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Objective 1: Verify fidelity of implementation of the Gompensation and Classification Study.
The District has three groups of employees based on job classification. These groups are identified to a DBM evaluation (grade) as follows:
e Hourly Classified — Job Class 5000 series — DBM Evaluation Series A and B
e Administrators — Job Class 6000 series — DBM Evaluation Series C, D, and E
e Teachers — Job Class 7000 series — DBM Evaluation Series C

Using analytics, we verified fidelity of implementation by comparing 2014 job pay screen information to 2015 job pay screen information.

e For Teachers, assignment within the C Series DBM is based on education level, we verified 2015 DBM Evaluation agreed to education level
identified by the 2014 grade or was otherwise supported by a change on the teacher certificate.

e For Series A, B, D, E, and non-teacher C, assignment within the series is based on job class. The job class was also restructured as part of
the compensation and classification study. We verified the 2015 Job Class transitioned from the 2014 Job Class based on a cross-walk
document prepared by Human Resources or was otherwise supported by an Employee Service Form. We verified all job classes were tied
to the correct DBM Evaluation as identified on the DBM Matrix provided by Fox Lawson & Associates. We scanned the cross-walk document
prepared by Human Resources for reasonableness and verified all employees were tied to a job class identified on the cross-walk. With the
exception of employees in negotiated-salary positions, we verified all employees were in a DBM evaluation as defined on the DBM Matrix
provided by Fox Lawson & Associates. For Principals and Assistant Principals, we further verified the DBM grade was based on the FY 2015
projected enroliment.

Observation 1-1: For teachers assigned to C Series DBM Evaluations, we used 5 analytic tests to identify 152 anomalies where the 2015 DBM did
not agree to the level of education identified by the 2014 grade. We verified all of the employees transferred to a new position or gained additional
education as evidenced by Employee Service Forms and state certifications.

Observation 1-2: For DBM Evaluation Series A, B, D, E, and non-teacher C, we used 153 analytic tests to verify the 2015 job classes transitioned
from the 2014 job classes as identified on the cross-walk document prepared by Human Resources. 137 anomalies were identified. Employee
Service Forms were verified to clear 135 of the anomalies, as the employees transferred or received revised job classification based on salary
review. All of the revisions appeared reasonable. Two exceptions were noted. Verification of degree, paraprofessional, or bilingual status was not
on file for two employees classified as Senior Teacher Assistants.

Recommendation _1-2: As part of the hiring process, management should verify documentation that supports DBM assignment. For the two
exceptions noted, the employment applications and resumes stated the employees met the requirements for the classification as Sr. Teacher
Assistants, this information should have been verified and documented in the employee file prior to assignment as Sr. Teacher Assistants.
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Management Response: Current process requires documentation of education level. A training session will be conducted to ensure processes
are followed, resulting in proper documentation being on file.

Expected Action Date: 04/04/2016

Observation 1-3: For all DBM Evaluation Series, we used 25 analytic tests to verify job classes were tied to the correct DBM grade as indicated on
the DBM Matrix. Testing identified a total of 195 anomalies. Of these, 10 are considered exceptions.

DBM NC 41 is defined on the matrix for Occupational Therapist Assistants, job class 7026. Nine 190-day teachers were assigned to this DBM
pending receipt of their teaching certificates. Per Human Resources, these employee assignments were considered temporary and not a part of
the DBM matrix.

There was one exception in which the employee's job class did not correctly correspond to the DBM Evaluation. Due to the employee's pay
being frozen, he was neither over- nor underpaid as a result of this error. The employee's DBM has been corrected by management.

Recommendation 1-3: All positions should have been evaluated by Fox Lawson to ensure compensation and classification are fair and equitable.
Use of NC41 DBM should be evaluated to ensure it is clearly defined, fair, and equitable. Once substantiated, DBM NC41 should be added to the
matrix.

