 

5.4 PAYROLL 

School districts require accurate and detailed payroll accounting to ensure that employees are 
paid for their services correctly and on time. Payroll is one of the district’s most visible 
responsibilities. When an error occurs with an employee's check, it quickly becomes public 
knowledge. Accurate payroll data is vital to the district’s budgeting process as payroll is generally 
the largest single expenditure category. If the district does not have access to accurate historical 
payroll data, it becomes difficult to project future payroll expenditures with any degree of 
certainty. 
 
Salaries and benefits account for almost 70 percent of the total expenditures from district funds. 
The amount of district funds that have been used for salaries and wages for the past three years 
are shown in Exhibit 5-16. 
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Exhibit 5-16 

Salary and Benefit Expense as Percent of Total Expenditures 
2007-08 to 2009-10 

Object of Expense 2007-08 2008-09 2009-10 
Salaries $56,706,687  $60,553,107  $59,263,643  
Benefits $17,169,929  $18,100,399  $17,945,092  
   Total Salaries and Benefits $73,876,616  $78,653,506  $77,208,735  
Total Expenditures 
Plus Other Uses of Funds $104,147,679  

 
$107,163,900  $110,221,300  

Percent of Total Salaries and 
Benefits 70.9% 73.4% 70.0% 

Source: Louisiana Department of Education, Division of Education Finance, Annual Revenue and 
Expenditure Reports, 2007-08, 2008-09, and 2009-10.    

 
FINDING 5-22 
 
The district’s human resources and payroll data are maintained in the same system with both 
human resources and payroll staff having access to data fields in the system. Both security and 
internal control weaknesses exist with this type of operation. 
 
Human resources staff establishes positions within the system, enters data pertaining to new 
employees, changes data for existing employees, and enters information when employees 
terminate. Hard copies of entries made into the system by human resources staff are forwarded 
to payroll staff where data entries are checked for accuracy and correctness of payroll impacted 
coding. Payroll staff indicated that corrections to human resources information are sometimes 
corrected by payroll staff rather than identifying the errors for human resources to correct as is 
the standard procedure. All information entered by staff of either office immediately updates 
employee records in both the human resources portion of the system and the payroll portion of 
the system. Substitute and extra pay is entered by the same person who processes the final 
payroll. 
  
Separation of duties is a key component of an effective internal control system. Segregation of 
duties and access to human resource and payroll systems are especially critical due to the 
sensitive nature of information and the ability to make unauthorized entries into the systems. 
Providing the opportunity for employees to make unauthorized changes to employee records 
places the district in potentially a serious liability position and severely impacts the integrity of 
the security of employee personnel and payroll data. 
 
Human resources and payroll systems that contain proper security and internal controls provide 
a partition between the two systems. Only information needed to process employee payrolls is 
passed from the human resources system to the payroll system. Access to data contained in 
either system is restricted to only staff that has a specific need to access the data. Certain 
employee information contained in human resources and payroll systems is confidential and 
must be protected from unauthorized access and distribution. Proper internal controls require 
that accessibility to critical human resources and payroll data be restricted to only authorized 
individuals. Payrolls are calculated each month using data maintained in the payroll module and 
changes to these data must be restricted to ensure accurate payrolls are processed for district 
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employees. The ability to access and to make changes to the data by individuals not authorized 
to make changes can cause errors in employee payrolls. 
 
RECOMMENDATION 
 
Modify the human resources and payroll systems to provide a partition between the two 
systems and allow access to only specific staff needing the data to complete their assigned job 
duties. 
 
Modifying the district’s human resource and payroll systems by providing a partition between 
the two so access to critical information can be restricted to only those employees in each 
department needing access will greatly improve internal controls and security. Providing access 
to the Human Resources portion to only human resource staff and to the payroll portion to only 
payroll staff will improve security and internal control. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 
 
FINDING 5-23 
 
The district’s payrolls continue to have weaknesses in internal controls. Two district employees 
have responsibilities for processing payrolls. Both have access to the employee pay and leave 
information and process payrolls with limited oversight.  

 
The district processes two major payrolls each month and a number of correction payrolls.  A 
regular monthly payroll for approximately 1,500 is processed by the human resources specialist in 
the human resources department. This payroll compensates regular full-time employees for the 
current pay period’s monthly salary. Most information needed for the regular payroll is entered 
by other employees of the human resources department. Information entered by other 
members of the human resources department includes salary amounts, taxes, whether the 
employee is full-time or part-time, monthly, the employee’s hours per week, pay cycle, years of 
service and retirement insurance and deduction information and contract days.  However, once 
the school year begins, the human resources specialist responsible for the regular payroll enters 
data for 12-month employees.  

 
A monthly substitute and extra pay payroll is the responsibility of the payroll specialist in the 
finance department. Approximately 750 to 1,000 employees are paid on the monthly substitute 
and extra pay payroll. Payments processed on the substitute/extra payroll includes pay to 
substitute teachers and to regular employees for overtime and extra work that was performed 
during the previous month. Information needed for the amount of pay for substitute teachers is 
provided to the payroll specialist through an electronic listing supplied by the principals of each 
school. Information for overtime and extra pay is provided to the payroll specialist through the 
submission of hard copy leave forms from school principals and department heads. 

 
Both the human resources specialist responsible for the regular payroll and the payroll specialist 
that processes the substitute/extra payroll perform a number of checks and crosschecks to help 
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ensure that the payrolls are correct. However, payroll checks are printed without any oversight 
or review by any district manager or supervisor. 

 
Since both the human resources specialist responsible for the regular payroll and payroll 
specialist for the substitute and extra payroll have extensive access to the human resources and 
payroll system and can make changes to employee salary and leave information, inappropriate 
changes could go undiscovered for an extended period of time or perhaps not at all. Without 
limiting system access for these two personnel, which would require considerable changes in 
processes and training for other department staff, internal controls could be improved by 
requiring a management staff person to review changes made to employee salaries and leave 
transactions before the final processing of payrolls and printing checks.   

   
RECOMMENDATION 
 
Improve internal controls over processing payrolls. 
 
Requiring a supervisor to approve all changes to employee pay and overtime amounts prior to 
processing paychecks will help ensure only approved changes are made to employee salaries.  
 
FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

 
FINDING 5-24 
 
The employee responsible for processing the district’s monthly regular payroll is located in the 
human resources department. Allowing payroll functions to be performed in the same 
department as human resources functions creates a significant internal control weakness.   
 
In response to an external audit recommendation, the district employee responsible for 
processing the monthly regular payroll was transferred from the finance department to the 
human resources department. The management letter pertaining to the 2009-10 external audit 
stated:  
 

Management should restrict access and prohibit changes to payroll data without 
written authorization from the Human Resources department. A supervisor 
independent of the payroll function should review the payroll data entered each pay 
period and initial the review and approval. The Human Resources department 
should be responsible for verifying the accuracy and propriety of all changes made 
to payroll data to include changes to pay rates, salary table payroll deductions and 
adding new employees. The Human Resources department should also compare and 
verify all payroll deduction changes to properly approved written authorization 
forms maintained in its personnel files. All authorizations for direct deposit should 
be submitted to and entered into the system by the Human Resources department. 
Management should ensure that all employees complete and sign an absentee/leave 
slip for all leave taken. The leave slip should be approved by a supervisor and be 
attached to the time reports submitted to the payroll department for processing. 
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In response to the audit finding, the district stated: 

 
The School District has taken steps to provide for improved internal controls by 
adequately segregating duties between the Human Resources and Payroll 
departments. A longtime employee, formerly housed in the payroll department has 
been moved to the Human Resources department to handle setting up employees, 
along with other functions. However, the payroll department actually prints and 
distributes payroll checks. 

 
The primary duties of the employee transferred from the finance department to human 
resources were not changed. She continues to perform basically the same payroll functions that 
she performed prior to moving. No internal controls were improved by moving the position 
between the two departments. In fact, internal controls are weaker now that the position 
reports to the human resources director. Essentially, the only change is the transferred employee 
no longer makes the selection in the payroll system for checks to be printed. She now 
telephones the payroll staff member in the finance department and makes the selection without 
ever seeing the payroll. 
 
Internal controls are extremely important in human resources and payroll departments. 
Separation of the payroll and human resource functions are critical to help ensure that changes 
to employee payrolls are appropriately reviewed and approved. 
 
RECOMMENATION 
 
Transfer the payroll staff responsible for processing the regular payroll back to the finance 
department and implement the external auditor’s recommendations for payroll processing. 
 
Transferring the human resources specialist back to the finance department will provide a 
separation of human recourses and payroll functions. Since most of the functions performed by 
the human resources specialist duties continue to be payroll they should be performed by staff in 
the finance department reporting to a different director than human resources functions. 

 
FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

 
FINDING 5-25 
  
MCS does not require nor has it recently attempted incentives to increase the number of 
paychecks that are direct deposited.  

Of the 1,526 regular paychecks that were processed during March 2011, 1,183 were direct 
deposited, which represents a 77.5 percent participation. Paychecks produced for the substitute 
and additional pay payrolls are not allowed to be direct deposited. Direct deposit expedites the 
availability of funds to the employees’ bank accounts and reduces the possibility of checks being 
lost or stolen.  
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The district does not have a strategy to increase the direct deposit participation rate. Direct 
deposit is a win-win arrangement. It reduces processing costs for the district because direct 
deposited checks eliminate the need to print and distribute payroll checks. Employees benefit in 
several ways by having their paychecks direct deposited:  

∗ saves time;  

∗ eliminates trips to the bank;  

∗ pay is deposited even while employee is out of town, on vacation, sick, etc.;  

∗ direct deposit is safe; eliminates lost, stolen, or forged paychecks; and  

∗ eliminates potential for paycheck fraud.  

Employees may not understand the benefits of direct deposit or trust the process. Many districts 
boost direct deposit participation through increased, focused marketing efforts such as 
paycheck stuffers, newsletters, campus flyers, special promotions, and discussions of the 
benefits of direct deposit during in-service and new employee orientation. Some districts also 
partner with their banks to offer direct deposit when employees open an account. Some school 
districts require that all employees be paid through direct deposit. Some districts organize 
operations so that directly deposited funds are available before paper paychecks. 

RECOMMENDATION 

Increase direct deposit marketing efforts and encourage all employees to use direct deposit.   

The district should consider promoting direct deposit during in-service weeks. At that time, 
district staff would be gathered together for a different purpose, but direct deposit could be 
presented and promoted during this time. Employees who have direct deposit and understand 
its benefits would be asked to discuss it with co-workers. Flyers promoting the program's 
benefits could be posted at strategic locations where meetings are held and in teacher break 
rooms. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources.  

 
FINDING 5-26 
 
Payroll compensation processed on the monthly substitute and additional pay payroll is not 
allowed to be direct deposited. The district processes a separate payroll each month for 
payments for work that is not included on the regular monthly payroll. The substitute and 
additional pay payroll primarily includes payments to substitute teachers, overtime worked, and 
stipends paid to regular employees.  
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There are normally about 700 to 1,000 paychecks issued each month on the substitute and 
additional pay payroll. However, the practice of the district is not to allow any of the paychecks 
to be direct deposited and thus all payments are made with hard copy checks.  
 
In order for the paychecks to be direct deposited, a minimum of three days would have to be 
added to the payroll process to allow direct deposit data to be coordinated with banking 
establishments. Currently, payments are processed and paid about the 10th of the month 
following the month when the work is performed. The payments cover work performed the first 
to the end of the previous month. To allow for direct deposit of paychecks would require moving 
the payment date to about the 13th of the month or change the time frame for when the work is 
performed such as from the 25th of one month to the 25th of the following month which would 
allow for the payments to continue to be on the 10th the month. 
 
RECOMMENDATION 
 
Develop procedures to allow direct deposit of substitute and addition pay paychecks.  
 
Providing for the direct deposit of substitute and additional pay paychecks would provide 
efficiencies to both the district and employees. 
 
FISCAL IMPACT 

This recommendation can be implemented with existing resources.  
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Technology  
 
 
 
This chapter reviews technology in Monroe City Schools (MCS). Included are observations, 
findings, and recommendations in regard to: 
 

6.1 Technology Planning 
6.2 Organization and Management 
6.3 Professional Development 
6.4 Instructional Technology 
 

Education Week’s annual Technology Counts survey for 2009 assigns grades to states in three 
indicator categories: use of technology, capacity to use technology, and access to technology.1 
Louisiana earned a grade of A in use of technology, a B in capacity to use technology and a C- in 
access to technology. That compares to corresponding national grades of B, C+, and C 
respectively. Exhibit 6-1 compares the Louisiana school technology environment with national 
averages; as shown, Louisiana in 2009 was ahead of many states in regard to its technology 
environment. This information provides a backdrop against which to assess technology issues 
within MCS. 

Exhibit 6-1 
Overall Louisiana School Technology Environment Compared Nationally 

Technology Environment 
Louisiana 
Average 

National 
Average 

Access to Technology 
Number of students per instructional computer 4.1 3.8 
Number of students per high-speed Internet-connected computer 4.3 3.7 
Percent of students with access to computers (4th grade) 96% 95.0% 
Percent of students with access to computers (8th grade) 87% 83.0% 

Use of Technology 
Student standards include technology Yes 50 states  
State tests students on technology Yes 13 states 
State has established a virtual school Yes 29 states 
State offers computer-based assessments Yes 26 states 

Capacity to Use Technology 
State includes technology in its teacher standards Yes 46 states 
State includes technology in its administrator standards Yes 37 states 
State includes technology in its initial teacher license requirements Yes 21 states 
State includes technology in its initial administrator license requirements No 10 states 
State includes technology in its teacher recertification requirements No 10 states 
State includes technology in its administrator recertification requirements No 7 states 

Source:  Technology Counts, Education Week, 2009. 
 
As of May 2010, MCS had distributed 3,950 computers, 1,259 printers, 426 interactive 
whiteboards, and 271 projectors throughout the district (Exhibit 6-2). With 3.0 elementary 
students per computers and 1.7 secondary students per computer, in 2010 MCS was better than 

                                                 
1 Beginning in 2010, Education Week adopted a new methodology that focused on districts rather than 
states. Where appropriate, those statistics are included later in this chapter. 

Chapter 
6 

http://www.edweek.org/


6-2  

the 2009 state average.  
 
The district added 1,000 computers in August 2011 through the Dell Lease Project and installed 40 
additional SMART Boards in September 2011. Staff did not provide details of where the additional 
1,000 computers leased in August 2011 were deployed, but considering all to have been used for 
students, the overall ratio drops to 1.8 students per computer. 
 

Exhibit 6-2 
Technology Inventory as of May 2010 

School/Site 
Student 

Enrollment Computers Printer Whiteboard Projector 
Student per 
Computer 

CO/FS/MT NA 54 41 0 0 NA 
Media Center NA 26 35 0 0 NA 
I.T. NA 88 11 0 9 NA 
Special Ed NA 38 28 0 1 NA 
Central Office NA 206 115 0 10 NA 
Barkdull Faulk 273 97 41 14 5 2.8 
Berg Jones 396 196 73 20 22 2.0 
Carver 440 147 59 23 6 3.0 
Clara Hall 321 134 45 20 8 2.4 
JS Clark 435 158 72 19 8 2.8 
Cypress Point 474 157 66 27 3 3.0 
Jefferson 217 89 37 16 5 2.4 
Lexington 629 143 81 29 6 4.4 
Lincoln 464 135 48 13 12 3.4 
MJ Foster 417 194 54 16 10 2.1 
Minnie Ruffin 567 114 35 23 10 5.0 
Sallie Humble 478 131 64 19 10 3.6 
Elementary  5111 1695 675 239 105 3.0 
Carroll Junior 348 203 60 31 4 1.7 
Lee Junior 433 232 52 33 63 1.9 
MLK Middle 577 263 55 41 5 2.2 
Carroll High 525 348 95 22 33 1.5 
Neville High 868 505 84 25 30 1.7 
Wossman High 625 370 86 21 11 1.7 
Sherrouse 75 34 17 5 7 2.2 
CDC 50 94 20 6 3 0.5 
Secondary and CDC 3501 2049 469 184 156 1.7 
Source: MCS Instructional Technology Inventory, May 2010. 

 
As part of this study, Prismatic asked MCS staff to complete an online, anonymous survey. This 
survey included 15 questions related to the district’s technology areas. Exhibit 6-3 provides the 
percentages of respondents who strongly agree or agree with each survey statement, as well as 
the percentages who disagree or strongly disagree. Overall, a majority of respondents had 
positive opinions in most areas regarding MCS technology:  
 

∗ students regularly use technology;  

∗ teachers are expected to integrate technology into the classroom;  
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∗ teachers know how to use technology in the classroom and to communicate with 
parents; 

∗ the district website is a useful tool; 

∗ schools have equal access to educational technology; 

∗ staff has adequate technology for their work, been provided training on it, gets 
assistance with technical issues quickly, and is comfortable using provided technology; 

∗ the district provides adequate instructional and administrative technology; 

∗ the MIS department provides good value; and 

∗ the instructional technology department provides good value. 

The only area where staff was not positive was administrative processes. More than half, 51 
percent, agreed or strongly agreed that most administrative processes are still paper-based. Only 
13 percent disagreed or strongly disagreed with the statement. 
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Exhibit 6-3 
Prismatic Staff Survey Relation to Technology 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

Students regularly use computers and 
technology. 39.8% 48.7% 6.8% 3.8% 1.0% 

Teachers are expected to integrate technology 
into the classroom. 45.1% 47.4% 6.3% 1.0% .02% 

Teachers do not know how to use technology in 
the classroom. 2.0% 8.3% 22.5% 48.4% 19.2% 

Teachers regularly use technology to 
communicate with the parents of the students 
they teach. 

15.4% 40.5% 25.5% 15.9% 2.8% 

The district Web site is a useful tool. 31.4% 54.0% 10.9% 2.8% 1.0% 
All schools have equal access to educational 
materials, such as computers, projectors, and 
science labs. 

15.9% 39.2% 21.3% 16.8% 6.8% 

I get assistance quickly when I have a computer 
problem. 20.7% 42.6% 16.9% 14.7% 5.1% 

The school district provides adequate 
instructional technology. 20.8% 54.6% 15.0% 8.3% 1.4% 

The school district provides adequate 
administrative technology. 14.4% 40.6% 38.6% 5.0% 1.5% 

I have adequate equipment and computer 
support to conduct my work. 27.2% 48.2% 11.7% 9.4% 3.5% 

Most administrative process (staff leave, 
purchasing, payroll etc.) are still paper-based. 10.6% 40.4% 36.0% 11.2% 1.8% 

I have been told to use certain computer 
applications for my work, but have not been 
provided training in how to use them. 

3.8% 13.0% 25.6% 44.9% 12.7% 

I am comfortable using the technology provided 
by the district. 29.2% 57.3% 10.4% 2.3% 0.8% 

The MIS department provides good value to our 
district and schools. 25.2% 50.3% 21.7% 2.0% 0.8% 

The instructional technology department provides 
good value to our district and schools. 26.7% 51.5% 18.0% 3.0% 0.8% 

Source: Prismatic Survey, 2011. 
 
The International Society for Technology in Education’s mission is to advance excellence in 
learning and teaching through innovative and effective uses of technology. According to ISTE’s 
CEO, Don Knezek,  
 

Integrating technology throughout a school system is, in itself, significant systemic 
reform. We have a wealth of evidence attesting to the importance of leadership in 
implementing and sustaining systemic reform in schools. It is critical, therefore, that 
we attend seriously to leadership for technology in schools.2 

 
It is with this concept of visionary leadership that the ISTE NETS and Performance Indicators for 

                                                 
2 www.iste.org 

http://www.iste.org/
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Administrators, Teachers, and Students were developed.  
 
ISTE recognizes the need for the presence of specific essential conditions in order for schools to 
effectively leverage technology for learning and ensure the success of students, teachers and 
administrators. These are shown in Exhibit 6-4. 
 

Exhibit 6-4 
ISTE Essential Conditions 

Essential Condition Definition 
Shared Vision Proactive leadership in developing a shared vision for 

educational technology among all education stakeholders 
including teachers and support staff, school and district 
administrators, teacher educators, students, parents, and the 
community 

Empowered Leaders Stakeholders at every level empowered to be leaders in 
effecting change 

Implementation Planning A systemic plan aligned with a shared vision for school 
effectiveness and student learning throughout the infusion of 
information and communication technologies (ICT) and digital 
learning resources 

Consistent and Adequate 
Funding 

Ongoing funding to support technology infrastructure, 
personnel, digital resources, and staff development 

Equitable Access Robust and reliable access to current and emerging 
technologies and digital resources, with connectivity for all 
students, teachers, staff, and school leaders 

Skilled Personnel Educators, support staff, and other leaders skilled in the 
selection and effective use of appropriate ICT resources 

Ongoing Professional 
Learning 

Consistent standards and related digital curriculum resources 
that are aligned with and support digital-age learning and work 

Technical Support Consistent and reliable assistance for maintaining, renewing, 
and using ICT and digital learning resources 

Curriculum Framework Content standards and related digital curriculum resources that 
are aligned with and support digital-age learning and work 

Student-Centered Learning Planning, teaching, and assessment center around the needs 
and abilities of students 

Assessment and Evaluation Continuous assessment, both of learning and for learning, and 
evaluation of the use of ICT and digital resources 

Engaged Communities Partnerships and collaboration within communities to support 
and fund the use of ICT and digital learning resources 

Support Policies Policies, financial plans, accountability measures, and incentive 
structures to support the use of ICT and other digital resources 
for learning and in district school operations 

Supportive External 
Context 

Policies and initiatives at the national, regional, and local levels 
to support schools and teacher preparation programs in the 
effective implementation of technology for achieving (ICT) 
standards 

Source: www.iste.org. 

http://www.iste.org/
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6.1 TECHNOLOGY PLANING 

 
Successful technology planning is the foundation for successful technology implementation and 
development. School district technology is not just a standalone program; it is a long-term, 
ongoing effort that affects every aspect of district operations. The technology planning process 
is complicated. There are many factors to consider, including instructional integration, legislated 
data reporting, funding, training, and staffing for support. 

Technology plans should cover between three to five years. By analyzing current trends in 
district demographics and available technology, planners can predict what the needs of the 
district will be and what technology will be available to best fit those needs. Technology, 
however, is the fastest changing segment of our society, so frequent updates and revisions of 
any technology plan are necessary.  

Current No Child Left Behind legislation sets the expectation that districts will make data-driven 
decisions, that students will achieve technological literacy before ninth grade, and that teachers 
will effectively integrate technology into the classroom. Meeting these mandates requires that 
districts have a seamless plan tying instruction, technology, professional development, 
scheduling, and budgetary considerations together to support increased effective use of 
technology in their classrooms. 

FINDING 6-1 
 
The district lacks a true, living technology plan. The only existing plan related to technology falls 
short in a number of areas. 
 
The district has not historically spent all of the E-Rate funds for which it has been approved. The 
district has taken the commendable route of using an external firm in its E-Rate application and 
reporting process, to ensure it is receiving the maximum possible funding and reporting 
expenditures completely. In 2008-09, the district was approved for $571,193 in E-Rate funding. 
However, it left $37,752 unspent. In 2009-10, the district left $92,564 unspent, out of the 
$595,688 for which it was approved. As of March 4, 2011, the district had not yet spent more than 
half of the $703,765 for which it was approved for 2010-11. When asked why the district has not 
spent all of its E-Rate funding each year, staff stated that is was likely due to a lack of planning. 
Staff provided additional anecdotal examples of technology purchases made with general funds 
in the past several years that went largely unused. 
 
The MCS Educational Technology Plan for 2007-2014 was revised and adopted January 2010. The 
plan includes the overarching goal that, “All district educators and learners will benefit from 
technology-rich environments that support student achievement and produce life-long learners 
able to succeed in an information society,” and six action steps for achieving that goal: 

1. Increase network bandwidth, access, security, safety, and support. 

2. Improve quality of data input and efficiency of data management. 

3. Improve communication systems. 
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4. Strengthen leadership and improve teacher training. 

5. Support the use of e-learning and digital content. 

6. Ensure equitable access and technology usage.3 

The technology plan falls short in many areas: 
 

∗ The Louisiana State Department of Education website notes that the state plan “was 
written by a diverse committee consisting of businesses, parents, administrators, 
teachers, and technical staff from across the state.” No evidence or indication exists that 
a similar cross-section of stakeholders developed the MCS Technology Plan. 

∗ The existing MCS plan does not share a vision or mission for technology use, 
implementation, and integration. Additional weaknesses include a lack of ties to a district 
strategic plan, budgetary information, professional development, or other planning 
documents (although at the time of the on-site work, the district lacked a written 
strategic plan).  

∗ A programmer was to have been hired in 2007 to work on the noted interoperability 
problems between the district’s business applications. Based on district status at the 
time of the on-site visit, this activity does not appear to have been begun. 

∗ The plan references a district desire to move all business applications toward School 
Interoperability Framework (SIF) compliance. Based on district applications still in use 
that are not SIF compliant, this does not appear to have been addressed. 

∗ Although updated in January 2010, it still includes timelines that reference prior years. It 
makes references such as “estimated time of completion is 2007.”  

∗ There no interim milestones that show how the district will move from its 2007 state of 
technology to its desired state in 2014. 

∗ There is nothing that addresses activities to be completed in between 2010 and 2014. 

∗ The MIS director had no input into the latest revision of the technology plan. 

∗ During the on-site review, no evidence was presented to indicate how accountability is 
measured or the degree to which the plan is monitored and implemented. There is no 
evidence that the technology plan is more than a static document.  

The Louisiana state website provides additional resources for developing a district technology 
plan and recommends the National Center for Technology Planning (NCTP). Established in 1992, 
NCTP assists U.S. schools in the technology planning process.4 The NCTP website provides 
articles, reports and other resources to aide in planning. NCTP’s “Guidebook for Developing an 

                                                 
3 Both the overarching goal and action steps were adopted from the Louisiana State Department of 
Education. They are not original to MCS. 
4 http://www.nctp.com 

http://www.nctp.com/
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Effective Instructional Technology Plan,” is a comprehensive resource for technology planning.5  
An additional resource is John See’s article, Developing Effective Technology Plans, which lists 10 
guides to consider in the planning process: 
 

1. Effective technology plans are short term, not long term. 

2. Effective technology plans focus on applications, not technology. 

3. Effective technology plans go beyond enhancing the curriculum. 

4. Effective technology plans define technology as more than computers. 

5. Effective technology plans stress integration of technology into the curriculum. 

6. Effective technology plans are tied to staff development plans. 

7. Effective technology plans make technology part of the daily cost of doing business. 

8. Effective technology plans have critical attributes based on the research. 

9. Effective technology plans are developed by the staff members who will implement the 
plan. 

10. Effective technology plans focus on a vision.6 

The U.S. Department of Education provides a further guide for developing a visionary technology 
plan. The National Education Technology Plan 2010 constructs an education model for the 21st 
century focusing on five essential areas: learning, assessment, teaching, infrastructure, and 
productivity. The Plan presents five goals and subsequent recommendations for states, school 
districts, the federal government, and other stakeholders (Exhibit 6-5).  
 

                                                 
5 http://www.nctp.com/downloads/guidebook.pdf 
6 http://www.nctp.com/html/john_see.cfm 

http://www.nctp.com/downloads/guidebook.pdf
http://www.nctp.com/html/john_see.cfm
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Exhibit 6-5 
USDOE National Education Technology Plan 2010 

Goal Recommendation 
1. Learning: Engage and Empower 
 

All learners will have engaging and empowering learning 
experiences both in and out of school that prepare them to be 
active, creative, knowledgeable, and ethical participants in our 
globally networked society. 

2. Assessment: Measure What 
Matters 

 

Our education system at all levels will leverage the power of 
technology to measure what matters and use assessment data 
for continuous improvement. 

3. Teaching: Prepare and Connect 
 

Professional educators will be supported individually and in teams 
by technology that connects them to data, content, resources, 
expertise, and learning experiences that enable and inspire more 
effective teaching for all learners. 

4. Infrastructure: Access and Enable 
 

All students and educators will have access to a comprehensive 
infrastructure for learning when and where they need it. 

5. Productivity: Redesign and 
Transform 

 

Our education system at all levels will redesign processes and 
structures to take advantage of the power of technology to 
improve learning outcomes while making more efficient use of 
time, money, and staff. 

Source: http://www.ed.gov/sites/default/files/netp2010.pdf. 
 

Technology planning involves identification of organizational needs by users and prioritization of 
those needs based on district requirements, costs, maintenance, and available internal 
technology and human resources.   
 
As with all school district operations, technology purchases, upgrades, and applications should 
be part of a comprehensive visionary plan. Effective plans contain clear and measurable goals 
and objectives, define specific action plans for technology projects, assign individual 
responsibility for implementation steps, and identify benchmark dates for completion. 
 
RECOMMENDATION 
 
Improve and expand the existing technology plan. 
 
The MCS technology plan should be a comprehensive, living document that drives technology 
expenditures, implementation and decision-making. The technology plan should be tied to a 
district strategic plan and a district professional development plan. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-2 
 
The district lacks an effective technology planning committee that includes multiple stakeholder 
perspectives. There is no standing board committee for technology. 

http://www.ed.gov/sites/default/files/netp2010.pdf
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One or two people in the district develop documents, procedures, plans, and other processes 
that affect technology and technology integration rather than receiving input from a 
representative group of staff members and users. As a result, district administrators, teachers, 
and staff do not have the buy-in needed for widespread technology implementation and 
integration into daily practices.   

The MIS director is relatively new to the district. Already, he has begun laying the groundwork to 
ensure that the district has a solid technology foundation. These activities will undoubtedly 
benefit the district. However, he is operating without an effective overarching technology plan 
that was vetted by a stakeholder committee. When asked what strategic direction he had been 
given, the MIS director noted that the term “one-to-one” has been tossed around, but no real 
efforts have been undertaken to move in that direction as a district. 

ISTE’s necessary conditions to effectively leverage technology for learning reinforces the idea of 
shared leadership in successful technology planning, with three conditions: 

∗ a shared vision among all stakeholders including teachers, staff, administrators, students, 
parents, and the community; 

∗ empowering all stakeholders to effect change; and 

∗ strategic implementation planning aligned with a shared vision.  

These essential conditions cannot be met by one or two individuals’ efforts but require active 
participation and representation by all effected. 

Successful technology planning involves the identification, assessment, and prioritization of 
existing user needs. Those needs are further dictated by district and state requirements, funding, 
upgrade cycles, maintenance, available personnel, and other resources. Effective comprehensive 
technology plans contain clear goals, objectives, and action plans for technology projects, assign 
individual and departmental responsibility for implementation steps, and identify benchmark 
dates for completion. Successful technology plans benefit from inclusion of multiple viewpoints 
and perspectives. 

A technology planning committee should: 

∗ draft needed policies and procedures to submit to upper administration and board for 
approval (i.e.- Acceptable Use Policies, software adoption and upgrade procedures, 
equipment adoption and upgrade procedures); 

∗ periodically review the existing technology and professional development plans, make 
needed adjustments; 

∗ establish hardware and software standards, communicate standards with district 
departments and sites; 

∗ centralize hardware and software purchasing process; 

∗ establish equipment distribution plan based on equitable access and student needs; 
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∗ survey staff and students to determine strengths and weaknesses of existing 
procedures, clarify additional or changing needs and usage, and assess satisfaction with 
processes; and 

∗ create training mechanisms to serve the needs of all employees: administrative, 
instructional and support. 

RECOMMENDATION 
 
Establish a district-wide technology planning committee.  
 
Including outside stakeholders such as parents, students, community members, and businesses 
or partners provides an additional and broader perspective in planning, implementation, and 
evaluation for schools and results in greater buy-in of all involved. The current MIS director, as 
the lead staff person for technology, should chair the committee. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

6.2 ORGANIZATION AND MANAGEMENT 

Today, technology is a foundational aspect of almost every organization. Technology drives 
efficiencies and analysis in school districts. The requirements of No Child Left Behind include that 
school districts make data-driven decisions, that students achieve technological literacy before 
9th grade, and that teachers effectively integrate technology into the classroom. Meeting these 
mandates depends heavily on a district’s technology implementation.  

Ideally, technology is one area of a school district that supports all administrative and 
instructional personnel in a positive manner. Organizing technology resources to effectively 
achieve this outcome can be challenging. Exhibit 6-6 shows the current organization of 
technology functions in MCS. As shown, the district is operating with a split between 
administrative technology, which is housed under the HR executive director, and instructional 
technology, which is housed under the ISS executive director. 
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Exhibit 6-6 
Monroe Technology Functions Organization Chart 

 

MIS Director
 

JPAM/Leads Coordinator
 

System Technicians (4)
 

Systems Administrators 
(2)

 

Senior Systems 
Administrators (2)

 

Help Desk Operator
 

Administrative 
Assistant

 

Executive Director, HR
 

 

Executive Director, ISS
 

Instructional Technology 
Supervisor

 

Instructional 
Technology 

Coordinator (3)
  

Source: Monroe City Schools, with Prismatic additions, April 2011. 
 

FINDING 6-3 
 
The current organizational alignment of technology functions within MCS is flawed. The MIS and 
instructional technology departments operate largely independent of one another.  
 
The organizational division between the two areas arose from a previous determination that 
administrative and instructional technology are too different to be incorporated into the same 
department. This division was codified in the district’s organizational structure; currently, the 
only intersection of the two areas lies at the superintendent level.  
 
