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Board Agenda Item # II A- Recommended Action Item 

Date: 05.31.2019 

To: Board of Directors, Finance Committee 

From: Alfredo Rubalcava, CEO 

Staff Lead: Suat Acar, COO 

RE: Home Office Compensation, Salary Bands & Job Titles 
Revision 

Proposed Board Motion 
I move that the board approve the revised salary band for Home Office Positions. 
Background 

Salary range (or salary bands) is the range of pay that has been established to pay the employees performing 
a particular job or function. Salary range generally has a minimum pay rate, a maximum pay rate, and a 
series of mid-range opportunities for pay increases. Pay rates and salary ranges are also set up by employers 
and recognize the level of education, knowledge, skill, and experience needed to perform each job. The 
salary range demonstrates the interrelationships of the jobs utilized by an employer. The salary range 
arranges pay increases without promotion at each level.  

The salary bands approved by the MPS Board 09.10.2015 was determined by market pay rates, established 
through market pay studies, for people doing similar work in similar industries in Los Angeles, CA (Please 
see appendix 5 for 2015 MPS Board approved Band). During the past 4 years this band has been used as 
basis for defining the ranges we could offer to specific positions, however this band is now mostly outdated. 
Here are the outdated portions of the current band: 

1- The current 2019 home office org chart does not have certain C- Level positions and
departments (such as development department) which were planned as part of growth plans
back then.

2- Also home office departments now need now positions based on the emerging needs of
school sites and the CMO (such as Math Coach and Assistant Director of Student Services
positions which were approved within the past 2-3 years).

3- Also we now have an Accountability department which was built based on needs and was
not existing in the previous band.

4- Some positions are now too close to their max levels. Therefore, the band will not be
covering possible increases to the salaries of these employees.

Analysis (If applicable) 

1- This proposed salary band does not intend to change the method used in the previous band (See
appendix 5). Therefore, we used the same broadband method (please see appendix 1 for advantages
and disadvantages of “broadbanding”) methodology, which defines a wide range with a minimum,

Magnolia Public Schools 



250 E. 1st Street Suite 1500, Los Angeles, CA 90012 |  www.magnoliapublicschools.org 

maximum and an average. 
2- The minimum (MIN in the chart 2) salaries are defined with respect to the federal minimum wage

descriptions ($7.25 effective as of July 24, 2009, Appendix 3) as well as the market rates (which
were also used to define the existing salaries of current employees with the previous board approved
salary band) & current 2018-19 salaries of the home office employees along with school leader
salaries. (Please refer to the Appendix 2 for the board report prepared by the home office for
06.28.2016 board meeting to go over Charter Schools Benchmark Metrics)

3- This proposed salary band focuses on 6 main position types as in chart 1. This is the major change
we propose to make in the salary bands: The proposed band will not limit the bands to the job titles
but to the position types. The Home Office will be more flexible to adapt new job titles depending
on emerging needs and be able to make an offer without conflicting with the salary band. Please see
sample job titles in chart 1.

4- There are 6 position types (band groups) proposed in this salary band (chart 1), 5 range limits and 4
salary bands for each position type (chart 2 and chart 3).

Each band group has 5 range limits (chart 2) and 4 bands (chart 3). The minimum limit for the range band number 1 
(chart 1) is the minimum salary for that position group. The minimum limit for the next band is 13% more than minimum 
limit and each of the following band group minimum limits are calculated by the additional 13% increase rate on top of 
the previous band number. In summary the MAX limit is 52% more than the MIN limit. This helps home office to use 
this band for a longer time period. Please see this below analysis prepared to show what the salaries would look like in 
the next 9 years, starting with MIN salaries, with an estimated 5% increase every fiscal year. As seen the MAX limit is 
reached in 9 years for all bands. 

CHART 1 

Position types (Band Groups) (2019+) Band 
group 

Job title samples (Home Office can change/add titles 
as needed) 

CEO A CEO, Superintendent 

C-Level, Executive Positions B COO, CFO, CAO (All Chief titles & Legal Counsel) 

Director/Controller Level Positions, 
Senior Level Positions C 

Director, Controller, Data Manager (Assessment, 
Academics etc.), Senior Assistant Directors,  Senior 
Financial Analyst 

Administrators, Analysts, managers, 
coordinators, Assistant Directors D 

HR Administrator, HR Specialist, HR Manager, Finance 
Managers, Coordinator (HR, EL, Math etc.), Assistant 
Director (Student services, HR etc.), Coaches (Math, 
Science etc.), Financial Analyst 

Clerks/ Assistants E 

Accounting Clerks, Accountant, Account 
Payable/Receivable,  Compliance/payroll Manager,  
Administrative  Assistant (HR-Academic-
Accountability-Executive), Communications Outreach 
Clerks  (Parental Engagement Staff, Event Coordinator, 
Renewal Manager) 

Hourly/Office (Appendix 4) F Office Assistants, Assistants to departments 
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The bands in chart 3 below are structured with respect to the 5 limit dollar amounts explained in chart 2. The home office 
has 24 employees plus the CEO. The Chart 3 below provides the distribution of salaries (except the CEO) across the 
bands (numbers in parenthesis). As seen below 13 of the 24 home office employees currently are in the Band 1 groups, 
5 are in Band 2 groups, 6 are in Band 3 groups and there is no Band 4 employee with respect to the 2018-19 employment 
agreements’ annual gross dollar amounts. 

CHART 2 Salary Band Range Limits 
% Change/band: 

13% 
25 

Employees MIN LIMIT AVERAGE MAX LIMIT 

Positions Type (2019-
20) 

Band group 
& # of 

Employees 
1 2 3 4 5 

CEO A (1) MPS BOARD OF DIRECTORS' DISCRETION 
C-Level, Executive
Positions B (5) $135,000.00 $152,550.00 $170,100.00 $187,650.00 $205,200.00 

Director/Controller 
Level Positions, 
Senior Level 
Positions 

C (7) $90,000.00 $101,700.00 $113,400.00 $125,100.00 $136,800.00 

Administrators, 
Analysts, managers, 
coordinators, 
Assistant Directors 

D (6) $65,000.00 $73,450.00 $81,900.00 $90,350.00 $98,800.00 

Clerks/ Assistants E (6) $50,000.00 $56,500 $63,000.00 $69,500.00 $76,000.00 
Hourly/Office F (0) $18.00 $20.34 $22.68 $25.02 $27.36 
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This proposed salary band does not propose any rubric to calculate the salary increases, or a way for promotions. The 
salary calculations, salary increases and promotions will be processed by a team consisting related supervisor(s), HR and 
the CEO. 

Budget Implications 

The proposed band does not propose a certain way to increase individual salaries of home office employees or decide at 
which band/range to start a newly hired employee. Therefore, there is no budget impact caused by this band. 

Reviewed and approved by Chief Financial Officer. 

