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Fairfield City Schools

211 Donald Drive « Fairfield, Ohio 45014-3095
Fhone (513} 829-6300 - Fax (513} 829-0148
www.falrfieldoityschools.com

July 2011

Dear reader,

e “Wg believe that a strength of the Fairfield City School District is our expanding
cufturally diverse population.”
e “We believe that all children can learn and achieve to their full potential.”

These two belief statements adopted by the Fairfield Board of Education several years ago form
the basis of our equity work in the Fairfield City Schools.

Qur students, and their families, represent many backgrounds and cultures. We work to promote
an atmosphere of acceptance, and we take action in the face of prejudice and discrimination. We
believe that diversity empowers great schools, and great communities.

We have been working for several vears {o provide training to our staff that ensures we translate
these fundamental beliefs into daily practice in our schools and classrooms. In order to accelerate
this process, and to build accountability at appropriate places, we needed a pian.

To that end, we engaged the services of Dr. Mark Giles, associate professor of Edueational
Leadership from Miami University, who served as a consultant and the editor of our work. Dr.
Giles encouraged us to involve many stalkeholders in writing goals, strategies and action steps lo
turn our vision imte reality. We put out the call for writers and many responded. Parents,
support staff members, administrators, teachers, and conemunity members wrote over several
months m Spring 2611, The result is this powerful plan.,

- As the chief executive officers of this schoo! district, we are committed to the execution of this

plan. I is truly the roadmap towards our vision. But as with any jowrney, we wil} likely need to
speed up in places, slow down in others, and create detours around the unexpected. That makes
this plan a Hving docyment which will evelve in response to real Iife in our school district, our
community and our soclety. But the fact remains that we will journey forward to better “live,
jearn, and work together in & vibrant and diverse world.”

ﬁm

Paul Otten
Incoming Superintendent

Outgoing Superintendent
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Equity Leadership Team
Diversity related policy

issues (review of
strategic goals,
professional
development needs,
curriculum changes)
Clearinghouse for
district-wide diversity
initiatives

Manage listserv or
newsletier for diversity
events

Produce annual report

Diversity Plan & Implementation Process

2011-20615

FCS Superintendent accountable for

leadership and implementation

&  Recmit, hire, retain teachers,
administrators, and staff of
color

e Increase and improve cuitural
competency of all teachers,
administrators, and staff

¢  Improve communication with
community regarding diversity
initiatives

* Develop student engagement
and learning opportunities
regarding diversity

Building Diversity
Aliiances
e  School building
specific diversity
programming and
activities
*  Student engagement
with diversity activities
¢ Parent study &
discussion groups
®  Quest speaker series

Community Diversity

Alliance

e  Community
engagement & parental
involvement

e Forum for community
based diversity
conversations




Diversity Mission Statement
Teaching our children, and ourselves, to live, learn, and work together in a vibrant and diverse world.

Diversity Vision Statement
To be the premier public school district in Ohio, providing an excellent education to all students. We
will have a staff that reflects the racial and cultural diversity of our community and our student body.
We will build trusting relationships with all students and their families, establishing our school district
as the recognized leader of equitable community engagement in Ohio. We will develop and support
culturally competent, transformational leaders who exhibit cultural awareness, attitudes, knowledge,
and skills. These leaders will create inspirational learning experiences that encourage and motivate all
students and staff to achieve their highest levels of performance.

The Importance of Diversity for Fairfield City Schools

The Fairfield City School (FCS)} District receives ratings of excellent from the State of Ohio
Department of Education and prides itself on providing high quality teaching and instruction for all
students. However, as the racial and ethnic populations have changed around Fairfield and Butler
County, FCS has not kept up with the pace of reflecting the diversity of its shifting populations across
its ranks of teachers, staff, and administrators. Several internal reports (see appendix A) indicate the
desire for change to serve growing populations of students of color and better prepare all students for
diverse collegiate and professional work environments. This plan represents a first step in developing
an evolving, robust blueprint to shape the future diversity actions of the district. This plan consists of
four main pillars developed through extensive conversations with and collaboration among members of
the FCS staff and Fairfield community: {1) recruit, hire, and retain teachers, administrators, and staff of
color; (2) increase cultural competency of all teachers, administrators, and staff; (3) increase outreach
for diverse community engagement and parental involvement; (4) increase student engagement with
diversity-change process. This document represents collaborative work of many members of the FCS
staff and community members, Through the engagement process of many meetings and conversations
about diversity, new ideas formed and commitments developed that will help facilitate the evolving
implementation of the suggestions and strategies outlined here.



Goal I
Recruit, hire, and retain teachers, administrators, and staff of color

Short-term strategies (3 months-1 year):

® Develop new partnerships with Historically Black Colleges and Universities, and Hispanic
Serving Institutions, and strengthen existing partnerships with local universities focused on
conducting targeted recruiting and hiring initiatives for graduating students of color
(undergraduate and graduate level students). Appoint a FCS staff member (teacher or
administrator) to serve as a liaison between colieges, universities, and FCS for futare diversity
focused employment opportunities.

® Review all current FSC recruitment and hiring practices for indications of unintentional or
intentional bias or exclusionary practices. Hstablish an oversight committee or use re-purposed
Equity Leadership Team to make recommendations to Curriculum Director and Superintendent
on recruiting and hiring racially and ethnically diverse teachers, administrators, and staff.
Review language of job descriptions to ensure optimal focus on diversity knowledge, skills,
and backgrounds of candidates.