In Prismatic focus groups and interviews, staff noted less than optimal communications between 
the two departments. Staff further noted confusion regarding which department to contact for 
various technology needs. Both issues pose impediments to district utilization of technology, 
progressive decision-making, and overall school improvement.  
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No sustained dialogue, collaboration, or coordination exists between the MIS, instructional 
technology, and curriculum and instruction departments to address district-wide technology and 
instructional issues and decisions. The departments, and the district, are not as effective as they 
could be with a closer working relationship and better defining departmental roles and 
responsibilities. 
 
In the staff surveys, it became clear that a number of staff members are unsure of departmental 
responsibilities. When asked how the MIS department can become more efficient or effective, a 
number of respondents discussed training and professional development issues. Those duties 
are actually the responsibility of the current instructional technology department.  
 
Additionally, the survey indicated a specific need for increased communication from the MIS 
department. Survey comments and focus group feedback pointed to a need for collaboration 
and productive communication between the MIS and instructional technology departments in 
order to more effectively serve district needs. Similar comments were made about the lack of 
involvement of the curriculum and instruction department when addressing classroom 
instruction using technology and a need for interdepartmental cooperation.  
 
Finally, instructional technology staff noted that they often spend significant time assisting 
school-based staff with technology issues that are actually the responsibility of the MIS system 
technicians. This reliance on the instructional technology staff for technical trouble-shooting 
reduces the time they have to work with teachers to integrate technology. Moreover, it is a more 
expensive solution; instructional technology teachers are more highly paid than systems 
technicians. 
 
The ISTE Technology Support Index identifies districts functioning at high efficiency as those 
with an organizational structure where all of the technology functions report through the same 
unit in the organization, providing for a logical chain of command and communication structures. 
This is not the current organizational structure of the FPS technology department. 

RECOMMENDATION 
 
Realign the MIS and instructional technology departments. 
 
As a part of the recommendation in Chapter 3 to develop a new central office organizational 
structure, the MIS director should report directly to the superintendent. His position title should 
be changed to ‘technology director’ to reflect his responsibilities for administrative and 
instructional technology in the district. Placing the department in direct reporting position to the 
superintendent elevates its visibility and ability to address both administrative and instructional 
technology. This placement ensures that neither administrative nor academic technology needs 
are neglected. 

While some functional areas of a district may be highly effective operating in relative isolation 
from other areas (such as food services), the pervasive nature of technology, as well as its 
comparatively high cost per unit, dictate that all technology assets be leveraged cohesively from 
one central direction.  
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The instructional technology department should be refocused on its primary mission of 
supporting technology integration in the classrooms. The unit should be realigned under the 
proposed chief academic officer to ensure close coordination with other curriculum and 
instructional efforts, most of which involve some level of classroom technology.  

FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-5 
 
The MIS director has begun making improvements in a number of areas in a short time. The MIS 
director position had been effectively vacant for at least a year prior to his arrival, so many 
technology areas needed urgent attention. 
 
Although the results on the Prismatic staff survey reflect a high degree of satisfaction with 
district technology, it was apparent during the on-site observations and in focus groups that the 
satisfaction is largely due to recent changes and a sense that the district is headed in the right 
direction regarding technology. These changes and renewed focus on technology are largely the 
work of the MIS director. 
 
In December 2010, the MIS director created an initial policies and procedures manual for MCS 
technology, containing 17 sections: 
 

∗ Policies and Procedures 

∗ Change Control 

∗ Equipment Ordering / Requisition 

∗ Confidentiality / Privacy  

∗ Toner Acquisition  

∗ Naming Conventions  

∗ Ticketing / Help Desk  

∗ Service Level Agreements  

∗ Professional Development Plan  

∗ Employee Reviews  

∗ Technology Domain Membership  

∗ Backup & Disaster Recovery  
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∗ Legacy Equipment Disposal  

∗ Systems Infrastructure Standardization / Technology Integration  

∗ Asset Management  

∗ Password Policies  

∗ Standard Workstation Configuration  

Such a manual is apparently the first time many of the de facto operating policies and procedures 
have been documented in the technology area of the district. 
 
The MIS director has reorganized the staff within the MIS department to make  it more 
responsive to customer needs. He has also initiated steps to improve the district’s network 
infrastructure, introduced active directory, and improved systems interoperability. In another 
area, he has worked to improve help desk functionality and now allow all MCS staff to enter 
trouble tickets to be worked by the systems technicians (Exhibit 6-7). 
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Exhibit 6-7 
MCS Online Trouble Ticket System 

 
Source: MCS MIS department, April 2001. 
 
COMMENDATION 
 
The MIS director is commended for beginning to address the numerous technology 
infrastructure and school support issues within the district. 
 
In just a short time, the MIS director has already had a significant positive impact on the district. 
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FINDING 6-6 
 
MCS is potentially wasting resources by not coordinating all technology purchases with the MIS 
director.  
 
In interviews and focus groups, numerous MCS staff noted that not all technology purchases are 
coordinated. In some cases, items have been purchased and then gone largely unused. This 
situation is likely due to the lengthy effective vacancy in the MIS director position.  
 
The MIS director has developed a policy and procedure for all district staff to follow regarding 
contemplated technology purchases. It is included in the current version of the department’s 
policy and procedures manual and includes an online form to speed review and approval. 
However, it is not yet a policy/procedure that all district staff follows. 
 
RECOMMENDATION 
 
Require all technology purchases to be approved by the MIS director. 
 
The superintendent should direct the purchasing department to include a step requiring the 
approval of the MIS director for any and all technology purchases. This would include purchases 
contemplated with any source of funding, not only general funds, and would include a wide 
definition of “technology,” not only computers. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources and should result in fewer ill-
advised technology purchases. 
 

FINDING 6-7 
 
The district is using a student information system that does not appear to adequately meet its 
needs. 
 
The district has used the JPAMS student information system for a number of years. Exhibit 6-8 
shows the home screen for JPAMS. The product is marketed apparently exclusively in Louisiana; 
according to MCS staff, 40 other Louisiana districts also use the product. Teachers use the 
system only to record attendance and enter grades. Schools use it for enrollment, scheduling, 
discipline, and transcripts.  
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Exhibit 6-8 
Home Screen of the JPAMS Product 

 
Source: MCS MIS department, April 2001. 
 
In interviews, district staff noted a number of problems with the system: 
 

∗ the nightly updates slow the system; 

∗ patches from the vendor appear to be frequent; 

∗ the system is difficult to learn (the assigned system administrator has recently begun 
developing help sheets to assist users); 

∗ there have been problems with student grades and erroneous assignments of students 
across multiple sections of the same course; and 

∗ built-in reporting features do not meet the needs of users and the district has acquired 
another product to provide this functionality, essentially purchasing new software to 
work around the deficiency of the old software. 

Staff indicated that the selection of JPAMS was largely based on its meeting the requirements of 
the Louisiana Department of Education at the time of purchase. Staff has not researched the 
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other products available. 
 
In addition, the product does not appear to be SIF-compliant, which is an important industry 
standard that assures districts of the capability of porting data easily from one system to 
another. This enhances interoperability.  
 
RECOMMENDATION 
 
Review options regarding a student information system. 
 
Assessing the root causes for user dissatisfaction with the JPAMS system was beyond the scope 
of this review. However, based on comments, it is possible that the system lacks sufficient 
capacity and features to meet the needs of a district the size of MCS. Given that the district uses 
the system to develop secondary student schedules which, in turn, determine the need for 
teacher staffing levels, it is critical that the district have a system that can optimize resources in 
this area and provide detailed analyses regarding options. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources.  
 
Should the district choose to select and implement a new system, Prismatic estimates that such a 
system will cost approximately $15 per student for purchase, and additional $15 per student for 
implementation, data conversion, and training, and then $5 per student in subsequent years for 
annual fees and updates. Based on enrollment of 8,800, this would result in first year costs of 
$264,000 and maintenance costs of $44,000 annually. 
 

FINDING 6-8 
 
MCS is not providing technical support coverage during the opening hours of schools. This 
means that any technical issues discovered at the start of a school day linger longer than 
necessary, impacting student instruction. 
 
District librarians specifically highlighted dilemmas with the work schedule of MIS technicians. 
School sites open before technicians report to work, therefore, inoperable equipment is 
unavailable to students for an extended period in the mornings.  
 
Currently, all four of the technology system technicians work 8:00 am to 4:30 pm, Monday 
through Thursday. On Fridays, they work 8:00 am to 4:00 pm. While the earliest an elementary 
school opens is 7:50 am, the middle and high schools open as early at 7:25 am.  
 
In focus groups, MCS school-based staff was very complimentary of all the recent positive 
changes in the MIS area. However, they noted that the lack of technical support in the mornings, 
as teachers and staff are preparing for the day, is sometimes a problem. 
 



6-20  

RECOMMENDATION 
 
Revise the work schedules of technology system technicians and the help desk operator to 
provide coverage during the early morning hours as schools open. 
 
The MIS director should reallocate system technician (and perhaps the help desk operator) time 
to provide coverage for all hours that schools are open. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. The existing systems 
technicians could work a revised schedule that begins earlier in the day to match that of their 
schools, or they could adopt a rotating schedule whereby one technician is on duty in the 
morning to provide districtwide coverage. 
 

6.3 PROFESSIONAL DEVELOPMENT 

 
Training in the use of technology is the most critical factor in determining whether that 
technology is used effectively or even used at all. All district staff must be able to use effectively 
the technology available to them. The role of district support staff in using technology is 
increasingly critical for effective school management. Training must be ongoing; the technology 
environment is continuously evolving, and districts must keep pace with the evolution. The 
building level and central office staff who support administrative and instructional technology 
must be well-trained in the technologies the district has selected so that they increase staff 
efficiency and effectiveness and ensure that processes used in the district are cost-effective. 

ISTE’s Technology Support Index rubric identifies highly efficient school districts as having these 
staff development practices related to technology: 
 

∗ A comprehensive staff development program is in place that impacts all staff. The 
program is progressive in nature and balances incentive, accountability, and diverse 
learning opportunities. 

∗ Online training opportunities are provided for staff both onsite and remotely, and 
represents a diversity of skill sets. 

∗ A process and delivery system has been established for just-in-time training and is used 
consistently. 

∗ Expectations for all staff are clearly articulated and are broad in scope. Performance 
expectations are built into work functions and are part of the organizational culture. 

∗ Technical staff receives ample training as a normal part of their employment, including 
training towards certification. 
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∗ Basic troubleshooting is built into the professional development program, and is used as 
a first line of defense in conjunction with technical support. 

FINDING 6-9 
 
Currently, MCS lacks a professional development plan related to technology proficiency. Such a 
plan would emphasize options and choices for achieving individual professional goals.  
 
Trained instructors and Instructional Technology staff should model constructivist classroom 
practices to assist colleagues in the restructuring and integration process. School faculty and 
staff members need to work closely with the Instructional Technology departmental personnel 
to help make the transition from training to classroom application a reality. Recognizing that 
learning is a process, follow-up training should be offered but also required for continued receipt 
of updated equipment. Follow-up training should be focused on teaching additional and deeper 
skills rather than a repeat of previous training. 
 
Preparing a workforce for a digital and global economy is an overwhelming task facing today’s 
educators. According to the CEO Forum Year 4 published in 2001, studies show that educational 
technology positively effects student achievement, and “technology can have the greatest 
impact when integrated into the curriculum.” However, most teachers do not have the skills 
needed to develop curriculum infused with technology. 
 
RECOMMENDATION 
 
Develop a long-term professional development plan. 
 
The professional development plan should be developed in conjunction with the Technology 
Planning and Implementation Committee. The plan should support technology integration into 
classroom practices as chronicled in the district technology plan and be tied to the overall district 
strategic plan.  
 
Any strategic or long-range planning involves assessment and evaluation of processes. As such, 
needs assessment activities should be an integral part of an overall district professional 
development plan. Data should be collected and used as a part of the district and school 
improvement process and assist in decisions including equipment purchase and cycle, facility and 
staff needs, and overall budget planning. Staff should be assessed each year to determine 
needed courses and schedule options. Previously trained staff should participate annually in 
focus groups, classroom observations, and surveys as a part of a continuous improvement 
process. 
 
Strategic or long-range planning involves assessment and evaluation of processes. In order to 
maintain the highest quality program, meet the changing needs of instructors and staff, and 
provide data to funding agencies, an evaluation plan should be developed at the onset of the 
professional development plan’s implementation.  
 
Suggested data collection efforts include a diagnostic self-assessment for participants prior to 
attending training, an online follow-up survey to assess the value and use of information learned, 
teacher observations during and after training, and needs assessment surveys and focus groups.   
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The data collected will be valuable as part of the district and school improvement process and 
can assist in the update and revision of any strategic administrative plans, the professional or 
staff development plan, equipment purchases and cycle, facility and staff needs and overall 
budgeting plans.  
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-10 
 
In 2009-10, the instructional technology department conducted a number of training sessions for 
instructors using the SMART Board technology. This included entry-level and more advanced 
training offered in the district’s instructional technology training room (Exhibit 6-9). 
 

Exhibit 6-9 
Instructional Technology Training Room with SMART Board 

 
   Source: Prismatic, April 2011 
 
Exhibit 6-10 shows the training sessions offered at the entry level. Staff offered 22 separate 
sessions and had more than 250 attendees. 
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Exhibit 6-10 
Entry-Level SMART Board Training Sessions 

August 2009 – January 2010 
Training Session # of Sessions # of Hours # of Participants 

SMART Board: Just Getting Started 2 5 ½ hours 18 
SMART Boards: Engaging, Interactive – 
Whiteboard 16 5 ½ hours 232 

SMART Board Basics: A Refresher Course 2 5 ½ hours 22 
SMART Board Basics: A Refresher Course 1 1 ¾ hours 9 
SMART Board Basics: A Refresher Course 1 1 ¼ hours 5 
Source: Instructional Technology Department, April 2011. 
 
The district also offered training at the intermediate level (Exhibit 6-11).  Beyond those offerings, 
instructional technology staff held one-on-one sessions for three instructors, an hour of SMART 
Sharing Sessions for two instructors, and one-half hour of SMARTTech/Troubleshooting for the 
third instructor.  
 

Exhibit 6-11 
Intermediate-Level SMART Board Training Sessions 

July 2009 – September 2010 
Training Session # of Sessions # of Hours # of Participants 

SMART Board: Moving Beyond the Basics for 
Intermediate Users 2 5 ½ hours 22 

SMART Board: Moving Beyond the Basics for 
Intermediate Users 1 1 ½ hours 4 

SMART Board Modeling 1 2 hours 29 
SMART Board Tips and Tricks 1 5 ½ hours 15 
SMARTTech/Troubleshooting 1 2 hours 19 
Source: Instructional Technology Department, April 2011. 
 
A 2006 SMART Technologies whitepaper citing research and case study observations states: 
 

Interactive whiteboards affect learning in several ways, including raising the level of 
student engagement in a classroom, motivating students and promoting 
enthusiasm for learning. Interactive whiteboards support many different learning 
styles and are used in a variety of learning environments, including those catering to 
students with hearing and visual impairments. Research also indicates that notes 
taken on an interactive whiteboard can play a key role in the student review 
process, leading to higher levels of student attendance. In addition to the observed 
positive impacts on student learning, research shows that designing lessons around 
interactive whiteboards helps educators streamline their preparation, be more 
efficient in their Information and Communication Technology (ICT) integration and 
increase their productivity overall.7 

 

                                                 
7 
http://downloads01.smarttech.com:80/media/research/whitepapers/int_whiteboard_research_whitepaper
_update.pdf 

http://downloads01.smarttech.com/media/research/whitepapers/int_whiteboard_research_whitepaper_update.pdf
http://downloads01.smarttech.com/media/research/whitepapers/int_whiteboard_research_whitepaper_update.pdf
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COMMENDATION 
 
MCS is commended for its efforts to provide not only access to interactive whiteboards but 
also SMART Board training for its teachers. 
  

FINDING 6-11 
 
Although training has been provided, MCS teachers have not yet moved beyond basic skills in 
their SMART Board usage.  
 
While on-site, the review team observed a number of SMART Boards in use: 
 

∗ Several teachers were observed using the interactive whiteboards to view movies.  

∗ One teacher used the device to display a Google Earth project.  

∗ One mathematics instructor used the whiteboard to explain a concept to two students 
needing additional instruction.  

All observed uses of the interactive whiteboard exhibited teacher control and no student 
interactivity. On-site teacher and technology coach focus groups shared that many of their 
colleagues are not using SMART Boards appropriately or to the full potential. Focus group 
discussions revealed that teachers and focus group participants would like additional 
professional development related to integrating SMART Boards into their lesson plans and 
course content.  
 
As cited in both the SMART Technologies document and a British Educational Communications 
and Technology Agency (BECTA) research report,8 student engagement is achieved by active 
participation, not by mere observation.  
 
BECTA’s report lists a number of factors for effective use of interactive whiteboards: 
 

∗ sufficient access to whiteboards so teachers are able to gain and embed their use in their 
teaching; 

∗ use of whiteboards by students as well as teachers; 

∗ provision of training appropriate to the individual needs of teachers; 

∗ investment of time by teachers to become confident users and build up a range of 
resources to use in their teaching; 

∗ sharing of ideas and resources among teachers; 

∗ positioning the whiteboards in the classroom to avoid sunlight and obstructions between 
the projector and the board; and 

                                                 
8 https://www.education.gov.uk/publications/eOrderingDownload/15006MIG2793.pdf 

https://www.education.gov.uk/publications/eOrderingDownload/15006MIG2793.pdf
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∗ a high level of reliability and technical support to minimize problems when they occur. 

In Prismatic focus groups, staff discussed other technology-based professional development 
offerings available in the district. A cornerstone-training course is TEC21-Technology Enhancing 
Curriculum in the 21st Century. The Instructional Technology Department developed the 
curriculum and conducts the training. Instructional Technology trainers offered four sessions 
encompassing 48 hours for a total 64 participants. According to focus group participants, 
teachers are required to repeat the same foundational level training (RENEWTech) in order to 
receive updated equipment every three years. Participants also noted that the available training 
is at a basic level. Participants described the training as foundational and basic. Offerings do not 
include advanced level training. Further discussions highlighted a lack of expectations to use 
skills learned after training sessions are complete.  
 
The Prismatic staff survey asked participants how the instructional technology department could 
be more efficient or effective. Comments centered on training beyond the basics. Respondents 
express a frustration with generic training and requested training sessions directed at beginners 
and separate from advanced users. Staff also requested offerings of regularly scheduled training 
sessions. Further emphasizing the need for training at all levels, requests included high quality 
professional development directly targeting the use of technology in the classroom and specific 
to subject area content. Focus group participants stated that most training sessions are general 
“how-to” sessions. 
 
A district document reporting the instructional technology department’s professional 
development offerings for 2009-10 supports the teachers’ perspective of a focus on entry-level 
training. A number of offerings specifically focused on the use of technology tools, either specific 
equipment or software. Examples included sessions related solely to A+ Basics, CourseWhere for 
Users, CPS – Classroom Performance Systems (clickers), Document Camera, ExamView, JPAMS 
Gradebook, and WorldBook. 
 
RECOMMENDATION: 
 
Expand instructional technology professional development to include offerings at all skill levels 
to ensure teachers move beyond basic use of the equipment.  
 
Providing models that highlight student-centered use and application of technology tools gives 
teachers a foundational understanding of appropriate instructional technology. Clearly 
communicating expectations of instructional technology use at all levels of teacher development 
allows teachers to move along the continuum of technology implementation and integration.  
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
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6.4 INSTRUCTIONAL TECHNOLOGY 

 
In a recent webinar, the nation’s director of education technology called on schools to replace 
textbooks with mobile learning devices, and the head of the Federal Communications 
Commission recently said his agency would be voting on whether to lift some restrictions on the 
use of federal e-Rate funds to help deliver broadband access to more students. 
 
Investments in broadband access and mobile learning devices are essential to helping students 
learn the skills they’ll need to compete on a global scale, said panelists during “Back to School: 
Learning and Growing in a Digital Age,” hosted by Common Sense Media, the Children’s 
Partnership, PBS Kids, and the University of Southern California’s Annenberg Center on 
Communication Leadership and Policy. 
 
The conference identified thee imperatives for U.S. education today:  
 

∗ every child should be digitally literate before graduating from high school; 

∗ all parents must be informed about their children’s digital media lives; and  

∗ every classroom needs to be a 21st Century learning environment. 

The NETS and Performance Indicators for Students fall within six areas of educational technology 
standards: 
 

∗ Creativity and Innovation -- Students demonstrate creative thinking, construct 
knowledge, and develop innovative products and processes using technology. 

∗ Communication and Collaboration -- Students use digital media and environments to 
communicate and work collaboratively, including at a distance, to support individual 
learning and contribute to the learning of others. 

∗ Research and Information Fluency -- Students apply digital tools to gather, evaluate, and 
use information. 

∗ Critical Thinking, Problem Solving, and Decision Making -- Students use critical thinking 
skills to plan and conduct research, manage projects, solve problems, and make informed 
decisions using appropriate digital tools and resources. 

∗ Digital Citizenship -- Students understand human, cultural, and societal issues related to 
technology and practice legal and ethical behavior. 

∗ Technology Operations and Concepts -- Students demonstrate a sound understanding of 
technology concepts, systems, and operations. 

The Louisiana State Department of Education shares ISTE’s belief in the importance of 
educational technology, a need for leadership and defined standards for student success. The 
Louisiana State Department of Education bases the state educational technology standards on 
ISTE NETS and Performance Indicators for Students and the Louisiana State Content Standards. 
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The intent of the standards is to support the state’s educational technology goal, “All Louisiana 
educators and learners will benefit from technology-rich environments that support student 
achievement and produce lifelong learners able to succeed in an information society.”  
 
ISTE additionally addressed standards and performance indicators for teachers to ensure student 
success in the use of educational technology, saying: 
 

Effective teachers model and apply the National Educational Technology Standards 
for Students (NETS) as they design, implement, and assess learning experiences to 
engage students and improve learning; enrich professional practice; and provide 
positive models for students, colleagues, and the community.  

 
The NETS and Performance Indicators for Teachers fall within five areas of educational 
technology standards: 
 

∗ Facilitate and Inspire Student Learning and Capacity -- Teachers use their knowledge of 
subject matter, teaching and learning, and technology to facilitate experiences that 
advance student learning, creativity, and innovation in both face-to-face and virtual 
environments. 

∗ Design and Develop Digital-Age Learning Experiences and Assessments -- Teachers 
design, develop, and evaluate authentic learning experiences incorporating 
contemporary tools and resources to maximize content learning in context and to 
develop the knowledge, skills, and attitudes identified in the NETS. 

∗ Model Digital-Age Work and Learning -- Teachers exhibit knowledge, skills, and work 
processes representative of an innovative professional in a global and digital society. 

∗ Promote and Model Digital Citizenship and Responsibility -- Teachers understand local 
and global societal issues and responsibilities in an evolving digital culture and exhibit 
legal and ethical behavior in their professional practices. 

∗ Engage in Professional Growth and Leadership -- Teachers continuously improve their 
professional practice, model lifelong learning, and exhibit leadership in their school and 
professional community by promoting and demonstrating the effective use of digital 
tools and resources. 

FINDING 6-12 
 
According to the MCS Educational Technology Plan, all schools have a 30-station instructional 
computer lab, at least one computer per classroom, and three mobile teaching stations for 
whole group instruction. Other equipment including digital cameras and scanners are available. 
Some schools have additional mobile labs, interactive whiteboards, and student response 
systems.  
 
Teachers have access by checkout to Computers on Wheels, probeware, digital camera packs, 
student response systems, Global Positioning Systems (GPS), proscopes, laptops, and projectors.  
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In a staff survey, when asked about access to computers and other technology, over 55 percent 
of respondents agreed or strongly agreed that all schools had access. Exhibit 6-12 shows one type 
of student access to MCS technology. 

Exhibit 6-12 
Classroom Computer Stations 

 
   Source: Prismatic, April 2011 
 
COMMENDATION 
 
Monroe City Schools is commended for its efforts to make technology equipment available to 
schools, classrooms, and students. 
 

FINDING 6-13 
 
In the district, there is no clear understanding of what is meant by technology integration. When 
asked what challenges they face in assisting teachers with technology integration, one focus 
group of technology coaches shared their frustration that teachers are not doing project-based 
learning, but rather add a little technology in place of true integration. Additional comments 
cited a lack of student-centered use of technology. A second focus group of technology coaches 
noted challenges in getting teachers to use the technology appropriately and use skills learned in 
training sessions. Currently no formal or informal methodology exists to determine if teachers 
are applying the skills learned in training and after receiving equipment. 
 
According to EDUTOPIA: 
 

Integrating technology into classroom instruction means more than teaching basic 
computer skills and software programs in a separate computer class. Effective tech 
integration must happen across the curriculum in ways that research shows deepen 
and enhance the learning process. In particular, it must support four key 
components of learning: active engagement, participation in groups, frequent 
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interaction and feedback, and connection to real-world experts. Effective 
technology integration is achieved when the use of technology is routine and 
transparent and when technology supports curricular goals.9 
 

The Florida Center for Instructional Technology at the University of South Florida developed the 
Technology Integration Matrix in 2009 as a tool to assist schools and school districts in the 
evaluation of technology integration.10 The Matrix also provides teachers with models of how to 
integrate technology into the learning process and instructional practices. The Matrix connects 
the five levels of technology integration (entry, adoption, adaptation, infusion, and 
transformation) with the five characteristics of meaningful learning environments: active, 
constructive, goal directed or reflective, authentic, and collaborative.11  
 
RECOMMENDATION 
 
Create a formal procedure for evaluating the appropriate use of technology.  
 
Implementing this recommendation presents staff with an insight into the meaning of 
integration of technology. A yearlong training calendar of scheduled offerings based on the data 
collected from staff surveys, assessments, and other evaluations provides the foundation to 
develop a formal mechanism to determine needed and desired staff development and additional 
technology purchases. A process to regularly survey staff, students and parent satisfaction with 
district technology use should be employed in order to measure progress and subsequent gaps 
in training and equipment. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-14 
 
Monroe City teachers who participated in on-site focus groups cited a lack of opportunity to 
share and learn collaboratively. When asked about their greatest challenges in technology use, 
implementation and integration, teachers and technology coaches noted a lack of time for 
teacher collaboration. Specifically, one group of technology coaches stated a desire for time to 
share within schools, with curriculum specialists, with technology specialists, and with other 
technology coaches. Teachers learn from their colleagues through modeling best practices and 
by sharing strategies and successes.  
 
Learning is not static or isolated. Teachers need to understand the social contribution to the 
learning process in order to enhance the learning environment effectively. Collaborative or 

                                                 
9 http://www.edutopia.org/technology-integration-introduction 
10 Informally published manuscript, Florida Center for Instructional Technology, University of South Florida, 

Tampa, Florida. Retrieved from http://fcit.usf.edu/matrix/ 
11 Jonassen, D., Howland, J., Moore, J, & Marra, R. (2003). Learning to solve problems with technology: a 
constructivist perspective. Boston, MA: Allyn & Bacon. 
 

http://www.edutopia.org/technology-integration-introduction
http://fcit.usf.edu/matrix/
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cooperative activities expose students and teachers to additional viewpoints and perspectives, 
allowing them to measure their work level against peers without competition and benefit from 
comparison. A successful technology integration model takes advantage of the diversity and 
expertise of staff from a wide variety of disciplines, grade-levels and institutions to develop a 
community of learners. Instructors grow and classroom instruction improves through this 
exposure to collaboration. The professional setting and peer mentoring add to the collaboration 
by building esteem and instilling confidence in teachers, allowing for an embrace of new 
teaching strategies. 
 
The May 2011 issue of eSchool News reported on a research study conducted by MetLife, “Survey 
of the American Teacher: Preparing Students for College and Careers,” (MetLIfe, 2011).  Teachers 
identified resources that impact and address the needs of diverse learners. The top two 
responses involved collaboration and technology. Sixty-five (65) percent of the responding 
teachers believe that opportunities for collaborative teaching have a major impact on their ability 
to address student’s individual learning needs. Sixty-four (64) percent of the teachers surveyed 
cited access to online and other technology-based resources. The teachers viewed technology 
resources as a way to allow for personalizing student learning.  
 
Further supporting the need for collaboration is BECTA research published in 2003. The report 
lists a need for “sharing of ideas and resources among teachers” as a factor for effective use of 
technology. Additionally, a core belief of Learning Forward, formerly the National Staff 
Development Council, is “Schools' most complex problems are best solved by educators 
collaborating and learning together.” 
 
RECOMMENDATION 
 
Create scheduled opportunities for teachers to collaborate regarding technology and software 
use, curriculum integration, the appropriate applications for grade level and content skills, and 
for remediation and intervention.  
 
All learners, including teachers, benefit from sharing ideas, viewpoints, and perspectives. 
Successful technology integration builds on the diversity and expertise of learners from a wide 
variety of disciplines, grade-levels, and institutions and generates an active community of 
learners. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-15 
 
The model of technology coaches at each site is currently not working effectively. Schedule 
dilemmas and teaching responsibilities prevent technology coaches from meeting the prevalent 
needs of instructors for immediate and timely assistance. Moreover, the district already has a 
department charged with technology support. 
 
Teachers noted uncertainty as to who to contact for equipment support. Technology coaches 
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cited challenges in assisting teachers with troubleshooting during the school day. Staff surveys 
indicated a frustration with the lack of expediency in fixing classroom technology issues. Survey 
and focus group respondents suggested technicians work to be proactive with equipment fixes 
rather than reactive. 
 
MCS technology coaches are classroom teachers who receive a small stipend in exchange for 
extra duty. In Prismatic focus groups, technology coaches noted they spend most of their time 
troubleshooting equipment rather than supporting curriculum integration and teacher 
development. According to their extra-duty contract and job description, technology coaches are 
available only before or after school. Teachers do not tend to stay after school, but require 
assistance during the school day for both equipment concerns and integration assistance.  
 
RECOMMENDATION 
 
Replace districtwide technology coaches with one additional full-time technology integration 
specialist in the instructional technology department. 
 
Confusion exists across the district concerning responsibilities for technology troubleshooting 
and support. Maintaining district equipment and troubleshooting assistance should be handled 
through the MIS department. Roles and responsibilities of district technology staff should be 
clearly communicated to administrators, instructors, and staff at school sites. 
 
FISCAL IMPACT 
 
Currently, the district pays $300 per month for 10 months each year to 19 technology coaches. 
Assuming benefits of approximately 20 percent, this costs the district $68,400 per year ($300 x 
10 x 19 x 1.2). Adding a technology integration specialist position will require approximately 
$54,000 per year, plus benefits of 30 percent.  
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate 
technology coach 
stipends 

 
$68,400 

 
$68,400 

 
$68,400 

 
$68,400 

 
$68,400 

Add technology 
integration 
specialist 

 
($70,200) 

 
($70,200) 

 
($70,200) 

 
($70,200) 

 
($70,200) 

TOTAL ($1,800) ($1,800) ($1,800) ($1,800) ($1,800) 
 

FINDING 6-16 
 
Confusion exists in job titles, descriptions, and responsibilities within the instructional technology 
department.  
 
In the instructional technology department, three full-time staff members are charged with 
assisting teachers with appropriate technology use, classroom integration, and project 
development. All three report to the supervisor of instructional technology, but each has a 
different job title: teacher assistant, telecommunications facilitator, and teacher trainer.  
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The IT staff members were asked to articulate their job responsibilities during on-site interviews. 
Each listed the same activities and responsibilities. Two positions focus on instructors at the 
elementary level and the third works with secondary teachers. Analysis of respective job 
descriptions revealed only subtle differences. All positions require a Masters in Education, 
background in instructional technology, and a minimum of five years’ teaching experience. 
Salaries are comparable. Although the job description for the telecommunications facilitator lists 
performance responsibilities for online and distance learning activities, this is not currently a 
strong focus; instead the facilitator works primarily with six elementary schools on technology 
integration. The only online activities noted during the interview were a minimum of work on the 
district website. That responsibility, according to feedback in the interview, is now with the MIS 
department. 
 
Adding to the confusion of job descriptions and job responsibilities is a discrepancy within the 
instructional support services division. The leadership role in the instructional technology 
department holds the title of supervisor of instructional technology and reports to the 
superintendent. Several other positions under the instructional support services division have 
titles of project director, manager, or coordinator. Specific examples include the GEAR UP 
project director and the Safe Schools project director. All three positions fall on the central 
administrators’ salary schedule and in range 3. While the STAR program director and the 21st 
Century program director fall on the same salary schedule, those positions are classified as range 
2.  
 
RECOMMENDATION 
 
Standardize job titles and job responsibilities. 
 
Confusion exists in job titles, descriptions and responsibilities within the district. Clearly 
communicating staff roles and responsibilities through standardization of job titles and job 
description alleviates any uncertainty or confusion. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-17 
 
MCS students have limited opportunities to learn needed technology skills.  
 
According to the District Plan for Educational Technology, all schools have a 30-station 
instructional computer lab, at least one computer per classroom, and three mobile teaching 
stations for whole group instruction. An elective keyboarding course is offered, teachers are 
assumed to instruct their own students, or students are expected to pick up skills on their own 
according to feedback shared in Prismatic focus groups. Based on focus groups and on-site 
observations, MCS teachers do not feel confident or comfortable instructing students on basic 
technology and literacy skills.  
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In order for students to benefit from technology in the classroom, they need more than access 
to computers. They need basic technology skills and opportunities to practice and use those 
skills. They need skills to think independently and critically while clearly communicating their 
thoughts. They need to be able to work and learn collaboratively. When teachers are in full 
control of the technology and all aspects of the learning process, the growth of students’ 
confidence and skill level is impeded. Teachers should model 21st century skills and learning 
through appropriate use of technology. 
 