Exhibits (attachments): 

Appendix 1: Advantages of Broadbanding: 
https://www.payscale.com/compensation-today/2011/04/advantages-of-broadbanding 

Appendix 2: Board report for Charter School Benchmark Metrics dated June 28, 2016 

Appendix 3: Federal Minimum Wage from U.S. Department of Labor website 
https://www.dol.gov/whd/flsa/ 

Appendix 4: Link from CA Department of Industrial Relations. California set the minimum to increase gradually to 
$15/hour by 2023 for companies of MPS’s size. Currently this proposed band’s minimum hourly rate is $18/hour. 
https://www.dir.ca.gov/dlse/faq_minimumwage.htm 

Appendix 5: First MPS Home Office Salary Band approved in 2015 

CHART 3 
24 

Employees 
BAND GROUPS & CURRENT DISTRIBUTION OF 

SALARIES 

Positions Type (2019-
20) 

Band group 
& # of 

Employees 
1 (13) 2 (5) 3 (6) 4 (0) 

C-Level, Executive
Positions B (5) $135,000-

$152,550 (3) 
$152,550-

$170,100 (1) 
$170,100-

$187,650 (1) 
$187,650-

$205,200 (0) 
Director/Controller 
Level Positions, 
Senior Level 
Positions 

C (7) $90,000-
$101,700 (5) 

$101,700-
$113,400 (1) 

$113,400-
$125,100 (1) 

$125,100-
$136,800 (0) 

Administrators, 
Analysts, managers, 
coordinators, 
Assistant Directors 

D (6) $65,000-
$73,450 (2) 

$73,450-
$81,900 (2) 

$81,900-
$90,350 (2) 

$90,350-
$98,800 (0) 

Clerks/ Assistants E (6) $50,000-
$56,500 (3) 

$56,500-
$63,000 (1) 

$63,000-
$69,500 (2) 

$69,500-
$76,000 (0) 

Hourly/Office 
F (0) $18.00-

$20.34 
$20.34-
$22.68 

$22.68-
$25.02 

$25.02-
$27.36 
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Revision History: 

Revision Date Description of changes Requested By 

0 09/10/15 Initial Release Terri Boatman, 
HR Director 

1 05/31/19 Revised the 2015 band by introducing bands with no
job title limitations. Revised min and max salary bands. Suat Acar, COO 
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How well do your employees
understand your compensation
plan and philosophy? Simplify
how you explain it to them.
Download 
“4 Tips for Communicating Your
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THE ADVANTAGES OF BROADBANDING
Topics: Comp Strategy, Modernizing Comp, Pay Equity

The Advantages and Disadvantages of Broadbanding Broadbanding is the term applied to having
extremely wide salary bands, much more encompassing than with traditional salary structures. Whereas
a typical salary band has a 40 percent difference in pay between its minimum and maximum,
broadbanding would typically have a 100 percent difference. Most of the time, creating enormously large
bands is done as a measure to support a restructuring. It combines and consolidates the number of
levels or job grades. This article will discuss the advantages of broadbanding in an overall compensation
strategy, as well as the disadvantages.
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between its minimum and maximum, broadbanding would typically have a 100 percent difference. Most
of the time, creating enormously large bands is done as a measure to support a restructuring. It
combines and consolidates the number of levels or job grades. This article will discuss the advantages
of broadbanding in an overall compensation strategy, as well as the disadvantages.
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Compensation Plan to Your
Employees.”

Sometimes an organization has become too hierarchical for the
strategic direction of the company; �nding it has become too slow to
react, taking too much time to get information from the top down and
even less effective at getting messages from the lower rungs up to the ears of senior management.
Broadbanding reduces the number of levels or layers within a company. This is the best face-saving way
for an organization to collapse salary ranges and supporting de-layering. This �attens an organizational
structure and reduces the hierarchy.

FACILITATES INTERNAL MOVEMENT
Whether we like it or not, some great person-to-job matches just do not happen because of the way a job
has been classi�ed or positioned with an assigned salary band. If that new position is not a lateral or at a
higher rung, most rational people will not seriously consider a transfer that results in a demotion. That is
just not a positive step for their career development. With broadbanding, more internal movement is
facilitated, because the probability increases that one’s current job and alternate position are within the
same enormous range of pay. This makes pay take a back seat and puts forward other attributes of a
position, encouraging internal mobility and potentially more developmental assignments.

PUTS ADDED TRUST IN MANAGMENT
With broadbanding, managers have great latitude to pay what they want to an employee. This absolutely
can reduce the push-pull between the hiring manager and the human resources organization. Now the
issue of pay shifts to the control of the hiring manager and the challenge of “Does one have enough
money in the current budget?” or not. The perception of HR as a regulating gate keeper to preserve the
salary structure diminishes. Managers are entrusted with greater autonomy.

 

THE DISADVANTAGES OF BROADBANDING

NO AWARENESS OF EXTERNAL MARKET RATES
Traditional salary structures, when done right, give current information to your management team about
what market rates are. With broadbanding, if a manager wants to pay at the market midpoint, they are left

https://resources.payscale.com/hr-request-a-demo.html?src=comp-today-inline-cta
https://www.g2crowd.com/products/payscale?utm_source=read_more&utm_medium=riblet&utm_campaign=widget_embed
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ba�ed and guessing. There is no midpoint in a broad band. That also means the compa-ratio tool can
not be used.

MAY LEAD TO INEQUITIES
Broadbanding’s �exibility and trust in management may or may not be warranted. In a broadbanding
system, it is relatively easy to have two people with the same responsibilities have earnings that are
thousands and thousands of dollars apart. Broadbanding weakens the linkage between salary growth
and skill development for the next higher-level, since it is so far off as to not be a motivator. Do you want
supervisors and their direct reports in the same pay band? That can easily happen with broadbanding.

It only takes a few reckless managers rewarding a few individuals inappropriately to have an entire pay
system called into question. Whether your pay system is fair or not fair is not quite as important as if it is
perceived as fair. If your pay system is perceived as not fair, you could see an increase in EEOC
complaints. Did you know the Department of Labor added 700 additional auditors after the passage of
the Lilly Ledbetter Equal Pay Act in 2009? People don’t call and ask for an audit when they believe their
conditions are fair.

LACK OF COST CONTROLS
It certainly may call into question why have salary bands at all if they are so wide. You need to evaluate if
your other cost control training and measures are strong enough to hand over this much authority and
autonomy to your managers. Moving to broadbanding may require thinking through other incentives that
had previously been tied to salary grades, such as bonuses or stock.

PROMOTIONS
In my opinion the absolute worst thing about broadbanding is the severe reduction in opportunities for
promotions. Fewer salary bands lead to fewer opportunities to climb to the next band; meaning fewer
promotions to celebrate with family and friends. Think seriously before you minimize this great
motivational tool. If you are committed to moving to broadbanding, yet this is of concern to you, keep an
eye on your turnover rates and conduct exit interviews to monitor the pulse of why your talent is moving
to your competitors.

CONCLUSION
It is your call whether broadbanding is a tool for use in your organization or not. Broadbanding is a very
effective tool to reduce salary grades or job classi�cations, but it de�nitely has its drawbacks.

Regards,

Beverly Dance, MBA, SPHR-CA, CCP, CEBS 
dance@mba.berkeley.edu

mailto:dance@mba.berkeley.edu
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 Board Of Directors 
 

 

Board Agenda Item #  

Date: June 28, 2016 

To: MPS Board of Directors 

From: Caprice Young, Ed.D., CEO & Superintendent 

Staff Lead: Oswaldo Diaz 

RE: Charter School Benchmark Metrics 

 

CHARTER SCHOOL BENCHMARK METRICS 

 

During the June 6, 2016 Board meeting, the Board requested an operating metrics 

surveying competing charter school management organizations to compare Magnolia Publics 

Schools to. As such, Oswaldo Diaz and Steven Kao analyzed the latest available Tax Form 990 

filings and audited financial statements for numerous charter school management organizations 

operating in the State of California and created a spreadsheet displaying the findings. It should be 

noted that the latest available tax filings and financial statements ranged between 2012 and 2015. 