® Establish policy and procedure of district wide diversity orientation for all building leaders and
interview committees. This includes developing a consistent process for screening and
interviewing job candidates that includes questions and scenarios relating to diversity and
equity. Develop process of selecting diverse staff to serve on all committees. Invite
Community Diversity Aliance members on screening and/or hiring committees.

Long-term strategies (1-3 years):

® Discuss diversity issues and goals during bargaining sessions with unions regarding seniority
system in current contract

® Develop partnerships with local community organizations; faith centers, regional/national
organizations (e.g., Urban League, NAACP, Hispanic Chamber of Commerce)

Rationale for goals:

Recruiting rationale: the rationale behind the decision to create a standing diverse pool of candidates
was to have a vehicle in which to pull potential candidates of color. Building leaders and District
leadership who hire candidates, would have additional resources, contact information, and a list of
potential candidates from which to include into the selection process. This diverse pool of candidates
should mirror the Fairfield City Schools demographics.

Hiring rationale: Increasing the racial and ethnic staff by 2% in the short term was a very small
number but our team agreed to this number for the following reasons:

- District budget constraints

- Overall economy

- 2% is an obtainable goal and the percentage is for the entire district and should be spread out evenly
throughout the district.

Retention rationale: We wanted to demonstrate that the need for staff of color was an important
component of the Racial Equity Action Plan and that every teacher hired under this plan is valued.



Goal H: _
Increase cultural competency of all teachers, administrators, and staff

Shert-term strategies (3 months-1 year)

e Provide professional development training in relationship development for all teachers and staff
(1 per year). Provide cultural competency training for all new staff members during new
teacher orientation (e.g., Woven Traditions, or other diversity training program or diversity
consultant)

e Develop a cultural liaison team for each building site

¢ Develop a district-wide multicultural awareness brochure, getting input from existing research
and community members {e.g., changing demographics in Fairfield and Ohio, cultural
perspectives on communities of color within Fairfield) and make it available in English and
Spanish.

Long-term strategies (1-3 years)
e Offer voluntary summer professional development programming in cultural competency
e Create a library of non-fiction literature and on-line resources for teachers to implement on
cultural competency
e Create and administer in-house survey to capture and measure data on diversity related issues
such as staff perceptions, cultural belief systems, cultural self-assessment, and levels of trust
among teachers, administration, and staff members.

Rationale for goals:

We believe that informed and equitable relationships are the foundation for all learning and
understanding between community members. Without establishing trust and relationships, the growth
in cultural competency will not be effective. The long-term strategy of developing a useful, reliable
survey instrument will allow teachers and staff to record and become more aware of their own cultural
assumptions, and how those assumptions might affect others. The surveys will allow measurable
information to be analyzed in order to gain a better understanding of the district’s culture, beliefs, and
values. This information will become the basis of knowing where staff and teachers stand with an
understanding of cultural competency and relationships. The survey will be a measuring tool to help
shape the types of training the district will need.

We believe that cultural competency training should first allow individuoals to get to know where they
stand in regards to their own culture, beliefs, and values. For example, Woven Traditions allows for a
deeper understanding of self through activities and curriculum that will in turn allow individuals to
build aceeptance and understanding of others’ culture, beliefs, and values. This direction of training
provides most benefit based on where we are in the process of becoming more inclusive. We also
believe that individuals are at different places with their knowledge and understanding; therefore,
professional development should be differentiated to meet the needs of each particular building. We
also believe that professional development classes need to be provided not only during the school year,
but possibly in the summer too. In conversation with a wide range of teachers, staff, and community
members, accountability for new perspectives and actions became an important factor for long-term
success. We feel it is important for all staff to take ownership of change and diversity goals. The
creation of committees within each building can also hold mdividuals accountable for implementing
cultural competency within the classroom and providing ideas for individual and school growth. We
believe it is important for the teachers, staff, and community to feel ownership in the positive direction
of bringing cultural competency within the schools. The cultural Liaison team/committee can become
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part of the activities of each Building Diversity Alliance. The team will discuss issues facing the
individual schools and continue to make strides in creating an environment that is welcoming and
enriching for all members of the community. The cultural liaison team will also look at creating a
cultural awareness brochure that allows for insights into different cultures to inform and promote
positive engagement. This same group will also help in the development of resource rooms where
staff can go to find ideas and lessons for bringing cultural competency within the classroom.



Goal III:
Increase community engagement and parental involvement

Short-term strategies: (3months-1 year)

Develop a Parent of Color Networking group. Involve the Building Diversity Alliances in
populating the networking group.

Establish school Parent Ambassador Program to welcome all new parents into FCS community
and develop school related relationships that focus on transition issues, community resources,
and support for helping parents help their students.

Distribute information about the diversity within our school community at Open House
programs by creating a community resource handbook. The handbook could include
educational, cultural, and social service resources relevant to parents and community members.
Inform parents about the cultures represented in our school and the resources available for
collaborating with the school. Develop effective ways to follow up with families who do not
attend Open House to share information and find out their interests and needs related to helping
their students succeed. '

Offer alternatives to evening events (i.e., weekends). Many families work evening hours and
cannot attend usually scheduled events. Changing and/or altering when events are offered
could result in the participation of different groups of parents and community members
Incorporate feature stories/profiles about our families and community resources in monthly
district newsletter. Make it available in different languages.

Long-term strategies: (1-3 years)

Make school events more family friendly and accessible by providing childcare for occasions
when parents are invited to the school.

Develop a process to inform all parents that they can receive communications about their
children from the school in their native language. FCS already provides translation services for
parents if the parents request it. Openly advertise and offer this service before receiving a
particular request.

Develop resources to facilitate school staff involvement with families of color through such
activities as community based tutoring services, home visits, and community picnics.
Enhance the district’s web site to be more inclusive, representative, and informative about the
diversity in our schools and provide information in several languages.