The Partnership for 21st Century Learning lays out a framework for outcomes and support 
systems needed for student success in a global economy that includes a “blend of content 
knowledge, specific skills, expertise and literacies.”12 In addition to and in the context of core 
academic skills, students learn essential skills and demonstrate critical thinking, problem solving, 
communication and collaboration. Information, media and technology skills are required in order 
to succeed as a contributing citizen and worker in the 21st Century. 
 
RECOMMENDATION 
 
Create a process to assess student use of, need for, and satisfaction with district technology.  
 
The district should seek to ensure that all students have 21st Century technology skills to enable 
success. When students are expected to develop their own technology skills independent of 
models and guidance from teachers and staff, there is no assurance they will correctly learn 
information and literacy skills or understand appropriate technology interaction with others. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
 

FINDING 6-18 
 
MCS has not taken full advantage of online or distance learning opportunities for its students.  
 
The Louisiana Virtual School offers online classes to MCS students. Teachers reported few 
students participate. Central office staff reported that just 31 MCS students were enrolled in the 
Virtual School at the time of the on-site visit.  
 
All MCS high schools and the instructional technology department have video conferencing 
capabilities. The units for the high schools were purchased last year as part of the district’s effort 
to comply with a US Justice Department mandate to provide equitable course offerings. In 2009-
10, the district taught calculus via intra-district video conferencing. Due to technical and 
scheduling issues, however, no classes were offered this year. The MIS director has been 
addressing problems with the network and the district anticipates being able offer classes again 
next year.  

During Prismatic focus groups, technology coaches and teachers noted that although Moodle is 

                                                 
12 http://www.p21.org 

http://www.p21.org/
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available for online learning, teachers are not utilizing the resource. Additionally, librarians and 
teacher focus groups shared a frustration with blocked instructional Internet sites and the 
process required to get sites approved for classroom and library access. In on-site discussions, 
teachers indicated that although distance learning/video conference equipment is available at 
secondary sites, it is not being used. On-site observations and interviews confirmed this 
feedback. 

In the MCS Plan for Educational Technology, Action Step 5: Support the Use of E-Learning and 
Digital Content states: 

Electronic (E)-learning is more focused on the learner than traditional instruction, 
providing a variety of activities tailored to the individual student and his unique 
learning style. Additionally, the use of multimedia or online information (digital 
content) enhances learning opportunities in a format that engages today’s web-
savvy youth. Teachers and students will have access to high quality supplemental or 
full courses of instruction as well as immediate, current information that engages 
students. 

 
According to a recent report from Sloan-C, online student enrollments in higher education are 
growing faster than overall enrollments (17 percent for online versus 1.2 percent overall). 
Additionally “more than one in four higher education students now take at least one course 
online.”13 Often, districts and states requiring online coursework do so because they view it as a 
necessary preparation for post-secondary success. Colleges and universities have begun to 
embrace online learning as a viable pedagogy. The 2010 Sloan report, based on a survey of 2,500 
colleges and universities, found that 5.6 million mostly undergraduate students took at least one 
online course in the fall 2009 term and that nearly 30 percent of higher education students take 
at least one course online. In the same survey, 63 percent of the responding institutions stated 
that online learning was a “critical part” of their long-term strategy.14  
 
The growth seen in the K-12 market is even more dramatic according to the International 
Association for K-12 Online Learning (iNACOL). In 2008, 30 states and over half the U.S. school 
districts provided online offerings for students with an estimated annual growth of 30 percent 
expected.15 A number of school districts and states are beginning to require high school students 
to complete at least one online course before graduation. Florida’s Digital Learning Now Act16, 
signed in June 2011, requires all incoming students beginning ninth grade in the fall of 2011 to take 
an online course in order to graduate. Florida students can meet this requirement through a 
variety of public and private options. Memphis City Schools in Tennessee enacted a similar 
requirement at the end of 2010, also beginning with the freshmen in fall of 2011. The Memphis 
model includes a variety of internally managed offerings.17 Other states and school districts 
already have similar requirements or are moving in that direction. 
 
                                                 
13 Allen, I.E. & Seaman, J. (2009), Learning on demand: Online education in the United States. Babson 

Survey Research Group. Needham, MA. The Sloan Consortium. 
14 Allen, I.E., and Seaman, J. (2010). Class differences: Online education in the United States, 2010. Babson 
Survey Research Group. 
15 http://www.inacol.org 
16 http://laws.flrules.org/files/Ch_2011-137.pdf 
17 http://www.commercialappeal.com/news/2010/dec/27/mcs-students-to-take-online-courses/ 

http://www.inacol.org/
http://laws.flrules.org/files/Ch_2011-137.pdf
http://www.commercialappeal.com/news/2010/dec/27/mcs-students-to-take-online-courses/
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Project Tomorrow, a nonprofit organization, publishes a national annual research project, 
“Speak Up.” The purpose of the “Speak Up” project is to collect and report feedback from 
students, parents, and teachers on key educational issues and raise awareness of those issues. 
The latest research report, “Learning in the 21st Century: 2010 Trends Update,” points to online 
learning as the center of students’ vision for 21st century education. Three essential elements 
make up the new vision students have for learning, “learning that is socially-based, un-tethered 
and digitally rich.” Other key trends cited include:  

∗ the number of students taking online courses for credit since the 2008 report – almost 
double; an increase in teachers teaching online – almost triple; 

∗ an administrative shift from teacher professional development to student online courses; 
and 

∗ a growth in parents’ personal and professional experiences with online learning.  

While those statistics point to a growth and greater acceptance of online learning, gaps still 
exist.  
 
Commonalities exist in the research cited that are pivotal for educational entities and specifically 
MCS’s online learning success. Online learning is an accepted delivery system for education, 
teaching, and learning. Learner demands for offerings that are collaborative, flexible, and 
appropriately use new technologies will continue to grow. In order to be successful, schools 
must continue to prepare and equip staff to meet the demands while providing and supporting 
students with opportunities to learn online.  
 
RECOMMENDATION 
 
Expand and employ existing online and distance learning opportunities for students. 
 
Though Louisiana Virtual School online classes, distance learning/video conference equipment, 
and Internet access are available to MCS students, these resources are not being fully used in the 
district. The growth of Internet usage and widespread access makes providing increased and 
varied learning options for students not only possible but expected. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. Prismatic believes that 
providing access to online and distance learning will not only expand student learning 
opportunities, but also likely reduce the need for in-classroom teachers of traditionally low 
enrollment subjects. This should lead to a cost savings for the district. 
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Operations  
 

 
This chapter reviews the non-finance areas organized within Monroe City Schools’ (MCS) under 
the chief financial officer: facilities, general maintenance, custodial/warehouse, food services, 
and transportation. It is organized into four main sections: 

 
7.1   Facilities Utilization 
7.2 Facilities Organization and Management 

7.2.1 General Maintenance 
7.2.2  Custodial/Warehouse Services 

7.3 Food Services 
7.4 Transportation 
 

All of these functions are organized as shown in Exhibit 7-1. The finance and purchasing/accounts 
payable functions under the chief financial officer were reviewed in Chapter 5 of this report. 
 

Chapter 
7 
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Exhibit 7-1 
Monroe Operations Organization Chart 

Chief Financial Officer
 

Finance
 

Purchasing and Accounts 
Payable

 

Transportation
 

Custodial, Warehouse, 
and Energy

 

School Food Service
 

General Maintenance
 

Fleet Maintenance
 

Drivers and 
Attendants

 

Grounds 
Maintenance

 

Construction
 

Facilities 
Maintenance

 

Custodians
 

Warehouse and 
Delivery

 

Energy Management
 

 
Source: MCS Human Resources Department, April 2011. 
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7.1 FACILITIES  UTILIZATION 

Well-planned facilities are based on the educational program and on accurate student enrollment 
projections. The design process should have input from all stakeholders, including administrators, 
teachers, security specialists, parents, students, and the maintenance and operations staff. The 
selection of building materials, hardware, mechanical, electrical, and plumbing systems, and of other 
major building components, should be made according to life cycle cost analyses for an optimum total 
cost of construction, operations, and maintenance. The maintenance and operation of the facilities 
must be accomplished in an efficient and effective manner in order to provide a safe and secure 
environment that supports the educational program, and efficiently utilizes the school system’s 
resources. Efficiencies and economy of management and operation are critical to ensuring that 
resources for direct instruction are maximized. 

The facilities are maintained by the district maintenance and custodial departments. Unlike many other 
districts, the maintenance and custodial departments are supervised by two separate administrators. 

Exhibit 7-2 shows the responses on Prismatic’s staff survey related to facilities use and management. 
As shown, staff largely agreed that: 

∗  schools are well-maintained; and 

∗ emergency maintenance is handled promptly. 

However, employees were almost equally divided regarding the question of the efficiency of the 
process for requesting a repair with 33 percent agreeing that it is inefficient and 26 percent disagreeing. 
Also, 35 percent agreed/strongly agreed that “facility repairs are made in a timely manner” with 31 
percent who disagreed/strongly disagreed. 

Exhibit 7-2 
Prismatic Staff Survey Related to Facilities Use and Management 

Statement 
Strongly 

Agree Agree 

Don’t 
Know/No 
Opinion Disagree 

Strongly 
Disagree 

Our schools have sufficient space and 
facilities to support the instructional 
programs. 

8.2% 38.4% 17.6% 28% 7.9% 

Schools are well-maintained. 10.4% 45.1% 15.7% 22% 6.8% 
The process for requesting a facility repair is 
inefficient. 9.4% 23.8% 40.9% 23.1% 2.8% 

Facility repairs are made in a timely manner. 4.5% 30.5% 34% 21.6% 9.4% 
Emergency maintenance is handled 
promptly. 9.5% 43.4% 35.2% 9.4% 2.5% 

Source:  Prismatic Survey, 2011. 

MCS consists of three high schools, three middle/ junior high schools, 12 elementary schools, a K-12 
school, a Career Development Center, and the district administrative compound, which includes the 
central office, district maintenance offices, two warehouses, and transportation facilities. The 1952 
Sherrouse School houses district special services. The oldest school is Barkdull Faulk Elementary 
School, originally constructed in 1920, followed by Neville High School in 1930. The newest facility is the 
Career Development Center, built in 2003. Most of the rest were built between 1951 and 1967. A 1994 
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bond issue funded renovations on the majority of the older facilities. Additionally, Cypress Point 
Elementary and Madison James Foster Elementary were built in 1997 and 1998. 

Exhibit 7-3 tabulates MCS facilities, year of construction, year of remodeling, gross square footage, and 
other facility data. The current district office and four portables are excluded since they will be vacated 
before 2011-12. District data regarding the number of classrooms in each building, construction type, 
and the acreage at each school were not available. 
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Exhibit 7-3 
MCS School Facilities 

2010-11 
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Barkdull Faulk 1920 1999 425 33,531 - - 33,531 
Berg Jones 1967 1997 575 46,324 - - 46,324 
Carver 1952 1996 550 46,282 1 648 46,930 
Clara Hall 1952 1998 575 48,206 - - 48,206 
J.S. Clark 1952 1997 600 48,206 - - 48,206 
Cypress Point 1997 N/A 575 51,265 - - 51,265 
Madison James 
Foster 1998 N/A 600 54,000 - - 54,000 
Jefferson 1956 2000 600 52,860 - - 52,860 
Lexington  1951 1996 750 58,685 3 4,860 63,545 
Lincoln  1962 1995 625 61,771 - - 61,771 
Minnie Ruffin 1962 1995 700 43,510 1 2,700 46,210 
Sallie Humble 1961 1995 600 52,820 - - 52,820 
Elementary School Subtotals 7,175 597,460 3  605,668 
Carroll Jr. High 1957 2001 600 68,503 - - 68,503 
Lee Jr. High 1956 1997 700 75,530 - - 75,530 
ML King Middle 1963 1999 900 102,359 - - 102,359 
Middle School/Junior High Subtotals 2,200 246,392 - - 246,392 
Carroll High 1957 1997 900 131,609 - - 131,609 
Neville High 1930 1996 1,000 134,744 - - 134,744 
Neville High Gym 1995 N/A - 24,000   24,000 
Wossman High 1966 1996 1,100 184,574 - - 184,574 
High School Subtotals 3,000 474,927 - - 474,927 
Career Development 
Center 2003 N/A  9,858   9,858 

Sherrouse K-12 1952 2003 125 39,595 1 
648 Used 

for storage 40,243 
Food Service, 
Maintenance and 
Warehouse 
Department  N/A N/A 12,780 - - 12,780 
Transportation and 
Warehouse  N/A N/A 15,689 N/A  15,689 
New Central Office 
under construction 2011 N/A N/A 12,096 N/A N/A 12,096 
Other Facility Subtotals  94,664 - - 90,666 
TOTAL  815,983 8 8,856 1,417,653 

Source: MCS Maintenance Department, April 2011, and Prismatic calculations. 
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FINDING 7-1 

The district has not addressed its declining enrollment and subsequent reduced need for school 
facilities. Current facilities have an estimated capacity of 12,500 students but enrollment was just 8,687 
at the end of the 2009-10 school year. Excluding the Sherrouse school, the district buildings have a 
student capacity of 12,375. 

As Exhibit 7-4 shows, student enrollment has declined by four percent in the past five years, a loss of 
365 students. All but a few schools lost enrollment, indicative of a districtwide trend. 
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Exhibit 7-4 
MCS School Enrollments Over Time 

School 
2005-

06 
2006-

07 
2007-

08 
2008-

09 
2009-

10 
% Increase/ 
(Decrease) 

Barkdull Faulk 294 291 287 270 273 (7%) 
Berg Jones 416 381 335 397 396 (5%) 
Carver 362 381 429 461 440 22% 
Clara Hall 427 384 371 347 321 (25%) 
J.S. Clark 516 521 512 439 435 (16%) 
Cypress Point 459 446 435 440 474 3% 
Madison James Foster 399 385 424 429 417 5% 
Jefferson 256 234 234 238 217 (15%) 
Lexington  540 563 606 637 629 16% 
Lincoln  547 492 523 419 464 (15%) 
Minnie Ruffin 537 517 483 528 567 6% 
Sallie Humble 453 429 449 461 478 6% 
Elementary School Subtotal 5206 5024 5088 5066 5111 (2%) 
Carroll Jr. High 455 379 364 374 348 (24%) 
Lee Jr. High 442 466 536 485 433 (2%) 
ML King Middle 662 673 603 555 577 (13%) 
Middle School/Junior High Subtotal 1,559 1,518 1,503 1,414 1,358 (13%) 
Carroll High 629 624 563 560 525 (17%) 
Neville High 831 828 800 803 868 4% 
Wossman High 628 584 582 584 625 0% 
High School Subtotal 2,088 2,036 1,945 1,947 2,018 (3%) 
Career Development Center 58 79 68 59 50 (14%) 
Sherrouse K-12 59 75 63 57 75 27% 
Other Sherrouse 63 58 76 91 75 19% 
Other Subtotal 199 216 207 207 200 1% 
TOTAL 9,052 8,794 8,743 8,634 8,687 (4%) 

 Source: MCS MFP Student Membership Reports, 2006-07 through 2009-10. 

As Exhibit 7-5 shows, schools at all levels are under capacity: 

∗ at an average building capacity of 504 students at the elementary level and a surplus of more 
than 2,000 seats, the district is has approximately four more elementary schools than is 
necessary at the current enrollment level; 

∗ at the middle/junior high level, the district has 842 more student seats than are currently 
enrolled—equivalent to an entire middle school; and 

∗ at the high school level, there are 982 more seats than students – equivalent to an entire high 
school. 
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Exhibit 7-5 
Comparison of Capacity and Enrollment 

School Bldg. 
Capacity 

2009-10 
Enrollment 

% 
Over/(Under) 

Capacity 
Barkdull Faulk 425 273 -36% 
Berg Jones 575 396 -31% 
Carver 550 440 -20% 
Clara Hall 575 321 -44% 
J.S. Clark 600 435 -28% 
Cypress Point 575 474 -18% 
Madison James Foster 600 417 -31% 
Jefferson 600 217 -64% 
Lexington  750 629 -16% 
Lincoln  625 464 -26% 
Minnie Ruffin 700 567 -19% 
Sallie Humble 600 478 -20% 
Elementary School Subtotal 7,175 5,111 -29% 
Carroll Jr. High 600 348 -42% 
Lee Jr. High 700 433 -38% 
ML King Middle 900 577 -36% 
Middle School/Junior High Subtotal 2,200 1,358 -38% 
Carroll High 900 525 -42% 
Neville High 1,000 868 -13% 
Wossman High 1,100 625 -43% 
High School Subtotal 3,000 2,018 -33% 
TOTAL 12,375 8,487 -31% 

 Source: MCS Maintenance Department, April 2011, and MCS MFP Student Membership Report, 2009-10. 

At the time of the on-site work for this study, the district was in negotiations to have another firm 
complete demographic projections. The May 2011 Initial Report from that firm indicated that a 
decrease in student population over the next five years. The district is expected to lose 653 students 
between 2010 and 2015. The results of the demographic study should be considered in conjunction 
with facility capacities. 

While enrollment has been decreasing, district costs related to school operations have been rising. A 
trend analysis for 2003 through 2010 shows that plant services increased during that time by 
approximately $2.5 million. At the same time, transportation costs increased from approximately $2.5 
million to $3.75 million and costs related to school administration increased from about $3.25M million 
to $5 million. 

RECOMMENDATION 

Develop capacity/enrollment thresholds for each school. 

The district has so many more seats than students that consolidating its student enrollment into fewer 
schools would enable it to reap sizable savings. If the current enrollments remain steady or at least do 
not increase the district could potentially close: 

∗ four elementary schools; 
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∗ one middle/junior high school; and  

∗ one high school. 

The separate facilities study under consideration will guide the district in determining which facilities 
are the most costly to maintain and/or upgrade. This is particularly important as the district will face 
the need for a new bond referendum in 2014. Having a sound long-range plan and related justifications 
for facilities needs will place the district in a better position to convince the public of the need for the 
bond. The district should assess the condition of facilities at each level and close the schools in the 
greatest need of refurbishment and with the highest maintenance costs. 

Annual utility costs for all district facilities were $2,993,776 in 2009-10. These, transportation, and 
related costs should be taken into consideration as the district plans to reduce costs by maximizing its 
facilities usage. Should the district consider consolidating schools, associated expenses could be 
reduced by: 

∗ elimination of administrative positions; 

∗ elimination of custodial positions; 

∗ elimination of paraprofessional positions; and 

∗ possible elimination of some teaching positions. 

Prismatic does not recommend that any schools be closed in 2011-12. As part of determining which 
schools to close, the district will need to undertake a student attendance zone study, also called a 
redistricting study. This will assist the district in determining the best attendance boundaries to 
address future enrollment trends, minimize transportation costs, and balance student demographics 
such as free and reduced lunch status. Such a study typically requires at least six months, meaning that 
the earliest any schools could be closed would be July 2012. 

FISCAL IMPACT 

The savings to be realized from closing schools include utilities, water, grounds maintenance, 
maintenance costs, and staffing, as well as the costs of transporting students to the schools. The 
specific amount of savings would depend on the number of schools closed. For illustrative purposes 
only, Prismatic calculated the savings from consolidating two elementary schools, Jefferson and Clara 
Hall by the closure of Jefferson, which has the district’s smallest enrollment. Costs are conservative to 
give the board an understanding of potential savings it could garner from consolidating additional 
schools.  

Salaries are calculated at the average of steps for each position. Lowest paid positions are also used 
(for instance a non-degreed computer operator and a nurse with an LPN). Jefferson’s student body of 
217 could be added to Clara Hall’s of 321 for a total enrollment of 538, still below Clara Hall’s capacity of 
575. Prismatic does not propose eliminating any of the special education paraprofessionals or the 
three speech therapists, although some may ultimately not be needed, as the specific needs of the 
consolidated special education student population is considered. Positions included as teaching 
include librarian, reading intervention, three safe schools positions, a PE teacher, and a music teacher. 
Since it appears from data provided Prismatic that the two schools serve different grade levels, no 
other positions are being proposed to be eliminated, although there is the likelihood that other classes 
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can be consolidated. Teachers’ salaries are figured in middle of the salary steps at the Bachelors’ level; 
including benefits of approximately 30 percent, the annual cost per position is $59,825. 

As shown below,  a conservative total estimate for annual savings from consolidating two elementary 
schools is $739,499. Additional savings would be realized by further consolidating schools to more 
closely meet school capacities.  

A first step in implementing this recommendation is to complete a redistricting study. Such a study 
could be completed for approximately $75,000. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate 1 administrative 
position $0 $73,402 $73,402 $73,402 $73,402 

Eliminate seven teaching 
positions $0 $418,775 $418,775 $418,775 $418,775 

Eliminate one nurse position $0 $21,467 $21,467 $21,467 $21,467 
Eliminate one building 
supervisor position $0 $26,027 $26,027 $26,027 $26,027 

Eliminate one 8-hour 
custodial position $0 $21,218 $21,218 $21,218 $21,218 

Eliminate three 6-hour 
custodial positions $0 $48,513 $48,513 $48,513 $48,513 

Eliminate one cafeteria 
manager $0 $20,567 $20,567 $20,567 $20,567 

Eliminate one cafeteria 
technician position $0 $16,444 $16,444 $16,444 $16,444 

Eliminate one secretarial 
position $0 $19,168 $19,168 $19,168 $19,168 

Eliminate utility costs $0 $53,637 $53,637 $53,637 $53,637 
Eliminate non-degreed 
computer operator $0 $20,281 $20,281 $20,281 $20,281 

Complete redistricting study ($75,000) $0 $0 $0 $0 
TOTAL ($75,000) $739,499 $739,499 $739,499 $739,499 

 

FINDING 7-2 

During the summer, MCS operates the majority of its schools for summer programs. Data provided by 
MCS show that eight of its elementary schools, two of its three middle/junior high schools, and two of 
its three high schools are open and serving students. Estimates provided by district staff of the 
numbers served at each school are shown in Exhibit 7-6. 
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Exhibit 7-6 
MCS Summer School Enrollments 

School School Capacity 
Estimated Summer 

Enrollment 
Enrollment as Percent 

of Capacity 
Clara Hall  575 200 35% 
Barkdull Faulk 425 150 35% 
Minnie Ruffin 700 200 29% 
Berg Jones 575 300 52% 
Carver 550 250 45% 
Lincoln 625 250 40% 
Madison James Foster 600 125 21% 
Sallie Humble 600 125 21% 
Total Elementary Enrollment 4,650 1,600 34% 
ML King Middle 900 150 17% 
Carroll Jr. High 600 200 33% 
Total Middle/Jr. High Enrollment 1,500 350 23% 
Carroll High 900 200 22% 
Neville High 1,000 90 9% 
Total High School Enrollment 1,900 290 15% 
Total Summer Enrollment 8,050 2,240 28% 
Source: MCS summer school staff, April 2011. 

The data show again that school capacities would allow consolidation of summer enrollments at all 
levels, saving the district utility costs. Instead of having eight elementary schools open for students, 
three schools could accommodate the estimated student enrollments. At both the middle/junior high 
and high school levels, all students could be served in one school at each level or potentially 
consolidated into one school. 

RECOMMENDATION 

Consolidate summer school programs into fewer schools. 

The district has taken measures to try to reduce energy costs in the summer by only running air 
conditioning certain hours, based on school schedules. However, with skeleton staff in the summer 
and MCS schools located so near each other, the district should consolidate summer programs to the 
greatest extent possible -- one high school, one middle/junior high school, and at most two elementary 
schools. One factor to consider in the decision regarding where summer school would be offered 
should be that the offices of the remaining schools have their own controls so that a whole wing does 
not need to be cooled when the principal is there without summer school. 

FISCAL IMPACT 

Basing savings on electricity costs alone, savings for each school are estimated conservatively at 1/12 of 
total energy costs per school. Summer programs last one month from June 1-30. However, there will 
be some utility costs for operating the air conditioning to keep the schools dry and offices open 
regardless of summer programs. Costs for water and consumables such as paper towels and toilet 
paper would likely remain the same and funds should be allocated to the schools that are serving the 
students. 

Exhibit 7-7 shows electricity costs for the schools open for summer school. 
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Exhibit 7-7 
Energy Costs for Schools Hosting Summer Programs 

School Annual Utility Expenses  One Month’s Expenses 
Clara Hall  $59,752 $4,979 
Barkdull Faulk $54,365 $4,530 
Minnie Ruffin $38,125 $3,177 
Berg Jones $64,042 $5,337 
Carver $70,301 $5,858 
Lincoln $75,413 $6,284 
Madison James Foster $60,042 $5,004 
Sallie Humble $62,027 $5,169 
Average Elementary Expenses $60,508 $5,042 
ML King Middle $93,227 $7,769 
Carroll Jr. High $92,403 $7,700 
Average Middle/Jr. High Expenses $92,816 $7,735 
Carroll High $145,625 $12,135 
Neville High $217,136 $18,095 
Average High School Expenses $181,381 $15,115 
Total Expenses $1,032,458 $86,037 

Source: Created by Prismatic from data provided by MCS, April 2011. 

Assuming the consolidation of summer school in one high school, one middle/junior high school, and 
two elementary schools, the district’s new summer school utilities costs would be: 

∗ average for two elementary school costs of $10,084; 

∗ average of one middle/junior high cost of $7,735; and 

∗ average of one high school average cost of $15,115. 

Together these total $32,934. Compared to the current estimate of $86,037, the district would realize 
an annual savings of $53,103. 

Additional savings could be realized by selectively choosing the schools with the lowest utility 
costs to offer summer programs in. Still more potential savings could be realized in reduced 
energy, custodial, and maintenance costs.  
 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Consolidate summer 
programs $53,103 $53,103 $53,103 $53,103 $53,103 
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7.2 FACILITIES ORGANIZATION AND MANAGEMENT 

FINDING 7-3 

The organizational structure of the MCS maintenance, custodial, and facilities functions creates 
barriers to efficiency and effectiveness. There are two individuals who are responsible for the 
separate functions of custodial/warehouse and general maintenance. Both managers report to 
the chief financial officer.  

In most districts Prismatic has reviewed, the custodial and maintenance functions are the 
responsibility of one department so that all building-related tasks are seamlessly coordinated. 
This ensures both custodial and maintenance staff meet and work together to coordinate, 
schedule, and address facility needs as well as receive some joint training. It also places authority 
for all planning and operations related to facilities in one person’s hands.  
 
Staff cited specific problems presented by the current dichotomy in MCS. Particularly with 
custodial staff, there is ambiguity regarding supervision and direction. In some cases, principals 
assign staff, set schedules, and determine tasks to be accomplished. In others, the manager 
does. Although the two managers do meet together, there is little clearly articulated 
differentiation of responsibilities between maintenance and custodial staffs. It is often unclear 
what custodians are to do before submitting a work order for maintenance intervention. There is 
also a lack of clarity regarding standards of acceptable work product.  
 
Apparently, there are also different procedures for staff to earn compensatory or overtime in 
each department, although processes are supposed to be standard throughout the district. 
There are also activities that are currently completed by maintenance staff that would be more 
efficiently and effectively done on-site by custodians. For example, two maintenance staff 
members spend all of their time changing the air conditioning filters in the district’s buildings. 
This is a task that, provided filters in a timely fashion, custodians could do on their own 
schedules. 
 
RECOMMENDATION 
 
Merge all functions related to facilities into one building services department and clarify 
responsibilities.  
 
Implementing this recommendation would place the district in the position of: 
 

∗ being better able to cross-train both custodial and maintenance staff so that there is a 
seamless understanding of where responsibility for specific tasks resides; 

∗ create an understanding among all staff responsible for facilities of how their roles mesh 
and how they can support each other for facilities in which they can all take pride; 

∗ coordinate training; 

∗ heighten the opportunity for uniform expectations related to building upkeep, care, 
preventive maintenance, and cleanliness; and 
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∗ better utilize all staff. 

Using two full-time staff members to do nothing other than change air filters is not an effective use of 
personnel when there are staff on-site who can change filters in the regular conduct of their jobs 
without the additional travel costs, salaries, and benefits of two district-level staff devoted to that task 
only.  

The two positions of manager should be eliminated and converted to a director of building services. 
That position should report to the chief operations officer.  

FISCAL IMPACT 

Consolidation of maintenance and custodial operations into the hands of one position would result in 
savings of one manager’s position. The average of the expense of all steps for the positions is $64,135 
including benefits of approximately 30 percent. The average salary for managers, directors, and 
supervisors is $97,475 including benefits of approximately 30 percent. The average of steps and 
related benefits for a Maintenance I position is $33,835. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate two manager 
positions $128,270 $128,270 $128,270 $128,270 $128,270 

Add a director of building 
services position ($97,475) ($97,475) ($97,475) ($97,475) ($97,475) 

TOTAL $30,795 $30,795 $30,795 $30,795 $30,795 
 

FINDING 7-4 

As of April 2011, the district was appropriately staffed in maintenance staff. 
 
There are 15 maintenance staff members in the MCS department, excluding the finance clerk. 
National standards in the National Center for Educational Facilities1 show that the national 
median square footage maintained by each full-time maintenance worker is 92,074. Based on 
square footage data provided by the district, the formula indicates that the current 15 full-time 
positions are adequate without the need for the seasonal workers it hires with little 
accountability for work performance and quality. 
 
Staffing data from districts selected as peers were not useful in comparing maintenance staff as 
they ranged from eight to 30 in a department. 
 
The district is currently planning on adding a chiller mechanic to continue the preventive maintenance 
on its HVAC systems that were formerly performed by outside vendors. Adding this position would 
increase the overall number of maintenance staff. 

 

                                                 
1 http://www.ncef.org/ds/statistics.cfm# 

http://www.ncef.org/ds/statistics.cfm
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RECOMMENDATION 
 
Maintain maintenance staffing at the current level, as long as facility square footage does not 
change. 
 
Prismatic does not recommend expanding the head count in the maintenance department. If the 
chiller mechanic position is determined to be critical, one of the existing maintenance worker 
positions should be eliminated. 
 
FISCAL IMPACT 
 
By maintain staffing at the current level, the district will avoid the currently planned expense of an 
additional maintenance position. The average of steps and related benefits for a Maintenance I 
position is $33,835. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate one maintenance 
position or do not fill the 
chiller mechanic position 

$33,835 $33,835 $33,835 $33,835 $33,835 

 
 
FINDING 7-5 

There is little training provided staff in departments supporting facilities. Most training 
custodians receive is conducted by vendors and is infrequent. Occasionally, the fire marshal 
meets with them to review “do’s and don’ts” and district representatives present information 
about safety related to mixing chemicals. Staff noted that training is periodic and not necessarily 
annual. There is no evidence of training regarding procedures related to safe handling of blood-
borne pathogens or care in cleaning science labs and potentially hazardous chemicals.  
 
In 1991, the Occupational Safety and Health Administration created standards because of a 
significant health risk associated with exposure to viruses and other microorganisms that cause 
bloodborne diseases. Training has been encouraged nationally since then for health care workers 
and other personnel such as school custodians who may be exposed in their daily jobs.  
 
MCS custodians are not trained in minor preventive maintenance skills that would possibly 
eliminate some work orders from being written. Maintenance staff is not cross-trained to 
perform each other’s job responsibilities. This would enable them to assist each other with 
extensive jobs or work together when there is a greater need in one area than another. In 
districts where cross-training occurs, benefits include greater efficiency as well as enhanced 
pride and sense of commitment among staff. 
 
Neither the director of custodial, warehouse and energy, the maintenance director, nor their 
staffs have taken any FEMA courses to equip them to respond to emergencies. Training would 
better prepare staff to assess building vulnerability to hazardous events, plan for quick response 
to emergencies, and minimize exposure. School staff is an essential team member in working 
closely with law enforcement, fire and other emergency responders, and local, state, and federal 
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resources to respond to incidents. Specific, current documentation of building details are also 
essential for effective emergency responsiveness. 
 
During the site visit, the facilities member of the Prismatic team visited all middle/junior and high 
schools. While some schools were exceptionally clean, others did not reflect similar levels of 
cleanliness and care. The likely cause of these disparities relates to training, either of the custodians 
themselves in methodologies or of the building supervisors in supervision and coaching. 

RECOMMENDATION 

Identify skills and procure regular related training for all staff in departments supporting facilities. 

Using vendors for training can provide needed skills and knowledge. However, they should not be the 
sole source of training and should be invited as the result of an analysis of training needs among staff, 
not because of convenience or their desire to sell their products. District leaders should identify key 
areas of need with respect to custodial and maintenance needs and related training that would put 
the district in a more proactive position to address them. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources. 

7.2.1 MAINTENANCE 

FINDING 7-6 

The MCS work order system for general maintenance is paper-based. Although the maintenance 
secretary manages records in a conscientious manner, the lack of an electronic system is time-
consuming and inefficient.  

The maintenance secretary has created her own systems of accountability that enable her to track 
many maintenance-related items such as renewal dates of licenses, tools assigned to each vehicle and 
other inventories, and gas records, but there is no procedural or organizational accountability for 
maintenance staff to uniformly report specific work details. At present, principals, their designees, or 
building supervisors fax requests for work orders into the maintenance office. The secretary then 
types the work order according to school. The maintenance director then assigns the project to a staff 
member. The secretary attempts to keep track of individual’s hours on the job and by school, but 
records she receives are not always timely or complete. Thus, she cannot effectively track all man 
hours and project costs. Monthly, she reconciles records of general expenditure categories such as 
locks, by school, purchase order (PO), and vendor in organized notebooks. So, in effect, the only 
maintenance record-keeping system in use is a set of three-ring binders. This system is limited in its 
ability to track maintenance actions conducted by individual maintenance technicians. It is also 
completely dependent upon a single person in the office.  