This memo will focus on the Tax 990 Forms since they provide more detailed expense breakouts. 

A table of metrics derived from the latest available audited financial statements will be included 

in the Appendix for support and backup. Below is a summary of the dataset’s Tax Form 990 

filings adjusted to exclude charitable donations, which skewed the data (explained in following 

sections): 



 

 

 

 

 

2 

 
Revenue  

Revenue per student ranged between $8,334 and $17,161 based on the Tax 990 Forms 

and between $8,841 and $13,342 based on audited financial statements. Size of the organization 

plays a factor as smaller organizations earn less per student compared to larger organizations. 

Smaller organizations such as Magnolia ($9,065/student), High Tech High ($8,334/student), 

ICEF ($9,405/student) and King Chavez ($10,016/student) obtain significantly less than larger 

organizations such as Aspire ($12,098/student), Green Dot ($12,363/student), KIPP LA 

($17,161/student) and Rocketship ($11,538/student). 

Larger organizations that garner higher revenue per student rates do so through grants 

and charitable contributions. For example, KIPP LA raised $18MM in contributions translating 

to $6,252 per student in Tax Year 2013. To accomplish this they spent $743k in expenses to 

support their fundraising platform. Three companies did not show explicit fundraising expenses 

but still raised substantial funds: ICEF raised $3.1MM ($741 per student) in 2013; Aspire raised 

$22MM ($1,555 per student) in 2014 and Green Dot raised $6.3MM ($610 per student) in 2014. 

Other than charitable grants, revenue per student is affected by the free and reduced level of the 

students served and the locality that the school resides in.  

In conclusion, Magnolia Public School’s revenues are in line with other charter school 

management organizations of similar size. An opportunity exists to obtain charitable grants if 

human resources are allocated to the fundraising function.       

 

 

Magnolia High	Tech	High ICEF King	Chavez Aspire Green	Dot	 KIPP	LA Rocketship Dataset

Tax	Year	2014 Tax	Year	2013 Tax	Year	2013 Tax	Year	2013 Tax	Year	2014 Tax	Year	2014 Tax	Year	2013 Tax	Year	2013 Average

Districts 4																							 2																									 1																							 1																							 13																					 3																							 1																							 6																							 4																		

Schools 11																					 12																							 14																					 6																							 38																					 16																					 11																					 13																					 15																

Enrollment 3,790																 5,000																		 4,200																 2,000																 14,600														 10,257														 2,873																 4,500																 5,903											

Revenue 34,357,458							 41,671,872									 39,500,276							 20,032,005							 176,632,038					 126,810,769					 49,304,617							 51,673,472							 67,497,813	

Revenue	Per	Student 9,065																 8,334																		 9,405																 10,016														 12,098														 12,363														 17,161														 11,483														 11,241									

Revenue	Per	School 3,123,405									 3,472,656											 2,821,448									 3,338,668									 4,648,212									 7,925,673									 4,482,238									 3,974,882									 4,223,398			

Charitable	Grants -																				 -																						 3,110,297									 -																				 22,708,825							 6,259,188									 17,963,638							 7,581,197									 7,202,893			

Revenue	(Excluding	Charity) 34,357,458							 41,671,872									 36,389,979							 20,032,005							 153,923,213					 120,551,581					 31,340,979							 44,092,275							 60,294,920	

Revenue	Per	Student 9,065																 8,334																		 8,664																 10,016														 10,543														 11,753														 10,908														 9,845																 9,891											

Revenue	Per	School 3,123,405									 3,472,656											 2,599,284									 3,338,668									 4,050,611									 7,534,474									 2,849,180									 3,391,713									 3,794,999			

Program	Expenses 24,546,342							 31,217,926									 30,471,152							 13,903,936							 125,187,472					 104,851,715					 23,324,928							 48,982,630							 50,310,763	

Per	Student 6,477																 6,244																		 7,255																 6,952																 8,574																 10,222														 8,118																 10,885														 8,091											

%	of	Revenue	(excl.	Charity) 71% 75% 84% 69% 81% 87% 74% 111% 82%

%	of	Expenses	(excl.	Charity) 78% 76% 83% 71% 81% 83% 72% 93% 80%
Per	District 6,136,586									 15,608,963									 30,471,152							 13,903,936							 9,629,806									 34,950,572							 23,324,928							 8,163,772									 17,773,714	

Management	Expenses 6,748,723									 9,975,710											 6,085,377									 5,680,515									 29,764,204							 21,268,501							 9,197,680									 3,852,369									 11,571,635	

Per	Student 1,781																 1,995																		 1,449																 2,840																 2,039																 2,074																 3,201																 856																			 2,029											

%	of	Revenue	(excl.	Charity) 20% 24% 17% 28% 19% 18% 29% 9% 20%
%	of	Expenses	(excl.	Charity) 22% 24% 17% 29% 19% 17% 28% 7% 20%

Per	District 1,687,181									 4,987,855											 6,085,377									 5,680,515									 2,289,554									 7,089,500									 9,197,680									 642,062												 4,707,465			

Total	Expenses 31,295,065							 41,193,636									 36,556,529							 19,584,451							 154,951,676					 126,120,216					 32,522,608							 52,834,999							 61,882,398	

Per	Student 8,257																 8,239																		 8,704																 9,792																 10,613														 12,296														 11,320														 11,741														 10,120									

Per	District 7,823,766									 20,596,818									 36,556,529							 19,584,451							 11,919,360							 42,040,072							 32,522,608							 8,805,833									 22,481,180	

Operating	Income 3,062,393									 478,236														 166,550-												 447,554												 1,028,463-									 5,568,635-									 1,181,629-									 8,742,724-									 1,587,477-			

%	margin 9% 1% 0% 2% -1% -5% -4% -20% -2%
EBITDAR 6,387,604 9,361,879 3,898,870 2,642,543 17,207,707 9,593,747 1,858,710 515,591 6,433,331

%	margin 19% 22% 11% 13% 11% 8% 6% 1% 11%

Per	Student 1,685 1,872 928 1,321 1,179 935 647 115 1,090

EBITDA 3,357,219 2,409,063 25,892 1,555,375 3,099,960 -2,016,768	 -953,464	 -8,476,196	 -124,865	

%	margin 10% 6% 0% 8% 2% -2% -3% -19% 0%

Per	Student 886 482 6 778 212 -197	 -332	 -1,884	 -21	
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Revenues Excluding Charitable Donations 

Larger organizations that have the resources to put into the fundraising function have an 

unfair advantage over smaller organizations that do not have such a platform. The average 

revenue per student contribution obtained by fundraising is $2,170 per student, which is 24% of 

the per student revenue of Magnolia in 2014. As such, fundraising revenue and expense were 

excluded in the chart on the first page to provide an accurate comparison of costs and operations.  

Without the benefit of charitable contributions, revenue per student rates fall in a tighter 

range, which is between $8,334 and $11,753. Magnolia falls in the middle of the range at $9,065 

per student.  

Program Expenses 

Program expenses per student ranged from $6,244 to $10,937 as per the latest Tax 990 

Forms. The average was $8,091 per student. As expected, the larger organizations with greater 

revenues and resources tend to have the higher end of the range, whereas smaller organizations 

have the lower end of the range. Magnolia’s program expenses are $6,477/student, 71% of 

revenue and 78% of expenses. This is in range of competing organizations of all sizes. Adjusted 

for charity revenues, the set had a percent of revenue range between 69% to 111% and a percent 

of total expense range between 71% and 93%.  