Management Response: DBM NC41 is used for two positions: Occupational Therapist Assistants and Teachers pending receipt of their teaching
certificates. Occupational Therapist Assistants are on the DBM Matrix. With the help of Fox Lawson, management will review the DBM for
Occupational Therapist Assistants to ensure the position is at the correct DBM. Teachers pending receipt of their teaching certificates (DBMs NC41-
NC43) will be added to the DBM Matrix.

Expected Action Date: 03/04/2016

Observation 1-4: Prior to the compensation and classification study, the Bookkeeper | position at a school was upgraded to Bookkeeper Il. Based
on discussion with Human Resources, this was documented as a school-based decision and did not go through the District's salary review process.

Recommendation 1-4; All position upgrades should be made through the salary review process. This requires review of the job description in
comparison with the DBM matrix in an effort to ensure that positions within the District are compensated fairly and consistently.
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Management Response: A defined process has been created and implemented for requesting new positions and for requesting position upgrades.
Positions will not be added or upgraded without routing through the process and obtaining the appropriate approval. Business Manager positions
are now in place and one of their duties is to review all funding change requests, including new positions and position upgrades, ensuring the
appropriate approvals are received.

Expected Action Date: 10/06/2014

Observation 1-5: An analytic test verified that all employees were assigned to job classes included on the HR cross-walk document. The test
disclosed 143 anomalies. All were researched with Human Resources to ensure they were placed on the correct DBM, none were considered
exceptions.

Observation 1-6: Using an analytic test, we verified all DBM's in use were included on the DBM Matrix provided by Fox Lawson. 107 anomalies
were noted including 6 employees with negotiated salaries and 11 First Step Employees. The remaining 90 items are included in the RC and NC
Decision Bands. These were not included on the DBM matrix and appear to not have been evaluated by Fox Lawson.

There are 81 positions (including 9 for employees assigned to multiple locations) assigned to grades RC42 through RC45. These represent
certified teachers that have retired from the South Carolina Retirement System. In accordance with State provision, their pay is reduced 15%
below the District's salary schedule.

There are 9 employees assigned to grade NC43. This is a temporary DBM for employees occupying certified positions, but for whom a
certificate is not yet issued.

Recommendation 1-6: All positions should have been evaluated by Fox Lawson to ensure compensation and classification is fair and equitable. It
should be noted, for example, that the RC Decision Bands are restricted to retirees from the South Carolina Retirement System. If a teacher were
to become employed by the District after retiring from any other state, the RC Decision Band would not be used and the related salary would not be
reduced.

Management Response: DBMs RC41, RC42, RC43, RC44, RC45, NC41, NC42, and NC43 will be added to the DBM Matrix.

Expected Action Date: 03/04/2016
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Observation 1-7: Two analytic tests validated DBM's assigned to Principals and Assistant Principals were correctly identified based on 2015
enroliment projections. No exceptions were noted as a result of this testing.

Observation 1-8: Based on the analyses detailed above, the crosswalk document developed by Human Resources in consultation with Fox
Lawson appears to consistently classify the District's various job categories. Consistency in classification will be subject to additional verification as
part of the District's forensic audit.

Objective 2: Verify all teachers are assigned to "C" series grades on the DBM matrix.
Using analytics, we verified all teachers were assigned to a ‘C’ series Decision Band. This testing was performed for the 2015 job pay grade for all
employees assigned to a budget grouping starting with a T and excluding TEMP.

Observation 2-1: There were 91 teachers (excluding duplicates) assigned to an NC or RC DBM rather than a C DBM.

DBM Count

NC41 10
NC43 9
RC42 15
RC43 15
RC44 41
RC45 1
Total 91

As mentioned in observation 1-3 and 1-6, NC41 is assigned to Occupational Therapy Assistants rather than teachers and DBM NC 43 and RC42-45
are not on the DBM Matrix provided by Fox Lawson.

Recommendation 2-1: All positions should have been evaluated by Fox Lawson to ensure compensation and classification is fair and equitable.
Use of the above DBM's should be evaluated to ensure they are fair and equitable. Once substantiated, they should be added to the matrix.