District documents show that the average time to close out requests for work orders was 
one to three days and that the department had a 90 percent completion rate for all 
requests. However, representatives interviewed in schools gave varied responses 
regarding the length of time or the number of times they needed to submit work orders 
before work orders are actually completed. Without a comprehensive record-keeping 
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system and electronic work order system, it is difficult to determine the actual length of 
response time for work order completions.  

During the Prismatic on-site visit, district staff noted that they had made inquiries regarding the use of 
a system offered by the company SchoolDude.2 The custodial and maintenance director planned to 
meet with a representative at a conference that same week. This system offers a comprehensive 
preventive maintenance module, a work order system, and many other features that may be of 
interest to MCS. The system is web-hosted by SchoolDude, thus freeing up the district’s servers for 
other software systems directly applicable to education. Staff interviewed was not familiar with all of 
the applications of the program that could potentially benefit the district. For instance, an event 
manager feature of SchoolDude is beneficial for handling facility usage which several staff reported to 
be a challenge in MCS. Staff in St. Mary Parish Schools reports that they use SchoolDude as a 
preventive and corrective maintenance system. 

The proper maintenance of facilities is critical to ensuring support for an effective instructional 
program. Research has shown that appropriate heating and cooling levels, building and room 
appearances, the condition of restrooms and other facilities, as well as occupant safety, all impact how 
students and staff are able to carry out their respective responsibilities. Ineffective or inadequate 
maintenance provisions have proven to lead to increased costs of facility operations by shortening the 
useful life span of equipment and buildings. Many school districts have adopted rigorous preventive 
maintenance programs and maintain a record of the performance of equipment and the costs of 
regular maintenance by which they measure the effectiveness of these programs. 

A good guide for planning and designing a maintenance program is the Planning Guide for 
Maintaining School Facilities by the School Facilities Task Force, National Forum on Education 
Statistics and the Association of School Business Officials International (2003).3 Included in the 
guide are topics such as: maintenance check lists, preventative maintenance, job descriptions, 
employee training, managing supplies, and employee evaluations. 

RECOMMENDATION 

Implement a computerized maintenance management system.  

The district should continue its plans to procure a state of the art computerized maintenance 
management system, with an eye toward a comprehensive facilities management system. One 
possible option would be to explore the system in use by peer districts --SchoolDude. 

A well-planned and executed computerized maintenance management system (CMMS) project 
can yield a positive return on your investment. This return is realized through increased 
efficiency, productivity, and profits. However, a poorly planned and executed project can result 
in a loss of revenues. These losses can be measured in terms of the overall investment in the 
project, as well as from wasted time, and lost projected revenue forecast upon the successful 
installation and implementation of a CMMS.4  

                                                 
2 http://www.schooldude.com/ 
3 http://nces.ed.gov/pubs2003/2003347.pdf 
4 A very good article describing the planning of a CMMS can be found at 
http://www.facilitymanagement.com/articles/maintenance1-1010.html.  

http://www.schooldude.com/
http://nces.ed.gov/pubs2003/2003347.pdf
http://www.facilitymanagement.com/articles/maintenance1-1010.html


7-18   

FISCAL IMPACT 

The recommendation to explore procurement of a computerized maintenance management 
system can be implemented with existing resources. The decision to procure any one system 
should include a determination of cost savings in technology maintenance and server memory 
savings, cost savings in maintenance and custodial operations, and the cost savings of 
performing preventive maintenance. 

As an example, Prismatic obtained a price quote from SchoolDude, which is shown below. This is 
in line with an estimate provided by MCS staff of around $7,000. The first year cost includes a 
one-time training cost. The district may choose to implement a different system that would likely 
have a different price. 

The district should also consider hiring a student part-time to input data so that all maintenance 
information is consolidated into a single system that can better record and track information. 
Costs are estimated at eight hours per week, at minimum wage of $7.25 for 50 weeks. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Implement a computerized 
maintenance management 
system 

($7,943) ($6,293) ($6,293) ($6,293) ($6,293) 

Hire a student for data entry ($2,900) ($2,900) ($2,900) ($2,900) ($2,900) 
Total Costs ($10,843) ($10,843) ($10,843) ($10,843) ($10,843) 
 

FINDING 7-7 

In recognition of a need for additional preventive maintenance, the chief financial officer and the 
directors of maintenance and custodians met recently to develop checklists to be used periodically 
throughout the year by specific employees to determine building-related needs.  

The Maintenance Checklist is to be conducted at least quarterly for routine items by the building 
supervisor or principal designee to assess the need for work orders. Semi-annually, the custodial 
supervisor and building supervisor will conduct walk-through assessments to ensure that concerns 
have been addressed and possibly identify additional needs.  

Annually, the two of them will be joined by the maintenance supervisor and HVAC manager to identify 
issues beyond the expertise of the building supervisors. A facilities checklist they have developed goes 
beyond routine maintenance to examine facility needs relating to:  building structure, roofing, and 
exterior; interior; and, electrical, plumbing, and HVAC; and, grounds. 

The district also entered into a contract with an outside vender for preventive maintenance of its 
HVAC systems five years ago. The outside vendor has been responsible for boiler inspections and 
HVAC cleaning and inspections. With completion of the contract this year, the district plans to hire a 
HVAC chiller mechanic with the intention of continuing the preventive activities the outside vendor  
has been conducting. 

COMMENDATION 

District leaders recognize the need for an increased focus on preventive maintenance. 
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FINDING 7-8 

MCS not does currently have a comprehensive preventive maintenance program, nor any regular 
cycle for tasks such as painting, finishing wood floors, or for furniture, boiler, or chiller 
replacement.  
 
The only facilities area with a schedule is grounds maintenance/mowing. This leaves the district in 
a constant “catch-up” mode. This practice is costly in terms of outlay of funds for equipment and 
materials when breakdowns occur rather than proactive, regular maintenance that could 
prolong their life. Planning for ongoing maintenance and repairs that takes into account a life 
cycle cost analysis enables the district to target its budget dollars rather than having to find 
funds to respond to the costs of emergency replacement or repair. 
 
The district hires additional painters in the summer. However, reports of quality, supervision, and 
accountability of district staff and hired employees seem to indicate that this scheduled 
additional staffing does not benefit the district’s schools. 
 
In Prismatic interviews, focus groups, and school visits, there was no evidence of a schedule of 
regularly conducted activities, such as painting buildings on a cycle. Staff reported that painting 
is done only when requested, with paint sometimes being supplied so that school staffs can paint 
the facilities. More than once, a word used to describe district maintenance was “reactive.” At 
one school, the principal and building supervisor reported that the supervisor himself had sanded 
a floor before a major community program at their school.  
 
The district has plans to hire a firm for a comprehensive long-term facilities plan. When 
completed, the district should use it to guide decisions and planning for establishment of a 
schedule for preventive maintenance of all facilities.  
 
As noted in The Real Cost of Deferred Maintenance:5 

Facilities problems in … schools that aren’t addressed may seem to disappear but 
they don’t go away—like molds and mildew they just multiply out of sight. Poor 
conditions can affect the health and safety of everyone who uses the facility, 
damage the morale of students and teachers, impair their ability to teach and learn, 
and threaten the facility itself. 

Proper maintenance of … schools is vital not only because facilities are often old, 
and have suffered deferred maintenance for years or even decades, but because the 
consequences of improper and inadequate maintenance are so serious. If a leak in 
the roof isn’t repaired, it can—like the leak in the fabled dike in Holland—wash 
away the entire structure. If the district doesn’t allocate funds to fix such leaks, or 
do other necessary preventive work and if state policies are predisposed to new 
construction, deferring maintenance may force the closure of a good rural school. 
Therefore, a thorough program of preventive maintenance with regularly scheduled 
inspections is critical. 

 
                                                 
5 Lawrence, B.K., with The Rural School and Community Trust, June 2003. 
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RECOMMENDATION 
 
Examine district facilities, identify needs, and develop a schedule for ongoing preventive 
maintenance. 
 
When the district completes the facilities plan and implements a CMMS program, it will be better 
poised to assess its needs and deploy staff and resources for continuous preventive maintenance 
instead of reactive fixes. The checklists and scheduled walk-throughs already developed form a 
foundation for moving in this direction. Implementation of this recommendation should go 
beyond those scheduled inspections to include cyclical replacement of equipment, furniture, and 
other large ticket items such as roofs. 
 
FISCAL IMPACT 
 
Implementation of this recommendation can be accomplished with existing resources and 
should, in the long-run, save the district dollars and enable it to better budget its resources. 

 
FINDING  7-9 

The district is missing opportunities for cost-savings in numerous areas related to facilities. There 
is no accountability for compliance with a facilities use policy by schools across the district. The 
district is potentially revenue as a result. 
 
Non-school groups are allowed to use school facilities reportedly with approval by the principal, 
maintenance department representative, and superintendent’s designee. The district developed a 
policy several years ago to try to systematize the process and ensure that the district is reaping 
revenues from community use of the schools and that all groups are treated equitably. However, the 
policy is very general and the application process depends on principals forwarding requests for use to 
central office staff so that policies can be applied uniformly. According to district staff, even though 
the three levels of approval are supposed to be completed and a check sent to the central office, not 
all activities are forwarded to the central office. Apparently, too, principals sometimes waive fees for 
organizations, possibly favoring some groups and helping them avoid fees. 

In interviews, staff noted that many organizations request the use of Neville High School, a 
stately historic building, for their events. However, a log of building usage provided Prismatic by 
central office staff shows that Neville was only used one time between March 11, 2010, and 
March 27, 2011. It also shows that, according to district-level records, there were only five events 
in district schools during that period of time, four of which were paid. The log only shows that 
the events were paid or non-paid, not revenues received by the district for their use. 

A number of software programs exist for event management. Among several alternatives, 
SchoolDude is one software package that offers a web-hosted module for event management. 
This module can improve events program efficiency and ultimately save the district money by 
reducing the number of hours required to manually schedule, track, and invoice customers. 
Additionally, an event scheduling system can be programmed to automatically notify food 
service, maintenance, and custodial services of the event set up, cleaning, and food 
requirements.  
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RECOMMENDATION 

Implement a technology solution for event management.  

The district should evaluate the SchoolDude event management module as it considers its use for 
maintenance. In addition, there may be a significant amount of revenue available to the district if it 
invoiced more organizations for the use of its facilities. The district may wish to review its invoicing 
guidelines. This may need to be phased in after the work order system. 

FISCAL IMPACT 

As an example, Prismatic obtained a price quote from SchoolDude, which is shown below. The 
first year cost includes a one-time training cost. The district may choose to implement a different 
system that would likely have a different price. Revenues gained would help offset some of the 
cost of the management system. However, given the poor state of the district’s existing records, 
Prismatic was unable to estimate the amount of potential revenue. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Implement an event 
management system ($8,018) ($6,293) ($6,293) ($6,293) ($6,293) 

 

FINDING 7-10 

MCS is not receiving reimbursement for the utilities consumed by the food service program. It is 
permissible for the food service fund, which is separate from the general fund, to pay for this expense. 

Prismatic was not able to obtain kitchen and dining room square footage for MCS schools. However, in 
a recent review of facilities in another school district of similar size, by calculating the percent of the 
cafeterias used for dining as opposed to other activities in those identified as all purpose rooms, 
Prismatic determined that a district average of four percent of school utilities could be reimbursed the 
general fund by the food service program. 

As shown previously in this chapter, annual utility costs for all district facilities were $2,993,776 in 2009-
10. 

RECOMMENDATION 

Seek reimbursement from the food service fund for the cost of kitchen and dining room utilities. 

MCS could likely garner reimbursement of approximately four percent of school utility costs from food 
services to district general revenues. 

FISCAL IMPACT 

Implementing this recommendation would provide a net gain to MCS of $119,751 per year of operation 
($2,993,776 x .04). 
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Obtain reimbursement for 
utilities costs from the food 
service fund 

$119,751 $119,751 $119,751 $119,751 $119,751 

 

FINDING 7-11 

Currently, the district pays utility costs for each school from the central office level. This does not 
offer school staffs any incentive for conserving energy usage. The district actually has policy EBD 
holding principals responsible for energy consumption of their schools.  
 
The policy also requires that principals are to be provided “information reflecting the energy 
consumption for his/her building on a monthly basis.” However, interviews revealed little 
evidence the reports are provided or that principals are encouraged to be conservative with their 
energy usage. 
 
Some districts include utilities in school budgets. They then use a three-year average of energy 
use as a base upon which to set conservation goals. They reward schools that save energy by, for 
example, 10 percent or more. If the school saves energy by 10 percent or more, the district 
rewards the school 50 cents for every dollar saved to a maximum such as $10,000 for high 
schools, $5,000 for middle, and $2,500 for elementary schools. Conversely, if a school exceeds 
the goal by 10 percent, they use the same rate to deduct funds from their operating budgets. 
 
Although Prismatic does not endorse any firms, there are companies such as Energy Education, 
Inc., that work with K-12 schools to implement behavior-based energy conservation efforts.6 The 
publication Operation and Maintenance Assessments: A Best Practice for Energy-Efficient Building 
Operations (1999)7 offers useful ideas for evaluating and strategizing for increasing facility 
energy-efficiency. 
 
RECOMMENDATION 

Develop strategies to encourage energy conservation at schools. 

The district could adopt a number of practices to keep energy conservation at the forefront of leaders’ 
thinking. Leaders could more concertedly adhere to district policy on energy conservation by 
providing monthly usage reports to the principals and discussing progress and effective actions in 
leadership meetings. Another option would be to allocate energy funds to school budgets based on a 
three-year prior average and provide incentive for savings. Success could also be included as a 
component of principal, custodial, and related staff evaluations. The plan should be developed with 
input from building administrators. 

FISCAL IMPACT 

Implementation of this recommendation can be accomplished with existing resources and will result 
in reduced energy costs. Organizations that specialize in working with districts to reduce their energy 

                                                 
6 http://www.energyeducation.com/ 
7 http://www.peci.org/documents/PECI_EEOp1_0302.pdf 

http://www.energyeducation.com/
http://www.peci.org/documents/PECI_EEOp1_0302.pdf
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expenses estimate savings of five to 15 percent. At the midpoint of those savings, MCS would save 10 
percent of its annual energy cost of $2,993,776, or $299,378 based on 2009-10 expenses. Prismatic has 
estimated a phased level of savings over the first three years. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Develop a school energy 
conservation program 

$74,845 $149,690 $299,378 $299,378 $299,378 

7.2.2 CUSTODIAL SERVICES 

FINDING 7-12 

MCS uses a formula for determining the number of custodians that is based on square footage, 
numbers of teachers, students, and rooms. The MCS staffing formula is more generous than industry 
standards. 

The Association of School Business Officials International (ASBO)8 bases custodial staffing on an 
expected productivity of 2,500 square feet per staff-hour of work, equaling 20,000 square feet 
per custodian per eight-hour day. The square footage that MCSB uses is 15,000 per custodian 
along with the other factors it considers. 

                                                 
8 Association of School Business Officials International, found at http://www.asbointl.org 
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MCS employs both eight-hour and six-hour custodians in most schools. For comparison purposes, 
Prismatic has converted the hours to full-time equivalents (FTE), with eight hours being one FTE, 
rather than using actual numbers of custodians at each facility. Exhibit 7-5 shows that the staffing 
formula that MCS uses contributes to great variance among schools with respect to custodial support. 
For example, Humble, Carver, Jones, and Clara Hall have more square feet per custodian than Clark, 
Cypress Point, Foster, Jefferson, and Lexington, but have fewer FTE (3.25 - 3.50 compared to 4.25 - 
5.00) assigned for their care. As shown, only one of the facilities is staffed at a level higher than the 
recommended ASBO standard, whereas all of the others are less. 
 

Exhibit 7-5 
MCS Custodial Staff Deployment 

School Sq. Ft. 
Custodians 
Assigned 

Sq. Ft. / 
Custodian 

% of 
ASBO Standard 

Barkdull Faulk 33,531 2.75 12,193 61% 
Berg Jones 46,324 3.50 13,235 66% 
Carver 46,930 3.25 14,440 72% 
Clara Hall 48,206 3.50 13,773 69% 
J.S. Clark 48,206 4.75 10,149 51% 
Cypress Point 51,265 4.25 12,062 60% 
Madison James Foster 54,000 4.25 12,706 64% 
Jefferson 52,860 4.25 12,438 62% 
Lexington  63,545 5.00 12,709 64% 
Lincoln  61,771 4.50 13,727 69% 
Minnie Ruffin 46,210 3.50 13,203 66% 
Sallie Humble 52,820 3.50 15,091 75% 

Elementary Schools Total 605,668 47.00 12,887 64% 
Carroll Jr. High 68,503 4.25 16,118 81% 
Lee Jr. High 75,530 4.25 17,772 89% 
ML King Middle 102,359 6.50 15,748 79% 

Middle/Jr. High Schools Total 246,392 15.00 16,426 82% 
Carroll High 131,609 7.50 17,548 88% 
Neville High including Gym 158,744 9.25 17,162 86% 
Wossman High 184,574 7.50 24,610 123% 

High Schools Total 474,927 24.25 19,585 98% 
Career Development Center 9,858   61% 
Sherrouse K-12 40,243 3.00 13,414 66% 
Food Service, Maintenance Department 
and Warehouse 12,780    

Transportation and Warehouse 15,689    
Central Office 4,646    
New Central Office under construction 12,096    
*Office Totals 90,666   64% 
Grand Total 1,417,653 89.25 15,884 79% 
Source:  Created by Prismatic from MCSB data, 2011. 
 *Data were not provided for custodial support of central facilities 

 
RECOMMENDATION 

Reduce custodial staff to a level more consistent with ASBO standards. 
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Even without having data regarding custodial support for central offices, the MCS schools are over-
staffed in custodians for the square footage of facilities within the district. The district should adopt 
the ASBO standard of 20,000 square feet per custodian and should adjust its staffing accordingly. 

FISCAL IMPACT 

Dividing the total square footage in district facilities by 20,000 yields a total number of custodians 
needed of 71. Each school will still need a building supervisor, so savings are estimated based on 
reducing staff among 8- and 6-hour staff. Using a reduction of only 6-hour custodian positions as a 
conservative estimate, at an average salary and benefits for a 6-hour position of $27,583, annual 
savings are estimated at $503,390 (18.25 x $27,583). 

Recommendation 2012-13 2013-14 2014-15 2015-16 2016-17 
Reduce custodians by 18.25 
positions $503,390 $503,390 $503,390 $503,390 $503,390 

 

FINDING 7-13 

MCSB custodians are not currently cleaning the dining areas in all schools. School Food Service staff, 
rather than custodial staff, clean the tables and floors daily. It is permissible for the food service fund, 
which is separate from the general fund, to pay for this expense when custodians perform those 
responsibilities. 

Prismatic did not receive data on square footage of kitchens and cafeterias. However, transferring 
responsibility for cleaning these facilities would benefit the district in several possible ways, providing 
more uniform standards to overall school cleanliness, and possibly reducing some food service 
staffing. 

RECOMMENDATION 

Seek reimbursement from the food service fund for the cost of providing custodial services in the 
dining rooms. 

Implementing this recommendation would enable the district to re-direct expenses from the food 
service budget to the general fund. It would also help address the current overstaffing of custodians, 
as they would have additional square footage to clean. 

FISCAL IMPACT 

The average MCS custodial salary of six- and eight-hour staff together is $24,304 per year, including 
salary and benefits. Based on dining room square footage, the district should examine the percentage 
of custodial time required for cleaning them and secure reimbursement from the food service 
program. Using an estimated expense of 1.8 custodians required to clean cafeterias and kitchens 
district-wide, annual savings would be $43,747. 

Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Obtain reimbursement for 
dining room custodial services $43,747 $43,747 $43,747 $43,747 $43,747 
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FINDING 7-14 

Reports differed on whether custodial supplies are uniformly high quality, distributed timely, or 
sometimes even sufficient when allocated. Central office and custodial staff, for the most part, 
stated that there are no problems relating to either timeliness or quality of procurement of 
custodial supplies. However, at the school level, accounts were different. Principals largely 
expressed deep concerns regarding the quality, particularly of floor wax, but district staff noted 
that the issue could be application and maintenance, not wax quality.  
 
Principals also reported that more than once when their building supervisors went to the 
warehouse to pick up supplies, they were limited in the amounts they received due to an 
apparent shortage. They were deeply concerned about this issue since hundreds of students 
require specific amounts of toilet paper, soap, and paper towels on an ongoing basis, not when 
supplies are available. Some also said that they had purchased a different grade of wax with their 
own school funds because of its durability. Apparently, such issues are discussed in annual 
meetings, but are not resolved to the satisfaction of principals. 
 
RECOMMENDATION 
 
Develop an allocation formula in school budgets for custodial supplies. 
 
In some districts, an allocation formula pro-rates funds to schools based on factors such as 
square footage, age, student enrollment, and construction type. The districts still bid products 
based on quantity purchases but principals can use the bid to purchase and have on hand 
through direct delivery the products and supplies they need for their students in a timely manner 
without the travel and cost of a district warehouse for custodial and other supplies. 
 
FISCAL IMPACT 

This recommendation can be implemented with existing resources. It will require re-allocation of funds 
to schools from the central office. 

FINDING 7-15 

Although district staff stated that they “do some cooperative endeavors” with the city and “work well 
together,” they noted that there is an attitude among some that “we can take care of ourselves.” No 
one reported any shared services with Ouachita Parish Schools with respect to facilities services, 
although the school systems are contiguous. In areas such as custodial and maintenance, it is likely 
that a cooperative venture sharing staff, purchasing of supplies and equipment, or training could 
benefit the district in terms of quality of service, products, or training.  

Many other districts reap cost savings and improved services by exploring and developing joint 
services agreements. They may enter into them with other nearby school districts, cities, or counties. 
Benefits include a broader array of staff skills and knowledge with expanded shared staffing, lower 
prices on products, and increased skills of district staff. 

RECOMMENDATION 

 Explore potential areas for shared enterprises in maintenance and custodial services. 
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The superintendent should direct staff to examine possible areas of shared services. Staff should then 
meet with Ouachita Parish, city, and/or county representatives to determine the merits and potential 
savings for each. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources. It may result in cost savings for 
MCS and other entities, as well. 

7.3 FOOD SERVICES 

School meal programs began with the Child Nutrition Act of 1946, which authorized the National 
School Lunch Program (NSLP) to “safeguard the health and well-being of the nation’s children.” 
The program, administered by the U.S. Department of Agriculture (USDA), is open to all public and 
nonprofit private schools and all residential childcare institutions. MCS participates in the NSLP, the 
School Breakfast Program (SBP), and the Child Nutrition Commodity Program. Districts that 
participate in these federal programs receive cash subsidies and donated commodities from the 
USDA for each eligible meal they serve. In return, the district must serve its students meals that 
meet federal guidelines for nutritional values and offer free or reduced-price meals to eligible 
students.  

Students in the lowest socioeconomic bracket qualify for free lunches, while others qualify for 
reduced price lunches. All meals served according to federal guidelines receive some level of 
reimbursement, including those served to students who pay full price. School districts do not 
receive federal reimbursement support for teacher or guest meals. Exhibit 7-6 shows the 
applicable 2009-10 and 2010-11 federal reimbursement rates for breakfast and lunch.  

Exhibit 7-6 
School Meals: Federal per Meal Reimbursement Rates 

2009-10 and 2010-11 
School Breakfast Program 

Student Category 2009-10 2010-11 
Free $1.46 $1.48 
Reduced Price $1.16 $1.18 
Paid $0.26 $0.26 

National School Lunch Program 
Student Category 2009-10 2010-11 

Free $2.68 $2.72 
Reduced Price $2.28 $2.32 
Paid $0.25 $0.26 

                         Source: http://www.fns.usda.gov/cnd/Governance/notices/naps/NAPs.htm. 

MCS offers lunch and breakfast meals to students in all of its schools. The organizational 
structure is shown in Exhibit 7-7. The child nutrition program (CNP) supervisor manages two 
central office employees: a field manager and financial clerk. Two central office CNP warehouse 
workers receive deliveries, stock the warehouse and deliver goods to local schools cafeterias. 
Accounting duties are assigned to multiple employees in the business operations department. 
 

http://www.fns.usda.gov/cnd/Governance/notices/naps/NAPs.htm
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All nineteen (19) schools have a manager and food technicians who work 7.5 hours per day. Two 
schools have one part-time food technician who work four hours per day.  
 

Exhibit 7-7 
Monroe Food Services Organization Chart 

CNP Supervisor
 

Financial Clerk II
 

Field Manager
 

CNP Food Technician (21)
 

CNP Cafeteria Managers 
(19)

 

CNP Warehouse Workers 
(2)

 

 
Source: Monroe City Schools, April 2011. 

The school food services program receives funding from various sources: sales to students, 
federal reimbursements, state minimum foundation program funds allocated through the 
general fund, USDA reimbursement, fresh fruit and vegetable program, and operating transfers 
in. This revenue pays for all food, labor, and equipment needed to provide daily student meals. 
 
In 2009-10, the food services program experienced a net operating loss of $176,530 and has 
budgeted an operating loss for fiscal year 2010-11. The reasons for this loss are explored later in 
this section. 
 
As part of this study, Prismatic asked MCS staff to complete an online, anonymous survey. This 
survey included seven questions related to the district’s food services program. Exhibit 7-8 
provides the percentages of respondents who strongly agreed or agreed with each survey 
statement, as well as the percentages who disagreed or strongly disagreed. As shown, staff 
largely agrees that: 
 

∗ bus riders get to school with enough time to eat breakfast;  

∗ cafeterias are calm environments in which to eat; and  

∗ the food services department provides good value to our schools. 
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Although survey respondents largely disagreed that vending machines are available to students 
during lunch periods, Prismatic’s on-site visit revealed otherwise.  

Exhibit 7-8 
Prismatic Staff Survey Related to Food Services 

 Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

The Food Services Department provides 
nutritious and appealing meals and snacks. 

7.1% 32.3% 20.7% 22.4% 17.5% 

Vending machines are available to students 
during lunch periods. 

5.9% 20.2% 19.9% 25.3% 28.8% 

Bus riders get to school with enough time to eat 
breakfast. 

13.5% 54.8% 21.4% 8.0% 2.2% 

Cafeterias are calm environments in which to eat. 9.9% 47.7% 23.4% 13.2% 5.9% 
Students often wait in line longer than five 
minutes to get their lunches. 

6.5% 20.9% 32.0% 31.3% 9.4% 

Many students bring their lunch from home every 
day. 

1.7% 11.6% 26.8% 36.8% 23.3% 

The Food Services department provides good 
value to our schools. 

12.2% 45.3% 22.3% 11.2% 9.0% 

Source:  Prismatic Survey, 2011 
 

Successful administration of the food services program depends on consistent program 
organization, strong financial reporting, and precise personnel management. All of these 
administrative areas must align and support the district’s goals for student achievement. 

FINDING 7-16 
 
The MCS food service operation participates in the USDA Fresh Fruit and Vegetable Program 
(FFVP). FFVP is a federally-assisted program that provides free fresh fruits and vegetables to 
students in participating schools during the day. The goal of the FFVP is to improve children’s 
overall diet and create healthier eating habits to impact their present and future health. The FFVP  
helps schools create healthier school environments by providing healthier food choices; 
expanding the variety of fruits and vegetables children experience; and, increasing children’s 
fruit and vegetable consumption. 
 
FFVP grants are available to elementary schools with high levels of free and reduced students. 
Schools are chosen through an application process that gives priority to elementary/middle 
schools with the highest levels of free and reduced students. The MCS food service operation has 
received grants for all schools in the district that qualify, a total of 14 elementary and junior high 
schools. 
   
COMMENDATION 
 
The district is commended for participating in the USDA Fresh Fruit and Vegetable Program. 
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FINDING 7-17 
 
The financial performance of the food service program could be improved. The program finished 
2009-10 with an operating loss of $176,530 and is budgeting for a loss in 2010-11 of $47,843.00. 
 
In reviewing the revenue and expenditure data for the MCS food service program, Prismatic 
found that its cost of food seems to be a major contributing factor to the deficit. The district 
spends approximately 49.17 percent on food in the food service program. Exhibit 7-9 provides 
the breakdown of food service program expenditures at the best practice level, as 
recommended by the National Food Service Management Institute’s (NFSMI). As shown, NFSMI 
recommends that no more than 40 percent be spent on food; MCS currently exceeds that best 
practice by nine percentage points. 
 

Exhibit 7-9 
Distribution of Food Service Expenditure Industry Standards 

 
Source: NFSMI Financial Management Information System. 
 
A number of district practices also contribute to the financial operating loss, including 
overproduction of meals and offering free second entrees. These are addressed in subsequent 
findings. 
 
The district contributes a large amount of money to the MCS food service program each year 
from the general fund. The district contributed $400,000 in 2009-10 and 2010-11. As a result, the 
food service program ended 2008-09 with a reserve of $649,978. The program ended 2009-10 
with a reserve of $473,448. The program anticipates ending 2010-11 with a reserve of $425,605. 
Given the district’s current budget status, it likely cannot continue to provide this level of support 
to the food service program. 
 
The CNP supervisor stated in interviews that she intends to request support from the district’s 
general fund for 2011-12. However, the department currently lacks a plan for improving 
operations so that general funds will ultimately not be required to support it. Typically, food 
service programs develop five-year plans that tie with district strategic plans and that include 
plans for making the program financially self-sustaining. 
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 RECOMMENDATION: 
 
Develop a five-year plan for the food service program that will ensure it is financially self-
sustaining. 
 
MCS should apply strategies to improve the financial position of the food service program and 
build year-end cash balances. Although food service programs should not be regarded as profit 
generators, school districts should establish strategies for their food service program revenues 
to exceed expenditures to help establish a cash carryover for each year. A financial position 
sufficient for unexpected decreases in revenue or increases in expenditures is important for the 
effective operation of the program. Federal regulations allow a food service program to maintain 
an amount equal to three months’ operating expenses for that reason. 

In addition to the strategies provided in later recommendations of this section, the strategies 
that MCS should take to improve the financial performance of its food service program include:  

• Set budget goals:  FPS should set budget goals such as those recommended by The National 
Food Service Management Institute’s (NFSMI) Financial Management Information System. 
NFSMI recommends that food and nonfood costs not exceed 40 percent, and labor and 
benefits not exceed 40 percent. The remaining 20 percent of the budget is spent on 
administration, direct and indirect costs, and equipment. A small profit is made to provide a 
fund balance for emergencies. 

• Pre-cost breakfast and lunch menus. The child nutrition manager does not pre-cost the 
menus she plans. Without pre-costing, FPS does not know the cost of serving a meal and may 
spend more money than the revenue it generates for the meals served. Many districts pre-
cost their menus in order to determine what a meal will cost to prepare and serve. Pre-
costing menus helps to set meal prices, control expenses, and increase revenues. The child 
nutrition manager appears to have the commitment and desire to learn proper procedures, 
and should be given the opportunity to attend available training programs. Pre-costing 
should be a regular and routine child nutrition management function.  

• Use financial reports. MCS should use management reports to monitor program operation 
daily, weekly, monthly, and yearly. District financial management reports used to control 
operating costs should include: 

o daily deposit trends 

o weekly deposit trends 

o monthly deposit trends 

o budget trends 

o menu-costing 

o balance sheets with the percentage of the budget used to date 

o monthly profit-and-loss statements  
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o meals per labor hour 

Other data includes staffing allocations and the percentage of major expenditure categories 
compared to the overall budget.  

As an example, Exhibit 7-10 shows management reports used by Comal, Texas Independent 
School district Child Nutrition Department to monitor program operations.                       
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Exhibit 7-10 
Sample Financial Management Reports Used to Monitor Child Nutrition Operations 

Report Uses 
Report Generation 

Frequency Source 
Budget Allows for informed decisions and 

financial forecasts for the next year by 
using historical, economic and 
demographic data, projected enrollment, 
menu changes, and changes in 
operational procedures. 

Annual with monthly 
monitoring 

Child Nutrition 
collaborates 
with the Finance 
Department 

 Allows for a forecast of financial 
performance for the next year. 

  

 Allows for comparisons between actual 
and forecast performance. 

  

Menu-Costing Allows for informed decision-making for 
purchases and the continuation of 
products’ costs. 

Daily Annual Bids and 
the Food 
Service Food 
Buying Guide 
 

Daily Revenue 
Received from Lunch 
and Breakfast 

Allows for the identification of major 
sources of revenue such as daily 
deposits, free, reduced-price, paid 
reimbursements, a la carte, catering, or 
other. 

Daily Child Nutrition 
Point of Sale 
(POS) system 
and Finance 
Department 

Balance Sheet Allows for a comparison of current 
balances with balances at the end of the 
month of the prior year. 

Monthly Finance 
Department 

Profit & Loss 
Statement 

Allows for identification and analysis of 
increases or decreases in participation or 
expenses. 

Monthly Child Nutrition 
Department 

 Allows for identification of schools 
making a profit or experiencing a loss. 

  

 Allows administrators to decide where 
key issues/problems exist. 

  

Key Operating 
Percentages 
 

Allows management and staff to watch 
expenses over time including: 

Food cost percentage 
Labor cost percentage 
Other cost percentage 
Breakeven point 
Inventory turnover 
Participation rates 
Average daily labor costs 
Average hourly labor costs 

Monthly or Annually Food Service 
POS system and 
Finance 
Department 

Meals Per Labor Hour Allows for analysis of staffing patterns by 
campus. 