Management Expenses 

Management expenses per student ranged from $856 and $3,201, with an average of 

$2,029. Magnolia’s management fees were below average at $1,781 per student, 20% of revenue 

and 22% of expenses. Magnolia was able to accomplish this level of management fees with 4 

districts, whereas each additional district adds a layer of complexity in the form of reporting and 

compliance work. In comparison, High Tech High had management fees per student of $1,995 

with 2 districts and King Chavez had management fees of $2,840 per student with 1 district. The 

dataset had a percent of revenue range between 17% and 29% and a percent of expense range 

between 7% and 29%.    

Districts/Authorizers 

As previously stated, the more districts or authorizers an organization serves, the greater 

the amount of compliance, reporting and administrative work. Amongst 8 organizations in the 

data set, the average number of districts served was 4, with the outlier being 13 for Aspire on the 

high side. KIPP LA, King Chavez and ICEF all served only 1 district on the lower end. Total 

expenses/Districts had a range of $7.8MM to $42MM. Magnolia came in at $7.8MM, which was 

the lowest rate in the dataset.  

 

 

Earnings before interest, taxes, depreciation, amortization and restructuring or rent costs 

(EBITDAR) 

EBITDAR margin is a measure of the managerial prowess of an organization in a certain 

marketplace, before factoring in expenses related to real estate, which have a wide variance 

based on situation and timing of the real estate cycle. The dataset’s EBITDAR margin ranged 

from 1% to 22%. Magnolia had an EBITDAR margin of 19%, which was the second highest in 

the dataset.   

EBITDA 
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Magnolia produced EBITDA of $3.36MM (10% margin or $886 per student) in Tax Year 

2014. On a charity-adjusted basis, Magnolia’s EBITDA margin was greater than all other 

organizations in the data set, with an EBITDA margin of 10%.   

Factoring in charity revenues, Magnolia’s EBITDA margin was equal to the average of 

the dataset, which was also of 10%. This was achieved despite Magnolia’s challenges of lower 

revenue per student rate driven by a lack of charitable contribution revenues and a lower student 

per school levels that deprives Magnolia of economies of scale.   

CMO Fees 

  Obtaining CMO fee data was challenging, as only some organizations provided such 

information on their audited financial statements or Tax 990 Forms. Data was available only for 

Magnolia, King Chavez, Green Dot and Rocketship. Magnolia’s CMO fees were $4.8MM in the 

FYE 6/30/2015 period, representing: $1,270/student, $437,482/school, 14% of revenue and 15% 

of expenses.  

 
 Magnolia’s CMO fees appear to be in line. In more detail, Magnolia’s CMO fees are low 

on a per student and per school basis, but on the higher side when viewed as a percentage of 

revenue or expense. Two possible explanations for this are:  

1) Magnolia’s revenue per student figure is low compared to the set due to a lack of 

charitable contribution revenue -- Rocketship obtains $1,087/student and Green Dot 

obtains $1,159/student in charitable contributions. 

2) Magnolia’s enrollment per school is low at 345 students per school on average – 

Rocketship has 439 students per school on average and Green Dot has 540 students per 

school on average. 

Management Salary  

Per the latest tax 990 forms, below is a summary chart of management compensation: 

 

 

Conclusion 

Magnolia
FYE	6/30/2015

King	Chavez
6/30/12

Green	Dot
6/30/15

Rocketship Dataset
FYE	6/30/2015 Average(

Districts 4
Schools 11
Enrollment 3,790

1
6

2,000																	

3
19

10,257															

6 4																								
13 16																						

4,831 6,210
Students	Per	School 345																				 333																				 540																				 372																				 371																				
Management	Fees 4,812,297										
%	of	revenue 14%
%	of	expense 15%
per	Enrollment 1,270																	
per	School 437,482													

2,050,067										
12%
12%

1,025																	
341,678													

15,573,817								
11%
12%

1,518																	
819,675													

7,736,987										 7,543,292										
11% 12%
11% 13%

1,602																	 1,354																	
595,153													 548,497													

Schools Districts Students Employees CEO CFO/CBO COO CAO Facilities HR	Director
High	Tech	High 12															 2																	 5,000										 644													 400,735							 202,752							 194,944							 173,641							 147,462							 128,310							

ICEF 14															 1																	 4,200										 517													 215,088							 162,745							 136,159							 119,065							 107,031							

King	Chavez 6																	 1																	 2,000										 298													 234,045							 122,729							 167,114							 132,593							 120,952							

Aspire 38															 13															 14,600								 2,407										 321,092							 235,316							 173,191							 245,686							 188,902							 259,470							
Green	Dot	 16															 3																	 10,257								 1,235										 246,922							 208,394							 168,490							 193,599							 178,079							 157,865							

KIPP	LA 11															 1																	 2,873										 403													 225,908							 157,670							 145,855							 155,558							 151,861							 131,139							

Rocketship 13															 6																	 4,500										 833													 183,929							 283,379							 212,181							 223,616							 203,155							 162,355							
Dataset	Avg. 16															 4																	 6,204										 905													 261,103							 196,141							 178,932							 185,053							 160,160							 152,446							
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This memo should be used as a supplemental benchmark guideline for CMOs operating 

in California. It should be taken into account that this study was based on the latest publicly 

available data, which is not the most up to date. Based on the findings included in the document, 

MPS CMO fees are in line with the fees charged by other comparable CMO organizations. Per 

the study conducted by VLS the range of CMO fees are between 10 to 20 percent of total 

expenditures. It is worth noting that the larger CMO’s had a lower fee to income ratio due to the 

fundraising amounts collected. The larger CMO organizations have a strongly developed 

fundraising platform that supports the annual campaign.  
 
Lead Staff 
Oswaldo Diaz 
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Appendix 1: Audited Financial Statement Data 

 

Magnolia ICEF King	Chavez Aspire Green	Dot KIPP	LA Rocketship Dataset
FYE	6/30/2015 FYE	6/30/2013 6/30/12 6/30/15 6/30/15 6/30/15 FYE	6/30/2015 Average(

Operations:
Districts 4 1 1 13 3 1 6 4																								
Schools 11 14 6 35 19 13 13 16																						

Enrollment 3,790 4,200 2,000																	 14,600															 10,257															 3,790																	 4,831 6,210

Grades K-12 K-12 K-12 K-12 6	to	12 K-8 K-6
Students	Per	School 345																				 300																				 333																				 417																				 540																				 292																				 372																				 371																				

Income	Statement

Revenue 34,357,458 43,204,074 17,682,876 169,749,011 136,850,868 57,512,449 67,909,435 75,323,739

Program	Expenses 24,626,342 33,018,947 13,030,789 126,842,622 122,280,345 39,769,976 46,219,562 57,969,798
Management	Expenses 6,668,723 1,769,948 4,601,614 27,561,037 9,021,411 5,840,037 21,889,307 11,050,297

Total	Expenses 31,295,065 34,788,895 17,632,403 154,403,659 131,301,756 45,610,013 68,108,869 69,020,094

Income 3,062,393 8,415,179 50,473 19,975,077 5,549,112 11,902,436 -199,434 6,965,034
Fund	Raising:

Contributions	&	Grants -																					 -																					 -																					 3,274,440										 11,245,167								 12,874,583								 5,251,662										 4,663,693										

