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Introduction

The Inglewood Unified School District was established in the early 1950s as the successor of the
Inglewood School District, which came into existence in 1888. It encompasses nine square miles
in Los Angeles County and is about 13 miles southwest of the city of Los Angeles. Inglewood
Unified serves approximately 9,700 students in 18 schools in the city of Inglewood and an
adjacent section of unincorporated Los Angeles County (Ladera Heights). The district’s schools
include one preschool child development center, three TK-5 schools, seven TK-6 schools, one
TK-8 school, one middle (6-8) school, one middle (7-8) school, three high schools, one district-
operated charter school (TK-8), and one career technical education/adult education/alternative
education school. Numerous independent charter schools are also located in the district.

On September 14, 2012, the governor approved Senate Bill (SB) 533, Chapter 325, bringing
the district under state receivership with a state-approved emergency appropriation of $55
million to avoid fiscal insolvency. The district’s previous management made efforts to avoid the
takeover with last-minute expenditure reductions totaling approximately $22 million, but after
years of deficit spending, the district’s structural budget imbalance was too large. The district
was projected to have a negative cash balance by March 31, 2013. Stated reasons for fiscal
insolvency included: overstating average daily attendance (ADA), understating California State
Teachers’ Retirement System payments, understating certificated salary expenses, continued
deficit spending, and declining enrollment. State emergency appropriations are sized based on
many assumptions. These emergency appropriations are not meant to solve the fiscal problem,
but to allow time so that the district can make the necessary reductions to correct the structural
operating deficit.

The funds for the emergency appropriation (loan) to support cash flow in the district were
initially to be issued, as provided for in the legislation, by the California Infrastructure and
Economic Development Bank (I-Bank). The I-Bank typically would sell bonds to investors to
raise the capital for this purpose. Temporary loans were made from the state’s general fund to
provide cash flow during the period before the I-Bank bonds were sold. Before they were sold,
Assembly Bill 86, Statutes of 2013, passed. This legislation superseded the previous I-Bank
financing and instead authorized the district, through the California Department of Education
(CDE), to request cash-flow loans directly from the state’s general fund in an amount not to
exceed $55 million at a much lower interest rate, saving the district millions of dollars over the
life of the loan.

Of the $55 million authorized, the district drew $29 million from November 2012 through
February 2013 because of negative cash-flow projections, or 53% of the emergency state loan
funding, leaving a balance of $26 million available. While the district’s 2016-17 revenues as
shown in its second interim report are projected to be comparable to those of the prior year, the
district continues a pattern of significant projected deficit spending in its unrestricted general
fund budget for 2016-17 and 2017-18 of $2.4 million and $4.75 million, respectively. The
district’s unrestricted general fund budget for 2018-19 estimates that revenues will exceed
expenditures, but only by approximately $160,000. This provides a meager 0.2% margin for
error or unexpected expenditure in an estimated $75 million budget and, as is pointed out below,
FCMAT does not believe that the 2016-17 second interim multiyear projection reflects the
district’s true financial picture. Consequently, the risk of an additional draw on the remaining
loan balance is higher now than in previous years as further explained below.
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The district continues to experience declining enrollment, and approximately 800 students left
its schools for the 2016-17 school year. This reflects an increase in declining enrollment and
represents a total 7,840-student decrease (or 44.6%) since 2003-04. The district has 18 schools
instead of the 19 it had in 2003-04. The district must reduce expenditures in the general fund

to immediately decrease the structural deficit. Thus far, Inglewood Unified has not had to make
further draws on the emergency appropriation because of the statewide implementation of

the Local Control Funding Formula (LCFF). However, the additional revenue alone will not
resolve its solvency issues, which are exacerbated by declining enrollment as well as failures in
accounting accuracy and budget monitoring as described below.

During FCMAT’s fieldwork and document review, numerous issues were identified that could
further threaten the district’s recovery and were serious enough that FCMAT authored and sent
a May 16, 2017 letter to the Los Angeles County Office of Education (LACOE) for additional
investigation. These issues included, but were not limited to, consultants performing day-to-day
accounting functions without building district capacity, the district’s budget not being monitored,
2017-18 budget development not having begun, 2016-17 certificated salaries being possibly
underbudgeted by approximately $1 million, possible underbudgeting in 2016-17 special educa-
tion nonpublic school (NPS) contracts by approximately $8.9 million, $900,000 in unauthor-
ized 2016-17 expenditures and uncertainty about whether that amount had been captured in the
budget, 2013-14 audit adjustments not having been posted in the general ledger, approximately
$3 million in Title I funds in excess of the 15% carryover threshold in jeopardy of having to be
returned to the state and questions about the accuracy of the district’s unduplicated pupil count.
Should these items be proven correct, they would severely affect the district’s 2016-17 unre-
stricted general fund, fund balance and affect its multiyear financial projections as well as create
a massive draw on district cash, which could lead to another draw on the state loan.

FCMAT has further concerns regarding the district’s use of its LCFF supplemental and concen-
tration grant funds and whether those funds are used to serve targeted student populations or all
students. While the latter is allowable, it may hamper the district’s ability to keep pace with its

peers, comply with 5 CCR 15496(a) and lead to the need to include large increases in expendi-
tures and services to meet the minimum proportionality percentage requirements by fiscal year
2020-21, the state’s original projected timeline for full implementation of the LCFF.

Coupled with the current structural deficit and the additional burden of salary increases, fiscal
recovery efforts are also constrained by ongoing costs to the district’s general fund to cover

the annual debt service payment of $1.83 million on the state emergency appropriation, which
began in November 2014 and will end in November 2033. This payment has been included in the
district’s current multiyear financial projections.

Under state receivership, the superintendent of public instruction assumes all the legal rights,
duties, and powers of the governing board and appoints a state administrator to act as both the
governing board and superintendent. The district’s five-member governing board serves in an
advisory role until the district shows adequate progress in implementing the comprehensive
review recommendations in the five operational areas, including finance, human resources,
community relations and governance, facilities, and pupil achievement, and the superintendent
of public instruction determines that the district has built sufficient capacity to self-govern. Even
when the governing board resumes control, a trustee will have stay-and-rescind authority until
the loan is fully repaid to the state. LACOE’s role to manage fiscal oversight during the period
of state receivership is a continuing key element to the district’s recovery as it must assess

and approve budgets, receive interim reports and determine the district’s fiscal status as either
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positive, qualified or negative. The county’s role during state receivership is no different than its
role during normal times of self-governance.

During the first months of state administration, the initial state administrator resigned because
of a contractual dispute regarding a collective bargaining agreement that was signed without the
consent of the CDE. The assistant superintendent of business services subsequently became the
interim state administrator and remained in this position, filling a dual role, until July 1, 2013.
On July 1, 2013, a permanent state administrator was appointed, who was called a state trustee
based on subsequent legislation, AB 86, Chapter 48/2013. On October 15, 2015, a new state
administrator was appointed and, during FCMAT’s fieldwork in the spring of 2017, accepted a
superintendent position at another school district. His last day of employment with Inglewood
Unified was April 28, 2017. An interim state administrator was appointed and remains in place at
the time of this report. The CDE is working with a professional search firm to hire a permanent
replacement.

FCMAT’s current review has found that the district has not made sufficient progress in making
budget reductions to eliminate its operating deficit. FCMAT has great concerns about the
district’s expenditures and estimated revenues. Based on the documentation provided, the
2016-17 enrollment may be overstated by approximately 432 ADA, and this number does not
include enrollment losses to a large charter school operator that has been approved to open in
2017-18 in the district’s boundaries. This will not immediately affect the district in the 2016-17
fiscal year because it can use the larger of the current year or prior year ADA in making its
revenue estimates, but it will significantly affect 2017-18 funding.

The 2016-17 adopted budget narrative shows a modest increase in the unrestricted general fund
balance (reserve for economic uncertainties and assigned balance) for 2017-18 and a decline in
2018-19, but fails to consider increased costs in several expenditure categories most notably in
special education, which could easily erode unrestricted fund balances in the subsequent fiscal
year. FCMAT also has concerns in several other areas that have led to the conclusion that the
2016-17 budgets at adoption and interim report periods fail to represent accurate projections,
are unrealistic, and should not be relied upon for decision-making until issues identified are
addressed. Those include, but are not limited to, questions regarding special education budgets,
salary expenditures being possibly understated for certificated, classified and management
employees, hiring occurring for positions that should have been closed, books and supplies
expenditures being potentially understated, health and welfare costs being possibly overstated,
insurance expenditures already exceeding their budget and professional services expenditures
reflecting only 22.4% of its budgeted amount. These examples indicate that budget monitoring
and the appropriate level of budget transfer and/or budget analysis activity has not occurred and
has led to FCMAT’s conclusion that the 2016-17 second interim multiyear projection does not
reflect the district’s true financial picture.

At its March 8, 2017 board meeting, the district approved a resolution to reduce particular kinds
of service by 27.5 certificated full-time equivalents (FTEs) and a resolution to nonreelect 3.0
certificated FTEs for the 2017-18 school year. The resolutions of May 10, 2017 implemented the
reduction of particular kinds of services. No resolution had been submitted regarding layoffs for
classified staff as of the writing of this report.

The district placed a $90 million general obligation bond called Measure GG on the ballot on
November 6, 2012, and won 86.1% voter approval. The district issued $30 million in bonds on
July 16, 2013 to begin to address capital facility’s needs and the bond proceeds were deposited

Introduction and Executive Summary



into the district’s building fund (fund 21). Because Measure GG was placed on the ballot as

a Proposition 39 bond measure, expenditure of the funds requires the formation of a citizens’
oversight committee, and the district has now completed the formation of this committee as
required under Education Code Section 15282. However, the length of time that has elapsed
since the July 2013 $30 million bond issuance with little expenditure of the funds continues to
place the district in the position of possibly having to address the issue of arbitrage as well as
other noncompliance issues with IRS regulations such as the 36-month rule.

The district also continues to plan on utilizing the Los Angeles World Airports (LAWA)

sound mitigation funds and has received confirmation of a $44 million award. The district had
previously identified five priority sites for the use of the LAWA funds; however, only one site,
Payne Elementary, remains on that list. Facilities continue to experience a multitude of custodial
and maintenance needs. At its November 18, 2015 regular board meeting, the state administrator
approved a districtwide facilities master plan that identifies the needs of each of its school sites,
a capital planning budget for facilities expenditures and is aligned with the district’s instructional
goals. An update was provided at the board’s March 8, 2017 meeting.

While a great deal of money is available for facility needs, the district’s facilities capacity is
roughly twice the amount needed to house its total student enrollment. Most of this excess
facilities capacity is old and in disrepair. As a result, the district is confronted with maintaining
its facilities on a maintenance budget that would be considered to be marginally adequate for a
district half its size. Before utilizing its funding, the district should consider aligning its student
enrollment capacity with its current and projected student enrollment as well as updating its
facilities master plan.

The district reached settlements with both its certificated and classified bargaining units shortly
after the prior review’s fieldwork and included a salary increase, a floating cap on the district’s
contribution to health benefits, and some changes in language in other articles of the contracts.

With the new interim state administrator the district will have had five state administrator/
trustees during a five-year period, creating some unrest and uncertainty regarding organizational
development and consistency in creating and implementing long-range plans for recovery.
However, this report is based on the period from FCMAT’s last comprehensive report forward
(April 2016 to May 2017). Therefore, with the exception of three days after the departure of

the most recent state administrator, the majority of the review period was under his purview.
The district also experienced turnover in its executive cabinet with a permanent CBO hired, the
director of fiscal services and the chief academic officer resigned and were replaced, the chief
facilities and operations officer resigned, a new executive director of school and community
relations and a new director of benefits/risk management were hired, and a director, compliance
and internal controls position was created. With the exception of the chief facilities and
operations officer position, the district had a full team of executive cabinet members who were
making progress in establishing core structure to their departments. However, the improvements
to core structure varied from department to department and were minimal in the area of finance.

The state administrator and the work he and his executive cabinet and their predecessors have
accomplished during this review period is evidenced in the improvements FCMAT has observed;
however, these efforts are tempered due to budget concerns raised above. As the interim state
administrator and the new state administrator continue to focus on improvement and recovery,
particular areas will require significant attention. Chief among these will be balancing the
district’s budget to achieve and maintain fiscal solvency, providing the teaching staft with
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continued training in the Common Core State Standards (CCSS) and using data to improve
instruction, updating the district’s Local Control and Accountability Plan (LCAP) including
meaningful stakeholder engagement, aligning it with the budget and updating and improving
facilities. It also remains important to work with staff and the advisory board to identify
procedures and programs that implement substantial changes in the district’s fiscal policies

and practices; significantly increase pupil achievement; improve pupil attendance; decrease the
pupil dropout rate; increase parental involvement; continue to attract, retain, and train a quality
teaching staff; manage fiscal expenditures consistent with current and projected district revenues
and prioritize and implement facility improvements.

The state administrator, the cabinet and the advisory board have many critical roles and
responsibilities in the recovery of the district. The district requires leadership that has the
ability and capacity to set priorities, implement systemic reform, engage the community,
establish high expectations for student achievement, manage resources, ensure accountability,
and align practices. Without strong leadership, the execution of its multiyear recovery

plan, implementation of the LCAP, a well-articulated plan for the future of the district, and
improvement as reflected in the comprehensive review, the district will remain in a perilous
position.

FCMAT’s current assessment indicates that the district has made progress in every operational
area, but not every standard as noted throughout the report. Much of this work can be attributed
to the work of the state administrator and his executive cabinet as well as improvements made to
the function of the advisory board. There is still much work to be done to achieve full recovery
and that work will be challenged with additional administrative turnover.

Purpose

The purpose of this report is to provide the district with the current results of an ongoing
systemic and comprehensive assessment of the district’s progress, including recommendations
for improvement and recovery in the following five operational areas:

1. Community Relations and Governance
2. Personnel Management

3. Pupil Achievement

4. Financial Management

5. Facilities Management

This report provides data to the district, the community and the Legislature concerning the
district’s progress in implementing the recommendations of the recovery plans and building its
internal capacity so that the locally elected school board and staff can effectively manage the five
operational areas to eventually exit state receivership and return to local board governance.
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State Receivership

On September 14, 2012, Senate Bill (SB) 533 (Wright) was signed into law. The bill authorized
the appointment of a state administrator and provided a $55 million emergency state loan. The
legislation authorized FCMAT to complete comprehensive assessments of the Inglewood Unified
School District and develop improvement plans in five operational areas. In addition, FCMAT
was authorized to assist the state administrator in developing the first annual multiyear financial
recovery plan required under paragraph (2) of subdivision (a) of Section 41327 of the California
Education Code (EC). SB 533 further authorized FCMAT to do the following:

* Assist the state administrator in the development of the adopted budget and interim
reports.

* Recommend to the state superintendent of public instruction any studies or activities that
the state administrator should undertake to enhance revenue or achieve cost savings.

* Provide any other assistance as described in EC Section 42127.8.

SB 533 requires the Inglewood Unified School District to bear 100 percent of all costs associated
with the emergency loan, including the activities of FCMAT. FCMAT’s assistance will continue
until the school district is certified as positive pursuant to the definition in paragraph (1) of
subdivision (a) of Section 42131 of the Education Code, or until all legal rights, duties, and
powers are returned to the governing board of the school district, whichever comes first.

SB 533 further intended that the state superintendent of public instruction (SPI), through the state
administrator, work with the staff and board to identify the procedures and programs that the
district will implement to accomplish the following:

1. Significantly raise pupil achievement.

2. Improve pupil attendance.

3. Lower the pupil dropout rate.

4. Increase parental involvement.

5. Attract, retain and train a quality teaching staff.

6. Manage fiscal expenditures in a manner consistent with the district’s current and
projected revenues.

Also intended by SB 533 was for the SPI, through the state administrator, to do the following:

* Analyze the identified procedures and programs and, where applicable and appropriate,
protect, maintain, and expand them as the budget of the school district allows. The state
administrator shall report any findings applicable to this section to the superintendent of
public instruction and the education committees of the legislature.

» To the extent allowed by school district finances, maintain, under the revised
program, core educational reforms that will lead to districtwide improvement of
academic achievement, including, but not necessarily limited to, educational reforms
targeting underperforming and program improvement schools and other reforms that
have demonstrated measurable success.
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The Return to Local Governance

Senate Bill 533 includes the requirements for the district’s return to local governance. The
authority of the SPI and the state administrator shall continue until all of the following occur:

a.) The state administrator determines, and so notifies the superintendent of public
instruction and the county superintendent of schools, that future compliance by the
school district with the recovery plans is probable.

b.) The superintendent of public instruction may return power to the governing board for
any of the five operational areas, if performance under the recovery plan for that area has
been demonstrated to the satisfaction of the superintendent of public instruction.

c.) The superintendent of public instruction has approved all the recovery plans and
FCMAT completes the improvement plans and has completed a minimum of two reports
identifying the school district’s progress in implementing the improvement plans.

d.) The state administrator certifies that all necessary collective bargaining agreements have
been negotiated and ratified, and that the agreements are consistent with the terms of the
recovery plans.

e.) The school district has completed all reports required by the superintendent of public
instruction and the state administrator.

f.) The state administrator certifies that the members of the school board and district
personnel, as appropriate, have successfully completed the training specified in
subdivision (b) of Section 7 of the bill.

g.) The superintendent of public instruction determines that future compliance by the school
district with the recovery plans is probable.

Comprehensive Review Process

In preparation for the first comprehensive review in 2013, FCMAT updated the legal and
professional standards to ensure continued alignment with industry best practices and with
applicable state and federal law, including the California Education Code. The standards, which
will continue to be used for the annual updates, are applicable to all California school districts.
FCMAT monitored the use of the standards during the first four assessments as well as this

fifth assessment to ensure that they were applied fairly and rigorously. This July 2017 report
includes hundreds of recommendations for improvement and recovery related to each identified
standard. Recommendations for recovery are designed and intended to affect functions directly
at the district, school site and classroom level. Implementing the designated standards and
recommendations with this type of depth and focus will result in improved pupil achievement,
financial practices, personnel procedures, community relations and facilities management and
will hasten the return to local control and governance, which is one of the primary objectives of
the recovery process.
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Prior to the initial assessment, the director of the CDE’s Fiscal Services Division and FCMAT
conferred and selected priority standards to assess the district’s condition in the five operational
areas. These priority standards are divided among the five operational areas as follows: 20
community relations and governance standards; 28 personnel management standards; 31

pupil achievement standards; 43 financial management standards; and 33 facility management
standards. Priority standards were selected to ensure that the report measures the district’s
progress toward meeting legal and regulatory requirements and restoring the essential functions
of an effective district.

This comprehensive review process is a deficit-analysis model. The process of systemic
assessment, prioritization and intervention lays the foundation for increasing the district’s
capacity and productivity by establishing a baseline measurement against which future progress
can be measured. The process also serves to engage board members, parents, students, staff and
the community in a partnership to improve student learning and engage and inform them about
the LCAP. Each annual comprehensive review report will measure progress with a numerical
rating and a summary of the district’s progress in the identified priority standards.

A recovery process of this magnitude is a challenging and multiyear effort. The state
administrator and the district will need to select priority areas on which to focus their efforts
during each year of recovery. Understandably, equal progress will not be made in all operational
areas as time progresses. The district continues to address issues identified during fieldwork;

in some cases FCMAT was able to report on progress that occurred after the team’s visit. This
report also discusses standards and operational areas of deficiency that the district was in the
process of addressing during fieldwork. At the time of this report’s publication, the district
continued to work on a number of the concerns addressed in this report and has thus made
progress that is not reflected in this document.

FCMAT acknowledges and extends its thanks to the state administrator, the district’s staff, the
community and the Los Angeles County Office of Education for their assistance and cooperation
during this ongoing review process.

Study Guidelines

FCMAT’s approach to implementing the statutory requirements of SB 533 is based on a
commitment to an independent and external standards-based review of the district’s operations.
FCMAT performed the assessment and developed the improvement plans in collaboration with
other external providers selected using a competitive process. Professionals from throughout
California contributed their knowledge and applied the legal and professional standards to the
specific local conditions found in the Inglewood Unified School District. Before working in the
district, FCMAT adopted five basic tenets to be incorporated in the assessment and recovery
plans. These tenets were based on previous assessments conducted by FCMAT in school districts
throughout California and a review of data from other states that have conducted external
reviews of troubled school districts. The five basic tenets are as follows:

1. Use of Professional and Legal Standards

FCMAT’s experience indicates that for schools and school districts to be successful in program
improvement, the evaluation, design and implementation of improvement plans must be
standards-driven. FCMAT has noted positive differences between an objective standards-
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based approach and a nonstandards-based approach. When standards are attainable and clearly
communicated and defined, there is a greater likelihood they will be measured and met. The
standards are the basis of the improvement plans developed for the district.

To participate in the review of the Inglewood Unified School District, providers were required
to demonstrate how they would incorporate the FCMAT identified standards into their work.
Although the standards were identified for the comprehensive review of the district, they are not
unique to this district and could be readily used to measure the success of any school district in
California. Every standard was measured using a consistent rating format, and each standard
was given a scaled rating from zero to 10, indicating the extent to which it has been met. Team
members met to discuss findings and test for inter-rater reliability.

Following are definitions of terms and the rubric used to arrive at the scaled scores. The purpose
of the scaled ratings is to establish a baseline against which the district’s future gains and
achievements can be measured.

Not Implemented (Scaled Score of 0)

There is no significant evidence that the standard is implemented.

Partially Implemented (Scaled Score of 1 through 7)

A partially implemented standard has been met to a limited degree; the degree of completeness
varies as follows:

1. Some design or research regarding the standard is in place that supports preliminary
development. (Scaled score of 1)

2. Implementation of the standard is well into the development stage. Appropriate staff are
engaged, and there is a plan for implementation. (Scaled score of 2)

3. Aplan to address the standard is fully developed, and the standard is in the beginning
phase of implementation. (Scaled score of 3)

4. Staff are engaged in implementing most elements of the standard. (Scaled score of 4)

5. Staff are engaged in implementing the standard. All standard elements are developed and
are in the implementation phase. (Scaled score of 5)

6. Elements of the standard are implemented, monitored and becoming systematic. (Scaled
score of 6)

7. All elements of the standard are fully implemented and are being monitored, and
appropriate adjustments are taking place. (Scaled score of 7)

Fully Implemented (Scaled Score of 8 through 10)

A fully implemented standard is complete and sustainable; the degree of implementation varies
as follows.
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All elements of the standard are fully and substantially implemented and are sustainable. (Scaled
score of 8)

9. All elements of the standard are fully and substantially implemented and have been
sustained for a full school year. (Scaled score of 9)

10. All elements of the standard are fully implemented, are being sustained with high quality,
are being refined, and have a process for ongoing evaluation. (Scaled score of 10)

2. Conduct an External and Independent Assessment

FCMAT used an external and independent assessment process to develop the assessment and
improvement plans for the district. This report presents findings and improvement plans based
on external and independent assessments conducted by FCMAT staff, separate professional
agencies, and independent consultants. Collectively, these professionals and consultants
constitute FCMAT’s providers in the assessment process. Their external and independent
assessments serve as the primary basis for the review’s reliability, integrity and credibility.

3. Utilize Multiple Measures of Assessment

For a finding to be considered valid, the same or consistent information is needed from multiple
sources. The assessments and improvement plans were based on such multiple measures. Testing,
personal interviews, group meetings, observations, and review and analysis of data all added
value to the assessment process. The providers were required to use multiple measurements and
confirm their findings from multiple sources as they assessed the standard. This process allowed
for a variety of methods of determining whether the standards were met. All school district
operations that affect student achievement (including governance, fiscal, personnel and facilities)
were reviewed and included in the improvement plan.

4. Empower Staff and Community

Senate Bill 533 requires that the recovery plan include specific training for board members and
staff who have personnel and management policy-making and advisory responsibilities to ensure
that the district’s leadership team has the knowledge and skills to carry out its responsibilities
effectively. The success of the improvement plans and their implementation depend on an
effective professional and community development process. For this reason, empowering staff
and the community is one of the highest priorities, and emphasizing this priority with each of the
five teams was critical. Thus, the report consistently calls for and reports progress on providing
training for board members, staff and administrators.

Of paramount importance is the community’s role in local governance. The lack of parental
involvement in education is a growing concern nationally. Re-engaging parents, teachers and
support staff is vital to the district’s success. Parents in the district care deeply about their
children’s future and want to participate in improving the school district and enhancing student
learning. The community relations section of this report provides recommendations for engaging
parents and the community, a significant focus of the LCAP process, in a more active and
meaningful role in their children’s education. It also provides recommendations for engaging the
media in this effort and increasing the number and frequency of media reporting on the district’s
recovery progress.
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5. Engage Local, State and National Agencies

It is critical to involve various local, state and national agencies in the district’s recovery; the
engagement of state-recognized agencies and consultants in the assessment and improvement
process emphasized this. The CDE, city and county interests, and professional organizations
have expressed a desire to assist and participate in the district’s recovery.

Study Team

The study team was composed of the following members:

For FCMAT:
Julie Auvil, CPA, CGMA, CICA, FCMAT Intervention Specialist

Leonel Martinez, FCMAT Technical Writer

For Personnel Management:

School Services of California, Inc.

For Pupil Achievement:
Shayleen Harte, FCMAT Intervention Specialist

Jill Hamilton-Bunch, Ph.D., Associate Dean of Teacher Education & Bakersfield Branch
Campus, Assistant Professor of Education, Point Loma Nazarene University*

Katherine Caric, MA, Ed, FCMAT Consultant

Catherine Morris, CASC Coordinator and School Support, Kern County Superintendent of
Schools*

For Financial Management:
Diane Branham, FCMAT Chief Management Analyst

Marisa Ploog, CPA, CFE, FCMAT Intervention Specialist
Scott Sexsmith, FCMAT Intervention Specialist

Debi Deal, CICA, CFE, FCMAT Intervention Specialist
Colleen Patterson, FCMAT Consultant

For Governance and Community Relations:

School Services of California, Inc.
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For Facilities Management:

Eric Smith, FCMAT Intervention Specialist

Ashley Lightfoot, Director of Operations, San Luis Obispo County Office of Education™
Brad Pawlowski, Director of Facilities and Construction, Sanger Unified School District™®

* As members of this study team, these consultants were not representing their respective
employers but were working solely as independent contractors for FCMAT.
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Summaries of Findings and Recommendations in Each of the
Five Operational Areas

The full report includes all the various findings and recommendations for fiscal and operational
recovery in five operational areas. Each finding and recommendation addresses a previously
identified professional or legal standard. Following is a summary of the major findings and
recommendations for each operational area, which are presented in greater detail in the body of
this report.

This assessment is the product of data collection and analysis of the district’s status at a specific
point in time since state administration began. It is important to note that the ratings of the first
report produced July 2013 indicated the district’s status prior to state administration, the second
report produced July 2014 was based on the district’s status since the July 2013 report, the third
report produced July 2015 was based on the district’s status since July 2014 and the fourth report
produced July 2016 was based on the district’s status since July 2015. This current report is the
district’s fifth comprehensive review, will be dated July 2017 and is based on the district’s status
since July 2016. The Table of Summary Scores below provides not only the average score for
each operational area of the report but also provides the number of standards in which scores
were under a four. While past performance and future plans are acknowledged in portions of the
report, they were not considered in the application of FCMAT’’s rating rubric.

The assessment team began fieldwork in March 2017 and concluded in May 2017. The district
has addressed some preliminary findings reported during the assessment and is benefiting from
the assessment team’s ongoing feedback.

Table of Summary Scores
Operational Area July 2013 July 2014 July 2015 July 2016 July 2017

Total Number Average Standards Average  Standards Average Standards  Average  Standards Average Standards
of Standards Score Under 4 Score Under 4 Score Under 4 Score Under 4 Score Under 4

Community Relations/Governance 20 1.05 20 0.45 20 1.40 17 3.78 8 4.85 4
Personnel Management 28 1.46 26 1.36 27 2.82 21 4.00 8 543 2
Pupil Achievement 3l 323 19 2.03 28 2.87 26 3.32 24 3.68 21
Financial Management 43 1.19 41 1.33 40 1.95 35 2.16 34 244 B3}

Facilities Management 33 2.24 29 2.59 27 3.8l 16 3.94 16 4.65 9

Community Relations and Governance

The community relations and governance section of the comprehensive report assessed the
Inglewood Unified School District on 20 FCMAT standards in six categories. The district
received a mean rating of 4.85, with one standard not implemented; and 19 standards partially
implemented, with a rating of two through seven.

FCMAT observed significant improvement in community relations and governance during the
review period. However, some areas are still in need of improvement. In addition to its financial
situation, the district has continued to experience leadership changes. During the preparation

of this assessment, the state administrator announced that he has accepted another position and
will be leaving the district. This calls into question the sustainability of the significant progress
made during the tenure of this state administrator. Nearly all of the documented progress can

be attributed to his personal leadership, professionalism and skill. The appointment of the new
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interim state administrator marks the fifth person to hold that position in five years; lack of
continuity is a serious problem for the district, and it starts at the top.

However, this review focuses on the past calendar year (April 2016 — March 2017) as the
reporting period. During the prior review period, four new board members were seated, a new
state administrator began, and the CBO departed, with the position filled by an interim. During
this review period, a permanent CBO was hired, the director of fiscal services and the chief
academic officer resigned and were replaced, the chief facilities and operations officer resigned,

a new executive director of school and community relations was hired, a new director of benefits/
risk management was hired, and a director, compliance and internal controls position was
created. As a result, virtually all of the district’s top leadership positions are held by relatively
new administrators, and other key positions were still vacant at the time of FCMAT’s fieldwork.
The state administrator continues to restructure the organization and fill key vacant positions, and
organizational charts were recently completed and approved, solidifying the structure.

The state administrator has a difficult task to complete, but there are signs of improvement.

The district has made progress in community relations and governance since the fourth review,
and has improved board roles/boardsmanship and board meetings. The state administrator has
begun to provide the advisory board with opportunities to participate in district governance,
including closed session. All five advisory board members enrolled in or completed the Masters
in Governance program offered by the California School Boards Association (CSBA), which is
commendable. Four of the members had graduated at the time of FCMAT’s review, and the last
is close to completing.

Because of the district’s changing demographics and widely publicized financial and governance
problems, it has continued to experience significant declining enrollment, decreasing in
enrollment from a high of approximately 16,000 in 2005-06 to approximately 9,700 in 2016-17.
Forecasts indicate that enrollment will continue to decline. The district has authorized numerous
independent and district-operated charter schools, and these schools are becoming a large
segment of the community. While the district cannot deny charter schools simply because

they contribute to enrollment issues, strong oversight is critical, including the development of
memorandums of understanding. The state administrator should ensure that all charters have
current agreements with the district and that oversight responsibilities are completed according
to law. New requirements for charter schools were introduced in 2013 with the implementation
of the LCFF and LCAP, and the district should review all existing charter documents (e.g.,
petitions, agreements, budgets, LCAPs, etc.) to ensure they comply with the new laws.

While the implementation of LCFF has assisted the district, it cannot recover fiscally or
educationally unless it can reverse the trend of declining enrollment. The use of supplemental
and concentration grants to stabilize the budget is unsustainable in the long-term and does not
utilize these funds for their intended purpose, which is increasing and/or improving services
for targeted students. There is a definite connection between the use of the supplemental and
concentration grant funding and declining enrollment. While the district is working diligently
and has successfully implemented several new, quality programs to help retain students, its
significant financial problems compete for those dollars. The balance between solving financial
problems and building quality programs continues to be a significant issue for the state
administrator.

Given the progress made, the staggered terms of the elected advisory board members and their
term limits, it is unclear whether the members will be in office when local control is returned.
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Three advisory board members are up for reelection, and the district is moving to by-trustee
area elections instead of at-large, which could affect current board members. This is important
because a major part of this review deals with building the organization’s capacity so the elected
board can eventually resume governance.

Some work remains to be done in the area of written, comprehensive plans to provide guidance
to district staff, the advisory board, and the public. A communications plan was drafted under
the direction of the previous executive director of school and community relations, but was
never adopted. With the start of the new executive director, a new communications plan and an
accompanying implementation plan have been drafted, and a presentation made to the board.
Although it has yet to be officially adopted, staff has begun its implementation, and this process
will include further input from those affected.

Communication

Communication is internal and external. Since the completion of the July 2016 report, the district
has continued to make great strides in its external communications. Internal communications are
also improving, but at a slower pace. Several district administration positions changed during this
review period. The district hired a new executive director, school and community relations who
has been designated to act as the single point of contact and assume responsibility for providing
a consistent district message. A new communication plan was drafted, but those affected are

still concerned about whether sufficient input was solicited in its development and whether the
focus should shift more to internal versus external communications. While the district’s website
is more up to date, some areas continue to contain dated information and require more proactive
efforts to ensure all data is current.

In addition, the district compiled bulletins, press releases, and positive news stories at the schools
and continues to publish the Schools News, a monthly publication that is available in hardcopy
and delivered throughout the district and online. While these communications are important, the
information is largely public relations with little substantive information on the district’s day-to-
day status.

Internal communication to staff and administrators is improving; however, it still does not
reach all levels of the organization. District leadership has made efforts to ensure all staff are
reached through email as well as providing information to site administration for dissemination,
including, when appropriate, PowerPoint presentations and talking points to ensure a common
message is delivered. Staff at all levels is aware and appreciative of the state administrator’s
willingness and efforts to communicate with everyone within the organization. They are also
becoming accustomed to receiving emails directly from the state administrator and knowing
that if they send an email or call with a concern or question, they will receive a response.
However, some school site staff still perceive a lack of communication between central office
administration, site administration, and staff.

The district should continue its internal communication efforts and ensure that school site
staff receives communications and see district administration out at their school sites. Greater
attention needs to be given to keeping internal staft informed as the district works toward
fiscal solvency, program improvement, and eventual return to local control. In addition, while
the administration has developed an administrative handbook that provides information and
processes for all district departments, each individual department needs to focus on creating
procedure manuals for its various job classifications and functions to ensure continuity until
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staffing becomes stable. Written procedures will allow day-to-day functions to continue even as
leadership or line staff change.

Parent/Community Relations

Based on interviews with staff and parents and review of agendas, flyers, calendars, sign-in
sheets, newsletters, and other documents provided, the district continues to have a strong parent
center that offers classes, educational opportunities, training, and lends support to the various
school site parent groups. The school sites have active school site councils, advisory committees,
and parent volunteers, which were provided with training and other workshops to encourage
more parents to volunteer. A number of school sites have Parent Teacher Associations (PTAs),
and the local PTA councils provide active support and involvement. Despite these efforts,
interviewees once again indicated that parental involvement varies from school site to school
site and is low at many schools. The parents interviewed stated that the main reasons are lack of
established calendars, the perception that they are not heard, and basic language barriers since
not all communication from the school sites—or from the district—is translated into Spanish.
Parents also indicated that some of them are concerned with the need to be fingerprinted to
volunteer on campus given their legal status. Leadership at the school sites plays a critical role
as illustrated by a parent who noted a change in parent participation at a school with a new
principal. Under the previous site administration, parents felt sidelined and slowly stopped
interacting with the school. With the new principal’s arrival, they slowly experienced change, felt
heard and are becoming involved with the school.

The advisory board members have consistently attended board meetings during this review
period and participated in the recognition of parents, staff, and students in the half-hour before
board meetings. In addition, interviews with staff and the advisory board members, as well

as flyers provided, show that the advisory board is building community relations by attending
school events and initiating and attending community gatherings. Further, the advisory board and
members of the district administration have made a concerted effort to communicate with the
larger Inglewood community. These efforts should continue to be encouraged as they assist the
district in building strong community connections.

Education Code Section 52060 requires consultation with various groups, including parents,
in adopting an LCAP. Many stakeholder groups are dissatisfied with the level of engagement
and overall process used to develop the LCAP. Once again, the change in leadership—a

new chief academic officer started in November 2016—has delayed the LCAP development
process, including stakeholder engagement. Stakeholder engagement, and particularly parental
engagement, appears to have been limited for the 2016-17 fiscal year LCAP, with numerous
parties noting that the process was perfunctory at best. Based on interviews and discussions with
district administration, the development of the 2017-18 LCAP, which must be adopted by July
1, 2017, had not begun at the time that FCMAT conducted its interviews although a schedule
has been developed and posted on the district’s website. A more robust LCAP stakeholder
engagement process should be developed and should begin earlier in the school year.

Community Collaboratives, LEA Advisory Committees, and School Site Councils

The school site councils, the District English Learner Advisory Committee, and the PTA continue
to be active. While staff interviewed stated that all schools have school site councils and have
developed single plans for student achievement, a review of board meeting minutes shows 16
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were approved on December 7, 2016. To be most effective and as a best practice, school site
councils should be formed and begin their work for the following school year before the end of
the current school year, and the state administrator should approve plans early in the school year.
Training should continue to be provided annually to parents/members of school site councils as
membership will change from year to year.

With the exception of these councils, whose focus is more school site and student based, and

the Citizens’ Oversight Committee, whose focus is on facilities and the district’s bond program;
FCMAT found no evidence of any districtwide, broad-based committees or councils with the
task of advising the district on critical issues and operations. During the last review, the district
had established an Educational Advisory Committee to assist with the LCAP, but its area of
responsibility was limited, and it does not appear that that committee still exists as of this review.
In addition, while not an established advisory committee, the district has held “task force”
meetings for the implementation of the communications plan. Given the district’s current state,
organizational and fiscal difficulties, and the requirements of the LCFF and the LCAP, it is an
opportune time to establish these broad-based committees.

Policy

Board policies and administrative regulations require a process for continual updating. The
district updated almost all its policies in August 2014 through the use of Gamut, the CSBA’s
online resource for board policies. While the policies were up to date at that time, only a handful
have been updated since then to reflect revisions issued by CSBA. In addition, dissemination of
the policies is still limited to listing the item on the board meeting agenda when the policies are
being approved.

Board Roles/Boardsmanship

More training and practice in procedures and etiquette will be beneficial as the board works
towards return of local control; however, the district has made significant progress with regard to
the advisory board. Advisory board members are being provided with various trainings and have
either completed or are in the process of completing the CSBA Masters in Governance program.
Interviews indicated that advisory board members have a more thorough understanding of their
roles and responsibilities.

Advisory board members consistently attended board meetings and were provided with agendas
and meeting materials in advance of these meetings. Based on FCMAT’s observation of the
March 8, 2017 board meeting, and interviews with district administration, the advisory board
members appear to review meeting materials in advance as is evidenced by the fact that they
contact the state administrator beforehand with questions. The improved relationship between the
advisory board, state administrator, and district staff was apparent and due consideration is given
to concerns and questions raised by the individual members.

The advisory board members maintain functional working relationships among themselves as
well as with the state administrator and district staff. In addition, they work together to undertake
initiatives (e.g., community coffee events and the reinstatement of the Inglewood Educational
Foundation) that benefit the district and the community. The advisory board members appear to
understand their roles and responsibilities as a whole and individually and understand how they
represent the community and not simply themselves. They are engaging with the community and
provide input to the state administrator on matters of importance to the community and students.
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Board Meetings

With few exceptions that are generally scheduled in advance, board meetings are held
consistently at 5:30 p.m. on the second and/or third Wednesday of the month, and the board
calendar is posted online, which provides consistency for staff and the public and ensures
maximum community and staff participation. The advisory board is provided with notice

of the meetings via email with a link to supporting documents and information on how and
when to access hard copies. While the state superintendent of public instruction and the state
administrator have the authority to make all final decisions for the district, the state administrator
provides the advisory board members with the opportunity to pull items from the consent
calendar to address any questions, concerns, or comments they might have before taking action
on individual items. The state administrator has also begun to include the advisory board
members in closed session when the topic is pertinent to the board (e.g., when the board was
considering switching from at-large elections to by-trustee area elections).

Personnel Management

A district’s Human Resources (HR) Department plays an important role in students’ academic
and co-curricular success by providing an effective and efficient recruitment, selection, and
orientation and training program for all district employees. In addition, personnel management
plays a vital role in the district’s fiscal recovery. With 84.65% of its unrestricted general fund
expenses going toward employee compensation according to 2015-16 state-certified data (the
last year for which state-certified data is available), the district’s ability to regain fiscal solvency
requires continued and sustained improvements in this area. The personnel management
section of the comprehensive review assessed the district based on 28 priority standards in
eight categories. The HR Department has continued to make measurable progress with a two
standards fully implemented and sustained The July 2013 average scaled score for the subset
of priority standards that the department’s recovery plan is based on was 1.46. The July 2014
average scaled score decreased to 1.36, demonstrating that, much like the district overall,

the department struggled to implement recommendations in its first year of recovery. The
overall decline in personnel management ratings was likely caused by the departure of the HR
assistant superintendent and actions taken by the district to exclude the HR Department from
personnel-related decisions and actions, resulting in errors. In July 2015, the average scaled score
increased to 2.82, demonstrating that implementation of most of the standards are well into the
development stage. In July 2016, the average scaled score increased to 4.00. For this progress
report, none of the standards are not implemented; 26 standards are partially implemented, with
a rating of 1 through 7; and two standards are fully implemented, with a rating of 8 through 10.
The average scaled score increased to 5.43, indicating significant progress on almost all of the
standards.

The HR Department is now fully staffed. A director of benefits/risk management has been
hired and is already developing new procedures and implemented data tracking and monitoring
systems. Assuming continued stability in the leadership of the HR Department, it is well
positioned to continue making substantial and sustained improvements.
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Organization and Planning

The district has not updated board policies and administrative regulations on recruitment, hiring,
evaluation and discipline of employees consistent with California School Boards Association’s
(CSBA’s) policy updates and, therefore, may be inconsistent with current law. At the time of
FCMAT’s fieldwork, a full CSBA policy review was reportedly scheduled for June 22-23, 2017.

The HR Department continues to adopt goals in support of its stated mission and vision and that
promote progress towards FCMAT’s priority standards related to personnel management. The
HR Department goals for 2016-17 are specific, measurable, and relevant. The HR Department
has operationalized the HR annual calendar, which is facilitating increased efficiencies.

Employee Recruitment/Selection

The HR Department has made many improvements in this area since the last reporting period,
but significant progress is necessary to implement all elements of the priority standards. The
district continues to operate without a personnel commission; however, HR staff members have
received training on the merit system rules, and there is strong evidence that the rules are being
implemented.

The HR Department worked closely with the Business Services and Educational Services
departments in projecting enrollment and staffing needs for the 2016-17 and 2017-18 school
years. This allowed the district to be fully staffed for 2016-17 before the close of the 2015-16
school year, and it expects to similarly be fully staffed for the 2017-18 school year before the
2016-17 school year ends.

The HR Department continues to develop, implement, and monitor the consistent application of
written procedures on selection and hiring. Training related to selection procedures was provided
to all hiring managers. The district continues to perform routine pre-employment testing of
classified employees as a part of the selection process and has added numerous online trainings
that are mandatory for all new employees. The HR Department staff ensure on-board procedures,
including required trainings and notices, are implemented consistently and with fidelity.

The HR Department continues to annually provide and document that all employees receive

the annually required legal notices including, but not limited to, child abuse reporting, blood-
borne pathogens, drug and alcohol-free workplace, sexual harassment, diversity training, and
nondiscrimination. The notices now require that employees certify that they read and understand
said policies. All newly hired employees continue to take five mandatory online trainings through
Alliance of Schools for Cooperative Insurance Programs (ASCIP), including the required
mandated reporter training, before the first day of employment.

Induction and Professional Development

The personnel files reviewed by FCMAT included evidence that employees receive the
required legal notices upon initial hire, and that managers biennially receive the required sexual
harassment training.

Intake procedures continue to be expanded and improved. During the reporting period, the HR
Department revised the new employee checklist, revised existing and developed new employee
handbooks, and ensured that all newly hired employees received orientation and participated in
mandatory trainings before the first day of employment.
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The executive director of HR provided training to site administrators and department managers
on responding to complaints and conducting preliminary investigations. Additionally, the HR
Department developed written procedures and standardized forms for complaints and for the
Americans with Disabilities Act (ADA) interactive process.

Operational Procedures

The HR Department has developed and implemented forms and procedures for handling
employee leaves. Risk Management has now been staffed, so HR, Payroll, and Risk Management
have strong coordination regarding employees on leave. As a result, employees continue to
receive notice when their paid leave will be exhausted, are provided with an opportunity for an
interactive meeting to discuss potential accommodations, and their pay is docked in a timely
manner as appropriate. Employee leaves are still manually managed, but HR and Payroll have
made a collaborative effort to move to an automated leave management system. Supervisors

and managers report that they receive strong support from the HR Department when addressing
potential leave abuse by employees. All supervisors and managers have been trained on the leave
provisions in board policy, administrative regulations, and the collective bargaining contracts to
ensure leave provisions continue to be enforced. This information is included in employee and
supervisor handbooks that are available on the district’s website.

Personnel files have been consolidated and stored in a locked room of the HR Department,

and the file cabinets are locked in that room. The HR Department has been working to purge
employee medical information and Workers’ Compensation details from the personnel files
and store them separately. [-9 forms are filed separately as recommended. Some personnel files
still contain Social Security numbers and other personally identifiable information. The district
should continue to purge the personnel files of all information that should be filed separately.

The HR Department continues to make progress in documenting procedures and developing desk
manuals. The shared drive for the department’s staff to share documents, procedures, forms, and
to back up each other’s responsibilities is fully functional and in use by all HR staff. HR staff
have been cross-trained for the major functions in the department should back up be needed. The
department’s customers report that standardized procedures are in use and that the timeliness and
quality of responses has improved.

HR, Payroll, Business, and Risk Management staff hold monthly meetings, as evidenced by
meeting agendas and follow-up correspondence. Cross-departmental procedures are prepared as
new situations are encountered. When situations such as employee leaves occur, notifications are
more timely, resulting in fewer payroll overpayments.

Evidence indicated that HR staff members were provided with a number of training
opportunities; however, a training plan was not in evidence. Staff consistently reported that
training has been encouraged and supported.

Staffing formulas were last board-adopted in 2011. However, the HR, Business Services, and
Educational Services departments have strong coordination in projecting enrollment and staffing
needs and organizing the layoff process. The district should take the updated staffing formulas it
is using to the board for approval and apply them each year when determining staffing levels for
the next school year. A timeline with roles and responsibilities should continue to be updated so
that site and district administrators’ roles and responsibilities are identified. Enrollment and class
sizes should be monitored throughout the school year to determine if second semester staffing
should be adjusted and to help ensure that staffing levels remain constant throughout the year.
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The district continues to use the automated position control system, and the personnel request
form has now been automated. Principals and other managers, as well as HR office staff, have
been provided with training and procedures, and the system is in use. Most personnel actions
submitted to the board/state administrator for approval/ratification are dated within a month

of the board meeting, indicating that supervisors and managers have received training and

are beginning to assume their share of the responsibility for strong position control. Multiple
concerns still remain in the areas of cleanup of the position control system, extra pay, coaching
assignments, and classified employee transfers/reassignments.