Weekly and Monthly Food Service 
POS system and 
Finance 
Department 
payroll records 

 Allows for reduction of single hour 
increments based on difficulty of menu 
preparation. 

 

Source: Financial reports from CISD Child Nutrition Department, 2008. 
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FISCAL IMPACT 
 
This recommendation can be implemented with existing resources and will lead to improved 
food service operations. Ultimately, the district should expect the program to be financially self-
sustaining, which will mean an end to general fund contributions. As later recommendations in 
this section provide for increased revenues or decreased expenditures within the program, no 
specific savings is calculated for this recommendation. 
 
 
FINDING 7-18 
 
The district’s meal prices are not comparable to those of its peers. Moreover, the food service 
department is operating at a significant deficit. 
 
Exhibit 7-11 compares MCS reduced and full-pay breakfast and lunch prices with those of its 
peers. As shown, MCS prices are much lower in every category. The district’s paid breakfast 
prices are 75 cents below the highest peer district and 40 cents below the peer average. Lunch 
prices are 70 cents to 75 cents below the highest peer district and 44 cents to 46 cents below the 
peer average. 
 

Exhibit 7-11 
Comparison of Meal Prices to Peer Districts 

District 
Reduced 
Breakfast 

Paid 
Breakfast 

Reduced 
Lunch 

Paid Lunch 
Elementary 

Paid Lunch 
High 

Monroe City Schools $0.15  $0.25  $0.30  $0.80  $1.00  

Avoyelles Parish Schools $0.30  $0.60  $0.40  $1.50  $1.50  

Natchitoches Parish Schools $0.30  $0.75  $0.40  $1.25  $1.50  

Ouachita Parish Schools $0.30  $1.00  $0.40  $1.50  $1.75  

Peer Average $0.26  $0.65  $0.38  $1.26  $1.44  
Source:  MCS and peer district websites and email/phone communications, April 2011. 
 
The 2010-11 federal reimbursement for a lunch meal for a student who qualifies for a free meal is 
$2.72. Although current USDA regulations do not require school districts to charge at least this 
price for the meals sold to full-pay students, neither do USDA regulations specifically state that 
the reimbursement for free meals is intended to subsidize the full-pay meals.9 MCS is currently 
charging its full-pay students less than half of $2.72 for a lunch. 
 
Consumer price index indicates an increase in commodity food prices of approximately 48 points 
from April 2010 to April 2011.10 With the significant increase in food costs, the district’s food 
service operation cannot become self-sustaining with the current meal prices. 
 

                                                 
9 Pending changes to USDA regulations will likely require districts to charge full-pay students a price 
comparable to the free meal reimbursement rate. 
10 Source:  www.indexmundi.com/commodities. 
 

http://www.indexmundi.com/commodities
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Food services funds are operated separately from the general fund in a school district. Revenues 
accrued to the food services fund can only be used for operations within that department. 
However, when the food services fund does not operate on at least a breakeven basis, the 
district must provide money from the general fund to cover operational costs, unless the food 
services fund has a reserve. In the case of MCS, although the food service department was able 
to cover its operating loss with money from its reserve fund, it is obviously not sustainable long-
term. 
 
Because the MCS food service program is operating at a loss each year, the only reason it is able 
to maintain a reserve fund is because the district contributes $400,000 each year from the 
general fund; the district contributed $400,000 in 2009-10 and 2010-11. The food service program 
ended 2008-09 with a reserve of $649,978. The program ended 2009-10 with a reserve of 
$473,448. The program anticipates ending 2010-11 with a reserve of $425,605.  

 
RECOMMENDATION 
 
Increase regular student meal prices. 
 
In order to reduce the general fund support provided to the food service program, the district 
should increase its meal prices. The average price in the peer districts is generally 40 cents higher 
than the MCS price. The district should also consider making regular small adjustments to the 
meal price, perhaps each year or every other year. 
 
FISCAL IMPACT 
 
In 2008-09, the district served a total of 11,370 reduced and paid lunches (2,336 reduced and 
8,971 paid). Assuming the same level of participation, increasing reduced lunches by 10 cents and 
paid lunches by 25 cents would generate $2,500 annually. Increasing breakfast prices would have 
a similar fiscal impact. These prices would still be below the average prices in the peer districts. 
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Increase lunch prices 
for full-pay students $2,500 $2,500 $2,500 $2,500 $2,500 

    
 
FINDING 7-19 

 
Based on limited on-site observations, the food service program is offering MCS students a clean 
and pleasant dining experience. 
 
During a site visit to Neville High School during a lunch periods, Prismatic observed the following: 
 

∗ The kitchen area was exceptionally clean. 

∗ Floors appeared freshly waxed. 

∗ All equipment was spotless, free of grease and food residue. 
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∗ Food storage areas were tidy and neatly organized. 

∗ The dining area was in good repair and nicely decorated. 

∗ On the day of the site visit, lines moved quickly with no more than five minutes wait time. 

∗ There were four adult faculty members on duty and the meal period was relaxed without 
excess noise. 

∗ Pizza Hut pizzas and turkey tetrazzini were on the menu as was as a well-stocked and 
attractive salad bar. 

∗ There was little plate waste observed. 

COMMENDATION 
 
The food service staff is commended for providing a clean and pleasant dining experience for 
the students.  
 
 
FINDING 7-20 
 
MCS schools violate the competitive food sales law by operating vending services during lunch 
periods. Moreover, the competitive foods are food of minimal nutritional value (FMNV). 
 
Neville High School provides a student lounge for students who choose not to eat in the 
cafeteria. Inside the lounge, students are provided with tables, chairs, television service, and 
foods of minimal nutrition value. A faculty member is on duty in the lounge and provides change 
for the students.  
 
This is a direct violation of competitive food sales rules as defined in; Part XLIX Bulletin 1196 – 
Louisiana food and Nutrition Programs, Policies of Operation, Chapter 7 §741  and the 
competitive food rule, 7 CFR 210.11 and 220.12, developed by the USDA.  
 
The Monroe City Schools, Competitive Food Policy states, in part: 
 

Grades K-6. Reimbursement for lunch, breakfast, and/or special milk may be 
withheld from schools if concessions, canteens, snack bars, or vending machines are 
operated on a profit basis before the end of the last lunch period. Such services are 
operated for profit if the income is not deposited to the nonprofit school food 
service program, and expended only for the purpose of Child Nutrition Program(s). 
 
Grades 7-12. Reimbursement for lunch, breakfast, and/or special milk may be 
withheld from schools if concessions, canteens, snack bars, vending machines or 
other food sales are operated on a for profit basis before the last 10 minutes of each 
lunch period. The official school schedule shall indicate the time of for each lunch 
period and should allow sufficient time for each student to receive and consume a 
meal. Such services are operated for profit if the income is not deposited to the 
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nonprofit school food service program account, and expended only for the purpose 
of the child nutrition program(s). 

 
The practices at Neville High School were previously cited during a USDA audit.  The CNP 
supervisor did report the violation and informed school leaders of the consequences of violating 
the competitive food laws. Based on Prismatic’s observations, corrective action has not been 
taken. 
 
RECOMMENDATION 
 
Eliminate the sale of competitive foods during lunch periods in all MCS schools. 
 
USDA’s CFR, Title 7, Section 210.11, disallows competitive food sales that don’t accrue to the 
benefit of the food service program, school, or approved student organization. It also disallows 
competitive sales of foods of minimal nutritional value. The district should immediately end the 
sale of competitive foods of minimal nutritional value. The CNP supervisor should undertake 
periodic reviews of MCS schools and report to the superintendent any schools that fall out of 
compliance with USDA regulations. It is within the purview of USDA to withhold all CNP 
reimbursements until corrective action is taken. 

FISCAL IMPACT 
 
On the day of the site visit, 325 lunch meals were sold as reimbursable meals: 224 free, 11 reduced 
and 90 paid. Based on USDA rules, State of Louisiana Department of Education rules and Monroe 
City School’s policy, at the 2011 USDA reimbursement rates the school food service program 
would lose approximately $658.20 in USDA reimbursement for that day’s lunch service. If this is a 
common practice at Neville High School, using 325 meals as a minimum, the school would lose 
approximately $118,000 based on a 180-day school year: 
 

 
Meals 
Served 

Reimbursement 
Rates 

Loss of 
Reimbursement 

School 
Days 

Total Loss of 
Reimbursement 

Free Meals 224  2.72  609.28  180.00  109,670.40  
      
Reduced Meals 11  2.32  25.52  180.00  4,593.60  
      
Paid Meals 90  0.26  23.40  180.00  4,212.00  
      
 325   $658.20   $118,476.00  

 
If this is a common practice throughout the district, the possible loss to the district would total 
approximate $2,250,000.00 (assuming all 19 schools). If this is a common practice at just the 
three high schools, the possible loss to the district would total $355,000. Prismatic has assumed 
that this practice is only prevalent in the district’s three high schools. 
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Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Eliminate sale of 
competitive FMNV $355,000 $355,000 $355,000 $355,000 $355,000 

    
 
FINDING 7-21 
 
MCS students currently receive “seconds” or unsold meals at no charge. This is in violation of 
USDA regulations. 
 
Upon conclusion of the meal service period, students may return to the serving line and receive 
any unsold meals free of charge. During the on-site visit, Prismatic observed students being given 
the opportunity to re-enter the serving area and receive any leftover entrees and/or other food 
items free of charge, once the meal period was nearing its end. Cafeteria staff gave away slices 
of pizza and turkey tetrazzini, and students helped themselves to remaining salad bar items. 
 
This practice of distributing unsold meals did not appear to be an isolated incident. When asked, 
the manager replied that there was nothing that could be done with the leftover food; therefore, 
it was given to the students. In reality, USDA guidelines cover the proper reuse of many leftover 
foods; USDA guidelines do not require it all to be merely thrown away or given away each day. 
 
Such practices suggest over preparation of food. Additionally, it encourages students who may 
otherwise purchase a meal to wait until meal service has concluded then receive a free meal. 
Over preparation of food contribute to high food costs with no return on investment. 
 
Serving second helpings can also result in gradual weight gain by students and adults. The 
Dietary Guidelines for Americans, Health and Human Services and the USDA, do not support 
serving seconds everyday. NSLP and SBP regulations governing nutrition standards require that 
all school lunches and breakfasts be consistent with the recommendations of the Dietary 
Guidelines for Americans and establish specific minimum standards for calories and key nutrients. 
The NSLP and SBP menu planning system is designed to meet nutritional recommended daily 
allowances (RDA) for student participants, without adding extra food. Even small extra servings 
impact the bottom-line of the child nutrition budget, while increasing the caloric intake of 
students and adults. 

Lack of pre-costing and menu planning can cause additional food to be prepared, which is often 
given as seconds. The additional food preparation and production increases expenditures with 
no increase in reimbursement or revenues.  

RECOMMENDATION 
 
Discontinue the practice of offering seconds to students at no charge. 
 
The CNP supervisor should work with her staff to review production records and attendance 
reports in order to determine the appropriate amount of food to prepare. Using these data, the 
food services department should prepare the appropriate amount of food, thereby reducing 
waste. 
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FISCAL IMPACT 
 
Based on observations during the site visit, approximately 30 students received unpaid meals. 
Using the current USDA reimbursement rate of $2.72, the estimated loss to the system for those 
meals is approximately $81.60. Over the course of the 180-day school year, this translates into a 
loss of $14,688, at just one MCS school. If this practice is prevalent in all MCS schools, the 
potential loss of income would be approximately $279,07. Prismatic estimates that the district 
can save a minimum of $75,000 each year by no longer providing free seconds to students. This 
savings will likely take two years to achieve, as cafeteria staff implement new processes and 
analyses to minimize unsold food and to reuse leftovers in a manner consistent with USDA 
guidance. 
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Discontinue offering 
free second meals $37,500 $75,000 $75,000 $75,000 $75,000 

 
 
FINDING 7-22 
 
Students and adults received multiple entrees without an additional charge. 
 
During the site visit, Prismatic observed that students and adults frequently received either two 
hot entrees or an entrée and salad bar without being charged for the extra items. Prismatic 
estimated that this occurred at least 50 times during the meal period observed. This practice can 
contribute to the school food service operating deficit. Specifically, students and faculty would 
take a hot meal then proceed to prepare a full entrée salad at the salad bar. If the students or 
faculty members take full advantage of all items available on the salad bar along with their hot 
entrée, they will have taken two reimbursable meals. The same holds true with the hot entrees. 
Picking up pizza and turkey tetrazzini plus one other item is two reimbursable meals. As the 
cashier is counting only one reimbursable meal, the school is losing UDSA reimbursement for 
that second meal.  
 
RECOMMENDATION 
 
Retrain the cashiers to observe and charge students and adults for extra food sales.  
 
As with providing free second meals, allowing the selection of two reimbursable meals but only 
charging for one is a violation of USDA guidelines and a missed opportunity for either reducing 
food costs or increasing revenues. The CNP supervisor should retrain all cafeteria cashiers 
regarding second entrees and perhaps include refresher training on offer vs. serve requirements. 
The CNP supervisor should also inform principals of the revised policy and request their 
assistance in supporting the policy. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources and will result in reduced 
food costs. The exact cost savings will depend on the cost of the specific entrée items that are 
no longer provided for free. Prismatic estimates that a minimum of $13,500 per school (assuming 
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50 entrees at a cost of $1.50 each and 180 school days) can be either saved in food costs or 
recouped from students and adults who will pay for the second entrée.  
 
Because of the limited meal observations Prismatic was able to complete, only a potential 
savings at the three high schools has been included here, for an estimated savings of $40,500 in 
food costs annually ($13,500 x 3).  
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Retrain food service 
staff to charge for 
second entrees 

$40,500 $40,500 $40,500 $40,500 $40,500 

    
 
FINDING 7-23 
 
MCS school food service does not provide opportunities for managers and technicians to receive 
staff development. 
 
Seven managers and technicians attended the school food service focus group session. Although 
all expressed satisfaction with their individual food service operation, all noted that they have 
few, if any, opportunities for training. The initial responses were, everything needed by them was 
communicated through the central office, either by email or memo. There is no opportunity to 
participate in testing menus, nor receive specific guidance on rules and procedures as a group. 
During the conversations, it was noted that the “north side schools may be given preferential 
treatment over south side schools,” in terms of food distribution. Staff also noted that they 
believe not everyone is strictly following district recipes.  
 
Providing time throughout the school year for managers to cross-train and share ideas would be 
invaluable. Meeting on a regular basis could lead to greater understanding between the north 
side and south side schools. Additionally, periodic meetings with technicians would help them 
understand the rules and regulations necessary to perform their jobs efficiently. For example, 
technicians who serve as cashiers could readily recognize a reimbursable meal and charge 
customers for extra items. The concern of lack of training was expressed by the field manager as 
well. 
 
Although the Child Nutrition Supervisor distributes “plenty of bibles” and other communications, 
face-to-face meetings could potentially lead to greater operational efficiencies among the 
schools. Managers could also benefit from reports showing financial performance by assessing 
their operations and implementing improvements. 
 
Managers and technicians noted that they were rarely visited by central office food service staff. 
Regular visits would provide additional opportunities for staff training and improvement. 
 
RECOMMENDATION 
 
Promote more training, sharing of ideas, and central office oversight. 
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The central office food service department should promote regular training opportunities and 
sharing of ideas among local school cafeteria managers. The department should promote 
internal school-level training for technicians as well. Central office staff should regularly visit and 
evaluate all school cafeteria operations, based on a standardized list checklist. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources. 

FINDING 7-24 

The food service program does not use surveys to assess performance. 

The best way to find out how customers feel about an operation is to ask them. School food 
service managers should assess regularly the attitudes of parents of K-2 children, students in 
grades 3-5, middle school and high school students, and teachers and administrators.  

Survey results could be used to increase participation and income by addressing: 
 

∗ food quality; 

∗ staff attitudes; 

∗ dining ambience; and 

∗ wait time and amount of time given to eat.  

NFSMI has published a user’s guide, School Foodservice Survey Guide R-55-02, that contains 
instructions for administering surveys.  
 
RECOMMENDATION 
 
Implement a regular school food survey. 
 
The CNP supervisor should draft student, parent, and staff surveys and field them at least 
annually. The survey results should help the supervisor to improve operations. The technology 
department should provide assistance in administering the surveys. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources. 
  

FINDING 7-25 

The school food service program maintains a warehouse at the Central Office. 

The MCS operates two warehouses at the central office location. Goods for the food service 
operation are received in one warehouse and transported to a second school food service 
warehouse prior to delivery to the local school cafeterias. 
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In interviews, school food service staff stated that schools do not have the space to store goods 
at the local schools. However, in the focus group with cafeteria managers, they indicated that 
there was available space at the local schools. At the school visited, Prismatic observed ample 
space for both cold and dry storage. 

Staff also expressed a belief that USDA commodities had to be delivered to one central 
warehouse. However, Prismatic has found other districts where commodities are delivered to 
individual schools. 

Receiving and delivering goods to multiple locations create an opportunity for school property to 
disappear. In addition to increased chances for theft, warehouse operations are cost prohibitive 
both in staffing and transporting costs.  

RECOMMENDATION 

Eliminate the school food service warehouse operation.  
 
Supplies ordered by the local schools can be delivered directly to the schools. In situations where 
there may be insufficient storage, managers should order only the goods that space can 
accommodate. 
 
FISCAL IMPACT 
 
The district should realize a savings in fuel and labor costs. 
 

7.4 TRANSPORATION 

The primary objective of school transportation is to provide safe, timely, and efficient 
transportation services to the students. School districts collectively operate the safest form of 
transportation in the country, and school buses are safer than any other form of public or private 
mode of transportation. 
 
Overall, the MCS transportation department has nearly 100 employees, organized as shown in 
Exhibit 7-12. 
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Exhibit 7-12 
Monroe Transportation Organization Chart 

Transportation Manager
 

Shop Foreman
 

Bus Attendants 
(28)

 

Bus Drivers
(65)

 

Dispatcher
 

Secretary
 

Mechanics
(3)

 
 

Source: Monroe City Schools, April 2011. 

As part of this study, Prismatic asked MCS staff to complete an online, anonymous survey. This 
survey included seven questions related to the district’s transportation program. Exhibit 7-13 
provides the percentages of respondents who strongly agreed or agreed with each survey 
statement, as well as the percentages who disagreed or strongly disagreed. As shown, staff 
largely agrees that: 
 

∗ buses arrive to school on time; 

∗ there are sufficient buses to meet extracurricular needs; 

∗ buses are rarely broken down; 

∗ the process for requesting a field trip is efficient and effective; 

∗ students feel safe riding the buses; and 

∗ the transportation department provides good value to the schools. 

Staff was largely non-responsive regarding bus drivers’ handling of discipline on the buses, 
perhaps because many do not see drivers engaged in this activity.  
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Exhibit 7-13 
Prismatic Staff Survey Related to Transportation 

 Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

Students are often late arriving to and/or 
departing from school because the buses do not 
arrive to school on time. 

4.5% 10.7% 22.4% 46.6% 15.6% 

There are sufficient buses to meet extracurricular 
needs of students. 7.9% 48.0% 29.3% 9.1% 5.7% 

Buses are often broken down, disrupting services. 1.3% 5.0% 37.8% 44.9% 10.9% 
The process for requesting a field trip is efficient 
and effective. 7.8% 44.4% 31.0% 11.8% 5.1% 

Bus drivers effectively handle discipline issues on 
the buses. 5.0% 28.7% 49.4% 11.8% 5.0% 

Students do not feel safe riding school district 
buses. 1.4% 6.6% 40.7% 39.5% 11.9% 

The Transportation department provides good 
value to our schools. 15.4% 53.2% 25.5% 4.1% 1.9% 

Source:  Prismatic Survey, 2011 
 

FINDING 7-26 

Based on data available from the Louisiana Department of Education, MCS operates a relatively 
low-cost transportation department. 

Exhibit 7-14 compares the 2009-10 total operating cost with the cost per mile per day and cost 
per student per day. Prismatic has concerns regarding the overall quality of the data submitted 
by the peers and MCS to the Louisiana Department of Education, so these results should be 
considered with caution. As shown, MCS has a much higher cost per mile than any of the peers, 
but it may be that the reported daily one way miles are in error. There is likely less confusion 
regarding the number of students transported; on that metric, MCS operates a much lower cost 
transportation department than any of the peers. 

Exhibit 7-14 
Comparison of Costs per Mile and per Student 

2009-10 

 

Total Annual 
Operating Cost 

Total Daily 
One Way 

Miles 
Cost per Mile 

per Day 
Total 

Students 

Cost per 
Student 
per Day 

Monroe City $3,518,623 1091 $8.96 5827 $3.35 
Avoyelles Parish $3,964,687 2428 $4.54 4571 $4.82 
Natchitoches Parish   $4,515,150 1866 $6.72 5700 $4.40 
Ouachita Parish $9,049,621 3339 $7.53 11682 $4.30 
Orleans Parish  $5,268,861 NA NA NA NA 
St. Mary Parish $3,403,039 2006 $4.71 4236 $4.46 
Peer Average  $5,240,272 2410 $5.87 6547 $4.50 

Source: Louisiana Department of Education. 
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COMMENDATION 

To the extent the MCS and peer data are correct, the MCS transportation department operates at a 
lower cost per student than its peers. 

FINDING 7-27 

In both on-site observations and focus groups, Prismatic found that MCS bus drivers 
demonstrate a high level of professionalism and concern for their students.   

Prior to driving a school bus, all drivers are required to complete a pre-trip inspection. This helps 
ensure that all buses are safe for transporting students, with no broken or faulty equipment. 
Prismatic observed MCS drivers completing these inspections with attention to detail. Drivers 
also exhibited pride of ownership in their assigned buses. Buses inspected by Prismatic were 
largely clean and well-kept. 

On bus ride-alongs, Prismatic observed a high degree of professional driving behavior, as well as 
excellent student behavior management. Exhibit 7-15 provides some examples of the ways in 
which bus drivers have elected to decorate the interiors of the buses. At least one of the drivers 
presents a “student of the month” award on his bus. 
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Exhibit 7-15 
Interior Decoration by MCS Bus Drivers 

  

 

 Source:  Prismatic, April 2011. 
 

During a Prismatic focus group, bus drivers indicated their concern for students in many of their 
comments, as well as a desire to perform their driving duties to the best of their abilities. They 
offered concrete suggestions for improvement that focused not on what they might gain, but 
rather how some changes could help them better perform their duties. 

COMMENDATION 

MCS bus drivers exhibit professionalism and concern for their students. 
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FINDING 7-28 

The MCS transportation department is functioning well in a number of areas. This includes staff 
training, necessary recordkeeping, driver physicals and licensing, and condition of bus safety 
items. 

Each year, the transportation department provides a full day of in-service training that includes 
outside speakers and reviews of highlighted topics. The themes and topics vary from year-to-
year. Bus drivers report that the training is relevant and useful. The department also provides 
opportunities throughout the year for drivers to attend training sessions on Saturdays. The 
department also has a good transportation handbook for staff to reference. 

In reviewing the department’s records, Prismatic found evidence of effective personnel 
management and recordkeeping: 

∗ in random sample of 10 bus driver files, all had records of physicals completed within the 
past year; and 

∗ in a random sample of 10 files for the buses, all had records of bus evacuation drills for  
2010-11. 

According to documentation submitted to the Louisiana Department of Education, all 72 drivers 
working for the district in 2009-10 were properly licensed. Moreover, the number of bus 
accidents was small and there were no injuries due to bus accidents. 

Prismatic completed a visual inspection on a random sample of five district buses. As shown in 
Exhibit 7-16, MCS buses are in good condition regarding safety-related items. 

Exhibit 7-16 
Prismatic Bus Safety Inspection Results 

Inspected Item 
Bus Number 

158 175 189 133 182 
Mirrors      
Glass      
Tires      
Body Undamaged right rear    right rear 

Seats 
some 

damage  
some 

damage   
Emergency Door      
Clean Inside   light trash   
Clean Outside      
Fire Extinguisher      
Triangles      
Radio      
Registration & Inspection Cards      

 Source:  Prismatic, April 2011. 
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COMMENDATION 

The MCS transportation department is functioning well in a number of areas. 

FINDING 7-29 

The MCS transportation department lacks performance metrics. 

The transportation manager does not use any formal process for assessing his department’s 
performance. He does actively monitor department activities, including the occupancy rates of 
buses and whether buses are running on time. However, he does not do so in a formal manner, 
nor does he report on performance to the board transportation committee.  

According to the board transportation committee chair, the committee has only recently 
resumed regular meetings. To date, no performance metrics by which the board and public 
might assess the department have been created. 

Performance metrics allow departments of transportation to track service quality and make 
adjustments where required. Improvements in performance can be documented to demonstrate 
progress. Accurate and timely performance metrics help management allocate scarce funds to 
the most critical needs. They also provide assurances to the board and the public that the 
transportation department is using its resources in the best possible manner. 

Exhibit 7-17 shows some commonly used transportation performance metrics. The department 
could compare its current statistics to those of peer school districts and its own past history. 
Ideally, the transportation department would annually select a target goal for each indicator and 
track its progress toward that goal at least quarterly. 

Exhibit 7-17 
Common Transportation Performance Metrics 

Performance 
Area Performance Indicator Suggested Industry Benchmarks 

Safety 
 

• accidents per 100,000 miles 
• incidents per 100,000 miles 

• no more than one preventable accident 
per 100,000 miles 

Cost Efficiency 
 

• operation cost per route mile 
• operation cost per student rider 
• annual operation costs per route 

 

Cost 
Effectiveness 

 

• on-time performance 
• open routes (unfilled positions) 
• driver absentee rate 
• attendant absentee rate 
• average rider trip time in minutes 
• average bus occupancy 

• 99.5 percent on-time percentage 
• less than three percent driver 

absenteeism   
• ride times not more than allowed by 

district policy 
 

Maintenance 
Performance 

 

• miles between road calls 
• percent preventive maintenance 

completed on time 
• time per bus repair 

 

Source:  Created by Prismatic, 2009. 
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RECOMMENDATION 

Develop and report regularly on transportation metrics. 

Prismatic recommends that the department report on its performance at least quarterly to the 
board transportation committee. Such a review of its operations will provide assurances that the 
department is performing up to standards, both in comparison to its past and in comparison to 
industry standards. It will highlight areas of solid performance and identify areas in need of 
improvement. 

FISCAL IMPACT 

This recommendation can be implemented with existing funds and should lead to greater operating 
efficiencies. 

FINDING 7-30 

Although the district has purchased routing software, it has not yet completed implementation. 

The district purchased routing software approximately a year ago. Several staff members have 
attended some training in using the system. However, implementation has been slowed by 
difficulties in importing data from the student information system. Such difficulties are rather 
common when implementing routing systems; full implementation often takes two years. 

In a focus group, MCS bus drivers noted that they are often the ones responsible for developing 
their routes. Some of the routes have been in place for 30 years. In some cases, drivers are 
provided with a list of stops and are expected to determine the optimal route. 

During route ride-alongs, Prismatic observed a number of times when buses doubled back along 
routes. In some cases, MCS buses crossed paths several times as they completed their routes. 
While based on a limited number of ride-alongs, there appears to be opportunity for improved 
routing. 

RECOMMENDATION 

Complete routing system implementation. 

It is likely that fully implementing the routing software will yield benefits and enable the district to 
possibly reduce student ride times, reduce the number of routes, or reduce the need for fuel. Prismatic 
recommends that staff from the technology department be assigned half-time to manage the system 
implementation, complete the initial routing optimization, and ensure that transportation department 
staff has the training and tools necessary to continue to use the system. 

FISCAL IMPACT 

A general industry rule of thumb is that implementing an automated routing system will yield a 
cost savings of about six percent. Given the relatively compact and accessible geography of the 
district, Prismatic estimates that the savings in regular routes will be approximately two percent. 
In 2009-10, the district spent a total of $2.46 million on staff and materials related just to regular 
education transportation. A savings of two percent would be $49,200 per year. 
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It is likely that significant savings will be found in optimizing special education routes as well, but 
this is not quantifiable with the data provided. It will likely take a year to begin to realize greater 
efficiencies with the automated routing software. 
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Complete routing 
system 
implementation 

$0 $49,200 $49,200 $49,200 $49,200 

 

FINDING 7-31 

The district’s field trip process has a number of problems. Schools do not appear to have any 
limits on the number of field trips they can take. The field trip scheduling process is cumbersome. 
The field trip rates charged to schools do not appear to cover the full cost of providing 
transportation.  

Exhibits 7-18 and 7-19 compare the number of field trips/passengers taken by each school from 
the start of the 2010-11 school year through April 14, 2011. These data include sports trips, so the 
relatively higher figure for the middle and high schools are to be expected. There is a great deal 
of unexpected variation among the elementary schools. Some elementary schools take far more 
field trips than others. 

Exhibit 7-18 
Number of Field Trips 

Through April 14, 2011 for 2010-11 

 
Source: MCS transportation department, April 2011. 
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Exhibit 7-19 
Number of Passenger on Field Trips 

Through April 14, 2011 for 2010-11 

 
Source: MCS transportation department, April 2011. 

In interviews, transportation staff noted that school staff are not always proactive in requesting 
transportation for field trips. There is a suggested timeframe for requesting transportation, but 
school staff does not always adhere to that. If a field trip request is made on short notice, 
transportation staff does seek to provide the service, but in some cases there are not enough 
drivers available. On the other hand, district staff noted that field trip requests are not always 
filled accurately. In one case, a smaller bus was sent when  a larger one was needed.  

In addition to field trips, the department also provides after school enrichment and after school 
practice/take home transportation. In 2009-10, there were 255 after school enrichment trips, 
including 114 for 21st Century and 49 for TANF. In the same timreframe, there were 4,221 trips 
from the district’s middle and high schools to transports student home from after school 
practices. Of this total, 1,440 were provided to Carroll High School and another 1,107 were 
provided to Wossman High School. 

Finally, the department also provides transportation for field trips taken by outside organizations 
and school grant programs, such as GEAR UP, 21st Century, the City of Monroe, and Grace 
Episcopal Church. As with other types of field trips, district staff expressed concerns as to 
whether the current fee structure covers all costs. Prismatic was unable to obtain sufficient data 
to analyze this concern. 

Many districts limit the amount of field trips that schools may take as a way of controlling costs. 
They also analyze the cost of providing field trips and seek sufficient reimbursement to cover 
those costs. 

RECOMMENDATION 

Improve field trip budgeting and scheduling. 
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The district should determine what the threshold should be for field trips. It may choose to set a dollar 
limit by school level each year as a means of indicating the relative emphasis schools should place on 
field trips. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources and will save funds. However, with 
the limited data provided by the district, Prismatic cannot quantify the extent of the savings. 

FINDING 7-32 

The district has not quantified the cost of its school start times and considered other options. 
 
Exhibit 7-20 shows the start and end times for MCS schools. There is little staggering of start and 
end times.  
 

Exhibit 7-20 
MCS School Start and End Times 
School Start Time End Time 

Elementary Schools 
Barkdull Faulk Elementary 8:00 3:00 
Berg Jones Elementary 8:06 3:15 
Carver Elementary 7:50 3:15 
Clara Hall Elementary 8:10 3:15 
J. S. Clark Elementary 8:10 3:15 
Cypress Point Elementary 8:20 3:20 
Jefferson Elementary 8:05 3:10 
Lexington Elementary 8:05 3:10 
Lincoln Elementary 8:00 3:15 
Madison James  Foster Elementary 8:15 3:15 
Minnie Ruffin Elementary 8:00 3:15 
Sallie Humble Elementary 8:10 3:10 

Middle/Junior High Schools 
Carroll Junior High 7:25 2:47 
Lee Junior High 7:30 2:43 
Martin Luther King, Jr. Middle 7:25 2:43 

High Schools 
Carroll High 7:20 2:50 
Neville High 7:30 2:45 
Wossman High 7:30 2:50 

Other Schools 
Sherrouse Alternative 8:00 3:15 
Career Development  7:55 3:13 

    Source: Monroe City Schools, April 2011. 
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To achieve the highest possible efficiency, bus routes are typically “tiered.” Rather than use one 
bus to pick up one group of students and deliver them to one school (a “run”), efficient districts 
stagger their start/end times sufficiently to allow one bus to make multiple runs. According to 
the transportation manager, a decade ago all routes in MCS were triple-tiered. Since then, the 
operation has been slowly adjusting down to just double-tiered.  
 
In addition to adding significant, non-value added transportation cost, the district’s current start 
times are not aligned with research. A 2005 study published in the journal Pediatrics noted the 
relatively poorer academic performance of high school students who started school early in the 
morning. Another study, by Wolfson and Carskadon (1998), determined that a teen’s natural 
time to fall asleep may be 11:00 pm or later. Since teen’s need as much as nine hours of sleep a 
night, earlier school start times lead to chronic sleep deprivation.  
 
A school district in Kentucky that moved its high school start time from 7:30 am to 8:30 am 
reported an increase in the average hours of nightly sleep and a significant reduction in the crash 
rates for teen drivers. The teens did not report significant reductions in the amount of time spent 
on homework, school sports, etc. The study did not assess academic performance.11 
 
RECOMMENDATION 
 
Review bell times. 
 
The district’s current bell schedule is inefficient from a transportation perspective and not in 
keeping with research on the benefits to high school students on later start times. The 
superintendent should direct the transportation manager to develop several models of differing 
start times that minimize transportation expense. The superintendent should then consider 
these for possible implementation and present at least two options for board consideration. 
 