Management Response: DBMs RC41, RC42, RC43, RC44, RC45, NC41, NC42, and NC43 will be added to the DBM Matrix.

vExpected Action Date: 03/04/2016
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Objective 3: Verify all employees received one step.
Using analytics, we verified all eligible employees received one step on the salary schedule for their year of experience.

Observation 3-1: An analytic test identified 171 anomalies when verifying all employees increased one step for their year of experience. Of these,

169 are considered false positives, as the employees step increase was impacted by their hire date, full-time equivalent percentage, a change

reflected on the state certificate, or other documented correction by Human Resources. 2 items are considered exceptions:

e One employee was entered with an additional step in error. The employee's salary was frozen for 2015, so there was no impact on pay.

e One employee transferred to a new position and did not receive credit for his year of experience. Per Human Resources, the underpayment is
being corrected in 2016.

Recommendation 3-1: Care should be taken to ensure credit for experience is captured when employees transfer positions. Each of the above
exceptions appear to be the result of human error.

Management Response: Experience and compensation calculations are completed when any employee transfers positions. Management is
finalizing a new procedure to ensure consistency and multiple levels of reviews for experience and compensation calculations.

Expected Action Date: 04/04/2016

Observation 3-2: As stated in Audit 2012-04, verification that classified, hourly employees are paid the correct salary for the years of experience
(step) is complicated by the change of District practices over time. At various times the District has placed the following restrictions on the
calculation of years of experience for classified employees:
o Classified employees were previously required to provide proof of relevant prior employment. This practice has been discontinued.
o Classified employees received one year of experience for every three years of relevant prior work. This practice has been discontinued.
e No experience is given for part-time employment.
e Work experience for classified employees is capped at twelve years of relevant prior work.
o If an employee within this group transfers to another position within the district, they are granted full credit for experience without a cap.

Recommendation 3-2: The Board should consider revisiting the classified compensation study as prepared by Human Resources in 2013 to
evaluate how years of experience are assigned to classified, hourly employees. Funding for implementation of the study was previously declined,;
however, it is a piece of compensation and classification that continues to result in inequities. The study was intended to bring the calculation for
years of experience in line with other District positions. As of March 2013, Human Resources estimated the cost of implementing the study as
$1,295,000. Attrition and the hiring of new employees would impact the total cost as of any future implementation date. As of March 2013, there
were approximately 290 employees that were hired after July 1, 2005 with work experience capped at 12 years. It would cost approximately
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$755,000 to pay these employees for their total work experience. In addition, HR identified approximately 260 additional employees that reported
additional work experience hired prior to July 1, 2005. The estimated cost of paying these employees for the reported work experience is $540,000.

Management Response: Management will continue to follow the current procedure until a change is approved by the Board.

Expected Action Date: 03/01/2016

Objective 4: Verify 2015 implementation was within budget.
In addition to implementation, the 2015 salary increases were impacted by a step increase, increases in education for certified positions, and job
transfers. Accordingly, we were unable to identify the portion of salary increases directly affiliated with implementation of the Compensation and
Classification study. As an alternative procedure, we verified the reasonableness of the projection used by Human Resources to ensure
implementation stayed within Board approval. We also verified the 2015 salary schedules aligned to the salary recommended by Fox Lawson and
Associates.

Observation 4-1: The February 10, 2014 Board minutes and the financial minutes for the early budget decision to implement the compensation and
classification study refer to the $8.5 million approval as funded from General Fund and Special Revenue Funds. During budget discussions and in
the 2015 final budget, the $8.5 million is only the General Fund's portion of the cost to implement the study. The 2015 cost of implementation per
the HR Projection was $9,971,445 for all funds.

Recommendation 4-1: Board minutes, financial minu‘tes, and action items should be clearly stated to avoid confusion and misinterpretation.