Use of Technology

The HR Department has implemented position control using the automated software provided
by the county office, but significant manual processes support this such as vacancy lists, leave
accruals and usage, and assignment data to match to credentials. Position control is used for both
full- and part-time positions and assignments. Employees are required to report their time on
manual time sheets or sign-in/out sheets every payroll, and the reported absences are manually
reconciled to the Aesop system.

The district has implemented an electronic document routing system for personnel requisitions,
which included procedures and training of all district personnel involved in using the system.
The district is also preparing to implement an automated leave management system so that
leave accruals and usage are automatically posted and employees can have access to their leave
balances, as well as NEOGOV for handling classified employee applicants and an electronic
document storage system for personnel files.

HR Department staff members received training on the use of the automated HRS management
system, EDJOIN, CODESP, Aesop, Agenda Online, NEOGOYV, online personnel requisitions,
and other technology training specific to certain responsibilities. As the department implements
the additional automated functions, the department’s staff members will need adequate training
to implement and maintain these additional systems.

Evaluation/Due Process Assistance

At the beginning of the 2016-17 school year, HR Department staff members provided
supervisors with a list of all employees under their supervision and the date of their last
evaluation. Additionally, supervisors were provided with the timeline for certificated and
classified evaluations, evaluation procedures, and performance criteria. The department showed
that supervisors and managers were trained in effective evaluation techniques, and managers
consistently report receiving improved guidance and support in this area in the past year.

The personnel file review found evidence that performance improvement planning is used.
However, the district has not yet established procedures for performance improvement planning,
and there are no standard forms for this purpose.

There is no indication that principals are held accountable for completing certificated or
classified evaluations as required by the collective bargaining agreements. Personnel reports
indicated that 54% of certificated employees (management and nonmanagement) have not been
evaluated in the last three years, and 12.25% of permanent certificated employees have never
received an evaluation. The percentage of all classified employees who have permanent status
and have never received an evaluation is 39.7%.
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Employee Services (Workers’ Compensation)

Staft positions in the Risk Management Department have been largely vacant for several years.
The district hired an employee benefits specialist in June 2016 and a director of benefits/risk
management in January 2017, both of whom have assumed the Risk Management duties that
were being performed by HR staff. The return-to-work program and company nurse program are
now in place. Policies and procedures are being developed and implemented, and supervisors
and staff across the district are receiving training on reporting illnesses and injuries, safety
procedures, the company nurse, and related topics.

Employer/Employee Relations

To prepare for the current round of negotiations with its bargaining units, the district surveyed
site and district administrators to determine collective bargaining contract provisions that affect
operations to determine which two articles to reopen in addition to salaries and benefits. The
district determined its priorities and included them in its initial proposals. HR and Business
Services have been preparing the financial and educational impact of union proposals and
management’s proposals before commitments are made in negotiations.

The district’s bargaining teams continue to include the executive director of HR and an attorney.
This year, the teams were augmented with site or department managers and a representative from
the Business Services Department.

The district has regularly scheduled meetings with bargaining unit leadership to resolve issues
earlier in the process, enhance communications, and build relationships. Training on contract
provisions, including grievances, leaves, and evaluations, has been provided to supervisors in
several venues throughout this past year.

Pupil Achievement

For this progress report, FCMAT reviewed 31 standards in pupil achievement, with the ratings
of 10 standards increasing and 21 remaining the same. No standards decreased in scores for this
review period. Overall, the average rating increased from 3.32 to 3.68.

The district made minimal progress in the pupil achievement standards during the 2016-17
school year. The district continues to have some turnover in key leadership positions since the
last review, but less than in previous FCMAT visits. The state administrator recognizes that the
district’s schools need consistent and quality leadership to implement systemic reform, and he
is working to directly accomplish that. He continues to provide professional development to
principals on instructional leadership. For the third consecutive year, principals were provided
with a leadership coach through Pivot Learning Partners. Most principals report a positive
relationship with their coach and appreciated the opportunity to collaborate with their principal
peers during the Pivot cohort collaborative meetings. The district has begun to implement
structures to more actively monitor classroom instruction, but the structures are not yet fully
operational. In January 2017, the district began requesting that principals submit monthly
classroom walk-through logs to district administration, although at the time of FCMAT’s

visit, the log was not consistently provided to district administration or monitored. Principal
observation time in classrooms continues to vary as well as the tool used to collect the classroom
observation data. The district doesn’t require a specific template or tool, but it has provided a
Gradual Release Walk Through/Coaching Form for principals to use on these walk-throughs.
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FCMAT’s review of some completed forms indicated a lack of specific constructive feedback
included for teachers. Principals should be held accountable for regularly observing classrooms
and providing specific and meaningful feedback for improving instruction. This feedback is
crucial to improve instruction.

While there continues to be a growing commitment to systemic reform and high expectations
for student achievement from district and school leadership, the commitment, as well as the
capacity to implement reform, continues to vary among teachers in the classroom. Classroom
observations indicated a majority of instruction throughout the district is not indicative of a
culture of high expectations for students.

The professional development calendar shows that the district has provided a great variety of
professional development opportunities for teachers during this review period, but many have
occurred outside of the instructional day, and some teachers do not attend although the district
compensates them for doing so. The district has continued to work with the county office to
provide training and support for implementation of Academic Program Reviews, Instructional
Rounds and Positive Behavioral Intervention and Support.

In addition to the five instructional coaches added last year as support (two for technology, two
for elementary ELA/ELD and one for secondary ELA/ELD), the district has hired one additional
coach with a focus area of mathematics. The district revised its plan for providing coaching
support to sites and teachers during 2016-17 by assigning coaches to specific schools during

the week and only allowing teachers to request coaching support if so desired by the teacher.
Interviews with site principals indicate that this plan for coaching support has conflicting levels
of acceptance, with some reporting that it is not working effectively and others reporting that it
is working well for them. Principals continue to be primarily responsible for delivering the only
required professional development/training for teachers during their staff meeting time, usually
after receiving limited training themselves. Principals continue to report that there is insufficient
time to provide professional development. The district continues to have many initiatives that
principals can prioritize as needed at their site. Having several initiatives compete for the time
and resources of staff and administrators fragments implementation efforts.

This strategy for providing professional development could be characterized as a lack of
systematic delivery and follow-up for all teachers. The district should carefully review and
prioritize its professional development plan to provide a structured, in-depth implementation that
is consistent across the district and that it can sustain. The district should make the components
of effective first instruction a priority for implementation throughout the district, ensuring that
teachers and principals are provided a continuum of professional development and supports

that lead to full implementation. Effective first instruction should be defined by the district, but
should include at a minimum: rigorous standards-aligned, engaging and differentiated lessons
taught using district-adopted curriculum and research-based strategies that include Tier |
interventions as well as enrichment for those students who are accelerated.

This year, the district is using i-Ready as a universal screening, intervention program and
progress monitoring for K-8 students during the instructional day. Some schools are using
i-Ready as an intervention in after-school programs. District administrators monitor the number
of students accessing the program as well as the amount of time students use it each week. Some
teachers use i-Ready as part of the daily ELA instructional time, and principals identified i-Ready
as the primary mode of intervention provided to students. Using i-Ready in the K-8 grades has
been a priority during this review period, although how it is used at the schools varies. The
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district continues to lack a clear, specific plan that defines how sites should provide multitiered
systems of supports (MTSS) to all students in need across the district. Some schools mentioned
a limited use of other interventions, such as Mobi-Max or Lexia Reading, but in regard to
interventions, it appears the district is developing an overreliance on the i-Ready Program to
improve academic achievement. The district should define, formalize and document its MTSS
for all schools and teachers. The director of research, assessment and evaluation has provided
professional development to principals on how to access i-Ready and Illuminate benchmark data
and on the information yielded by various reports available in the systems as well as monthly
professional development at principals’ meetings on how to analyze i-Ready and Illuminate
data and on the use of that data to improve instruction. Most principals indicated that this
training has been extremely valuable. A common data analysis template was developed for use
with Illuminate benchmark data and is in the initial stage of implementation. There is minimal
evidence that the broad range of assessment data provided is effectively analyzed and used

to guide instructional decision-making and monitor student progress. Teachers and principals
should continue to receive ongoing training and support in how to use data from assessments to
monitor, adjust, and individualize instruction for struggling students.

FCMAT’s classroom observations continue to indicate that effective instructional practices are
highly inconsistent from class to class and school to school. School sites vary greatly in English
language development delivery models. In many schools, there continues to be little evidence of
teachers using strategies that support the needs of English language learners or implementation
of designated English language development instruction targeted to students’ language
proficiency levels. District office personnel and site principals should increase their focus and
stress the urgency to ensure that the language development and academic needs of English
learners are addressed through both designated and integrated English language development.

Although the district’s continuation program effectively addresses the needs of students who
qualify for alternative education, and this program continues to improve, students continue

to have few opportunities to receive early intervention and academic support at the two
comprehensive high schools. The comprehensive high schools should develop systems for early
identification and support of struggling students who are not meeting the required academic
measures.

The district continues to struggle in special education, with department leadership undergoing
yet another change. Both the chief academic officer, who directly oversees special education,
and the director of special education are new to their positions since the last review. The

district continues to have a critical need for a districtwide vision for special education and a
comprehensive plan for its implementation. The district should work to attract and retain strong
special education leaders so it can begin systematically implementing its long-term plans for
this program. Compliance has been an intensive focus for the district, with some processes and
procedures implemented in this area since the last review, which has resulted in progress. The
district has provided training/professional development to principals and counselors on the use of
an online student study team (SST) system. Principals are responsible for providing training and
implementing the process at their school sites. Along with the SST online training, the district
should coordinate training that focuses on interventions and additional support that should be
offered to struggling children in the general education classroom before they are referred for any
special placement.
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During the 2016-17 LCAP process, the district continued to make a more concerted effort to
involve stakeholders by reviewing LCAP goals and progress at a variety of meetings, such

as: District English Learner Advisory Committee, District Advisory Committee, Educational
Advisory Committee, Parent Advisory Committee, School Site Council meetings, and
community forums. Even with the LCAP input surveys being distributed in English and
Spanish, with many forms of notification going out to stakeholders through the website, School
Messenger and newsletters, parents interviewed report they were not aware of the survey.

The district had yet to begin the 2017-18 LCAP engagement process at the time interviews were
conducted. Site principals interviewed reported more understanding of LCAP goals, actions and
services and took more ownership of implementing the goals, actions and services at their sites.
FCMAT’s review of the district’s 2016-17 LCAP found that the district continued to have three
main goals covering the eight state priorities, with two to three subgoals under each main goal.
This was done to make the LCAP more understandable and measureable.

Financial Management

The financial management section of this comprehensive report assessed the district based on
43 FCMAT standards. The district received an average rating of 2.44, a slight increase from the
score of 2.16 achieved in the prior review period. Seven standards received a zero score - not
implemented; 34 standards received scores between one and seven - partially implemented; and
two standards received scores between eight and 10 - fully implemented.

The district continues to have turnover in key leadership positions. During this review period,
the director of fiscal services resigned in October 2016 and the position was vacant until

March 2017. Therefore, some of the planned changes from the prior review period were not
implemented. Several business office positions were vacant at the time of FCMAT’s fieldwork
including a new position, director of compliance and internal controls, which was added during
this review period. FCMAT continues to recommend that business office staffing be reviewed
to ensure staff have the necessary skills, are properly trained and held accountable to perform
essential functions. Critical functions that include budget development and monitoring are not
occurring or are being performed by consultants rather than business office staff. The district
should refrain from using consultants to develop the budget and interim reports, but rather use
them for mentoring and training business office staff to perform these functions. The CBO
should also be a member of all the district’s collective bargaining teams and attend all collective
bargaining sessions.

Business office and school site/department administration and support staff need initial or
additional training in numerous areas such as the PeopleSoft system, personnel requisitions,
account codes, budget monitoring, student attendance, associated student body (ASB), purchasing
and position control, as applicable to their job duties. School site and department staff should
receive routine guidance and training in pertinent content areas related to business activities. The
business office should also conduct annual meetings before the start of each school year to update
and/or correct practices and provide information on any new or revised processes and procedures.
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Budget, Accounting and Multiyear Financial Projections

The district adopted its 2016-17 annual budget within the statutory timelines and conducted
public hearings for its 2016-17 Local Control and Accountability Plan (LCAP) and proposed
budget on June 27, 2016. The public hearings were followed by adoption in the appropriate
order on June 29, 2016. The district also filed its 2016-17 first and second interim budget reports
within statutory timelines; both reports were certified as qualified.

The LCAP must be aligned with the budget and multiyear financial projections (MYFPs) and
represent district goals in the eight state priorities. The LCAP lists the district’s goals and
actions to achieve those goals, and should be an integral component of the budget. However, the
adopted budget narrative documents do not include discussion of the LCAP, and the extent of its
inclusion in the 2016-17 budget development process is unclear. Therefore, the district may not
comply with 5 CCR 15496(a), demonstrating that it is making progress towards the minimum
proportionality percentage requirements.

The district did not include a comprehensive, clear list of assumptions in the narratives provided
for the 2016-17 adopted budget, interim reports, and the MYFPs presented at each reporting
period. The narratives should include a thorough, detailed listing of assumptions and integrate
the budget, fiscal recovery plan and the LCAP into the MYFP and demonstrate how the MYFPs
adequately support the district’s goals and needs. Clear documentation that supports budget
increases and reductions should be provided at each reporting period to demonstrate reliability,
transparency and accountability in the budget process.

FCMAT’s review of the 2016-17 adopted budget and first and second interim reports indicate that
necessary adjustments were not made to align revenues with expenditures in federal programs,
special education and other categorical programs. FCMAT found special education resource
accounts to be underbudgeted, misaligned with actual expenditures, and overencumbered with
purchase requisitions for NPS student placements. In addition, several restricted resources had
significant carryover balances, and approximately $2.2 million in Title I funds are in jeopardy

of being returned to the state. The district should ensure that the CBO and staff responsible for
budget development and monitoring know how to prepare, execute and monitor the budget and
how to develop MYFPs. The district should not rely on its MYFP calculations for decision-making
purposes until the budget issues identified in this report are addressed and a full and complete list of
assumptions and supporting documentation is developed and reviewed for reasonableness.

According to the district’s 2016-17 adopted budget and first and second interim reports, the
unrestricted general fund structural imbalance has not been eliminated. The district will need to
continue efforts to achieve and maintain a balanced budget and eliminate the projected structural
deficits in its unrestricted general fund. Additional budget reductions may be necessary to
maintain fiscal solvency.

Individual meetings with site administrators and department managers regarding 2017-18 budget
development had not yet begun at the time of FCMAT’s fieldwork. These meetings should be
required as part of the budget development process and interim financial reporting periods. The
CBO/business office should also conduct routine meetings, for example quarterly, with each
principal and division/department leader to discuss their budgets and other fiscal and operational
matters.

During this review period, several vacant positions that should have been closed continued to
exist in the position control system. According to interviews with members of the Business
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Services and Human Resources departments, position control has not been properly maintained
and no process, criteria or source documentation are used to terminate positions on an ongoing
basis. It is, therefore, unreliable. The district should provide adequate review procedures to
ensure that closed positions are removed from the position control system immediately. Position
control should be regularly updated for all personnel changes throughout the fiscal year and
reviewed by management for accuracy. Defined roles between the Human Resources and
Business Services departments should be established and implemented to ensure separation of
duties and continual maintenance of changes in personnel and positions.

The district continues to experience insufficient segregation of duties and lack of internal
controls in several operational areas including purchasing, bidding, asset tagging and salvage
procedures. The district should centralize these functions, ensure that procedures are standardized
and hold employees accountable for following established procedures.

The Business Services Department needs personnel with the technical expertise to provide
essential high-level fiscal analyses in areas that include position control, payroll, procurement,
budget development, MYFPs, and cash flow. In addition, the department should continually
update fiscal processes and procedures and provide accurate information to the state
administrator, advisory board, and site and department staft during the recovery process.

Internal Control Environment/Independent Audit

The district has historically had a significant number of audit findings, many of which refer

to opportunities for fraud, material weaknesses and significant internal control deficiencies.
Some of the findings were repeated in numerous years, which indicates that either the district
did not address them or efforts to do so were unsuccessful. The district should ensure that all
audit findings are reviewed and recommendations are implemented timely. The consistency in
the large number of audit findings may also be because of the late completion and filing of the
audit report. At the time of FCMAT’s fieldwork, the 2014-15 and 2015-16 audits were not yet
completed and issued. The district should work with its independent auditors to ensure that their
work can be completed in time to comply with Education Code requirements.

The development and implementation of a system of internal control that includes the
development of operational procedures, proper segregation of duties and other control activities
designed to safeguard district assets and to detect and deter fraud is essential. The need for
formalized, comprehensive operational policies and procedures continues; these are essential
to establish protocols for the completion, review and oversight of routine business office
functions. When properly designed, implemented and followed, written procedures improve
the effectiveness of the internal control structure and offer reasonable assurance that the risk

of fraud, misappropriation of funds or other illegal acts is reduced and that occurrences will

be detected in a timely manner. At least annually, all departments should review and update
procedures manuals. Each school site and department should be provided with the most current
version of each manual, or they should be made available electronically.

The district has engaged an external consultant to assist with the assessment of duties in the
business office and the development, documentation and training of processes and procedures for
routine business office activities. The district expects consideration of the internal control system
as part of these services. While processes and procedures for routine business activities are the
foundation of strong internal control, implementation, routine monitoring and enforcement are
essential to their effectiveness. During this review period, the district authorized a new director,
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compliance and internal controls position for this purpose; the position had not yet been filled at
the time of FCMAT’s fieldwork.

The district conducted several meetings and trainings within each administrative division, some
included school site administrators and office personnel but most were focused on the district
business office and Information Technology (IT) Department personnel responsible for student
data and CALPADS. The district also conducted an annual administrator and office manager
training that included an overview of procedures for select core operational functions.

Student Attendance/Associated Student Body

Student Attendance — The district has historically experienced difficulty in properly collecting,
recording, maintaining and reporting enrollment and attendance in a consistent manner
districtwide. This has resulted in repeated audit findings and numerous errors and anomalies in
CALPADS and state attendance reporting submissions. The district has established a team, under
the leadership of the chief academic officer, which is responsible for implementing strategies
that ensure student data is appropriately reconciled and reported through CALPADS. However,
responsibility for different segments relative to student enrollment and attendance is assigned

to multiple individuals. No single leader is knowledgeable of and/or experienced in all aspects
of student enrollment and attendance requirements or ensures the reconciliation between all
segments from the point of student enrollment, through routine daily attendance for all programs,
and final CALPADS and state attendance reporting.

The district continues to struggle with routine reconciliations of data entered into and managed
in multiple systems that are not integrated with the Aeries student information system (SIS),
including child nutrition software, Special Education Information System (SEIS), and systems
used to retain teacher data. Managing enrollment and attendance data for students receiving
instruction through the home hospital program and for those attending nonpublic schools also
continues to be a challenge for district staff. Because the information in the SIS drives the data
submitted through the CALPADS reporting process, state funding determined by the LCFF and
student testing, it is imperative that accurate student data exist in the SIS and that the information
is routinely reconciled with CALPADS and other ancillary systems. Additionally, it is essential to
ensure that all required supporting documents agree with reports submitted to the state, and that
the documents are retained in a centralized location for audit.

Routine mandatory training for all staff responsible for recording and monitoring student
enrollment and attendance should be conducted before the start of each school year and should
address attendance accounting procedures, compliance requirements and internal controls.
Trainings should be tailored to the roles and responsibilities assigned to staff and serve as a
refresher on standardized procedures, an overview of changes to existing procedures and an
introduction to new procedures and/or changes in law and regulations.

Associated Student Body —The district continues to lack board policies, administrative
regulations and standardized procedures on how student body organizations are to be established,
operated, audited and managed. The district does not have standardized procedures regarding
how ASBs should invest, spend, and raise funds and ensure adequate internal controls. Some
school sites are using FCMAT’s Associated Student Body Accounting Manual, Fraud Prevention
Guide and Desk Reference; however, not all sites with ASBs are aware of the manual. School
sites continue to use various software programs to track ASB financial transactions, and the
district does not provide oversight of school site ASB activities, including collection and
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monitoring of financial information. The lack of internal control and oversight by the district
office could lead to misappropriation of ASB funds.

Other Related Areas

Management Information Systems — The district lacks a technology committee, which results

in poor communications between the I'T Department, sites, and other departments. The lack

of communication increases the risk of failure in implementing and supporting information
systems. A district technology committee should be formed to address the use of technology
throughout the district and should be chaired by the executive director of IT and include qualified
representatives from each division/department and the school sites.

During this review period, the district hired a database administrator to provide data integration
support and primary support for CALPADS processing and reporting. However, many tasks
that should be automated are still completed manually, including integrating systems to update
and transfer human resource information from the Human Resource System (HRS) to Aeries
for CALPADS reporting. This lack of automation increases the risk of errors and inaccurate
CALPADS reporting. The database administrator has made some progress in beginning to link
data between HRS and Aeries, and the efforts to automate data submission should continue.
There is still no formal documentation for the processing of CALPADS data specific to district
operations, but work has reportedly begun on a framework for this documentation. The work
to build the documentation should continue, and a district staff member should be cross-trained
with the database administrator using this documentation as a training tool.

Newly created hardware standards now exist for different types of equipment to be used by
administrators, teachers and students, but standards have not been published for network
equipment, servers, copiers, printers or fax machines. The district also lacks a formalized board/
state administrator-approved life-cycle replacement plan for critical network infrastructure
equipment. This lack of planning will create unplanned expenses and outages when systems
cease to function. The district should create a formalized life-cycle replacement plan for all of its
technology equipment.

Maintenance and Operations — The district previously contracted with a vendor to perform a
physical inventory of items with an original cost of $500 or more, and a fixed asset report dated
June 30, 2015 was completed. Staff interviews indicated that all fixed assets are not routinely
tagged and that some items are missing from the inventory. Additionally, it is unclear which
employee or division was responsible for maintenance of the records since the physical inventory
was conducted, and updates for new acquisitions and disposals have not been entered to maintain
the initial 2015 database. The district should establish procedures that require all equipment

and other fixed assets valued at $500 or more to be properly tagged for inventory purposes, and
information on all fixed assets should be entered in the online inventory system. Staft should
immediately receive training on inventory procedures and how to use the online system. The
district should consider completing an annual inventory until roles and responsibilities are
assigned and inventory procedures are properly implemented.

The Purchasing Department has created salvage forms for the collection and disposal of
equipment and instructional materials. However, the forms are not consistently used or fully
completed. Additionally, the information is not used as documentation to support the items sold
or to update the fixed asset inventory. Surplus property continues to be a problem for the district;
for example, 13 vehicles and one forklift were declared surplus at the November 9, 2016 board
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meeting, but how these items were disposed of is unknown because no checks were deposited
for surplus sales and no trade-ins were listed on quotes for the purchase of new vehicles. All
district personnel do not understand board policies and procedures, the California Education
Code and best practices on the chain of custody regarding salvage. Policy and procedures should
be updated, developed and implemented to ensure proper processes are followed. The processing
and disposal of surplus assets and instructional materials should be centralized to eliminate the
opportunity for loss or theft, and all vehicle pink slips should be secured at the district office.

Food Service — The 2015-16 unaudited actuals show that the cafeteria ending fund balance has
increased to approximately $1.5 million, and the fund did not require a general fund contribution.
The cafeteria fund has significantly increased since 2013-14, and interviews indicated that cash
flow to meet current obligations has also improved. However, there is no evidence that 2013-14
audit adjustments have been booked, and the 2015-16 accounts payable and accounts receivable
balances had not been cleared at the time of FCMAT’s fieldwork. These items should be
reviewed and posted and/or cleared timely each year.

The district’s 2012-13 and 2013-14 audit reports issued qualified opinions related to
noncompliance with the National School Lunch Program. The 2013-14 audit findings include
material weaknesses related to food service fiscal controls, similar to prior year findings.
Interviews indicated that corrective action items had been partially implemented. Special
Education — The district continues to experience significant increased costs in its special
education program. In a March 30, 2017 letter, LACOE expressed concern about the projected
cost of $26 million, and a projected contribution of $19.5 million (nearly 23.4%) of the total
unrestricted general fund budget, for the district’s 2016-17 special education program. FCMAT’s
review of the 2016-17 budget and district financial system reports indicate that the special
education expenditure budget may be understated and insufficient to cover current year costs.
The budget should be reviewed and any necessary adjustments should be made immediately.
The special education budget should be routinely reviewed and updated after the completion of
unaudited actuals and throughout the year at each reporting period.

The Southwest SELPA took action to remove LACOE as the administrative unit (AU) of the
SELPA and to transfer these responsibilities to the Lawndale Elementary School District,
effective for the 2016-17 school year. Speech and language and adaptive physical education
program services were transferred from LACOE to individual districts on August 1, 2016;
however, the district continues to rely on LACOE to provide speech and language services.
This program transfer with the current lack of trained district staff and uncertainty as to staffing
options is a fiscal risk to the district. The district has offered to support other SELPA member
districts by providing special education transportation; the district should compile and analyze
the necessary data and identify the cost of required infrastructure prior to expanding its program
to ensure that it will reduce costs and/or generate income.

The district does not properly track its costs and submit the necessary documents to maximize
reimbursement for extraordinary cost pool students and mental health services. Clear
communication between the Special Education and Business Services departments regarding

the criteria for qualifying students, roles, relationships and responsibilities should be established
so that the district uses all opportunities to generate income and maximize SELPA funding.

NPS and county office placements should be routinely reviewed throughout the year for cost
containment. Special education transportation services and expenditures should also be reviewed
with the Transportation Department for cost containment.
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The state administrator and director of special education attend SELPA meetings, but the district
business office staff who are responsible for the special education budgets do not attend the
fiscal directors’ meetings. District representation in these discussions is critical. The business
office should also work with the Special Education Department to review SELPA funding and
expenditure projections for accuracy and ensure that all funding sources and expenditures are
properly reported, budgeted and/or received, and the business office should follow-up on any
discrepancies.

Transportation — The Annual Report of Pupil Transportation (TRAN) previously filed with the
state is no longer required as of the 2013-14 fiscal year. In the absence of the report, applicable
district divisions should mutually determine the management data and information necessary to
properly manage transportation expenses. Review of the district’s 2016-17 budget and financial
system reports indicates that all LACOE transportation expenses are charged directly to a special
education object code where there is no budget. To track and control costs, expenses need to be
budgeted and charged to the proper accounts throughout the year to provide opportunities for
variance analysis. In addition, Transportation Department managers should have access to the
budget and routinely monitor it.

In an effort to contain its transportation costs, the district should evaluate the costs of
transportation provided by the county office, NPS and transportation service companies to
determine whether it can transport these students more cost effectively. The district should ensure
that invoices from these providers are reviewed, reconciled with student data and approved prior
to payment. Detailed information should also be obtained from fuel vendors and be regularly
reviewed and analyzed, any anomalies should be investigated.

Risk Management — In December 2016 the district hired a director of benefits/risk management
who has implemented online interactive workers’ compensation forms for reporting claim
incidents. The district’s last actuarial study of its workers’ compensation program was dated
October 20, 2015, and some of the information in the actuarial report differs from a claims
report provided by Keenan; the district should reconcile the variances between these reports. On
February 8, 2017 the district approved a consultant services agreement for an updated workers’
compensation actuarial report.

GASB 45 regarding other post-employment benefits (OPEB) provides that employers with more
than 200 employees are to update their actuarial reports every two years. The district’s most
recent actuarial report regarding its OPEB obligations is dated September 12, 2012 and is no
longer accurate within the parameters established by GASB 45. The district should ensure that

a current actuarial report is prepared immediately and should procure future actuarial services
timely to avoid audit findings and comply with generally accepted accounting principles.

Facilities Management

Inglewood Unified serves approximately 9,700 students at 18 schools in the city of Inglewood

and unincorporated area of Ladera Heights. The district was unified in the early 1950s, and many
school facilities were originally constructed more than 50 years ago. The district’s schools include
one preschool child development center, three TK-5 schools, seven TK-6 schools, one TK-8 school,
one middle (6-8) school, one middle (7-8) school, three high schools, one district-operated charter
school (TK-8), one career technical education/adult education/alternative education school. Eight
direct-funded charter schools operate in the district. In 1998, the district passed Measure K, provid-
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ing $131 million in general obligation bond funds. This bond, combined with state facility funds,
provided more than $200 million for facility improvements. In addition, Measure GG was passed in
November 2012, resulting in an additional $90 million in general obligation bonds. To date, mini-
mal expenditures have been made from Measure GG. In accordance with Education Code Sections
15278-15282, the requirement to form a citizens’ oversight committee has been met to oversee the
expenditure of Measure GG bond funds. The FCMAT facilities team visited 12 district sites during
fieldwork in May 2017. Interviews were conducted with selected district and site staff, including
administration, maintenance, operations, and custodial personnel. In addition, the team requested
and reviewed numerous sources of documentation to verify and support the facility standards.

School Safety

The district has improved over the last year in consistency and implementation of its safety
programs and safety compliance. A draft of the district’s new comprehensive school safety plan was
prepared and supplied to sites in accordance with SB 187 and SB 334. The California Education
Code (Sections 32280-32289) outlines the requirements of all schools operating any kindergarten
and any grades one to 12, inclusive, in writing and developing a school safety plan relevant to the
needs and resources of that particular school. District Board Policy 0450 requires the school site
council at each school site to develop a comprehensive school safety plan relevant to the needs

and resources of that particular school. School site administrators indicated to FCMAT that the
district had supplied a plan template and all site plans were developed, approved, and implemented.
FCMAT’s review validated that specific site plans were consistent, approved, and complete.

While the district provided evidence that custodians have been trained regarding safety data sheets
(SDS), very few of the custodians interviewed by FCMAT indicated they had a working knowledge
or received any information on the use of the SDS binders or had specifically been trained to find
the type of chemical used and read the sheets for reference to safety and medical information.
Although evidence of training indicates to the contrary, only two principals were familiar with the
district’s Injury and Illness Prevention Program (IIPP), and the IIPP, though updated in February
2017, remains in an unexecuted document that had not been posted to the district’s website.

FCMAT discovered many safety and sanitation violations at the sites visited, although there was
apparent progress from previous years. Some restrooms were in better condition, even though
there was still evidence of missing supplies and infrequent inspection. Additionally, FCMAT
discovered utility access hatches askew, utility areas unsecure, electrical circuit breaker panels
and fire alarm pull stations blocked, and trash left in various locations throughout the campuses.
None of the fire extinguishers inspected by FCMAT had received monthly visual inspections.

Facility Planning

The district has been inconsistent in carrying out construction and projects. The district had
identified five priority sites where work would be performed using a combination of Measure GG
and Los Angeles World Airports (LAWA) funds. Of the five priority sites, only Payne Elementary
is still scheduled to receive work.

The district’s facilities capacity is roughly twice the amount needed to house its total student
enrollment. Most of this excess capacity is old and in disrepair. As a result, the district is
confronted with maintaining these facilities on a maintenance budget that would be considered
marginally adequate for a district half its size.
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The district has a long-term facility plan created in October 2012. The district developed and the
state administrator approved the districtwide facilities implementation master plan at the November
18, 2015 regular board meeting. However, turnover in leadership has resulted in project delays.
There are continuing proposals for facilities being explored, including school consolidation.

The district has applied for $118 million available from LAWA for sound mitigation
modernization at most school sites; however, at the time of the FCMAT review, the district had
only been approved for $44 million. The LAWA has notified the district that the funds must be
expended by 2020. However, the district is unclear whether the funds must be encumbered or
fully expended by the 2020 deadline.

Facilities Improvement and Modernization

The district does not have personnel who are trained or knowledgeable in facility modernizations
and the requirements of the California Department of Education (CDE), Office of Public

School Construction (OPSC), Division of the State Architect (DSA), or LAWA. The new

interim chief facilities and operations officer, who is an independent consultant, has extensive
knowledge of the DSA and OPSC; however, reliance on an independent contractor does not build
organizational capacity.

Site visits indicate a significant degradation of capital facilities. The district’s Maintenance
Department is taking steps to implement preventive maintenance measures, but because of
staffing constraints, it continues to operate in a reactionary mode. As a result, maintenance staff
have difficulty keeping up with building decay.

Facilities Maintenance

The district’s 2016-17 Maintenance Department budget is $4,670,157, which meets the account
requirement under EC 17070.75 and 17070.766.

The district has made progress in some areas of facility maintenance, but sites visited by FCMAT
reflected no shortage of facility needs. Many sites have neglected repairs or replacement of
major building components such as electrical panels, roofing, and exterior finishes. A review

of expenditures indicates the district is exhausting all of the RRMA funds, but some purchases
do not align with the intent of the code. This misalignment of funds continues to exacerbate the
degraded conditions throughout the district.

The district has completed a comprehensive energy analysis and entered into an agreement with
Alliance Building Solutions, Inc. to provide the work and services necessary to install interior
and exterior LED lighting, energy-efficient HVAC upgrades, and building automation and
controls. The work was funded through an “Energy Conservation Equipment Lease-Purchase
Agreement” with Holman Capital Corporation. The funding is a combination of Prop 39,
Measure GG, and private funds. The total project cost is $21,516,767.

The district has completed the implementation of the new work order system, SchoolDude.
Training has been provided to maintenance staff and site administrators. While the system is
operational, the district should continue to increase the functionality of the system to ensure
accurate information and status updates are available to site personnel.
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The district has made advancement in employee evaluations and training. A custodial handbook
has been developed and implemented, and all of the custodial staff has been trained to its content
and the expectations of the department. Custodians have also been provided new equipment

such as auto-scrubbers, wax applicators, and portable hand tools. An eight-hour in-service was
provided to train staff in the use of the new equipment. Additionally, routine safety trainings have
been conducted with all maintenance, grounds, and custodial staff attending. All staff members
in the Maintenance, Grounds, and Custodial Department received a performance evaluation for
fiscal year 2016-17.

The district has completed an inventory of district equipment, vehicles, and buildings. While this
is a significant task, the district should use this information to develop a replacement schedule
for vehicles and equipment. Additionally, the district should expand the inventory list to include
building square footage and site acreage to help determine accurate staffing levels to ensure
efficient and timely responses to maintenance and repair needs districtwide.
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1.1

Communications

Professional Standard

The LEA has developed a comprehensive plan for internal and external communications,
including media relations.

Findings

1.

Board Policy (BP 1100—Communication with the Public), updated August 2014, directs
the superintendent or his designee to develop a communications plan for the district. (There
is also a board policy regarding media relations—BP 1112.)

Since the last review, the district hired a new executive director, school and community
relations who undertook the creation of a revised Communications Plan dated February 8,
2017. The plan has not been officially adopted and is still in draft form; however, district
staff presented the plan to the advisory board on February 8, 2017 and anticipate adoption at
an upcoming regularly scheduled board meeting. As a supplement to the Communications
Plan, an implementation plan has also been developed that provides specific actions and
tasks, identifies the parties responsible for completion of the actions/tasks, notes the
timing for their completion, and establishes measurable outcomes for each one.

The introduction to the plan states that the goal of the plan is to “improve the
effectiveness and management of public relations, marketing, branding, and
communication throughout Inglewood Unified School District,” with the central objective
being the improvement of internal and external communication systems. The five key
strategies developed appear to support the goal and central objective. However, while
community meetings and input sessions were held prior to and during development of the
plan, several of the interviewees felt that insufficient outreach was conducted, particularly
to parents.

While continued efforts to engage internal and external stakeholders is necessary, the
district continues to actively reach out to the community as evidenced by the updating of its
website, increased messaging, various community events attended by district administration
and advisory board members, and the printing and distribution of the district’s “School
News” publication, which is being more widely distributed. The district continues to work
with the local news media and utilize its website to inform the community of positive
activities in the district in an effort to share district, school, and student accomplishments.
In addition, the district holds community events and fosters partnerships with local
organizations, businesses, and the city. District staff is making a concerted effort to go door
to door and make personal contacts with the community, especially those immediately
adjacent to existing school sites.

Community Relations and Governance

37



38

Recommendations for Recovery

I.

The executive director, school and community relations should ensure that parent input
has been received, and that there is broad acceptance from those affected on the
Communications Plan. In addition, all district staff should be made aware of the plan’s
development and their role in its implementation. As necessary, and in accordance with
the implementation plan, staff assigned to implement the Communications Plan should
receive appropriate training before plan implementation.

The district should maintain a feedback log, keep a record of its communication efforts,
and/or implement quarterly assessment surveys to gauge the progress and effectiveness
of its communication efforts in reaching those affected and their reactions. In addition,
while the implementation plan includes measurable outcomes, metrics and/or a tracking
mechanism should be developed to track the outcomes. For example, one measurable
outcome states “IUSD is represented at community events handing out information on
school/district.” The district should develop a list of existing events and strive to increase
that number, perhaps for example, by setting a goal of an increase of 10 each year.

District leadership should consider periodically creating videos, or the state administrator
and administrative staff should have website discussions to update those affected and the
community on the district and its accomplishments/obstacles.

The state administrator should consider using a local community cable channel so that
members of the public can more easily access district information and/or meetings.

The state administrator should continue to use school site principals and department
heads as the messengers to their respective staffs and communities. The district should
continue to provide cogent and timely talking points.

Standard Partially Implemented

July 2013 Rating: 1

July 2014 Rating: 1

July 2015 Rating: 2

July 2016 Rating: 2

July 2017 Rating: 4
01 2 3 45 6 7 8 910

Implementation Scale: —FO-O—t+@—+H—+H—+H—+—1+—
Not <« > Fully
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1.2

Communications

Professional Standard

Information is communicated to the staff at all levels in an effective and timely manner.
Two-way communication between staff and administration regarding the local educational
agency’s (LEA) operations is encouraged.

Findings

1.

The opportunity for two-way communication between the staff and administration has
improved, although there is an inconsistent relay of information from the site principals
to school site staff and parents. Staff located at the district central office expressed
their overall satisfaction with the communication between staff, district leadership,
and the state administrator. Staff were complimentary of the progress made and the
efforts implemented by the state administrator, the general tone of communications,
and the improved atmosphere in the district. Administration also discussed their
ongoing efforts to ensure all staff have and access district email in order to receive
timely communications. However, communications do not always reach all levels

of the organization as some school site personnel interviewed continued to state that
communication is insufficient, inconsistent, and only partially effective.

The state administrator continues to hold meetings with site principals to provide
information and has also scheduled multiple, ongoing school site visits with all school
sites. The principals believe significant progress has been made under the new leadership
and generally feel supported. They now feel fully invested and that they are part of

the district and not simply working for the district. In fact, several cited how the state
administrator’s leadership has positively affected how they lead at their school sites (e.g.,
holding staft accountable for attendance at staff meetings). In addition, the administration
provides PowerPoint presentations and talking points, when appropriate, for principals to
share with school site staff to ensure a consistent and common message is being shared
throughout the district. However, site administration still see areas where improvement
and better coordination is needed between the administration and the school sites. For
example, while communication between the school sites and individual departments (e.g.,
Human Resources and the state administrator’s office) has vastly improved over this
review period, some site administration continues to struggle to get information and/or
support from other departments that do not yet appear to be as well organized.

While the administration has worked to increase communication and provide a clear and
consistent message to schools sites, including providing presentations and talking points
when appropriate, there is still inconsistency in terms of information dissemination at
the school site level. The same best practices (e.g., communications from school sites

to parents and organization of school site councils) are not being instituted at all school
sites, and interviews with staff and parents found that some sites still communicate with,
involve, and disseminate information to parents and staff more effectively than others.
Additional effort is needed in this area to increase consistency across the district.
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4. Turnover continued at the senior cabinet and administrative level as well as vacancies,

which affects day-to-day operations and implementation of systems. For example, the
Communications Plan that was in draft form during the last review was completely
redrafted with the hiring of the new executive director, school and community relations. In
addition, the vacancies in key administrative positions require senior cabinet members to
complete more routine job duties that would be completed by administrative staff, and limit
their ability to provide necessary department oversight. FCMAT recognizes, however, that
district staff is working diligently to fill these vacancies and a clear organizational structure
has been developed, with revised organizational charts approved on February 8, 2017. The
senior cabinet meets regularly with the state administrator, and agendas are established

in advance with input from all cabinet members. Each cabinet member also holds regular
meetings with his or her respective staff to further improve communications.

The state administrator, senior cabinet, and advisory board member visits to school sites
have increased trust in the district administration, although not all site personnel are
aware of the visits. During the interviews, several site personnel stated that no one from
the district administration has visited their school site. However, the state administrator’s
efforts to personally and regularly communicate with all staff, his participation at
professional development days, as well as the message delivered at districtwide addresses
are appreciated by many of those interviewed because it demonstrates that he was willing
to engage with all levels of the organization and share his vision for the district.

The district has developed an online administrative handbook for each division. The
handbook includes a directory of personnel for each division, common forms and
applications, manuals, and other organizational and departmental information. Several
interviewees referenced the handbook, indicated that it is easy to access, and stated that
its creation has made completing tasks and gathering information in their and other
departments easier. They said they greatly appreciate the handbook’s creation. The
administration regularly updates the handbook with new and updated information.

Recommendations for Recovery

1.

The state administrator should continue to develop a functioning and effective
organizational structure and hold regular meetings with senior cabinet and principals.
This provides a governance structure appropriate to the district’s size and more effective
and efficient operations, as well as enforcing the state administrator’s commitment to
open and effective communication with the public and internal personnel.

The recently approved organizational charts should be uploaded to the district website
and included in the administrative handbook to provide a clear chain of command for
staff and site administrators.

The district should continue to pursue multiple avenues of communication for
dissemination of information and input gathering to meet the district’s varying needs.
Opportunities for providing input and receiving communications should be readily
available, easily accessible, and clearly established so that all staff can participate. It is
important that district administration ensure that all staft stay informed and are included
and provided with multiple opportunities for engagement.

Community Relations and Governance



4. The district should establish protocols for distributing internal communications to
staff and site administrators in a timely manner so that all have the opportunity to
respond or address any concerns. Before information is distributed to the public, the
state administrator should provide the information to staff, and a strategy should be
implemented districtwide to respond to questions, concerns, or comments received.

5. The state administrator and district central administration should continue to coordinate
with school site administrators and department heads to participate in staff meetings. This
would provide all staff members with access to district decision makers and create a more
collaborative and inclusive decision-making process.

Standard Partially Implemented

July 2013 Rating: 1

July 2014 Rating: 0

July 2015 Rating: 3

July 2016 Rating: 4

July 2017 Rating: 6
0 1 2 3 4 5 6 7 8 910

Implementation Scale: O-O——0-O0—+—@—+——+——
Not < > Fully
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14 Communications

Professional Standard

Individuals not authorized to speak on behalf of the LEA refrain from making public comments
on board decisions and the LEA’s programs.

Finding

1. Since last year’s review, a new executive director, school and community relations
has joined the district and is the official spokesperson. Per district staff, all external
communications to and from the public go through this office. The former public
relations officer is still with the district and reports to the executive director; however,
the organizational chart approved on February 8, 2017 lists the public relations officer
position as “administrative secretary/public information.”

Recommendation for Recovery

1. While there was no evidence during this review period that advisory board members or
others are speaking on behalf of the district, clear procedures should still be developed
to ensure any initiatives or discussions regarding district matters are first and promptly
discussed with the state administrator, so that he is informed and aware of matters that
may affect the district.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 2
July 2017 Rating: 5

Implementation Scale: O—-O-O |
Not < »Fully
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2.3 Parent/Community Relations

Professional Standard

The LEA has developed and annually disseminates uniform complaint procedures. (Title 5,
Section 4621, 4622)

Findings

1. Assembly Bill (AB) 1575 was signed into law on September 29, 2012 and mandates
the use of uniform complaint procedures for resolving complaints of alleged violations
of law, which prohibit pupil fees, deposits, or other charges for student participation
in educational activities. Updated policies and regulations also require the use of these
procedures to address complaints of discrimination, harassment, intimidation, and
bullying, as required by the California Department of Education (CDE).

2. The district’s board policies are available on its website, and board policy (BP 1312.3
Community Relations — Uniform Complaint Procedures) was revised on February 5,
2015 to comply with the new requirements outlined in AB 1575, and updated again on
April 25, 2016.

3. The district’s website has links to uniform complaint procedure brochures and forms
both in English and Spanish, as well as to the CDE for further information. However,
the corrections noted in last year’s review have still not been addressed. The brochures
were updated when the district’s board policy was originally approved in February 2015,
and both versions continue to have revision dates of March 2015 and contain dated
information. The English-language parent complaint form continues to show a revision date
of February 2015, and the Spanish-language version was last revised in February 2014.
The Complaints Concerning District Employees, Form C; Williams Complaints Form,
Form D; and Complaint Questionnaire, Form E, remain undated. In addition, the Spanish-
translated sections of the website still do not include links to the forms or references so
that Spanish speakers know the forms can be accessed with the English versions.

4. The district provided copies of its annual notification to employees and parents for
2016-17 as well as samples of the acknowledgement receipt for both groups. For the
parents, district staff stated that the notice, Williams Complaint forms, and a brochure on
the uniform complaint procedure process is provided at the beginning of the school year
at the same time parents are provided with student-parent handbooks. District staff further
stated that copies of the brochures and forms are also available at each school site’s front
office.

Recommendations for Recovery

1. The district should continue to monitor the uniform complaint procedures to ensure
compliance with any changes in law. In addition, the district should continue to provide
annual notices to all district staff, parents, and advisory board members and make them
available on the website and all district locations.
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2. The CDE has a revised uniform complaint procedures brochure dated April 2016. The
district should replace the existing brochure on its website with the revised version,
and the district staff person assigned to monitor uniform complaint procedures should
regularly check the CDE website for updates.

3. The district staff person assigned to monitor uniform complaint procedures should ensure
that Spanish translations are up to date given the varying dates between Spanish and
English versions of the same document.

4. All forms should have revision dates printed on the documents to ensure the most
up-to-date documents are being utilized.

5. Links to all forms should either be provided in the Spanish-translated sections of the

website or a reference should be provided so that Spanish speakers are aware that the
forms can be accessed on the English portion of the district’s website.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1

July 2015 Rating: 6
July 2016 Rating: 6
July 2017 Rating: 6
01 2 3 45 6 7 8 910
Implementation Scale: —FO—+—O—+—+@—+——1
Not « > Fully
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2.4

Parent/Community Relations

Professional Standard

Parents and community members are encouraged to be involved in school activities and in their
children’s education.

Findings

1.

The district has citizen advisory, school connected organizations, and volunteer policies
(BP 1220—~Citizen Advisory Committees, BP 1230—School-Connected Organizations,
and BP 1240—Volunteer Assistance), which were revised on August 20, 2014. Interviews
with staff and review of provided parent meeting agendas, flyers, calendars, sign-in sheets,
newsletters, and various other district documents demonstrate that the district continues to
have a strong parent center that conducts outreach for parents; provides classes, educational
opportunities, and training; and lends support to the various school site parent groups.
However, a number of parents noted that some services provided by the parent center

(e.g., fingerprinting for parent volunteers) are difficult to access because of the inconsistent
operating hours and the fact that only one person is trained to complete the work. This
makes it difficult for parents to access these services with some having to make multiple
trips to complete tasks.