FISCAL IMPACT 
 
This recommendation can be implemented with existing resources, once the routing software 
has been fully implemented. The exact savings would depend on the options selected by the 
district. In 2009-10, the district spent $1.16 million on salaries for driver, salaries for bus 
attendants, and fuel, just for regular education routes (not including employee benefits). 
Prismatic conservatively estimates that a five percent reduction could be achieved by 
implementing bell times that more easily allow for triple-tiering. This would result in an annual 
savings of $58,000. Because the routing system is not yet operational, it will likely require a year 
before new bell times can be implemented. 
 
Recommendation 2011-12 2012-13 2013-14 2014-15 2015-16 
Review bell times to 
improve bus tiering $0 $58,000 $58,000 $58,000 $58,000 

 

 

                                                 
11 Danner, F. and Phillips, B. (2008). Adolescent sleep, school start times, and teen motor vehicle crashes. 
Journal of Clinical Sleep Medicine, 4 (6). 
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FINDING 7-33 

At least several district schools lack sufficient separation between walkers, bus riders, and car 
riders. This has created potentially dangerous situations. 

Prismatic visited noted these issues while visiting schools: 

∗ Neville High School  – This school has a stated policy that requires students to be dropped off 
at the front, using a long half-circle drive, while buses drop off in the back. However, Prismatic 
observed a significant number of cars dropping off in the back and mixing with the bus traffic 
(Exhibit 7-21). Neither area of traffic was supervised by school staff.  

∗ Wossman High School – This school has buses and cars dropping off in the same line. Aside 
from the safety issue this creates, this could also impede the progress of buses that need to 
leave timely for their next run. This school had excellent adult supervision of the bus unloading 
area.  

Exhibit 7-21 
Unsafe Dropoff Area at Neville High School 

 
  Source:  Prismatic, April 2011. 
 
Due to on-site time constraints, the review team could not observe start and dismissal 
procedures at every MCS school, so it is unknown to what extent these problems are pervasive in 
the district. According to district staff, only three schools adequately separate bus and car rider 
traffic. 

Best practices dictate that all circulation around a school is separated by type. Where this has not 
been part of the original design, the school must create it through temporary physical means 
such as cones or through staggered start/end times. In some districts, bus riders are dismissed 15 
minutes before car riders. Parents who choose to pick up their children are corralled into an area 
well away from bus traffic. 
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RECOMMENDATION 

Require separation of traffic circulation around every MCS school. 

Student safety must be a paramount concern, particularly during busy start and dismissal times 
at schools. 

FISCAL IMPACT 

This recommendation can be implemented with existing resources. 

FINDING 7-34 

Over the past three years, district transportation costs have increased by 14 percent. Much of this 
increase is due to increased bus attendant costs. 

As shown in Exhibit 7-22, the district’s transportation costs have increased  by 14 percent since 2007-
08. While costs associated with special education transportation have decreased, costs in all other 
major areas have increased. The increase in department-level expenditures was largely due to the 
purchase of an automated routing system; this accounts for nearly all the $103,000 increase in this 
area. The increase in employee benefits is beyond the control of transportation department 
management. The 17 percent increase in costs associated with regular transportation was the highest 
absolute increase – more than $355,000. 

Exhibit 7-22 
MCS Transportation Costs 

Area 2007-08 2008-09 2009-10 
Percent 
Change 

Department $112,197 $116,996 $215,302 92% 
Regular Transportation $2,104,810 $2,155,578 $2,460,444 17% 
Special Education Transportation $300,390 $324,981 $245,690 -18% 
Employee Benefits $563,018 $625,552 $597,187 6% 
TOTAL $3,080,415 $3,223,107 $3,518,623 14% 

Source:  Louisiana Department of Education. 

Exhibit 7-23 provides a further breakdown of the cost components in regular education 
transportation. A number of items have increased substantially in cost since 2007-08. In particular, the 
amount paid in salaries to bus aides more than doubled in the same time period when the amount 
paid in salaries to bus drivers decreased. While bus aides may be desirable to have on buses, they are 
not required for regular education routes, unless a special needs student is riding the bus who 
specifically requires an aide. 
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Exhibit 7-23 
MCS Regular Education Transportation Costs 

Item 2007-08 2008-09 2009-10 
Percent 
Change 

Salaries 
      Bus Aide $102,678 $270,662 $270,974 164% 

  Bus Driver $727,916 $655,373 $623,673 -14% 
  Mechanic $115,129 $119,764 $111,526 -3% 
  Substitutes $373,824 $365,297 $417,396 12% 
Repairs and Maintenance $212,031 $232,175 $262,958 24% 
Rental of Vehicles $2,211 $2,079 $2,268 3% 
Payments in Lieu of Transportation $54,659 $71,444 $111,273 104% 
Fleet Insurance $83,721 $74,699 $77,508 -7% 
Operational Allowance $0 $0 $0 

 Materials and Supplies $3,228 $10,554 $5,726 77% 
Gasoline/Diesel $352,778 $250,971 $264,502 -25% 
Equipment $0 $0 $186,628 100% 
Miscellaneous $76,635 $102,560 $126,012 64% 
TOTAL $2,104,810 $2,155,578 $2,460,444 17% 

Source:  Louisiana Department of Education. 

The district’s recently revived board transportation committee noted as one of its goals the increasing 
of the number of bus aides on regular education routes. However, the district has not yet defined why 
such an expense might be needed. 

On bus ride-alongs, Prismatic observed MCS students to be respectful and well-behaved. The observed 
drivers had assigned seating plans and managed student behavior well. 

RECOMMENDATION 

Minimize the use of bus aides on regular education routes. 

The desire to provide increased bus supervision should be balanced by the district’s current financial 
constraints. Moreover, any such program should have clear objectives and methods of measuring 
whether it has been a wise district investment. 

FISCAL IMPACT 
 
The fiscal impact of this recommendation will depend largely to what extent the district decides 
to continue providing bus aides on regular education routes. Given the low number of students 
riding special education only bus routes, it is likely that at least some of the bus aides on regular 
education routes are employed to assist special needs students on those buses, and that those 
students have a bus aide written as a requirement in their Individualized Education Plans. 
Nevertheless, no data were provided to explain the more than doubling in bus aide costs since 
2007-08 other than staff comments that having bus aides is helpful.  
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Summary  

 

In this report, Prismatic awarded 17 commendations, highlighting exemplary processes and 
practices in Monroe County Schools (MCS). Prismatic also made 84 recommendations to improve 
the efficiency and effectiveness of district operations. 

Of the 84 recommendations, Prismatic developed fiscal impacts for 28. For the remaining 56 
recommendations, Prismatic developed no fiscal impact for one of two reasons: 

∗ In some cases, the anticipated outcome from a recommendation is not one with a fiscal 
impact, such as developing specific expectations for all coordinators that will improve 
effectiveness--this will not have a directly quantifiable impact on board operations or 
expenditures.  

∗ In other cases, the exact fiscal impact will depend on the specific path chosen by the 
district, such as procuring training for all facilities staff—the district could take many routes 
in implementing this recommendation, each with a different fiscal impact.  

In such cases, Prismatic has not provided a specific fiscal impact. 

Consequently, Prismatic has only developed fiscal impacts for those recommendations where the 
most likely implementation path is clear and direct costs or savings can estimated from that 
implementation. In all cases, we have endeavored to be conservative in estimating savings and 
aggressive in estimating costs. While Prismatic has used the best data available in determining 
fiscal impacts, it should be remembered that these are estimates. It should also be remembered 
that it would be erroneous to total up all fiscal impacts presented and later seek to compare actual 
impacts with these estimates. Prismatic has provided to the district a menu of options from which 
to seek greater efficiency and effectiveness, not a mandate. The district is under no obligation to 
implement any of the recommendations presented. Moreover, several recommendations will likely 
have an effect on other areas where we have made a recommendation, so fiscal impacts cannot be 
aggregated cleanly.  

Prismatic recognizes that it would be unlikely the district would be able to implement all 
recommendations immediately. Some can, and should be, implemented immediately. Others will 
take months or years to implement. Prismatic has made no assumptions regarding the priority 
order into which the district will place the recommendations of this diagnostic study. For that 
reason, all costs and savings are shown as being realized beginning in 2011-12. As the district 
develops its action plan in response to this report, it will need to shift the costs/savings associated 
with recommendations identified for later implementation to later years. 

As a first step in implementing report recommendations, Prismatic recommends that district 
leaders review all report recommendations to identify which (in whole or in part) can be 
implemented immediately or within the next three months. From there, district leaders should 
then develop a prioritized action plan with accompanying deadlines and metrics. Individuals or 
small teams within the district should be assigned to spearhead each effort and should be held 
accountable for producing results. 

Chapter 

8 
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The remaining pages of this chapter provide a by chapter summary of commendations and 
recommendations. It is important to note that fiscal impacts are provided in constant 2011 dollars 
and are incremental in nature. It is also important to note that Prismatic has not considered the 
impact of unemployment requirements where it has recommended the elimination of district 
positions. This is because how unemployment obligations are determined will depend on whether 
the district is able to accomplish reductions through attrition and which collective bargaining 
agreements apply (if any). 

 

8.1 ORGANIZATION AND MANAGEMENT 

 
In this chapter, Prismatic gave seven commendations and made 11 recommendations. The 
commendations were: 
 

∗ The City of Monroe School Board is commended for updating its policy book. 

The recommendations are shown in Exhibit 8-1. 
 

Exhibit 8-1 
Recommendations in Organization and Management 

 

 
Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

1 Adopt a new central 
office organizational 
structure. 

($288,738) ($288,738) ($288,738) ($288,738) ($288,738) ($1,443,690) 

2 Adopt the proposed 
organizational structure 
for Instructional Support 
Services in the City of 
Monroe Schools. 

$530,590  $530,590  $530,590  $530,590  $530,590  $2,652,950  

3 Reduce the leadership 
team structure. 

$0  $0  $0  $0  $0  $0  

4 Develop specific 
expectations for all 
coordinators and hold 
them accountable for 
meeting them. 

$0  $0  $0  $0  $0  $0  

5 Review and revise 
instructional job titles 
and respective pay. 

$0  $0  $0  $0  $0  $0  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

6 Develop a schedule for 
regular board training to 
ensure clear 
understanding of and 
adherence to board and 
administrative roles. 

$0  $0  $0  $0  $0  $0  

7 Place a link to MCS 
policies on the district 
homepage and continue 
updating policies with 
revision dates included. 

$0  $0  $0  $0  $0  $0  

8 Maintain the current 
schedule for the LIFT 
Center, but staff it with a 
non-certified staff 
member. 

($12,222) ($12,222) ($12,222) ($12,222) ($12,222) ($61,110) 

9 Increase accountability 
when hiring staff for 
specific, short-term 
purposes. 

$0  $0  $0  $0  $0  $0  

10 Conduct an extensive 
review of MCS curricular 
and instructional 
programs. 

$0  $0  $0  $0  $0  $0  

11 Adhere to AdvancEd 
staffing guidelines for 
school administrative, 
counseling, and librarian 
staffing. 

$215,559  $215,559  $215,559  $215,559  $215,559  $1,077,795  

  Subtotal $445,189  $445,189  $445,189  $445,189  $445,189  $2,225,945  
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8.2 HUMAN RESOURCES 

 
In this chapter, Prismatic gave one commendation and made 10 recommendations. The 
commendations were: 
 

∗ The MCS HR department is commended for its exemplary work in the areas of personnel, as 
measured by established HR metrics for performance and effectiveness. 

The recommendations are shown in Exhibit 8-2 
. 

Exhibit 8-2 
Recommendations in Human Resources 

 

 
Recommendation 

Estimated (Costs) or Savings Total Five-
Year 

(Costs) or 
Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

1 Produce or rewrite operating 
standards which will ensure 
retention and back-up of all 
scanned records so that filing 
hard copies of documents in 
the employee personnel 
folders can be discontinued. 

$0  $0  $0  $0  $0  $0  

2 Improve security of 
personnel folders. 

$0  $0  $0  $0  $0  $0  

3 Develop and use yearly 
evaluation forms that reflect 
current best practices for all 
classes of employees. 

$0  $0  $0  $0  $0  $0  

4 End supplemental pay for 
school administrators. 

$81,492  $81,492  $81,492  $81,492  $81,492  $407,460  

5 Accept only electronic data 
from the biometric time clock 
for payroll. 

$0  $0  $0  $0  $0  $0  

6 Subscribe to and install a 
modern, computer-driven, 
electronic substitute caller 
system. 

$1,276  $5,276  $5,276  $5,276  $5,276  $22,380  

7 Publish an Employee 
Handbook online. 

$0  $0  $0  $0  $0  $0  

8 Create a guide to employee 
discipline and performance. 

$0  $0  $0  $0  $0  $0  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year 

(Costs) or 
Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

9 Solicit assistance from the 
Louisiana Department of 
Education National Board 
Certification office for 
guidance in creating a plan to 
increase the number of MCS 
teachers who become 
National Board Certified. 

$0  $0  $0  $0  $0  $0  

10 Review student loads by 
teacher and course 
enrollments and increase 
strategically student to 
teacher ratios. 

$599,858  $599,858  $599,858  $599,858  $599,858  $2,999,290  

  Subtotal $682,626  $686,626  $686,626  $686,626  $686,626  $3,429,130  
 
 

8.3 FINANCE 

 
In this chapter, Prismatic gave six commendations and made 21 recommendations. The 
commendations were: 
 

∗ The district is commended for reversing its operational funding deficit. 

∗ Monroe City Schools is commended for its commitment to instruction, as evidenced by its per 
pupil spending on instruction. 

∗ The MCS business operations staff is commended for providing detailed operating manuals in 
accordance with best practices. 

∗ MCS is commended for publishing two manuals that assist purchasing department, other 
department, and school staff in processing purchasing related functions. 

∗ MCS is commended for a cross-checking process that helps ensure that coding on accounts 
payable documents are correct and for  cross-training of account payable staff. 

∗ MCS is commended for maintaining a spreadsheet of awarded contracts that provide readily 
accessible data for managing contracts. 

The recommendations are shown in Exhibit 8-3. 
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Exhibit 8-3 
Recommendations in Finance 

 

 
Recommendation 

Estimated (Costs) or Savings Total Five-
Year 

(Costs) or 
Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

1 Invest in a fully integrated 
financial systems 
software package. 

($300,000) ($100,000) ($100,000) ($100,000) ($100,000) ($700,000) 

2 Develop a five-year 
financial plan that 
encompasses all aspects 
of district operations. 

$0  $0  $0  $0  $0  $0  

3 Define the areas of 
responsibility of the chief 
financial officer. 

$0  $0  $0  $0  $0  $0  

4 Continue to allocate 
funds to the local schools 
on a per pupil basis, but 
account for them 
centrally. 

$0  $0  $0  $0  $0  $0  

5 Hire an internal auditor to 
report directly to the 
Board of Trustees. 

($84,500) ($84,500) ($84,500) ($84,500) ($84,500) ($422,500) 

6 Develop summary and 
easily understood 
financial reports for the 
board and train board 
members on how to 
interpret the information. 

$0  $0  $0  $0  $0  $0  

7 Provide access to periodic 
financial statements on 
the district website. 

$0  $0  $0  $0  $0  $0  

8 Adopt a formal policy for 
tracking and periodically 
reporting on the status of 
report recommendations 
made. 

$0  $0  $0  $0  $0  $0  

9 Develop purchasing 
procedures that allow 
principals and 
department heads to 
purchase small dollar 
items without requiring 
preapproval. 

$0  $0  $0  $0  $0  $0  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year 

(Costs) or 
Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

10 Consider expanding the 
use of the purchasing 
card program to increase 
efficiencies in the 
purchasing and payment 
processes. 

$0  $39,877  $39,877  $39,877  $39,877  $159,508  

11 Work with other school 
districts and local 
governments to establish 
purchasing cooperatives 
to reduce cost of services 
and materials, and reduce 
the administration cost of 
processing purchases. 

$0  $0  $0  $0  $0  $0  

12 Transfer the three 
accounts payable staff to 
the finance department 
to improve internal 
controls. 

$0  $0  $0  $0  $0  $0  

13 Document desk 
procedures for all finance 
processes within the 
business office, place 
them on the district 
server for easy reference 
and cross train staff on all 
critical functions including 
those of the finance 
director and accounting 
supervisor. 

$0  $0  $0  $0  $0  $0  

14 Develop a user manual for 
school and department 
staff to assist them in 
completing finance and 
purchasing related duties 
and provide periodic 
training. 

$0  $0  $0  $0  $0  $0  

15 Phase out the supplies 
inventory except for copy 
paper and implement a 
just-in-time ordering 
system for goods and 
supplies that are 
delivered directly to the 
schools. 

$17,452  $34,904  $34,904  $34,904  $34,904  $157,068  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year 

(Costs) or 
Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

16 Modify the human 
resources and payroll 
systems to provide a 
partition between the 
two systems and allow 
access to only specific 
staff needing the data to 
complete their assigned 
job duties. 

$0  $0  $0  $0  $0  $0  

17 Improve internal controls 
over processing payrolls. 

$0  $0  $0  $0  $0  $0  

18 Transfer the payroll staff 
responsible for 
processing the regular 
payroll back to the 
finance department and 
implement the external 
auditor's 
recommendations for 
payroll processing. 

$0  $0  $0  $0  $0  $0  

19 Increase direct deposit 
marketing efforts and 
encourage all employees 
to use direct deposit. 

$0  $0  $0  $0  $0  $0  

20 Develop procedures to 
allow direct deposit of 
substitute and addition 
paychecks. 

$0  $0  $0  $0  $0  $0  

  Subtotal ($367,048) ($109,719) ($109,719) ($109,719) ($109,719) ($805,924) 
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8.4 TECHNOLOGY 

 
In this chapter, Prismatic gave three commendations and made 14 recommendations. The 
commendations were: 
 

∗ The MIS director is commended for beginning to address the numerous technology 
infrastructure and school support issues. 

∗ MCS is commended for its efforts to provide not only access to interactive whiteboards but 
also SMART Board training for its teachers. 

∗ Monroe City Schools is commended for its efforts to make technology equipment available to 
schools, classrooms, and students. 

The recommendations are shown in Exhibit 8-4. 
 

Exhibit 8-4 
Recommendations in Technology 

 

 
Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

1 Improve and expand the 
existing technology plan. 

$0  $0  $0  $0  $0  $0  

2 Establish a district-wide 
technology planning 
committee. 

$0  $0  $0  $0  $0  $0  

3 Realign the MIS and 
instructional technology 
departments. 

$0  $0  $0  $0  $0  $0  

4 Require all technology 
purchases to be approved 
by the MIS director. 

$0  $0  $0  $0  $0  $0  

5 Review options regarding a 
student information 
system. 

$0  $0  $0  $0  $0  $0  

6 Revise the work schedules 
of technology system 
technicians and help the 
desk operator to provide 
coverage during the early 
morning hours as schools 
open. 

$0  $0  $0  $0  $0  $0  

7 Develop a long-term 
professional development 
plan. 

$0  $0  $0  $0  $0  $0  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

8 Expand instructional 
technology professional 
development to include 
offerings at all skill levels to 
ensure teachers move 
beyond basic use of the 
equipment. 

$0  $0  $0  $0  $0  $0  

9 Create a formal procedure 
for evaluating the 
appropriate use of 
technology. 

$0  $0  $0  $0  $0  $0  

10 Create scheduled 
opportunities for teachers 
to collaborate regarding 
technology and software 
use, curriculum integration, 
the appropriate 
applications for grade level 
and content skills, and for 
remediation and 
intervention. 

$0  $0  $0  $0  $0  $0  

11 Replace districtwide 
technology coaches with 
one additional full-time 
technology integration 
specialist in the 
instructional technology 
department. 

($1,800) ($1,800) ($1,800) ($1,800) ($1,800) ($9,000) 

12 Standardize job titles and 
job responsibilities. 

$0  $0  $0  $0  $0  $0  

13 Create a process to assess 
student use of, need for, 
and satisfaction with 
district technology. 

$0  $0  $0  $0  $0  $0  

14 Expand and employ 
existing online and distance 
learning opportunities for 
students. 

$0  $0  $0  $0  $0  $0  

  Subtotal ($1,800) ($1,800) ($1,800) ($1,800) ($1,800) ($9,000) 
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8.5 OPERATIONS 

 
In this chapter, Prismatic gave six commendations and made 28 recommendations. The 
commendations were: 
 

∗ District leaders recognize the need for increased focus on preventive maintenance. 

∗ The district is commended for participating in the USDA Fresh Fruit and Vegetable Program. 

∗ The food service staff is commended for providing a clean and pleasant dining experience for 
the students. 

∗ To the extent the MCS and peer data are correct, the MCS transportation department 
operates at a lower cost per student than its peers. 

∗ MCS bus drivers exhibit professionalism and concern for their students. 

∗ The MCS transportation department is functioning well in a number of areas. 

The recommendations are shown in Exhibit 8-5. 
 

Exhibit 8-5 
Recommendations in Operations 

 

 
Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

  Facilities             
1 Develop 

capacity/enrollment 
thresholds for each school. 

($75,000) $739,499  $739,499  $739,499  $739,499  $2,882,996  

2 Consolidate summer school 
programs into fewer 
schools. 

$53,103  $53,103  $53,103  $53,103  $53,103  $265,515  

3 Merge all functions related 
to facilities into one building 
services departments and 
clarify responsibilities. 

$30,795  $30,795  $30,795  $30,795  $30,795  $153,975  

4 Maintain maintenance 
staffing at the current level, 
as long as facility square 
footage does not change. 

$33,835  $33,835  $33,835  $33,835  $33,835  $169,175  

5 Identify skills and procure 
regular related training for 
all staff in departments 
supporting facilities. 

$0  $0  $0  $0  $0  $0  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

  Maintenance             
6 Implement a computerized 

maintenance management 
system. 

($10,843) ($10,843) ($10,843) ($10,843) ($10,843) ($54,215) 

7 Examine district facilities, 
identify needs, and develop 
a schedule for ongoing 
preventive maintenance. 

$0  $0  $0  $0  $0  $0  

8 Implement a technology 
solution for event 
management. 

($8,018) ($6,293) ($6,293) ($6,293) ($6,293) ($33,190) 

9 Seek reimbursement from 
the food service fund for 
the cost of kitchen and 
dining room utilities. 

$119,751  $119,751  $119,751  $119,751  $119,751  $598,755  

10 Develop strategies to 
encourage energy 
conservation at schools. 

$74,845  $149,690  $299,378  $299,378  $299,378  $1,122,669  

11 Reduce custodial staff to a 
level more consistent with 
ASBO standards. 

$503,390  $503,390  $503,390  $503,390  $503,390  $2,516,950  

  Custodial Services             
12 Seek reimbursement from 

the food service fund for 
the cost of providing 
custodial services in the 
dining rooms. 

$43,747  $43,747  $43,747  $43,747  $43,747  $218,735  

13 Develop an allocation 
formula in school budgets 
for custodial supplies. 

$0  $0  $0  $0  $0  $0  

14 Explore potential areas for 
shared enterprises in 
maintenance and custodial 
services. 

$0  $0  $0  $0  $0  $0  

  Food Services             
15 Develop a five-year plan for 

the food service program 
that will ensure it is 
financially self-sustaining. 

$0  $0  $0  $0  $0  $0  

16 Increase regular student 
meal prices. 

$2,500  $2,500  $2,500  $2,500  $2,500  $12,500  

17 Eliminate the sale of 
competitive foods during 
lunch periods in all MCS 
schools. 

$355,000  $355,000  $355,000  $355,000  $355,000  $1,775,000  

18 Discontinue the practice of 
offering seconds to 
students at no charge. 

$37,500  $75,000  $75,000  $75,000  $75,000  $337,500  
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Recommendation 

Estimated (Costs) or Savings Total Five-
Year (Costs) 
or Savings 2011-12 2012-13 2013-14 2014-15 2015-16 

19 Retrain the cashiers to 
observe and charge 
students and adults for 
extra food sales. 

$40,500  $40,500  $40,500  $40,500  $40,500  $202,500  

20 Promote more training, 
sharing of ideas, and central 
office oversight. 

$0  $0  $0  $0  $0  $0  

21 Implement a regular school 
food survey. 

$0  $0  $0  $0  $0  $0  

22 Eliminate the school food 
service warehouse 
operation. 

$0  $0  $0  $0  $0  $0  

  Transportation             
23 Develop and report 

regularly on transportation 
metrics. 

$0  $0  $0  $0  $0  $0  

24 Complete routing system 
implementation. 

$0  $49,200  $49,200  $49,200  $49,200  $196,800  

25 Improve field trip budgeting 
and scheduling. 

$0  $0  $0  $0  $0  $0  

26 Review bell times. $0  $58,000  $58,000  $58,000  $58,000  $232,000  
27 Require separation of traffic 

circulation around every FPS 
schools. 

$0  $0  $0  $0  $0  $0  

28 Minimize the use of bus 
aides on regular education 
routes. 

$0  $0  $0  $0  $0  $0  

  Subtotal $1,201,105  $2,236,874  $2,386,562  $2,386,562  $2,386,562  $10,597,665  
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Employee Survey  
 
 

The Monroe Employee Survey was made available to all district staff on-line March 15, 2011 
through April 6, 2011.  All survey responses were held confidential and no individual survey result 
was shared with any district staff. 
  
A total of 646 employees responded to the survey out of 1,963, for a response rate of 33 percent. 
Based on the review team’s experience working with other districts, this response rate is typical 
for a survey of this nature. 
 
Aggregated response frequencies are shown below. Because responding to each question was 
optional, the percentages shown may be based on less than 646 responses. In no case, was a 
response frequency based on less than 562 responses. Based on 562 responses, the margin of 
error for this survey is ±3.5 percent. 

    ORGANIZATION AND MANAGEMENT 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

1. School board members know and 
understand the educational needs of 
students in the school district. 

4.5% 36.5% 20.9% 30.3% 7.7% 

2. School board members know and 
understand the operations of the 
school district. 

4.6% 39.0% 27.7% 22.9% 5.7% 

3. The district administration is efficient. 5.0% 37.9% 27.5% 23.9% 5.6% 
4. The district administration supports the 

educational process. 7.5% 55.5% 20.9% 13.2% 3.0% 

5. School-based personnel play an 
important role in making decisions that 
affect schools in the district. 

14.0% 34.4% 21.1% 22.3% 8.1% 

6. Principals are effective instructional 
leaders in the schools. 26.0% 41.7% 17.1% 11.0% 3.3% 

7. Principals are effective managers of the 
staff and teachers in their schools. 24.5% 43.7% 17.0% 10.2% 4.6% 

8. Most administrative practices in the 
school district are highly efficient and 
effective. 

5.9% 37.8% 27.8% 24.1% 4.3% 

9. Administrative decisions are made 
promptly and decisively. 5.1% 32.4% 34.1% 23.1% 5.3% 

10. School district administrators are easily 
accessible and open to input. 4.8% 37.6% 31.7% 20.3% 5.6% 

Appendix 

A 
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Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

11. Authority for administrative decisions is 
delegated to the lowest possible level. 2.2% 18.9% 50.2% 22.5% 6.2% 

12. Bottlenecks exist in many 
administrative processes that cause 
unnecessary time delays. 

7.7% 45.2% 36.8% 8.7% 1.5% 

13. The school district has too many layers 
of administrators. 18.7% 34.1% 27.5% 16.9% 2.8% 

14. The central office organizational 
structure is efficient. 3.6% 30.1% 33.1% 26.2% 7.0% 

15. District administrators provide quality 
service to schools. 3.7% 37.3% 33.1% 20.8% 5.1% 

     HUMAN RESOURCES 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

16. I am satisfied with my job in the school 
district. 37.4% 44.5% 9.6% 5.8% 2.7% 

17. I am actively looking for a job outside 
the school district. 3.5% 7.9% 15.6% 29.2% 43.9% 

18. Teachers who do not meet expected 
work standards are disciplined. 4.9% 24.7% 34.2% 26.1% 10.1% 

19. Staff who do not meet expected work 
standards are disciplined. 4.7% 25.6% 32.0% 26.4% 11.2% 

20. The district has a good orientation 
program for new employees. 6.0% 35.0% 33.5% 19.1% 6.5% 

21. The district accurately projects future 
staffing needs. 2.8% 31.4% 38.0% 22.6% 5.0% 

22. Teachers are not held accountable for 
ensuring students learn. 6.4% 15.5% 19.8% 38.0% 20.3% 

23. Principals are not held accountable for 
ensuring students learn. 7.6% 16.2% 21.1% 37.0% 18.1% 

24. The district has an effective employee 
recruitment program. 4.2% 29.9% 46.2% 14.9% 4.7% 

25. Open positions are filled too slowly. 6.3% 18.9% 42.2% 28.8% 3.8% 
26. District employees receive annual 

personnel evaluations. 14.8% 46.1% 26.7% 9.1% 3.3% 

27. The district rewards competence and 
experience, and provides qualifications 
needed for promotion. 

2.7% 16.2% 30.7% 31.2% 19.2% 



 A-3 

 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

28. There are not enough high quality 
professional development opportunities 
for teachers. 

8.0% 25.6% 30.5% 28.3% 7.5% 

29. There are not enough high quality 
professional development opportunities 
for school administrators. 

6.0% 16.3% 49.3% 22.3% 6.2% 

30. The Human Resources department 
provides good value to our schools. 7.1% 40.0% 36.3% 11.3% 5.3% 

     BUSINESS OPERATIONS 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

31. Funds are managed wisely to support 
education in the school district. 6.1% 25.8% 28.4% 28.4% 11.2% 

32. The district’s financial reports are easy to 
understand and read. 3.9% 19.1% 51.4% 18.0% 7.7% 

33. Campus and program administrators 
have sufficient access to the financial 
data they need. 

3.5% 24.7% 56.5% 11.7% 3.5% 

34. The school district purchases the highest 
quality materials and equipment at the 
lowest cost. 

4.4% 28.5% 47.2% 13.9% 6.0% 

35. Educational programs are regularly and 
objectively evaluated. 5.0% 34.9% 36.7% 18.5% 4.9% 

36. The purchase order process is efficient 
and effective. 7.3% 41.9% 35.1% 11.0% 4.7% 

37. The Finance department provides good 
value to our schools. 7.1% 35.1% 44.0% 10.2% 3.7% 
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     TECHNOLOGY 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

38. Students regularly use computers and 
technology. 39.8% 48.7% 6.8% 3.8% 1.0% 

39. Teachers are expected to integrate 
technology into the classroom. 45.1% 47.4% 6.3% 1.0% 0.2% 

40. Teachers do not know how to use 
technology in the classroom. 2.0% 8.3% 22.5% 48.4% 19.2% 

41. Teachers regularly use technology to 
communicate with the parents of the 
students they teach. 

15.4% 40.5% 25.5% 15.9% 2.8% 

42. The district Web site is a useful tool. 31.4% 54.0% 10.9% 2.8% 1.0% 
43. All schools have equal access to 

educational materials, such as computers, 
projectors, and science labs. 

15.9% 39.2% 21.3% 16.8% 6.8% 

44. I get assistance quickly when I have a 
computer problem. 20.7% 42.6% 16.9% 14.7% 5.1% 

45. The school district provides adequate 
instructional technology. 20.8% 54.6% 15.0% 8.3% 1.4% 

46. The school district provides adequate 
administrative technology. 14.4% 40.6% 38.6% 5.0% 1.5% 

47. I have adequate equipment and 
computer support to conduct my work. 27.2% 48.2% 11.7% 9.4% 3.5% 

48. Most administrative process (staff leave, 
purchasing, payroll etc.) are still paper-
based. 

10.6% 40.4% 36.0% 11.2% 1.8% 

49. I have been told to use certain computer 
applications for my work, but have not 
been provided training in how to use 
them. 

3.8% 13.0% 25.6% 44.9% 12.7% 

50. I am comfortable using the technology 
provided by the district. 29.2% 57.3% 10.4% 2.3% 0.8% 

51. The MIS department provides good value 
to our district and schools. 25.2% 50.3% 21.7% 2.0% 0.8% 

52. The instructional technology department 
provides good value to our district and 
schools. 

26.7% 51.5% 18.0% 3.0% 0.8% 
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     FACILITIES USE AND MANAGEMENT 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

53. Schools are well-maintained. 10.4% 45.1% 15.7% 22.0% 6.8% 
54. Schools are usually dirty. 5.5% 16.9% 20.6% 41.2% 15.7% 
55. There are enough custodians to keep the 

schools clean. 14.1% 51.8% 15.8% 14.4% 4.0% 

56. Our schools have sufficient space and 
facilities to support the instructional 
programs. 

8.2% 38.4% 17.6% 28.0% 7.9% 

57. The process for requesting a facility 
repair is inefficient. 9.4% 23.8% 40.9% 23.1% 2.8% 

58. Facility repairs are made in a timely 
manner. 4.5% 30.5% 34.0% 21.6% 9.4% 

59. Emergency maintenance is handled 
promptly. 9.5% 43.4% 35.2% 9.4% 2.5% 

    TRANSPORTATION 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

60. Students are often late arriving to and/or 
departing from school because the buses 
do not arrive to school on time. 

