
 

 

To: Dr. Dana T. Bedden, Superintendent 
From: Ms. Candice J. Hunter, Chief of Staff  
Date: 8/17/2016 
Re:  Update on the Council of Great City Schools Recommendations  
 

In an effort to improve HR Department leadership and management, organization, and operations, and its strategic value to the district, the Council 

of Great City Schools offered 21 recommendations documented on the left column below.  The right column highlights the Districts initiatives and 

activities to date that have been addressed or are being addressed.  The work began as of December 1, 2015 when the COS was assigned the 

leadership role for HR.  

Council of Great City Schools Recommendations RPS’ Response or Action to Address the Recommendations 
 

1. Re-structure the HR Department to reflect the employment life cycle 

of on-boarding (recruitment, selection, hiring, and placement), retention 

(servicing, development, and promotion), and discharging (retirement, 

termination, and out-placement).  

 

 

A team of corporate HR executives and the COS is working on a 

recommendation that will present options for restructuring including 

correctly aligning personnel based on skills and competencies. Appendix 

A outlines the work being performed by this team. Recommendations will 

be presented to the superintendent on June 6, 2016. 

 

2. Relocate the position-control function to the Financial Services 

Department.  

 

 

Position control was approved for relocation with the hiring of Angela 

Anderson.  Discussion with the Assistant Superintendent for Finance on 

5/19/2016 confirms that this function will be fully relocated by 6/1/2016. 

 

3. Consolidate employee benefits administration into a single unit.  

 

 

The restructure of HR include recommendations for consolidation of the 

benefits functions.  The efficiency and staffing model is being worked on 

currently.  We anticipation relocation of the function by August 1, 2016. 
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4. Consider alternative HR service-delivery models, such as the 

potential benefits of outsourcing the provision of substitute employees.  

 

 

Not recommended for action at this time.  

 

5. Update HR job titles and job descriptions to provide a more realistic 

portrayal of duties, responsibilities, and expectations.  

 

 

This is inherent to #1. 

 

6. Ensure that HR functions have qualified people, with applicable skill 

sets, in the appropriate positions.  

 

This is inherent to #1. 

7. Require and hold HR leadership accountable for establishing a vision 

and direction for the organization and changing the departmental culture 

to one focused on the successful achievement of goals and objectives.  

 

Facilitated by a corporate partner Genworth and lead by the COS the 

entire HR team participated in a multi meeting strategic planning session 

from December 16 to April 24.  During these sessions, a mission, vision 

and strategic goals were developed.  Several layers of input was solicited 

to ensure that the services offered by HR through the vision and direction 

aligned with overall district goal.  See mission, vision and goals attached 

which was also shared in the weekly report.  Appendix B. 

8. Develop a strategic business plan for the HR Department, with the 

participation of staff and other stakeholders, which is specifically linked 

to the district’s strategic plan, and contains measureable goals, 

objectives, and accountabilities.  

 

The strategic business plan is a combination of the mission, vision, and 

goals, recruitment plan, a comprehensive calendar, along with the 

established metrics. This document has all the components above near 

completion and will be available for the next academic school year or 

June 30, 2016. 

9. Create a teacher recruitment/selection/placement master plan that 

includes –  

 

a) A clear definition of the qualifications and attributes desired of 

applicants  

 

b) A personnel cycle calendar identifying key dates and milestones for 

annual workforce forecasting, the early identification of needs and 

allocations, and timely authorization for the issuance of new contracts  

 

c) Centralized vetting of applicants for quality assurance and to improve 

the efficiency of the selection process  

 

The strategic recruitment master plan is in progress and includes the 

update of a new applicant tracking system (in progress), the completed 

calendar (completed), new recruitment collateral (completed) and 

applicant definition as outlined below. The district also worked with 

corporate partners to address specific components of the recruitment 

challenges.  Our Glassdoor score has been increased .3 points  Appendix 

C. 

 

The candidate definition is being refined and will be ready for the launch 

of the new applicant tracking system. 

 

The personnel cycle calendar was completed for this year and will be 

available for the next school year on June 30.   



d) Clearly defined procedures and processes for the selection and 

placement of teaching staff.  

 

 

 

 

C and D are being refined and will be finalized with the completion and 

implementation of the new applicant tracking system which is schedule to 

launch in June.  

10. Develop and execute an HR communications plan that provides for 

–  

a) Dissemination of federal and state laws, School Board Policies and 

administrative procedures relating to staffing formulas, recruitment, 

salary schedule placement, leave programs, required training, 

promotional opportunities, and employee benefits in a clear and user-

friendly manor  

 

b) Collaboration with customer organizations to set professional 

standards, establish qualifications, and define the responsibilities of 

various job classifications  

 

 

 

 

 

 

 

c) Surveys of employee satisfaction and exit interviews  

 

 

 

 

 

 

d) Collection of inquiry data and the posting of FAQs on the 

Department’s web site  

 

 

 

 

 

In progress.  Recruitment brochure completed and attached with 

Appendix C. Other procedures are being updated. 

 

 

 

 

This was completed and ongoing for several classifications of employees. 

Our partnership with Capital One and PD offered six district wide office 

associates training sessions, one session for district wide employees of 

operations including security officers, bus operations, maintenance, 

facilities, and food service.  Launch of iLeadRPS to required compliance 

training and other professional development opportunities in a clear user 

friendly manor. Appendix D shows latest usage statistics.  This is also a 

major initiative of the MAG unified salary schedule and compensation 

study.   