Donated	Services	&	Property -																					 -																					 -																					 72,478															 645,144													 -																					 119,604													
Other -																					 -																					 -																					 -																					 -																					 -																					 -																					

Total	Contributed	Revenue -																					 -																					 -																					 3,346,918										 11,890,311								 12,874,583								 5,251,662										 4,766,211										

%	of	Revenue 0% 0% 0% 2% 9% 22% 8% 6%
per	Enrollment $0 $0 $0 $229 $1,159 $3,397 $1,087 $839

Fundraising	Expenses 884,324													 884,324													

Revenie	excl.	Fundraising	Cont. 34,357,458								 43,204,074								 17,682,876								 166,402,093					 124,960,557					 44,637,866								 62,657,773								 70,557,528								

Profitability
Income 3,062,393										 8,415,179										 50,473															 19,975,077								 5,549,112										 11,902,436								 199,434-													 6,965,034										
%	margin 8.9% 19.5% 0.3% 11.8% 4.1% 20.7% -0.3% 9.3%

Rent 2,669,178										 3,223,473										 1,085,382										 3,480,818										 9,129,508										 4,373,382										 2,542,603										 3,786,335										
Interest 8,485																	 738,328													 6,797,938										 4,140,315										 849,294													 5,105,988										 2,940,058										

Depreciation	&	Amort. 286,341													 524,578													 43,110															 5,583,539										 4,072,279										 1,034,981										 2,080,534										 1,946,480										
EBITDAR 6,026,397										 12,901,558								 1,178,965										 35,837,372								 22,891,214								 18,160,093								 9,529,691										 15,217,899								
%	margin 18% 30% 7% 21% 17% 32% 14% 20%

EBITDA	 3,357,219										 9,678,085										 93,583															 32,356,554								 13,761,706								 13,786,711								 1,881,100										 10,702,137								

%	margin	 10% 22% 1% 19% 10% 24% 3% 13%
Operational	Metrics
Revenue	per	Enrollment $9,065 $10,287 $8,841 $11,627 $13,342 $15,173 $14,057 $11,770

Expenses/Enrollment $8,257 $8,283 $8,816 $10,576 $12,801 $12,033 $14,098 $10,695

Return	Spread $808 $2,004 $25 $1,051 $541 $3,140 -$41 $1,075
EBITDA/Enrollment $886 $2,304 $47 $2,216 $1,342 $3,637 $389 $1,546

Program	Expenses/Enrollment $6,498 $7,862 $6,515 $8,688 $11,922 $10,492 $9,567 $8,792

%	Program	Expenses/Revenue 72% 76% 74% 75% 89% 69% 68% 75%
%	Program	Expenses/Expenses 79% 95% 74% 82% 93% 87% 68% 83%

Management	Expenses/Enrollment $1,760 $421 $2,301 $1,888 $880 $1,541 $4,531 $1,903

%	Management	Expenses/Revenue 19% 4% 26% 16% 7% 10% 32% 16%

%	Management	Expenses/Expenses 21% 5% 26% 18% 7% 13% 32% 17%
Management	Fees 4,812,297										 2,050,067										 15,573,817								 7,736,987										 7,543,292										

%	of	revenue 14% 0% 12% 0% 11% 0% 11% 12%

%	of	expense 15% 0% 12% 0% 12% 0% 11% 13%
per	Enrollment 1,270																	 -																					 1,025																	 -																					 1,518																	 -																					 1,602																	 1,354																	

per	School 437,482													 -																					 341,678													 -																					 819,675													 -																					 595,153													 548,497													

Return
Return	on	Assets 12% 32% 1% 8% 3% 15% 0% 10%
Return	on	Capital 14% 36% 1% 9% 4% 17% 0% 12%

Return	on	Equity 24% 116% 3% 22% 16% 32% -2% 30%

Working	Capital	Efficiency
Adjusted	Working	Capital 2,184,087										 7,651,040										 3,632,195										 17,881,510								 5,666,718										 900,653													 7,319,197										 6,462,200										
AWC/Revenue 0.06																			 0.18																			 0.21																			 0.11																			 0.04																			 0.02																			 0.11																			 0.10																			

AWC	Days 23																						 65																						 75																						 38																						 15																						 6																								 39																						 37																						
AR	Days 44																						 86																						 105																				 52																						 52																						 40																						 31																						 59																						

AP	Days 30																						 30																						 35																						 41																						 34																						 56																						 27																						 36																						

Cash	Conversion	Cycle 14																						 55																						 69																						 11																						 18																						 (16)																					 5																								 22																						
Capital	Structure

Debt/EBITDA 2.53																			 1.66																			 39.09																	 4.09																			 7.03																			 2.47																			 40.35																	 13.89																	

Debt/Equity 0.65																			 2.21																			 2.23																			 1.43																			 2.86																			 0.91																			 7.19																			 2.50																			
EBITDA/Interest 395.67															 13.11																	 -																					 4.76																			 3.32																			 16.23																	 0.37																			 61.92																	
S&P	Key	Metrics
Days	Cash	on	Hand 120																				 92																						 26																						 105																				 76																						 224																				 89																						 105																				
Lease-Adjusted	MADS	Coverage 2.06x 0.94x 0.25x 2.71x 0.67x 3.05x 0.66x 1.48x
Debt/Total	Capital 40% 69% 69% 59% 74% 48% 88% 64%
Debt/Student 2,245																	 3,834																	 1,829																	 9,064																	 9,430																	 8,993																	 15,712															 7,301																	
Credit	Rating BB/Stable BB/Stable BB+/Stable N/A N/A BB+/Stable N/A
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The chart on the previous page summarizes figures of our dataset (excluding High Tech 

High which did not have financial statements available) derived from the latest available audited 

financial statements. This chart is added as an appendix to supplement the body of this memo.    
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United States Department of Labor
Wage and Hour Division

Wage and Hour Division (WHD)

Compliance Assistance ­ Wages and the Fair Labor Standards Act
(FLSA)
Overview
The FLSA establishes minimum wage, overtime pay, recordkeeping, and youth employment standards
affecting employees in the private sector and in Federal, State, and local governments. Covered
nonexempt workers are entitled to a minimum wage of not less than $7.25 per hour effective July 24,
2009. Overtime pay at a rate not less than one and one­half times the regular rate of pay is required
after 40 hours of work in a workweek.

FLSA Minimum Wage: The federal minimum wage is $7.25 per hour effective July 24, 2009. Many
states also have minimum wage laws. In cases where an employee is subject to both state and
federal minimum wage laws, the employee is entitled to the higher minimum wage.

FLSA Overtime: Covered nonexempt employees must receive overtime pay for hours worked over 40
per workweek (any fixed and regularly recurring period of 168 hours — seven consecutive 24­hour
periods) at a rate not less than one and one­half times the regular rate of pay. There is no limit on
the number of hours employees 16 years or older may work in any workweek. The FLSA does not
require overtime pay for work on weekends, holidays, or regular days of rest, unless overtime is
worked on such days.

Hours Worked (PDF) : Hours worked ordinarily include all the time during which an employee is
required to be on the employer’s premises, on duty, or at a prescribed workplace.

Recordkeeping (PDF) : Employers must display an official poster outlining the requirements of the
FLSA. Employers must also keep employee time and pay records.

Child Labor: These provisions are designed to protect the educational opportunities of minors and
prohibit their employment in jobs and under conditions detrimental to their health or well­being.