Interviews with school site principals, district administration, staff, and parents, as well as
documentation provided to FCMAT show that the school sites, parent center, the English
learner advisory committee (ELAC), and the district English learner advisory committee
(DELAC) have made concentrated efforts to encourage parents and community members
to be involved in school activities, personal growth opportunities, and in their children’s
education. Even with these efforts, however, the level of participation among schools

is inconsistent, and relatively few parents are involved districtwide. Nevertheless, most
parents interviewed appreciate the district’s parent center and the offerings it provides.

The district’s website continues to have a parent webpage that provides information about
local community resources, parent workshops, college preparation, enrollment, school
calendars, specialized support services, student activities and organizations, and other
resources. The website also includes a “Parent Connect” link that provides parents with
access to their child’s grades, attendance, and more. While there is no way to know how
many parents access this webpage or the information provided, the district administration
reports that it can track the number of parents who sign in and access “Parent Connect”.

The district has an education foundation (The Inglewood Educational Foundation) that
was established in 1998 as a nonprofit corporation organized under the nonprofit Public
Benefit Corporation Law Section 501(c) (3). The foundation’s primary purpose is to
provide college scholarships to graduating students and supplemental financial support
for a variety of educational programs that directly benefit students and teachers. The
foundation had suspended all fundraising activity because of issues with the Internal
Revenue Service (IRS) and Franchise Tax Board (FTB). At the urging of two of the
advisory board members, the IRS and FTB issues have been resolved and the foundation
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10.

has once again begun to meet, raise funds, and provide awards. As the foundation’s
membership has yet to be fully reconstituted and with the number of members desired
yet to be determined, no officers have been established and one of the advisory board
members is calling and running the meetings.

The district has several schools with Parent Teacher Associations (PTAs). The local PTA
district council provides guidance and assistance to the various school site PTAs, but
there is no active districtwide PTA.

Interviewees indicated that while there are opportunities for parent involvement, actual
participation and involvement may not be at the desired level. As with other aspects of the
district, participation varies from school site to school site. It appears that some schools
have strong, active, well-organized PTAs and school site councils, while others do not or
struggle to get parents involved. Some school sites are still concerned that parent voices are
not heard, and some parents continue to be concerned about the need to be fingerprinted to
volunteer on campus given their legal status, especially with the current political climate.

Parents continue to express dissatisfaction with communication from the district. While
they generally agreed that communication is better under the current state administrator,
they do not believe that the district focuses on them or other parents who are leaving the
district for other educational options. They stated that the district seems unapproachable
and more effort needs to be made by the district to reach out to parents. The local council
of the PTA is set to launch a school climate survey to establish baseline metrics to measure
progress in the future. It appears the PTA is carrying out this effort without district
involvement.

Education Code Section 52060 requires consultation with various groups, including parents,
in adopting an LCAP. The LCAP template states that “[m]eaningful engagement of parents
.. . is critical to the development of the LCAP and the budget process.” The district had yet
to begin the 2017-18 LCAP engagement process at the time interviews were conducted.
However, input sessions and surveys are set to begin per information provided by the district
(e.g., a document showing the dates of input sessions with various stakeholder groups).
Interviewees continue to express concern with a lack of input into the process as well as the
process in general.

Stakeholder engagement, and particularly parental engagement, was also limited for the
2016-17 fiscal year LCAP, with numerous parties noting that the process was perfunctory
at best.

Education Code Section 52065 requires that a district post its LCAP on the district
website. The LCAP, and other LCAP materials (e.g., presentations and handouts), have
been posted on the district’s website for the 2016-17 school year.
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Recommendations for Recovery

1.

The district should survey parents on the opportunities for parent involvement and

the reasons they are not more involved. The results should be provided to school site
administration, and strategies developed to address the concerns, including districtwide
policies, procedures, or best practices to provide more consistency from school site to
school site.

Better data and records should be kept to gauge the level of parent involvement on both
the school site and district levels, and use of the district website. This data should be
used to inform the process and determine which offerings are successful and which need
intervention or reconsideration. The district should coordinate and partner with the PTA
in its efforts to conduct a school climate survey.

Parent center staff should be cross trained so that more than one staff person can assist
parents. In addition, set hours should be established for services, such as fingerprinting,
that are not scheduled and ongoing to provide more stability for parents accessing these
services.

The state administrator should continue to provide support for the creation of school site
and a districtwide PTAs and to the parent center in its outreach and parental education
efforts. The parent center’s scope of involvement should be expanded to include all
parent committees, including the PTA, in an effort to provide a one-stop shop for parents
that will communicate a single and cohesive message and make opportunities available
to all district parents. The parent center should strive to ensure that parental involvement
extends beyond compliance so that high-quality partnerships to improve student
achievement exist throughout the district.

The district should expand its efforts to obtain meaningful parent involvement in the
LCAP process by developing a comprehensive stakeholder engagement process that
can be replicated annually. In addition, stakeholder engagement and development of the
LCAP should begin earlier in the school year.

The district should determine the number of members desired for its educational

foundation, endeavor to fully reconstitute its membership and establish officers to operate
the organization and run its meetings.
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Standard Partially Implemented

July 2013 Rating: 3

July 2014 Rating: 2

July 2015 Rating: 5

July 2016 Rating: 5

July 2017 Rating: 6
01 2 3 45 6 7 8 910

Implementation Scale: —H—-O0-O0—+H0-@—+—+——
Not <« »Fully
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2.8

Parent/Community Relations

Professional Standard

Board members are actively involved in building community relations.

Findings

1.

Based on interviews with staff, teachers, parents, district administration, and advisory
board members, advisory board members are actively involved in building community
relations.

Advisory board members continue to conduct school site visits and offer assistance to
school site administration. The “Community Coffee” events that were started during

the last review period are continuing, with advisory board members taking turns
participating. The advisory board members continue to attend graduation ceremonies and
other community events and actively reach out to the city of Inglewood, the Chamber of
Commerce, the religious community and organizations, private organizations, and others
in an effort to establish relationships outside of the district and bring resources to the
district.

FCMAT observed the district’s March 8, 2017, board meeting and noted that the advisory
board members continue to gather 30 minutes before the start of the meeting to recognize
and honor parents, staff, and students. In addition, the board meeting includes reports
from high school students on events and accomplishments at their school sites.

Recommendations for Recovery

1.

The state administrator should continue to encourage and support the advisory board
members to be actively involved in the community and build positive relationships
with all segments of the community. With operational support provided by the district
as needed, the advisory board members should continue to assist the district with its
outreach efforts. While the advisory board has no authority, members can continue to
assist the district in carrying its educational message to the community and continue to
provide the district with input from the community.

The district should continue to publicize the honorary portion of its board meetings
so that staff members and the community can participate in these contributions and
recognitions.

The state administrator should explore the use of a community cable channel to record

and televise meetings, providing the community with additional information on district
happenings.
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Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 4
July 2017 Rating: 6

o
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3.1

Community Collaboratives, LEA Advisory
Committees, School Site Councils

Legal Standard

Policies exist for the establishment of school site councils. The school site council develops a
single plan for student achievement at each school, applying for categorical programs through
the consolidated application. (E.C. 52852.5 and 64001)

Findings

1.

The district updated AR 0420 and BP 0420 in August 2014. The district’s AR 0420
requires that “[s]chool site councils shall be established when required for participation
in a categorical program” which follows Education Code Section 52852.5. Education
Code Section 64001 requires that a school site council develop the single plan for student
achievement. The council’s responsibilities include developing and approving the plan,
monitoring its implementation, and evaluating the effectiveness of the planned activities
at least annually.

A districtwide training was provided to school site council members on September 28,
2016. Sign-in sheets show that approximately 58 individuals attended. An additional
training was held in February 2017 specific to the single plan for student achievement.

The district has developed a school site council checklist for principals to assist in the
creation and requirements of school site councils. They have also created an “Organizing
the School Site Council” handout that details the legal requirements for school site
councils, guidelines on composition, how members should be selected, etc.

The involvement of parents in school site councils continues to be inconsistent. An
interviewee indicated that while the single plans for student achievement are discussed
at the school site council meetings, and input is solicited and incorporated, the principal
at that school site effectively drives the discussion and what is ultimately included in the
plan, and few parents voiced disagreement or differing opinions.

For 2016-17, FCMAT was provided with electronic copies of the single plans for student
achievement for 17 of the district’s 18 schools, and the plans were approved en masse at
a district board meeting on December 7, 2016. While the district provided site council
agendas, sign-in sheets, and minutes that showed the plans were discussed, FCMAT could
find no evidence of actual approval by the site councils.

Recommendations for Recovery

1.

The district should continue to monitor the board policy on school site councils and
single plans for student achievement to ensure compliance with any changes in law.
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2. The district should continue to provide annual training to the school site councils directly
and to the school site principals so they can adequately train and guide the councils in
developing plans.

3. The district should monitor the formation of school site councils before the end of the
school year to make certain that one exists at each school at the start of the next school

year.

4. The district should ensure that the school site councils are approving the single plans for
student achievement and that the school site council meeting minutes reflect this.

Standard Partially Implemented

July 2013 Rating: 3

July 2014 Rating: 2

July 2015 Rating: 5

July 2016 Rating: 5

July 2017 Rating: 6
01 2 3 45 6 7 8 910

Implementation Scale: ——O-O0—+—-0-@—+—F—+—
Not « > Fully
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3.4

Community Collaboratives, LEA Advisory
Committees, School Site Councils

Professional Standard

The board and superintendent have established broad-based committees and councils to advise
the LEA on critical issues and operations as appropriate. The membership of these committees
and councils reflects the full cultural, ethnic, gender, and socioeconomic diversity of the student
population.

Findings

1.

The district continues to lack broad-based committees or councils to advise or provide it
with input on critical issues and operations. The district still has DELAC/ELAC, school-
based PTAs, and a parent center, but there is still no evidence these councils are used to
advise the district, with the exception of DELAC/ELAC which, in the past, have provided
input during the LCAP process.

Based on the meeting minutes and agendas provided to FCMAT, the Citizens’ Oversight
Committee, assigned to oversee the bond program, has continued to meet. The committee
met in July, September, and October 2015, January, April, August, and October 2016, and
January 2017. The state administrator schedules the committee’s meetings in advance.
The current schedule shows meetings in March, May, and August 2017.

With the exception of the Citizens’ Oversight Committee, FCMAT was informed that
the district does not have any broad-based committees and councils to advise the district
on critical issues and operations. However, at the board meeting on March 8, 2017,
district staff provided a facilities update to the advisory board and discussed the creation
of an advisory committee to provide feedback to the district on facilities and asset
management. In addition, while not an established advisory committee, the district has
held “task force” meetings for the implementation of the Communications Plan.

While rosters and sign-in sheets were provided to the review team for DELAC/ELAC,
school site council, and Citizens’ Oversight Committee meetings, the cultural, ethnic,
gender, and socioeconomic makeup of these committees is still unknown since this
information is not collected.

Recommendations for Recovery

1.

The state administrator should establish broad-based committees and councils to advise
the district on critical issues and operations, regularly meet with these groups, and
consider their input in making decisions. Establishing committees and councils with
knowledge of the district, community, and its culture could provide information that

is critical and useful to the process. In addition to convening new committees and/

or councils, the state administrator should take advantage of the already constituted
DELAC/ELAC and focus their efforts on current district issues.
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2. The committees and councils should include those affected in the district as well as
district administrators and staff and should make a concentrated effort to ensure that
membership reflects the full cultural, ethnic, gender, and socioeconomic diversity of the
student population.

3. Data on the cultural, ethnic, gender, and socioeconomic makeup of these committees

should be collected and tracked to ensure that the committees reflect the diversity of the
student population.

Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 2

July 2016 Rating: 2

July 2017 Rating: 2
01 2 3 45 6 7 8 910

Implementation Scale: O—+—@—+———+—+—+—+—+—
Not « > Fully
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3.6

Community Collaboratives, LEA Advisory
Committees, School Site Councils

Professional Standard

The LEA encourages and provides the necessary training for collaborative and advisory council
members to effectively fulfill their responsibilities and to understand the basic administrative
structure, program processes, and goals of all LEA partners.

Findings

1.

As previously noted, districtwide training was provided to school site council members
on September 28, 2016. Sign-in sheets show that approximately 58 individuals attended
the training. An additional training was held in February 2017 specific to the single

plan for student achievement. However, while meetings are being held and agendas and
meeting minutes developed, the district provided FCMAT with no evidence that training
is provided to districtwide advisory council members, such as DELAC/ELAC, although
a review of an agenda shows they discussed their roles and responsibilities as part of a
regularly scheduled meeting.

The parent center continues to hold workshops to train parent volunteers and workshops
to assist parents on issues such as helping with homework and completing the federal
student aid application, technology, discipline, home ownership, signing up for medical
coverage, money management, health education, and training for grandparents. A
calendar has been established for the year and information is also posted on the website.
The review team was provided with flyers and sign-in sheets for trainings and other
parent events.

Recommendations for Recovery

1.

The district should construct a schedule of annual trainings for all collaborative and
advisory councils such as ELAC, DELAC, district parent advisory committee (DPAC),
district advisory committee (DAC), school site councils, etc., and ensure that the content
helps members fulfill their responsibilities and understand the basic administrative
structure, program processes, and goals, operations, and expectations of the councils. All
school sites should be encouraged to have representatives attend these trainings.

The district should continue to provide support to the parent center so that it can

provide stable leadership to develop and train collaborative council members in their
responsibilities regarding programs and processes.
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Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 4
July 2017 Rating: 4

01234567 8 910
Implementation Scale: O—-O—+——@—+——+——+——
Not « > Fully
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4.5

Policy

Professional Standard

The board supports and follows its own policies once they are adopted.

Findings

1.

As noted during the prior review period, the district has scheduled a mass update of its
policies through Gamut, the California School Boards Association’s (CSBA’s) online
resource for board policies for June 2017. A review of the policies via the Gamut website
found that most were updated in August 2014 with others being updated from April 2003
through February 2015. The district continues to update policies on an as needed basis, as
evidenced by the approval of administrative regulations in both January and March 2017.
However, no annual or systematic review is being conducted.

The advisory board has experienced upheaval since the district entered receivership.
Initially, advisory board members rarely attended board meetings. This changed
significantly with the current state administrator’s arrival. During this review period, 11
regular board meetings and 10 special board meetings were held. Of these 21 meetings,
only six board meetings have been held with less than four members present.

A review of board meeting minutes, interviews of advisory board members, and
observation of the March 8, 2017, board meeting showed that the findings made during
the last review still apply:

« While still in the early stages of learning about the district and the full scope of its
role, the advisory board members participated in board meetings by asking questions
and taking part in discussions on agenda items.

» It appears board members are familiar with the policies, have read them, and follow
them.

* The board has been provided CSBA training on its role in policymaking and how to
function within a policy framework.

» Advisory board members appear to have an understanding of their expected roles
as representatives of the entire district operating within the framework of the
policies and no longer perceive themselves simply as members of the community or
individuals.

Recommendations for Recovery

1.

The state administrator should utilize the periodic updates provided by Gamut to ensure
polices and regulations remain up to date, available, consistent with current law, and
provide the district with direction and guidelines for decisions and behaviors. Input

for policy revisions should be solicited from affected staff and incorporated into the
applicable policies and regulations as appropriate.
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2. A protocol should be developed to inform staff of changes in policies before and after
they are adopted.

3. All advisory board members, staff members and the state administrator should continue
to adhere to and be accountable for board policies and administrative regulations.

4. The state administrator should continue to guide and assist advisory board members with
their understanding of appropriate perspective in their role as members and appropriate
behavior according to policies, ethics, and procedures.

Standard Partially Implemented

July 2013 Rating: 1

July 2014 Rating: 0
July 2015 Rating: 0
July 2016 Rating: 4
July 2017 Rating: 4
01 2 3 45 6 7 8 910
Implementation Scale: O-O—+—+@—+—+—+—+—+
Not < > Fully

Community Relations and Governance



5.1

Board Roles/Boardsmanship

Legal Standard

Each board member meets the eligibility requirements to be a board member. (E.C. 35107)

Findings

1.

Education Code Section 35107 requires board members to meet the following criteria to
be eligible for the position:

» Be 18 years of age or older
e Be a citizen of the state
e Be aresident of the school district

* Be aregistered voter

It is not the state administrator’s responsibility to screen candidates to ensure they meet the
eligibility requirements of running for office or serving as advisory board members. The
state administrator relies on the local government and election board to perform these tasks.

At the time of this review, neither the local government nor the election board provided
verification that the advisory board members met all standards of eligibility, and no
complaints on these issues had been filed with the district. However, the district took

the initiative and obtained statements signed under penalty of perjury from each of its
advisory board members stating that they were citizens of California, residents of the
city of Inglewood, and registered voters. Based on these statements and interviews held,
FCMAT was able to determine that all advisory board members appear to be 18 years of
age or older.

Recommendation for Recovery

1.

The state administrator should work with the local government, election board and/

or internally develop a process for ensuring that all existing and future advisory board
members meet the Education Code requirements to serve as members of the board. If the
internal process of seeking self-certification is continued, the self-certification should be
renewed annually as circumstances may change from year-to-year.
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Standard Partially Implemented

July 2013 Rating: 2

July 2014 Rating: 0

July 2015 Rating: 0

July 2016 Rating: 5

July 2017 Rating: 6
01 2 3 4 5 6 7 8 910

Implementation Scale: O—}+—0O—+—+H-0O0-——+———]
Not < > Fully
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5.2

Board Roles/Boardsmanship

Professional Standard

Board members receive necessary training to better fulfill their roles.

Findings

1.

Board Bylaw 9230, adopted August 14, 2014, reflects the district’s desire to provide
advisory board candidates and new advisory board members with orientation training and
places the responsibility to do so on the superintendent.

All advisory board members have either completed or are in the process of completing the
CSBA Masters in Governance Training, which includes courses in the following subjects:

» Foundations of effective governance/setting direction

* Student learning and achievement/policy and judicial review

* School finance

* Collective bargaining/human resources

« Community relations and advocacy/governance integration

In addition, the district continues to provide training to advisory board members on
other topics pertinent to their roles and responsibilities (e.g., a governance leadership
workshop, online agenda training, etc.). The topics are determined by the advisory board

at a preceding meeting and allow the advisory board members to delve deeper into topics
reviewed during their Masters in Governance training.

A schedule has been developed and posted at https://agendaonline.net/public/Agency.
aspx?PublicAgencylD=222&AgencyTypelD=1for the 2016-17 school year for monthly
special board meetings/board workshops. The meetings/workshops are open to the public,
and attended by advisory board members.

Recommendation for Recovery

1.

The state administrator should continue to provide training opportunities to the advisory
board to ensure they fully understand their roles and responsibilities and stay abreast of
best practices and updates in law. The training should be a full-year/ongoing process.
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Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 5
July 2017 Rating: 6

0123456 7 8 910
Implementation Scale: O-O——+—+-O0-@—+—+——
Not < » Fully
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5.3

Board Roles/Boardsmanship

Professional Standard

The board has established an LEA-wide vision/mission and uses that vision/mission as a framework
for LEA action based on the identified needs of the students, staff, and educational community.

Findings

1.

Board policies were updated in August 2014 to reflect the district’s philosophy, goals, and
objectives (BP 0100—Philosophy of the School District, BP 0200—Goals for the School
District, and BP 0400—Comprehensive Plans). In addition, the district website includes a
purpose, mission, vision, and objectives as follows:

Purpose
The purpose of the Inglewood Unified School District is to develop productive

citizens who are able to live, compete, and excel in a global economy.

Mission

The mission of the Inglewood Unified School District is to ensure that all our
students are taught rigorous standards-based curriculum supported by highly
qualified staff in an exemplary educational system characterized by high-student
achievement, social development, safe schools, and effective partnerships with all
segments of the community.

Vision

The vision of the Inglewood Unified School District is to provide a learning
environment that empowers all students to acquire the academic and social skills
needed to become productive citizens and lifelong learners in a global economy.

Objectives
All students will become proficient in English. All students will score proficient or

above as measured by state assessments. All students will have access to current
technology to increase their academic performance.

One-hundred percent (100%) of our students will graduate. One-hundred percent
(100%) of our students will enter and achieve success in an institution of higher
learning, workplace, and society.

The district’s purpose, mission, vision, and objectives were established before the current
advisory board took office, and the current state administrator arrived. The district is,
however, using the vision/mission as a framework for its actions. Since his arrival, the
state administrator has stressed the use of the vision/mission as guiding principles. The
purpose, mission, vision, and objectives have been printed in a poster-sized format and
are displayed throughout the district’s offices, including in the board room. In addition,
they are posted on the website and have been printed and are referenced in the newly
reinstated “School News” newsletter.
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3. Interviewees at both the administrative offices and the school sites noted that the vision/
mission is disseminated at all levels of the organization, and there is acceptance at all levels.
For example, interviewees reported that every presentation given by the state administrator
starts with the vision/mission and every job interview held discusses the vision/mission and
asks the interviewee to talk about the vision/mission and how the individual will fit into its
framework.

Recommendations for Recovery

1. The state administrator should assign the advisory board to regularly review the district’s
vision and mission and offer suggestions about updating it, as necessary, and use a
process that includes input from staff, parents, students, and community members.

This action would continue to foster a collaborative relationship between the state
administrator and the advisory board as well as further the advisory board’s training.

2. The state administrator should consider developing strategic and tactical plans in
conjunction with the LCAP to guide the district and the work of the staff. The plans
would help galvanize the advisory board and district staff around a common district focus
and direction.

3. The state administrator should consider developing a comprehensive plan involving
advisory board members, students, staff, administrators, and educators to address
the district’s needs now and in the future given the significant changes in student
achievement, enrollment, fiscal soundness, etc. The comprehensive plan should include
steps to communicate and publicize the vision/mission to all those affected in an effort to
make the process open and ensure that everyone is aware of the district’s direction.

4. The state administrator should consider hiring external assistance to facilitate the creation
of the strategic and tactical plans because of the time constraints on district staff. The
investment should yield important long-range strategies and results that can foster
acceptance from the community, staff, and the advisory board members.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 4
July 2017 Rating: 6

01234567 8 910
Implementation Scale: —O—+—+—O0—1—@————+—
Not « > Fully
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5.5

Board Roles/Boardsmanship

Professional Standard

Board members maintain functional working relationships. Individual board members respect the
decisions of the board majority and support the board’s actions in public.

Findings

1.

As noted in earlier standards, all advisory members regularly attend board meetings

with the exception of one because of health issues. While the advisory board makes no
decisions, the state administrator provides members with the opportunity to comment and
ask questions before taking action on agenda items in addition to the time allotted at the
end of each meeting for comments.

Based on FCMAT’s attendance at and observation of the March 8, 2017 regular board
meeting, as well as interviews with the advisory board members and district staff, the
advisory board members continue to maintain functional working relationships with each
other and staff members. The advisory board members respect the decisions made by

the state administrator and can ask questions and voice their concerns in a professional
manner.

Not only are advisory board members maintaining functional relationships, but
interviewees provided examples of numerous instances where advisory board members
are collaborating to bring about change or provide information to the public (e.g., the
implementation of the Community Coffee events and the reinstatement of the Inglewood
Educational Foundation).

Recommendations for Recovery

1.

The state administrator should continue to foster a functional working relationship among
the advisory board members as well as provide guidance and training on appropriate
board etiquette and procedures.

The state administrator should continue to allow the advisory board members to provide
input on board agenda items when each item is heard.
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Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 0

July 2016 Rating: 4

July 2017 Rating: 6
01 2 3 45 6 7 8 910

Implementation Scale: O—+—F+—+—0O—+——+—+——
Not < > Fully
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5.6 Board Roles/Boardsmanship

Professional Standard

The board and administrative team maintain functional working relationships.

Findings

1. The state administrator and administrative team have continued the work begun during
the last review period and are strengthening a functional working relationship with
the advisory board members. Advisory board members interviewed discussed staff’s
willingness to assist and provide information as needed, while administrative staff
interviewed repeatedly noted the improved working relationship with and among the
advisory board members.

2. Asnoted in the previous standards, FCMAT attended a regular board meeting on March
8, 2017, and noted that interactions between the advisory board members, administrative
staff, and the state administrator continued to be respectful and professional and
displayed a functional working relationship.

Recommendations for Recovery

1. The state administrator should continue to foster a functional working relationship
between the advisory board and administrative staff.

2. The state administrator should continue to provide training to the advisory board to help
members understand the appropriate roles in their relationships with each other and their
functional working associations with administrative staff.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 0
July 2016 Rating: 4
July 2017 Rating: 7
01 23 456 7 8 910
Implementation Scale:(ﬁott —+ O+t IJFUHJ
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5.9 Board Roles/Boardsmanship

Professional Standard
Board members respect the confidentiality of information shared by the administration.

Findings

1. During the previous review period, the state administrator provided the opportunity
for the advisory board members to participate in board meetings, but they did not
participate in closed-session matters, and the state administrator did not provide them
with confidential information. During this review period, however, the state administrator
has begun to include the advisory board members in some closed-session matters that are
pertinent to the board.

2. Based on interviews, it appears that advisory board members respect the confidentiality
of information shared by the administration.

Recommendations for Recovery

1. The state administrator should ensure that advisory board members receive significant
training on their roles and responsibilities regarding matters heard in closed session,
such as negotiations and personnel issues, as well as properly handling confidential
information.

2. The state administrator should continue including the advisory board in closed session
and providing members the opportunity to ask questions and comment similar to the open
session. This will provide the advisory board with insight into district operations in order
to build capacity. The state administrator should consider including the advisory board
in closed sessions related to personnel issues and other confidential matters, as further
training is completed.

Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 0

July 2016 Rating: 0

July 2017 Rating: 3
01 2 3 45 6 7 8 910

Implementation Scale: O——}——+—+—+—+—+—+—
Not <« > Fully
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5.10

Board Roles/Boardsmanship

Professional Standard

Board members effectively develop policy and set the direction of the LEA while supporting the
superintendent and administrative staff in their responsibility to implement adopted policies and
administrative regulations.

Findings

1.

The initial, interim and two successor state administrators began updating board policies
according to the CSBA recommended board policy manual. As previously noted, a
review of the district’s board policies confirms that selected board policies have been
updated as needed. Board policies and administrative regulations need to be reviewed and
updated regularly to ensure compliance with current laws and reflect district practices.

According to its website, CSBA releases updates five times per year in July, October,
December, March, and May, with each release including numerous policy revisions. It
does not appear that the district is reviewing and updating its policies in concert with
these policy update releases, but is instead reviewing and updating policies as needed.

Board policies are available to anyone having internet access via a link on the district’s
website; however, no notice, beyond their inclusion on the board agenda, is provided to
staff when policies are proposed to be updated or after they are approved.

No evidence was provided to indicate that advisory board members had a role in
developing policy and setting the direction of the LEA while supporting the state
administrator and administrative staff in their responsibility to implement adopted
policies and administrative regulations. It seems unlikely that they had a role given their
limited responsibilities.

A review of minutes of the January 11, 2017, board meeting, when several board policies
and administrative regulation were approved, shows the advisory board did not interact
on the adoption of these policies. Neither did members have questions on the policy that
was updated on the March 8, 2017 board meeting.

Recommendations for Recovery

1.

The state administrator should proactively involve the advisory board in updating

board policies to reflect current law and district practices. This should include gathering
input from advisory board members and affected parties to establish board policies and
regulations for the district, and advising the state administrator of the need for any changes.

The state administrator should ensure that all relevant updates from CSBA are

disseminated, reviewed, and adopted on a timely basis so they remain current through the
Gamut program.
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3. The state administrator should work closely with staff and administrators to disseminate,
communicate, and implement the board policies throughout the district. Any plan to
update board policies should include steps to communicate the changes throughout all
levels of the organization. An individual should be assigned to coordinate and complete
this work and should be held accountable for doing so.

Standard Not Implemented

July 2013 Rating: 1
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

oS o o O

Implementation Scale: @O

01 2 3 45 6 7 8 910
| | | | | | | |
N N B R B N B
Not < > Fully
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5.11 Board Roles/Boardsmanship

Professional Standard

The board acts for the community and in the interests of all students in the LEA.

Findings

1. FCMAT attended the board’s March 8, 2017, meeting and observed that members are still
being provided the opportunity to remove items from the consent calendar if they have
questions or comments. Then each item that was pulled is discussed and questions answered
by the state administrator and/or appropriate staff, and, if necessary, held over to another
meeting because of additional questions or concerns. Each advisory board member also has
the opportunity to comment on items not on the agenda at the end of the board meeting.

2. Based on attendance at this meeting, a review of prior board meeting minutes, and
interviews with district staff, the advisory board members appear to act for the
community and in the interests of all district students.

3. As previously noted, the advisory board attends community and district events and
initiates gatherings in an effort to stay connected to the community and students.

Recommendations for Recovery

1. The state administrator should continue to encourage and support advisory board
members in their efforts to engage with the community and continue to be open and
available for input on matters of importance to the community and students.

2. The state administrator should continue to provide training to the advisory board on their
roles and responsibilities in advising the state administrator on efforts to provide the best
education possible for all students.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

whn W o O O

Implementation Scale: O
Not « > Fully
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6.6

Board Meetings

Professional Standard

Board members prepare for board meetings by becoming familiar with the agenda and support
materials prior to the meeting.

Findings

1.

The state administrator continues to provide advisory board members with the board
meeting agenda on the Friday before the meeting (e.g., for the March 8, 2017, meeting,
an email was sent to the advisory board on March 3, 2017). The email contains a link to
access the supporting documents online, which assumes that all advisory board members
have internet access and choose to access the information online, and a notice that hard
copies are available at the district office any time after 11 a.m. the following Monday.

Based on FCMAT’s observations, the questions asked by the advisory board members
at the March 8, 2017, board meeting, and interviews with advisory board members, the
advisory board appears to review the documents in advance.

Board Bylaw 9320 specifies that regular meetings are to be held at 5:30 p.m. A review of
board meeting times during this review period shows that regular board meetings have
been consistently held at 5:30 p.m. In addition, future board meeting dates and times have
been scheduled and are listed on the district’s website.

According to interviews with advisory board members and district administration, the
state administrator and cabinet members are available to address advisory board member
questions and concerns prior to board meetings. Also, as previously noted, advisory
board members are provided the opportunity to comment and ask questions at each board
meeting before an item is acted upon by the state administrator. Several advisory board
members reported that the state administrator holds a weekly meeting with each advisory
board member in addition to being available to answer questions as they arise.

Recommendations for Recovery

1.

The state administrator should continue to provide advisory board members with as
much notice of meetings as possible by distributing agendas and supporting materials for
regular board meetings at least 72 hours in advance (Government Code Section 54954.2)
to provide an opportunity to answer questions or make clarifications. Hard copies should
continue to be provided to advisory board members who request them.

The advisory board members should continue to review board packets in advance of each
meeting and endeavor to discuss their questions and concerns with the state administrator
and administrative staff before each meeting.
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3. The state administrator should continue the practice of reducing the number of special
board meetings held, holding board meetings on a consistent day and time, and
announcing proposed board meeting dates in advance. A consistent day and time and a
posted calendar of future meetings provide the public with a greater opportunity to attend
the board meetings and makes for a more open and transparent governance process.

4. The state administrator should continue meeting one-on-one with advisory board
members, or with two board members at a time if time becomes an issue, to help the
advisory board members better understand district operations, decisions, and the district’s
status.

Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 0

July 2016 Rating: 3

July 2017 Rating: 6
01 2 3 4 5 6 7 8 910

Implementation Scale: O—+—+HO0—+—+@—+H—+——
Not < > Fully
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6.9 Board Meetings

Professional Standard

Board meetings focus on matters related to student achievement.

Findings

1. Based on a review of the board meeting agendas and minutes provided to FCMAT, board
meeting agendas continue to focus on transactional administrative matters, with some of
these administrative matters relating to student achievement (e.g., approval of 2016-17
single plans for student achievement, approval of the LCAP, approval of educational field
trips, etc.). In addition, time is allotted at each board meeting for reports from high school
students on events and news at their school sites.

2. FCMAT observed the district’s March 8, 2017, board meeting and noted that the 30
minutes before the start of the meeting were reserved for recognitions honoring parents,
staff, and students.

Recommendation for Recovery

1. Since the district now has a permanent chief academic officer, the state administrator
should consider including a monthly report at a regular board meeting or series of
special meetings on academics. During these meetings, presentations can be made about
the district and individual schools, student achievement and progress, curriculum and
instruction, professional development, data and its uses, and other topics. This would
inform the advisory board, staff, and community about the district’s academic status and
progress as well as the programs offered or considered.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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01 23 456 7 8 910
. | | | | | | |
Implementation Scale:(ﬁ tl O-@—+—1—F+——+— |F
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Community Relations and Governance Standards

PROFESSIONAL STANDARD —
COMMUNICATIONS

1.1 The LEA has developed a comprehensive
plan for internal and external communications,
including media relations.

PROFESSIONAL STANDARD —
COMMUNICATIONS
Information is communicated to the staff at

1.2 all levels in an effective and timely manner.
Two-way communication between staff and
administration regarding the LEA’s operations is
encouraged.

PROFESSIONAL STANDARD -
COMMUNICATIONS

1.4 Individuals not authorized to speak on behalf of
the LEA refrain from making public comments on
board decisions and the LEA’s programs.

LEGAL STANDARD — PARENT/COMMUNITY
RELATIONS

2.3 The LEA has developed and annually
disseminates uniform complaint procedures.
(Title 5, Section 4621, 4622)

LEGAL STANDARD — PARENT/COMMUNITY
RELATIONS

24 Parents and community members are
encouraged to be involved in school activities
and in their children’s education.

PROFESSIONAL STANDARD — PARENT/
COMMUNITY RELATIONS

Board members are actively involved in building
community relations.

2.8

LEGAL STANDARD — COMMUNITY
COLLABORATIVES, LEAADVISORY
COMMITTEES, SCHOOL SITE COUNCILS
Policies exist for the establishment of school

3.1 site councils. The school site council develops
a single plan for student achievement at each
school, applying for categorical programs
through the consolidated application. (EC
52852.5, 64001)

1 2 2 4
0 3 4 6
0 1 2 5
1 6 6 6
2 5 5 6
1 1 4 6
2 & 5 6
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Community Relations and Govermnance Standards

PROFESSIONAL STANDARD — COMMUNITY
COLLABORATIVES, LEAADVISORY
COMMITTEES, SCHOOL SITE COUNCILS
The board and superintendent have established
broad-based committees and councils to advise
34 the LEA on critical issues and operations 0 0 2 2 2
as appropriate. The membership of these
committees and councils reflects the full cultural,
ethnic, gender and socioeconomic diversity of
the student population.

PROFESSIONAL STANDARD — COMMUNITY
COLLABORATIVES, LEAADVISORY
COMMITTEES, SCHOOL SITE COUNCILS
The LEA encourages and provides the
3.6 necessary training for collaborative and advisory 0 1 1 4 4
council members to effectively fulfill their
responsibilities and to understand the basic
administrative structure, program processes and
goals of all LEA partners.

PROFESSIONAL STANDARD - POLICY
4.5 The board supports and follows its own policies 1 0 0 4 4
once they are adopted.

LEGAL STANDARD - BOARD ROLES/
BOARDSMANSHIP
i Each board member meets the eligibility 2 Y Y ° 6

requirements to be a board member. (EC 35107)

PROFESSIONAL STANDARD - BOARD
ROLES/BOARDSMANSHIP

52 . - 0 0 1 5 6
Board members receive necessary training to

better fulfill their roles.

PROFESSIONAL STANDARD — BOARD
ROLES/BOARDSMANSHIP
The board has established an LEA-wide vision/
5.3 mission and uses that vision/mission as a 1 1 1 4 6
framework for LEA action based on the identified
needs of the students, staff, and educational
community.

PROFESSIONAL STANDARD - BOARD
ROLES/BOARDSMANSHIP

Board members maintain functional working
relationships. Individual board members respect
the decisions of the board majority and support
the board’s actions in public.

5.5
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Community Relations and Governance Standards

5.6

59

5.10

511

6.6

6.9

PROFESSIONAL STANDARD — BOARD
ROLES/BOARDSMANSHIP

The board and administrative team maintain
functional working relationships.

PROFESSIONAL STANDARD - BOARD
ROLES/BOARDSMANSHIP

Board members respect the confidentiality of
information shared by the administration.

PROFESSIONAL STANDARD - BOARD
ROLES/BOARDSMANSHIP

Board members effectively develop policy and
set the direction of the LEA while supporting the
superintendent and administrative staff in their
responsibility to implement adopted policies and
administrative regulations.

PROFESSIONAL STANDARD - BOARD
ROLES/BOARDSMANSHIP

The board acts for the community and in the
interests of all students in the LEA.

PROFESSIONAL STANDARD - BOARD
MEETINGS

Board members prepare for board meetings by
becoming familiar with the agenda and support
materials prior to the meeting.

PROFESSIONAL STANDARD — BOARD
MEETINGS

Board meetings focus on matters related to
student achievement.

Collective Average Rating

1.05

0 0 4 7
0 0 0 3
0 0 0 0
0 0 3 5
0 0 3 6
0 0 2 3
45 1.40 3.78 4.85
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1.1

Organization and Planning

Professional Standard

The local educational agency (LEA) has clearly defined and clarified roles for board and
administration relative to recruitment, hiring, evaluation and discipline of employees.

Findings

1.

The 4000 series board policies (BP) and administrative regulations (AR) on personnel
were updated to CSBA’s template and adopted on August 4, 2014. Policy updates are
provided by CSBA five times per year (July, October, December, March, and May).

The following 4000 series BPs and ARs relative to recruitment, hiring, evaluation, and
discipline of employees have been updated by CSBA during the last reporting period, but
have not been updated by the district, and therefore may be inconsistent with current law:

BP 4030 — Nondiscrimination in Employment

BP 4112.2 — Certification

« BP4112.9/4212.9/4312.9 — Employee Notifications
» BP4112.22 — Staff Teaching English Learners

* BP4113 — Assignment

* AR 4115 — Evaluation/Supervision

« BP4119.11/4219.11/4319.11 — Sexual Harassment
« AR 4161.1/4361.1 — Personal Illness/Injury Leave

AR 4217.11 — Preretirement Part-Time Employment
AR 4222 — Teacher Aides/Paraprofessionals

At the time of FCMAT’s fieldwork, a full CSBA policy review was reportedly scheduled
for June 22-23, 2017.

Board Bylaw (BB) 9000 — Role of the board, indicates that the board will hire and
evaluate the superintendent and establish policies for the hiring and evaluation of other
personnel. BB 9000 also provides that the board will set parameters for negotiations with
employee organizations and ratify collective bargaining agreements.
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10.

BP 4000 — Concepts and Roles, provides that the district will attract and retain highly
qualified staff. BP 4111/4211/4311 — Recruitment and Selection, also provides that

the superintendent or designee will develop fair, open, and transparent recruitment

and selection processes and procedures that ensure employees are selected based

on demonstrated knowledge, skills, and competence and not on any bias, personal
preference, or unlawful discrimination. For each position, the superintendent or designee
shall present to the board one candidate who meets all qualifications established by law
and the board for the position. No person shall be employed by the board without the
recommendation or endorsement of the superintendent or designee.

BP 4030 — Nondiscrimination in Employment, prohibits discrimination against job applicants
and district employees based on protected characteristics such as age, gender, gender identity,
religious creed or dress, marital status, or sexual orientation. As noted above, BP 4030 has not
been updated based on changes to current state and federal laws on nondiscrimination.

BP 4115/4215 — Evaluation/Supervision, provides the criteria to evaluate certificated and
classified employees. The superintendent or designee is to ensure that evaluation ratings
have uniform meaning throughout the district. Evaluations are to be used to recognize
exemplary skills and accomplishments or to identify areas needing improvement.

BP 4315 — Evaluation/Supervision, provides the criteria for evaluating administrative
staff. The evaluation is linked to the district’s vision and goals and school improvement
plans along with referencing evaluation criteria based on the California Professional
Standards for Educational Leaders.

The board’s policies on suspension/disciplinary action of certificated employees are
contained in BP 4118 and provide that the superintendent or designee shall ensure that,
consistent with the law, disciplinary actions are taken in a consistent, nondiscriminatory
manner and are appropriately documented. There is no current board policy for the
suspension/disciplinary action of classified employees.

BP/AR 4300.1 — Governing Board/Administrators/Confidential Working Relations, was
adopted on June 29, 2015, and stipulates the rights and personnel practices related to
certificated and classified administrators and confidential employees. In implementing
this policy and regulation, the district no longer provides certificated administrators with
vacation days and moved all certificated administrators to a positive work calendar.

The district has developed and implemented selection procedures that ensure
nondiscrimination in hiring and has provided training to hiring managers (see also
Standard 3.11).
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Recommendations for Recovery

1.

The district should continue to subscribe to CSBA’s policy manual and online policy
maintenance services. These services allow the district to update its policy manual as
laws affecting schools change. It will also continue to allow public access to the district’s
policy manual. However, the district must update its policy manual as updates are sent by
CSBA. The Human Resources (HR) Department should add policy updates to its annual
calendar in the months of July, October, December, March, and May.

The district should update its board policies to include those related to suspension/
disciplinary action of classified employees.

The district should ensure that board policies and administrative regulations on
recruitment and selection are updated to ensure compliance with law related to
nondiscrimination in employment.

The district should ensure that hiring managers are accountable to the consistent
implementation of nondiscrimination policies and regulations.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

Implementation Scale:?l |
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1.2 Organization and Planning

Professional Standard

The personnel function has developed a mission statement and objectives directly related to the
LEA’s goals and provides an annual report of activities and services offered during the year.

Findings

1. The district’s mission is to ensure that all students are taught rigorous standards-based
curriculum supported by highly qualified staff in an exemplary educational system
characterized by high student achievement, social development, safe schools, and
effective partnerships with all segments of the community.

2. The HR Department’s mission states that “[i]n support of the Inglewood Unified School
District’s principles, values, vision and mission, it is the mission of the Human Resources
Department to support the total operation in meeting its goals through its most valuable
resource—its PEOPLE.”

3. [TItis the vision of the HR Department “to provide the employee-related resources
necessary to fulfill the vision of the Inglewood Unified School District to the students,
employees, and community by demonstrating core values that include:

* Accountability
* Integrity

* Respect

» Responsiveness

e (Collaboration

Life Long Learning”

4. The HR Department annually adopts goals in support of its stated mission and vision
and that promote progress towards FCMAT’s priority standards related to personnel
management.

5. The HR Department goals for 2016-17 are specific, measurable, and relevant. They
include the following:
* Reduce time to fill position vacancies by 3%
* Reduce employee absence rates by 2%
* Reduce workplace injuries by 5%
» Establish a leadership institute for certificated staff

» Conduct an employee satisfaction survey
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* Provide an annual report to the board in October

* Develop an annual management training plan

Develop employee recognition programsThe HR Department developed and is
implementing a work plan designed to facilitate the implementation of the department
goals. Each member of the HR staff is assigned to a work plan team that aligns with each
personnel management priority standard area. For example, the recruitment and selection
work plan team is assigned to implement actions and track data related to the first
department goal, reducing the time it takes to fill a vacancy.

The HR Department provided the board with an annual report at its November 9, 2016
regular meeting that included 2015-16 data and information related to the following:

» Annual notifications sent to employees

* Mandated reporter training

* Management trainings

*  FCMAT scores

* Employee recruitment and selection

* Employment actions (e.g., promotions, transfers, layoff, reemployment, leaves)

» Ethnicity of job applicants

* Department goals for the 2016-17 school year

Recommendations for Recovery

1.

The district should continue to review the department’s vision and mission statements
annually and ensure that they keep pace with changes in district initiatives and continue
to support the district’s recovery plan.

The district should ensure that the HR Department continues to annually develop
measurable goals and objectives and facilitate its mission.

The 2015-16 annual report to the board provides valuable information and data, and the
district should ensure that it is updated and presented annually.
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Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1

July 2015 Rating: 3
July 2016 Rating: 3
July 2017 Rating: 5
01 2 3 45 6 7 8 910
Implementation Scale: —O—+-O—+-@—+—— I
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1.3

Organization and Planning

Professional Standard

The personnel function has an organizational chart, functions chart, and a menu of services that
include the names, positions, and job functions of all personnel stafft.

Findings

1.

The HR Department organizational chart lists department positions and includes the
names of the individuals assigned to each position.

The HR Department website provides visitors with information in the following areas:

* About HR

* Certificated Employment
* Classified Employment

* Contacting HR

The website provides a menu of services as well as a staff directory. The staff directory
includes the names, titles, and phone numbers of department staff, but does not provide
an email address or a way to email members of the HR team.

Only the classified webpage provides a menu of services that identifies contact telephone
numbers for employment-specific questions. However, it does not identify which staff
member is associated with that telephone number nor does it provide email contact
information. For example, the classified webpage identifies the contact phone number
with questions related to reporting absences.

Recommendations for Recovery

1.

The district should ensure that contact information for staff includes a quick link to each
staff member’s email address. Additionally, each applicable page of the HR website
should provide a menu of services and whom to call/email with specific questions (e.g.
leave approvals, substitutes, recruitment, contract management, credentials).

The HR website should be updated any time functions are reorganized or reallocated or
when staff members change.

Personnel Management
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Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 2
July 2015 Rating: 3
July 2016 Rating: 3
July 2017 Rating: 4

0123456 7 8 910
Implementation Scale: —H—O0-O0-@————
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1.4 Organization and Planning

Professional Standard

The personnel function head is a member of the superintendent’s cabinet and participates in
decision-making early in the process.

Findings
1. The district provided agendas and minutes for the state administrator’s cabinet meetings
showing that the executive director of HR is a member of that team and participates in
decision-making.
2. The executive director of HR played a key role in decision-making related to enrollment

and staffing projections for the 2016-17 fiscal year, reductions in force, bargaining
proposals, and nonreelection of certificated employees.

Recommendations for Recovery

1. The district should continue to ensure that the executive director of HR is a member of
the state administrator’s cabinet.

2. The executive director of HR should continue to participate in decision-making related to

staffing projections, reductions in force, bargaining proposals, nonreelection, employee
discipline, and all other matters related to personnel management.

Standard Fully Implemented

July 2013 Rating: 4

July 2014 Rating: 0

July 2015 Rating: 4

July 2016 Rating: 6

July 2017 Rating: 9
01 2 3 45 6 7 8 910

Implementation Scale: O—+—+—+-O0—1+-0—1+—"1+@—
Not <« »Fully

Personnel Management

91



92 Personnel Management



1.5

Organization and Planning

Professional Standard

The personnel function has a data management calendar that lists all the ongoing data activities
and responsible parties to ensure meeting critical deadlines on California Longitudinal Pupil
Achievement Data System (CALPADS)/California Basic Educational Data System (CBEDS)
reporting. The data is reviewed by the appropriate authority prior to certification.

Findings

1.

The HR Department continues to lack a data management calendar, but has identified
the employee responsible for submitting data to the executive director of information
technology (IT) for CALPADS, California School Information Services (CSIS), and
CBEDS.