Tnvite more parents to become involved with FCS efforts to close the racial achievement gap.
Share data on racial achievement gap with parent groups and develop ways to collaborate on
solutions.

Rationale for goals:

The goal team 111 consisted of a number parents, community members, and FCS staff that had been
part of cultural celebrations held at one or another of the Fairfield Schools. According to anecdotal
reports, these events were well received by all, including the parents and families of color who felt
appreciated and valued, and who were excited to learn about the diversity in our schools. Additionally,
our goal team included district personnel who had been involved in prior work on community
engagement, and some ideas from that forum were woven into the three goals.

The three themes of goal team 3 goals include: 1). Make the schools inviting places to be through
developing a parenting network, and broadening formats for school and home interactions; 2). Inform
our community (in the broadest sense) about the cultural and ethnic make-up of our schools as a way to
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both educate and appreciate; 3). Give parents ideas for resources and provide parents with greater
school accessibility so they can have more opportunities to be involved with their child's education.
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Goal IV:
Student engagement with diversity change process

Short-term strategies: (3 months-1year)

¢ Create student diversity alliances at middle school and high school levels to begin to develop
culturally competent student leaders. Building leaders will select student volunteers and draw
from existing student leadership groups for participants. The selections must reflect the
diversity make-up of the building as a whole.

e Improve teacher to student relationships through attention to emotional intelligence theortes
and practices. These theories emphasize the importance of relationship building and empathic
connections with others.

Long-term strategies: (1-3years)

e FSCD will create a STEM (Science, Technology, Engineering, and Math) program that will
span from elementary through high school to increase the pipeline of diverse students interested
in pursuing these academic and professional areas.

e Identify, hire, and train teachers who can assist in developing and teaching in the STEM
program. This might initially include volunteers who work professionally in STEM areas.

e Develop greater participation in advanced level science and math courses by all groups of
students.

Rationale for goals:

Students who engage in curriculum and extra-curriculum activities are more likely to display a positive
attitude about school and get better grades. FCSD has many examples of student engagement and
academic achievement and school pride. Some such examples are Visions, our athletic programs, and
the theatre and music programs. Additionally, parents of students in those programs are strong
supporters of the District. However, many of our students do not connect with the District. The goal
IV committee members discussed three primary reasons that the connection to school is not happening.
These reasons include (1) a lack of programs that address a variety of learning styles of many
students, (2) a lack of support from teachers, administrators and other support statf and, (3) too few
opportunities that allow students to come together and discuss those issues that are particularly
important to them,

The committee developed three goals that wili result in improved academic performance and school
pride amongst all students.

e Provide professional development opportunities for teachers to leam about Emotional
Intelligence and using it to focus on diverse student learning styles. This could strengthen
connections between building professionals and their behaviors and student academic success.

s Establish student-led "Diversity Alliances" at the middle and high school levels. This
Connection between students could help them develop skills for improved social interactions
and culturally competent leadership.

e Provide opportunities for more students to access advanced level math and science classes
beginning at the elementary level and continuing through high school. Use a Science,
Technology, Engineering, and Mathematics (STEM) approach to teaching and learning that
incorporates math and science in problem-based activities. Student cohorts will progress
through this program beginning in middle school through high school.
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Goal I

Goal 11

[ ]

Consultant Recommendations

The larger goal of increasing teachers, staff, and administrators of color should be considered a
high priority for the district over the next 3-5 years. Intentionality and action are the key
concepts to making this goal more than a talking point. When considering the changing
demographics of Fairfield and the low representation of teachers, staff, and administrators of
color currently employed, the public message seems to convey that although Fairfield City
Schools receives ratings of excellent for its academics, it is behind the times and lacking when
it comes to mirroring the surrounding community and utilizing the full benefits of a diverse
workforce. FCS should strive to remain excellent in academics and become excellent in the
area of diversity.

In the short term, the Superintendent should consider identifying experienced professionals of
color who work in the STEM areas (e.g., Chemists, Information Technology/Computer
Programmers, Engineers, etc.) for area corporations and universitics. The objective is to
recruit, and hire them to teach science, technology, engineering, and math courses part-time.
Southwest Ohio has many major corporations where professionals of color work and who
might have this type of interest. Some university professors have interests in working in K-12
settings, but often do not aggressively look for those opportunities. If some of the professionals
have aspirations of changing careers, then the Board and Superintendent could consider
alternative certification processes to hire some of those qualified professionals as fulltime
teachers.

For 2011-2012, a strong effort should be made to contact, visit, and establish relationships with
university department chairs and teacher education program coordinators at Historically Black
Colleges and Universities and Hispanic Serving Institutions, as well as the major universities in
Ohio (e.g., The Ohio State University, University of Cincinnati, Bowling Green State
University, Kent State University). The objective is to target emerging teachers of color who
might have an interest in applying for positions with FCS. This partnership building process
could create a long-term pipeline of potential new teachers of color from a wider range of
universities.

To accomplish the goal of diversifying the FCS workforce, a reasonable amount of funds
should be allocated and earmarked annually to support diversity related outreach and recruiting,
These funds represent the level of commitment the district has regarding increasing diversity
among its staff and all other diversity related initiatives.

Develop informational sessions for community members, especially community members of
color, about the civil service exam and requirements. Since many entry level and
administrative staff positions require the civil service exam, the only way to encourage more
applicants of color for those types of jobs will be to publicly inform target populations about
process, procedures, timelines, and any exam preparation opportunities, which might increase
the yield of qualified applicants of color.