On April 1, 2019, the U.S. Department of Labor announced a proposed rule to revise and
clarify the responsibilities of employers and joint employers to employees in joint employer
arrangements. For more information, please visit: www.dol.gov/whd/flsa/jointemploymen­
t2019.

https://www.dol.gov/
https://www.dol.gov/whd/minimumwage.htm
https://www.dol.gov/whd/overtime_pay.htm
https://www.dol.gov/whd/regs/compliance/whdfs22.pdf
https://www.dol.gov/whd/regs/compliance/whdfs21.pdf
https://www.dol.gov/whd/childlabor.htm
https://www.dol.gov/whd/flsa/jointemployment2019/index.htm
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General Guidance
Handy Reference Guide to the FLSA

Guía Práctica Referente a la Ley de Normas Justas de Trabajo

Fact Sheets

Employment Law Guide: Minimum Wage and Overtime Pay

Questions and Answers about the FLSA

Information on Furloughs and Other Reductions in Pay

Break Time for Nursing Mothers

'How to File a Complaint' Card (PDF)
Spanish Version (PDF)

Chinese Version (PDF)

Korean Version (PDF)

Polish Version (PDF)

Tagalog Version (PDF)

Thai Version (PDF)

Russian Version (PDF)

Vietnamese Version (PDF)

Haitian Creole Version (PDF)

FLSA Resources For Puerto Rico

Misclassification of Employees as Independent Contractors

Posters
FLSA Minimum Wage Poster

Spanish Version

Chinese Version (PDF)

Russian Version (PDF)

Thai Version (PDF)

Hmong Version (PDF)

https://www.dol.gov/whd/regs/compliance/hrg.htm
https://www.dol.gov/whd/regs/compliance/wh1282_SPANISH.pdf
https://www.dol.gov/whd/fact-sheets-index.htm
https://www.dol.gov/asp/programs/guide/minwage.htm
https://www.dol.gov/elaws/faq/esa/flsa/toc.htm
https://www.dol.gov/whd/regs/compliance/whdfs70.htm
https://www.dol.gov/whd/nursingmothers/
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Spanish.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_CHINESE.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Korean.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Polish.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_TAGALOG.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Thai.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Russian.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Viet.pdf
https://www.dol.gov/whd/flsa/WHD1498HowToFileAComplaint_Hait.pdf
https://www.dol.gov/whd/flsa/PuertoRico.htm
https://www.dol.gov/whd/workers/Misclassification/index.htm
https://www.dol.gov/whd/regs/compliance/posters/flsa.htm
https://www.dol.gov/whd/regs/compliance/posters/flsaspan.htm
https://www.dol.gov/whd/regs/compliance/posters/minwagecn.pdf
https://www.dol.gov/whd/regs/compliance/posters/FLSAPosterRuss.pdf
https://www.dol.gov/whd/regs/compliance/posters/MinWageThai.pdf
https://www.dol.gov/whd/regs/compliance/posters/MinWageHmong.pdf
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Vietnamese Version (PDF)

Korean Version (PDF)

Polish Version (PDF)

Haitian Creole Version (PDF)

Additional FLSA Posters

Interpretive Guidance
Administrator Interpretations

Opinion Letters

Field Handbook

Field Bulletins

E­tools
The Coverage and Employment Status Advisor helps identify which workers are employees covered by
the FLSA.

The Hours Worked Advisor provides information to help determine which hours spent in work­related
activities are considered FLSA “hours worked” and therefore must be paid.

The Overtime Security Advisor helps determine which employees are exempt from the FLSA minimum
wage and overtime pay requirements under the Part 541 overtime regulations.

The Overtime Calculator Advisor computes the amount of overtime pay due in a sample pay period
based on information from the user.

The Child Labor Rules Advisor answers questions about the FLSA’s youth employment provisions,
including at what age young people can work and the jobs they can perform.

The Section 14(c) Advisor helps users understand the special minimum wage requirements for
workers with disabilities.

Presentations
Comprehensive FLSA Presentation (Microsoft® PowerPoint®)

Executive, Administrative, and Professional Exemption Presentation (Microsoft® PowerPoint®)

Applicable Laws and Regulations
Law

The FLSA (PDF)

https://www.dol.gov/whd/regs/compliance/posters/minwageViet.pdf
https://www.dol.gov/whd/regs/compliance/posters/minwageKorean.pdf
https://www.dol.gov/whd/regs/compliance/posters/FLSAPosterPolish.pdf
https://www.dol.gov/whd/regs/compliance/posters/minwageHait.pdf
https://www.dol.gov/whd/resources/posters.htm
https://www.dol.gov/WHD/opinion/adminIntrprtnFLSA.htm
https://www.dol.gov/whd/opinion/opinion.htm
https://www.dol.gov/whd/FOH/index.htm
https://www.dol.gov/whd/FieldBulletins/index.htm
https://www.dol.gov/elaws/esa/flsa/scope/screen9.asp
https://www.dol.gov/elaws/esa/flsa/hoursworked/default.asp
https://www.dol.gov/elaws/overtime.htm
https://www.dol.gov/elaws/otcalculator.htm
https://www.dol.gov/elaws/esa/flsa/cl/default.htm
https://www.dol.gov/elaws/esa/flsa/14c/
https://www.dol.gov/whd/flsa/comprehensive.ppt
https://www.dol.gov/whd/overtime/presentation.ppt
https://www.dol.gov/whd/regs/statutes/FairLaborStandAct.pdf
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Regulations
29 CFR Chapter V

 
 
Civil Money Penalty Inflation Adjustments

Starting in 2016, agencies across the federal government must adjust their penalties for inflation each
year. Below is a table that reflects the adjustments that have occurred for penalties under this statute.
For more information on the penalty adjustments, go here.

Civil Money Penalty Inflation Adjustments

Type of Violation
Statutory
Citation

CFR
Citation

Maximum
Civil Monetary
Penalty on or

before
1/23/2019

Maximum
Civil

Monetary
Penalty on or

after
1/24/2019

Homeworker:
  

Violation of recordkeeping, monetary,
certificate or other statutes,
regulations or employer assurances.

29 USC
211(d)

29 CFR
530.302 $1,026 $1,052

Child labor:
  

(1) Violation of child labor standards
(sec 212 or 213(c));

29 USC
216(e)(1)(A)
(i)

29 CFR
570.140(b)
(1) and 29
CFR 579.1(a)
(1)(i)(A)

$12,529 $12,845

(2) Violation of child labor standards
(sec 212 or 213(c)) that causes the
serious injury or death of a minor;

29 USC
216(e)(1)(A)
(ii)

29 CFR
570.140(b)
(2) and 29
CFR 579.1(a)
(1)(i)(B)

$56,947 $58,383

(3) Willful or repeated violation of
child labor standards (sec 212 or
213(c)) that causes the serious injury
or death of a minor

29 USC
216(e)(1)(A)
(ii)

29 CFR
570.140(b)
(2) and 29
CFR 579.1(a)
(1)(i)(B)

$113,894 $116,766

(4) Repeated or willful violation of
section 206 or 207.

29 USC
216(e)

29 CFR
579.1(a)(2)

$1,964 $2,014

Minimum Wage and Overtime:
  

Repeated or willful violation of section
206 or 207.