 

A new exit survey was created (Appendix E) it will be added to K12 

portal for efficient tracking, measurement and decision making.  The tool 

will be piloted on the 68 teachers who resigned effective 6/22/2016 and 

will be in place for July 1, 2016 for all other employees. The employee 

satisfaction survey is in its 2nd cycle and questions specific to HR and the 

EVP have been incorporated.  

 

Will be launched with the new website and completed handbook.  

 

 

 

 



e) Use of social media in the recruitment effort  

 

 

 

 

 

f) Handbooks and orientation materials for new employees  

 

 

 

 

g) Regular two-way internal communications at meetings of HR 

management and staff.  

 

As a part of the rebranding initiative and updated website, social media 

will be incorporated into the recruitment strategy to include a dedicated 

Linked page, FB, twitter and other outlets conducive to effective 

recruitment.  This includes regular recruitment chats, info sessions and 

webinars all conducted through social media avenues. 

 

New employee orientation was established for all employees.  They occur 

every other Thursday.  Employees are given an overview of the 

organization, orientation to policies and procedures and a benefits 

orientation.  A handbook is being developed. 

 

Regular leadership staff meetings are held every Thursday beginning 

January 2016.  Agendas are created and there is ample opportunity for 

staff to know what is developing from the cabinet level and share how it 

affects the team at a departmental level.  Departmental wide meetings 

have been held every other month since December. 

 

11. Comprehensive review of systems, processes, procedures, and 

workflows of the HR Department to eliminate redundancies and 

improve operational efficiency. 

 

 

This is currently in progress.  To illustrate, we have established a timeline 

and process for addressing FMLA leave, sick leave, and employment 

verifications.  These processes, while still being refined, have greatly 

reduced the number of complaints coming into the department based lack 

of information and or response time.  (Appendix F) We have also started 

regular communication and meetings with the payroll and finance to 

support the employees and reduce processing errors.  

 

12. Develop procedure manuals to document HR systems and 

procedures.  

 

 

13. Establish service-level standards and employee productivity 

measures.  

 

 

Procedure manuals for the substitute office, leave processing (FMLA, 

sick etc, recruitment have all been started and are at a near completion 

stage).  The will all be available for the next school year.  

 

Our new VOIP is an effort to increase productivity and accountability.  

Further, correctly aligned position descriptions create more accountability 

with expectations.  Coordinators have been called upon to take a greater 

level of leadership and performance deficits and strengths have been 

discussed through the use of a skills inventory assessment.  Ample 

opportunities for professional development have been provided.  

 



 

14. Create a data-driven organization that relies upon fact-based and 

analysis-centric justifications for decisions, including the use of tools 

and techniques such as –  

 

o Basic HR statistics, metrics, and management information (e.g., 

turnover rates, absentee rates, substitute usage, vacancy rates, out-of-

field certified staff, Highly Qualified Teachers, and recruitment data)  

 

o Cost/benefit analysis, risk assessment, and business case justification  

 

 

o Root cause analysis to address operational problems  

 

 

o Key Performance Indicators (KPIs), such as those developed by the 

Council of the Great City Schools, to measure and compare 

performance and effectiveness with other urban school districts.  

 

 

 

 

 

 

These metrics are quasi automated and have been established for the 

department.  We have identified eight key metrics and will be producing 

quarterly reports.  The first report was presented for feedback.  (Appendix 

G).  

This is being produced from this recruitment recycle and will be available 

for every cycle going forward. 

 

This is being done.  It was already done for the donated sick leave 

practice, the FMLA administration, investigative process, title IX for 

employees and students, recruitment, and substitute administration. 

 

15. Enhance the training of school based and central staff on HR 

technologies and systems, including cross-training of central staff to 

ensure the continuance of critical HR functions.  

 

Enhanced PD from the office of Academic Services has addressed much 

of the school based staff.  HR has offered face to face professional 

development PD sessions on sexual harassment, Title IX, professional 

and customer service, stress management, team building, cultural 

effectiveness and communication to school based and central office staff.  

We also launched iLeadRPS which supports 24/7 digital literacy and 

learning for all employees.  

 

16. Re-vamp the employee evaluation instruments and processes to 

incorporate expectations and performance measures, and train 

department and school-based supervisors on the effective and consistent 

use of these tools.  

 

 

 

In progress through the OAS office.  

17. Analyze and correlate employee evaluation data with school 

performance to provide direction for district-wide professional 

development programs.  

In progress through the OAS office. 



 

 

18. Establish a regular process for “leveling” of school staff to reflect 

enrollment changes.  

 

In progress with the ED of secondary schools and OAS. 

 

19. Review and evaluate the salary levels of substitute teachers to 

ensure they are competitive and adequate to ensure coverage of daily 

absences.  

 

 

Completed and effective with the 2014-2015 academic school year. 

Further and on-going considerations are being had for high need schools.  

 

20. Reassess the resources allocated to the investigative function to 

ensure the timely processing of disciplinary actions.  

 

 

This is being supported through updated policies and administrative 

procedures, the hire of a new employee relations coordinator, and 

coaching for building and front line managers 

 

21. Acquire and implement an automated call-management system for 

the HR Department.  

 

 

Completed awaiting implementation of VOIP services.  

 