The IT Department is responsible for leading CALPADS reporting for the district, but
does not prepare a calendar of key tasks, personnel responsible, and dates for completion.
HR staff reported that they are responsible for preparing data related to employees,
credentials, authorizations, and assignments, and the 2016-17 process was collaborative
and smooth. Schools play a role since the IT Department gathers reports and sends them
to the sites to validate before certification to the state.

The HR Department’s annual calendar of essential HR functions has been fully
operationalized for more than two years and guides department planning and workflow.
In October, the calendar includes tasks related to CALPADS reporting.

Recommendations for Recovery

1.

The district should continue to ensure that the HR Department takes responsibility for
HR-related data and functions related to CALPADS and CBEDS, and that this effort is
coordinated with the IT Department. The HR and IT departments should continue to work
together to develop a work plan that identifies key tasks, personnel responsible, and dates
for each task to be completed to ensure timely submission of required state reports.

The executive director of HR should continue to review all information and perform
a multiyear reasonableness review before certification of CALPADS and CBEDS and
transmission to the state of California.

The district should continue to ensure that the HR Department continues to implement
the annual calendar, increasing efficiencies and ensuring compliance with statutory
requirements, state and federal employment laws, board policies and administrative
regulations, and collective bargaining agreements.
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Standard Partially Implemented

July 2013 Rating: 2

July 2014 Rating: 3

July 2015 Rating: 4

July 2016 Rating: 6

July 2017 Rating: 6
01 2 3 45 6 7 8 910

Implementation Scale: ——O-O0-O——@—+——F——
Not <« »Fully
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3.8

Employee Recruitment/Selection

Legal Standard

In a merit system, the LEA’s recruitment and selection for classified service are in compliance
with the rules of the personnel commission and all applicable requirements are followed.
(Education Code Section [E.C.] 45240-45320)

Findings

L.

The district has had a merit system since 2008. When the district came under state
receivership in 2012, the state administrator suspended the personnel commission based

on the authority in E.C. 41322(b). In December 2012, classified employees submitted a
petition to the governing board, the powers of which reside with the state administrator,
requesting termination of this system (per E.C. 45319-45320). The district conducted an
election in March 2013 for classified employees to vote on whether to keep or terminate the
merit system, and the majority chose to retain it. Four years later, at the time of FCMAT’s
fieldwork, the personnel commission had not yet been reestablished.

The continuing functions for classified personnel were shifted to the HR Department
when the personnel commission office was closed. Based on FCMAT’s interviews with
staft, the personnel commission rules are consistently applied even though there is no
personnel commission. The district’s managers have received training on the merit
system and the selection process for classified employees. The HR Department utilizes
the services of the Cooperative Organization for the Development of Employee Selection
Procedures (CODESP) for skills testing of all classified position applicants with the
exception of management positions. If a new test is needed, the job description is sent to
this organization for the creation of an applicable test. CODESP is also used as the source
for interview questions, but the hiring manager can also provide input.

FCMAT’s review of a sampling of recruitment files and personnel files shows additional
evidence of the merit system process, including skills tests, interview schedules, formation
of interview panels, standardized interview questions, and eligibility lists with the first three
ranks identified. Eligibility lists are maintained for one year before another recruitment is
initiated for a particular job classification. The district is considering reducing this time frame
to six months to improve the quality of the candidates on the eligibility lists and ensure it is
up to date.

The executive director of HR, who has an extensive background in managing classified
personnel, is on the board of the Personnel Commissioners Association of Southern
California and is a presenter at its annual conference this year.

The personnel analyst for classified personnel had been on staff for almost two years at
the time of FCMAT’s fieldwork. The incumbent has continued attending merit system
conferences and has completed the merit academy. One focus during the past year has
been to strengthen the quality of pre-employment skills testing with the support of
CODESP resources.
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6. The district plans to convert its recruitment and selection functions from EDJOIN to

NEOGOV starting July 1, 2017. NEOGOV is an automated applicant tracking system that
supports the merit system with automated personnel requisitions, minimum qualification
screening, tracking of pre-employment skills testing, and other functions of recruitment and
selection for classified personnel.

The district’s Classified Employee Handbook was revised on July 1, 2016. It is included
on the new hire checklist for classified employees and is provided during the onboarding
process. The handbook has only a few mentions of the personnel commission rules and
regulations. Hyperlinks are provided to various websites, including the district’s board
policies and administrative regulations. Neither a website for the personnel commission
nor a link to the personnel commission rules/regulations are made available. FCMAT
could also not find classified employee job descriptions on the district’s website.

The personnel commission rules have not been reviewed or updated since originally
established in 2008.

Recommendations for Recovery

1.

1 2 3 4
Implementation Scale: L—O—C —@

Until the personnel commission is reestablished, the district should continue to provide
staff development on merit system rules and practices for staff in the HR Department,
continue involvement with the Personnel Commissioners Association, and continue to
consistently implement the merit system rules for classified personnel.

The district should review and update the personnel commission rules and regulations
as necessary based on revised statutes or practices. The rules and regulations should
be made available to classified employees, posted on the district’s website, and linked
to from the Classified Employee Handbook. The current classified employee job
descriptions should be posted on the HR Department’s website as well.

The hiring manager should be included in the process of verifying that the job description
is still current and preparing the pre-employment skills test to ensure that it is relevant.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

A~ B
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3.9

Employee Recruitment/Selection

Professional Standard

The personnel function has a recruitment plan based on an assessment of the LEA’s needs for
specific skills, knowledge, and abilities. The LEA has established an adequate recruitment
budget. Job applications meet legal and LEA needs.

Findings

1.

The HR Department worked closely with the Business Services and Educational Services
departments in projecting enrollment and staffing needs for the 2016-17 and 2017-18
school years. This allowed the district to be fully staffed for 2016-17 before the close

of the 2015-16 school year, and it expects to similarly be fully staffed for the 2017-18
school year before the 2016-17 school year ends.

The HR Department has not developed an annual recruitment budget but reports that it
receives the resources needed to advertise position vacancies and to participate in job
fairs.

The HR Department participated in the following job fairs in spring 2016:

* USC Rossier
» National University
* Los Angeles County Office of Education

e Minnesota Education Job Faire

The HR Department provided evidence of registration confirmation for the following
2017 job fairs:

* National University Los Angeles

* Azusa Pacific University

The HR Department has developed selection procedures for recruitment. They include,
among other things, screening, interview, selection, and records preservation procedures.

HR administrators attending recruitment fairs are not authorized to make conditional
offers of employment.

The district offers hiring incentives including a stipend for special education teachers,
a doctoral stipend for administrators, and a stipend for new teachers who stay with the

district through their Beginning Teacher Support and Assessment induction program.

The district continues to build relationships with local universities and to provide
opportunities for student teaching.
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10.

11.

The HR Department did not indicate at the time of fieldwork that any job descriptions
were updated during this reporting period, nor did they provide evidence of any updates.

Job descriptions do not consistently include an adoption or revision date and are not
legally compliant. Specifically, some of the job descriptions reviewed identified all job
functions as essential, including “other duties as assigned.” According to the Equal
Employment Opportunity Commission (EEOC), the enforcement agency for the
Americans with Disabilities Act (ADA), job descriptions must identify which functions
are essential, and employers must make employment decisions based on the essential
functions. Other functions that are not designated essential are categorized as marginal
and are not to be used as a basis for employment decisions. Both essential and marginal
functions must be clearly identified in job descriptions, and entries such as “performs
other duties as assigned” are not suitable for covering essential functions and may be
considered prejudicial to those with disabilities.

Interviewees indicate that the availability of substitutes to fill classroom positions has
once again improved from last year’s report and that the number of classrooms with
no substitute is much lower. FCMAT was not provided with evidence to substantiate
this. Since FCMAT s last review, the pay rate was increased and interviewees report
that the preparation of substitutes has improved. While shortages of teacher, custodian,
and instructional assistant substitutes were cited by interviewees, evidence of ongoing
recruitment processes could not be found on the district’s website or the EDJOIN
website.

Recommendations for Recovery

The district should develop an annual recruitment budget. Written recruitment practices
and procedures should authorize HR staff to make conditional offers of employment
during recruitment fairs.

The district’s job descriptions should include adoption/revision dates as well as clearly
identify job functions as essential and marginal to comply with the EEOC.

The district should continue to develop and offer hiring incentives and work closely with
the Business Services and Educational Services departments in identifying hiring needs
early so that schools are fully staffed by the end of the year for the subsequent school
year.

The district should continue to develop relationships with local colleges and universities
and promote opportunities for credential candidates to student teach in the district.

The district should use its website and EDJOIN for ongoing recruitments of substitute
teachers, custodians, instructional assistants, and other areas of need.

The district should ensure that future changes to job applications meet not only the
district needs but are legally compliant.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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3.11  Employee Recruitment/Selection

Professional Standard

Selection procedures are uniformly applied. The LEA systematically initiates and follows up and
performs reference checks on all applicants being considered for employment.

Findings

1. The HR Department has written procedures on selection and hiring, including paper
screening, interview panel procedures, and reference checking. The department uses
standard interview questions and a weighted scoring system as a part of selection. The
district performs routine preemployment testing of classified employees as a part of the
selection process.

2. The HR Department has continued to improve selection procedures, ensure they are
uniformly applied, and has provided training to hiring managers on the procedures and
nondiscrimination in employment. A hiring manager trained in the selection procedures
chaired all first-round interviews.

3. The HR Department continues to employ a credentials analyst and is ensuring that all
certificated applicants are qualified and appropriately assigned.

4. The HR Department ensures that no fewer than two reference checks are performed and
that reference check forms are returned to HR before an offer of employment is made.

5. The HR Department continues to appropriately maintain recruitment files for each
certificated, classified, management, and nonmanagement recruitment.

Recommendations for Recovery

1. The district should continue to provide annual training to hiring managers in selection
procedures, including accessing applications on EDJOIN, screening protocols, reference
checking procedures, and nondiscrimination practices.

2. The district should continue to ensure that the hiring manager, an HR representative,
or other management employee who has been trained in the selection procedures and
processes chairs all interview panels.

3. The district should continue to ensure that interview panel members are consistently
required to complete the confidentiality statement. The statement should be maintained
as part of the recruitment file. Panel chairs should continue to ensure that they brief panel
members of their responsibility for maintaining a fair and legally compliant process.
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4. Reference checking should continue to be consistently performed when selecting
certificated, classified, management, and nonmanagement personnel. The HR Department
should continue to ensure reference check forms are signed and returned to the
department before offers of employment are made.

5. The district should continue to maintain recruitment files separate from employment
record/personnel files. Recruitment records should be retained as temporary personnel
records, and records should be disposed of according to the district’s retention policy.

Standard Fully Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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3.12 Employee Recruitment/Selection

Professional Standard

The LEA recruits, selects, and monitors principals with strong leadership skills, with a priority
on placement of strong leaders at underperforming schools.

Findings

1. Principal job postings indicate that the duties of these positions continue to be routinely
reviewed, revised and reflect changing leadership responsibilities. Based on interviews
and FCMAT’s review of recruitment files, the district continues to make it a top priority
to hire strong leaders.

2. Hiring procedures have become systematic, allowing the district to discontinue the use of
a contracted search firm to assist with principal recruitment and selection.

3. Before the 2014-15 school year, the district used three principal evaluations. Since
that time, the district has used a single evaluation that aligns with guidelines from the
California Professional Standards for Educational Leaders.

4. The HR Department provided FCMAT with a list of evaluations completed for all employee

groups for 2015-16 school year. According to that list, fewer than half of the district’s
principals were evaluated last year.

Recommendations for Recovery
1. Members of cabinet responsible for the evaluation of principals should be expected to
use the principal evaluation system based on the California Professional Standards for

Educational Leaders and complete all principal evaluations as required.

2. The district should continue to recruit and hire principals with strong leadership skills and
a track record of successfully leading underperforming schools.

102  Personnel Management



Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1

July 2015 Rating: 4
July 2016 Rating: 5
July 2017 Rating: 6

1 2 3 45 6 7 8 910

Implementation Scale: |—O—|—|—O—O—C—|—|—|—|
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4.3 Induction and Professional Development

Legal Standard

The LEA has developed a systematic program for identifying areas of need for in-service
training for all employees. The LEA has established a process by which all required notices and
in-service training sessions have been performed and documented such as those for child abuse
reporting, blood-borne pathogens, drug and alcohol-free workplace, sexual harassment, diversity
training and nondiscrimination. (cf. 4112.9/4212.9/4312.9), Government Code Section (G.C.)
11135, E.C. 56240, E.C. 44253.7

Findings

1. The HR Department continues to annually provide and document that all employees
receive the annually required legal notices including, but not limited to, child abuse
reporting, blood-borne pathogens, drug and alcohol-free workplace, sexual harassment,
diversity training, and nondiscrimination.

2. The notices now require that employees certify that they read and understand these
policies.

3. All newly hired employees continue to take five mandatory online trainings through
ASCIP, including the required mandated reporter training, before the first day of
employment.

4. The personnel files reviewed included evidence that employees receive the required legal
notices upon initial hire, and managers biennially receive the required sexual harassment
training.

Recommendations for Recovery

1. The district should continue to annually provide to all employees required legal notices,
including, but not limited to the following:

* Sexual Harassment and Complaint Policies and ARs

o Legal References: E.C. 231.5, G.C. 12950, 2 California Code of Regulations
(CCR) 7288.0

» District’s drug- and alcohol-free workplace policies and ARs

o Legal References: G.C. 8355; 41 United States Code (USC) 8102

» Use of Pesticide Product, Active Ingredients, Internet Address to Access Information

o Legal References: E.C. 17612
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* Prohibition of Activities That Are Inconsistent, Incompatible, in Conflict With, or
Inimical to Duties; Discipline; Appeal

o Legal Code: G.C. 1126

o District’s Tobacco-Free Schools Policy and Enforcement Procedures (if the
district receives Tobacco-Use Prevention Education funds)

o Legal References: Health and Safety Code 104420

» AIDS and Hepatitis B Policies and ARs
o Legal References: Health and Safety Code 120875, 120880

» Status as a Mandated Reporter of Child Abuse, Reporting Obligations, Confidentiality
Rights, Copy of Law

o Legal References: Penal Code 11165.7, 11166.5

» Availability of Asbestos Management Plan; Any Inspections, Response Actions or
Post-Response Actions Planned or in Progress

o Legal Reference: Code of Federal Regulations (CFR) 763.84, 763.93

2. The district should continue to review and ensure annual notices to employees include
board policies or administrative regulations that require them to be provided annually,
including, for example, the district’s technology use policy.

3. The district should continue to send annual notices electronically whenever possible
and ensure employees certify that they received, reviewed, and understand them. The
employee’s signature certifying receipt and knowledge of the notices should continue to
be required and also included in the personnel record.

4. The district should continue to ensure that newly hired employees take the five mandatory
online trainings before the first day of employment.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 4
July 2017 Rating: 5

0123456 7 8 910
Implementation Scale: —O——F—0-@———
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4.4 Induction and Professional Development

Legal Standard

The LEA’s nondiscrimination policy and administrative regulations and the availability of
complaint procedures shall be regularly publicized within the LEA and in the community,
including posting in all schools and offices including staff lounges and student government
meeting rooms. (cf. 4030, cf. 4031, G.C. 11135)

Findings

1. The director of benefits/risk management position, which reports to the executive director
of HR, has been filled and has been designated as the complaints officer.

2. The director of benefits/risk management is responsible for engaging in the interactive
process when an employee requests an accommodation or when an event triggers the
district’s responsibility to engage with employees who may be eligible under the ADA.
The HR Department assumes responsibility for this process and ensures that leave
entitlements are appropriately tracked and monitored, overpayments or underpayments
are minimized, and the rights of employees are protected.

3. Managers and supervisors are the district’s first line of defense against claims of
discrimination. The executive director of HR annually provides training in this area.
Trainings include a review of legal requirements, the role of managers and supervisors
in identifying triggers, conducting interviews with employees who may be eligible
employees under the ADA, identifying essential functions, and when HR should be
contacted in the process.

4. The executive director of HR also annually provides training to site administrators
and department managers on responding to complaints and conducting preliminary
investigations. The roles and responsibilities of site and department managers and those
of district office staff are communicated during this training.

5. The HR Department uses standardized forms for complaints and for the ADA interactive
process. The director of benefits/risk management has developed complaint tracking and
monitoring systems.

6. BPs on nondiscrimination and ARs regarding complaint procedures were updated to the

CSBA template in August 2014, but have not been updated as required since that time
and therefore may be inconsistent with current law.
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Recommendations for Recovery

1. The district should ensure that nondiscrimination policies are posted in all schools and
district facilities as required by G.C. 11135.

2. Nondiscrimination policies should be updated according to CSBA’s policy updates.
Additionally, current board policies and administrative regulations should be included in
the annual notices provided to all employees.

3. The HR Department should continue to provide annual training to site administrators
and department managers on responding to complaints, conducting preliminary
investigations, identifying triggers to the interactive process, conducting interviews with
employees, and identifying essential functions.

4. The HR Department should continue to ensure procedures and standardized forms for
complaints and for the ADA interactive process are consistently implemented.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

(O, I S

01234586 7 8 910
Implementation Scale: —O-O0——0-@———

|
|
Not < > Fully

Personnel Management

107



4.5

Induction and Professional Development

Professional Standard

Initial orientation is provided for all new staff, and orientation materials are provided for new
employees in all classifications: substitutes, certificated, and classified employees.

Findings

1.

The HR Department maintains and annually updates classified, certificated,
administrative, and substitute teacher handbooks. The issuance of the handbooks to new
employees is included on the new hire checklist and provided during new employee
orientation.

The HR Department developed classified substitute, custodial, and special education
instructional aide handbooks during the last reporting period. These handbooks were also
provided to employees during their new employee orientations.

The custodial handbook provides detailed cleaning standards and procedures. The district
needs to ensure that systems of accountability ensure they are consistently implemented.

The HR Department has developed orientation procedures that are being consistently
implemented. The orientation includes mandatory online training as noted previously.

The department notifies the IT Department of newly hired employees. The IT Department
sets up new employees’ email accounts.

Recommendations for Recovery

1.

The district should continue to review and revise the employee handbooks as needed and
ensure revision dates are noted on the title page.

The district should continue to make handbooks available online and notify all employees
of any changes.

The district should continue to ensure that orientation procedures are implemented
consistently and that all new employees receive orientation.

The district should continue to expand and provide job-specific training for new
employees.
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Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 2

July 2015 Rating: 2

July 2016 Rating: 4

July 2017 Rating: 7
01 2 3 45 6 7 8 910

Implementation Scale: O—+—O0—+—-O0—+—+@—+—+—
Not <« »Fully
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4.6

Induction and Professional Development

Professional Standard

The personnel function has developed an employment checklist to be used for all new employees
that includes LEA forms, including acceptable use of technology and state and 1-9 federal
mandated information. The checklist is signed by the employee and kept on file. Employment
Development Department reporting is compiled within 20 days of employment.

Findings

1.

The HR Department uses new employee checklists that are filed in the personnel file.
Revised forms ensure that all legally required notices, such as sexual harassment and
complaint, use of pesticides, AIDS/hepatitis B, asbestos management, and the technology
use policies (see Standard 4.3) are provided. A signature line affirming receipt of all
required documents and explanation of all procedures and forms has been added.

The HR Department completes the -9 packet as part of the employment process. The
-9 packet of newly hired employees is being kept in a separate file as recommended.
According to the 2010 regulatory changes, I-9 forms can be stored electronically, and
the Department of Homeland Security recommends that they be kept separate from
other employment records. The HR Department has created a separate paper file and all
-9 packets are being filed alphabetically. The department is working to electronically
file many forms and files maintained in the HR Department and should consider the I-9
packet as one of those files to be maintained electronically.

The new employee checklists were present in the personnel records of new employees
whose files were included in FCMAT’s file review (see Standard 5.4).

The county office is responsible for reporting new or rehired employees to the
Employment Development Department (EDD) within the 20-day limit required by
California Unemployment Insurance Code Sections 1088.5 and 1088.8. The district has
received confirmation from the county office that an electronic file is sent two times per
month to the EDD to ensure compliance with the 20-day requirement.

Recommendations for Recovery

1.

The new employee checklist should continue to be signed by the employee and executive
director of HR and include all legally required notices.

The HR Department should continue to ensure that the new employee checklist is
consistently placed in the employee’s personnel file.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

Implementation Scale: ——O0-0-0
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5.1

Operational Procedures

Legal Standard

Regulations or agreements covering various types of leaves are fairly administered. (E.C. 45199,
E.C. 45193, 45207, 45192, and 45191) Tracking of employee absences and usage of time off

in all categories should be timely and should be reported to payroll for any necessary salary
adjustments.

Findings

1.

One of three goals in HR for the current year is to reduce absenteeism by 2%. A work plan
was developed and a project team was assigned to work toward this goal. Interviewees
within HR, as well as supervisors, report that employee absenteeism has declined from last
year’s report as supervisors and HR are holding employees more accountable for leaves.
Absence summary reports were not provided to FCMAT to verify this. While the number of
employees out specifically on paid administrative leave declined as of last year’s FCMAT
report, as of the time of FCMAT’s fieldwork this year there were no employees out on
administrative leave.

FCMAT has been provided with evidence of multiple formal training opportunities for
supervisors and office managers on how to report and handle employee leaves. Supervisors
report that that they are more prepared to handle potential leave abuse before asking for
assistance from HR, which is corroborated by HR. Supervisors continue to report that they
receive timely and helpful responses from HR when they need assistance.

During this review period, HR has continued taking the responsibility to handle employee
leaves such as monitoring employee sick leave usage to contact employees that reach five
consecutive days of absence, sending Family Medical Leave Act notices to trigger the
timeline, and calculating the 100 days of extended sick leave and notifying the employee
prior to running out of paid leave. Forms and procedures that were previously implemented
are ingrained in everyday activities. Interviewees continue to report strong coordination
between HR and Payroll to ensure that employees on leave are properly tracked. The Risk
Management Department has been staffed and has taken over the management of Workers’
Compensation-related leaves (see Standard 9.5) and is coordinating with HR and Payroll.

Payroll still manually tracks employee leaves. The district cites turnover in Payroll/
Business Department staff as the reason time and attendance management has not been
automated. Each school site is expected to collect manual absence sheets from employees
every month, verify them against Aesop (automated substitute system) records, and send
the absence sheets to Payroll. The absences are then posted to an Excel spreadsheet kept
in the Payroll Department for each employee. HR continues to reconcile the absences of
employees who report their absences through Aesop to those reported through payroll to
ensure employee leave balances are appropriately reduced for all absences. Interviewees
report that even though the process is manual, employee leave balances are kept up to
date. Leave balances are scheduled to be included on paychecks beginning April 2017.
HR and Payroll expect to automate leaves by the time of the next review.
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5. The “absence reporting” section in employee handbooks requires all employees to call
their absences into Aesop, and evidence was provided to indicate that employees are
receiving Aesop training. HR monitors Aesop for any employees who are absent five
days or more so that HR can follow up with the employee and request a doctor’s note
if needed. However, as reported during the last review, not all employees report their
absences through Aesop.

6. Labor Code section 246, effective July 1, 2015, requires sick leave to be accrued and
tracked for employees, such as substitutes, who were not previously eligible to earn
sick leave under the Education Code. This process has been implemented by HR but
is manual. The district anticipates automating this when the leave management for all
employees is automated as described above.

7. While the district provided evidence indicating the district continues with its policy
requiring business office and supervisor approval of all paid overtime before it is worked,
there was none that documented it was operational. The district provided overtime reports
that show $593,724.67 was paid for total overtime in 2015-16 and that, for the first eight
months of 2016-17, total overtime paid was $480,379.16. The number of hours was not
specified on either report. FCMAT is unable to verify how much overtime is worked
compared with the prior year because the district has no central tracking mechanism
for this purpose, and these hours can be compensated with time off instead of pay. Any
overtime hours compensated with time off are not tracked.

8. The collective bargaining agreement for classified employees requires accrued vacation
to be used within the fiscal year after it is earned, with a maximum carryover of 80 hours
after that, granted on an exception basis. Administrative regulations limit management
employees to a maximum carryover of 35 days. Again during this review, management
had authorized a $44,834 payment to some employees for their excess vacation balances
as of October 15, 2016. Specifically, 10 staff members received individual payments
ranging from $503 to $21,029. HR has prepared a form for a plan that supervisors can use
to schedule employee vacation. This form is sent by email to the employee, with a copy
to the supervisor, with instructions to complete the form and return it to HR. HR follows
up later in the year to ensure that the plan is being implemented. One of the consequences
of the plan is that this can increase the need for overtime and substitutes, but will subside
as vacation balances are brought under better control.

Recommendations for Recovery

1. The district should continue its frequent training and reminders for all supervisors on the
management of employee leaves, and should continue its support to supervisors dealing
with leave issues, in the effort to reduce the occurrence and cost of employee leaves.

2. The district should require preapproval of all overtime worked, but should also include
overtime that is compensated with time off. All overtime worked should be required to be
reported to Payroll so that compensatory time off can be centrally tracked and managed
since it is a district liability. Management reports should be developed to monitor the
amount of overtime worked, whether paid or compensated with time off.

Personnel Management 113



3. The district should require all employees to call the automated substitute calling
system and their supervisors when they will be absent and use disciplinary policies
for employees who bypass the system. With this approach, absence reporting from the
system will include all district employees, and the data can be used to better manage
employee leaves and post leave usage to their records.

4. The district should prioritize the implementation of a time and attendance system that
allows for employee leave time to be entered at each work site that is validated, posted to
employee leave records, and then to the payroll system. This should eliminate the need
for manual absence forms and manual posting to employee leave records.

Standard Partially Implemented

July 2013 Rating: 3

July 2014 Rating: 3

July 2015 Rating: 4

July 2016 Rating: 5

July 2017 Rating: 7
01 2 3 4 5 6 7 8 910

Implementation Scale: —+—+-0-O0-O——@—+——
Not < > Fully
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5.4

Operational Procedures

Legal Standard

Personnel file contents are complete and available for inspection. (E.C. 44031, Labor Code
[L.C.] 1198.5)

Findings

1.

Ten nonmanagement certificated and 10 nonmanagement classified files were randomly
selected and reviewed. Ten management files were also randomly selected and reviewed.
These files consistently included the following items:

* Record of employment history and copies of all personnel requisitions
including those associated with position changes

* Annual employment notices (providing information regarding step/column
placement, pay rates, class, work year, etc.)

» Teaching credentials (certificated only)

* Training certificates (including required sexual harassment certificates for
management employees)

* Resumes, applications, and transcripts

* Emergency card information

* Employment oath signed by the employee

* Layoff and bumping letters and forms

* Reasonable assurances

* Notice of expiring credential (certificated only as appropriate)

Personnel files, health files, Workers’ Compensation files, ADA files, and legal files
continue to be stored in the locked records room. All files in the records room are also
locked.

Evidence indicated that annual legal notices are placed in the personnel file as legally
required (see Standard 4.3).

The HR Department has continued to purge confidential medical forms and information
related to medical leaves of absence and Workers” Compensation from personnel files.
The ADA and the federal Health Insurance Portability and Accountability Act require
all medical documents to be filed separately from other personnel or employment
records. Of the personnel files reviewed, none contained these forms.
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5. The file review suggests that employees are evaluated more routinely and supervisors

took the permanency decision much more seriously during this review period than in the
past. However, not all probationary employees were evaluated prior to the permanency
decision being made, indicating that this area still needs some improvement.

The records review included evidence of progressive discipline and the use of
performance improvement plans.

Less than 50% of all files reviewed contained Social Security numbers or other personally
identifiable information indicating that the HR Department continues to make significant
progress in this area.

Only one of the files reviewed contained a file inspection sheet, and the FCMAT study
team members reviewing the personnel files were not requested to sign any file inspection
sheets.

Recommendations for Recovery

Based on the potential uses and viewers of personnel records, the district must continue
to take care to maintain unbiased, factual documentation that protects an employee’s
privacy rights and rights to confidentiality under the Health Insurance Portability and
Accountability Act of 1996. All protected health information should be maintained in

a separate confidential file and protected against inappropriate access. Access should
be restricted to employees who need the information to complete their job function.
Information that should be filed separately includes the following:

* Reports from preemployment physicals

* Drug and alcohol testing results

»  Workers’ Compensation paperwork

* Medical leave of absence forms

» Disability paperwork

» Insurance applications that reveal preexisting conditions

* Anything that identifies a medical issue (including ADA accommodation plan
or forms documenting the interactive process)

The district should continue to systematically purge all documents that are medically
related as well as those that include Social Security numbers or other protected class
information such as age, race, gender, national origin, disability, marital status and
religious beliefs, from the personnel file of employees.
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3. All personnel files should contain an inspection sheet. With the exception of those
employees who must access personnel files in the course of their duties, anyone who
views a personnel file must sign the inspection sheet.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 3
July 2017 Rating: 5

01 23 456 7 8 910

. [ | | | | |
Implementation Scale: FO—+-O0—+@—+—+—F+—+-
Not < > Fully

Personnel Management 117



118

5.5

Operational Procedures

Professional Standard

Personnel nonmanagement staff members have individual desk manuals for all of the personnel
functions for which they are held responsible, and the HR department has a process for
cross-training.

Findings

1.

Similar to prior reviews, no specific schedule or plan was provided for developing
operations manuals in HR, so it is difficult to determine how many of the critical
functions have been addressed. However, all HR staff members interviewed referred

to documented procedures on the shared drive that they had prepared. Evidence was
provided that numerous additional procedures were completed. Desk manuals and
procedures have been on the agenda for discussion at a number of HR staff meetings,
which are scheduled every two weeks, as well as cross-departmental meetings with
Payroll, Business, and Risk Management. HR has prepared handbooks with HR-related
procedures for supervisors, employees, and substitutes to reference.

Cross-training has been provided for the most significant HR functions, including the
management of credentials, which had not been accomplished at the time of the last
review. Cross-training has been augmented with documented procedures and use of
the shared drive. Department customers report more standardized procedures in HR,
improved customer service, and faster responses.

The HR Department’s annual calendar continues to be fleshed out with deliverables
and assigned staff members, and is a standing agenda item for discussion at the HR
staff meetings. Risk Management has also prepared an annual calendar, which will be
combined into the HR annual calendar.

Recommendations for Recovery

1.

The district should create a schedule to identify the critical HR functions and determine
which procedures still need to be developed for inclusion in the HR desk manuals on the
shared drive.

Staff members should be held responsible for keeping the manuals up to date as more
functions are automated or conditions change.

The district should continue to update the HR annual calendar with risk management
activities as well as other changes necessary to keep it up to date. It should continue to be
reviewed during each staff meeting to ensure that all staff members understand their role
in ensuring these major activities are accomplished.
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Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 3
July 2015 Rating: 4
July 2016 Rating: 5
July 2017 Rating: 6

01 23 456 7 8 910
Implementation Scale: »

ot < »Fully
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5.7 Operational Procedures

Professional Standard

The personnel function has procedures in place that allow for both personnel and payroll staff to
meet regularly to solve problems that develop in the processing of new employees, classification
changes, employee promotions, and other issues that may develop.

Findings

1. Since the last review, two people were hired to staff the Risk Management Department.
During fieldwork, HR, Business, Payroll, and Risk Management had begun to establish
monthly meetings to coordinate employee issues, provide training, and prepare cross-
departmental procedures and forms. The IT Department has been requested to provide
a shared drive for these cross-departmental items. In between meetings, individual staft
members report that they easily communicate with the other departments as needed when
situations arise. Evidence was provided indicating the agenda items for discussion at the
cross-departmental meetings, follow up confirming decisions and remaining tasks from
each meeting, and individual communications between meetings. Lack of capacity in
Payroll due to turnover, vacancies, along with temporary and substitute employees has
limited the ability of this department to take responsibility for some functions that HR
and Risk Management handle, such as the calculations for extended sick leave days.

2. One barrier to communication between Business Services and HR is that they continue
to be located in different buildings on the district office campus. This also means that
customers of these departments must walk back and forth between the buildings.

Recommendations for Recovery

1. The district should continue its regularly scheduled meetings between key HR, Business,
Payroll, and Risk Management staff. A plan for developing additional cross-departmental
procedures should be prepared and used as a way of ensuring progress in this area. A
schedule of timelines and deadlines between the departments should be prepared, and
these regular meetings can be used to ensure that all employees are aware of and adhere
to the schedule.

2. The district should consider options for moving the HR and Business Services
departments to the same building. This would serve customers better and foster better
communication between the departments.
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Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 0
July 2015 Rating: 3
July 2016 Rating: 4
July 2017 Rating: 6

0

2 3 4 5
| |
1 1

Implementation Scale: O

Not <«
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5.8 Operational Procedures

Professional Standard

Personnel staff members attend training sessions/workshops to keep abreast of best practices and
requirements facing personnel administrators.

Findings

1. Staff indicated that training has been encouraged and supported during the last reporting
period and that a training plan was developed for the 2016-17 school year.

2. Staff participated in a variety of trainings, including the following:

* LACOE HRS on-site end user and benefits system training
e  LACOE HRS letters, lists, and labels

» Keenan online training

* LACOE PARS eligibility training

* Annual Credential Analyst Conference

* AESOP training

+ EDJOIN training

*  Online requisition

*  Merit system training

* CODESP training

* EDJOIN training

« NEOGOV

* CalPERS retirement training

* Employment Development Department (EDD) online training

» Customer service training

Recommendations for Recovery

1. The district should continue to annually identify the HR staff’s training needs and the
training available to meet those needs. The annual plan should be put in writing.

2. The district should provide the HR Department with an annual budget to ensure resources
are allocated for this purpose and make certain the department is strategic in selecting
trainings each year.
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3. The HR Department should continue to send a representative to all personnel-related
trainings provided by the county office whenever possible.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1

July 2015 Rating: 2
July 2016 Rating: 3
July 2017 Rating: 5
01 2 3 45 6 7 8 910
Implementation Scale: | —-O-O0-O———+—+———
Not <« > Fully
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5.10 Operational Procedures

Professional Standard

Established staffing formulas dictate the assignment of personnel to the various sites and
programs.

Findings

1. The Business Services, HR, and Educational Services departments continue to work
collaboratively to project enrollment and staffing needs.

2. For 2017-18 staffing, the HR Department developed and is actively implementing a
“Timeline of Activities Related to Certificated Staffing.” The timeline begins in early
January with enrollment projections generated by the Business Services Department. The
timeline identifies key tasks, dates each task is expected to be completed and by whom. At
the time of fieldwork, Business Services had completed enrollment projections for 2017-18
using the cohort survival method and historical trend data. Staffing projection spreadsheets
had been prepared for each school and were reviewed in cabinet. Principals reported
receiving their initial staffing allocations earlier this year, in January. An appeal process and
form were prepared for principals to use for submission to Educational Services. The last
staffing formulas adopted by the board are dated 2011, and while the district has been using
updated staffing formulas, they have not been adopted formally by the board.

3. Interviewees indicate that typically an enrollment decline occurs after the start of school,
and a gain occurs starting in the second semester because of students coming from charter
schools. While this may not indicate the need for mid-year staffing adjustments, no
evidence was provided of a process to monitor staffing levels to enrollment during the
year.

4. The HR and Educational Services departments meet with each principal to review
enrollment projections and staffing needs.

5. District staff reported that the “Timeline of Activities Related to Certificated Staffing”
assisted the HR, Business Services and Educational Services departments to effectively
plan the 2017-18 certificated layoffs.

Recommendations for Recovery

1. The HR Department should continue to work in collaboration with the Business Services
and Educational Services departments, as well as school sites, to develop accurate
enrollment projections no later than January of each year. Changes in the instructional
program should be considered when identifying staffing needs for subsequent years,
and enrollment projections, instructional program changes, and student needs should be
considered when developing master schedules.
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2. The district should continue to annually use the “Timeline of Activities Related to
Certificated Staffing,” or similar document in developing a timeline for staffing and
enrollment projections that identifies key dates and site and district administrators’ roles
and responsibilities. The timeline should continue to ensure that reductions in certificated
service are identified by the end of January so that necessary reductions can be made
within the statutory timeline, and preliminary layoff notices issued by March 15.

3. The district should continue to develop a staffing plan for each school based on
enrollment projections and students’ needs, including an update to the 2011 board-
adopted staffing formulas.

4. Enrollment and class sizes should be monitored after the school year begins to determine

if second semester staffing should be adjusted and help ensure that staffing levels remain
constant throughout the school year.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 2
July 2015 Rating: 3
July 2016 Rating: 3
July 2017 Rating: 4

0123 456 7 8 910
Implementation Scale: ——O0-O0-@————

|
1
Not < »Fully
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5.11 Operational Procedures

Professional Standard

The LEA has implemented position control processes that incorporate the hiring and placement
of all governing board-authorized positions. A reliable position control is a planning tool that has
defined standards and formulas for tracking, adding, creating, and deleting positions within the
organization to align staffing with budget and payroll systems.

Findings

1. Board policy and administrative regulations require the board to approve appointments
of new personnel on the recommendation of the superintendent. Since the district has a
state administrator and the board is advisory, the state administrator regularly holds public
meetings. Personnel transactions are brought to the meetings and approved by the state
administrator. Assignments, reassignments, transfers, demotions, and other personnel
actions are governed by collective bargaining agreements for represented employees and
by board policy for those who are nonrepresented. Changes to the position control database
should be based only on governing board/state administrator action. The HR Department
has procedures to ensure that all personnel transactions are submitted to the board/state
administrator for approval.

2. Staff interviews yielded conflicting information on how position numbers are used and
the evidence provided did not provide clarity, as multiple assignments were listed for staff
members with no position numbers and no effective dates. No evidence was provided
to indicate that the number of positions is appropriately managed and that personnel
expenditures are controlled in this manner. Position control had been reconciled prior to the
departure of the previous CBO but, since then, there has been a breakdown in procedures
and oversight leaving it as an unreliable system for budgeting purposes (see also Finance
Standard 7.3). This is especially true in light of the finding within the finance section where
people were hired into positions that should have been closed. HR and Business Services
Department staff members did report that they continue to work on position control cleanup
and the delineation of duties between the two departments but the fruits of those labors will
be seen in subsequent reviews.

3. Tension exists between the administrators in the HR and Business Services departments,
which may have contributed to the breakdown in the position control system. Evidence
is emerging that the responsibility for position control is appropriately being shared with
managers across the district. Procedures have been prepared, training has been provided
to principals, office managers and supervisors, and the information has been made
available to them in a handbook that is available online. FCMAT’s review of classified
and certificated rosters on board meeting agendas indicate that the personnel transactions
are more timely — most of them being within a month prior to the board meeting date.
Some of the areas where delays are still evident are extra duty assignments, coaching
assignments, and classified employee transfers/reassignments.

126  Personnel Management



4. This is the second year of the credential analyst position having been occupied and,
consistent with the last review, the district reports that no misassignments were detected
during this year’s audit performed by the county office.

5. At the time of fieldwork, Business Services had completed enrollment projections for
2017-18 using the cohort survival method and historical trend data. Staffing projection
spreadsheets had been prepared for each school and were reviewed in cabinet. Principals
reported receiving their initial staffing allocations earlier this year—in January. An appeal
process and form were prepared for principals to use for submission to Educational
Services. Staffing decisions were made well in advance of the notice requirements for
staff layofts. The resolution for reduction in certificated services was approved by the
state administrator on March 8, 2017, for a total of 27.5 FTE, which was finalized by
action at the May 10, 2017, board meeting.

6. Interviewees indicate that typically an enrollment decline occurs after the start of school
but that there is a gain starting in the second semester due to students coming from
charter schools. While this may not indicate the need for mid-year staffing adjustments,
no evidence was provided of a process to monitor staffing levels to enrollment during the
year.

7. Consistent with the last review, budget controls and preauthorizations continue to be in
place for multiple extra duty, extra hours, and overtime assignments, but many of these
authorizations are still submitted with the time sheets to Payroll after the work has been
done. The management and cleanup of these assignments in the position control database
is still a work in progress. Since the last review, the district has put in place a process to
monitor the extra-duty assignments of part-time classified employees to ensure that the
extra hours do not become part of the employee’s regular assignment by default according
to E.C. 45137.

8. Consistent with the last review, the district is using the services of an external provider to
monitor employee hours and determine compliance with the Affordable Care Act (ACA).
The district provides reports of employee hours from the payroll system to the external
provider, who in turn notifies Risk Management on a monthly basis if the employee
becomes eligible for health benefits. Risk Management staff then go to the work sites to
enroll the eligible employees in health benefits for the coming year.

Recommendations for Recovery

1. The district should provide refresher training to all managers on their part of the position
control process, including how and when to report personnel actions to the district office
in a timely manner and which personnel decisions they are authorized to make. A system
of accountability should be developed for those areas where there are still frequent issues,
such as coaching assignments, extra duty assignments, etc. For example, the district could
require all extra pay stipends to be preassigned by managers and submitted to the board/
state administrator for approval at or before the start of the term or the sport. This should
help ensure budget control and reduce supplemental payrolls.

Personnel Management 127



2. The district should develop procedures to monitor student enrollment and its impact on
staffing throughout the year and ensure flexibility to change staffing.

3. The district should ensure that it is assigning and managing position numbers in a manner
that ensure appropriate controls over personnel expenditures.

4. The district should continue to prioritize the project of cleaning up extra duty and extra
hour assignments in the position control database and ensure that the procedures are
followed for preauthorization of these assignments.

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

W W

0123456 7 8 910
Implementation Scale: —HO-O-@-O——F—+

|
|
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71 Use of Technology

Professional Standard

An online position control system is utilized and is integrated with payroll/financial systems.

Findings

1. The district uses the LACOE software applications HRS for position control and HR
functions and PeopleSoft for budget and business functions. The executive director of HR
is currently the designated authority to manage security access to HRS through LACOE
for HR and Business staff. The plan is to shift security access management for Business
staff to Business Services once that department’s vacancies have been filled.

2. Since the last review the district automated its personnel requisitions, documented
the new process and work flow, and provided training to all personnel involved. The
department or school site initiates and authorizes the requisition, which is then reviewed
and/or authorized by cabinet, the categorical program director (if applicable), Business,
HR, and Payroll. While a requisition may require up to 12 steps in this process, given
how critical position control is to fiscal solvency, and given that the district is declining
in enrollment, tight control is necessary. Interviewees report that the automated personnel
requisition process is fully functional with its ultimate goal to improve the timeliness of
filling vacancies and implementing other personnel transactions. However, it contains
numerous steps and was reported by some to still be a cumbersome process with
additional training needed.

3. The district uses position control only for both full- and part-time positions and
assignments. Employees are required to report their time on manual time sheets or
sign-in/out sheets every payroll. Each employee also completes an absence form for
every absence. This results in an inefficient use of staff time and many payroll errors
because of the manual processing. Further, absences reported through Aesop are not
automatically uploaded to the payroll system. Instead, employees report absences to the
Payroll Department separately for entry into the system. This results in additional manual
work to reconcile information from the two sources and the potential for errors in absence
reporting and tracking. The district does not fully utilize some capabilities available
within the HRS, PeopleSoft, and Aesop automated systems.

4. User and system manuals are available for HRS, and the HR Department has prepared
procedures and forms surrounding its use. Training on HRS and related software was

provided to most of the staff in HR during this year.

5. See standard 5.11 to see additional findings related to position control.
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Recommendations for Recovery

1. The district should pursue options to automate time and attendance reporting, leave
management, and other manual transaction processing functions as soon as possible in
order to improve accuracy and efficiency.

2. See Standard 5.11 for additional recommendations to improve position control.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

N N > T \ S A S

Implementation Scale:
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7.2

Use of Technology

Professional Standard

The LEA provides professional development in the appropriate use of technological resources
that will assist staff in the performance of their job responsibilities when need exists and when
budgets allow such training. (cf. 4131, 4231, 4331)

Findings

1.

The HR Department’s website includes the department’s mission and vision, a list

of staff members with contact information, and links to EDJOIN for job openings.
However, the more robust website is not linked to the HR Department’s website but,
instead, can be found on the district’s home page under “Staff/Employees,” clicking on
“http://hb.myiusd.net and then by selecting “Human Resources.” There the handbooks,
procedures, job descriptions, salary schedules, collective bargaining agreements, health
benefits, Workers’ Compensation, and other information can be found. While this web
page is rich with useful information, getting to it is not intuitive.

The HR Department is planning to implement NEOGOYV to handle applicant tracking for
classified positions starting on July 1, 2017. At the time of our fieldwork, some of the HR
staff members had received training in preparation for implementation of the system.

Since the last review, personnel requisitions have been automated, procedures and a
workflow have been documented, and training of HR staff, managers, and office staff
across the district has occurred. The system is fully functional, and some users report that
this system has significantly streamlined the process. However, others reported having a
contradictory experience.

The HR Department did not provide evidence of a formal training plan for the
department’s automated systems. However, during this review period HR staff members
received training on using HRS, EDJOIN, CODESP, Aesop, Agenda Online, online
personnel requisitions, and some specialty systems used by particular staff members for
their functions. The evidence provided indicates that HR Department staff receive more
timely access to the technology training needed for their jobs than in prior review periods.
The county office provides training in the HRS system and hosts regular user meetings,
which HR staff attend.

The HR Department uses a shared drive to which all staff members in the department
have access to coordinate staff calendars and meetings, and document and share
procedures and desk manuals, which enhance cross-training. Shared drives are being
prepared by the IT Department for Risk Management separately and for combined
Payroll/Risk Management use.
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6. HR and IT are collaborating on digitizing personnel files with a target implementation of
September 2017. HR is also moving to an online on-boarding process for new employees,
with an implementation date yet to be determined.

Recommendations for Recovery

1. The district should develop a formal training plan to include the following:

* An analysis of who should be trained

+ Identification of who will provide the training
 Identification of subjects to be covered in training

* Scheduling of initial and refresher training sessions
+ Identification and development of training materials

* An analysis of training costs and related resources

2. As the department implements additional automated functions, such as NEOGOV and
electronic document storage, the training plan should be updated to ensure that the
department’s staff members receive adequate training to implement and maintain these
additional systems

3. HR should consider adding links from its department web site to the resources available
under “Staff/Employees” so that all of the information can be accessed through this path
as well.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

N B~ b~ B~ b

Implementation Scale:
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8.1

Evaluation/Due Process Assistance

Legal Standard

Clear policies and practices exist for the regular written evaluation and assessment of classified
(E.C. 45113) and certificated employees and managers (E.C. 44663). Evaluations are done in
accordance with negotiated contracts and based on job-specific standards of performance. A clear
process exists for providing assistance to certificated and classified employees performing at
less-than-satisfactory levels.

Findings

1.

At the beginning of the 2016-17 school year, the HR Department staff provided
supervisors with a list of all employees under their supervision and the date of their last
evaluation.

Additionally, supervisors were provided with the timeline for certificated and classified
evaluations, evaluation procedures, and performance criteria. The department provided
evidence that supervisors and managers were trained in effective evaluation techniques,
and managers continue to consistently report receiving improved guidance and support in
this area.

There is no evidence of any policies and procedures related to classified employee
discipline or written protocols related to nonreelection of certificated staff, probationary
release of classified personnel, or the granting of permanency status.