Increasing the cultural competency of all teachers, administrators, and staff and making FCS a
more welcoming environment for diverse groups of students and parents exists as a primary
objective of any short or long-term diversity plans. The theme of cultural competency echoed
across several Community Diversity Alliance meetings and Equity Leadership Team meetings.
More attention is needed in this area and could be accomplished with professional development
(PD)) sessions that target these issues to offer knowledge, skills, and resources for teachers and
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staff to serve diverse populations better and to facilitate the goal of increasing the diversity of
the staff over the next few years. With consideration for the limited number of professional
development opportunities each year, some thought should be given to how switch or transfer
topics of expected PD sessions rather than adding more to the yearly total.

Relationship building represented another strong theme emerging from several meetings.
Attention is needed on the types of relationships being built and for whose benefit. What is the
intent of building better relationships? Ts it to maintain the status quo? Is it for the majority
group to feel better about diversity changes? A major part of diversity work is change; some
changes are uncomfortable and take time. This means getting out of routine behaviors and
comfort zones and embracing the benefits of new representations, new perspectives, and doing
some things differently. There should be a focus on recruiting and hiring diverse teachers and
staff even if that makes certain individuals uncomfortable. There is also a value in learning
ways to enhance excellent culturally competent instruction to students and services to the
increasingly diverse community. Some of that work will result in periods of adjustment and
possibly instances of resistance to change.

Goal [T

FCS conducts open house sessions and other welcoming activities for new and returning
students and their families. Should this be offered as one-size-fits-all activities? More
attention is needed on what various groups of students and their parents require to learn about
the school district and local community. Creating a simple survey for new and returning
parents could provide useful information about how to structure the annual or quarterly events
to serve all participants. For example, should the activities be in the weekday evenings, when
many parents must work their primary or secondary jobs, or should some alternative activities
be offered on a weekend? What types of information and services are structured for Spanish
and other non-English as first language speaking populations?

Provide more opportunities for diverse parents to become engaged in the life of the school
district. Some parents will respond positively to direct invitations rather than a general
brochure or announcement on the Website. Develop intentional oufreach activities that target
diverse groups of parents to join the work and activities of the school district.

Goal IV

Invite middle and high school students, especially students of color, to play a direct role on
committees and with activities that advance diversity across the district. Often the students will
know what is going on in ways adults do not. Inviting students to directly participate and have
their voices heard by decision makers could result in new perspectives and increased levels of
school citizenship.

Provide additional opportunities for greater numbers of students to benefit from advanced
placement and/or honor level academic activities. All students have various gifts and talents
and to nurture their growth, support is needed that encourages them to learn new material and
exercise those gifts and talents. If the leadership vision includes the concept that all FCS
students are honor students in different ways, that might lead to more engagement and higher
aspirations.

Encourage teachers to maintain high expectations of all students and develop ways to promote
both academic excellence and diversity excellence simultaneously. Develop stronger parent-
teacher alliances that can add value to the diversity goals of the district and the learning goals
of the student. Forming student diversity alliances for middle and high school students, if
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properly structured and led, could result in greater learning outcomes in the classroom and
greater gains in maturity and valuation of local, national, and global diversity.

Lastly, some thought should be given to hiring or appointing someone who can help implement the
short-term and long-term goals and strategies listed in this plan. This is an evolving process and a
flexible plan that is not the final word on this work. Asking hard working, busy professionals to do
more, and more, can cause predictable frustration and resistance. The person in question, if currently
employed, might have their duties slightly re-adjusted to allow for focus on working with the
superintendent, assistant superintendent, principals, teachers, and staff to prioritize and launch the new
initiatives that will bring about increased diverse representation and levels of cultural competency
supported by all of the participants who contributed to this work. If the person is a new hire, say for a
newly created position, more time and thought is needed to shape the scope, scale, and level of that
person’s work over the long-term. Either way, there is momentum for this diversity work in the
Fairfield City Schools. With focused, intentional, committed effort, FCS will gain the distinction as
excellent in diversity while maintaining its reputation as excellent in academics.
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Revised Five Year Forecast
& Levy Discussion

Presented: july 11,2011

Nancy L. Lane, Treasurer

Updated Revenue

> Auditor’s Office projecting a 5% - 8% decrease
in residential and commercial property values
for 2011

« Governor’s Budget Information
+ State aid loss of $100,000
Tangible personal property loss - $1.4 million
- Public utility deregulation reimbursement loss - $331,000

Projected revenue for FY 12 - $68,237,660

7/11/2011



Updated Expenditures

- FCTA base wage freeze and step freeze

> Additional certificated reduction-in-force
| FTE physical education teacher
- .50 FTE art teacher

o Estimated reduction-in-force for classified
Bus drivers — |9 positions

- Custodial — 2 positions

Updated Expenditures

= FCTA — paying 10% of dental premium — 1/1/12

°> Health insurance premium increases
January 2012 — 8.5% increase
Future years — 10% increase

Projected expenditures for FY12 - $75,616,596

7/11/2011



Estimated Fund Balances

« june 30,2012 $ 867,722
¢ June 30,2013 {$9,528,960)
‘June 30,2014 ($22,887,487)

« June 30,2015 ($39,568, 1 84)

Levy Discussion

» VWhat types of levies have been

explored?