29 USC
216(e)(2)

29 CFR
578.3(a)

$1,964 $2,014

https://www.dol.gov/dol/cfr/Title_29/Chapter_V.htm
https://www.dol.gov/whd/resources/cmp.htm
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Press room  Índice en español   Settings

Labor Commissioner's O�ice   Minimum Wage

Minimum Wage
Although there are some exceptions, almost all employees in California must be paid the minimum wage as
required by state law. E�ective January 1, 2017, the minimum wage for all industries will be increased yearly.
From January 1, 2017, to January 1, 2022, the minimum wage will increase for employers employing 26 or
more employees. This increase will be delayed one year for employers employing 25 or fewer employees, from
January 1, 2018, to January 1, 2023. The scheduled increases may be temporarily suspended by the Governor,
based on certain determinations.  (Please see the chart below for the complete schedule of rate increases).

For more information and guidance on how to count employees for the purpose of determining whether an
employer qualifies as an employer with 25 employees or less please see New Minimum Wage Phase- in
Requirements 2017-2023, SB 3 Frequently Asked Questions page.

There are some employees who are exempt from the minimum wage law, such as outside salespersons,
individuals who are the parent, spouse, or child of the employer, and apprentices regularly indentured under
the State Division of Apprenticeship Standards.  
 
Minimum Wage Order (MW-2019)  
There is an exception for learners, regardless of age, who may be paid not less than 85 percent of the minimum
wage rounded to the nearest nickel during their first 160 hours of employment in occupations in which they
have no previous similar or related experience.

There are also exceptions for employees who are mentally or physically disabled, or both, and for nonprofit
organizations such as sheltered workshops or rehabilitation facilities that employ disabled workers. Such
individuals and organizations may be issued a special license by the Division of Labor Standards Enforcement
authorizing employment at a wage less than the legal minimum wage. Labor Code Sections 1191 and 1191.5

Schedule for California Minimum Wage rate 2017-2023.

Date
Minimum Wage for Employers with 25

Employees or Less
Minimum Wage for Employers with 26

Employees or More

January 1, 2017 $10.00/hour $10.50/hour

January 1, 2018 $10.50/hour $11.00/hour

January 1, 2019 $11.00/hour $12.00/hour

 Department of  
Industrial Relations

https://www.dir.ca.gov/mediaroom.html
https://www.dir.ca.gov/Multilingual/Spanish/index.html
https://www.dir.ca.gov/dlse/dlse.html
https://www.dir.ca.gov/dlse/SB3_FAQ.htm
https://www.dir.ca.gov/Iwc/MW-2019.pdf
https://www.dir.ca.gov/dlse/Glossary.asp?Button1=L#learners
http://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=LAB&sectionNum=1191.
http://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=LAB&sectionNum=1191.5
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January 1, 2020 $12.00/hour $13.00/hour

January 1, 2021 $13.00/hour $14.00/hour

January 1, 2022 $14.00/hour $15.00/hour

January 1, 2023 $15.00/hour  

Frequently Asked Questions

1. What is the minimum wage?

E�ective January 1, 2018, the minimum wage for all industries was $11 per hour for employers with 26 or
more employees and $10.50 per hour for employers with 25 or fewer employees. On January 1, 2019, the
minimum wage increased to $12 per hour for employers with 26 or more employees and $11 per hour for
employees with 25 or fewer employees. The minimum wage shall be adjusted on a yearly basis through
2023 according to the pre-set schedule shown above.

E�ective January 1, 2018, the minimum monthly salary for sheepherders was $1,955.74 per month for
employers with 26 or more employees and $1,866.88 per month for employers with 25 or fewer
employees. On January 1, 2019, the minimum monthly rate increased to $2,133.52 per month for
employers with 26 or more employees and $1,955.74 per month for employers with 25 or fewer
employees. The minimum monthly salary for sheepherders is specially set under IWC Wage Order 14-
2001. Wages paid to sheepherders may not be o�set by meals or lodging provided by the employer.
Instead, there are provisions in IWC Order 14-2007, Sections 10(F), (G) and (H)) that apply to sheepherders
with respect to monthly meal and lodging benefits required to be provided by the employer.

2. What is the di�erence between the local, state and federal minimum wage?

Most employers in California are subject to both the federal and state minimum wage laws. Also, local
entities (cities and counties) are allowed to enact minimum wage rates and several cities * have recently
adopted ordinances which establish a higher minimum wage rate for employees working within their
local jurisdiction. The e�ect of this multiple coverage by di�erent government sources is that when there
are conflicting requirements in the laws, the employer must follow the stricter standard; that is, the one
that is the most beneficial to the employee. Thus, since California's current law requires a higher
minimum wage rate than does the federal law, all employers in California who are subject to both laws
must pay the state minimum wage rate unless their employees are exempt under California law. Similarly,
if a local entity (city or county) has adopted a higher minimum wage, employees must be paid the local
wage where it is higher than the state or federal minimum wage rates.

3. May an employee agree to work for less than the minimum wage?

No. The minimum wage is an obligation of the employer and cannot be waived by any agreement,
including collective bargaining agreements. Any remedial legislation written for the protection of

https://www.dir.ca.gov/dlse/Glossary.asp?Button1=S#sheepherder
https://www.dir.ca.gov/Iwc/IWCArticle14.pdf
http://laborcenter.berkeley.edu/minimum-wage-living-wage-resources/inventory-of-us-city-and-county-minimum-wage-ordinances/
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employees may not be violated by agreement between the employer and employee. Civil Code Sections
1668 and 3513

4. Is the minimum wage the same for both adult and minor employees?

Yes. There is no distinction made between adults and minors when it comes to payment of the minimum
wage.

5. I work in a restaurant as a waitperson. Can my employer use my tips as a credit toward its obligation to
pay me the minimum wage?

No. An employer may not use an employee's tips as a credit toward its obligation to pay the minimum
wage.

6. What can I do if my employer doesn't pay me at least the minimum wage?

You can either file a wage claim with the Division of Labor Standards Enforcement (the Labor
Commissioner's O�ice), or file a lawsuit in court against your employer to recover the lost wages.
Additionally, if you no longer work for this employer, you can make a claim for the waiting time penalty
pursuant to Labor Code Section 203.

7. What is the procedure that is followed a�er I file a wage claim?

A�er your claim is completed and filed with a local o�ice of the Division of Labor Standards Enforcement
(DLSE), it will be assigned to a Deputy Labor Commissioner who will determine, based upon the
circumstances of the claim and information presented, how best to proceed. Initial action taken regarding
the claim can be referral to a conference or hearing, or dismissal of the claim.

If the decision is to hold a conference, the parties will be notified by mail of the date, time and place of the
conference. The purpose of the conference is to determine the validity of the claim, and to see if the claim
can be resolved without a hearing. If the claim is not resolved at the conference, the next step usually is to
refer the matter to a hearing or dismiss it for lack of evidence.

At the hearing the parties and witnesses testify under oath, and the proceeding is recorded. A�er the
hearing, an Order, Decision, or Award (ODA) of the Labor Commissioner will be served on the parties.

Either party may appeal the ODA to a civil court of competent jurisdiction. The court will set the matter for
trial, with each party having the opportunity to present evidence and witnesses. The evidence and
testimony presented at the Labor Commissioner's hearing will not be the basis for the court's decision. In
the case of an appeal by the employer, DLSE may represent an employee who is financially unable to
a�ord counsel in the court proceeding.

See the Policies and Procedures of Wage Claim Processing pamphlet for more detail on the wage claim
procedure.