The district has not established procedures for performance improvement planning and
does not use standard forms for this purpose. However, the personnel file review found
evidence that performance improvement planning is used.

There is no indication that principals are held accountable for completing certificated or
classified evaluations as required by the collective bargaining agreements as evidenced by
the following:

* Only seven of 13 schools submitted their certificated evaluations to the HR
Department in 2015-16

*  54% of certificated employees (management and nonmanagement) have not been
evaluated in the last three years

* 12.25% of certificated employees (management and nonmanagement) who have
permanent status have never received an evaluation

* 39.7% of all classified employees who have permanent status have never received an
evaluation.
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6. The district monitors probationary teacher evaluations and works closely with principals
to ensure timelines related to nonreelection are met.

7. The HR Department has provided the following trainings to principals:

* Employee motivation
* FRISK training

» Effective Employee Performance System

8. The HR Department continues to provide support to principals who are working with
struggling employees. Principals report that HR staff are supportive, accessible, positive,
and responsive.

Recommendations for Recovery

1. The district must hold principals accountable for completing certificated and classified
evaluations as required and ensure that the decision to grant permanent status to
certificated and classified employees is based on the documented observation and
evaluation of their performance.

2. The evaluations of supervisors should include criteria related to completing certificated
and classified evaluations as required by the collective bargaining agreements, ensuring
that evaluations are well written, demonstrate competency, and help struggling
employees. Additionally, managers should be expected to hold employees accountable to
high standards of conduct through progressive discipline measures.

3. The district should continue to ensure that the HR Department annually provides
supervisors with a schedule of evaluations based on timelines established in the
certificated and classified collective bargaining agreements. Additionally, HR should
continue to inform the supervisors of employees who are due to be evaluated in the
current school year. The list of evaluations that are due should include the date of the
employee’s last evaluation as well as the employee’s status as a temporary, probationary,
or permanent employee.

4. The district should ensure that managers continue to receive training annually on
effective supervision and evaluation techniques. The district should continue to ensure
that annual training is provided in progressive discipline.

5. The district should develop policies and procedures related to classified employee
discipline, written protocols related to nonreelection of certificated staff, probationary

release of classified personnel, and the granting of permanency status.

6. The district should begin entering and tracking employee status (temporary, probationary,
permanent) in the position control system.
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7. The district should develop and implement a performance improvement plan form
and process that identifies performance deficiencies and offers struggling employees
assistance and support. The improvement plan should document what the employee needs
to change, what evidence will demonstrate progress, when progress will be measured,
who will support the employee and monitor progress, and what resources will be offered
to ensure success.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 2
July 2015 Rating: 3
July 2016 Rating: 4
July 2017 Rating: 4

01 23 456 7 8 910
. | | | |
Implementation Scale: O—+——O0- 0@+

|
1
Not < > Fully
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8.3 Evaluation/Due Process Assistance

Professional Standard

Management has the ability to evaluate job requirements and match the requirements to the
employee’s skills. All classified employees are evaluated on performance at least annually by a
management-level employee knowledgeable about their work product. Certificated employees
are evaluated as agreed upon in the collective bargaining agreement and California Education
Code. The evaluation criteria are clearly communicated and, to the extent possible, measurable.
The evaluation includes follow-up on prior performance issues and establishes goals to improve
future performance.

Findings

1. Classified evaluation forms are not job-specific, and criteria are primarily related to work
behaviors or job skills. Specifically, classified employees are evaluated on work quality
and quantity, work habits, personal relationships, and initiative. The evaluation forms do
not allow supervisors to evaluate minimum competencies related to essential duties.

2. The district and the Inglewood Teachers Association (ITA) have agreed to create an
evaluation committee to develop and recommend new evaluation forms and procedures.
The committee will be comprised of three ITA members and three members appointed by
the district. The committee is advisory and was required to share recommendations before
April 1, 2017. FCMAT’s fieldwork preceded this contractual deadline, and no evidence of
the committee’s work was provided to FCMAT.

3. The personnel file review indicated that evaluations are being completed on a more
routine basis but as noted previously (see Standard 8.1) a majority of certificated,
classified, management and nonmanagement employees have not been evaluated within
the last three years. A large number of probationary employees are still not being
evaluated prior to being granted permanent status.

Recommendations for Recovery

1. Changes to the classified evaluation forms should be proposed during the next round of
negotiations. Specifically, the district should propose that classified evaluation criteria
include job specific requirements so that managers are expected to evaluate position core
competencies and that permanent status is granted only to employees who demonstrate
competency.

2. The district should ensure that evaluations are completed as required by law and local
collective bargaining agreements, are timely, and placed in personnel files.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating: 1
July 2017 Rating: 3

oS O O

o
—
+N

Implementation Scale: O—O |
Not <« »Fully
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9.5

Employee Services

Professional Standard

The LEA’s Workers” Compensation unit is actively involved in providing injured workers with
an opportunity to participate in a modified duty/return-to-work program. Updates are regularly
provided to the cabinet.

Findings

1.

Staft positions in the Risk Management Department have been largely vacant for several
years. The district hired an employee benefits specialist in June 2016, and a director of
benefits/risk management in January 2017. By the time of FCMAT’s fieldwork, all risk
management functions had been shifted from HR to the new Risk Management staff, and
interviewees across the district indicated knowledge of or having worked with the new
staff. The Illness and Injury Prevention Program (IIPP) plan was updated in February
2017 and distributed to all work sites.

One of the three HR goals for this year is to reduce the number of Workers’ Compensation
incidences by 5%, and hiring staff in Risk Management was a critical step. By the time of
FCMATs fieldwork, the district had developed a Workers” Compensation handbook with
procedures and forms and had begun to provide training to supervisors and employees
across the district. Following up on outstanding claims has been a priority, and at the time
of fieldwork only 10 people were oft of work related to a Workers’ Compensation claim.
FCMAT did not receive evidence to determine how this number compares to the prior year.

The district has a board policy and administrative regulation that provide for transitional
assignments to help employees return to work under temporary light duty. Because of the
lack of staff, this program had not been implemented; however, by the time of this year’s
fieldwork, internal procedures had been developed, and nine employees were on modified
duty. The plan is to transition the return-to-work program to a contracted service.

The HR Department had procedures to track how long employees are on leave because of
work-related illness or injury and whether workers are about to exhaust their paid leave.
These functions have been transitioned to Risk Management. Risk Management has
developed a spreadsheet of outstanding claims with critical dates for sharing with Payroll.
Employees are notified when their leave is about to be exhausted and are offered ADA
accommodation meetings to engage them in the interactive process.

Employees who experience on-the-job illnesses or injuries can benefit from appropriate
and timely treatment. The district has access to a program that enables injured employees
to contact a nurse directly and would allow the district to address issues earlier in the
process and in a less costly manner. However, the district was not utilizing this program
because of the lack of staff. Now that the Risk Management department is staffed, the
company nurse program has been implemented and training of office managers and
principals has been completed.
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Recommendation for Recovery

1. The district should continue to conduct investigations of Workers’ Compensation claims,
actively engaging employees in return-to-work programs, conducting preventive training,
providing resources to supervisors and employees, and conducting other best practices in
risk management to reduce its costs in the long run.

2. The district should prepare a plan to ensure that all of the critical functions of Risk
Management are backed up, which may need to involve some of the HR staff. Not
providing timely and appropriate risk management services in the event of planned or
unplanned absences by Risk Management Department employees can have significant
impacts on employee livelihood and the district’s expenses.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 2
July 2015 Rating: 1
July 2016 Rating: 2
July 2017 Rating: 5

Implementation Scale: L_to_c
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10.2 Employer/Employee Relations

Professional Standard

The personnel function provides a clearly defined process for bargaining with its employee
groups that involves site-level administrators.

Findings

1. Soon after last year’s fieldwork, the district settled with both unions for 2015-16, which
involved a salary increase, a floating cap on the district’s contribution to health benefits,
and some changes in language in other articles of the contracts, resulting in three-year
agreements. Reopeners were included for salaries, benefits, and two additional articles
for each party. Principals and other certificated managers were offered an opportunity to
provide input on contract language that they would like to see modified in the 2016-17
negotiations process. This included allowing for collaboration time and making changes
in the transfer language. Initial proposals for 2016-17 were provided from the district to
both unions in June 2016. The ITA initial proposal was provided at the same time, and the
CalPro initial proposal was provided in November 2016.

2. Directors and managers of CalPro unit members reported that they were not asked to
provide input on the collective bargaining agreement before the district’s initial proposal
at the June 15, 2016 board meeting.

3. The district has a process to document the cumulative progress of the collective
bargaining process for each union, which includes the meeting dates, agendas, minutes,
and tentative agreements on each individual issue. The district’s leadership team, which
includes the school principals, received periodic updates on the status of negotiations.

4. Since the last review, both district negotiating teams have been augmented with
principals, managers, and a representative from the Business Services Department.

5. Based on FCMAT’s review of the district’s website, the AB 1200 public disclosure forms
filed with the county office could be found on the “Public Notices” webpage and the
collective bargaining agreements, salary schedules, and other related information could
be found under the “Staff/Employees” link. The information was found to be current.

Recommendations for Recovery

1. The district should to ensure that input from all site administrators and classified
department managers is obtained when preparing for labor negotiations each year. This
should include feedback on the collective bargaining agreements and proposed changes to
the provisions to improve student achievement, management flexibility, and operations.
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2. The district should continue to include site administrators and/or department managers
who supervise bargaining unit members on the collective bargaining teams as well as a
representative from Business Services.

Standard Partially Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 3

July 2016 Rating: 5

July 2017 Rating: 7
01 2 3 4 5 6 7 8 9 10

Implementation Scale: O—+—+O0—+-O0—+@—+——
Not < > Fully
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10.3 Employer/Employee Relations

Professional Standard

The personnel function provides all managers and supervisors (certificated and classified)
training in contract management with emphasis on the grievance process and administration. The
personnel function provides clearly defined forms and procedures in the handling of grievances
for its managers and supervisors.

Findings

1. By the time of the last review, the district had regular communication meetings with
each union twice per month where either party could place specific issues on the agenda.
This process is still used; the parties report that many issues are resolved through these
discussions and that relationships continue to improve.

2. The grievance process i1s documented in the collective bargaining agreements, which
have now been made accessible along with the forms to administrators and staff on the
district’s website.

3. FCMAT’s review of principals’ meeting agendas indicate these meetings have been
a forum for regular updates and training on collective bargaining provisions such as
managing employee leaves, handling grievances, and conducting employee evaluations.
HR also provides an orientation to new managers twice a year, which includes these
topics. Supervisors report that they are more equipped to handle issues at the school
site but that HR is supportive when needed. The employee handbooks that have been
developed are also used in the training and are available on the district’s website.

Recommendations for Recovery

1. The district should continue its regularly scheduled communication meetings with each
union to foster the ability to resolve issues at the lowest level.

2. The district should continue its training of new managers and refresher training for

incumbent managers, with priority given to managing employee leaves, Workers’
Compensation, evaluation, and grievances.
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Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1

July 2015 Rating: 2
July 2016 Rating: 3
July 2017 Rating: 6
01 2 3 45 6 7 8 910
Implementation Scale: —O-O-O——+—@—+——+——
Not < > Fully
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10.4 Employer/Employee Relations

Professional Standard

The personnel function has a process that provides management and the board with information on
the impact of bargaining proposals (e.g., fiscal, staffing, management flexibility, student outcomes).

Findings

1. Once the tentative agreements were reached during the last review, the AB 1200
disclosures were prepared to illustrate the financial and educational impacts of the
agreements. The classified union disclosure also included classified management, but
it did not appear that the impact on certificated management was disclosed in the same
manner. The disclosures were provided to the county office for review before being
forwarded to the board/state administrator for approval. The state administrator and the
interim chief business official signed the certifications. Both disclosures can be viewed on
the district’s website under “Public Notices.”

2. District staff members on the bargaining team reported that, again this year, the financial
and operational impacts of each of the union’s proposals and the district’s proposals have
been prepared before commitments are made at the table. The county office and CDE
reviews this information. A representative from Business Services is now part of both of
the district’s negotiating teams.

3. Before the last review, based on FCMAT’s review of the collective bargaining agreements
and interviews with staff, some provisions severely restricted management rights and
flexibility, provided benefits and working conditions beyond those found in other
districts, and constrained management’s ability to improve student performance or
operational effectiveness. In the 2015-16 settlements, significant gains were made in
language in exchange for a salary increase. Negotiations have not yet been concluded
for 2016-17 to determine whether the district, its finances, and/or its students will benefit
from additional language changes.

4. The health benefits committee has been established and meets regularly. It includes
representatives of each union and from management, and participants report that the
meetings are effective and productive. It is chaired by HR but is being transitioned to
Risk Management.

Recommendations for Recovery

1. The district should ensure that Business Services continues to have a representative on both
district negotiating teams and that HR and Business Services continue to provide management
and the board/state administrator with information on the effects of bargaining proposals, e.g.,
fiscal, staffing, management flexibility, and student outcomes. The multiyear impact should be
determined and updated for every proposal before it is presented during bargaining.
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2. Changes to the classified management and confidential salary schedules should continue
be submitted to the board/state administrator with the financial impact along with the
AB 1200 disclosure requirement for settlements with the collective bargaining units.
Certificated administrators should be included in this procedure in the future.

3. Changes in the collective bargaining agreement should continue to be sought to ensure

that programs and services can better support student achievement and to restore fiscal
solvency.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 4
July 2016 Rating: 5
July 2017 Rating: 6

01 2 3 45 6 7 8 910

Implementation Scale: O—+—+—+-0-O—@—+—+—+

Not < > Fully
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July 2013 | July2014 | July 2015 July 2016 July 2017
Rating Rating Rating Rating Rating

Personnel Management Standards

PROFESSIONAL STANDARD —
ORGANIZATION AND PLANNING
The local educational agency (LEA)
1.1 has clearly defined and clarified roles 0 0 4 4 4
for board and administration relative
to recruitment, hiring, evaluation and
discipline of employees.

PROFESSIONAL STANDARD -
ORGANIZATION AND PLANNING
The personnel function has developed
1.2 a mission statement and objectives 1 1 3 3 5
directly related to the LEA’s goals and
provides an annual report of activities
and services offered during the year.

PROFESSIONAL STANDARD —
ORGANIZATION AND PLANNING
The personnel function has an
1.3 organizational chart, functions & 2 & 3 4
chart and a menu of services that
include the names, positions and job
functions of all personnel staff.

PROFESSIONAL STANDARD -
ORGANIZATION AND PLANNING
The personnel function head is a
member of the superintendent’s
cabinet and participates in decision-
making early in the process.

14

PROFESSIONAL STANDARD —
ORGANIZATION AND PLANNING
The personnel function has a data
management calendar that lists
all the ongoing data activities and
responsible parties to ensure meeting
1.5 critical deadlines on California 2 3 4 6 6
Longitudinal Pupil Achievement Data
System (CALPADS)/California Basic
Educational Data System (CBEDS)
reporting. The data is reviewed by
the appropriate authority prior to
certification.
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Personnel Management Standards

3.8

3.9

3.1

3.12

LEGAL STANDARD - EMPLOYEE
RECRUITMENT/SELECTION

In merit system LEASs, recruitment

and selection for classified service
are in compliance with the rules of
the personnel commission and all

applicable requirements are followed.

(E.C. 45240-45320)

PROFESSIONAL STANDARD

— EMPLOYEE RECRUITMENT/
SELECTION

The personnel function has a
recruitment plan based on an
assessment of the LEA's needs
for specific skills, knowledge, and
abilities. The LEA has established
an adequate recruitment budget.
Job applications meet legal and LEA
needs.

PROFESSIONAL STANDARD

— EMPLOYEE RECRUITMENT/
SELECTION

Selection procedures are uniformly
applied. The LEA systematically
initiates and follows up and performs
reference checks on all applicants
being considered for employment.

PROFESSIONAL STANDARD

— EMPLOYEE RECRUITMENT/
SELECTION

The LEA recruits, selects, and
monitors principals with strong
leadership skills, with a priority
on placement of strong leaders at
underperforming schools.
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Personnel Management Standards

4.3

44

4.5

LEGAL STANDARD - INDUCTION
AND PROFESSIONAL
DEVELOPMENT

The LEA has developed a
systematic program for identifying
areas of need for in-service
training for all employees. The
LEA has established a process

by which all required notices and
in-service training sessions have
been performed and documented
such as those for child abuse
reporting, blood-borne pathogens,
drug and alcohol-free workplace,
sexual harassment, diversity
training, and nondiscrimination. (cf.
4112.9/4212.9/4312.9), GC 11135 EC
56240, EC 44253.7)

LEGAL STANDARD - INDUCTION
AND PROFESSIONAL
DEVELOPMENT

The LEA’s nondiscrimination policy
and administrative regulations and the
availability of complaint procedures
shall be regularly publicized within the
LEA and in the community, including
posting in all schools and offices
including staff lounges and student
government meeting rooms. (cf. 4030,
cf. 4031, G.C. 11135)

PROFESSIONAL STANDARD -
INDUCTION AND PROFESSIONAL
DEVELOPMENT

Initial orientation is provided for all
new staff, and orientation materials
are provided for new employees in all
classifications: substitutes, certificated
and classified employees.

July 2013
Rating

July 2014
Rating

July 2015
Rating

July 2016 July 2017
Rating Rating
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July 2013 | July2014 | July 2015 July 2016 July 2017
Rating Rating Rating Rating Rating

Personnel Management Standards

PROFESSIONAL STANDARD —
INDUCTION AND PROFESSIONAL
DEVELOPMENT

The personnel function has developed
an employment checklist to be used
for all new employees that includes
LEA forms, including acceptable
use of technology and state and |-9
federal mandated information. The
checklist is signed by the employee
and kept on file. Employment
Development Department reporting
is compiled within 20 days of
employment.

4.6

LEGAL STANDARD - OPERATIONAL
PROCEDURES
Regulations or agreements covering
various types of leaves are fairly
administered. (EC 45199, EC 45193,
5.1 EC 45207, EC 45192, EC 45191) 3 3 4 5 7
Tracking of employee absences and
usage of time off in all categories
should be timely and should be
reported to payroll for any necessary
salary adjustments.

LEGAL STANDARD — OPERATIONAL
PROCEDURES
5.4 Personnel files contents are complete 1 1 1 3 5
and available for inspection. (EC
44031, LC 1198.5)

PROFESSIONAL STANDARD —
OPERATIONAL PROCEDURES
Personnel nonmanagement staff
55 members have individual desk 9 3 4 5 6
manuals for all of the personnel
functions for which they are held
responsible, and the HR Department

has a process for cross-training.

PROFESSIONAL STANDARD —
OPERATIONAL PROCEDURES

The personnel function has
procedures in place that allow for
both personnel and payroll staff to
meet regularly to solve problems that
develop in the processing of new
employees, classification changes,
employee promotions, and other
issues that may develop.

5.7
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July2013 | July2014 | July2015 | July2016 | July2017

Personnel Management Standards

Rating Rating Rating Rating Rating
PROFESSIONAL STANDARD -
OPERATIONAL PROCEDURES
Personnel staff members attend
5.8 training sessions/workshops to 1 1 2 3 5

keep abreast of best practices and
requirements facing personnel
administrators.

PROFESSIONAL STANDARD —
OPERATIONAL PROCEDURES
5.10 Established staffing formulas dictate 3 2 3 3 4
the assignment of personnel to the
various sites and programs.

PROFESSIONAL STANDARD —
OPERATIONAL PROCEDURES

The LEA has implemented position
control processes that incorporate the
hiring and placement of all governing
board-authorized positions. A reliable
position control is a planning tool that
has defined standards and formulas
for tracking, adding, creating,

and deleting positions within the
organization to align staffing with
budget and payroll systems.

5.11

PROFESSIONAL STANDARD — USE
OF TECHNOLOGY
71 An online position control system is 2 2 4 4 4
utilized and is integrated with payroll/
financial systems.

PROFESSIONAL STANDARD - USE
OF TECHNOLOGY
The LEA provides professional
development in the appropriate use of
7.2 technological resources that will assist 4 4 4 4 6
staff in the performance of their job
responsibilities when need exists and
when budgets allow such training. (cf.
4131, 4231, 4331)
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July 2013 | July2014 | July 2015 July 2016 July 2017
Rating Rating Rating Rating Rating

Personnel Management Standards

LEGAL STANDARD — EVALUATION/
DUE PROCESS ASSISTANCE

Clear policies and practices exist for
the regular written evaluation and
assessment of classified (EC 45113)
and certificated employees and
managers (EC 44663). Evaluations
are done in accordance with
negotiated contracts and based on
job-specific standards of performance.
A clear process exists for providing
assistance to certificated and
classified employees performing at
less-than-satisfactory levels.

8.1

PROFESSIONAL STANDARD -
EVALUATION/DUE PROCESS
ASSISTANCE

Management has the ability to
evaluate job requirements and match
the requirements to the employee’s
skills. All classified employees are
evaluated on performance at least
annually by a management-level
employee knowledgeable about
their work product. Certificated
employees are evaluated as agreed
upon in the collective bargaining
agreement and California Education
Code. The evaluation criteria are
clearly communicated and, to the
extent possible, measurable. The
evaluation includes follow-up on prior
performance issues and establishes
goals to improve future performance.

8.3

PROFESSIONAL STANDARD -
EMPLOYEE SERVICES

The LEA's Workers’ Compensation
unit is actively involved in providing
injured workers with an opportunity
to participate in a modified duty/
return-to-work program. Updates are
regularly provided to the cabinet.

9.5

PROFESSIONAL STANDARD
— EMPLOYER/EMPLOYEE
RELATIONS
10.2 The personnel function provides a 0 0 3 5 7
clearly defined process for bargaining
with its employee groups that involves
site-level administrators.
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July 2013 | July2014 | July 2015 July 2016 July 2017
Rating Rating Rating Rating Rating

Personnel Management Standards

PROFESSIONAL STANDARD

— EMPLOYER/EMPLOYEE

RELATIONS

The personnel function provides

all managers and supervisors

(certificated and classified) training
10.3 in contract management with 1 1 2 3 6

emphasis on the grievance process

and administration. The personnel

function provides clearly defined

forms and procedures in the handling

of grievances for its managers and

Supervisors.

PROFESSIONAL STANDARD
- EMPLOYER/EMPLOYEE
RELATIONS
The personnel function has a process
104 that provides management and the 0 0 4 5 6
board with information on the impact
of bargaining proposals, e.g., fiscal,
staffing, management flexibility,
student outcomes.

Collective Average Rating 1.46 1.36 2.82 4.00 5.43
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1.1

Planning Process

Legal Standard

Categorical and compensatory program funds supplement and do not supplant services and
materials to be provided by the LEA. (20 USC 6321)

Findings

1.

The district has trained all principals in the proper use of categorical funds, and Title I
specifically. The district provides a monthly categorical funds compliance checklist for
school sites.

The district has established systems and procedures to monitor the appropriate budgeting
and use of categorical funds. The district provided evidence of a memo to principals
regarding their respective budget contact person at the district office as well as their
respective meeting schedule with their contact. However, the district’s Title I resource has
a large balance of unencumbered funds, and the CBO reported that the district was going
through an audit process to transfer general fund expenditures that should have originally
been charged to Title I site budgets. Consequently, it is unclear how closely the district
actually adheres to its systems and procedures to actively monitor site expenditures.

The district continues to provide each school with general and categorical budget
allocations. Monthly budget updates are now available through an online system that
principals have been trained to use.

The district provided school site council parent/member training in categorical and
compensatory programs in September 2016.

The CDE regularly monitors the district for the appropriate use of federal funds through
annually submitted reports and on-site/online reviews. The district did not have any
noncompliance findings related to categorical funds during the 2016-17 Federal Program
Monitoring (FPM) review.

Recommendations for Recovery

1.

The district should continue its annual training of all principals in the proper use of

categorical funds. This training should help principals understand the parameters for
proper expenditures. The district should continue to support principals by providing
alternatives for site funding needs and uses.

The district should review site requests for expenditures and carefully monitor them to

ensure that categorical and compensatory program funds supplement and do not supplant
services and materials to be provided by the local education agency (LEA).

Pupil Achievement
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3. The director of categorical programs should ensure that sites expend funds appropriately
within the timelines written in their Single Plans for Student Achievement (SPSAs) and
the district’s Local Control and Accountability Plan (LCAP) to avoid excessive carry-
over balances and the need for extensive, subsequent corrections to funding sources.

4. The district should continue to assist new principals with their understanding of the use of
summary budget reports and the online budget monitoring tool.

5. The district’s business office should ensure that categorical and compensatory program
budgets are developed within its annual budget calendar.

Standard Partially Implemented

July 2013 Rating: 2

July 2014 Rating: 2

July 2015 Rating: 5

July 2016 Rating: 6

July 2017 Rating: 6
01 2 3 45 6 7 8 910

Implementation Scale: —+—O—+—+-0-@—+—+—+
Not < »Fully
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1.2

Planning Processes

Legal Standard

Each school has a school site council, comprised of teachers, parents, principal and students, that
is actively engaged in school planning. (EC 52050-52075)

Findings

1.

The board policies applicable to this standard were updated and approved at the August
2014 board meeting.

There continues to be inconsistency between schools on the timeline for electing new
officers to the school site council (SSC). Although the district has provided the sites with
guidance to elect officers in September each year, schools had elections that ranged from
September to December 2016. Based on documents provided, FCMAT was unable to
confirm that officers were elected at one school site.

The SSCs approved most SPSAs between October and December 2016. However, one
school site’s SSC minutes did not reflect approval of its SPSA nor was a date noted on the
plan.

All SSCs had the correct composition of members as required by Education Code 52852.
Students were represented on all high school councils as required. Students were also
present on all councils that represented middle school students.

Many SSC minutes were published using a similar format with more detail than previous
reviews, although some sites still provide little detail in minutes making it more difficult

to understand the discussions and actions of the council or the results of a council’s vote

on an action item.

Although the district has provided additional direction and training, the ability of the
various SSCs to perform their duties and responsibilities continues to be inconsistent
between schools.

There continues to be inconsistency between schools regarding parental attendance and
the active participation of SSC members at meetings. Some principals reported having
difficulty gaining parental participation for SSC while others did not. Minutes for this
review period reflect more schools having parents involved in council leadership.

The district offered SSC parent/member training sessions at the beginning of the 2016-17

school year. They also offered additional training to principals specific to evaluating the
SPSA and how to use data for this purpose.

Pupil Achievement

161



162

Recommendations for Recovery

1.

Since an SSC timeline has been provided, the district should hold site principals
accountable to those timelines for establishing the council, approval of the SPSA and the
number of meetings held per year.

District leadership should continue to review and monitor SSC agendas and minutes

to validate that the council is composed of the requisite members, meets regularly,
evaluates the effectiveness of programs and expenses under their purview, follows proper
guidelines for meetings and is actively engaged in decision-making. The district should
provide additional assistance to schools that struggle to meet those requirements and
those with new site leadership.

The district should require a standardized format for reporting SSC minutes to include
all relevant information (composition of membership with role of each member clearly
delineated, record of attendance, a summary of actions and discussions, and a recording
of votes on each action item). In the initial SSC training each year, the district should
stress the importance of the minutes being detailed enough for those not in attendance to
clearly understand what took place.

Annual training should continue to be provided to ensure that SSC members and
principals fully understand their roles and are equipped to do their jobs effectively as
members.

The district should continue to provide principals with support on issues regarding the
composition of SSCs, lack of parental involvement and lagging engagement. This district
support allows the councils to focus on developing and implementing their school plans
for student achievement and the district’s LCAP.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

Implementation Scale: H—O0—F+-0-@—
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1.4

Planning Processes

Professional Standard

The LEA’s policies, culture and practices reflect a commitment to implementing systemic
reform, innovative leadership, and high expectations to improve student achievement and
learning.

Findings

1.

District administration has begun to articulate to principals, staff and the community the
expectation that policies and practices of the district should align with and reflect the
district’s vision, mission, and goals. Expectations for student achievement were included
and detailed in the Inglewood Unified School District Recovery Plan dated February 10,
2016, the district’s 2016-17 LCAP, and the 2016-17 SPSAs.

Leadership transitions at the district office and some sites continued during the 2016-17
school year. Principals can articulate the focus areas of the district as well as at their
respective school in regard to improving student outcomes. However, district leadership
continues to assess the capacity of its site leaders to transform school culture and

fully implement district initiatives to improve student outcomes. Staff and leadership
instability continues to hinder some schools’ ability to implement systemic reform.

The district continued its implementation of the vast number of initiatives that were
introduced in the last two years such as professional development for Common Core
Math and English Language Arts (ELA) Standards and their respective curriculum
adoptions, the AVID Program, i-Ready intervention and Illuminate assessment programs,
Instructional Rounds, technology integration, and the Positive Behavioral Interventions
and Supports program (PBIS). The district has continued to allow each school site to
select its focus area(s).

The district has begun to implement structures to more actively monitor on-site
instruction, but the structures are not yet fully operational. While district administrators
have been assigned to specific principals with whom they are to meet monthly, some
principals reported that this does not occur consistently. Additionally, although the district
began requesting walk-through logs from principals in January 2017, principals are not
required to use a common instrument to report their data, and not all had been submitting
the logs at the time of the FCMAT visit.

While there continues to be a growing commitment to systemic reform and high
expectations for student achievement from district and school leadership, the
commitment, as well as the capacity to implement reform, continues to vary among
teachers in the classroom. Classroom observations indicated a majority of instruction
throughout the district is not indicative of a culture of high expectations for students.

Pupil Achievement

163



6. The perceptions of site and district staff are inconsistent regarding whether culture and
practices are improving in the district, while the classroom walk-through and student
achievement data indicate the district’s initiatives are not translating into improved
student achievement. For example, although district staff indicate that things are
improving, the district’s ELA Benchmark #2 results showed a range of 52-88% of
students in grades 3, 8, and 11 performing below grade level while the Mathematics
Benchmark #2 results indicated that 87-90% of students in grades 4, 5, and 6 were
performing below grade level. Other grade level data was not made available for review.

7. The district continues to use its principals’ meetings to focus on implementing systemic
reform, innovative leadership, and high expectations to improve student achievement.
Principals noted that the state administrator is perceived to be the district’s instructional
leader and that he is helping them grow as their site’s educational leader. However, the
district does not have a systematic professional growth plan for principals to ensure that
they each have the knowledge and capacity necessary to evaluate the effectiveness of
instruction and instructional alignment to standards. For example, most principals have
not been trained in the district’s adopted ELA and mathematics curriculum materials and
yet they are expected to support the instruction of their teachers who use these materials.

8. For the third consecutive year, principals were provided with a leadership coach through
Pivot Learning Partners. Most principals continue to report a positive relationship with
their coach and appreciated the opportunity to collaborate with their principal peers
during the Pivot cohort collaborative meetings.

9. The schools’ SPSAs, as well as the district’s LCAP and its Pupil Achievement
Improvement Plan 2016-19, discuss planning and implementing systemic reform,
innovative leadership, and high expectations to improve student achievement with
stated measurable achievement goals for all students. Although some progress has been
made in these areas, the evidence continues to indicate that these efforts are implemented
inconsistently from school to school and classroom to classroom. Therefore, most of the
timelines for actions within the Pupil Achievement Improvement Plan that was created
by the district in June 2016 have not been met. This plan includes many actions and
strategies with general timelines and vague accountability criteria.

Recommendations for Recovery

1. Principals should continue to be provided with professional development and
differentiated guidance to ensure that they are the instructional leaders at their
respective sites. Therefore, the district should require a common instrument to monitor
the classroom observation data and use it to evaluate each principal’s effectiveness in
conducting regular, weekly classroom walk-throughs as well as their capacity to provide
specific, constructive feedback to teachers on areas of strength and growth for their
instructional practices.

2. The district should continue to evaluate the effectiveness and value of the principals’
Pivot coaches, based on data and/or surveys, to ensure that the district receives the
maximum benefit for funds expended.
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3. The district should ensure that principals are regularly and rigorously evaluated according
to the schedule and criteria established by the district. This evaluation should include a
determination of each principal’s instructional leadership skills for improving instruction
and student achievement. The central office leadership assigned to evaluate principals
should hold conferences incrementally throughout the year to review metrics and
progress and provide guidance and assistance, as needed.

4. The district should continue to make a concerted effort to retain effective leaders and
teachers at its schools. Because of declining enrollment, the district is forced to provide
layoff notices to many of its newly hired teachers, losing many to other districts as well
as the investment made in training them.

5. The district should continue to provide principals and teachers with its expectations for
improved student achievement including measurable achievement goals and metrics.

6. The district should continue its professional development efforts with the site
administrators to support improvements in instruction, implementing systematic reform,
innovative leadership and high expectations to improve student achievement.

7. The district should refine its Pupil Achievement Improvement Plan 2016-19 to better
strategically and systematically implement the research-based actions and strategies
included in the plan on a districtwide basis. This would necessitate the prioritization of
the various initiatives with the expectation that all principals and staff will be accountable
for meeting the timelines for implementation with district support. A district leadership
team should stringently monitor the plan’s implementation and provide differentiated
support to principals and schools, based on the respective criteria identified in the plan
such as classroom observation data from principal walkthroughs. This support should
include a continuum of options including the deployment of the district’s academic
coaches to specific teachers, allowing release time for staff to visit sites effectively using
the strategies, and site-level professional development by experts with release time for
teachers who would be required to attend.

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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1.5

Planning Processes

Professional Standard

The LEA has fiscal policies and a fiscal resource allocation plan that are aligned with measurable
student achievement outcomes and instructional goals including, but not limited to, the Essential
Program Components. (Revised DAIT)

Findings

1.

Board Policy 3000, Business and Non-Instructional Operations Concepts and Roles,
adopted on August 4, 2014, speaks expressly to this standard. Even though the district
subscribes to Gamut, the California School Boards Association’s (CSBA’s) online
resource for board policies, and updated its policies and administrative regulations

en masse in August 2014, it no longer has Board Policy 3100, Business and Non-
Instructional Operations Budget. The district’s previous BP 3100 also spoke expressly to
this standard.

The district does not have a separate fiscal resource allocation plan that is specifically
aligned with measurable student achievement outcomes and instructional goals,
including, but not limited to, the Essential Program Components.

. The LCAP and LEA plan have been updated to include the district’s 2016-17 goals and

outcomes for student achievement. The district provides fiscal support for implementing
the goals through professional development and coaching for both teachers and
administrators.

District staff has provided training to principals on how to align SPSAs with the LCAP
and LEA plans. They have also provided direction on analyzing data to determine
effectiveness of actions and services. Site leaders continue to have a varying level of
understanding and ability to effectively implement the district’s goals and affect student
outcomes. The district is providing professional development for principals to build their
leadership capacity.

. The district provided professional development to principals on how to view their site

budgets through the PeopleSoft software. Interviews with staff indicate that few access
this information, and most receive only individualized site budget balances upon request.
Interviews with staff also indicate the district continues to provide preliminary site budget
information to principals each spring, and the proposed site budgets from principals are
due back to the district before the end of the school year.

The district planned budget meetings between the school site principals and their assigned
budget representative in the Business Services Department. These meetings were
supposed to happen monthly although principals report that they occurred infrequently.
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Recommendations for Recovery

1.

The district should update its board policies and administrative regulations to include a
policy specifically on the budget such as what is suggested in the Gamut CSBA templates
labeled BP/AR 3100.

For 2017-18, the district should continue to update the LCAP and LEA plan to align
fiscal resources with measurable student achievement outcomes and instructional goals.
These goals and measurable outcomes should continue to be communicated to site level
leadership with a focus on aligning site plans and resources to support these goals.

Ensure school site budget development and management that facilitates program
implementation to support the goals in the LCAP and LEA plan. This will maximize
benefits for students. Hold budget representatives and site principals responsible for
meeting regularly as a system for reviewing the site budgets and helping to make
decisions that support the goals in the LCAP and LEA plan.

Monitor SSC minutes for site level budget decisions and evaluation of program
effectiveness throughout the school year, ensuring that adjustments are being made as
needed.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 3
July 2017 Rating: 3
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1.6 Planning Processes

Professional Standard

The LEA has policies to fully implement the State Board of Education-adopted Essential
Program Components for Instructional Success. These include implementation of instructional
materials, intervention programs, aligned assessments, appropriate use of pacing and
instructional time, and alignment of categorical programs and instructional support.

Findings

1. The district has multiple board policies that speak expressly to this standard such as BP
6161.1 and 6161.11.

2. The implementation of instructional materials, the appropriate use of pacing and
instructional time, and alignment of categorical programs remain fairly consistent
with the 2015-16 descriptions and levels, showing slight improvements. The district
implemented more systematic assessment systems using the Illuminate software
program, developing and disseminating a benchmark assessment schedule for ELA
and mathematics to all schools that was based upon the curriculum map created by the
district’s teacher leadership teams. The district continued to implement the i-Ready
intervention program, but it is inconsistently used throughout the district with very
limited use by the high schools. Additionally, as the i-Ready Program is the district’s
primary delivery system for intervention, the implementation of appropriate interventions
aligned to the California Frameworks for ELA and mathematics has not advanced in
2016-17.

3. Although all of the goals for student achievement are being used, at least one SPSA
did not assign any dollar amounts and funding sources to its actions, and most of them
outlined actions that were too general in nature to define specifically how categorical
funds, including Title I, are used. For example, many of the SPSAs listed professional
development generically as an action for a goal, but the purpose and nature of the
professional development were not stated nor were the object code descriptors aligned to
them. During 2016-17, the district provided training to sites on how SSCs are to analyze
and report the effectiveness of the actions in their individual SPSAs. Because of the lack
of clarity and alignment in the SPSAs between specific actions and the expenditures that
support them, SSCs will have difficulty in analyzing the effectiveness of those actions in
their SPSAs.

4. The district adopted the Houghton-Mifflin Reading/language arts series from the
SBE-approved curriculum list for all grades K-8 in 2016. It also adopted the Houghton-
Mifflin Reading/language arts series for grades 9-12, even though the SBE does not
have an approved curriculum list for these grades. The McGraw-Hill 2015 SBE-adopted
mathematics curriculum for grades K-5, in addition to Holt Mathematics, Pre-Algebra
and Algebra for middle schools continues to be available and used. High schools list
standards-aligned curriculum materials for all mathematics courses within their School
Accountability Report Cards (SARCs).
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Although instructional materials are appropriate, and were observed as being available in
most classrooms, teachers have had limited professional development in the components
of the 2016-17 district-adopted ELA curriculum materials. Therefore, district staff
indicated that many teachers have struggled during the academic year to fully and
appropriately utilize the ELA curriculum as it is designed to teach Common Core State
Standards. Principals and observations suggested that some teachers still feel more
comfortable with the previous ELA-adopted materials and continue to use them to
supplement the new ELA adoption. Although the district adopted a new mathematics
curriculum in 2015-16 and teachers have had more opportunities for professional
development with it, state and local assessment data indicates that the vast majority of
the district’s students perform well below grade level, which suggests that there are also
instructional implementation issues with mathematics.

The district continues to use the data analysis software [lluminate. It also added the
i-Ready software program in 2015-16 to assess individual student learning levels,
diagnose learning gaps, and then prescribe lessons that address deficits for both language
arts and mathematics. The assessments in these software programs are aligned to the
Smarter Balanced Assessment Consortium (SBAC) and to the standards-based curriculum
adopted by the district for ELA and mathematics. However, disparities continue between
the level of rigor found in the standards-aligned curriculum and assessments as compared
with classroom instruction throughout the district. Additionally, the district has used

the i-Ready Program as its primary source of intervention for students, both during the
school day and after school, instead of developing a tiered approach to intervention as
recommended in the California State Frameworks for ELA and mathematics.

The district utilized grade level/content area teacher committees during the summer of
2016 to refine the benchmarks for ELA and mathematics administered through Illuminate.
The district prepared and disseminated an assessment calendar for 2016-17 requiring all
teachers to administer the benchmarks with the expectation that teachers would use the data
during collaboration time to refine their instruction and provide interventions for students,
based on identified needs. The district also provided teachers with an [lluminate data
analysis template. Although the district has provided principals with substantial training
and support in benchmark data analysis, teachers have not received the same degree of
training. Therefore, the Illuminate Data Analysis template tool is not effectively used to
refine instruction and provide tiered-levels of appropriate interventions for students.

The district created and disseminated a professional development calendar that contained
numerous options for teachers during the year to receive professional development

in a great number of the district’s initiatives. This strategy for providing professional
development could be characterized as a lack of systematic delivery and follow-up for

all teachers. In addition, although the Pupil Achievement Improvement Plan 2016-19
included actions for professional development to support the collaborative use of
assessment data by teacher teams, it did not address the basic concepts of how teacher
teams work together collaboratively. This lack of collaborative culture is evident throughout
many district schools and makes it difficult for teachers to effectively collaborate around
assessment data and use it to plan instruction and interventions for students.
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9. The district continues to lack a clear, specific plan that defines how sites should provide
Multi-Tiered System of Supports (MTSS) to all students in need across the district.
Although the district is beginning to focus on effective first instruction, i-Ready and
[lluminate assessment results indicate large percentages of students (52-88%) throughout
the district performed below grade level on the 2016-17 Benchmark #2 ELA assessment.
According to the California ELA Framework, no more than 15% of students should need
to receive a Tier II support, which is defined as supplemental instruction before, during or
after school.

10. Although the district began using i-Ready in 2015-16, it was implemented as a universal
intervention program for K-8 students during the instructional day and for some after-
school programs during the 2016-17 school year. District administrators monitor the
number of students accessing the program as well as the amount of time students are using
it each week. Some teachers use i-Ready as part of the daily ELA instructional time, and
principals identified i-Ready as the primary mode of intervention provided to students.
In regard to interventions, it appears the district is developing an overreliance on the
i-Ready Program to improve academic achievement.

11. Staff use of instructional time continues to vary from school to school, and is often
inconsistent within the same school. Although effective first instruction, which would
include Tier I interventions, is beginning to be a focus within the district, there is a lack
of urgency throughout the district to ensure that it is being implemented. Many teachers
and principals have received professional development on the components of effective
first instruction, but it is not systematically taking place in classrooms.

Recommendations for Recovery

1. The district should make the components of effective first instruction a priority for
implementation throughout the district ensuring that teachers and principals receive a
continuum of professional development and supports that lead to full implementation
(90-100% of the teachers using the components at least 90% of the time). The district
should define effective first instruction, and it should include at a minimum: rigorous
standards-aligned, engaging and differentiated lessons taught using district-adopted
curriculum and research-based strategies that include Tier I embedded interventions as
well as enrichment for those students who are accelerated. In addition, the district should
provide a continuum of supports to grade level/content area teacher teams, to conduct
lesson studies to assess the rigor of planned/delivered lessons and student assignments
in relation to state standards and adjust them, accordingly. The supports should include
the use of academic coaches and other district or county office of education curriculum
specialists.

2. The district should define, formalize and document its MTSS for all schools and teachers.
It should begin this process with a thorough review of the California State Framework’s
research-based protocols, procedures and practices and assess its current status of
implementation of MTSS based on its student achievement data.
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3. The district should ensure that all teachers have sufficient training in the district’s adopted
ELA and mathematics curriculum materials to effectively use all of their respective
components to meet the needs of intervention and advanced students.

4. Teachers and principals should continue to receive ongoing training and support in how
to use data from assessments to monitor, adjust, and individualize instruction consistent
with the Common Core State Standards. The district should also provide training to
teacher teams in the basic knowledge and skills related to effective collaborative practices
to help build a collaborative culture. District and site administrators should support
and monitor collaboration time to ensure that teams use these practices as they work to
improve their instruction to meet student needs.

5. The district should continue to monitor that principals conduct classroom walk-throughs
and provide constructive feedback and support to teachers to focus on continual
improvement.

6. The district should require that its schools delineate actions, aligned to goals in their
respective SPSAs that include specified dollar amounts and funding sources.

7. The district should revise the Pupil Achievement Improvement Plan 2016-19 to prioritize
and strategically and incrementally provide professional development in a more
systematic manner.

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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1.8

Planning Processes

Professional Standard

The LEA provides and supports the use of information systems and technology to manage
student data, and provides professional development to site staff on effectively analyzing and
applying data to improve student learning and achievement. (DAIT)

Findings

1.

The executive director of information technology (IT) continues to work to improve the
district technology infrastructure and information systems to provide accurate and timely
student data to the LEA. She collaborates with the director of research, assessment and
evaluation on management of student data.

While there is an outdated technology plan for 2013-16, it has not been updated to
guide and direct further improvements and enhancements to the existing technology
infrastructure and information/data system.

Professional development has been provided to principals and other appropriate site
staff on data entry processes and procedures to increase the accuracy of data provided by
the student information system. Monthly data management meetings are being held to
provide continuous support and monitoring of data entry processes.

The district is using technology based i-Ready assessments and Illuminate benchmarks
at all school sites. The director of research, assessment and evaluation has provided
professional development to principals on how to access i-Ready and Illuminate
benchmark data and on the information yielded by various reports available in the
systems. The director of research, assessment and evaluation has provided monthly
professional development on how to analyze i-Ready and Illuminate data and on the use
of that data to improve instruction at principals’ meetings. Most principals indicated that
this training has been extremely valuable.

A common data analysis template was developed for use with Illuminate benchmark
data and is in the initial stage of implementation. Principals and teachers are providing
the director of research, assessment and evaluation with feedback on the form content
and modifications will be made to the form based on that feedback. Some principals
and teachers reported that the form includes too many components and that some of the
components are not clear. Samples of completed templates from teacher Professional
Learning Community (PLC) teams reviewed by FCMAT demonstrated inconsistency in
the interpretation/understanding of some of the components between teacher teams and
across school sites.

Professional development was provided to principals and counselors on the use of an
online student study team (SST) system. Principals are responsible for providing training
and implementing the process at their school sites. The use of the online system and the
implementation of the SST process continues to vary greatly between school sites.
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Recommendations for Recovery

1. The district IT and research, assessment and evaluation directors should continue to
collaborate to strengthen the accuracy and management of student information.

2. A district technology plan should be updated to guide and direct continued development
and enhancements to the existing district infrastructure and information/data system.

3. District administration should explicitly communicate the expectations for principals and
teachers concerning the analysis of student achievement data, and for the use of that data
to guide instructional planning and delivery of high quality, effective instruction.

4. Principals and teachers should be held accountable for using the assessment data
provided by the district to identify individual student learning needs and for developing
and implementing specific action plans to address diverse student needs.

5. Principals should continue to be provided with ongoing professional learning
opportunities that strengthen their ability to use i-Ready and Illuminate data to inform
instructional and curricular decisions at the school sites. This professional development
should include specific strategies/techniques for coaching teachers in the analysis of
student achievement data that results in the development and implementation of explicit
action plans for the planning and delivery of high quality, effective instruction.

6. The district should provide ongoing professional development for teachers to increase
their capacity to analyze the variety of reports available from the i-Ready and [lluminate
systems and to use individual student-level data to develop and implement explicit action
plans to address identified student learning needs.