- Earned income tax — taxes income of
residents of the school district
- Based on our projections — would need at least a |%
income tax
Takes I8 months to collect — not enough revenue by
the end of June 2012
The burden is on the residents — businesses don't pay
this tax

7/11/2011



Levy Discussion

> Emergency ~ fixed doliar amount, limited time,
can be renewed at expiration
Provisions of MB920 do not apply

o Continuing — measured in mills, last indefinitely

Provisions of HB920 do apply — effective millage rate
is subject to rollback in response to inflationary
- increases in the property tax base

Scenario #i - 4.5 mills

Projected balance: June 30, 2012 $4,247,451
Projected balance: june 30, 2013 $ 240,050

Projected balance: June 30, 2014 ($6,728,202)

Cost to homeowner based on $100,000 value

$137.81/year or $11.48/month

7/11/2011



Scenario #2 — 6.5 mills

Projected balance: june 30,2012
Projected balance: june 30, 2013
Projected balance: June 30,2014

Projected balance: June 30, 2015

$5,749,553
$4,581,796
$ 453,636

($6,972,237)

Cost to homeowner based on $100,000 value

$199.06/year or $16.59/month

7/11/2011



FAIRFIELD CITY SCHOOL DISTRICT - - BUTLER COUNTY

Butler

Scheduie of Revenues, Expenditures and Cnanges m Fund Balances

For the Fiscal Years Ended June 30, 2008, 2008 and 2010 Actual:

Farecasied Fisca! Years Ending June 38, 2011 Through 2015

Actual Forecasted
Fiscal Year Fiscal Year Fiscal Year Averages Fiscal Year Fiscal Year Fiseal Yaur Fiscal Yoar Fiscal Year
2608 2009 2510 Change 2013 2012 2012 ik 2015
Revenues
1.010 |Genaral Property Tax {Real Estate| 34,146,258 34,142,454 34,138,938 0.0% 34,620,458 34,376,953 34,230,858 34,384,020 34,457,770
1.020 [Teangible Personal Properiy Tax 5,263,543 3,470,301 1,853,893 -403.3% 1,633,680 821,123 651,033 553,378 485,676
1030 income Tax - - - - - - - -
1.035 iUnrestricted Siate Grants-in-Aid 24,171,827 24,263,486 12487947 -3,5% 22,417,888 21,814,677 22,359,570 22,355,369 22,354,911
1.040 |Restricted Staie Granrs-in-Aid 116,338 210,217 6,274 &.7% 282,087 59,936 59, 835 59,336 58,536
1.045 |Rastricted Federal Grants-in-Aid - SFSF - - 1,516,148 2,504,602 - . . -
1.050 |Property Tax Aliccation 6,864,779 8,312,137 9,513,699 17.2% 8,863,651 6,961,001 5,559,729 4,187 483 4,176,362 |
1060 |All Other Revenuss 3 757 430 4,466,996 3,261,899 -4,0% 3 685,530 3,387,034 3,353,365 3,344 339 3,132,983
1.070 | Toial Revenues 74,320,175 | 74865701 72,732,788 -5.1% 74417876 | 87420724 86,214.535 54,864,525 54,707 568
Ofher Financing Sources
2016 [Proceeds from Sale of Notes - - - - -
2020 {State Emergency Loans and Advancements [Approved) - - - - - -
2.040 |Operating Trangfers-in - - 5472 - - - - -
2050 |Advances-in 311,750 426,807 1,120,175 | 98,3% 527,473 815,936 500,800 500,000 500,060
2.080 [AH Dtner Financing Sourcas 6,167 247 1,816 1 269.6% 21,644 - | - - -
2070 | Total Cther Financing Sources 317,912 437,054 1,127,463 87.7% 545,117 816,936 500,000 500,000 500,000
2.080 {Totef Revenues and Other Financing Sources 74838087 | YE302755 1 71860,250 -0.5% 74,986,083 | 88237680 86,714 835 85364 525 1 85 207 568
Expendltures
3010 iPersonal Services 46,171,034 47,919,676 48,981,340 3.0% 47,280,538 47,234,112 47,565,474 47,907,217 49,344,434
3,020 |Employess’ Retiremeant/insurance Benefis 14,663,832 14,963,887 15428 771 2.6% 16,349 677 15,585,557 16,339,481 14,993,458 18,111,867
3.030 {Purchased Services £,727,412 7,754,901 7,853,189 8.9% 8,037,727 3,013,667 8,490,427 8,978,833 9,496,543
3.040 |Supplies and Materials 2,062,154 1,835,640 2,073,334 0.5% 2,283,687 1,776,371 1,811,288 1,848,136 1,885,694
3.050 |Capital Qutay 341,238 408,165 504,528 31.6% 965,477 527,921 338,465 152,004 366,084
3.060 [intergovernmental - - - - -
Debt Senvice - - - -
4010 | Principal-All (Hisworicsl Onky) - - - - _ -
4.020 | Principal-Notes - - - - - - -
4,030 | Principal-Stale Loans - - - - -
4,040 | Principai-State Acvancements - - - - - -
4.0580 | Principal-HB 2684 Loans - - - 59,502 133,713 179,820 184,431
4.085 ; Principal-Othier - - - - - -
4060 § interesi and Fiscal Charges - - - - 12,265 8,933 6,383 3461
4.300 |Other Objects 1,791,998 1,771,281 1,919,138 3.5% 1,774,574 1,881,203 1,918,827 1957,203 1,996,347
4.500 | Total Expendifures 74,757,668 | V4753.560 | 76860,30C 3.5% 756916881 75116586 76611217 78223,053 81,388,265
Other Finanging Uses
5010 [Operating Transfers-Out - - - - - - - -
5020 Advancas-Qut 437,216 1,128,175 526,850 51.5% 818,936 500,000 500,000 500,000 500,000
5030 1Al Other Financing Uses - - - - - - - -
5040 1Total Other Financing Uses 437,216 1,120,175 526,950 51.6% 816,336 500,000 500,000 500,000 500,000
5.050 | Total Expenditures and Other Financing Uses 72,184,884 | THB7A 736 1 TTIRT 250 3.5% 77.508.625 | 75.616,596 77,111,217 78,723,053 | 81888285
5.010 |Excess of Revenues and Other Financing Sources
over {under) Expenditures and Other Financing Uses | 2 443,203 (S70,980) (3,526,881} 197.2% (2.541.632}  (7.378937)  (10,396.681)| {13,358,528)| (16,680 68N
7.010 [Cash Balance July 1- Excluding Proposed i
RenewallReplacement and New Levies 14,672,965 17,116,168 16,545,188 6.7% 13,018,197 10,478,565 3,097,628 (7,289,053}  {20,657,580);
7.020 | Cash Balence June 30 17,116,168 | 16,545 188 | 13.018,187 | -12.3% 10,476 585 3097628 {7.289.053)| (20.657,580)] (37,338,277}
8.010 |Esiimated Encumbrances June 30 772,622 983,120 1,694 311 49.8% 1,017,650 500,000 500,000 500,000 500,000
Reservation of Fund Balance
5.010 Textbooks and instructional Matarials - - - - -
5.020 Capitat Improvements - - - - - - - -
9.630 Budget Reserve 1,729,907 1,729,907 1,729,907 1,728,907 1,729,807 1,725,907 1,729,507 1,729,907
5,040 BPiA - - - - - - -
$.045 Fiscat Sabilzation z
9.050 Debt Service - -
9.060 Properiy Tax Advances - - - - -
9.070 Bus Purchases - - - - - - - -
9086 | Subtotal 1,729,807 1,728,807 1,729 907 1.728,907 1,729 807 1728807 1729907 1.728.607
10.010 ! Fund Balance June 30 for Certification of 14 613,638 | 13,832,161 9,593 879 | -18.0% 7,728,008 867 722 {0,5628.960)] [22.887.487)| (39,568,184)
Revenue from Replacement/Renewal Levies
11,010 | income Tax - Renewal - - -
11,020 | Property Tax - Renewal or Repiacement - -
11.300 |Cumulative Balance of Replacement/Renewal Levies - - - - - - - -
12.010] Fund Balance June 30 for Certification of Contracts,
Salary Schedules and Other Obligations
145813639 ] 13,832,181 9693875 ¢ -18.0% 7.725.008 867,722 (2,528,860)| (22887 487} (39,568 184)
H