4.5% 10.7% 22.4% 46.6% 15.6% 

61. There are sufficient buses to meet 
extracurricular needs of students. 7.9% 48.0% 29.3% 9.1% 5.7% 

62. Buses are often broken down, disrupting 
services. 1.3% 5.0% 37.8% 44.9% 10.9% 

63. The process for requesting a field trip is 
efficient and effective. 7.8% 44.4% 31.0% 11.8% 5.1% 

64. Bus drivers effectively handle discipline 
issues on the buses. 5.0% 28.7% 49.4% 11.8% 5.0% 

65. Students do not feel safe riding school 
district buses. 1.4% 6.6% 40.7% 39.5% 11.9% 

66. The Transportation department provides 
good value to our schools. 15.4% 53.2% 25.5% 4.1% 1.9% 
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     FOOD SERVICES 

Statement 
Strongly 

Agree Agree 

Do Not 
Agree or 
Disagree Disagree 

Strongly 
Disagree 

67. The Food Services Department provides 
nutritious and appealing meals and 
snacks. 

7.1% 32.3% 20.7% 22.4% 17.5% 

68. Vending machines are available to 
students during lunch periods. 5.9% 20.2% 19.9% 25.3% 28.8% 

69. Bus riders get to school with enough 
time to eat breakfast. 13.5% 54.8% 21.4% 8.0% 2.2% 

70. Cafeterias are calm environments in 
which to eat. 9.9% 47.7% 23.4% 13.2% 5.9% 

71. Students often wait in line longer than 
five minutes to get their lunches. 6.5% 20.9% 32.0% 31.3% 9.4% 

72. Many students bring their lunch from 
home every day. 1.7% 11.6% 26.8% 36.8% 23.3% 

73. The Food Services department provides 
good value to our schools. 12.2% 45.3% 22.3% 11.2% 9.0% 
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    OPEN-ENDED QUESTIONS 

[Responses have been edited by Prismatic only to correct obvious typographical errors and to 
remove identifying information.] 
 
74. How could the Human Resources Department be more efficient or effective? 
 
 A system to log in and verify CLU's obtained outside of the district would be nice.  Although, I 
must say that whenever I have had a need for the personnel department, [deleted] has always 
made time and adequately answered all my questions. 
Have more interesting meetings on HR topics (i.e., retirement, insurance, employment policies, 
update records) 
By having updated materials 
1. Provide accurate information regarding insurance, leave time, and retirement benefits. 
2. Increase the efficiency of the employee orientation process to include periodic (quarterly/ 
semiannual) updates on matters relating to personnel. Develop a personnel manual for each 
employee. Provide an org chart. 
 3. Make updates or changes promptly and reflected in the pay stub. Become confidential. 
After personnel have been hired make sure that adequate support is provided to help them obtain 
success in the classroom.  
All applications done electronically. 
All applications for positions should be online, not just teachers. Substitute program needs to be 
online, not call outs. There needs to be a quieter environment for the workers. Need cross training. 
All employees from the highest level to the lowest level in this department should have a pleasant 
personable attitude when dealing with anyone, whether within the district or outside the district.  
Though [deleted] is very pleasant and easy to work with, [deleted] is not.  I've had outsiders speak 
to being ignored and treated inhospitable. 
All program facilitators should have access to current applications for employment, without having 
to go through Human Resources.  It is not time efficient when one must go through a middle man 
who will access and print the application.  After which they must either pony information or have 
someone come to Central Office to pick it up. 
Apprise teachers of what courses/tests are needed for advancement 
Ask employees for suggestions 
Assure that all new employees meet the needed requirement to be effective in the position in 
which they are hired. 
At this time, I do not foresee any changes that should be implemented in the Human Resource 
Department. 
Automate the sub locator program. 
Availability for phone calls. 
Be available to answer calls during and after school hours, stay open later. 
Be more accessible to teachers. 
Be more conscientious about their answers. 
Be more elaborate on what is expected of a new hire. 
Be more observant of things and situations that are occurring around the office.  Not overlooking 
situations because they know or are friends with these individuals. 
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Be more visible in the schools and be known to all staff. 
Be more visible.  Relay more information on all position requirements, available and no available 
positions. 
Be Nice! Answer the phone. Should not always go to voice mail, [deleted]. Act like they care. 
Maybe even smile. 
Be there when you need them. 
Being friendlier! 
Better communication. 
Better training/professional development for new teachers. 
Bring in more highly qualified teachers and have the necessary number needed in place on day one 
of school...not hire them 3 weeks after school starts because we had an influx of unexpected 
students. 
By allowing more input as well as more workshops. 
By answering the phones when you call or at least calling you back. 
By being more receptive to recommendations made by school building level administrative 
personnel. 
By being provided with valuable and effective professional development. 
By hiring individuals that are more effective in the classroom.  And dismissing those that are not. 
By letting the Department head do her job! 
By posting salary range when announcing Position Vacancy. It would allow a person to know if 
they want to apply for the position based on if they would accept the salary range.  
By providing effective information about job openings and being able to make appointments with 
the person over human resources to discuss human resource questions. 
By remembering that the Human Resources Department is a service center that serves with a 
smile.  We should treat people the way we want to be treated and do all we can to help the 
employees. 
By requesting yearly input from teachers at the various schools. 
By returning phone calls in a timely manner. 
By utilizing the staff already hired and making sure new staff that is hired is willing to do the job 
they were hired to do. There are paraprofessionals in EVERY building that spend more time in the 
lounge or visiting than actually interacting with the children, and the principals do NOTHING about 
it. This is a complete waste of school resources. There are people that are not willing to dedicate 
that extra 10% of their ability that our children’s needs, but do just enough to draw a paycheck. It is 
a waste, yet principals continue to allow it to happen because they don't want to deal with the 
conflict these people cause. All central office has done was send people in the classroom to see if 
the teachers aren't doing their job, but what about the paras, custodians, and others that truly 
aren't doing what they should? Teachers need the support of these people and central office, not 
more work heaped on them because that's where everyone passes the buck while they sit on the 
couch. If teachers didn't have the added burden of the next central office observation, cleaning 
their own classrooms, or covering the work the paras should have done we would have more time 
to focus on the education of our children. Yet, paras and custodians can out right REFUSE to do a 
requested job; meanwhile good teachers shoulder that burden and would never do that because it 
would be a disservice to our children.  
Can’t say; not sure of all the duties. I do know when subs come in we can be provided with their 
employee number right off. 
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Cheaper insurance. 
Combine to fewer departments.  
Communicate more frequently with employees. 
Communicate with each other and all other departments. 
Continue to update and clarify roles of each personnel on the HR web tab.  Sometimes it is unclear 
who to write to for specific problems or requests.  This has improved over the last few years.   
Create positions of on-site lead-teachers, master-teachers supervision to ensure that the 
curriculum (esp. with the core subjects) is being implemented on a consistent basis, not just when 
it is time to be evaluated! This would allow scaffolding and advancement opportunities and 
accountability and justification of tax dollars being well spent .   
Currently adequate. 
Decisions about upcoming school years should be made in advance. 
Develop an orientation program for new hires.   Negotiate more discounts with businesses we use 
in the community. 
Digitize paperwork process; make a checklist of documents needed from new hires and current 
teachers. 
Do more recruiting from other states when there is a vacancy. 
Do not know. 
Employee Handbook or digitized handbook for review on practical issues such as retirement, 
insurance, etc. 
Employees could be better trained at the beginning of the year in regards to legal issues that could 
arise and their responsibilities in handling/reporting matters of concern.  Oftentimes people are 
only told of the action they "should have" taken.  This would be of more service to employees than 
motivational speakers at the beginning of the year.  Legal matters occur daily and employees don't 
always know what to do. 
Employees should be cross-trained to handle issues in the absence of other department 
employees. 
Ensure equal access to job opportunities. 
Everything is fine. 
Fill open positions faster. 
Find cheaper insurance. 
From what I can see, I think they are doing a great job. 
Get accurate information.  Feel I have to go to Baton Rouge to get adequate information about 
DROP and retirement. 
Give a set of standard policies over HR procedures and employee benefits and information. It feels 
as though HR deflects requests to odd individuals for answers and data is rarely available.  There is 
no clear HR representative for employees; past organizations have dedicated reps for issues. 
Give applications out only when positions are available.  Every person who walks through the front 
door should not be given a packet with instructions to get lab (drug test) work done at the 
District's expense - you don't know if you will hire that person, why waste money? 
Give more information on insurance options. 
Have a login to check hours worked, vacation/sick time on PC, use electronic notifications. 
Have all personnel be accountable for their job duties. 
Have an online record of CLUs for each teacher, accessible by the teachers themselves and by the 
administrators to view. 
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Have a question and answer session with employees; be truthful. 
Have leave requests on-line and accessible for teachers. Have a place where we can check how 
many sick days we have left. 
Have more direct communication with employees rather than through principals. 
Have more resources for para-educators available. 
Have a new teacher booklet or binder with important information they need to know before the 
first day they teach.  Also they do not need to be rushed through the process.  Suggest survey of 
teachers hired within the last 5 years to give suggested material or information needed from 
various schools. Adding to this would be an induction course at each school. We are not supporting 
our new teachers adequately. Also, the HR department needs to be aware of EOE laws. They are 
not being followed at [deleted] school. 
Have someone return your call promptly. 
Haven't had a problem with this dept. 
The Human Resource Department could be more effective if all schools were provided the same 
programs and resources in the district. 
Hire more effective substitute teachers.  Keep teacher updated on CLUs. 
Hire the people [deleted] recommends, to improve all schools. 
Hold informational meetings on upcoming changes in payroll, certification requirements, and or 
changes that will affect employees. 
Human Resources can be more efficient and effective by being fair and consistent with placement 
of highly qualified teachers.   
Human resources support staff, since they are the first line of contact, should be more 
knowledgeable about personnel policies and procedures. 
I am currently satisfied with the Human Resource Department. 
I am not sure what would make Human Resources more efficient or effective. 
I am satisfied with the Dept. of Human Resources.  
I do not have suggestions at this time. 
I do not know. Maybe not lose paperwork that has been turned in on time and return phone calls.  
I don't have much experience with this department. 
I don't know. I think they are doing a great job. 
I feel the Human Resources Department is doing a great job. 
I found the Human Resources Department to be very effective and helpful when I needed them. 
I have had no problems with the Human Resources Department. 
I have no problem with this department. 
I have no suggestions because I am satisfied with their level of efficiency. 
I have not dealt directly with HR this year.  In the past I had my paperwork misplaced more than 
once. 
I have questions concerning the substitute locator service.  How is it determined which persons are 
sent to the available schools?  Is it determined by whoever the individual wants to send?  Is there a 
priority or selected candidates who get preferential treatment?  Is it determined solely based on 
the individual choosing to send who they desire? Then this could lead to selective sub placement 
based on the whims of the person doing the selecting.  
I really haven't had much dealing with the HR but the few times I have, they have been efficient 
and prompt answering my questions. 



 A-11 

I really think that they’re doing a good job. 
I think all the human resource department could improve on their manners. 
I think Human Resource is efficient already. 
I think human resources are doing a great job; continue to keep up the good work. 
I think they are doing an excellent job and are very efficient and effective right now. 
I think they tend to show favoritism toward schools on the north side. If they made sure when 
school started that we had enough qualified teachers so students do not have to wait at the 
beginning of school two or three months to get a certified teacher.  
I would like to see more efficient personnel within the human resource department. The 
reputation of this department has reached our community with a negative impact. Changes are 
needed soon for this department. 
I don't know; never had to use them for anything that could evaluate. 
If there is a position to be filled, often times it takes a while to fill it and this causes extra stress on 
teachers that are overloaded. 
In my dealings with the Human Resource Department I find them to be efficient in most instances. 
In my opinion, the Human Resources Department is efficient and effective. 
Informing employees of changes, such as with taxes, in a timelier manner might be helpful. 
In-service for new employees. 
Insurance Coordinator could use an assistant. When he is out, there is no one else that can resolve 
insurance issues. 
Insurance could be in his office more during the school day, it is hard to get in touch with him if he 
takes a very, very long lunch break daily and rarely returns phone calls. 
Involve teachers; they see the needs of the students up-close and personal. 
It is fine. 
It runs smoothly now. 
It seems to be effective and easy to communicate with. 
It seems to be working in an efficient manner. 
They don’t need to be changed. 
It's workable. 
Just follow job description. 
Just keeping up with the new technology and making it available for teachers and paras. 
Keep communication friendly and accurate. 
Keep teachers posted on many opportunities. 
Keep up with new technology and information. 
Listen to all employees’ issues. We need a fair system.  Open door to all employees 
Listen to what is going on in the schools. Some schools have MAJOR problems. 
Listen to the employee and not just one side of a happening; listen to both sides. This hasn't been 
done in the past. 
Long term substitutes are needed for areas such as therapists when staff members are out for an 
entire semester or more. 
Lower insurance. 
Make a handbook with benefits.   
Make themselves available. Be honest and stop being deceitful. 
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Making more visit to the schools, taking time out to speak with the staff and find out their needs. 
Many times when called, there is no answer and it is hours before you get a return call. Employees 
do not know who to call for what. 
More information on the school district web site with an email chat to answer questions when the 
phones are busy.  Sometimes email chat is more comfortable and efficient in getting problems 
solved.  It also saves a trip. 
My experience with them has been pleasant. 
My experiences have all been positive to date. 
My questions have been handled in a professional manner in the past.   
No improvement needed.  They are doing a great job. 
Notifications could be sent to emails of employees when there are openings available for 
openings/transfers jobs. 
Offer qualified prospective hires contracts before the hires are forced to accept offers from other 
districts.  
Ok thus far. 
One area is that applicants should be contacted when a letter of application is received and 
informed of the outcome whether negative or positive, and thanked for their interest. 
Our director of personnel is very efficient and effective.  She has truly turned the personnel dept. 
around. 
Our Human Resources Department is probably one of the most efficient and effective 
departments in the district. Hopefully when [deleted] retires an equally competent person can be 
found to take her position. 
Pay the staff more and the moral will go up. 
Pay tuition for advanced degrees for those teachers who want to pursue them. 
Perhaps they could come out of the confines of the office and do a seminar in person so that 
pertinent questions could be asked and answered directly. 
Provide a newsletter to the schools on course works for advancements. 
Provide a screening process prior to sending list of applicants. 
Provide information on job openings in the district. 
Provide more information for filing grievances and better represent teachers and staff members 
and not just administrators. 
Provide more online services e.g. sub request, etc. 
Provide more useful information to all new teachers on what to expect, how to set up payments 
for insurance, and what to look for within the school districts.  
Provide regular postings on the District web site of job openings at all levels. 
Provide specialized training for new teachers...JPAMS, OnCourse, Classroom Management, etc.  
Training should be done as quickly as possible...during the summer.  This will ensure that they are 
job ready.  Literature should be given detailing all of the services provided in the district.  This could 
be done during the Back to School Activity.  Seek better benefits. 
Provide teachers in each content area and make sure the teachers are knowledgeable of their 
content area; stop hiring so many substitutes in core areas, hire a core area special service teacher 
for each area in each junior high and senior high school. 
Provide the opportunity for school personnel to assist in making decisions for our schools. 
Provide us with the information we need and ask for in a timely manner. 
Provide written policies that govern how teachers are hired, the process for transfer, etc. New 
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employees are not always clear on the policies and procedures by which they work. 
Providing detailed reports regarding sick days taken, which includes the actual day(s) missed.  
Put education before monetary issues. 
Really listen to the employees; they are the ones in the trenches so to speak so they know more 
than they do sitting up in their office with the voice messages on. 
Recruit more highly committed teachers. 
Respect employees and treat them all equal. 
Respond to calls and email in a timelier manner. 
Responsibilities should be more evenly distributed.  Pay should reflect the level of responsibility 
and duties. HR tasking should be better communicated to schools. 
Returning phone calls in a timely manner. 
Reward teachers who have served the district faithfully by making it easy for us to know what 
openings exist at other schools and allowing us to have a shot at those before people from out of 
district or on OFAT's are given those positions. Too often politics or personal relationships or other 
backroom dealings seem to be involved in the filling of positions which reduces morale and makes 
those of us who have served faithfully feel underappreciated. 
Screen all employees to the fullest. 
Send certain applicants of a particular race to schools that need to meet quota. 
Some positions that are posted are actually filled, even though they are posted. There have been 
situations where positions are vacant and people are not being interviewed; next thing you know, 
someone has taken the position. This is not fair to people who would like to apply and interview 
for the position. The opportunity for them getting the job is actually slim to none. 
Someone needs to be in the office to answer the phone and all calls should be returned within 24 
hours. Human Resources should be able to decide if promotions are given and make sure all 
employees have evaluations on file from supervisors.  All records should be accessible at all times 
when employees need information.  All employees should be updated on deductions or any major 
changes dealing with your paychecks. Staff dealing with payroll needs to be more professional, 
courteous, answer phone, and return calls promptly. Notify employees yearly of an updated pay 
scale with correct title; each employee are being paid for; and provide a copy yearly showing pay 
scale of all support employees and what level or what position they are being paid for. 
Support the people that you hire; hire people that are qualified. 
Talk to the people. 
Take a pay cut that will allow those that are working hands on with our children to receive higher 
pay. 
The few times I have dealt with the human resources department have been pleasant and very 
helpful staff. 
The HR department can work on PR.  Many times some of the workers are rude when helping 
potential applicants or district employees. 
The HR Department could be more efficient if it was allowed to fill vacant positions in a timelier 
manner and if ineffective teachers could be replaced with effective teachers. 
The Human Resource could be open and positive in the daily operations.  
The Human Resource Department could be more efficient and effective by communicating more 
about what opportunities are available within the district.  The Human Resource Department could 
also do a better job by restructuring some of the age-old policies that pay our employees who 
serve as sponsors or coaches of extracurricular activities.  The current policy that we have has been 
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the exact same since the 1970’s.  It's hard to recruit good people to the district with ancient 
policies in place that currently exist.     
The human resources are never there. Their voice mails are always on. It takes weeks to get a 
response. There is never a warm body to converse with. 
The Human Resources Department could do a better job of recruiting teachers who really want to 
teach children and who are highly qualified.  They need to recruit teachers who are willing to give 
the children of MCS their very best and not just draw a monthly check.  HR could also try to do a 
better job of screening substitutes. 
The Human Resources Department is adequate. 
The Human Resources Department should have someone that can answer ANY questions readily 
available through email. Employees could have access to their personal records only by a password 
protected system. 
The insurance department is often hard to reach and it takes a long time to get questions 
answered. I believe it should be more informative, personal and easily available.   
The insurance department should refrain from making decisions based on the ideas of the 
department personnel. 
The perspective of the HRD is that it is discouraging African American applicants from applying for 
jobs in this district.  By doing so, these applicants go on to seek employment in other districts using 
the identical information that was submitted to our district, but were told that it was not sufficient.  
In addition, it appears that many black applicants are black-balled in the hiring process and 
substitutes are selectively assigned based on unfair practices.  This is very discouraging to hear 
about our district and the persons who represent us in this department.  Also, confidentiality is a 
big issue.  There is so much more that needs to be brought to the table.  I suggest an in-depth look 
at the HRD and the interworking of others within the district that, by the perspective of many, are 
ostracizing a select group and favoring others.  This is so disheartening. To be more efficient or 
effective, closely monitor the department.  Encourage the disclosure of unfair practices and the 
persons behind them.  Investigate what is reported and put forth a resolution if found to be true.  
Periodically survey the district for updates.  Make the department more technology friendly as it is 
done in other districts.  Try AESOP for hiring substitutes.  Please examine racial balances within the 
schools and departments.   
The privacy when visiting the office. Confidentiality.  
The support staff could be more cordial and be of more assistance if they are aware of the policies 
regarding their department.  
There seems to be a need for up to date background reports/searches.  Getting a report when one 
is hired is not good enough if that is the only time a police report is required. 
There should be a way to request a substitute teacher without having to call and leave a message. 
There should be a computer based way that also gives confirmation when the request is placed. 
They are effective. A need for new teacher induction program. 
They could be more efficient by answering their phones and or returning your calls within the day.  
Not 3 days later. 
They could be more efficient by providing us with more information when a job comes available in 
a timelier manner. 
They could be more pleasant to respond to a person's questions.  They could be on time to work.  
They could get up from behind their computer to greet people when someone comes to their 
office and needs their assistance, instead of hiding behind their computer screen and yelling from 
across the room at you.   
They could be politer and have everything new people need together at one time--new hire 
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paperwork, insurance, school ID's, etc., rather than calling and making new people come back to 
the central office 5 or 6 times to complete all paperwork. 
They could do better with communicating their expectations and providing feedback after 
evaluations. 
They could provide more contact with teachers throughout the year rather than just at the 
beginning for new teachers.  
They could provide notice of available positions on the website. 
They have already made some improvements on staffing. 
They need to assist employees with filing certification papers and follow through. 
They should actively recruit highly qualified, knowledgeable, strong teachers for ALL of our 
schools.  Potential employees should be screened in more detail to see if they are the best people 
to teach our children.  Some people do not like children and do not value children as they should.  
Only very dedicated, motivated, optimistic, hardworking, and sincere people should be allowed to 
teach.  A good teacher will have passion for what he or she does.  Our students deserve to have 
the best education possible.   
This program seems to really be on top of their game.  I don't know anything that they lack. 
Time clock usage is not consistent throughout the district. Some departments require lunch clock 
in and out and some don't. There are no repercussions if you use it or not. 
To provide all resources and programs for all schools. 
Too many persons handle the same paperwork.  Also, staff is not aware of policies, and who 
handles the different parts of the office.  We don't know where to take paperwork, and we are 
unaware if it has been received.  Listening to people in the district to find out true concerns and 
problems. 
Tracking of professional development and CLU should be monitored more closely and records 
update to show completion of CLU for next level of certifications. 
Train paraprofessionals a little more thoroughly. They don't know what will be required of them or 
how to perform their duties.  
Upload many of the needed forms on the District’s Web Page. 
Use input from staff. 
When a person has filed a legitimate complaint, it would be nice if their issue gets addressed in a 
fair and effective manner.  As it stands, the complaint is completely ignored, not effectively 
investigated, or addressed in a completely improper manner.  The result is often unfair and biased.  
Fairness and objectivity is a must for administrators handling sensitive issues. With the current and 
past administrators, a person having an issue that adversely affects their ability to do their job 
either suffers in silence or obtains other employment.  Often these persons are the better of the 
district's employees.  This practice should change. 
When parents complain about an issue ask them to talk with the principal first. If the matter is not 
handled efficiently, allow the principal to make the call to the supervisor or whoever is responsible 
for disputes, if the parent needs further assistance in handling of the situation. Assistance with the 
situation, whatever it may be. 
When questions are asked, they should just answer the question and not assume you do not want 
to transfer. 
When there are openings allow in house personal to be notified first. 
With more job opening. 
Work hand in hand with the Business Department.  They don't communicate with each other.  
Have a better understanding on who is responsible for what areas.  
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Would be nice to have a policy manual that explains all the details benefits, etc. that are available 
to us. 
You can never get in touch with anyone on the phone.  Always have to leave a message. 
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75. How could the Finance Department be more efficient or effective? 
 
Having someone available to handle problems with supplemental checks and having the ability to 
correct and rewrite checks would be nice.  [deleted] is often overwhelmed with calls and while she 
is as efficient as possible in making corrections, the process is prohibitive in that it must go back to 
administration for corrections and review hindering a timely correction. 
 I have no idea this must be the principal question, as long as payroll get the checks out on time I 
am satisfied. 
By asking the bus operators their opinion about what kind of standard features we would like to 
have for 2011 series buses such as push button mirror controls with heat/defrost, air ride seats with 
lumbar support upper& lower, stirring wheel that adjust to various heights for all sizes of drivers, 
wider seats for drivers and more mirrors to see the hold area on and around the bus. 
 If possible our pay should be bi- monthly.  We also need a better break down of our salary and 
clean out bonus. 
The Finance Department is effective. 
Conduct two audits per year per school (especially for schools with new principals) 
1. Revamp travel request and reimbursement process.   
2. Develop a credit card process for those who have travel as an essential part of their work and 
monitor it at least quarterly.  Stop the practice of travel advance checks for conference travel. 
Provide more oversight and management regarding spending, purchasing as it relates to rules 
governing these practices. (an annual workshop on rules for purchasing, travel etc.) 
Accuracy in breakdown of tax money collected and how it is issued to all employees. An easily read 
budget whereas students are even able to interpret the data.  Also, a tax chart showing the 
amount of tax taken out of employees check. 
Again, the Finance Department is very efficient and effective. 
Allow the CFO to do her job without undermining her authority. 
Answering and returning calls. 
Be clearer about MSP money, teacher and support staff raises and extra monies available for 
salaries and bonuses. 
Be fair with pay raises. 
Be honest and truthful about the availability of funds, especially our taxes. 
Be more accurate when making out paychecks, not to short employees for hard worked money on 
their checks.   
Be more specific concerning stipend pay, maybe the date of the event. 
Be more transparent in the handling of our money, especially 13th and 14th checks.  I would like to 
know more specifics about the total sales tax collections and exactly how they are doled out to us. 
Be more truthful!! 
Be more visible and transparent. 
Before taking taxes explain how taxes are processed, stop last minute information on how much 
money employees will be issued, explain in writing how sales taxes are distributed, money is 
always an issue. 
Better communication. 
Budget correctly and efficiently.  Make sure things are distributed fairly. 
By being a little faster at people receiving their benefits. 
By getting W2 to employees prior to January 31. 
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By having more than 2 people able to cut checks. 
By implementing more up-to-date technologies concerning payroll. 
By making its financial records easier to understand and by taking recommendations from school 
building level administrators. 
By paying their employees twice a month. 
Check and balance systems. 
Checks that are being mailed should be mailed on time.  Summer checks! 
Communicate more frequently with employees. 
Communicate regularly and in advance the changes that will occur in taxes or pay.  Communicate 
an updated pay scale and explain how our salaries are calculated. 
Communicating with employees more. 
Cross train and communicate with all departments on a regular basis. 
Deal in Finance only. 
Depending on when you call, you seem to be a bother. To know that we’re calling for a reason 
would be nice. Therefore don't make it seem as if I'm bothering you.  
Devise a plan that allows the district to afford the use of air conditioning in the schools when it is 
hot outside.  The temperatures inside the classrooms are not conducive to learning. 
Do not know. 
Do what they are supposed to do with the money they have and stop paying enormous amounts 
to staff that are not doing their jobs. Pay their teachers and staff better. 
Does a good job. 
Doing a Great Job. 
Doing fine. 
Ease and facilitation of forms and turnaround. 
Employee Friendly. Return calls and answer calls. 
Employees should be cross trained to handle issues in the absence of other department 
employees. 
Employees, especially new ones, are usually not made aware of changes in regards to finance until 
after the fact and it is noticed on payroll checks.  People should be informed about changes that 
are occurring before their monthly check is received.  This includes changes in salary, taxes and any 
deductions not employee requested. 
Everything is fine. 
Fewer paper-based procedures, more encouragement of direct deposit for teachers, more 
opportunities for classroom development/financial aid prominently posted.   
Finance Department could be a little more understanding about matters if you call them they jump 
down your throat assuming the worst when all you need is an explanation. 
From what I can see, I think they are doing a great job. 
Get address changes in a timely manner on payroll. 
Give a printout as to how money is spent to all employees; an itemized handout as to how the 
funds are spent should be provided on a yearly basis. 
Give as list of pay for the different jobs. 
Give detail accounts of pay salaries, increases and funding source. Give a clear breakdown of sale 
taxes collected and how they are distributed among employees. Keep employees apprised of 
change in tax laws that effect deductions or increases in income. 
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Give employees prior information regarding their pay.  
Give teachers more time throughout the year to spend the money allotted to them. Make sure 
there are adequate classrooms and smaller classes before they worry about building new gyms or 
multipurpose buildings.  
Gives us pay raises. 
Giving raises to our teachers! 
Have accountants assigned to schools. 
Have more information accessible on MCSS website. Keep employees informed on taxes and have 
all financial reports available and updated at all times. 
Have more training with support staff. 
Have someone who knows what they are doing at each school and who interacts with the public 
positively.  A teacher should not be treated in a nasty manner when turning in information or 
asking for something from the school accountant.   
Help Para-educators attain financial resources. 
Hold informational meetings on changes in payroll, MFP funding. 
I am not sure what would make Finance Dept. more efficient or effective. 
I am satisfied with the Finance Department.  
I believe the Finance Department could be more effective/efficient when changes are being made 
to payroll or changes in withdrawals, the employees should be informed in a timely manner rather 
than explaining after payroll has been distributed. 
I cannot make a comment on this. 
I do not have suggestions at this time. 
I don't have any ideas in reference to this matter. 
I don't have any thoughts on this. 
I don't have much experience visiting this department. 
I don't know anything about this department. 
I feel that the Finance Department could be more visible for employee access. 
I feel the finance department should be more aware of where the money is being spent in a timely 
manner. For example, how did principals get the opportunity to rack up so much overtime? 
Someone should have noticed that some were abusing the system and brought it to the attention 
of someone in charge instead of just letting it continue. There should be more checks and 
balances. I think that my main problem is that principals appear to have an open checkbook. 
I feel they do a fine job. 
I get the impression they are understaffed for the amount of work load. 
I have been promised on several different occasions to get my salary schedule and have not got 
one yet.  If you can figure and provide the salary of certified personnel, why not the classified 
people.  
I have found the Finance Department to be efficient. 
I have had no problems in this area. 
I have no major issues with the Finance Department. 
I have no suggestions for this dept. 
I have not had any direct dealings with this department. 
I really don't know enough about this department to comment. 
I see how money is spent on everything, but paying the support staff a few thousand more a year, 
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to help take the load off household budgeting, so as not to be a distraction for those solely 
focused on their jobs, when at work. 
By letting us know what we are making, and give us a raise. 
I'm not sure. 
Improve communication with schools. Honor bus requests without arriving the day of the field trip 
and telling staff they will have to cut their field trip short because the bus is needed back early. 
Informing the employees about tax taken out of the checks. 
Involve teachers; they see the needs of the students up-close and personal. 
It runs quite well, as far as I can tell. 
It sometimes takes time to get things you have ordered through purchase orders. This process 
could be a little faster. 
It would be nice to get paid twice a month. 
I've been in MCS for nine years. I've never seen any type of financial statement.  
Just give me more money. 
Keep better accounting process. 
Keep employees aware of what is going on. 
Keep the workers informed periodically of changes that take place concerning salaries, insurance, 
supplemental pay, etc.  
Keeping an accurate account of days missed. 
Let teachers know exactly when monies will be distributed and an accurate amount. 
Letting the Business Manager do her job (not transportation-Maint-and food services) 
Listen to needs of schools. 
Maintain the use of SmartBoard equipment and all applications that go along with it. 
Make monthly statements available to all MCSB employees. 
Make resources available for teacher training on new materials. 
Make sure all information is correct for employees when it comes to timely pay for 
tutoring.....teachers should not have to wait for corrections to be made when it comes to getting 
wages they have earned. 
Make sure we get equal amount of sales tax.   
Make the payroll schedule, the 13th check and 14th check dates available on the District Web Page. 
Many times when we have questions about pay, or how an amount was calculated, there is no one 
that can give a "reasonable" explanation. 
Maybe give a better, or more detailed, list of what is taken out of our checks. 
Meet with all more often with pertinent info. 
MFP money needs to be given to the teachers. Sales tax checks should be monitored by several 
people. (A checks and balance system.) 14th checks were too low last year compared to 
surrounding school systems. 
More automated. Most systems rely on paper. 
More electronic processes for purchasing, updated finance software, etc. 
More hands on deck would help. 
More information on maintaining and supervising the budget. 
Much of the information presented by the Finance Dept. (especially regarding payroll) does not 
seem to calculate accurately with the figures that individual employees have.  When questions or 
clarifications are requested they are not offered in a manner that is easy to understand or justify.  
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The manner in which payroll is taxed or salaries scales are created are not easily explained to 
employees.  
My questions have been answered timely and the staff is helpful. 
Need electronic forms. 
Need to explain better on taxes being withheld, answer messages promptly, and get accounts 
correct when changing to direct deposits/personnel bank accounts. 
Needs to post, update and balance each account more often.  
Never available when you need to talk to them.  Hard to get in touch with them on the phone. 
No change in operation. 
No improvement needed. 
On site visits. 
Opportunities for training should be available to all staff members including paraprofessionals.  
Team trainings for a group of people or a team working with special populations would be 
valuable.  Opportunities should be provided for teachers and therapists working with the children 
would be more beneficial than training for program managers that do not work with the children 
on a daily basis. 
Our finance department is number one in almost every aspect. 
Pay appropriate salaries according to the years of experience. 
Pay employees bi-monthly. Welfare, social security and schools, get paid once a month, we need 
money throughout the month!!!! 
Pay rises. 
Pay the staff more and the morale will go up. 
Payments could be made in a timely manner. 
Please indicate on stipend and reimbursement checks what they are for.  Many times if you are a 
person who attends paid training and travel checks you have no idea what the checks are for.   
Post expenditures in a more timely fashion so that budgets reflect accurate balances. The 
purchasing process (requisitions, expense reports, etc.) should all be electronic - too much paper! 
Provide a better working environment for the employees. 
Provide a budget for each school that can be used for items other than instructional. 
Provide a salary schedule for all school employees that is fair and open for all to see based on 
experience. 
Provide a way for employees to understand where all these millions of dollars that the district 
receives are going. 
Provide employees with financial reports.  I've never seen one. 
Provide employees with written communication when changes are made to our paychecks.  
Provide employees with a copy of their individualized salary. 
Provide guidelines for purchase orders and be more visible with moneys that are spent, to ensure 
majority of money goes to classrooms. 
Provide MFP checks which are long overdue.  Sales tax checks are underpaid. 
Provide more online services e.g. payroll. 
Provide more training for those who are directly involved in the day to day operations of 
maintaining budgets and other financial records as it regards to federal and state allocations. 
Provide the opportunity for every school personnel to assist in making decisions for our schools. 
Providing detailed reports regarding pay scales and the breakdown of our salary.  
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Quit ignoring the support staff like we are 3 or4 class citizens. We see the kids before the teachers 
do every day. 
Reports could be put in layman's terms so that everyone could understand. 
Right now, I have no concerns or ideas. 
Satisfied with all in the finance department. 
Send out information about taxes changes on paychecks. 
Share funds in each dept. fairly. 
Some method to verify receipt of requisitions is needed. There are forms that are sent on the pony 
that accounting says they did not receive, and the schools have to do without needed supplies 
while the paperwork is redone. 
Some of these people have attitudes also.  As far as efficiency they are fine. 
Stipulate on checks what payment is for re: stipend, reimbursement, etc. 
Stop acting like the money they deal with belongs to them. 
Stop buying remanufactured parts for buses 
Stop buying remanufactured parts, change oil more than once a year, buy better batteries not 
cheap remanded items, the cost alone for parts and labor will pay for itself in the long run. If you 
add up the repairs for one bus like 2 or 3 alternators, batteries, starters per bus you would see the 
difference. Fix repairs as they are needed. 
Stop buying textbooks that are not going to be utilized by the schools. Many of the books bought 
by the district remain in unopened boxes and are never used. 
Taking time out and talk to the staff about payroll. 
Teachers are expected to do WAY more in the classroom and at home than they should have to.  
Louisiana is still one of the lowest in salaries for their teachers.  Teachers need more raises.  
Teachers need more funds to order materials for their classrooms. 
The finance department could be clearer about the distribution of MFP funds for teachers. 
The Finance Department could be more effective if monthly payroll could be provided at a 
specified date such as, instead of the twenty-sixth of each month, maybe the fourth Friday in each 
month.  
The Finance Department could be more efficient if forms, etc., were available on-line and if a 
department got timely reports on a budget without having to request it. 
The Finance Department could have clear pay scales and provide updates of salary schedules 
annually for employees. 
The finance department could improve communication with employees. For example, providing 
information about tax increases and bonus checks before the week of. Also, the purchase order 
process does not work well for many classroom purchases that are needed items. Many items are 
at local stores and are needed immediately. Staff should have access to some kind of program that 
would allow accountability, and provide monies throughout the year for needed items. Most 
everyday items that are purchased at stores such as "Teachers Mart" are marked up over 100%. 
There has to be a better way to fund classroom money that can be spent at places such as Wal-
Mart. This may actually save the district money! 
The Finance Department does not always answer the phone and when someone does answer, you 
feel that you are intruding. 
The finance department has handled my needs well. 
The finance department is doing an excellent job. 
The Finance Department needs to understand that the other employees can understand how 
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monies are used in the system.  There needs to be an open book policy on all dealings and formulas 
used to separate the monies for the MCSD.  
The finance department works relatively well, however, some consideration should be given when 
an employee is inquiring about a "problem" with their pay and not view it as an imposition. 
The financing dept. can be more efficient and effective by being honest with employees about 
funds. 
There are specific timelines when requests for reimbursement must be submitted (i.e. within 
system mileage, out of system travel).  Sometimes reimbursement comes quickly but at other 
times there are abnormally long delays.  Is this because the finance dept. is not held to the same 
type of timelines? 
There could be a list of who we should contact for specific questions or problems. 
There is a problem when comparing purchase requisitions with the actual materials received when 
the financial department uses different vendors and different prices than the ones on the 
requisition. When this is done the schools should be notified so that the records reflect the same 
information.  
There should be a way to view your payroll information online. 
There should be more checks and balances for how credit cards are used.  When misuse is found to 
be in the thousands of dollars, more than the person making the purchases should be 
reprimanded.  Someone in finance should catch these types of activities before they ever reach 
such high numbers.  If they allow misuse to occur, they should be reprimanded as well. 
They are doing well as far as I know. 
They are good!! No changes. 
They could be available to answer questions regarding payroll issues. It seems that every time a 
paycheck comes out they take the day off, so they don't have to deal with problems. 
They could be more efficient by providing us with information concerning our finances instead of 
having an attitude when we are asking about finances that concerns us. 
They could eliminate some paper and pencil work when requesting funds, and use technology. 
They could email employees about financial changes in employee’s paychecks. 
They do a great job now. 
They need to answer their telephones. 
They need to become better versed in tax law. Are there any persons in the department who have 
accounting degrees, which would help them be more effective? 
They should know if a teacher is a full time certified teacher and not pay para pay to a certified full 
time teacher. 
Think they are doing an excellent job. 
This department is doing a great job. 
Time clock usage is not consistent throughout the district. Some departments require lunch clock 
in and out and some don't. There are no repercussions if you use it or not. 
To make changes on pay check the same day. 
Too many persons handle the same paperwork.  Also, staff is not aware of policies, and who 
handles the different parts of the office.  We don't know where to take paperwork, and we are 
unaware if it has been received.  Listening to people in the district to find out true concerns and 
problems.  Also, see what needs that teachers feel are necessary.   
Too much money is spent on administration. 
Transparency. 
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Use money wisely; have all reports easily available to public and employees. 
We need to get paid 2 times a month.   
Webinars to keep current news and updates of what is required and what is available for 
employees. 
When allowing teachers to purchase supplies for the classroom - make a way possible to buy the 
least expensive items.  As it is - we can only purchase many items from vendors with high end 
prices. 
When changes to the checks, they need to provide a written statement.  They need to be 
consistently accurate. 
When there are changes in pay checks, an explanation would be appreciated. 
With pay raises. 
Work hand in hand with the HR Department.  They don't communicate with each other.  Have a 
better understanding on who is responsible for what areas. 
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76. How could the MIS Department be more efficient or effective? 
 