7. District administration should closely monitor the implementation of the online SST
system and SST process implementation at all school sites as a component of a district-
wide MTSS. Ongoing professional development and support should be provided that
results in the consistent, effective use of the SST online system and district process.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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1.9 Planning Processes

Professional Standard

The LEA holds teachers, site administrators, and LEA personnel accountable for student
achievement through evaluations and professional development.

Findings

1. The district provided principals with an [USD Employee Evaluation Timeline which
included certificated evaluations. Principals interviewed stated that they had either
completed their assigned teacher evaluations for 2016-17 or were in the process of
completing them to meet the district’s timelines.

2. The district continues to work with the ITA/IUSD Evaluation Committee that began
meeting in 2015-16 to revise the district’s certificated evaluation form and procedures.
Although Article XVI-Evaluation Procedure of the ITA contract includes verbiage such
as “the principal objective in evaluation is to improve the quality of education in the
District,” it also states that “(student assessment) data is to be considered and used solely
as a formative assessment tool....” and that “results of standardized tests utilized for the
purpose of a School Improvement Plan shall not be included in the summative evaluation
of unit members.” However, AR 4115 states: ““... summary data on student assessment
results shall be used by the district ..., as appropriate, to evaluate staff performance.”
Further, AR 4115 states under Evaluation Criteria: “The Superintendent or designee
shall assess the performance of certificated instructional staff as it reasonably relates to
the following criteria: Students’ progress toward meeting district standards of expected
achievement for their grade level in each area of study and, if applicable, towards the
state-adopted content standards as measured by state-adopted criterion-referenced
assessments.” There continues to be a discrepancy between the district’s AR 4115 and
ITA contract Article XVI in regard to the use of student assessment data in the evaluation
process of certificated staft. In addition, it is not clear how any assessment data, including
benchmark or i-Ready, are being used in the formative assessment process of teachers.
Review of the certificated evaluation form as well as the Certificated Employee Handbook
indicated that neither included any reference to student achievement.

3. As was reported in Standard 1.4, the district continues to attempt to take a more active
role in on-site monitoring of instruction. In January 2017, the district began requesting
that principals submit monthly classroom walk-through logs to district administration, but
few had been complying with this policy at the time of FCMAT’s visit. The district does
not require a specific template/tool, but has provided a Gradual Release Walk Through/
Coaching Form for principals to use to document their walk-throughs and to provide
feedback to teachers. Some principals continue to use the DigiCoach tool that the district
purchased in 2015-16. FCMAT’s review of completed Gradual Release Walk Through/
Coaching Forms indicated a lack of specific constructive feedback was included for
teachers.
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4. Instructional Rounds are being implemented throughout the district to a greater degree in
2016-17 with more site staff participation than district leadership. There is no evidence
that the data from the instructional rounds is leading to improved instructional practice.

5. Based on a district memo shared with FCMAT, principals met with district leadership in the
fall of 2016 to discuss the respective goals for evaluative purposes. The district had selected
Standards 1 and 2 from the California Professional Standards for Educational Leaders
(CPSEL) for all principals and asked each principal to select at least one additional
CPSEL to include as a goal for 2016-17. Principals were asked to collect evidence during
the year to share with their evaluator to demonstrate that they had attained their three
goals for the year. Included in the district’s memo was a directive that district leadership
was to conduct progress meetings in January and May with each principal prior to their
summary evaluation in June 2017. Although some principals interviewed stated that they
felt more supported by the district this year, FCMAT could not confirm that the principal
progress meetings had occurred as outlined above.

6. In addition to the academic coaching positions established in 2015-16 for English
language arts and technology, the district hired a coach for mathematics in 2016-17. The
district revised its plan for providing coaching support to sites and teachers in 2016-17
by assigning coaches to specific schools during the week and only allowing teachers
to request coaching support if so desired by the teacher. Some teachers, coaches and
principals reported that this new assignment and request system is not working effectively
to provide support to teachers because there is confusion about assigned responsibilities
and miscommunications between teachers and the coaches. Other principals reported that
the new assignment system is working well for them with coaches being available on
their site.

Recommendations for Recovery

1. A tone of accountability and expectations for all staff should continue to be a priority.

2. The district should continue to ensure that principals are regularly and rigorously
evaluated according to the schedule and criteria established by the district. This
evaluation should include a determination of each principal’s instructional leadership
skills for improving instruction and student achievement. The central office leadership
assigned to evaluate principals should, at a minimum, hold quarterly conferences with
principals to set and review metrics and progress and provide guidance and assistance, as
needed.

3. A specific plan for effectively carrying out accountability for student achievement should
be developed, disseminated, implemented and monitored. This plan should include
district-identified data such as LCAP metrics, [lluminate Benchmark data, i-Ready
data, or other local assessment data to which principals will be held accountable for
improvements annually.
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4. The teacher evaluation process should be structured to more clearly focus on student
achievement and the teachers’ approach in fostering achievement in their classrooms,
with the connection between teaching and learning more clearly defined. The district
should work with grade level leaders to identify and select achievement criteria relevant
to their grade level. These criteria could range from growth in fluency, to performance on
a particular benchmark or a locally-developed, standards-aligned performance task. Each
grade level should then identify and set achievement targets for all teachers in a particular
grade level. Teacher performance in regard to student outcomes should become, at
minimum, discussion points during the formative evaluation process if not part of the
formal evaluation itself.

5. Systems of support that include referrals for coaching by principals as well as requests
for coaching by teachers should be implemented so that principals have the capacity
to increase the instructional levels of the teachers and student achievement through the
formative evaluation process. In addition, the district should monitor principal classroom
walk-throughs to ensure that teachers are provided constructive, effective feedback for
continual improvements in instructional practices.

6. The district should continue to work with the Inglewood Teachers Association through
the evaluation committee that has been established to revise the collective bargaining
agreement Article XVI’s evaluation procedures to include the use of some form of student
achievement data in the evaluation criteria for certificated staff.

7. The district should continue to implement instructional rounds throughout the district and
monitor data to ensure that these efforts are leading to improved instruction.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 2
July 2017 Rating: 2
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Implementation Scale: —O-@———+———+——+—
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2.1

Curriculum

Legal Standard

The LEA provides and fully implements SBE-adopted and standards-based (aligned for
secondary) instructional textbooks and materials for all students, including intervention
in reading/language arts and mathematics, and support for students failing to demonstrate
proficiency in history, social studies, and science. (EC 60119, DAIT)

Findings

1.

In 2016-17, the district, through a selection committee, adopted and purchased a SBE-
approved ELA curriculum for grades K-8 and also purchased the standards-aligned
Houghton-Mifflin ELA series for grades 9-12. This ELA adoption includes embedded
English language development (ELD) curriculum aligned to ELD standards. These
materials, in addition to the most recent mathematics adoption with ancillary materials,
were observed to be available for student use in most classrooms visited. However,

as noted in Standard 1.6, the district’s teachers have received minimal professional
development related to the new ELA curriculum materials, and some principals stated
that teachers still resort to using materials and lessons from the previous adoption because
they are more confident using them.

A reliance on workbook and worksheet activities continues to be observed in many
schools and classrooms throughout the district.

. Effective first instruction that includes the use of district-adopted curriculum materials

to provide differentiation and Tier I interventions continues to be minimally observed in
classrooms throughout the district. The district purchased and has implemented the use of
the i-Ready program, which would be considered a supplemental program and a Tier II or
Tier III intervention. However, many grade K-8 teachers are using the i-Ready program
exclusively for student interventions during the school day for both core (includes Tier

I) and supplemental instruction (Tier II), and some schools are using i-Ready for their
after-school programs (Tier II) as well. The i-Ready program is used minimally by the
high school level.

While the district continues to report that it has many tools available for intervention
such as Apex for credit recovery, Mobi-Max, Lexia Reading, i-Ready, and for English
learners, Imagine Learning, little progress has been made in the district to embed Tier

I interventions into the core instructional programs including reading/language arts,
mathematics, science and social science. In addition, instructional time allocations for
intervention, as defined by the California State Frameworks for reading-language arts
and mathematics, continue to be inconsistent throughout the district, and in some schools
nonexistent.
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5. Some site budgets continue to support the salary of an on-site intervention teacher, but the
sites vary in how they use these teachers since this is a site-based decision. The district
does not have a criteria or system to measure the effectiveness of these intervention
teachers.

6. The district is in the early stages of implementing a comprehensive MTSS model for
both academic and behavior needs of all students. The degree to which intervention is
implemented depends on the site leadership’s capacity to do so.

Recommendations for Recovery

1. The district leadership should more rigorously monitor sites and strive to ensure effective
first instruction is occurring throughout the district daily since this would reduce the
great numbers of students in need of Tier II and III interventions. The district should
also ensure that all administrators and teachers receive training in the district’s adopted
curriculum so that they can fully implement the curriculum-embedded supports and Tier [
interventions during the instructional process with differentiated instruction. In addition,
the district should ensure that all administrators, coaches and teachers are knowledgeable
about the California State Frameworks’ guidelines for research-based implementation of
ELA and mathematics instruction that includes intervention strategies and instructional
time for all tiers of interventions.

2. The district leadership should define, formalize and implement a districtwide plan for
MTSS to ensure that all students in need of intervention receive it according to their
identified need.

3. The district should select, adopt and implement intervention curriculum (SBE-adopted
Program IV) materials for grade 4-12 students who require intensive intervention in
English language arts. Mathematics intervention materials should be provided according
to California Mathematics Framework recommendations. In addition, the district
should ensure that all sites incorporate appropriate intervention time during the regular
instructional day based on California State Framework recommendations.

4. The district should continue to work with principals and teachers to transition from
workbooks and worksheets to more student-centered instructional materials and strategies

that are better aligned with the Common Core State Standards.

5. The district should monitor the effectiveness of the site intervention programs based on
student achievement data.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating
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2.3 Curriculum

Professional Standard

The LEA has planned, adopted and implemented an academic program based on California
content standards, frameworks, and SBE-adopted/aligned materials, and articulated it to
curriculum, instruction, and assessments in the LEA plan. (DAIT)

Findings

1. With the exception of an adopted intensive intervention curriculum for students who
are two or more years behind in reading-language arts, the district provides all schools
with SBE-adopted or standards-aligned materials. As previously noted in Standard 2.1,
the district does not adhere to the California reading-language arts and mathematics
frameworks for providing intensive intervention materials and instructional time for
grade 4-12 students in need of intensive intervention.

2. The district continues to lack a systematic and comprehensive academic program that is
aligned fully to and articulated with the Common Core State Standards to promote and
advance student achievement. Professional development in instructional strategies has been
provided without follow-up monitoring and support to ensure that those strategies translate
into classroom practice. Teachers and administrators are evaluated according to district
procedures, but there is no evidence of student achievement criteria included in these
evaluations. The district lacks a culture of high expectations for all students and a sense
of urgency, with accountability, for improved student achievement.

3. Principals and district staff continue to report, and observation data from FCMAT’s
school-site visits throughout the district validated the point that teachers still need
assistance in using effective instructional strategies to deliver the curriculum. Time
for professional learning during the school day is limited and inconsistent throughout
the district. The district has provided a great variety of professional development
opportunities for teachers in 2016-17, but many have occurred outside of the instructional
day and some teachers do not attend, even though the district compensates them for
doing so. The district has also revised the procedure for teachers to access the academic
coaches. Some principals and teachers suggested these new procedures have been
counterproductive to ensuring teacher support and improvement while other principals
were supportive of the new assignment.

4. Principals, especially those who are without vice-principals, continue to report that they
plan classroom walk-throughs during the week, but that they have found it difficult to
adhere to their schedules because of other demands on their time. The district is just
beginning to monitor principal classroom walk-throughs to ensure that they are occurring,
but it has no system to ensure that principals provide constructive, effective feedback to
teachers.
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The district developed the Pupil Achievement Improvement Plan 2016-19 that contains
goals and actions to improve achievement in the district and that is correlated to the
FCMAT standards. The plan includes general actions with broad timelines to implement
numerous strategies. Although most strategies and actions included in the plan are
research-based, the plan does not strategically and systematically detail how they will be
incrementally prioritized, implemented, monitored, and evaluated. In addition, many of
the timelines for full implementation of actions have either passed or will be due by June
2017 and, as evident from FCMAT s site visits and document reviews, much of the plan
is not yet fully operational.

Recommendations for Recovery

1.

As previously noted in Standard 2.1, the district should implement an intensive
intervention for ELA and mathematics that aligns with the recommendations in the
California Frameworks.

The district should continue to increase efforts at the site and grade-specific levels to
incrementally provide a continuum of focused professional development designed to
improve instructional delivery by teachers with ongoing follow-up by site principals.
On-site coaching support should be provided to teachers as needed based on
recommendations of principals, especially for teachers who do not attend professional
development opportunities outside of the school day. Principals should hold all teachers
to the same high standards of instructional practice, and the district should ensure that all
principals are trained in coaching strategies as well as progressive discipline policy and
practices.

The district should revise its Pupil Achievement Improvement Plan 2016-19 to: (a)
prioritize and focus the professional development provided to teachers, based upon
the needs of the students in the district; (b) develop more specific timelines for each of
the actions in the Plan; and (¢) monitor the classroom implementation of the actions
providing direct support to struggling sites and teachers, as needed.

The district should systematize and monitor how principals are conducting classroom
walk-throughs to ensure that teachers are provided support as well as constructive
feedback to continually improve instruction and student achievement. The district should
also collaborate with principals to problem-solve and address issues that interfere with
their ability to conduct regular classroom walk-throughs.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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2.4

Curriculum

Professional Standard

The LEA has developed and implemented common assessments to assess strengths and
weaknesses of the instructional program to guide curriculum development.

Findings

1.

Grade level/content area teacher committees created benchmark assessments for
[lluminate during the summer of 2015. Assessments were created in English language
arts and mathematics for all grade levels. In summer 2016, teacher committees revised
the benchmark assessments to align them to the district curriculum maps. However, some
teachers indicated in PLC minutes and reflection documents that the benchmarks are not
well aligned to the curriculum maps and that sometimes students are assessed on content
that has not yet been taught.

The district developed and published an assessment calendar that includes clear
expectations regarding which common assessments are required to be administered at
each grade level and the timeline for that administration.

In August 2016, the chief academic officer sent written communication to all principals
and teachers clearly articulating the values, expectations and requirements for the use of
common assessments across the district. The memo also included district expectations for
the districtwide use of the Aeries system.

Most teachers across the district administer the required assessments in accordance

with the published timeline. District office staff monitors completion of the required
assessments and there is a system to follow-up with principals when assessments are not
completed.

The district has provided additional professional development to principals on how to
access information from the i-Ready and Illuminate systems and on the general use of the
data available. Some principals reported that they provided professional development to
teachers at their sites on these topics or used the district technology coaches to provide
training. There is minimal evidence that the district has provided in-depth professional
development to principals and teachers on using specific data from the common
assessments to assess the strengths and weaknesses of the district instructional programs
and to guide ongoing curricular development and/or revisions.

There is little evidence that data from the common assessments is leading to changes in

curricular and instructional programs to address the large percentage of students across
the district that is scoring below standard on the district required assessments.
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Recommendations for Recovery

1. Adherence to the district assessment calendar requirements and timelines should continue
to be monitored. Principals and teachers should be provided with guidance and support,
as appropriate to individual need, to meet all requirements and timelines.

2. Alignment of the district benchmarks to the grade level/department curriculum maps
should be continuously reviewed with teacher input to ensure that the system assesses
appropriate content.

3. The district should provide principals and teachers with ongoing professional
development on the use of assessment data to identify strengths and weaknesses of
the instructional program. The professional development activities should include a
continuum of learning experiences that require analysis of district and/or site data to
determine which content standards students are meeting and on which content standards
they are predominantly below standard. Explicit modifications should then be planned
and implemented to address identified weaknesses of the curricular and instructional
program.

4. Time should continue to be regularly allocated during principal meetings to analyze
districtwide assessment data to specifically identify strengths and weaknesses of the
instructional program based on that data analysis. Action steps should then be developed
and implemented, based on the identified strengths and weaknesses, for ongoing
instructional program planning and curricular development.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

W W N

01 23 456 7 8 910
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Implementation Scale: . T
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2.5

Curriculum

Professional Standard

The LEA has adopted a plan for integrating technology into curriculum and instruction at all
grade levels to help students meet or exceed state standards and local goals.

Findings

1.

The district has made some progress in regard to technology during the 2016-17 school
year. Although the district’s technology plan had not been updated as of the FCMAT visit,
the executive director of IT reported that the E-rate funding application was done and
that the technology team is now in place. The district implemented the School Dude user
support system as well as an inventory control system to manage technology equipment
and materials. Although principals reported that technology support was better in 2016-17
than previous years, they felt that there was no articulated plan for technology in the
district. The district’s LCAP continues to include actions with expenditures to improve
technology infrastructure and its use in the instructional program.

The executive director of IT, as well as principals and teachers, reported that technology
professional development is still an issue throughout the district. It is sporadically
provided because the district has five technicians and two technology coaches to serve 18
school sites. Although the principals also noted that the technology coaches were valuable
assets for the district, many report they were difficult to access for staff professional
development.

Classroom instruction integrated with technology remains minimal throughout the
district. Chromebook carts and at least one computer lab are available on most campuses,
but their use with instruction of Common Core State Standards varies and is limited

to teachers who are comfortable using technology and have attended trainings on how

to integrate it with instruction. Chromebooks are still primarily used for SBAC and
benchmark testing and i-Ready intervention. A few sites continue to have wireless access
issues or no wireless access at all.

Recommendations for Recovery

1.

The district’s technology leadership team should make the update of a systematic and
cohesive technology plan a priority so that all stakeholders understand how the district
plans to ensure students are college and career ready. The plan should include not only
infrastructure upgrades and replacements, as needed, but strategic plans for instructional
technology professional development, as well as user support.

The district should continue to assess whether it has internal capacity for fully
implementing a plan to integrate technology into its classrooms. This assessment
should include an analysis of its current structure for providing technology professional
development, coaching support and user support.
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3. The district should ensure it has a professional development plan that includes ongoing
support for teacher technology use during instruction with the expectation that all
teachers will regularly integrate technology into their lessons. Instruction should be
monitored for technology-embedded lessons.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 3
July 2017 Rating: 3
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3.1

Instructional Strategies

Legal Standard

The LEA provides equal access to educational opportunities to all students regardless of race,
gender, socioeconomic standing, and other factors. The LEA’s policies, practices, and staff
demonstrate a commitment to equally serving the needs and interests of all students, parents, and
family members. (EC 51007)

Findings

1.

District policy and district staff indicate that all students are provided with equal access to
educational opportunities regardless of race, gender, socioeconomic standing, and other
factors.

Board policies demonstrate a commitment to equally serving the needs and interests of all
students, parents, and family members.

School site staffs report that they strive to consistently demonstrate the commitment to
equally serving the needs and interests of all students, parents and family members at all
schools.

There is evidence at some school sites that initiatives are in place to include parents and
other interested parties in the decision-making processes.

Many educational opportunities remain outside of the primary instructional time, such
as school tutoring and extended-day instruction. Although FCMAT observed that some
language development strategies were used throughout the school day, there was little
designated English language development targeted to students’ language proficiency
levels.

Although the team observed English development and professional development
regarding instruction for English learners, there was no consistent implementation of
either designated English language development or integrated English development
across classrooms, school sites or the district.

Recommendations for Recovery

1.

The district should continue its efforts to ensure that front-office personnel create a
welcoming environment for all students and parents.

District personnel should monitor practices at each school to ensure that a commitment
is made and implemented to equally serve the needs and interests of all students, parents,
and family members, as well as include these stakeholders in the culture and decision-
making processes of each school.
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3. The district should continue to provide professional development to all teachers,
regarding English language development, with close attention paid to the implementation
of these strategies in the classroom. School site leadership should monitor the
implementation of those strategies introduced in professional development.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:

July 2015 Rating:
July 2016 Rating:

W W W N W

July 2017 Rating:
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3.6

Instructional Strategies

Legal Standard

The LEA provides students with the necessary courses to meet the high school graduation
requirements. (EC 51225.3) The LEA provides access and support for all students to complete
UC and CSU required courses (A-G requirement).

Findings

1.

All students have access to the courses necessary to meet the high school graduation
requirements.

The district provides the courses, access, and support needed to meet the high school
graduation requirements and for all students to complete UC- and CSU-required courses.
The Educational Services Department evaluates master schedules each spring to ensure
availability of courses and that it contains the rigorous courses required to prepare
students for higher education.

. All students continue to have access to core subjects via the Apex Online Courses (UC

approved), and each core subject area has teacher facilitators to facilitate credit recovery.

In 2014-15, the last year graduation rate data was available through EdData, the district
saw an increase to 76.4% in cohort graduation rates over the prior year rate of 72.4%. A
large discrepancy between IUSD school cohort graduation rates has continued from the
prior year’s data. The rates ranged from the highest of 99% to a low of 76.4%. The same
year, the district saw a small decrease to 30% in the percentage of students meeting UC/
CSU requirements over the 30.9% the year prior. That same data shows another large
discrepancy occurred between school level data. They ranged from a high of 39% to a
low of 15.8%.

In 2014-15, the last year advanced placement (AP) data was available through EdData,

a distinguishable difference occurred between IUSD schools in the percentage of
students taking AP exams. They ranged from a high of 30.8% to a low of 10.7%. Another
distinguishable difference occurred between IUSD schools in the students who received a
score of 3, 4 or 5. This ranged from a high of 25.4% to a low of 4.2%.

FCMAT classroom observations continue to show a significant difference between the
various high schools in teaching strategies and level of engagement.

. Although the continuation high school effectively addresses the needs of students who

qualify for alternative education, there continues to be few opportunities for students to
receive early intervention and academic support at the two comprehensive high schools.

The district offers independent study options and summer school for core courses.
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Recommendations for Recovery

1. The central office and principals of secondary schools should continue efforts to upgrade
the rigor and instruction in UC- and CSU-required courses (A-G requirement) to
adequately prepare students for higher education.

2. The district should evaluate and address the disparity of high schools between cohort
graduation rates, percentage of students meeting UC/CSU requirements, percentage of
students taking AP exams and the percentage of students obtaining a score of 3, 4 or 5 on
AP exams.

3. The comprehensive high schools should develop systems for early identification and
support of struggling students who are not meeting the required academic measures.

Standard Fully Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating: 10
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3.7

Instructional Strategies

Legal Standard

The LEA provides an alternative means for students to complete the prescribed course of study
required for high school graduation. (EC 51225.3)

Findings

1.

Alternative education at the continuation high school remains stable and continues to
provide practical options for students and families who are struggling to be successful in
the comprehensive high schools.

Staft reports effective communication between the continuation high school and the
other high schools when a student transfers between schools, allowing for a smoother
transition.

Although seniors receive priority, the district’s continuation high school at the Inglewood
Career Technical Education, Adult Education, Alternative Education School (ICAAS)
serves students from other grades.

Students may recover credits or improve D grades by completing the UC-approved
coursework through the Apex online program (UC approved). The district continues

to provide an alternative means for students to complete the prescribed course of study
required for high school graduation at each of its high schools, which includes the
following:

+ Referral to ICAAS for inclusion in the general educational development
(GED) high school diploma program.

* An outreach independent study program through the district’s continuation
high school.

» Referral to the Southern California Regional Occupation Center.
 Participation in the El Camino concurrent enrollment program.
+ Participation in summer school to obtain necessary credits.

Opportunities continue to be available for high school students to make up missed time/
attendance, with two to four Saturday school sessions reported per month.

The alternative education program completed its full self-evaluation process and had an

accreditation team visit from the Western Association of Schools and Colleges (WASC).
It will hear of its accreditation status by the end of the school year.
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Recommendations for Recovery

1. The continuation program at ICAAS should continue to be made available to students
who are struggling at the comprehensive high schools.

2. The district should continue to encourage students to participate in the EI Camino
concurrent enrollment program, if eligible.

3. The district should continue to offer Saturday school sessions for high school students to
make up missed time/attendance.

Standard Fully Implemented

July 2013 Rating: 5
July 2014 Rating: 7
July 2015 Rating: 8
July 2016 Rating: 9

July 2017 Rating: 10
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3.10

Instructional Strategies

Legal Standard

The LEA has adopted systematic procedures for identification, screening, referral, assessment,
planning, implementation, review, and triennial assessment of students with special needs. (EC

56301)

Findings

1.

The district leadership has changed since the last review. Both the chief academic officer,
who directly oversees special education, and the director of special education are new to
their positions. The district has a critical need for stability in special education leadership
as well as a districtwide vision for special education and a comprehensive plan for its
implementation.

The district updated the special education policy manual in August 2016 and provided
training to special education staff. The manual includes guidelines for a coordinated
system of referrals, evaluations, individualized education programs (IEPs), instruction,
planning, implementation and review, guidelines for specific services, behavior support
and interventions and many others. This manual allows special education and related
staff to better understand federal regulations and establish an appropriate offer of a free
appropriate public education for the student being assessed. Evidence indicated that
these policies and procedures were in beginning stages of implementation at the time of
FCMAT’s visit.

The district has intensively focused on compliance. The executive director of special
education compliance created a tracking sheet that outlines actions, timelines, person
responsible, who will be involved, remarks and a column to mark completed. Although
the district still struggles in this area, it has greatly improved since the last review. In
December 2016, the district had 31 annual IEPs and five triennial assessments/IEPs that
were out of compliance, which is significantly less than during FCMAT’s prior review.
In reviewing summary sheets of out of compliance IEPs, it is evident that some schools
struggle with noncompliance more than others.

The district updated a special education manual written specifically for school site
principals, dated August 2016. The updated version included laws and regulations,
continuum of services, roles and responsibilities, assessment, IEPs, [USD special
education procedures and many helpful checklists for principals. The level of awareness
and use of the information provided in the manual differed between principals.

The district has processes to evaluate and monitor the special education identification
rates per school site and help ensure compliance with district procedures.

Each school site is required to use SST Online for managing referrals and progress
of struggling students. Although sites may be using the same tool, the process and
implementation is inconsistent across the district. i-Ready is used as a universal screening
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and progress monitoring tool across grades TK-8. No tool is officially designated for

this same purpose in grades 9-12. i-Ready is used minimally in high school grades. SST
Online requires recording of interventions used with a student, but because there are
inconsistencies in the type of interventions offered at various school sites, significant
numbers of underachieving students are still referred to special education with little to no
documented interventions.

7. Special education support staff have had more training opportunities during this review
period, but the training they receive continues to be primarily in technical requirements
rather than instructional practices.

8. Site principals report that communication between the Special Education Department and
their school site has improved since the last review.

Recommendations for Recovery

1. A districtwide vision for special education still needs to be established and its
implementation started.

2. The district should work to attract and retain strong special education leaders so it can
begin systematically implementing its long-term plans for this program.

3. The Special Education Department should continue to implement the revised special
education policy manual and continue ongoing training to all district personnel involved
with special needs students on the policies and procedures contained in the manual.

4. The district should continue to work in scheduling assessments and IEPs and
accountability for monitoring the compliance of assessments, IEPs and transition plans.
It should continue to utilize program specialists to assist in scheduling and monitoring
IEPs, as well as holding site administration accountable for monitoring and facilitating
this process at their school site. Additional support should be provided to school sites
that have noncompliance numbers that are persistently high. If noncompliance issues are
identified as originating with particular personnel and within their control, a focus on
improvement should be reflected in their evaluation.

5. The district should continue to review the updated special education manual for school
site principals during principals’ meetings to ensure they are aware of and actively use the
information and tools provided in the manual.

6. The district should provide additional training to consistently implement the SST
Online process. Continue using i-Ready as a tool for universal screening and progress
monitoring in grades TK-8. If used effectively, the i-Ready data could be used to support
initial placement in a special education program. The district should research a tool that
could be used in grades 9-12 to provide universal screening, intervention and progress
monitoring for struggling students.
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7. The district should provide training/professional development to all teachers focusing on
strategies to support struggling students and the interventions that should be offered in the
regular education classroom, prior to any referral for student study team that could lead to
possible special education placement.

8. Recommendations from the prior reviews that remain relevant are as follows:

» The special education administration should track referrals monthly and
compare them to students eligible for special education to determine
if referrals for special education assessment are valid. Further training
should be provided if the ratio of referrals increases beyond the district
average.

+ Training and professional development should continue to be provided
so teachers and site administrators understand how to identify and refer
students to student study teams.

» Training and professional development should be provided to ensure that
special education and general education teachers know how to meet the
needs of autistic and other special-needs students.

» The district should continue to provide training to staff to better utilize
the Special Education Information System (SEIS).

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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3.12 Instructional Strategies

Legal Standard

Programs for special education students meet the least restrictive environment provision of the
law and the quality criteria and goals set forth by the California Department of Education and the
Individuals with Disabilities Education Act. (EC 56000, EC 56040.1, 20 USC Sec. 1400 et. seq.)

Findings

1. Interviews and information reviewed indicate some progress is being made in this area,
which requires that programs for special education students meet the least restrictive
environment (LRE) provision of the law and the quality criteria and goals established by
the California Department of Education and the Individuals with Disabilities Education
Act.

2. Because the district has a history and culture of lack of accountability, the executive
director of special education compliance has begun monitoring compliance with adopted
policies and procedures. (See Standard 3.10 for related findings.)

3. The district has provided training to site administrators and special education staff on
the least restrictive environment. It has also provided sites with a monthly self-audit
review procedure to monitor LRE, although at the time of FCMAT’s visit, little evidence
indicated these self-audit reviews had been implemented.

4. Asnoted in Standard 3.10, the district has had turnover in the Special Education
Department during this review period. A new chief academic officer directly oversees
special education as well as a new director of special education. This is an area of great
concern and the district continues to struggle. Some site administrators report the changes
are difficult due to different sets of expectations as well as processes and procedures
changing from year to year.

Recommendations for Recovery

1. The district should continue to provide support to teachers and administrators so that
special education students benefit from the least restrictive environment. Trainings
should be established for all teachers in effective teaching strategies for students with
disabilities. The district should monitor the support special education teachers provide to
regular education teachers when students are mainstreamed.

2. The district should continue to monitor compliance with updated policies and procedures.
See related recommendations in Standard 3.10. The district should continue to hold site
administrators and staff accountable for following all policies and procedures.

3. The district should provide training to site principals on the use of the self-audit reviews
for monitoring least restrictive environment. The self-audit reviews should be required to
be turned into the special education leadership for accountability purposes.
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4. Recommendations from the prior reviews that remain relevant are as follows:

» The district’s new special education leadership must be aggressive in its efforts
to ensure all schools and programs for special education students meet the least
restrictive environment provision of the law and the quality criteria and goals
established by the California Department of Education and the Individuals with
Disabilities Education Act.

» The district must take steps to ensure that each classroom adheres to special education
policies and requirements, including the following:

* Unannounced audits of classrooms and IEPs should be completed and
documented.

* A plan should be developed to increase the principals’ skills and
knowledge so they can assist and evaluate assigned special education
teachers.

* School sites must be consistently monitored and supported.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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Implementation Scale: ™ O |
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3.13 Instructional Strategies

Professional Standard

Students are engaged in learning, and they are able to demonstrate and apply their knowledge
and skills.

Findings

1. The district’s leadership continues to focus on student achievement initiatives, but
improvements in instructional practice were only minimally observed as compared to the
2015-16 FCMAT visit with instructional effectiveness continuing to vary throughout the
district and even within schools.

2. Teacher-directed instruction/lecture with the use of worksheets continued to be
widely observed during the FCMAT 2016-17 site visits. Most lessons viewed would
be characterized as Depth of Knowledge (DOK) levels 1 and 2, with low levels of
rigor. District administrators also stated that these were common observations during
Instructional Rounds and other classroom walk-throughs conducted by the district.
FCMAT did observe a few teachers throughout the district conducting small-group
instruction, using student interactions and questioning strategies to develop higher-
order thinking skills. A few classrooms also had evidence of project-based learning
activities particularly related to science standards. Although the classrooms visited
ran the gamut from fully engaging lessons to completely off-task students, in general,
student engagement continues to be characterized as compliant, where students are not
misbehaving but are not actively engaged in the learning process with the teacher or their
peers.

3. As noted in other standards, although the district created a Pupil Achievement
Improvement Plan 2016-19 that contains goals with actions for improved student
achievement, the district has not prioritized and monitored the implementation of the
research-based initiatives included in the plan on a systematic basis. Various district
and site administrators, as well as district coaches, teachers and other staff have been
assigned to lead specific initiatives in the plan, but there is no strategic effort to monitor
the implementation of the initiatives in the plan and ensure adherence to timelines.
Also, school sites and/or principals select their focus strategies to implement annually
and it depends on each principal’s leadership capacity to implement the respective site’s
imitative(s).

Recommendations for Recovery

1. The district should continue to have student achievement as its primary focus with
policies, practices and procedures for accountability all aligned to that goal. It should
use student outcome data such as local assessments and other LCAP metrics, in addition
to classroom observation data, to monitor its progress with instructional effectiveness.
The district should ensure that all staff are fully aware of the status of the district’s
achievement levels with the understanding that, although there are factors outside of the

198  Pupil Achievement



control of the district, research shows that schools can positively affect most of those
factors with high expectations for all students and high-quality instruction with a well-
developed and consistently implemented MTSS.

2. The district should refine its Pupil Achievement Improvement Plan 2016-19 to
systematically implement instructional strategies aligned to the Common Core
State Standards. The plan should include prioritized, incremental implementation of
districtwide expectations for instructional practices. The district should then support
and monitor instructional leadership at all sites to ensure that teachers are provided
professional learning and that principals are conducting classroom walk-throughs and
providing constructive, effective feedback and support to teachers. All teachers should be
expected to meet the same high standard of instructional practice.

3. The district should continue to provide a continuum of ongoing professional learning
opportunities for teachers that are aligned with the district’s instructional expectations and
the Common Core State Standards. The continuum should include workshops/trainings,
effectively implemented instructional rounds, on-site collaboration to embed strategies
into the instructional plan, as well as on-site coaching and individual support for teachers
based upon identified need. The district should also ensure that its coaches are used as
effectively and efficiently as possible.

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 3
July 2017 Rating: 3

0123 456 7 8 910
. | | | | |
Implementation Scale: —O—-O—@—+—+———

|
|
Not < > Fully
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3.15 Instructional Strategies

Professional Standard

The LEA optimizes opportunities for all students, including underperforming students, students
with disabilities, and English language learners, to access appropriate instruction and standards-
based curriculum. (DAIT).

Findings

1. Some curriculum design and implementation of designated English language
development instruction for English learners was observed at the district and school site
level.

2. Professional development was provided regarding the distinction between integrated
English language development and designated English language development; however,
implementation was uneven across the school sites observed.

3. Some site leadership apprises teachers of students in their classrooms who are identified
as disabled or English language learners; however, there was inconsistent evidence of
implemented strategies to maximize instruction for these students.

4. While principals at some sites had a working knowledge of the needs of English learners
and students with disabilities, others were not as equipped to provide instructional
leadership for these students.

5. The district provided many teachers with professional development in Guided Language
Acquisition Design, as well as other Specially Designed Academic Instruction in English
(SDAIE) strategies.

6. Although the district has an adopted English language development curriculum for the
elementary and secondary levels, instruction observed was inconsistent regarding the use
of the adopted curriculum, and no curriculum has been adopted for students new to the
English language.

7. Student study teams are utilized inconsistently to identify struggling students and develop
an intervention plan, with some schools using this resource consistently, while others
offered no functioning student study team.

8. The district began to utilize a RtI/MTSS for intervention in previous years, but school
sites continue to have varying degrees of understanding and implementation of this
process, and many do not have a sustainable structure or system for this work.

9. In previous years, the district began to utilize PBIS programs to support positive
school climate and student behaviors. Professional development in this area continues.
Implementation of this process is varied across the district, with some sites providing full
systems with many supports and others providing very few or none.
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10.

I1.

12.

At the elementary and junior high levels, some sites and classrooms implement
intervention during the instructional days, while others continue to offer these
opportunities outside the regular instructional day. While Illuminate data and i-Ready
provide support for intervention, there is no directed or mandated site or district system
for implementation. Site administrators are left to decide what works for their school,
which leads to inconsistent opportunities for support across the district.

Although i-Ready is used for some aspects of intervention at the high school level, there
is no adopted intervention program or plan for secondary students.

Some principals are more confident than others in their ability to provide the appropriate
accommodations and modifications for disabled students.

Recommendations for Recovery

1.

District office personnel who serve students with special needs and English learners
along with site principals should review the identification and placement of these students
at school sites and develop schoolwide schedules that include intervention during the
regular instructional day. A specific protocol and plan for service should be provided and
monitored at least monthly.

District office personnel along with site principals and school site personnel should
design and implement a systematic, explicit language acquisition curriculum using
state-approved materials to be delivered to English learners during a designated English
language development block where English learners are placed according to proficiency
levels. A specific protocol and plan for service should be provided and monitored at least
monthly:.

With the support of district office personnel, principals should develop a schoolwide
schedule identifying when English language development services, intervention classes,
and the mainstreaming of disabled students occur. A specific protocol and plan for service
should be provided and monitored at least monthly.

The district should continue to provide professional development on SDAIE and other
strategies to ensure access to the curriculum for all English language learners, with

a strong emphasis placed on implementation of these strategies as measured through
regular classroom observations.

Principals should observe classrooms weekly to ensure that sound instructional strategies
are utilized to provide English learners access to the core curriculum.

The district should ensure that all schools have instructional assistance for English
language learners and intervention programs during the regular instructional day. The
district should strongly consider having an out-of-the-classroom staftf member help with
intervention programs or assign a current staff member to assist with this work.
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7. District staff should ensure that principals and other school personnel clearly understand
expectations and measures of accountability for implementation of Rtl, MTSS and
opportunities for English learners.

8. The district should develop a plan for intervention for the high schools that takes place
during the regular instructional day. A specific protocol and plan for service should be
provided and monitored at least monthly.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

W W NN s

5 6 7 8 9 10
| 1 | |
I B

01 2 3 4
. |
Implementation Scale: 000 1
Not < > Fully

Pupil Achievement



3.16 Instructional Strategies

Professional Standard

The LEA makes ongoing use of a variety of assessment systems to appropriately place students
at grade level, and in intervention and other special support programs. (DAIT)

Findings

1. District staff established a multiyear implementation plan to address this standard:

2014-15 Year 1: SELPA consultants train all SST team members with
SST Online and pre-referral systems, RtI/PBIS. Require principals to
manage SST processes at their school sites.

2015-16 Year 2: Require all district staff to utilize the data system for

all special education referrals, adopt universal screening tools for pre-
referral system development (i.e., identification of at-risk pupils), build
on Tier I (differentiation of core instruction) and build Tier II programs.
Build special education and general education program options based on
data and pupil achievement needs.

2016-17 Year 3: Refine referral practices and review outcome data for
Tier I, Tier II (improve Tier 111 district programs) and consider returning
programs from nonpublic schools and LACOE.

2. Evidence indicates that some elements of the plan have been partially addressed:

Principals and/or counselors have received training with the SST online
system.

Some principals are managing the SST process at their school sites.

i-Ready is being used as a universal screening tool and for differentiated
learning support for some individual students as part of Tier I core
instruction and Tier II intervention services.

Some professional development has been provided on Tier I effective
first instruction.

3. An MTSS tiered system of supports as described in the California English Language Arts/
English Language Development framework is not evident in the district.

4. The director of student support services stated that the district is in the beginning stages
of implementing a comprehensive MTSS model for meeting the individual learning and
behavioral needs of all students. An MTSS general overview professional development
session was offered as part of the February 2017 professional development day.
Counselors meet monthly and MTSS has been discussed during those meetings. SST
and PBIS systems will be a part of the district model for MTSS. The district is in the
beginning stages of focusing on effective first instruction as the primary Tier I element of
the academic MTSS system. i-Ready is used during the regular instructional day by some
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K-8 students as a Tier I support. It is unclear what, if any, Tier II interventions, in addition
to i-Ready, are available to students in need of additional instructional time and support.
While i-Ready is in use with some high school students, high school administrators

and teachers indicated a need for high school appropriate intervention options for 9-12
students.

5. Primarily, i-Ready is used to diagnose student learning needs and to identify students for
additional i-Ready intervention. At some sites, beginning of the year placement decisions
have been made based on California Assessment of Student Performance and Progress
(CAASPP) assessment data.

6. It is unclear what Tier III interventions are available besides special education placement
and/or additional time in the i-Ready program to meet the academic needs of K-12
students requiring intensive learning support.

7. The district has the ability (with Illuminate) to create standards-based assessments for
classroom use and/or as tools for the MTSS process. There is minimal evidence that
[lluminate is used for this purpose. Some principals reported that the math teachers have
developed Illuminate assessments for classroom use but there is little to no use of the
system to create assessments for screening and/or progress monitoring of students in need
of intervention or acceleration.

8. Principals reported that they have site PBIS teams and that initial training on the PBIS
system has been provided to team members. PBIS implementation varies considerably
between school sites. At some sites, FCMAT observed evidence of classroom level
implementation (posted behavioral expectations, rewards/reinforcements) of the PBIS
system.

Recommendations for Recovery

1. Written policies and/or procedures that clearly describe the requirements and expectations
for full, effective implementation of an MTSS model (as described in the California
ELA/ELD framework document), including academic and behavioral components
should be developed and disseminated by the district. This communication document
should explain the conceptual framework for MTSS, the organizational and procedural
components of the MTSS system, methods for program evaluation, progress monitoring
procedures to assess student growth, and ongoing professional development for educators
in the district.

2. The district should provide a continuum of professional development learning
experiences to principals and teachers on the full, effective implementation of the MTSS
model for intervention, including high functioning SSTs, equitable academic intervention
systems, and PBIS.
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3. Effective implementation of the MTSS process should be supported and monitored at
all sites in the district to ensure that students are appropriately assessed and placed in
academic and/or behavioral support programs using a variety of appropriate assessment
tools. The tiers of the system should reflect an increase in intensity of targeted services
provided as students move to Tiers II and/or III.

4. As part of the comprehensive district MTSS system, the district should ensure that
a wider variety of diagnostic and progress monitoring assessments are available (in
addition to the i-Ready assessments) for use in identifying specific student learning needs
and determining appropriate placements. Diagnostic and progress monitoring assessments
appropriate for students in grades 9-12 should be selected and implemented as a part of
the district MTSS system.

Standard Partially Implemented

July 2013 Rating: 2
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 2
July 2017 Rating: 2
01 2 3 45 6 7 8 910
Implementation Scale: | —-O-@—+—+——+—+—+——
Not < > Fully
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3.17 Instructional Strategies

Professional Standard

Programs for English language learners comply with state and federal regulations and meet the
quality criteria set forth by the California Department of Education.

Findings

1. Since the last review, the district has hired a district-level administrator who is directly
and solely responsible for overseeing programs for English learners. However, the
programs for English learners continue to vary greatly by classroom, grade level and
school site.

2. Although the district has provided professional development in integrated English
language development and guided language acquisition design, observations indicated
that school sites have a great deal of variation in English language development delivery
models. In many schools, there was no evidence of teachers using strategies that support
the needs of English language learners.

3. At some schools, a daily designated English language development dedicated teaching
time is provided, and the state English language development requirement occurs
schoolwide, with students grouped by California English Language Development Test
level.

4. In some schools, teachers attempt to provide English language development instruction
to all English language learners in their classrooms regardless of California English
Language Development Test level.

5. The district utilizes a reclassified student monitoring record to provide for review and
monitoring of individual student’s needs after they have exited the English learner
program.

6. Across school sites, teachers do not consistently analyze benchmark data to focus on the
progress of English learners, making adjustments to instructional strategies or placement
in intervention programs as needed.

Recommendations for Recovery

1. District office personnel and site principals should increase their focus on professional
development and classroom implementation of provided strategies and approaches
to ensure that the language development and academic needs of English learners are
addressed through both designated and integrated English language development.

2. District office personnel should clarify and codify the expectations for teaching English
language development to English language learners. A specific protocol and plan for
service should be provided and monitored at least monthly. More emphasis should be
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placed on becoming proficient in using language acquisition strategies that provide
students with opportunities to speak frequently using academic language at the level
indicated by the California English Language Development Test assessment. English
language development experiences should provide rigorous lessons for students and
promote language acquisition.

3. A continuous, rigorous, well-designed system for monitoring English learners and
reclassified students should be prioritized to ensure they continue to make academic
progress.

4. District office personnel should develop a systematic approach to provide assistance to
site principals and teachers in serving English learners and hold them accountable for
complying with state and federal regulations on instructional support for English learners.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating
July 2016 Rating:
July 2017 Rating:
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3.18 Instructional Strategies

Professional Standard

The LEA employs specialists for improving student learning, including content experts and
specialists with skills to assist students with specific instructional needs.

Findings

1. The district has moved to a site-based system for coaching throughout the district. Three
coaches are provided in English language arts/English language development and two in
the area of technology. District coaches reflect both elementary and secondary levels of
experience. Coaches have been placed at two school sites for two days a week each and
will rotate to two new sites after a period of time. The district believes this will allow
more visibility and greater access to its services.

2. District coaches continue to work individually with teachers by request. School sites
report that coaches are responsive when requested but sometimes unavailable for a period
of time due to other commitments. There are varying degrees of acceptance of the district
coaching model, with some sites greatly utilizing the coaches and others very little. This
creates an inconsistent level of support throughout the district.

3. School sites report that, at times, it is difficult to utilize coaches for all-staff professional
development, as all school sites hold their staff meetings on the same day.

4. Interviews with site administrators suggest that some are hesitant to assign a coach to a
struggling teacher, and some said they believed that the contract did not allow them to do
SO.

5. A math coach for the elementary level was hired shortly before FCMAT’s visit.

Recommendations for Recovery

1. Given the high number of teachers who were observed not using English language
development strategies, the district should employ an additional or existing coach who
is dedicated solely to English language development and delivery of services to English
learners.

2. District personnel should review with site principals systems and contractual limitations
regarding when and how a site administrator can assign coaching help to a struggling
teacher. This should be encouraged as an additional level of support for these teachers.

3. District personnel should meet with site administration and coaches to gain feedback as
to how the new site based model of support is working. This will allow analysis of the
current level of support, compared to prior year, and the ability to make improvements for
future support.
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Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1

July 2015 Rating: 3
July 2016 Rating: 4
July 2017 Rating: 4
01 2 3 45 6 7 8 910
Implementation Scale: —FO——O-@———F+—1—1—
Not < »Fully
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3.22

Instructional Strategies

Professional Standard

The LEA offers a multiyear, comprehensive high school program of integrated academic and
technical study that is organized around a broad theme, interest area, or industry sector. (EC
52372.5, EC 51226)

Findings

1.

The district provides students with the necessary courses to meet high school graduation
requirements, and gives support to all students to complete UC and CSU required
courses.

The substance and rigor of observed instruction varied greatly classroom-by-classroom
and school-by-school in the district’s high schools, with learning objectives in some
classrooms very unclear.

. Project Lead the Way is fully operational at both the junior high and high school levels.

City Honors Preparatory High School has designed pathways for students that include
engineering, design and physics.

. Although many planned initiatives for career pathways were outlined during previous

FCMAT visits, few have come to fruition at school sites, with little focus placed on
completion of this goal.