Revenue from New Levies

13,010 | tacome Tax - New

13.020 | Properly Tax - New - - - - R R

13.030 {Cumulative Balance of New | evies - - - - . - .

14,010 |Revenus from Future State Advancements

15.010 | Unreserved Fund Balance June 30 14613 638 | 13 832,161 9,593,872 | -1B.0% 7,728,008 BE7.722 {3,528.080)] (22,887 487)) {39,588,184)
ADM Foracasts

20.010 | Kindergaren - October Couni 800 600 800 800 B0G

20.015 | Grades 1-12 - October Count 9091 9091 4091 5081 8091
State Fiscal Stahilization Funds

21,010 | Parsonal Services SFSF 1,018,606 1,856,821

21.020 ¢ Emplovees Retirement/insurance Benefiis SFSF 207,006 373,279

21,0301 Purchasad Services SFSF 62,823 895,486

21,040 | Supnlies and Materials 3FSF

21.0580 | Capital Qutlay SFSF

21.080 | Tatal Expenditures - SFSF 1,280,435 3.129.588

See accompanying summary of significant forecast assumptions and accounting poiicies

Includes: General fund, Emergency Levy fund, DPIA fund, Textbook fund and any portion of Debt Service fund related to General fund debt
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Fairfield City School District
Notes to the 5 Year Financial Projection
Reviged - July 11, 2011

REVENUE ASSUMPTIONS

REAL AND PERSCONAL PROPERTY ASSUMPTIONS (1.010 & 1.020)

Property tax revenue estimates are based on historical growth patterns, including scheduled
updates and reappraisals, and are provided by the Butler County Auditor.

The District’s total valuation for calendar vear 2610 was $1,426,517,520. This represents a
glight increase of .17% over calendar year 2009 valuation of $1,424 066,670.

Dunng calendar vear 2010, residential/agricultural values increased .24% to a valuation of
$1,002,998,320. Commercial/industrial values decreased by 58% to a wvaluation of
$389,588,800.

Our public utility personal property values increased in calendar year 2010 by 7.5%. The
valuation for public utility personal property totaled $33,932 400,

The forecast reflects a decline in Personal Tangible Tax Revenue as a result of HB66. All
Personal Tangible Tax Revenue, with the exception of public utility personal property, has
been eliminated. HB&6 provides for direct payments to the district o offset losses mn
Tangible Tax Revenue. The direct payments have been factored into the forecast (under the
property tax allocation category) based on state estimates.

The forecast also reflects a $660,000 loss in collections for fiscal vear 2012 due to the tax
appeal filed by Duke Energy with the state of Ohio.

UNRESTRICTED STATE GRANTS-IN-AID AND RESTRICTED STATE GRANTS-IN-AID-
{1.035 AND 1.040)

Ciovernor Kasich has eliminated the evidence based model beginning with fiscal year 2012
Due to the timing of the revision of this forecast and the release of the governor's budget,

state funding projections from the Ohio Office of Budget and Management were used in this
forecast.

We are projecting a decrease in state aid for FY12 of $100,000, We have projected an
estimated $545,000 increase in unrestricted aid for fiscal year 2013 and flat funding for the
remainder of the forecast.