 We need more adjustor to fix our problem immediately; the tech person in the school is not 
effective, they have not set up the "clicker" in each classroom.  
Implement a regular/reliable/dependable schedule of days that technicians will be available at the 
school sites. 
Coordinate the ordering of all computers so that at the time of delivery @ schools the machines 
are operational.  Reduce the need for desktop installations to a minimum.  It seems as if certain 
employees are not held accountable for the completeness of work orders. Develop a calendar that 
tells when completeness can be expected. Post it on the intra net. Allow for written feedback on 
work orders. 
Allowed to take more control over decisions involving all departments to facilitate their adoption 
to electronic models 
Although there are on-site coaches, the fixtures (such as bulbs) on certain technology tools could 
be ordered in a timelier manner. 
At this time, I do not foresee any changes implemented in the MIS Department. 
At this time, I have not noticed a need. 
Be available at all times 
Be more proactive.  Check the computers on a consistent basis...don't wait to be called out for a 
problem.  If MIS checked the lab computers on a regular basis, they could preempt any problems. 
Be more prompt in handling task. 
Be timelier in fixing technology problems. 
Be sure all new advances are given in a timely manner 
Because this area is one in which I am not the strongest, as far as I can assess, they are great for 
me and mine. 
Before new software is introduced to the staff, a workshop should be done first. 
Being a computer operator--I have done a lot of hands on training with the program.  Even though 
we have in-services they go over what we have already figured out.  It does help (now) that we 
have someone from JPAMS here in Monroe. MIS will always be needed in the school system.  
Better communication. 
Better in-services. 
By communicating back to the individual who reported the problem in a timely manner. 
By not blocking the directory/information sites (ex: white pages, yellow pages) to employees.  
By purchasing better computers and by becoming more responsive when requested. 
By visiting the schools more than just to observe teachers. 
Check schools to see if you need any repairs. 
Come and fix computer problems in a timely manner. 
Communication with employees. 
Communicate better with Instructional Technology Department, because we are all working 
together. 
Doing a Good Job. 
Eliminate department and outsource work to a contractor (Server management, website, phone 
systems, etc.); have never seen a MIS employee; funds from this department can be used for the 
students and teachers. 
Everything is fine. 
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Fast response to computer problems. 
First allow programs to use different computers other than Dell.  The cost of the district required 
technology is prohibitive to many grants within the district as well as schools.  Timely maintenance 
and access to MIS staff is minimal at best.   
Fix the time clock so it won’t keep kicking you out the system. 
Good Job! 
Great Job! 
Have regular meetings. 
Have working cameras available and recording. 
Help with time clock; get everyone gps for directions on bus. 
Higher pay 
Hire additional personnel to effectively meet the needs of the schools. 
Hire more people to help service all the tech issues we have. 
Hire more technicians to process work orders 
Hire the people [deleted] recommends, we are still working by rules needed in the stone age.  
Improve our schools [deleted] is having a hard time, trying to get our stone age, school board 
members, to realize, everything must change!!! 
Hiring more qualified workers. 
I am not aware of problems in MCS. 
I am not sure what would make MIS Dept. more efficient or effective. 
I am satisfied with the MIS Department. 
I cannot make a comment on this. 
I don't have any ideas in reference to this matter. 
I don't know what they are even responsible for doing in the system. 
I feel that the MIS Dept. is one of, if not the, best run depts. in Monroe City Schools.  I do not know 
what they could do to improve. 
I have found the MIS Department to be extremely helpful and quick to respond. 
I have no idea. 
I have no suggestions.  
I like the changes that have been made - keeping all of the stuff up and running is a challenge - 
maybe more people. 
I think getting opinions and try different communication. 
I think the new procedures being established in MIS are wonderful. They are already speeding up 
work orders and repairs. 
I think they are doing a good job. 
I think they are doing a great job. 
I think they are doing an excellent job 
I think they need more personnel. I reported my SmartBoard being blown and I know it should 
have taken some time for the ordering/shipment of the bulb, but it should not have taken 2 weeks. 
I thought it was a very long turnaround. 
I would like to see more training sessions offered to teachers, with new ideas for the classroom, 
smartboard and the computer! 
If there is a problem with equipment in a teacher's classroom, it should be taken care of 
expeditiously.  Work orders will be turned in and it may take up to three to four weeks before 
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problem is resolved, (depending on what it is). 
Involve teachers in planning. 
It is very efficient. 
It would help if there were more technicians onsite to address repair issues. 
It's workable. 
I've had no problems with this department. 
Keep the website updated; make sure all equipment works with updated versions of software that 
is purchased. A tech should be available within an hour of any breakdowns or computer problems.  
Keep up what they are doing. 
Keeping teachers posted. 
Listen to employees and respect their family issues. 
Make sure every staff member is fully trained and capable of doing their jobs. 
Make sure the equipment is being utilized. 
MIS appears to be doing a great job. I feel they are stretched to capacity but they still make every 
effort to keep the technology up and running. 
MIS Department is very efficient, no change in operation. 
MIS has really come a long way.  Turnaround time for technical issues has really decreased at my 
school.   
MIS is a work in progress. I've seen improvements, but I think we might be better off outsourcing 
some of this work. I believe we get short-sighted about our own curriculum and forget the liberal 
arts aspect of educating our students. 
MIS is always ready and willing to assist with any computer problems the school experiences. No 
improvement is necessary. 
MIS is doing a great job!  They are very efficient when a problem arises. 
MIS is improving every day and should be commended for that! It would be helpful if all MIS staff 
were located in the same area for better communication and work efficiency. 
MIS is moving the district forward in technology. 
MIS needs more technicians. 
MIS needs to receive proper and continued training to keep up with constant technological 
changes in the district.  They should not be expected to support new technology they have never 
seen.  Often times, they have trouble helping with software/hardware because they are seeing for 
the first time when they enter a classroom.  When new technology is coming to the district, MIS 
should be a part of the process from beginning to end.  And they should certainly be trained on any 
technology they are required to use or support. 
MIS operations appear to run smoothly.  They are helpful and attentive.  However, when installing 
new equipment, the technicians should be more prompt, and make sure that equipment is 
installed at the location it is assigned.  
More people are needed. Expand the time limit of this survey and my emails! 
More people to help. 
More staff. 
More technicians are needed to address the technology concerns in the district. 
More training on specific job duties. 
More training to make the staff job easier. 
More workers/ one worker per school. 
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My experience with them has been pleasant. 
Not sure on this one.  They are very efficient now in my opinion. 
Not take days to check out a problem.  Understaffed maybe. 
Offer more after school courses. 
Offer trainings that are convenient to the personnel. 
Para's need Smartboard training. 
Perhaps by solving some issues by phone or by having more available personnel to take care of 
problems. 
Perhaps the MIS department can schedule routine checks of school's systems/equipment.  Do a 
needs survey for various level of responsibility to see how much access individual's need in 
researching via the web. 
Pretty efficient, just need more trained people. 
Provide a ticket to teachers providing a time table of when certain issues will be resolved.  
Provide more timely service. 
Provide safe and quick service, but try not to come in during a lesson because the students are 
very distracted. 
Provide technical support in a timely manner. 
Provide the opportunity for every school personnel to assist in making decisions for our schools. 
Provide the proper training for staff that doesn't involve someone who hasn't been in the 
classroom for years and hasn't got a clue. 
Provide training. 
Providing opportunities for more communication with staff members regarding decisions being 
made to obtain input as each school and staff member has very different needs. 
Put an online request form for computer repairs and software issues.  Put a quick FAQ list of 
commonly found computer errors. 
Reduce turnaround time for repairs. 
Respond faster to problems. 
Return your phone call and quit talking to you like you don't know what you are talking about 
when these computers decide to take a holiday. 
Right now, I have no concerns or ideas. 
Send a memo explaining when maintenance will be performed and what the maintenance is. 
Send a reply to notify person(s) requesting repairs/assistance.  
Service computers by checking bi-monthly on any computer in the labs to see if they are 
performing at optimal levels. 
Shouldn’t assume that everyone has the same amount of computer knowledge. 
Someone should routinely come out and inspect our computers. 
Stay on schedule. 
Stop wasting the MIS districts time by sending people over to observe me teach in the classroom. 
What you could be doing is looking for money/grants to hire more teachers to eliminate the 
number of students we have in the classroom. Ask me what I need to be an effective teacher. Do 
something about discipline! 
Technology can be repaired more quickly than it has been in the past.  The few computers and 
technology that we have need to be available for use at all times instead of not being able to be 
used because it is broken for several days before someone can get to the school to repair.  
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Technology needs to be upgraded and installed in an efficient manner. 
Technology does a good job. 
The MIS Department could be more efficient and effective by handling technical problems more 
promptly.  Currently, teachers or staff are waiting anywhere from 3 days to 3 weeks or more 
before being serviced. 
The MIS department could educate administrators concerning the capabilities of various data 
warehouses and offer query support to schools for individual needs. (This may have been done, 
and is not being utilized). 
The MIS Department had some issues with the previous administration.  However, with the new, 
they seem on track. 
The MIS Department has been without leadership for several years.  Its efficiency and 
effectiveness improves daily under the new leadership. 
The MIS Department is doing a great job. 
The MIS Department is efficient and effective. 
The MIS Department is very effective. 
The MIS Department needs to communicate to employees exactly what services they provide, and 
work to provide the same services for all schools across the district. 
The MIS Department could be more effective, if more than one tech could be placed at each school 
to combat the problems encountered within the system. 
The persons that come to do repairs on my computers have been excellent. Otherwise, I have no 
idea who works in this department as they must not come into my school. 
There is currently a need for more tech support staff. Those in existence are over worked and have 
entirely too many schools to cover. The ones currently employed are as prompt as possible given 
the number of folks and the number of support requests. 
They all need a lesson in people skills and learn to be mindful of what different budgets can afford 
to purchase. We are restricted when it comes to purchasing PCs.  
They are as I see it efficient and effective. 
They are doing a great job. 
They are efficient now. 
They are fabulous!!!!  No change. 
They are fine. 
They are very effective already. 
They come out to help immediately. 
They could provide workshops for all employees at each school in a timely manner at the beginning 
of the school year. 
They could use technology more to communicate with parents.  
They do a fine job. 
They do an adequate job; however, there are one or two personality issues that desperately need 
to be addressed.  When they come into the schools, they should be there to provide assistance and 
not be argumentative with the staff. 
They need to be available any time schools are open. There is no reason for the secondary schools 
to open at 7:30 and MIS not to arrive until 8:00. If there are problems with the internet or with 
jPams, first period teachers are stuck without resources and unable to mark school attendance for 
at least the first 30 to 40 minutes of the class period. 
They perform well. 
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This department is efficient and effective. 
This department is very nice and efficient.  Good job. 
This department needs to hire more employees. 
This department should handle repair request in a more expedient manner. 
This dept. is effective for me. 
This is a wonderful department and usually responds quickly when called. 
To me they do a good job. 
Unsure. 
Update all computers with latest software for Word and anti-virus. 
Update the MIS work-order form that the district uses to request repairs/assistance.   
Upgrade the people who work in this field. Make sure people install programs correctly and follow 
up on the programs being used. 
Use more people qualified in this area. 
We need more working and up to date computers to use in our classrooms. 
Webinars to keep employees abreast of how to do simple maintenance to keep computers and 
equipment in the best working order.  Demonstrations that show how to do procedures step by 
step. There is always more than one way to do things but a basic way keeps everyone on the same 
page, so if something goes wrong, you can pretty much tell what happened. 
Working together. 
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77. How could the Instructional Technology Department be more efficient or effective? 
 
Hire more personnel, send out more instructors, and offer monthly in-services. 
Implement a schedule of days that staff will be available at the school sites. 
Provide the service that you are being paid to provide.  Don't have training classes and not know 
how to provide the instructions.  I can always ask the teacher down the hall. 
A center where teachers can produce more technology material for the classroom. 
Advertise more PD for both educative and non-educative, have a standard facility to deliver PD in 
and more openers with learning opportunities, closer relationship with MIS. 
All of the IT team should be in schools. 
Allow support staff to go on some workshop retreats that teachers take in order to fine tune their 
instructional ability. A lot of time paras have to fill in for teachers, and it is hard when you weren't 
the one preparing for the next day lesson.  
Allow teachers to enroll in trainings to resolve technology related issues instead of waiting for 
assistance from the tech department.  
Answer emails, or forward to appropriate person.  I have sent many that went unacknowledged. 
Any other district outside of MCS should envy our instructional technology department because it 
is top notch in efficiency and effectiveness in every content area. 
At this time, I do not foresee any changes that can be implemented in the Instructional Technology 
Department. 
Because testing and curriculum are more and more in service of higher order skills and writing, 
every school needs paid after-school tutoring by professional tutors, not teachers or, alternately, 
every school should have a writing laboratory (open, perhaps, after lunch until after school) with 
paid professionals that are to be used for tutoring, conferences, and most of all assistance for 
students.  The libraries could double as labs in this way if there were staff available, as the 
librarians are often overworked as tutors, mentors, AR coordinators, etc.  They need help, and so 
do the students.   
Break up instruction into two sessions to better distribute mass technology info. 
By educating tech coaches more extensively. 
By holding training for beginners separate from advanced using smaller groups.  
By keeping up with the equipment, especially which school it should go to. 
By listing to school building level personnel recommendations. 
By providing computers to the kids that don’t have one. 
By providing technology workshops to all who work with students not just the teachers. 
By putting the right person in those jobs not little busybody who stay up and down the hall causing 
trouble. 
Communicate better with the MIS Department. 
Complete a needs survey so that courses offered are based on staff needs or areas of interest. 
Continue having technology classes for us to learn more. 
Coordinating with the MIS Department when purchasing new hardware and software that's 
distributed out to district sites. 
Doing a great job now.  Classes are offered on a regular basis, which offers teachers the 
opportunity for more hands on activities. 
Doing a great job. 
Doing fine. 
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Each school needs a computer helper in the computer room. 
Each school needs to have a Tech person that has personal contact with teachers and is available 
to help teachers in the classroom with technology needs. Many "Tech Coaches" are unable to help 
because of time and skill level with technology. There are several Smart Boards in my school 
without bulbs and teachers have requested and requested bulbs but still no answer. The 
technology is here, but where are the funds to provide maintenance? Could there be a more 
efficient way to receive technologic help rather than fill out paper work, give it to the tech coach, 
ask the principal, and hope for an answer one day? I also think more training should be required for 
teachers to take! You can never keep up with technology, so there should be ongoing required 
certifications for teachers. Many teachers have not even begun to scratch the surface of effective 
teaching with technology.  
Employ more qualified school level personnel.   
Ensure that regular trainings are given for new equipment and software. 
Everything is fine. 
From what I can see, I think they are doing a great job. 
Get out into the schools more and see if teachers need anything! 
Get repairs done faster. 
Give the school IT an extra planning period to work on IT projects.  
Great in all areas. 
Great technology class like 21st century learner would be great. Giving more technology like 
computers or camera for completing the class. 
Have a specially hired staff member (non-teacher) to assist in everyday technology issues. 
Additionally, more high quality professional development targeting the use of technology in the 
classroom and within the realm of our job descriptions. Also, support staff such as speech 
therapist, special education teachers, and reading specialist should be considered in this area. The 
description of what is required, and the schedules that such staff adheres to, changes the specific 
needs of these staff members instead of generalizing information. 
Have more people. 
Have more professional workshops. 
Have regular meetings. 
Have requirements with verification that compensated school level technology people actually do 
the trainings and advisement that are being compensated to do. 
Hire more tech support staff. 
I am not aware of the responsibilities of the instructional technology department. Have been in 
training for Smartboards and found the instructor to be unprepared. 
I am not sure what would make IT Dept. more efficient or effective. 
I am satisfied with their efforts. 
I have attended several workshops held therefore I feel that the technology department is 
effective. There is always room for improvement but at the time I cannot think of anything.  
I have found it impossible to get software upgrades and replacements. The classroom student 
computers have been replaced timely, but, the software that runs the program has never been 
purchased, upgraded and maintained. I have turned in P.O.'s and written letters for years 
regarding this. I was never successful in getting the purchases, especially after a different program 
was purchased.  
I have no complaints for this department.  I think [deleted] is an excellent worker/employee. 
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I have no suggestions for this dept. 
I have not encountered problems with this department.  They are efficient and always teaching 
new classes. 
I have taken some useful courses through the Instructional Technology Department and find the 
department to be very efficient and effective. 
I personally am satisfied with the in-services I have received.  Whenever new programs are given, 
maybe we could have an in-service on that program before we are required to use it. 
I see both departments as one. 
I see no changes needed for the ITD. 
I think I.T. is doing a great job! 
I think the IT department does a wonderful job, but we can always use newer, more updated 
computers in the classroom.  
I think there should be 2 technical educators on staff at every school, 1 is not enough...the 
instructional technology department teachers, and one in particular could be trained more on the 
equipment that she is teaching to teachers. The last in-service I had to go to; she had to get help on 
more than one time to show us the smart board. 
I think they do a great job.  They usually always follow up to make sure the problem has been 
corrected and all of the employees are great to work with. 
I think things will be better in time. 
I think this department does a great job. 
I would like to see more "working" computers in the classrooms.  Yes, we are provided with 
enough computers but the quality of those computers is not good at all.  I have four computers in 
my room, but only two work. 
If the IT trainers were available during the summer when the teachers are off then more training 
could be offered. 
Include Para's in their workshops (if available). 
Increase PD for all. 
Instruction Tech could offer a variety of sessions that are open to teachers and support staff.  
Currently, the same courses are being offered every year and are not offered to support staff who 
usually control classroom environments when teachers are absent. 
Instructional Technology (if it is the department that is responsible for training faculty) should 
provide more efficient one-on-one training so that teachers are familiar with the current programs 
in use by the system. 
Instructional technology department has been doing a great job but if one gets trained and re-
trained before they get the equipment, then what is the purpose, because by the time you get the 
equipment, you still do not know how to use it. Equipment installed then training. 
Instructional technology has been quite efficient.   
Instructional Technology is being presented and is available upon request. No problems here. 
Instructional Technology is doing an excellent job. No improvement is necessary. 
Involve teachers and conduct paid summer workshops to incorporate technology into instruction. 
IT also appears to be doing a great job. They offer classes to the teachers and encourage them to 
use the technology in the classroom. They are available to come help the teacher as well as the 
technology coach that is assigned to the school. 
It does a good job. 
IT has always been isolated from all other district-level services and should be a part of the district 
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office complex administrators and district-level administrators need more PD - IT seems to focus 
totally on the classroom. While the classrooms are the most important, administrators cannot 
evaluate the use of technology with current knowledge base. 
IT has been one of the most efficient and effective departments in our district.  They work to keep 
all of us ahead. However, if there is an area of weakness, it might be the failure to also provide 
trainings for our paraprofessional staff. 
IT is a well-run dept.  They provide good professional development opportunities for employees.  
The only area of improvement I would suggest is that they become more visible with the services 
they have to offer. 
It is fine. 
It is the best run part of the district.  It is helpful, efficient, and effective. 
It runs smoothly. 
ITD could be more diverse in their selection of personnel.  ITD should keep the schedule that's set 
for classes. 
IT is doing a really good job. However teachers are not attending the trainings offered on how to 
use technology resources provided by the district. Teachers have expressed a want for a stipend to 
attend these workshops. 
Just because the district provides technology doesn't necessarily mean that it is useful or effective. 
Having access to a SmartBoard and computers doesn't ensure that they will be used properly. It 
would be nice to have technology training that is relevant to my particular subject. Training on how 
to utilize the SmartBoard in a high school English class would be useful. From what I can tell, most 
teachers use the SmartBoard as a fancy chalkboard. I find that most of the technology trainings are 
just general "how to" sessions. It would be more helpful to have more specific information.  
Just need more teachers to have SmartBoards in their classrooms...it is difficult to entice someone 
to train for technology they do not have in their classroom. 
Let them do their thing! 
Link using the instructional technologies to classroom achievements and require a specific level of 
training for teachers. 
Longer training sessions when introducing new technology for teachers to use. 
Make some of the technology workshops available by schools. For instance, allow maybe 2 spots 
for each school by a certain deadline and then open the remaining spots open to anyone that is 
interested. 
Make sure the equipment is being utilized. 
Maybe have some classes during the day and not after school. 
More classes for staff on new software, Excel etc. 
More computers in classrooms. 
More in-services. 
More job-embedded professional development. 
More mini computer classes offered to teachers, ex: photo story, ways to use different 
programs...etc. 
More opportunities for training on different programs that we need to use. 
More people to assist. 
More professional development. Maybe on Saturdays. There are teachers that work afterschool 
and can't attend some workshops.  
More software training.  
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More time could be devoted to training on new programs or equipment including follow up 
training after staff members have the opportunity to use the equipment in order to answer 
questions and provide training for more advanced needs. 
More training for administrators that is similar to training offered to teachers. 
More training spots. 
More training. 
More work shops 
More workshop and in-services on technology. 
My experience with them has been pleasant. 
Need more materials and/or computers for classrooms. 
New computers. 
No change in operation. 
None that I can think of. I believe this is the best department in the district. 
Not sure. 
Nothing. 
Of all of the sections of this survey, I firmly believe that the Instructional Technology Department is 
by far the most efficient and effective.  We are very blessed to have a district that has been in the 
forefront of providing the latest technology to educate children in the 21st century.  More teachers 
should be taking advantage of what the IT department has to offer.   
Offer classes not only for certified personnel but all support staff as well. Give computers etc. to 
support staff and keep support staff updated with all trainings of new computer programs. 
Offer more quality training. 
Offer more training on various programs/applications available. 
Offer training for other staff members (Paraprofessionals, office staff, etc.) in areas that they 
work. 
Overall, does a good job, but please examine hiring practices of this department.  No African 
Americans. 
Overall, I think the technology department is very effective.   
Para-professionals need training classes on technology. 
Perhaps have more input from teachers as to which Technology classes should be offered. 
Post SmartBoard lessons or other useful information on a dedicated page for all teachers to access 
categorize them by grade, GLE, and subject. Provide us with technology and ways to apply it to our 
individual grade and curriculum. Don't be insulting or angry when we ask questions or need further 
help.  
Provide employees with information on all instructional technology available for use not just the 
ones explain during various training sessions. 
Provide more computers for each classroom. 
Provide more computers in the classrooms. 
Provide more in-house training courses on computer applications that we use frequently. 
Provide more online training.  I would love to participate in programs, but they interfere with after-
school tutoring for a number of staff members. 
Provide more professional development for tools in the classroom 
Provide more school-based in-services. 
Provide more time for teachers to train.  
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Provide more training classes for para's so if the teacher is out, they will know how to do 
everything as if the teacher was there. 
Provide more training on technology. 
Provide more training so teachers can have access to more technology. 
Provide onsite personnel to run and maintain computer labs. 
Provide quarterly professional development training in order to stay on top of the latest trends in 
technology. 
Provide Saturday workshops. 
Provide technology training to staff members (para-educators, office staff, etc.) 
Provide us with websites that help integrate or teaching with technology. 
Providing more training. 
Providing more updated equipment in all rooms. 
Put up an online request form for computer repairs and software issues.  Put up a quick FAQ list of 
commonly found computer errors. 
Repair broken computers in a timely manner. 
Right now, I have no concerns or ideas. 
Stop sending District Tests. We have enough weekly tests. Then we're using the data collected to 
criticizing teachers based on a 20 point assessment that has not totally covered what was taught in 
a six weeks. Principals are using the data to attack teachers! 
Stop wasting assets.  Stop throwing away equipment such as computers, projectors, etc. into trash 
bins.  There have been several times this years that newer computers, monitors, smart boards, and 
other equipment have been discarded when those could have been easily repaired or were still in 
working order when disposed of.  This cuts into funds and causes an increase in the cost to operate 
and also cuts into everybody’s pay.  Where there are shortages could be pay raises and bonuses for 
hard working employees. 
Students need more frequent access to computers.  
Survey what's needed by staff members. 
Teachers need more Smart Boards in the classes. This would help the students in the learning 
process. 
Technology could be more efficient by getting to the schools in a timely manner, not a week or 
two. 
Technology department does a good job. 
Technology labs would be extremely useful in providing test preparation.  The limited lab space 
and computers do not adequately cover the need of our school. 
Text books needed to be put on laptops and each student issued a laptop in class. If not, upgrade 
the classroom computers in efficacy and numbers. 
The Instructional Department is great. 
The Instructional Technology Department could be more effective by coming together to discuss 
programs used. 
The instructional technology department is efficient and effective thus far. 
The instructional materials and resources can be more aligned with the state comprehensive 
curriculum and assessment standards. 
The IT could use more people for technical support. 
The IT Department could be more effective if their major efforts were around supporting teachers 
in the classrooms, rather than creating lesson plans that very few teachers know about or use. 
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The IT Department does a great job, they are very effective. 
The use of tech coaches at all the schools is a great idea. Especially with all the new technology 
that is being placed in the classrooms. To create functional computer labs and classrooms that 
function properly, I think every school’s tech coach should be running the computer labs.  It is 
entirely too much for a classroom teacher.   
There are only so many hours in the day - summer workshops in July would be very helpful - after 
school training is tough because of so many after school programs in the schools - and then 
summer school often interferes with training.   
They are doing a great job. 
They are efficient now. 
They are pretty much on task. 
They are wonderful! 
They can provide classrooms with better computers and software programs. 
They could actually do classroom demonstrations.  For example, if they were training using the GPS 
system, IT could do a project with the teachers and their students. 
They could have more availability when you have a problem. 
They could offer training to more than just the classified personnel. 
They do a fine job. 
They do a great job with professional development.  
They should offer instructional technology classes on different topics throughout the same month 
on the same topic / offer refresher classes. 
They too are doing an adequate job. 
This department is wonderful. I love all the classes and training. 
This department should provide workshops for administrators who would like to learn how to use 
the SmartBoards and other technology programs. The workshops on OnCourse shouldn't be just 
for teachers. 
This is one of the best Instructional Technology Departments out of many school districts. They are 
very prompt and easy to communicate with. They love to help teachers learn more about 
technology. 
To expedite the repairs. 
To me they do a good job. 
Training is needed for employees on new programs. 
Training needs to be more one-on-one at the home school that provides practice in what the 
teacher is learning. 
Training on new technologies instead of the same old stuff would be nice. I'd like information 
about Ipads in the classroom, etc.  
Updated technology is needed in all classrooms 
Webinars.  Most people will not admit it but to see the correct way more than one time just like 
with the kids, it helps us to really get it.  The seminars and workshops are great and necessary 
because we need to get together and see each other and about 45% of the people there will get it 
and not need another lesson, but the 55% is where the break down is. 
Work hours should be staggered so that there is someone to help with computer problems in the 
morning when school has started but there is no one in IT to fix it.  Base an IT worker in each high 
school, responsible for that school and all feeder schools.  
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    DEMOGRAPHICS 

What is your current position category? 
 

2.9%   Central Office Administrator 
10.1%  Central Office Staff 
5.7%   School Administrator 
17.9%  School Staff 
63.4%          Non-Certified Staff  

 
What is your current job location? 
 

47.5% Elementary School 
14.5% Junior High/Middle School 
18.5% High School 
3.1%  Other School 
3.9%  Finance Department (Finance, Purchasing, Food Services, Transportation,      

Facilities) 
2.9%  Human Resources Department (Human Resources, MIS) 
2.9%  Instructional Support Services Department 
5.0%  Student Support Services Department 
1.7%  Other Central Office 

 
How long have you been in your current position in the school district?  
 

40.0% 1-5 Years  
27.6% 6-10 years  
12.5% 11-15 years  
9.0%  16-20 years  
10.9% 20+ years 

 
How long have you worked in the school district?  

 
31.5% 1-5 Years  
24.3% 6-10 years  
17.3% 11-15 years  
6.0%  16-20 years  
20.6% 20+ years 
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