Recommendations for Recovery

1.

The district should ensure that the degree of design, execution, and delivery of designed
pathway programs and courses is on target for the 2017-18 school year in both
comprehensive high schools.

The district should continue to expand its program offerings and pathways based on
community identified interests and needs.

The district should develop a system of support to ensure that the degree of execution and
delivery of programs and courses is consistent from school to school.
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Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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0
Implementation Scale: —
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4.3 Assessment and Accountability

Professional Standard

The LEA has developed summative and frequent common formative assessments that inform and
direct instructional practices as part of an ongoing process of continuous improvement.

Findings

1. The district has developed benchmark assessments for English language arts and
mathematics in [lluminate. The data reports yielded by the Illuminate system provide
detailed and specific information that can be used to adjust the instructional program to
meet the specific learning needs of students. The district assessment calendar provides the
timeline for administration of these benchmark assessments. (See Standard 2.4)

2. All principals and some teachers have been provided with professional development
on using the Illuminate benchmark data to inform instruction. As noted earlier in this
report, there is minimal evidence that the data from benchmarks is effectively analyzed
and used by teachers to guide instructional planning and delivery. During the 2016-17
academic year, two Illuminate benchmark assessments were administered, i-Ready was
administered as a universal screening and a progress monitoring tool, and a Smarter
Balanced Mathematics Performance Task Interim Assessment Block (IAB) was
administered.

3. Results from the Illuminate and i-Ready assessments demonstrate that few students are
meeting grade level standards. Student performance varies considerably between schools,
but districtwide data at all grade levels indicates that increasing percentages of students
are scoring below standard as the school year progresses and as they progress through the
grade levels. Staff meeting agendas, and teacher minutes and/or reflection and analysis
samples from PLC meetings provided to FCMAT showed no evidence of this issue being
discussed and addressed with specific instructional action steps.

4. 1-Ready comparison reports demonstrate that a large percentage of students are showing
growth in the i-Ready program. However, the growth is not rapid enough to reduce the
percentage of students scoring below standard on the i-Ready progress monitoring and
[lluminate benchmark assessments.

5. While district administrators have encouraged teachers to create standards-aligned
assessments utilizing Illuminate for use in their classrooms as formative/progress
monitoring tools, few teachers currently use the system for this purpose.

6. Some teachers are using short cycle (as defined in the California ELA/ELD framework)
assessment practices in their classrooms to determine next steps in instruction. There
is no evidence that this process is consistent in classrooms across the district. Teachers
primarily are using individual student responses to check for understanding during
instruction. Few teachers were observed using methods to check the understanding of all
students during instruction.
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7. Minimal effective use of the formative assessment process as an embedded part of

classroom instruction (as described in the California ELA/ELD framework) was observed
during classroom visitations.

Recommendations for Recovery

1.

Effective, continuous use of student performance data to guide instructional decisions at
the classroom level should be an urgent priority for the district.

Principals should continue to be provided with ongoing professional development

to increase their skills and knowledge on the effective, continuous use of data to
inform instructional and curricular decisions at the school and classroom levels. This
professional development should include a continuum of learning opportunities (e.g.
reading, dialogue, case studies, lesson study) and offer practice applying specific
strategies/techniques for coaching teachers in the effective analysis of student
achievement data that results in appropriate changes in classroom practice.

The district should provide intensive and ongoing professional development to teachers to
increase their capacity to effectively analyze student achievement data and to use student-
level data to guide instructional planning and delivery. This professional development
should include a continuum of learning opportunities (e.g. reading, dialogue, modeling,
coaching, case studies, lesson study) and offer structured practice activities on developing
specific action plans that result in appropriate changes in classroom instructional
practices.

As noted earlier in this report, additional training is needed on the components of the
Illuminate data analysis template. The template should be modified based on teacher and
principal feedback. Site and district administrators should ensure that PLC meetings are
consistently focused on reviewing and analyzing student performance data (short and
medium cycle assessment data as discussed in the California ELA/ELD framework)

and that those meetings result in specific action plans regarding curricular content and
instructional delivery.

The use of frequent, instructionally embedded, short cycle formative assessment practices
to check for understanding and inform next steps in teaching and learning should be
included as a component of the professional development provided to both principals

and teachers. Emphasis on the use of frequent checks for understanding that involve all
students (e.g. white boards, response cards or technology based response methods) should
be a part of the professional development provided. The professional development should
include a continuum of learning activities with a focus on structured demonstrations,
observations, and application/practice opportunities at the classroom level.

Site and district administrators should systematically look for evidence that student
performance data analysis is resulting in classroom level changes in curricular and
instructional practices. This might be done through targeted lesson plan review, targeted
classroom observations, and/or review of student work products.
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7. The district leaders who supervise and support principals should continually monitor
principals’ efforts and work closely with them to provide assistance as needed in this
area.

Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

W W N
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Implementation Scale: —O-O-—+—+——+——
Not < > Fully
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4.4

Assessment and Accountability

Professional Standard

The LEA provides an accurate and timely school-level assessment and data system as needed by
teachers and administrators for instructional decision-making and monitoring.

Findings

1.

The district provides school-level assessment data to principals and teachers in a timely
manner. Reports have been provided for Illuminate benchmarks, i-Ready assessments,
and for Smarter Balanced assessments. Detailed information is available in the reports,
including grade level, teacher, individual student, content standard, and DOK level
results. The Aeries student information system provides additional student-level data.

The district director of research, assessment and evaluation has provided professional
development for principals on the use of school-level assessment data. The director has
also provided sample reports annotated with examples of how data could be analyzed to
identify student and/or program strengths and needs.

There is minimal evidence that the broad range of assessment data provided is effectively
analyzed and used to guide instructional decision-making and monitor student progress.

The district has begun to adopt some procedures to ensure that principals and teachers are
accountable for using data to inform instruction and monitor student progress but those
procedures are not yet systematically and consistently implemented.

Recommendations for Recovery

1.

The district should continue to work on an implementation and monitoring plan with
procedures/processes to ensure that assessment data provided by the district is used to
inform instruction and monitor student learning progress. A continuum of professional
development opportunities to increase the capacity of all administrative and teaching staff
to effectively analyze and apply data to instructional planning and classroom instructional
practices should be included as a component of this plan. (See standards 2.4 and 4.3)

As a part of the district implementation and monitoring plan described above, the district
should continue to allocate time during meetings for principals and assessment team
members that is dedicated to fully understanding the potential uses of Illuminate, i-Ready
and the Smarter Balanced assessment system data and to apply that data to accelerate
student learning. These meetings should be part of a coherent, ongoing continuum of
professional development that supports principals’ and other members of the schools’
assessment teams’ ability to use data to accelerate student learning through improved
classroom instruction and to continuously monitor student progress.

The district should hold principals and teachers accountable for using the school level
data provided by the district system to improve classroom instruction.
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Standard Partially Implemented

July 2013 Rating: 4
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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4.5

Assessment and Accountability

Professional Standard

School staff assesses all students to determine students’ needs, and whether students require close
monitoring, differentiated instruction, additional targeted assessment, specific research based
intervention, or acceleration.

Findings

1.

[lluminate benchmark assessments in ELA and mathematics and i-Ready assessments
are administered to students in grades K-8. These assessments yield data that can be used
to determine student needs for close monitoring, differentiated instruction, additional
targeted assessment, intervention, or acceleration.

The data from these assessments is used inconsistently across the district to guide
instructional decisions and determine student instructional needs. (See Standard 4.4)

No specific assessments are available for students in grades 9-12 to determine students’
needs and whether they require close monitoring, differentiated instruction, additional
targeted assessment, specific research based intervention, or acceleration. i-Ready is used
for this purpose at the high schools in some instances.

The district does not have a clearly articulated plan for providing equitable access to
research based intervention at all school sites. There is wide variation in how, when, by
whom, and to whom intervention services are provided at individual schools.

It is unclear how schools address the needs of students who require acceleration.

There was minimal evidence of differentiated instruction or close monitoring of students
in general education classrooms during FCMAT classroom observations.

Principals have varying degrees of skill and knowledge at ensuring that teachers
assess students appropriately and/or provide instruction that meets student needs with
differentiated instruction, additional targeted assessment, specific research based
intervention, or acceleration.

Principals who conduct walk-throughs or classroom observations have varying degrees
of knowledge regarding effective assessment and instructional practices. Some are not
well prepared to coach teachers to implement practices that would better meet the diverse
needs of students through differentiated instruction, additional targeted assessment,
specific research based intervention, or acceleration.
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Recommendations for Recovery

1.

The district should develop a systematic districtwide plan for providing students equitable
access to intervention and acceleration during regular school hours as appropriate

to identified student need. After-school intervention programs should continue to be
provided as an additional opportunity to meet student learning needs. Implementation of
the plan should be monitored for consistency and effectiveness at all sites in the district.

The district should provide ongoing professional development to principals and teachers
on using the benchmark and i-Ready data, as well as classroom formative assessment
data, to identify student needs, and to determine which students require close monitoring,
differentiated instruction, additional targeted assessment, specific research based
intervention or acceleration, and to adjust and inform instruction.

A continuum of professional development opportunities to increase the capacity of
all teaching staff to effectively analyze and apply data to instructional planning and
improving classroom instructional practices should be included as a component of
the professional development plan. (See standards 2.4, 4.3, and 4.4) The professional
development continuum should include modeling of data analysis and the process of
developing individual action plans based on identified student needs.

Professional development and ongoing support provided to principals should include
practice applying specific techniques for coaching teachers to use assessment data
effectively to improve instruction to better meet the diverse needs of students.

The district leaders who supervise and support principals should continually monitor
principals’ efforts and work closely with them to provide coaching and assistance in this
area.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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4.10

Assessment and Accountability

Professional Standard

The LEA and school site administration monitor fidelity of program implementation in the
delivery of content and instructional strategies.

Findings

1.

District priorities for delivery of content and instructional strategies (e.g. rigor, student
engagement) have been established and communicated to principals and teachers.

The chief academic officer has initiated a districtwide focus on effective first instruction
with a target of 80% of students successful at the end of a lesson. Initial professional
development on the components of effective first instruction was provided to principals.

The chief academic officer has developed a form for use in classroom observations that
includes all of the components of effective first instruction. Principals are not required
to use this form at their site but district administrators use the form when observing
classroom instruction during site visits.

The stated district expectation is that principals are observing in classrooms and
collecting evidence of fidelity in program implementation in the delivery of content and
use of instructional strategies. Using a walk-through/observation process, principals are
expected to identify teachers in need of targeted support and professional learning and to
coach those teachers to increase the teacher’s effectiveness in the delivery of content and
use of instructional strategies.

The principals are expected to bring the data from their classroom observations to the
monthly administrative meetings for review and analysis. The chief academic officer has
developed a summary form/log that principals are expected to complete and submit to
the district. The summary form includes a section where principals note specific teachers
with whom they are working and give a general statement of the actions involved. This
accountability system is in the initial stages of implementation but, at this point in its
implementation, it is not consistently submitted by the principals or monitored.

While informal conversations occur surrounding these forms, there is no system
for aggregating data from the observations at a district level to monitor progress on
implementation of priorities for the delivery of content and use of instructional strategies.

Multiple systems of classroom observations are being implemented at school sites, including
Instructional Rounds with Pivot coaches, Collaborative Inquiry walk-throughs with LACOE
personnel, and individual principal/site administrator walk-through observations. The use

of multiple systems and multiple data collection forms/templates makes it difficult to have
substantive collaborative conversations between principals and at the district level regarding
program fidelity in the delivery of content and instructional strategies because of the varied
focus areas and methods for each of the monitoring/observation systems in use.
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8. Inthe 2015-16 school year, the district provided principals with the DigiCoach program
for use in classroom walk-throughs. Two trainings, which included some beginning
calibration activities, were provided on using the tool. The use of DigiCoach is not
required by the district and only a few principals continue to use this system as part of the
instructional monitoring process.

9. The chief academic officer has set an expectation that district executive directors of
elementary and secondary education will visit each of their assigned school sites a
minimum of one time per month to observe instruction with the site principal and discuss
follow-up steps to improve classroom instruction.

10. The district expectation on how frequently principals should monitor programs and
discuss the results of observations with the teachers is not clear to all principals.

11. The amount of time spent in classrooms continues to vary widely between school sites.
Principals reported that their time monitoring classroom instruction is often minimized
because of other administrative responsibilities.

12. Most principals provide some feedback to teachers following classroom observations.
A few principals use the DigiCoach system to deliver the feedback. Other principals
reported sending e-mail or leaving written notes when they are in the classroom.

13. The samples of feedback submitted to FCMAT for review consisted primarily of broad
statements about observed instruction and validating comments about instructional
strategies used by teachers. Content was not addressed in the examples reviewed.
Feedback rarely involved specific suggestions for next steps in improving the delivery
of content or instructional strategies or indicated how the principal would follow-up to
monitor any suggested improvements.

Recommendations for Recovery

1. The district should clarify the purpose and expected outcome of each of the classroom
observation/walk-through systems in place at the school sites. Time priority should be
given to observations that focus on fidelity of program implementation in the delivery of
content and on the use of district identified priority instructional strategies.

2. To gather consistent, ongoing data on program fidelity and improvement in the delivery
of content and use of instructional strategies that can be analyzed by the school site
and at a district level, one common template/form should be used by principals and
district administrators for the majority of classroom walk-through observations. The
data gathered should be submitted to the district at least monthly for review and both
aggregate and disaggregate analysis. Goals for instructional improvement districtwide
and by school site should be established using baseline data and monitored for
improvement over time.
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3. The district staff and principals should develop a clear, common understanding of the
key elements to be monitored with regards to fidelity of program implementation in the
delivery of content and instructional strategies. Case study and calibration activities
focused on the district priorities need to be conducted to strengthen the consistency of
data collected between sites across the district.

4. The district leadership should provide principals with additional, ongoing professional
development focused on effective practices for classroom walk-throughs/observations,
focusing on the components of effective first instruction. The continuum of professional
learning opportunities should include content and practice on providing constructive
feedback to teachers based on observation data and follow-up and/or coaching strategies
that result in improved teacher delivery of content and instructional strategies.

5. All classroom observations/walk-throughs should result in specific, constructive feedback
being provided to teachers, both individually and collectively, focused on the continuous
improvement of all teachers in the delivery of content and use of instructional strategies.

6. District administrators should regularly allocate time during principal meetings to review
the common classroom observation data and to discuss and analyze that data at both
district and site levels in order to monitor progress on implementation of programs,
content, and strategies.

7. District staff and principals should establish reasonable required expectations for
time spent observing instruction each week, with specific feedback for instructional
improvement regularly provided to teachers. District administrators should monitor
adherence to the required expectations and the effectiveness of feedback in changing
classroom delivery of content and instructional strategies.

8. District administrators and principals should collaboratively determine the best way to
establish consistent support to the schools so principals can spend increased time and
effort monitoring the fidelity of program implementation in the delivery of content and
instructional strategies.

Standard Partially Implemented

July 2013 Rating: 4
July 2014 Rating: 2
July 2015 Rating: 3
July 2016 Rating: 4
July 2017 Rating: 4

01 23 456 7 8 910
. | | | |
Implementation Scale: —H—O0-0-@—+———
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412 Assessment and Accountability

Professional Standard

Written policies and procedures are in place to ensure that special education processes are
conducted pursuant to federal and state laws and that staff is provided appropriate, ongoing
training to ensure proper implementation.

Findings

1. The district has adopted policies and systematic procedures for identifying, screening,
assessing, planning, implementing, reviewing, and performing triennial assessments of
special-needs students.

2. Special education staff have received training on the district policies and procedures.

3. The district policy manual has been revised and is posted on the district website for
access. In addition, a simplified version of the manual has been created, along with
checklists to help ensure compliant practices. A hard copy of the simplified version of the
manual was distributed to special education stafft.

4. The executive director of special education compliance has been working intensively
with the director of special education, special education program specialists and special
education teachers to strengthen the quality and compliance of IEPs through in-service
sessions and targeted assistance.

5. There was no evidence that general education staff at all school sites have received
ongoing training to ensure they can implement the adopted policies and procedures.

Recommendations for Recovery

1. Professional development should be conducted at each school for general education staff
so that they fully understand what is required of them in ensuring that special education
processes are conducted pursuant to federal and state laws.

2. District administrators should continue to closely monitor special education processes
and program services to make sure that they are conducted pursuant to federal and state
laws to ensure that compliant and quality services are provided in the district.

3. The Special Education Department should annually review its policy manual and revise
as deemed appropriate in order to continuously strengthen implementation of policies
and procedures as they relate to processes, programs, and the internal monitoring of
compliance and quality.
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Standard Partially Implemented

July 2013 Rating: 6

July 2014 Rating: 2

July 2015 Rating: 3

July 2016 Rating: 2

July 2017 Rating: 3
01 2 3 45 6 7 8 910

Implementation Scale: —H—O-@—+—+—-O0—+——~
Not < »Fully

Pupil Achievement 223



5.1 Professional Development

Professional Standard

The LEA provides a continuing program of professional development to keep instructional
staff, administrators, and board members updated on current issues and research pertaining to
curriculum, instructional strategies, and student assessment.

Findings

1. The chief academic officer provides instructional leadership and planning for professional
development. In addition, the position of director of K-12 English learner services and
professional development was created to work alongside the chief academic officer.
Many professional development opportunities have been provided since FCMAT’s
previous site visits.

2. Although there were many opportunities for professional development, the district is in
the beginning stages of developing a comprehensive and cohesive plan for classroom
implementation.

3. The state administrator provides leadership professional development to board members,
site principals and other district leaders. In addition, Pivot Learning Partners continue to
provide coaching support for site principals.

4. District office personnel have worked in conjunction with the county office to provide
multiple opportunities for professional development for both elementary and secondary
teachers, including MTSS, RtI and PBIS.

Recommendations for Recovery

1. The district should develop a prioritized comprehensive and cohesive professional
development plan that includes: a) analyzing follow-up data to determine the training that
is still needed, b) maintaining clear expectations for attendance by the appropriate groups,
¢) ongoing follow-up on implementation of strategies learned, d) evaluating and adjusting
the next steps for further training and refinement of skills, and ) making the training as
site- and grade-level-specific as is possible.

2. The district should ensure that all school sites, administrators and teachers participate
in professional development offerings to provide quality, equitable instruction for all
students.

3. The district should develop specific walk-through strategies for site administrators and

district office personnel to support classroom teachers in the implementation of the
specific strategies and approaches presented in professional development.
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4. Clear expectations for the outcomes of professional development should be reinforced so
that staff will participate and implement the strategies taught. Supervisors should sustain
monitoring, support and ongoing feedback to ensure that strategies are consistently
implemented across the district.

5. The district should focus on specific professional development and strategic core

strategies designed to improve student academic performance and the skills of principals
as instructional leaders.

Standard Partially Implemented

July 2013 Rating: 4

July 2014 Rating: 3

July 2015 Rating: 4

July 2016 Rating: 4

July 2017 Rating: 4
01 2 3 45 6 7 8 910

Implementation Scale: —+—+-O-@—+—F+——+—+—
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5.3

Professional Development

Professional Standard

The LEA provides opportunities and ongoing support for teachers to collaborate on the analysis
and improvement of curriculum, instruction, and use of assessment data.

Findings

1.

School sites report that there is little time for teachers to collaborate on analyzing and
improving curriculum, instruction, and use of assessment data. Professional learning
community meetings at the elementary sites are held during physical education when
teachers must be present on the playground, diverting attention from collaboration and
the task of analyzing data for continuous improvement.

At the high school level, some sites are using a common prep period to facilitate
analyzing data, but this is not systematically in place.

Observations of classroom instruction indicate that not all classrooms regularly use
differentiation of instruction based on needs developed through analysis of student
performance data.

Although the elementary and junior high school sites collect data through the i-Ready
system, this system is in limited use at the high school level nor do they have a
counterpart to i-Ready. This does not allow for collaboration or discussion regarding
shared data.

All comprehensive high schools reported using Illuminate data during collaboration time,
however, this practice was not consistent across schools or departments.

Recommendations for Recovery

1.

The district should provide teachers with additional training and guidance to analyze
student performance data and determine how instructional strategies should be adjusted
as a result of the data analysis. In addition, protected time should be provided to complete
this task.

Principal walk-through visits/observations of classrooms should focus on implementation
of strategies and differentiation of instruction resulting from data collaboration meetings,
with frequent feedback to teachers. In addition, the district should develop a system to
complete this work.

The district should develop a system for data collection and analysis at the high school
level that is consistent and required across all school sites and departments.
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Standard Partially Implemented

July 2013 Rating: 3
July 2014 Rating: 1
July 2015 Rating: 1
July 2016 Rating: 1
July 2017 Rating: 2
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5.5 Professional Development

Professional Standard

The LEA plan includes budgeted coherent professional development activities that reflect
research-based strategies for improved student achievement and a focus on standards-based
content knowledge.

Findings

1. The district continues to provide access to many research-based professional development
opportunities, including integrated and designated English language development and
Guided Language Acquisition Design, as well as other aspects of instruction.

2. The chief academic officer provided a day of professional development that included
57 choices for certificated staff in addition to professional development provided by the
county office of education, district office, and site personnel.

3. The district, in conjunction with outside entities, provides a wide variety of professional
development opportunities that range from curriculum to the technology systems of the
district.

Recommendations for Recovery

1. The district should create a plan that ensures that professional development is centered
on identified needs based on student data, content standards and research-based best
practices for all students. (See Standard 5.1)

2. The district should ensure that there is a coherent and measured connection between
professional development and classroom implementation.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:
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Implementation Scale: —H—O—-@—+——+——+——
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6.1

Data Management/Student Information Systems

Legal Standard

The LEA assigns and maintains Statewide Student Identifiers and maintains all data to be
reported to the California Longitudinal Pupil Achievement Data System (CALPADS) and the
Online Public Update for Schools (OPUS) necessary to comply with No Child Left Behind
reporting requirements. (EC 60900(e))

Findings

1.

The district has implemented a new organizational chart related to CALPADS reporting
for the 2016-17 school year. The director of research, assessment and evaluation acts

as the CALPADS administrator. There has been a change in personnel assigned as the
database administrator who works directly with the collecting and reporting of data.

The district has implemented six specialized data reviewers who look at data in their area
of expertise. The district recognizes that data has not been reported accurately in the past,
but is working to improve the process and quality of data reported.

The CALPADS administrator, database administrator and executive director of IT hold
monthly data management meetings for staff that are responsible for entering data at
school sites and other specialized departments (e.g. Special Education, Food Service).

The district also hosts a monthly meeting in the technology lab that is open to all
personnel responsible for entering data. This allows them to get individualized help.
In addition to the administrators and director previously listed, there are three data
technicians available to assist.

Recommendations for Recovery

1.

The CALPADS administrator and executive director of IT should continue to be provided
with sufficient resources and assistance to ensure that the district can comply with the
state requirements regarding maintaining statewide student identifiers and to work with
the state regarding CALPADS and OPUS.

District staff should continue to provide monthly training to those responsible for
entering data at school sites and other specialized departments. Continue to monitor the
implementation of processes at the school sites.

The district should hold site administration accountable for reviewing and analyzing data
specific to their school site. This is an additional layer of review for ensuring the accuracy
of the data. The district should regularly review what site administrators should be
looking for in their data and processes to follow if the data does not appear accurate.
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Standard Partially Implemented

July 2013 Rating: 4
July 2014 Rating: 3
July 2015 Rating: 4
July 2016 Rating: 2
July 2017 Rating: 4
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Pupil Achievement Standards

1.1

1.2

14

1.5

1.6

1.8

LEGAL STANDARD — PLANNING PROCESSES
Categorical and compensatory program funds
supplement and do not supplant services and
materials to be provided by the LEA. (20 USC
6321)

LEGAL STANDARD - PLANNING PROCESSES
Each school has a school site council, comprised
of teachers, parents, principal and students,

that is actively engaged in school planning. (EC
52050-52075)

PROFESSIONAL STANDARD — PLANNING
PROCESSES

The LEA's policies, culture and practices reflect
a commitment to implementing systemic reform,
innovative leadership, and high expectations to
improve student achievement and learning.

PROFESSIONAL STANDARD — PLANNING
PROCESSES

The LEA has fiscal policies and a fiscal resource
allocation plan that are aligned with measurable
student achievement outcomes and instructional
goals including, but not limited to, the Essential
Program Components. (Revised DAIT)

PROFESSIONAL STANDARD — PLANNING
PROCESSES

The LEA has policies to fully implement the State
Board of Education-adopted Essential Program
Components for Instructional Success. These
include implementation of instructional materials,
intervention programs, aligned assessments,
appropriate use of pacing and instructional time,
and alignment of categorical programs and
instructional support.

PROFESSIONAL STANDARD — PLANNING
PROCESSES

The LEA provides and supports the use of
information systems and technology to manage
student data, and provides professional
development to site staff on effectively analyzing
and applying data to improve student learning
and achievement. (DAIT)

5 6
4 4
2 2
1 3
2 3
3 3
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Pupil Achievement Standards

1.9

21

2.3

24

2.5

3.1

PROFESSIONAL STANDARD — PLANNING
PROCESSES

The LEA holds teachers, site administrators,
and LEA personnel accountable for student
achievement through evaluations and
professional development.

LEGAL STANDARD - CURRICULUM

The LEA provides and fully implements SBE-
adopted and standards-based (or aligned for
secondary) instructional textbooks and materials
for all students, including intervention in reading/
language arts and mathematics, and support

for students failing to demonstrate proficiency in
history, social studies, and science. (EC 60119,
DAIT)

PROFESSIONAL STANDARD — CURRICULUM
The LEA has planned, adopted and implemented
an academic program based on California
content standards, frameworks, and SBE-
adopted/aligned materials, and articulated it to
curriculum, instruction, and assessments in the
LEA plan. (DAIT)

PROFESSIONAL STANDARD - CURRICULUM
The LEA has developed and implemented
common assessments to assess strengths and
weaknesses of the instructional program to guide
curriculum development.

PROFESSIONAL STANDARD - CURRICULUM
The LEA has adopted a plan for integrating
technology into curriculum and instruction at all
grade levels to help students meet or exceed
state standards and local goals.

LEGAL STANDARD - INSTRUCTIONAL
STRATEGIES

The LEA provides equal access to educational
opportunities to all students regardless of race,
gender, socioeconomic standing, and other
factors. The LEA's policies, practices, and staff
demonstrate a commitment to equally serving the
needs and interests of all students, parents, and
family members. (EC 51007)
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Pupil Achievement Standards

3.6

3.7

3.10

3.12

3.13

3.156

LEGAL STANDARD - INSTRUCTIONAL
STRATEGIES

The LEA provides students with the necessary
courses to meet the high school graduation
requirements. (EC 51225.3) The LEA provides
access and support for all students to
complete UC and CSU required courses (A-G
requirement).

LEGAL STANDARD - INSTRUCTIONAL
STRATEGIES

The LEA provides an alternative means for
students to complete the prescribed course of
study required for high school graduation. (EC
51225.3)

LEGAL STANDARD - INSTRUCTIONAL
STRATEGIES

The LEA has adopted systematic procedures for
identification, screening, referral, assessment,
planning, implementation, review, and triennial
assessment of students with special needs. (EC
56301)

LEGAL STANDARD - INSTRUCTIONAL
STRATEGIES

Programs for special education students meet
the least restrictive environment provision of the
law and the quality criteria and goals set forth by
the California Department of Education and the
Individuals with Disabilities Education Act. (EC
56000, EC 56040.1, 20 USC Sec. 1400 et. seq.)

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

Students are engaged in learning, and they are
able to demonstrate and apply their knowledge
and skills.

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

The LEA optimizes opportunities for all students,
including underperforming students, students
with disabilities, and English language learners,
to access appropriate instruction and standards-
based curriculum. (DAIT)

Pupil Achievement
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Pupil Achievement Standards

3.16

3.17

3.18

3.22

4.3

44

4.5

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

The LEA makes ongoing use of a variety of
assessment systems to appropriately place
students at grade level, and in intervention and
other special support programs. (DAIT)

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

Programs for English language learners comply
with state and federal regulations and meet

the quality criteria set forth by the California
Department of Education.

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

The LEA employs specialists for improving
student learning, including content experts and
specialists with skills to assist students with
specific instructional needs.

PROFESSIONAL STANDARD —
INSTRUCTIONAL STRATEGIES

The LEA offers a multiyear, comprehensive high
school program of integrated academic and
technical study that is organized around a broad
theme, interest area, or industry sector. (EC
52372.5, EC 51226)

PROFESSIONAL STANDARD — ASSESSMENT
AND ACCOUNTABILITY

The LEA has developed summative and frequent
common formative assessments that inform

and direct instructional practices as part of an
ongoing process of continuous improvement.

PROFESSIONAL STANDARD — ASSESSMENT
AND ACCOUNTABILITY

The LEA provides an accurate and timely school-
level assessment and data system as needed

by teachers and administrators for instructional
decision-making and monitoring.

PROFESSIONAL STANDARD — ASSESSMENT
AND ACCOUNTABILITY

School staff assesses all students to determine
students’ needs, and whether students require
close monitoring, differentiated instruction,
additional targeted assessment, specific research
based intervention, or acceleration.
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Pupil Achievement Standards

PROFESSIONAL STANDARD — ASSESSMENT
AND ACCOUNTABILITY
4.10 The LEA and school site administration monitor 4 2
fidelity of program implementation in the delivery
of content and instructional strategies.

PROFESSIONAL STANDARD — ASSESSMENT
AND ACCOUNTABILITY
Written policies and procedures are in place to
4.12 ensure that special education processes are 6 2
conducted pursuant to federal and state laws
and that staff is provided appropriate, ongoing
training to ensure proper implementation.

PROFESSIONAL STANDARD -
PROFESSIONAL DEVELOPMENT

The LEA provides a continuing program of
professional development to keep instructional
staff, administrators, and board members
updated on current issues and research
pertaining to curriculum, instructional strategies,
and student assessment.

5.1

PROFESSIONAL STANDARD —
PROFESSIONAL DEVELOPMENT

The LEA provides opportunities and ongoing
support for teachers to collaborate on the
analysis and improvement of curriculum,
instruction, and use of assessment data.

55

PROFESSIONAL STANDARD —
PROFESSIONAL DEVELOPMENT
The LEA plan includes budgeted coherent
5.5 professional development activities that reflect 3 2
research-based strategies for improved student
achievement and a focus on standards-based
content knowledge.

LEGAL STANDARD — DATA MANAGEMENT/
STUDENT INFORMATION SYSTEMS
The LEA assigns and maintains Statewide Student
Identifiers and maintains all data to be reported to
6.1 the California Pupil Achievement Longitudinal Data 4 3
System (CALPADS) and the Online Public Update
for Schools (OPUS) necessary to comply with
No Child Left Behind reporting requirements. (EC
60900(e)

Collective Average Rating 3.23 2.03

2.87 3.32

3.68
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1.1

Internal Control Environment

Professional Standard

All board members and management personnel set the tone and establish the environment,
exhibiting high integrity and ethical values in carrying out their responsibilities and directing
the work of others. Appropriate measures are implemented to discourage and detect fraud.
(Statements on Auditing Standards (SAS) 55, SAS 78, SAS 82: Treadway Commission)

Findings

1.

Board policies and administrative regulations are a key component of internal control and
provide the guidelines and directives necessary for a district and its personnel to operate.
The district subscribes to the California School Boards Association’s Gamut online
services, allowing board policies and administrative regulations adopted by the district

to be accessed from a link on the district’s website. The district has adopted several

board policies, administrative regulations and exhibits that demonstrate, support and
communicate its intent to foster a behavioral culture of high integrity and ethical values
including the following:

Board Bylaw 9270, Conflict of Interest, expresses that the board, “desires to maintain
the highest ethical standards and help ensure that decisions are made in the best interest
of the district and the public.” This policy outlines the requirements of governing board
members, district administration and other designated employees to annually disclose
any conflict of interest that would preclude them from participating in any district related
decision that includes that interest.

Board Policy and Administrative Regulation 1310.1, Civility Policy, demonstrates in
part the intent of the administration to set the tone and establish a foundation for an
environment that, as stated in the policy, “promotes mutual respect, civility and orderly
conduct among district employees, parent/guardians and the public.”

Board Policies 4119.21, 4219.21 and 4319.21, Professional Standards, and their
corresponding exhibits, further support the district’s expectations of employees to
conduct themselves in an ethical and appropriate manner. These policies encourage
district employees to “accept as guiding principles the professional standards and codes
of ethics adopted by educational or professional associations to which they may belong.”
Inappropriate employee conduct is also defined within this policy.

Advisory board members and employees designated in the district’s conflict of interest
code (Board Bylaw 9270) are required by Government Code 87500 to annually file a
statement of economic interests/Form 700 to disclose any assets and income that may be
materially affected by official actions. Exhibit 9270 and the related appendix identifying
disclosure categories and positions were updated December 7, 2016. However, the online
version of the exhibit does not include the executed resolution or the current designated
positions list.
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10.

11.

12.

The revised Exhibit provided to FCMAT was modified to reflect specific administrative
positions of the district. The former disclosure categories were more generalized and
listed administrative positions the district does not have, such as assistant/associate
superintendents. However, in making revisions, the generalized categories of director
and principal were removed and replaced with specific director positions, and only one
principal position; no other principal positions were listed.

This detail directed at specific job titles as opposed to generalized categories is
uncommon and will require modification any time position titles are revised.
Additionally, it allows the opportunity to exclude positions that should otherwise be
required to submit Form 700. Administrative positions with purchase authorization
authority are customarily included as designated positions. Modifying the list to include
generalized categories for executive director, director and principal as opposed to listing
each specific title alleviates this issue.

FCMAT was provided with a list of employees responsible for completing Form 700.
Discrepancies were noted between the employees/positions on the list and Exhibit 9270.
The list of specific employees in designated disclosure category positions should be
routinely updated to ensure the staff member assigned the responsibility for collection
and accountability knows who must complete Form 700.

At the time of FCMAT s fieldwork, the district was in the process of collecting Form 700
submissions for the period January 1, 2016 through December 31, 2016, which were due
by April 1, 2017. FCMAT’s review of the forms provided identified deficiencies including
forms that were incomplete; missing dates, jurisdiction, statement type and/or interest
disclosure. Further, while a completed form was provided for every position on the list
that existed prior to the December 2016 policy update, it does not include all employees/
positions that were required to file Form 700 for the 2016 reporting period after the
exhibit was revised. As a result, employees in the designated positions included in the
previous exhibit did not complete form 700s.

Many changes were made to administrative positions during 2016 and although

Board Bylaw 9270 provides for filing Form 700 annually as well as within 30 days of
assumption of office and within 30 days of leaving office only two forms were provided
for positions/employees assuming office during the period and no submissions were
provided for positions/employees leaving office.

BP and AR 3400, Management of District Assets/Accounts, adopted on August 4, 2014,
recognize the importance of developing a system of internal control procedures that
include separation of duties and fraud prevention specifically in the areas of purchasing,
receiving, and payment functions. Board Policies 3314, Payment for Goods and Services,
and 3314.2, Revolving Funds, adopted August 4, 2014 also describe the board’s fiduciary
duties to effectively manage and safeguard district assets and resources.

The district has historically had a significant number of audit findings, many of which
referred to opportunities for fraud, and material weaknesses and significant internal
control deficiencies. Deficiencies in internal control in numerous functional areas of
business practice continue to leave the district’s assets susceptible to theft or fraud.
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13.

14.

15.

16.

17.

Formal operational policies and procedures help to establish protocols for the completion,
review and oversight of routine functions of the business office. When properly designed,
implemented and followed, written procedures improve the effectiveness of the internal
control structure and offer reasonable assurance that the risk of fraud, misappropriation
of funds or other illegal acts is reduced and that occurrences will be detected in a timely
manner. The district has engaged external consultants to assist with the assessment

of duties in the business office and the development, documentation and training of
processes and procedures for routine business office activities. The district expects
consideration of the internal control system as part of these services.

To make progress in this standard the district needs to develop and implement a system of
sound internal control in all aspects of the business office including payroll, purchasing,
contracts and compliance with federal and state grant and/or entitlement awards. The
following areas are at the highest risk:

* Payroll

* Cash handling

* Purchasing

» Accounts payable

* Associated student body

The district’s Business Services Division Procedures Manual 2016-2017 provides a
launching point for the consulting team in the development of a solid internal control
system founded in written standards regarding how transactions for the business office,
school sites and other district departments are processed. The district also has many
written procedures in the Administrative Handbook, which is accessible from a district
web link; however, these procedures support the processes for administrators to follow
and are not standard operating procedures for routine duties of each business office
employee’s desk.

Processes and procedures for routine business activities are the foundation of strong
internal control, but will be ineffective unless implemented in practice, monitored,
evaluated and enforced. In addition to the consultant contract noted above, the district
authorized a new director, compliance and internal controls position and was seeking
qualified candidates at the time of FCMAT’s fieldwork. The duties described for this
position focus on evaluating and monitoring the adequacy and effectiveness of the
district’s internal control structure.

In addition to a sound system of internal controls that require proper segregation of duties
and management oversight, establishing and maintaining a fraud prevention program is
essential to fraud deterrence. A common method of detecting fraud incorporates tips from
employees. These methods are typically most effective when employees have access to
an anonymous tip line. The mere existence of such mechanisms is a highly effective fraud
prevention technique.
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18. The district recently implemented the WeTip program offered through its risk
management provider, which promotes a hotline for anonymous reporting of tips related
to crimes such as workers’ compensation fraud, discrimination, harassment, threats,
safety violations, burglary and weapons. The implementation of this program assists in
increasing awareness relative to fraud prevention.

19. FCMAT’s observations during site visits and interviews with staff indicate that the
placement of posters promoting the program throughout campuses has been limited.
Program promotion with multiple postings throughout campuses, including department
and student notice boards, would help create program awareness and convey a high level
of attention by the administration regarding fraud prevention. Access to WeTip program
information should be accessible from a prominent location on the district’s website.

20. The district has established annual employee notifications that incorporate a section on
Code of Ethics. Employees are required to sign an acknowledgement of receipt of these
notifications, which is retained in employee personnel files. The annual notifications
incorporate references to and excerpts from board policies associated with the district’s
Code of Ethics. It further communicates that, “The Board of Education expects district
employees to maintain the highest ethical standards, exhibit professional behavior, follow
district policies and regulations, abide by state and federal laws, and exercise good
judgement...” While certificated and classified employee handbooks have no content
pertaining to the district’s Code of Ethics, the Substitute Teacher Handbook does include
a section relative to the State of California Code of Ethics of the Teaching Profession.
The Substitute Classified Employee Handbook includes a section on professional
standards addressing ethical standards and the obligation relative to exercising care in
professional conduct.

21. Communication, training and routine monitoring are essential to ensure control activities
are successful and effective. The district conducted several meetings and trainings within
each administrative department during the period under review, some included school site
administrators and office personnel, but most were focused on the district business office
and IT Department personnel responsible for student data and CALPADS. The district
conducted an annual administrator and office manager training that included an overview
of procedures for select operational areas including procurement, absence reporting,
timesheet preparation, accounts payable, travel and conference, mileage and fieldtrips.

22. FCMAT also observed some email communications sent to school site administrators
and support staft describing responsibilities relative to student attendance and managing
parent communications and conferences for students who are chronically absent.

23. The district does not have an audit committee. It should consider establishing an audit
committee that is committed to fostering an environment and culture that clearly
communicates that fraud and other illegal acts will not be tolerated and that all allegations
will be investigated. This committee can also serve as a body for monitoring the progress
of the business office for corrective actions taken to address audit findings that identify
weaknesses in internal controls, presenting opportunities for fraud, misappropriation of
funds or other illegal acts.
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Recommendations for Recovery

1.

The district should routinely review and update board policies and administrative
regulations. Department administration and management level staff should actively
contribute to the review and proposed revision of policies and regulations specific to their
span of authority.

The district should ensure that the online board policies, administrative regulations, board
bylaws and exhibits are current.

The district should re-evaluate revisions made to designated position disclosure
categories relative to E 9270 Board Bylaws conflict of interest. Disclosure categories
should reflect generalized categories rather than specific positions. All specific positions
under each broad category should be required to complete Form 700 upon hire, annually
and/or upon separation of employment. The district should establish procedures for
collection of Form 700 and ensure the employee(s) assigned responsibility for collecting
them are properly trained on the rules of submission including the timeframe covered by
the forms, who should complete the form, and how to review submissions to ensure they
are complete.

The district should ensure that statements of economic interests/Form 700 are complete
and filed timely, including upon taking office, leaving office and annually. The list

of designated employees responsible for completing Form 700 should be updated
frequently to ensure employee title changes and placement of personnel are clear. Form
700 should be completed as part of the hiring and separation from employment process
managed by HR then forwarded to the staff member responsible for collection. The staff
member responsible for collection of Form 700s should review them for completeness and
follow-up where necessary.

The district should develop and implement a system of internal control that includes the
development of operational procedures, proper segregation of duties and other control
activities designed to safeguard district assets and to detect and deter fraud.

The district should ensure operational procedures are implemented and monitored to
ensure the district operates effectively and efficiently and that the established system
adequately prevents, discourages and detects fraud and safeguards district assets. The
district should continue efforts in updating the comprehensive policies and procedures
manual established for the Business Services Department. During this process, all
components of internal control should be evaluated, deficiencies should be identified and
procedures should be established to mitigate deficiencies in high-risk areas.

The district should routinely review and monitor operational procedures and provide staff
training. Vigilant reinforcement of operational procedures is essential to establishing a
foundation that provides reasonable assurance that the district’s operations and internal
controls are effective, efficient, and sound.

The district should continue efforts to implement the WeTip program, ensure that all
district and school site staff are familiar with the program, posters are displayed on all
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campuses and administrative offices, and information is accessible from a prominent
location on the district’s website. Written procedures should be established for retrieving
the information reported, including a protocol for determining the level of investigation
warranted; a means of determining who should perform an investigation; and procedures
for reporting the results.

9. The district should continue to provide Employee Annual Notification documents
(including the district’s Code of Ethics) and obtain acknowledgement of receipt from all
employees in the district as a means of communicating the district’s expectations and
standards for ethical behavior, the board’s policies and regulations and the consequences
for not adhering to these standards.

10. The district should form an audit committee as another level of oversight to help ensure
proper operations and adequate follow-up to audit findings.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 1
July 2017 Rating: 2

0123456 7 8 910
Implementation Scale: O—-O-@—+——+—1+—+—+—
Not < > Fully
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1.3

Internal Control Environment

Professional Standard

The organizational structure clearly identifies key areas of authority and responsibility. Reporting
lines in each area are clearly identified and logical. (SAS 55, SAS 78)

Findings

1.

The district provided FCMAT with a districtwide organizational chart that outlines three
cabinet-level divisions under the state administrator. Organizational charts for each
division led by the executive director of human resources, CBO and chief academic
officer were also provided; all of which were approved by the state administrator/
advisory board on February 8, 2017. The charts identified established but otherwise
vacant positions. The district also maintains a directory of staff organized by department,
which is accessible on its website.

District administrators and Business Services staff know who their supervisor is and
understand the concept of chain of command although some matters are not always
directed to the appropriate staff person; rather, some staff report that they go to the
person they know will resolve their issue. School site staff reported being aware of the
organizational changes that had occurred during this reporting period.

During this review period, the director of fiscal services position was vacated and the
Business Services Department has been operating for an extended period of time without
that leadership position. Staff report that while school site administrators know who to
direct their questions to, there is a lack of chain of command for the accounting staff
that has resulted from this vacancy. To achieve operational efficiency, it is essential

that the administration clearly communicate any changes to the organization structure
and/or duties in writing to all employees. Administrators and managers must regularly
communicate with all departments, as well as sites, as duties are reassigned to maintain
operational efficiency.

Leadership in the district’s Business Services Department continue to direct efforts
toward evaluating staff assignments and processes for completing essential tasks.
Through this process, leadership should also evaluate segregation of duties and make
adjustments as necessary.

Recommendations for Recovery

1.

The district should continue updating the districtwide organizational charts to reflect
staffing changes and to identify all management and district support staff positions under
each division_ensuring that lines of reporting are clearly identifiable.

The district should distribute organizational charts to all employees after each revision
to help ensure staff understand changes as they take place and to communicate where to
direct their questions.
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3. The leadership should continue efforts assessing current staffing and distribution of duties
within the Business Services Department and communicate to the state administrator their
findings. Evaluation of proper segregation of duties should be a part of this process.

4. A list of district office employees and job duties should be routinely updated and
distributed to all departments and site administrators.

5. Departmental leadership should immediately address and communicate changes to
reporting lines of authority when vacancies occur, even when temporary in nature, and
actively enforce the chain of command by directing questions through the appropriate
department channels.

Standard Partially Implemented
July 2013 Rating: 1

July 2014 Rating: 0
July 2015 Rating: 3
July 2016 Rating: 4
July 2017 Rating: 4

Implementation Scale: O—O I
Not < > Fully
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2.1

Inter- and Intradepartmental Communications

Professional Standard

The Business and Operational departments communicate regularly with internal staff and all user
departments on their responsibilities for accounting procedures and internal controls.

Communications are written when they affect many staff or user groups, are issues of
importance, and/or reflect a change in procedures. Procedure manuals are developed. The
Business and Operational Departments are responsive to user department needs.

Findings

1.

The district office administration continues to work to improve cohesive communications
between the Business Services and operational departments and school sites. However,
the director of fiscal services resigned in October 2016 and the position was vacant until
March 2017. Therefore, some of the planned changes including monthly budget meetings
with site administrators, a budget transfer form and electronic timesheets, have not been
implemented. Interviews with site staff indicated that some requests for information are
not responded to timely by business office staff.

While the CBO indicated that he visits sites informally each month for items such as
facilities issues and events, site administrators did not indicate that the CBO did so.
Consequently, based on the nature of the CBO’s reported visits, the sites may not always
be aware of his presence. The CBO also reported that he attends the principals’ meetings
conducted by the state administrator. The CBO also meets at least biweekly with Business
Services Department heads.

At the time of FCMAT s fieldwork, the CBO had not scheduled routine meetings with
each principal, and meetings with principals regarding site budget development had not
yet begun. The CBO should schedule routine, for example quarterly, meetings with each
principal and department leader to discuss their budgets and matters associated with
school site and department responsibilities related to procedures for accounting, internal
controls, purchasing, student attendance, associated student body and payroll.

In the absence of the director of fiscal services, the CBO has continued to conduct
monthly meetings with business office staff and request input for agenda items, which
reportedly include matters such as processes, procedures and upcoming events.

Interviews with staff indicated that interdepartmental communications are continuous
between the Business Services and Human Resources departments as leadership works

to assess interdependent activities and procedures, evaluate their effectiveness and revise
existing or establish new procedures. Applicable staff members from the two departments
meet routinely to discuss issues such as position control and payroll.
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6. During this review period, the Inglewood Unified School District Administrative
Handbook was posted to the district’s website. The handbook includes a section for the
Business Services Division, which has numerous links to items such as the business
services directory with staff names and contact information, procedures and forms. Site
staff also indicated that they have received the business services directory.