RESTRICTED FEDERAL GRANTS-IN-ATD - SFSF (1.045)

The district has used all stimuius money that was awarded in prior fiscal vears. We
anticipate no additional stimulus money to be received in the future.

The district received $1,235,827 in fiscal year 2011 from the Education Jobs Fund program.
The Kducation Jobs Fund money is inciuded in line 1.045 for fiscal year 2011. The Fairfield
Board of Education directed the administration to expend the money in fiscal year 2011. No
money is included in the forecast beyond fiscal year 20171 for the Education Jebs Fund.

Notes & Assumptions (07-11-11} 1



Fairfield City School District
Notes to the 5 Year Financial Projection
Rewvised - July 11, 2011

PROPERTY TAX ALLOCATION (L.050)

These funds are reimbursements from Ohic for tax credits given to owner occupied
residences equaling 12.5% of the gross property taxes charged residential taxpavers.

This line algo includes the direct payments for reimbursement of tangible personal property
taxes lost. The Governor’s budget calls for tangible personal property reimbursements to he
phased out between fiscal year 2012 and fiscal year 2014 instead of the previous budget bill
phase out through fiscal year 2018, The anticipated loss to the District is approximately §1.4
million in fiseal year 2012, $1.4 million in fiscal year 2013 and §1.4 million in fiscal year
2014. In addition, the District 1s anticipating the loss of $331,000 in fiscal vear 2012 due to
the Governor's budpet proposal eliminating the public utility deregulation reimbursement.

OTHER LOCAL REVENUES (1.060)

We have included collections of preschool twition, activity fees, rental income and donations
in the forascast. Interest income is determined on available cash flows and market conditions
of interest rates. Tax Increment Financing (TIF) and tax abatement pavments are also
included in this e item. We are projecting decreases in revenue due to expiration or
termination of several tax abatements as well as a decrease in collection of activity fees,
donations and rental income.

OTHER FINANCING SOURCES (2.010 - 2.089)

These are non-operating revenues which are the repayment of short term lcans to other
funds over the previous fiscal year and reimbursements for expenses received for a previous
fiscal vear in the current fiscal year. All advances over year-end are planned to be returned
in the succeeding fiscal year.

EXPENDITURE ASSUMPTIONS

PERSONAL SERVICES (3.010)

The amounts for salaries and benefits are based on existing negotiated agreements. The
District and the Fairfield Classroom Teachers Association (FCTA) agreed to re-open
negotiations in June 2011, With an estimated $2.2 million in concessions over a three year
period, the District and the Fairfield Classroom Teachers Association (FCTA) reached
agreement on a new collective bargaining agreement that is effective from June 30, 2011,
through June 29, 2014. The concessions included step freezes and no base wage increases for
the life of the contract. Beyond the 2014 fiscal vear, 1% base wage increases are projected.

The four local OAPSE chapters of the classified unions are divided into two separate
bargaining groups. The District and the OAPSE unions negotiated a new collective
bargaining agreement effective July 1, 2010 through June 30, 2012. As a result of those
negotiations, the District and the OAPSE chapters agreed to zero percent base wage
ingreases for fiscal year 2011 and fiscal year 2012, For the 2013 and 2014 fiscal yvears, no

base wage increases are included. Beyond the 2014 fiscal year, 1% bage wage increasges are
projected.

The certificated staff accounts for approximately 80% of our staffing costs with the remaining
20% attributable to classified staff.

Notes & Assumptions (07-11-11)
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Fairfield City School District
Notes to the b Year Financial Projection
Revised - July 11, 2011

Administraiors in the District received no base wage increages for fiscal year 2010 or fiscal
year 2011, We have included no base wage increases in the forecast for fiscal years 2012,
2013 or 2014. Tor fiscal vears beyond 2014, 1% base wage increases are projected.

Cost cutting measures that were adopted by the Board of Education for fiscal year 2011
inciuded changing academic schedules at Fairfield High School and Fairfield Freshman
School. The Board alse made changes to Fairfield Middle School's team planning periods.
The cost reduction measures for fiacal vear 2011 were:

s TReduction of 20 FTEs of custodial positions

¢ Reduction of custodial building checks

e Reduction of custodial overtime and substituting

¢ Rerouting of bus stops

Elimination of public relations representatives supplementals
Reduction of staff leadership positions

Reduction of 33.5 FTEs of certified staffing positions
Reduction of 3 FTEs due to enrollment numbers

e & &

The Education Jobs Reform money of $1,235,827 wasg included in this line and was uged in
fiseal vear 2011 to help offset salaries of allowable employees under this program.

For fiscal year 2012, the Board has adopted additional cost savings measures as follows:

s« Reduction of 10.5 FTEs of certified teaching positions
s  Reduction of 2 FTEs of administrative positions
s Reduction of 2 FTEs of licensed bbrarian positions
e Elimination of two, part-time crossing guard pogitions
e Elimination of 1 FTE of a truancy officer position
» Elimination of busing for grades 10-12
Reduction of 1 FTE data entry position
Elimination of 1 FTE district office receptionist
¢ Reduction of office educational assistants positions
e Closing of the Fairfield Kindergarten Center-with reductions as follows:
1 FTE-Building Secretary
1 FTE-Clerk '
1 FTE-Head Custodian
2 FTE-Building Custodians
1 FTE-Registered Nurse
.5 FTE-Media Educational Assistant

As of the date of this revision, we have included projected savings from the elimination of 19
positions in the transportation department as well as 2 positions in the custodial
department.