Management Response: Management presented the General Operating Fund value of $8.5 to implement Fox Lawson. The cost to implement all
funds, GOF and special revenue, was $9.9. Management will ensure more transparency in reporting to the Board.

Expected Action Date: 03/01/2016

Observation 4-2: The data provided for use in projecting the cost of implementation was from active employee job pay screens. Accordingly, the
projection excluded the impact for vacant positions.

Recommendation 4-2: While the impact to the projection is limited to the incremental increase in salaries and related benefits, future projections
should be improved through the use of data for all authorized positions, including are vacant.
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Management Response: Management will create a procedure for future cost projections. The procedure will include capturing all filled and vacant
positions. This will ensure all authorized positions are captured in future cost projections.

Expected Action Date: 04/04/2016

Observation 4-3: Using analytics, we compared the HR Projection (employees as of February 2014) to the pre-implementation data from the
employee job pay screens as of July 2014. There were 534 unmatched records. We sampled 15, all were terminated or retired, and potentially
rehired, or transferred to a new position within the District; none are considered exceptions. The HR PrOJectlon appears to reflect all employees
impacted by the compensation and classification study.

Observation 4-4: Using analytics, we compared the starting salary reflected on the HR Projection (February 2014) to the pre-implementation data

from the job pay screens as of July 2014. There were 55 employees with a difference in starting 2014 salary greater than $5. Seven exceptions

were noted.

o 48 false positives, as the employee had an adjustment based on certification or transfer.

e For seven, the incorrect starting salary was used on the HR Projection. This resulted in a $85,543.62 understatement of the impact of
implementation. '

Recommendation 4-4: While estimating the impact of implementation of the study was arduous and complex, additional care should be exercised
in future projections to ensure sound, reliable information is provided for decision making.

Management Response: Management will create a procedure for future cost projections. The procedure will include a means to capturing any
changes to employee DBMs or salary that occur after information is pulled from Munis. This will ensure all salary information remains current
ensuring sound, reliable information is provided for decision making.

Expected Action Date: 04/04/2016

Observation 4-5: Using an analytic test, we recalculated the new hourly rate for all 5,915 records on the HR Projection from the 2014 Fox Lawson
salary schedule. All hourly rates were recalculated within 1 cent using the following data from Human Resources.

e Calculations based on 2014 step, as 2015 step increases were a separate budget decision.

e The Fox Lawson salary schedule was prepared in 2014; increased 1.9% for 2015 market rates.

o Implemented at 95.12%, except DBM C41 which was implemented at989%.
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e Annual pay for retired and non-certified teachers is reduced to 85% and 80%, respectively.
e If an employee's 2014 pay is greater than that provided by Fox Lawson implementation, they continued at the 2014 pay.

Note: Post-implementation job pay screens were not tied to the HR Projection, as they included the 2015 step increases, transfers, new hires, and
certification changes. However, we agreed the HR Projection ending hourly rate to the MUNIS salary tables for the grade and step prior to the step
increase without exception.

Observation 4-6: For employees that did not change jobs during the audit period, we verified the calendar days used in the HR projection to the
calendar days assigned for fiscal year 2015. The comparison revealed 154 changes in calendar days for individuals that appeared to not
experience a job transfer. Of these, 104 were decreases in calendar days. The remaining 50 were increases in the number of calendar days,
which would result in increases in annual salary payments. In verifying other areas of the audit, we validated 40 of the 50 employees with
increases in calendar days beyond that reflected in the HR projection as Head Start Family Service Specialists and Infant Childcare Providers.

Recommendation 4-6: Management should continue to monitor changes in calendar days for potential budget impact.

Management Response: Business Manager positions are now in place and one of their duties is to review all funding change requests, including
changes in calendar days, ensuring the appropriate approvals are received.

Expected Action Date: 12/11/2014

¥

Observation 4-7: Using an analytic test, we compared the MUNIS salary tables to the Fox Lawson Salary Schedule using the hourly rate
calculations noted in 4-5. All hourly rates were recalculated within 1 cent.
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