7. The district has a Business Services Division Procedure Manual 2016-17. Some sections
of the manual have been revised during this review period; however, others, such as
purchasing, have not been revised. In addition, the documents provided to FCMAT did
not include a table of contents, so it is unknown if FCMAT received the entire manual.

The business office has posted sections of the manual to the online Administrative
Handbook.

The content of operating manuals should be routinely reviewed and updated in
conjunction with changes in procedure. At least annually, the business office departments
should update the procedures manuals and ensure that each school site and department
has the latest version. Additionally, the business office should provide routine written
guidance and training for personnel in various content areas including attendance
accounting procedures, student information systems, purchase requisition procedures,
and online budget access. (See Standard 3.1 and 3.2 for additional information regarding
training.)

At the January 11, 2017 board meeting, the state administrator approved a consultant
agreement for business and financial services. The agreement includes assistance with
updating policies and procedures, developing manuals and providing staff training.

8. Communications between operational areas including Business, Human Resources and
Payroll are primarily conveyed verbally and through the use of email. In addition to the
monthly business office staff meetings, informal meetings take place to discuss functions
that overlap or affect duties between departments to develop collaborative approaches for
working together. The department leadership indicated that this process has been effective
in orienting staff directly responsible for tasks on changes and/or the development of
new processes and procedures for conducting particular functions and improving internal
controls.

Recommendations for Recovery

1. The district should continue to develop and enhance efforts to establish a systematic
process for effective communication between the Business Services and operational
departments and between business office departments and school sites.

2. The district should continue its efforts to establish a communication system that provides

cohesiveness throughout the organization and also improves decision-making, especially
on budgetary issues.
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3. The CBO should routinely schedule and conduct meetings with each principal and
division/department leader to review his or her budget and responsibilities for internal
controls and operational procedures.

4. The CBO and new director of fiscal services should conduct monthly meetings with
business office staff, request input from staff on agenda items and provide written
agendas for each meeting.

5. The Business Services and Human Resources departments should continue to routinely
conduct meetings with staff members from both departments.

6. The district should provide an updated list each year that indicates who is responsible for
each function in the business office to all school sites and departments.

7. The district should establish formalized policies and procedures for each business office
department, and continue to revise its Business Services Division Procedure Manual
to include current policies and procedures, and review and update the manual at least
annually and as changes occur. The latest version of the entire manual should be posted
online, and each school site and department should be informed of its location.

Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating 1
July 2015 Rating: 1
July 2016 Rating: 1
July 2017 Rating: 2

Implementation Scale: —O—@ I
Not <« > Fully
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2.3 Inter- and Intradepartmental Communications

Professional Standard

The board is engaged in understanding the fiscal status of the LEA, for the current and two
subsequent fiscal years. The board prioritizes LEA fiscal issues, and expects reports to align the
LEA’s financial performance with its goals and objectives. Agenda items associated with business
and fiscal issues are discussed at board meetings, with questions asked until understanding is
reached prior to any action.

Findings

1. All seats on the district’s five-member elected board, referred to as an advisory board,
are filled. Documents provided to FCMAT indicate that four of the five advisory board
members have completed the California School Boards Association (CSBA) Masters in
Governance Program. The program includes courses in the following areas: Foundations
of Effective Governance/Setting Direction, Policy & Judicial Review/Student Learning &
Achievement, School Finance, Human Resources/Collective Bargaining, and Community
Relations & Advocacy/Governance Integration.

2. Areview of the agendas and minutes posted on the district’s website indicate that there
have been 21 board meetings from May 2016 through March 2017; 10 were special board
meetings. Minutes show that three or more members were present at 16 of the meetings.
However, minutes for the February 22, 2017 meeting were not posted online; therefore,
the number of advisory board members who attended this meeting is unknown.

3. Interviews with the state administrator and advisory board members indicated that
advisory board members are engaged and ask questions at meetings. However, board
meeting minutes do not routinely indicate the level of discussion. It is essential for the
advisory board members to continue to regularly attend meetings to gain a broader
understanding of their role and the district’s fiscal matters.

4. Many of the district’s routine fiscal matters such as approval/ratification of purchase
orders, approval of vendor/payroll warrant resolutions, approval/ratification of travel
expenditures/conference requests, and numerous contracts and consultant agreements
are presented at regular board meetings. However, several items regarding the district’s
fiscal condition, including the adoption budget and interim reports were presented at
special board meetings during this review period. These items should routinely be on
regular board meeting agendas as dates for these meetings are typically determined each
December and allow advisory board members and the public more time to schedule
their attendance and review agendas and backup materials. Items on the district’s fiscal
condition are presented as consent calendar/action items on the board meeting agendas,
and as indicated above, advisory board members are encouraged to discuss and ask
questions regarding agenda items.
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5. Interviews with the state administrator and advisory board members indicated that board
agendas and backup materials are provided on the Friday prior to each regular board
meeting, which is conducted the following Wednesday. Board agendas and materials
should continue to be provided to advisory board members in advance of board meetings
and with sufficient time to review documentation, formulate questions and prepare
for discussion. The board should be provided with information regarding the budget,
including current assumptions, enrollment projections, year-over-year trends, multiyear
financial projections, cash flow actuals to date and current year projections, and the status
of the emergency state appropriation balance at each financial reporting period. Budget
issues will be discussed in further detail in the budget sections of this report.

6. Board meeting agendas and subsequent board minutes are available through links on
the district website. Supporting documentation, including that associated with business
and fiscal issues, is also available through links embedded in each agenda. FCMAT’s
review of agendas and minutes for meetings conducted from May 2016 through March
2017 found that information regarding the rationale and fiscal impact of items is included
directly on the board agendas.

7. Inreviewing the agenda and backup materials for the March 15, 2017 special board
meeting, FCMAT found that the 2016-17 second interim budget documents originally
posted to the website had been revised and reposted prior to the meeting. The budget
presentation given at the board meeting included information from the revised
documents; however, attendees were not informed that the original documents had been
revised and reposted. Revisions to backup materials are sometimes necessary, but to
avoid confusion, an announcement should be made at the affected board meeting if an
item was posted and subsequently changed.

8. There is no evidence that the advisory board participates in budget development;
however, interviews with administration and advisory board members indicated that the
board continues to gain a better understanding of the budget and the district’s financial
condition. The district has not conducted study sessions to provide advisory board
members with detailed information on the district’s budget and/or other key financial
issues.

Recommendations for Recovery

1. All advisory board members should complete governance training.

2. Advisory board members should attend all board meetings and continue to actively
demonstrate a desire to seek understanding on all fiscal matters presented. The state
administrator should continue to give advisory board members an opportunity during
board meetings to seek clarity and understanding of each agenda item presented to the
state administrator for action.

3. Items regarding the district’s fiscal condition, such as the adoption budget and interim
reports, should routinely be included on regular board meeting agendas.
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4. Board agendas and supporting documentation for regular board meetings should continue
to be provided to the advisory board members at least 72 hours before each regularly
scheduled board meeting.

5. The district should ensure that an announcement is made at the affected board meeting
if an agenda item was posted and subsequently changed.The district should conduct and
the advisory board members should attend budget study sessions and workshops to gain a
stronger understanding of the district’s budget, financial condition and fiscal decisions.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 3
July 2017 Rating: 4
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3.1

Staff Professional Development

Professional Standard

The LEA has developed and uses a professional development plan for training business staff. The
plan includes the input of business office supervisors and managers, and identifies appropriate
training programs. Each staff member and management employee has a plan designed to meet
their individual professional development needs.

Findings

1.

The district does not have a formal staff development plan for the business office or a
framework for individualized staff development plans designed to identify and meet staff
member professional development needs.

Board Policy 4331 states “The Superintendent or designee shall develop a plan for
administrator support and development activities based on a systematic assessment of
the needs of district students and staff and aligned to the district’s vision and goals.”
This policy addresses staff development for management, supervisory and confidential
personnel.

Administrative Regulation 4331 identifies the following as potential methods of
professional development:

* Professional education conferences or committee meetings

* Courses offered by institutions of higher education

»  Workshops offered by the district, county office of education, or state
* Small-group activities

» Self-directed learning

* Observation of other schools

* Follow-up activities that help staff implement newly acquired skills

Board Policy 4231 states “Classified staft shall have opportunities to participate in staff
development activities in order to improve job skills, retrain to meet changing conditions
in the district, and/or enhance personal growth.”

Administrative Regulation 4231 identifies the following potential staff development
opportunities:

* Orientation and support for new employees
* Visits to other schools and school districts

+ Attendance at professional conferences or committee meetings
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» Classes and workshops offered by the district, county office of education,
institutions of higher education, private organizations, or other
appropriate agencies

 Joint staff preparation time and staff meetings

» Follow-up activities that help staff implement newly acquired skills

6. Assessing procedures for core business office functions and establishing or modifying
systematic procedures includes evaluating the skill levels of individual staff members for
assigned duties. During the prior review period, the CBO’s and director of fiscal service’s
focus were to begin assessing processes and procedures and provide hands-on training in
areas of identifiable weakness. Following the resignation of the director of fiscal services,
the state administrator approved a consultant agreement for business and financial
services. Services provided by the consultant group includes assisting with the duties of
the director of fiscal services position, developing manuals and providing staff training.

7. Professional development training forms, completed by several business office staff
members, show the names and dates of 2015-16 and/or 2016-17 classes attended. The
workshops attended by staff members are primarily offered through the county office
in content areas of their position and/or roles and responsibilities. However, during this
review period, some staff members attended training offered by other organizations
such as the California Association of School Business Officials and School Services
of California. Business office staff acknowledged that they are encouraged to attend
professional development activities; staff are responsible for identifying opportunities
and requesting approval to attend, and the CBO indicated that management also suggests
training opportunities in areas of needed improvement. Documents provided to FCMAT
indicate that professional development and training are topics of discussion at some of
the business office staff meetings; however, there is no structured schedule or system to
identify focused training needs, and documented formalized staff development plans have
not been created.

8. To identify the greatest training needs, the district leadership should routinely evaluate
areas where deficiencies are identified while observing employee performance of assigned
duties. Additionally, the factors that contributed to the deficiencies identified in annual
audit reports or other regulatory agency reviews may be areas where additional training
is necessary. This content should be used in conjunction with the input of business office
supervisors and managers to identify appropriate training and cross-training programs that
meet the professional development needs of business staff.

Recommendations for Recovery

1. A formal staff development plan should be developed for the Business Services
Department targeted to specific district goals and/or objectives. The district should
evaluate the areas associated with standardized procedures of the business office and
evaluate the skill levels of each staff member. The focus should be on content areas where
deficiencies were previously identified during employee performance evaluations and
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with deficiencies noted in the annual audit reports or other regulatory agency reviews.
The input of business office supervisors and managers should be used to identify
appropriate training and cross-training programs that meet the identified professional
development needs of staff members.

2. Appropriate resources should be identified to fund the training included in the staff
development plan.

3. The business office staff should continue attending routine trainings offered by the
county office and other professional organizations and seek additional fiscal training and
guidance, such as that provided by the consultant group, to develop and enhance sound
business practices and the technical skills of department staff.

4. The district should incorporate the current professional development activities into a
formal staff development plan for each business office staff member and manager. These
plans should include a calendar of training offerings and dates that each individual is
scheduled to attend to fulfill professional development expectations.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 1
July 2017 Rating: 2

Implementation Scale: O—-O—@ |
Not < > Fully
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3.2 Staff Professional Development

Professional Standard

The LEA develops and uses a professional development plan for the in-service training of school
site/department staff by business staff on relevant business procedures and internal controls. The
plan includes a process to seek input from the business office and the school sites/departments
and is updated annually.

Findings

1. The district has not established a formal staff development plan for the business office
staff to provide training to school site/department staff. During this review period,
business office representatives provided training at the summer 2016 administrator
retreat. Topics included payroll, purchasing, travel and conference, and field trips, and
information was provided regarding Business Services Division forms and procedures
available on the district’s website. Some of this information was also provided to office
managers and site secretaries at meetings hosted by the Educational Services Division in
January and February 2017. The district provided documentation indicating that purchase
requisition training was offered to PeopleSoft users on February 7 and 8, 2017. However,
the document did not include a list of attendees, so FCMAT was unable to verify whether
or not anyone attended.

2. The district does not have a process for identifying the professional development needs
of school site/department staff regarding business procedures and internal controls;
however, school site staff reported that they are encouraged to ask business office staff
members for help as needed.

3. Interviews with school site/department administration and support staft indicated that
numerous individuals need initial or additional training in areas such as the PeopleSoft
system, personnel requisitions, account codes, budget monitoring, and student attendance.

School site/department staff should receive routine guidance and training in all content
areas related to business activities including, but not limited to, budget management,
procurement, enrollment and attendance and ASB, if applicable. A best practice is to
ensure staff members receive annual trainings to update or correct routine practices.
Additionally, staff member turnover or movement within a district is not uncommon, and
all staff members who are new to the district, site/department or position should receive
training upon assuming the position.

Recommendations for Recovery

1. A formal staff development plan should be established for the business office staff
to provide school site/department staff with in-service training on relevant business
procedures and internal controls.
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2. The district should ensure that the staff development plan includes a process to seek input
and identify the professional development needs of school site/department staff.

3. The district should ensure that school site/department staff members receive annual
trainings to update or correct routine business practices, and all staff members who are
new to the district, site/department or position should receive training upon assuming the
position.

Standard Partially Implemented

July 2013 Rating:
July 2014 Rating:
July 2015 Rating:
July 2016 Rating:
July 2017 Rating: 1

oS o o O

Implementation Scale: O—@
Not < > Fully
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4.2 Internal Audit

Professional Standard

Internal audit findings are reported on a timely basis to the audit committee, board and
administration, as appropriate. Management then takes timely action to follow up and resolve
audit findings.

Findings

1. The primary objective of an internal audit is to provide the district management with
an independent assessment of monitoring systems, review procedures, authorization
processes, and organization risk and controls. Internal audits also provide an opportunity
for the district to improve and mitigate overall risk, including the detection of fraud or
misappropriation of funds by employees in the normal course of business. The district is
in the process of establishing an internal audit function.

The state administrator should ensure an audit committee is established and that an
internal audit is performed to ensure organizational risk is minimized, and policies,
procedures, laws and regulations are followed.

Internal audit findings should be resolved in a timely manner to the satisfaction of the
audit committee. Additionally, procedures should be established to prevent any similar
findings from occurring in the future.

2. Management is responsible for resolving any findings and recommendations as a result of
the district’s annual independent audit. This is especially critical if the district’s findings
are in accordance with Education Code Section 41344, which may require repayment
of apportionment or payment of a penalty because of an audit exception for ADA or
other related data, such as federally funded programs in compliance with Title 2, Code
of Federal Regulations (2 CFR), Subtitle A, Chapter II, Part 225, that do not comply with
statutory requirements as a condition of apportionment. The district does not have an
audit finding policy or administrative regulation that establishes the procedure to address
audit findings in a timely manner. Interviews with district staff indicate that a “corrective
action plan” process is being developed. At a minimum, the district should develop an
audit finding resolution worksheet that includes the following:

* Each department and staff assigned to address each specific audit finding.

 Information on when the audit finding was discussed with the affected
department, a proposed audit finding resolution date and actual date of
audit finding resolution.

 Signatures, with the date signed, from each department affected by the

finding, the director of fiscal services and the chief business official.

A copy of the completed audit finding worksheet should be provided to the district audit
committee and the audit firm.
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A new internal audit position (director, compliance and internal controls) was approved at
the January 11, 2017 board meeting. Candidate interviews were scheduled to take place
shortly after FCMAT’s fieldwork. Position duties include following up on independent
and external third party audits and investigations.

The district’s 2013-14 audit report, prepared by the State Controller’s Office, was
presented for acceptance by the board/state administrator at the May 11, 2016 board
meeting, and the 2014-15 report was not finalized at the time of FCMAT’s fieldwork. The
2013-14 audit report listed 44 findings, several relating to lack of internal controls, and
some are repeated in each of the last five years. Of the 2013-14 findings, 22 were related
to financial statements, five were related to federal awards, 16 to state awards and one
was miscellaneous. The volume and severity of the findings caused the state auditor’s
opinion to be qualified regarding the reliability of the financial statements and the federal
and state programs, including special education, Title I, and the National School Lunch
programs. The prior year’s audit report had 47 findings. The consistency in the large
number of findings may be due to the late completion and filing of the audit report as well
as delayed or unsuccessful efforts to address the findings.

External audits, reports, reviews, or investigations can generate opportunities for growth
and allow responsible staff to identify specific elements underlying the areas of concern
and develop a collaborative plan to implement the standards.

Upper-level Business Services Department staff indicated that the district has contracted
with several business services consultants in an effort to implement better internal audit
practices and to identify and address structural weaknesses in the district’s payroll and
accounts payable processes. Warrants issued from the revolving fund account increased
by 35% between the period of November 2015-January 2016 (26 warrants) to the period
of November 2016-January 2017 (35 warrants). Documentation shows that outstanding
advances to former board members dating back to June 2012 continue to be listed on the
reconciliation.

Efforts to address structural weaknesses in district payroll processes include the
implementation of written procedures. Issues with insufficient time to process hourly
payroll have caused earlier deadlines for submission of timecards for payroll processing.
This has resulted in more revolving fund checks. There are still no identifiable control
mechanisms to reconcile the timecard hours to the hourly payroll. A separate review of
payroll data is taking place before the generation of warrants, but it is solely related to the
number of checks generated and there is no management review of the reconciliation.

Interviews indicated that two managers approve overtime. The supervising manager
initiates and a manager in the Business Services Department approves for payment.
Interviews also indicated that the reviewing manager does not monitor, check or control
the allocation of overtime and defers to the immediate supervisor.
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Recommendations for Recovery

1.

The district should adopt board policies and administrative regulations to establish an
internal audit function, in tandem with the director, compliance and internal controls
position. The district should fill this new position with a qualified professional. An audit
committee should be established and develop specific procedures for following up on
internal audit issues, subject to approval by the state administrator.

Internal auditor’s findings should be resolved in a timely manner, and “timely” should be
defined in the district audit findings policies and procedures.

The district should continue to investigate anomalies. The internal audit findings
should be reported to the internal audit committee, which should then report to the state
administrator/board. If circumstances merit such action, the state administrator should
report possible irregularities that may warrant a fraud audit to LACOE for further
investigation.

The district should develop an audit finding policy and administrative regulation and
incorporate an audit finding resolution worksheet as part of the procedure.

All external audits, reports and reviews generate opportunities for growth. The district
should review these external reports with applicable staff to identify the specific elements
underlying the areas of concern and develop a collaborative plan to implement the
standards.

Upper-level Business Services Department staff should continue to apply internal audit
practices to identify opportunities to correct the organization’s structural weaknesses.

The district should follow up on all outstanding items shown on the revolving fund bank
reconciliations, including outstanding advances to former board members.

The district should hire, train and cross-train sufficient qualified staff in the Business
Services and Payroll Departments to implement the internal controls identified in the
audit findings and in this report.

Payroll procedures should be reviewed, and more controls should be implemented. The
district should adopt board policy and develop procedures and approvals to address

the review of overtime and payroll overpayments to staff, and take measures to obtain
repayment.
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5.1 Budget Development Process

Professional Standard

The board focuses on expenditure standards and formulas that meet the goals and maintain

the LEA’s financial solvency for the current and two subsequent fiscal years. The board avoids
specific line-item focus, but directs staff to design an entire expenditure plan focusing on student
and LEA needs.

Findings

1. Interviews with administration and advisory board members indicated that the advisory
board was not involved in the budget development process. However, as discussed in
Standard 2.3, advisory board members’ attendance and participation at board meetings
has continued during this review period. Interviews indicated that they are engaged and
ask questions at meetings, and continue to gain an understanding of the budget and the
district’s financial condition.

2. The online agenda for the June 1, 2016 special board meeting included the standardized
account code structure (SACS) documents, multiyear financial projections, and current
and subsequent year cash flow relative to the 2015-16 third interim financial report. The
CBO provided a PowerPoint presentation at the meeting with a summary of significant
changes that occurred following the second interim reporting period. The presentation
showed revenues, expenditures and the projected ending fund balance for the 2015-16,
2016-17 and 2017-18 fiscal years. The meeting minutes indicate that the third interim
financial report was approved, but do not indicate if advisory board members asked
questions or engaged in conversation about the report before its approval.

3. The online agenda for the June 29, 2016 special board meeting included the adoption of
the 2016-17 budget and provided the SACS documents and a PowerPoint presentation
as attachments. A written narrative report included information such as revenues,
expenditures, enrollment and ADA, and some budget and multiyear assumptions for the
cost-of-living (COLA) and employer contributions for STRS and PERS; however, the
narrative was not included in the online agenda. The meeting minutes indicate that the
CBO gave a presentation and that the 2016-17 budget was approved, but do not indicate
if advisory board members asked questions or engaged in conversation about the budget
before its approval.

4. The online agendas for the December 14, 2016 and March 15, 2017 special board
meetings included the SACS documents for the first interim and second interim budget
reports, respectively. A written narrative report and PowerPoint presentation was
developed for each of these reporting periods, but the documents were not included in the
online agenda. Meeting minutes indicate that the CBO gave a presentation at each board
meeting and that the budgets were approved, but do not indicate if the advisory board
members asked questions or engaged in conversation about the interim reports before
approval.
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The SACS report format is complex and difficult to read, and this highly technical report
requires some guidance and explanation. Utilizing only the SACS report to present
budget information does not demonstrate the link between the budget and the district’s
standards, goals and student needs. As indicated above, written narratives and PowerPoint
presentations were used during this review period to help communicate financial
information. However, the written narrative information should include all of the
assumptions used to develop the budget and each interim report and should be included in
the online agenda backup materials. This will allow the advisory board, staff and public
to understand how the educational goals are reflected in the budget. A properly prepared
presentation can demonstrate the district’s progress towards fiscal solvency and isolate
areas of concern. However, the lack of sufficient and timely narrative information makes
it difficult for those affected to determine if the budget development process includes a
focus on expenditure standards, formulas and student and district needs.

The state administrator presented and approved the Inglewood Unified School District
Recovery Plan at the February 10, 2016 board meeting. Interviews indicated that the plan
has not been updated or revised since that time.

Recommendations for Recovery

1.

The district should assign staff members from district departments such as Business
Services, Human Resources and Educational Services to conduct board workshops and
presentations in their areas of responsibility to increase the board’s knowledge of the
connection between finance and student achievement.

Advisory board members should attend budget training workshops to receive more detailed
information on their role in developing the budget and its connection to student achievement.

In addition to all the SACS forms, the district should consistently provide board
members a written narrative that includes comprehensive financial information in a more
understandable format and the complete set of assumptions used to develop the budget,
interim reports and multiyear financial projections. This information should be provided
in the online agenda backup materials.

The district should continue to revise its recovery plan as needed and include the advisory
board and community throughout the process.
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Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating:
July 2015 Rating:
July 2016 Rating: 1
July 2017 Rating: 1
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5.2

Budget Development Process

Professional Standard

The budget development process includes input from staft, administrators, board and community
as well as a budget advisory committee.

Findings

1.

One of the most powerful ways to gain input regarding budgetary and instructional issues
from those affected, including the board, staff, community and employee associations, is the
Local Control and Accountability Plan (LCAP), a comprehensive district plan that must be
aligned with the budget. Per Education Code Section 52060, the district’s LCAP is to include
a description of its annual goals for pupils to be achieved for each of the state priorities and
for any additional local priorities. The LCAP should provide district staff with the information
necessary to develop a budget and to accomplish the actions necessary to achieve the district’s
goals. The following depicts how the plan was handled at the district during this review
period:

» A public hearing for presentation of the 2016-2019 LCAP was held at
a special board meeting on June 27, 2016. During this meeting, district
staff presented the LCAP and an opportunity for public comments was
provided. The minutes do not indicate if any speakers addressed the state
administrator and advisory board regarding the LCAP. The minutes show
that all five of the advisory board members were present.

* The state administrator approved the 2016-2019 LCAP at the June 29,
2016 special board meeting, prior to adoption of the 2016-17 budget. The
minutes indicate that one person addressed the state administrator and
advisory board regarding the LCAP during the public comments portion
of the meeting. The minutes show that all five of the advisory board
members were present.

* A document titled LCAP Meeting Dates 2015-16 was provided
to FCMAT, which included update and input meeting dates and
timeframes for several groups including: District English Language
Advisory Committee/District Advisory Committee, principals/directors,
Educational Advisory Committee, bargaining units, school site councils,
Parent Advisory Committee, and the community. However, evidence
was not provided regarding how and to whom this information was
disseminated and who attended the meetings.

Education Code Section 52060 states, “The governing board of a school district shall
consult with teachers, principals, administrators, other school personnel, local bargaining
units of the school district, parents, and pupils in developing a local control and
accountability plan.” Such meetings are opportunities to involve the board, community,
employee associations, and other affected parties to satisfy the required LCAP
engagement, seek input for the budget development process, and build transparency.
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3. Interviews during this review period indicated minimal engagement thus far by
stakeholders regarding the 2017-18 LCAP, but that some of those affected had recently
been contacted regarding LCAP meetings. Interviews further indicated that more work
needs to be done to align the budget to the LCAP.

4. Standard 6.1 of this report provides additional information on the public hearing and
adoption processes for the LCAP and budget.

5. In the past, the district had a budget advisory committee, and people reported that it was
a valuable mechanism to provide input to the district’s budget. Interviews during the
prior review period indicated that the district no longer had this committee. However, the
CBO reported that an internal budget advisory committee was formed during the current
review period, which includes the CBO, director of fiscal services and other department
leaders. The CBO also expressed plans to expand committee membership in the future
to include staff, parents and community members. Another method the district can
utilize to promote community acceptance trust, and openness and obtain input for budget
development is the implementation of a budget advisory committee.

6. During 2015-16 budget development, the district calendared small budget meetings
with site administrators and department managers to formulate its budgets. However,
interviews indicated that individual meetings for 2016-17 budget development had just
begun at the time of last year’s fieldwork, and during the current review period individual
meetings had not been scheduled regarding 2017-18 budget development.

Recommendations for Recovery

1. The district should more actively seek input from the advisory board members, parents,
students, community, staff and bargaining units during the budget development and
LCAP process.

2. The district should ensure that the LCAP guides budget development and is incorporated
in the budgeting process.

3. The district should consider expanding the budget advisory committee to include staff
and community representatives.

4. The district should conduct timely meetings with site administrators and department
managers regarding budget development.
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Standard Partially Implemented

July 2013 Rating: 1
July 2014 Rating: 0
July 2015 Rating: 1
July 2016 Rating: 1
July 2017 Rating: 1

Implementation Scale: O—@® :
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5.3 Budget Development Process

Professional Standard

The LEA has clear policies and processes to analyze resources and allocations to ensure that they
align with strategic planning objectives and that the budget reflects the LEA’s priorities. The budget
office has a technical process to build the preliminary budget that includes revenue and expenditure
projections, the identification of carryovers and accruals, and any plans for expenditure reductions.
The LEA utilizes formulas for allocating funds to school sites and departments. This may include
staffing ratios, supply allocations, etc. Standardized budget worksheets are used to communicate
budget requests, budget allocations, formulas applied and guidelines. A budget calendar contains
statutory due dates and major budget development milestones.

Findings

1. Board Policy 3000, Concepts and Roles, states the following regarding budget
development:

In the development of a district budget, the Board and the Superintendent or
designee shall establish a calendar that reflects the full budget cycle and a process
that satisfies the requirements of law, including opportunities for public input. The
Superintendent or designee shall provide fiscal data and prepare a proposed budget
document within the budget priorities and parameters set by the Board. The Board
shall adopt a budget that is aligned with the district’s vision and goals and enables
the district to meet its fiscal obligations.

2. However, a review of the district’s Gamut online board policies and administrative
regulations found that it has not adopted a policy or regulations specific to budget
development and adoption. Best business practices would include adoption of these
documents to ensure that staff is provided with specific direction for these processes.

3. As discussed in Standard 5.2, the LCAP lists the district’s goals and actions to achieve
those goals; therefore, the LCAP should be an integral component of the budget.
However, the adopted budget narrative documents do not include discussion of the
LCAP, and the extent of its inclusion in the 2016-17 budget development process is
unclear. The fiscal recovery plan is a multiyear strategic blueprint critical to the district’s
ability to regain fiscal solvency. Based on the budget narrative document provided with
the 2014-15 third interim report, the fiscal recovery plan was considered in that reporting
period. However, the 2016-17 adopted budget narrative documents do not include
discussion of the recovery plan, and the extent of its inclusion in the budget development
process is unclear.

4. The district’s Business Services Department created a well-documented process to
build 2015-16 school site and department budgets and developed an easy to understand
and comprehensive manual titled Budget Development Process for School Site to train
principals and managers on how to understand their budgets. Administrators became an
integral part of budget development with this process. The manual provided school site
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administrators with information on how their budget allocations were determined and
included formula allocations for various resource categories. A budget workbook was
included with the manual, which contained unrestricted and restricted funding sources
and staffing allocations. Based on the information provided to FCMAT, these documents
were not updated and used in 2016-17 budget development.

Documents provided to FCMAT regarding 2016-17 budget development included:

School Site 2016-17 Budget Development, dated March 20, 2016, which lists information
needed from various departments and site administrators to begin the budget process;
Inglewood Unified School District Staffing Formulas 2016-17, which includes some
certificated, administrative and classified staffing ratios used to determine estimated
staffing allocations; and Estimated Categorical Entitlements and Allocations 2016-2017,
which includes information regarding Title I allocations for school sites.

Interviews indicated that the CBO and executive director of human resources had
completed the 2017-18 enrollment and staffing projections. A new director of fiscal
services was hired in March 2017, and at the time of FCMAT’s fieldwork, 2017-18
budget development meetings with principals and department managers were not
yet scheduled. FCMAT was not provided with standardized budget worksheets used to
communicate budget requests and budget allocations.

During the prior review period, the district implemented a position control system that

is integrated with its human resource and payroll systems although the system does not
encumber payroll. As further discussed in Standard 7.3, the position control system has
not been properly maintained during this review period.

FCMAT was not provided with a 2016-17 or a 2017-18 budget development calendar.

As indicated in previous reporting periods, the district experienced significant year-over-
year carryovers of Title I funding in 2013-14, approximately 25% of its total available
award, which required the district to file a wavier for excess carryover beyond the

15% allowance. The 2016-17 second interim report shows a Title I restricted balance

of approximately $2.9 million. As further discussed in Standard 7.2, the district is in
jeopardy of losing $2.2 million due to excessive carryover.

Recommendations for Recovery

1.

The district should adopt a policy and regulations specific to budget development and
adoption.

The district should develop and document a process that provides for all components of
the district’s recovery plan and LCAP to be included in budget development.

The district should ensure that site administrators and department managers are

an integral part of budget development and provide them with training on budget
development and monitoring.
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4. The district should develop and implement standardized budget worksheets to
communicate budget requests and budget allocations.

5. The district should ensure that the position control system is regularly updated for all
personnel changes throughout the fiscal year and reviewed by management for accuracy.

6. The district should develop an annual budget calendar that includes dates for all
statutory deadlines and other budget development tasks and the individual or department
responsible for each item. The district should ensure the budget calendar is disseminated
to all who are responsible for budget tasks.

7. The district should include carryover in site budgets before the first interim reporting
period, but only after it has finished closing its books for the previous fiscal year.

8. The district should ensure that budgets are monitored throughout the year and that
restricted resources do not exceed allowable carryover balances since this may necessitate
the return of funds to the grantor.

Standard Partially Implemented

July 2013 Rating: 0
July 2014 Rating: 1
July 2015 Rating:
July 2016 Rating:
July 2017 Rating:

NN W

01234567 8 910
. | | | | |
Implementation Scale: O—O—@—-O—F—F—+—+—

|
1
Not < > Fully
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6.1

Budget Adoption, Reporting, and Audits

Legal Standard

The LEA adopts its annual budget within the statutory timelines established by EC 42103,
which requires that on or before July 1, the board shall hold a public hearing on the budget to be
adopted for the subsequent fiscal year. Not later than five days after that adoption or by July 1,
whichever occurs first, the board shall file that budget with the county superintendent of schools.
(EC 42127(a))

Findings

1.

Education Code (EC) Sections 42127(a)(1) and 52062 require school districts to hold two
separate public board meetings at least one day apart. The first meeting is for the LCAP
and budget public hearings, and the second is for the LCAP and budget adoptions. The
LCAP item must precede the budget item at each meeting (EC 42127(a)(2)(A)). The
public hearings require 72 hours public notice and both the LCAP and the budget must be
adopted on or before July 1 each year.

The district conducted the two public hearings at its June 27, 2016 board meeting. The
purpose of the first public hearing was to seek public input on the district’s draft LCAP. A
second public hearing followed seeking public input on the 2016-17 proposed budget.

Per Education Code Section 52062(b)(2), the meeting for the public hearings and the
meeting for the adoption of these documents are to take place at least one day apart to
ensure that there is opportunity to incorporate revisions, if needed, in consideration of the
input discussed during the public hearings.

The agenda for the June 27, 2016 meeting states that the LCAP would be presented for
approval, followed by the approval of the 2016-17 proposed budget, at the district’s June
29, 2016 meeting. The June 29, 2016 meeting minutes indicate that the 2016-2019 LCAP
and the 2016-17 budget were adopted in the proper order.

The district prepared its 2016-17 proposed budget and LCAP, and interviews with staff
members indicated that reports are made available for public inspection three days prior
to the board meeting scheduled for public hearing as required by EC 42127(a)(1) and
52062(b)(1).

County office staff indicated that the budget was received timely. FCMAT was provided
a draft copy of the county office budget review letter dated August 9, 2016, which stated
that the county office reviewed and approved the district’s 2016-17 LCAP and budget.

Recommendations for Recovery

1.

The district should continue to hold public hearings for its LCAP and proposed budget at
least 24 hours prior to the board meeting to adopt the LCAP and budget, on or before July
1 of each year, in accordance with Education Code Section 52062, and ensure action on the
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LCAP precedes action on the proposed budget in accordance with Education Code Section
42127(a)(2)(A).

2. The district should continue to file its adopted budget with the county superintendent of
schools within five days of its adoption or by July 1, whichever occurs first.

Standard Fully Implemented
July 2013 Rating: 7

July 2014 Rating: 8
July 2015 Rating: 7
July 2016 Rating: 7
July 2017 Rating: 8
01 2 3 4 5 6 7 8 910
Implementation Scale: —————F—+—+-0-@——
Not <« > Fully
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6.2 Budget Adoption, Reporting, and Audits

Legal Standard

Revisions to expenditures based on the state budget are considered and adopted by the governing
board. Not later than 45 days after the governor signs the annual Budget Act, the LEA shall make
available for public review any revisions in revenues and expenditures that it has made to its
budget to reflect funding available by that Budget Act. (EC 42127(h))

Finding

1. Governor Jerry Brown signed the 2016-17 State Budget Act on June 27, 2016, which
closely emulated the provisions outlined in the May Revision upon which the district’s
adopted budget was based. The state administrator approved the 2016-17 budget at the
district’s special board meeting on June 29, 2016. No revisions subsequent to adoption
were necessary to comply with Education Code Section 42127(h), which requires the
district to inform the public of any material changes in the state budget that would affect
the budget previously adopted by the district.

Recommendation for Recovery

1. The district should continue to follow the requirements of Education Code Section
42127(h) within 45 days of the governor signing the annual Budget Act.

Standard Fully Implemented

July 2013 Rating: 0

July 2014 Rating: 0

July 2015 Rating: 5

July 2016 Rating: 7

July 2017 Rating: 8
01 2 3 4 5 6 7 8 910

Implementation Scale: O—+—+—+—+-O0—1+—-0-@——
Not < > Fully
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6.3 Budget Adoption, Reporting, and Audits

Legal Standard

The LEA completes and files its interim budget reports within the statutory deadlines established
by EC 42130, et. seq. All reports are in a format or on forms prescribed by the superintendent of
public instruction and are based on standards and criteria for fiscal stability.

Findings

1. During this review period the district filed the following interim reports:

* 2015-16 third interim report, approved at a special board meeting on
June 1, 2016

* 2016-17 first interim report, approved at a special board meeting on
December 14, 2016

* 2016-17 second interim report, approved at a special board meeting on
March 15,2017

Financial reports for each interim reporting period submitted to the county office during
this review period were in the SACS format; and although not all conditions in the
criteria and standards section were met, they included assessments of the district’s fiscal
stability for each of the criteria and standards measured by data included in the SACS
supplemental reports.

2. Because the district filed a qualified certification for its 2015-16 second interim report,
it was required to submit financial statement projections of its fund and cash balances
through June 30, 2016, for the period ending April 30, 2016. This is commonly referred
to as a third interim report. The district complied with this requirement, and the state
administrator approved the third interim report on June 1, 2016.

3. EC 42130 requires that the first interim report describe the district’s financial and
budget status for the period ending October 31, 2016 and to be approved by the
district’s governing board within 45 days, or December 15, 2016. Board agenda backup
documentation and minutes of the district’s December 14, 2016 special board meeting
indicate approval of a qualified certification of the first interim report in compliance with
EC 42130.

4. EC 42130 requires that the second interim report describe the district’s financial and
budget status for the period ending January 31, 2017 and be approved by the district’s
board within 45 days, or March 17, 2017. The documentation supporting the March 15,
2017 special board meeting agenda item indicated that the district would certify its second
interim report as qualified in compliance with EC 42130.

5. Inquiries with county office staff confirmed that the district submitted interim reports
within the appropriate timelines. The county office’s review letter for the district’s
2015-16 third interim report was dated June 21, 2016, and the review letter for the
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2016-17 first interim budget report was dated December 29, 2016. The county office’s
review letter for the district’s 2016-17 second interim budget was provided to FCMAT in
draft form and dated March 30, 2017. The letters for the first and second interim reports
continue to note that while the district appears to have made progress implementing the
fiscal recovery plan, significant portions of the plan remain under development and are
subject to revisions before being implemented in various phases.

Recommendations for Recovery
1. The district should continue to ensure that all interim reports comply with the conditions

and timelines established in EC 42130 et. seq.

2. The district should continue to ensure that all budget reports are approved by the board/
state administrator and filed with the county office on time, and include a plan to meet all
financial criteria and standards for the district’s budget.

Standard Partially Implemented

July 2013 Rating: 2

July 2014 Rating: 2

July 2015 Rating: 5

July 2016 Rating: 5

July 2017 Rating: 6
01 2 3 45 6 7 8 910

ImpIementationScale:I —HO—+—+-O0@—+—+——+-
Not < > Fully
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7.2 Budget Monitoring

Professional Standard

The LEA implements budget monitoring controls, such as periodic budget reports, to alert
department and site managers of the potential for over expenditure of budgeted amounts.
Revenue and expenditures are forecast and verified monthly. The LEA ensures that appropriate
expenditures are charged against programs within the spending limitations authorized by the
board.

Findings

1. Purchase requisitions follow an established process starting at the department or site
level for authorization, followed by approvals with the cabinet-level administrator and/or
categorical programs administrator, if necessary, to ensure program compliance with state
and/or federal grants.

Budget availability is determined for the overall site or department budget, not at

the object code level; therefore, some object codes can have large negative balances

and others positive balances. The district utilizes the PeopleSoft financial system for
centralized budgeting and purchase requisition processing. Although a hard stop is
preferable for processing purchase requisitions, the district uses a soft stop, which allows
business office staff to override warnings when the budget category has insufficient funds.

Purchase requisitions post to the encumbrance ledger, reducing the remaining budget
balance, but this only occurs once the purchase order has been approved for processing at
the district office level. Depending on how long it takes to generate purchase orders, not
encumbering purchase requisitions immediately could cause budgets to be overspent. The
district has the ability within the online system to stop users from encumbering a purchase
requisition if sufficient funds are not available. Implementing this feature would provide
adequate controls, but involves considerable staff training for school sites and departments.

2. The business office fiscal services analyst has the responsibility to review purchase
requisitions for overall budget availability and verify sufficient budget appropriation
before the purchase requisition is forwarded to purchasing for further processing. Prior to
this review period, the director of fiscal services provided a secondary review to ensure
adequate budget availability; however, this position was vacant for approximately five
months during this review period. In the absence of the director of fiscal services, the
CBO should provide a secondary review, which has not occurred.

3. The district retained the services of consultants to mentor the CBO on how to prepare
and execute a budget, monitor the budget and develop multiyear projections. Several
meetings have been scheduled and subsequently canceled. Most recently a consultant
has analyzed special education accounts and large carryover balances in restricted
programs and made recommendations to transfer unrestricted expenditures that meet the
requirements for various restricted programs. The CBO and/or director of fiscal services
positions would normally perform these functions.
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During this review period, the district hired a fiscal director from another school

district as a consultant to prepare the adopted budget and interim reports and make
recommendations to the CBO. Many of the recommendations from consultants for further
budget analysis had not occurred at the time of FCMAT’s fieldwork.

FCMAT continues to recommend that business office staffing be reviewed to ensure staff
have the necessary skills, are properly trained and held accountable to perform essential
functions. Critical functions that include basic budgeting practices such as budget
monitoring, proper alignment of budget to actual revenue and expenditures, purchase
requisition review, and management of budget transfers are not occurring. The result is
an unrealistic budget that has millions of dollars of overstatements and understatements
in major object codes, poor internal control features and unrealistic multiyear financial
projections.

The 2016-17 adopted, first and second interim budgets did not include necessary
adjustments to align revenues with expenditures in federal programs, special education
and several other categorical programs totaling several millions of dollars. The following
represents a sampling of significant budget observations by FCMAT during this reporting
period.

* The special education budget adjustments prepared for the third interim report by
the consultant indicate a budget understatement of at least $2.5 million, and possibly
more with outstanding encumbrances totaling $10 million for NPS contracts.

» Restricted carryover funds from the 2015-16 fiscal year total $1,758,538 as reported
in the unaudited actuals; this total does not include categorical programs with
unearned (deferred) revenue balances. By second interim, restricted balances totaled
$8,137,409 of which $4,244,041 represents Title I, Title II, Title III and federal
Special Education IDEA.

» Of'the Title I funding carryover totaling in excess of $3.0 million dollars,
approximately $2.2 million is in jeopardy representing unspent funds in excess of the
15% allowable carryover threshold. Federal requirements allow a maximum of 15%
carryover without a waiver; however, the district is not eligible for a federal program
waiver because it previously filed one within the last three years.

* Educator Effectiveness, a program enacted in 2015 that authorized one-time funds
to be spent over a three-year period to provide beginning teacher and administrator
training; professional development; and promote educator quality and effectiveness,
has yet to be budgeted. Revenue received totaling $810,703 listed in the restricted
fund balance at 2016-17 second interim must be spent by June 30, 2018 or returned to
the state of California.

» The district has not completed an expenditure budget for the Special Education
Mental Health Services program for at least two fiscal years. This program has
$710,462 in the restricted fund balance according to the 2016-17 second interim
report.

Management should ensure that encumbrances are reviewed for validity, carryover
dollars are budgeted, and sites are encouraged to use these funds during the fiscal period
grants are authorized.
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5. The previous CBO developed and issued detailed instructions and procedures for
processing purchase requisitions and budget transfers to each school site and department.
Following his departure in September 2015, this procedure has not been implemented.

6. While the Business Services Department prepares and posts budget transfers at interim
reporting periods for all school sites and departments, the transfers are made without
supporting documentation. The following examples of unrestricted budget to actuals at
the 2016-17 second interim reveal that budget monitoring and the appropriate level of
budget transfer and/or budget analysis activity has not occurred. In some cases, amounts
budgeted at adoption are over- or under-budgeted.

Original Projected Actuals to
Description g Budget at Date at Second Notes
Budget q 5
Second Interim Interim
Overstated at adoption compared with
In-liew Transfers to 2015-16 Unaudited Actuals. Inadequate
$5,861,203 $3,701,666 $39,351 cash transfers to charter schools by
Charter Schools .
January 31, 2017 which should occur
monthly.
Interest Earnings 160,000 160,000 46,458 Overbudgeted based on two quarters
earnings.
Teacher Salaries - 1100 29,861,040 30,761,004 16,317,621 Should analyze -could be understated.

Prior year actuals $31.7M.

Large increase since adoption. Prior
3,786,677 4,400,372 2,246,593 year actuals $4.2M, adoption may have
been understated.

Supervisor aAdministra-
tor Salaries - 1300

Large decrease since adoption. Prior
4,609,255 3,903,779 1,997,459 year actuals $4.0M, adoption may have
been overstated.

Classified Support
Salaries -2200

Needs analysis, may be overstated.

Health & Welfare - 3400 10,056,249 10,206,274 4,446,477 )
Prior year actuals $9.5M.
Books & Supplies - 4000 1,110,974 3,406,223 2,065,454 I RLT At b
could have been understated.
Insurance — 5400 1,550,000 1,550,000 1,609,530 Actuals higher than budget.
Professional Services - Needs analysis as actuals are consider-
5800 5,815,995 5,877,653 1,319,340 ably lower than budget.

7. FCMAT found that special education resource accounts are underbudgeted, misaligned
with actual expenditures, and overencumbered with purchase requisitions for NPS student
placements. Management should establish procedures to review the initial authorization
process for student services identified in each student’s Individual Educational Program

(IEP); annually review the continuance of service and associated staffing levels; and compare

these services and staffing levels to vendor invoices, open contracts and encumbrances.

8. The chart below reflects expenditure information available as of March 10, 2017 for all
special education resources combined. Based on the information below, the district failed
to properly budget for 2016-17 special education expenditures. The budget was reduced

by approximately $2.7 million from the actual expenditures in the prior year, and FCMAT

requested but was not provided information regarding whether the encumbrances are a
true representation of amounts necessary to pay for NPS contracts outstanding through
the end of the fiscal year.
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Fiscal Year Amount Notes

2014-15 — Actuals $27,738, 161
2015-16 — Actuals $30,473,742 Increased over previous year by $2,735,581
2016-17 — Budget $27,761,901 Under prior year budget by $2,711,841
2016-17 — Actuals $15,573,354 As of 3/10/2017

Outstanding purchase orders primarily for
2016-17 — Encumbrances $10,800,556 NPS student placements as of 3/10/2017

At second interim 2016-17, special education encroachment is $19,544,835, or
approximately 23.5% of the current unrestricted general fund operating budget. The
district anticipates this to increase by $1.5 million with the third interim report to
$21,044,835. The district is contributing extremely large levels of unrestricted dollars to
support special education costs. Internal controls and procedures need to be developed
and implemented to properly project expenditures and special education cost containment
measures need to be investigated. The district should also define procedures and timelines
to adequately review open contracts, encumbrances and staffing levels.Interviews

with staff confirm that budgeted expenditures and vendor invoice tracking for special
education costs including nonpublic school (NPS) lack full accountability. The technician
responsible for the special education budgets should possess the necessary skills, be
properly trained and held accountable to perform essential functions and oversee these
accounts.

According to the interview with the special education budget technician, one purchase
order is prepared for each NPS contract based on the student’s IEP. Contracts are updated
for the addition of new students and/or additions to existing services, but reductions

in services or exiting students have not consistently been adjusted from the purch