With the loss of the stimulus moneyv and Education Jobs Reform money, we have inciuded
the shift of salaries back to the general fund for fiscal year 2012

EMPLOYEES RETIREMENT/INSURANCE BENEFITS (3.020)

The District is a member of the Butler Health Plan. The Plan has tried to hold premium
increases to a minimum while still offering a wide variety of benefits to the District’s
employees. As of January 1, 2010, the District’s health insurance premium increased 12%

Notes & Assumptions (07-11-11) 3



Fairfield City School District
Notesg to the 5 Year Financial Projection
Reviged - July 11, 2011

and its dental premium increased 4%. Effective January 1, 2011, the District received a
8.50% increase for both medical and dental plans. The Butler Health Plan Trustees have
voted to modify the medical plan design in order to try and hold premiums to less than a 10%
increase for Januvary 2012, Tt is anticipated that an 8% percent increase will occur in
January 2012, TFor future years, the forecast reflects a 10% increase for health insurance
Premiums.

Due to the cutcome of negotiations, effective January i, 2011, the Board began paying 85% of
the total premium for health insurance while employees paid 15%. Along with the increased
share of the health insurance, emplovees who elected to remain on the more expensive
“Claseic” plan paid the difference between the “Choice” plan and the “Classic” plan (effective
January 1, 2011). Beginning January 1, 2012, BHP will no longer offer the “Classic” plan.
The Board will pay 80% of the total premium for classified emplovees and 85% of the total
premium for certificated emplovees. The certificated employees will begin paying 10% of
their dental insurance effective January 1, 2012.

The percentage included in the forecast for retirement, workers compensation and medicare
costs remain at 16.45% for the life of the forecasi. The School Emplovees Refirement System
hasg issued a catch-up provision for contributions that are normally charged to the District six
months in arrears via the Ohio Department of Education’s Foundation Program. The
arrearage will be collected over a six year period. We have included an additional payment
for fiscal vear 2012 of $141,000 in the forecast.

We have included the retirement, medicare and workers compensation savings from the ataff
reductions for fiscal year 2011 and fiscal year 2012. We have also included a $12,000 savings
in fiscal year 2011 from changing the provider of the District’'s Employee Assistance
Program,

Due to the staff reduction in force, the forecast reflects an increase in unemployment charges
to the district. Also, the District was given approval, hy the Bureau of Workers
Compensation, to become self-funded effective January 1, 2011, Although we anticipate
future savings from this change, the District experienced an increase in figeal year 2011 due
to paying calendar year 2010 Retrospective Rating Program premium in arrears.

PURCHASED SERVICES (3.030)

The forecast reflects a 6% increase in purchaged services. This line item includes
maintenance costs, utilities and contracted services. As part of the cost saving meagsures for
fiscal yvear 2011, the Board reduced building and department budgets by 15%, The District
also eliminated a certified application system and reduced tuition reimbursement amounts
for certified staff members based on the number of stafl members being eliminated. The
savings from these reductions were $495,076.

For fiscal year 2012, the Board has reduced building and department budgets by 10%. We
have aleo included $70,000 of operational savings from the closing of the Kindergarten
Center. The District has renegotiated several vendor contracts for such services as cellular
and land line telephones, trash service and utility rates, We anticipate a savings from these
negotiations of $45,000 in fiscal year 2012,

SUPPLIES & MATERIALS (3.040)

Expenditures in this line item include instructional materials such as textbooks, software,
bus fusl and office/custodial supplies. The forecast reflects a 2% increase in this category for

Notes & Assumptions (07-11-11}
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Fairfield City School District
Notes to the 5 Year Finanaial Projection
Revised - July 11, 2011

each year of the forecast, With the elimination of grades 10-12 busing, we have included
savings of $148,000 in this line item,

CAPITAL OUTLAY (3.050)

The forecast reflects a 4% increase in capital outlay expenditures for the life of the forecast.
The Board approved the expenditure of money from the bus purchase fund in fiscal vear
2010; therefore, the approxamate payment of $600,060 for those buses was included in fiscal
vear 2011. With technology needs no longer being funded out of permanent improvement
monies, we have included $188,716 for technology use in FY12 only.

DEBT SERVICE (4.05 - 4.086)

The forecast reflects the principal and interest payments for the House Bill 264 Energy
Ceonservation Bonds that will begin in fiscal year 2012,

OTHER EXPENSES (4.200)

The forecast reflects a 2% increase each vear in this line item. Anticipated expenditures in
these areas inciude county auditor and treasurer fees, county board deductions, membership
dues and annual audit fees. The forecast also includes a one-time refund of auditor fees for
fiscal yvear 2011 in the amount of $54,110 and the elimination of a gifted coordinator position
from a contract with the Butler County Educational Service Center.

NON OPERATING EXPENSES (5.010 - 5.050)

This group constitutes anticipated year-end advances.

ENCUMBRANCES (8.010)

Estimated encumbrances are outstanding purchase orders that have not been approved for
payment or were not received in the fiscal year in which they were ordered. These estimates
are based on historical patterns.

UNRESERVED FUND BALANCE (15.010)

This amount must not go below §-0- or the district General Fund will viclate Ohio Budgetary
Laws. Any multi-vear contract, which is knowingly signed, which will cause a negative
unencumbered balance is a violation of ORC 5705.412, punishable by personal Lability of
$10,000.

OTHER CONSIDERATIONS
This forecast is based on the above assumptions and the information available on the day it
was prepared. This forecast is subject ic change as circumstances change or additional

information becomes avatlable.

With the uncertainty of state funding, it is recommended that the Board of Education place
an operating levy on the November 2011 ballot to raise additional funds for the District,

Notes & Assumptions (07-11-11)
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