8. What can I do if I prevail at the hearing and the employer doesn't pay or appeal the Order, Decision, or
Award?

http://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=CIV&sectionNum=1668.
http://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=CIV&sectionNum=3513.
https://www.dir.ca.gov/dlse/HowToFileWageClaim.htm
http://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=LAB&sectionNum=203.
https://www.dir.ca.gov/dlse/Policies.htm
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When the Order, Decision, or Award (ODA) is in the employee's favor and there is no appeal, and the
employer does not pay the ODA, the Division of Labor Standards Enforcement (DLSE) will have the court
enter the ODA as a judgment against the employer. This judgment has the same force and e�ect as any
other money judgment entered by the court. Consequently, you may either try to collect the judgment
yourself or you can assign it to DLSE.

9. What can I do if my employer retaliates against me because I questioned him about not being paid the
minimum wage?

If your employer discriminates or retaliates against you in any manner whatsoever, for example, he
discharges you because you asked him why you weren't being paid the minimum wage, or because you
file a claim or threaten to file a claim with the Labor Commissioner, you can file a
discrimination/retaliation complaint  with the Labor Commissioner's O�ice. Alternatively, you can file a
lawsuit in court against your employer.

* The UC Berkeley Labor Center keeps a detailed national list of local minimum wage ordinances.  The
Department of Industrial Relations does not monitor or verify this list but includes it here as a reference for the
public: UC Berkeley Labor Center Inventory of US City and County Minimum Wage Ordinances

December 2016
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https://www.dir.ca.gov/dlse/HowToFileRetaliationComplaint.htm
http://laborcenter.berkeley.edu/minimum-wage-living-wage-resources/inventory-of-us-city-and-county-minimum-wage-ordinances/
https://www.dir.ca.gov/dlse/dlse-bofe.html
https://www.dir.ca.gov/dlse/dlseWagesandHours.html
https://www.dir.ca.gov/dlse/dlseRetaliation.html
https://www.dir.ca.gov/dlse/Registration_Services.html
https://www.dir.ca.gov/Public-Works/PublicWorks.html
https://www.dir.ca.gov/dlse/ECU/ElectricalTrade.html
https://www.dir.ca.gov/dlse/DLSE-FAQs.htm
https://www.dir.ca.gov/dlse/dlsereports.htm
https://www.dir.ca.gov/dlse/DLSE-Databases.htm
https://www.dir.ca.gov/Private-Attorneys-General-Act/Private-Attorneys-General-Act.html
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Learn More

https://www.dir.ca.gov/dlse/DLSE-FAQs.htm
https://www.dir.ca.gov/dlse/DLSE-Databases.htm
https://www.dir.ca.gov/dlse/dlsereports.htm
https://www.dir.ca.gov/dlse/DLSE-Publications.htm
https://www.dir.ca.gov/dlse/DLSE-Forms.htm
https://www.dir.ca.gov/dlse/AboutUs.htm
https://www.dir.ca.gov/dlse/DistrictOffices.htm
https://www.dir.ca.gov/dirjobs/dirjobs.htm
http://wagetheftisacrime.com/
https://www.dir.ca.gov/dlse/Dlse_Online_Payment.html
https://www.dir.ca.gov/dlse/Spanish/Dlse_Online_Payment.html
https://www.dir.ca.gov/aboutdir.html
https://www.dir.ca.gov/divisions_and_programs.html
https://www.dir.ca.gov/Contactus.html
https://www.dir.ca.gov/dirjobs/dirjobs.htm
https://www.dir.ca.gov/permits-licenses-certifications.html
https://www.dir.ca.gov/dosh/Required-Notifications.html
https://www.dir.ca.gov/pra_request.html
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Magnolia Public Schools 
 Board Of Directors 

 
 
Board&Agenda&Item&#& III&D&
Date:& 09.10.2015&
To:& Board&of&Directors&
From:& Terri&Boatman.&Director&of&Human&Resource&
Staff&Lead:& Terri&Boatman.&Director&of&Human&Resource&
RE:& Home&Office&Compensation&&
 
Proposed Board Recommendation 
 
I move that the board approve the new compensation model for Home Office Positions. 
 
Background 
 
One of the most basic functions of management is to establish a compensation scheme that is 
competitive and equitable and that promotes employee engagement and high performance.  A 
well-designed compensation philosophy supports the organization’s strategic plan and initiatives, 
business goals, competitive outlook, operating objectives, and compensation and total reward 
strategies. 

For recruiting and retention purposes, we recommend establishing salary ranges and pay bands to 
CMO positions versus applying compensation per the pay sheets. 

Salary range is the range of pay that has been established to be paid to employees performing a 
particular job or function. Salary range generally has a minimum pay rate, a maximum pay rate, 
and a series of mid-range opportunities for pay increases. The salary range was determined by 
market pay rates, established through market pay studies, for people doing similar work in 
similar industries in the same region of the country. 

Pay rates and salary ranges are also set up by individual employers and recognize the level of 
education, knowledge, skill, and experience needed to perform each job. The salary range 
demonstrates the interrelationships of the jobs utilized by an employer. The salary range reflects 
our needs such as the overlap in salary ranges that will allow career development and pay 
increases without promotion at each level and the percentage of increase the organization will 
offer an employee for a promotion. 

Currently our home office salaries are based on the components of the pay sheet.  The pay sheet 
identifies compensation components based on a variety of variables including degree, credential, 
years of experience, time with Magnolia and extra duty.  In theory, a member of the finance team 
will not have a credential, and the degree should be a consideration in the offer process, but not 
necessarily be a variable in compensation decisions, as years of experience may off set formal 
learning.   
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In addition, we face recruiting competition from other non-profits, CMO’s and for profit 
businesses.  An analysis of financial and technical roles shows that Magnolia’s current 
compensation scale lags in comparison to other industries and non profits in Southern CA. The 
new salaries of the home office employees will be implemented retroactively starting July 1, 
2015. 

Budget Implications 
 
Several of the employees in accounting and technology positions have current salaries that fall 
below the minimum levels of the proposed ranges. After adoption of the new scale, those 
employees will be moved to the minimum end of the range. This is an increase of $58,000 to the 
salaries of those eleven positions; however that amount has been more than offset by the 
$176,000 saved by not filling other home office positions. 
 
Name of Staff Originator:  
 
Terri Boatman, Director of Human Resource 
 
Attachments 
 
Compensation Overview 
New Salary Scale for Home Office Positions 



Magnolia Home Office Salary Bands
2015-2016

Department Current Job Title New Job Title FLSA Status Band Min Mean Max
C-Level Positions All C-level positions Exempt 15 100,000.00$  150,000.00$  190,000.00$      

Administration
Administrative Assistant Administrative Assistant Non-Exempt 9 20.00$            25.00$            31.00$                
HR Admin Human Resources Assistant Non-Exempt 9 20.00$            25.00$            31.00$                
Education Admin Assistant Non-Exempt 9 20.00$            25.00$            31.00$                
Intern Non-Exempt 8 10.00$            12.00$            14.00$                

Information Technology
Infrastructure Telecom Manager IT Director Exempt 13 92,400.00$    103,500.00$  114,600.00$      
IT Coordinator Computer Systems Administrator Exempt 12 74,900.00$    85,398.00$    105,294.00$      
Ops System and Knowledge Manager Exempt 12 74,900.00$    85,398.00$    105,294.00$      
Document Control Admin Exempt 11 67,405.00$    88,246.00$    113,755.00$      
Coolsis Manager Computer Systems Manager Exempt 13 92,400.00$    103,500.00$  114,600.00$      
Director of Instructional Technology Exempt 13 92,400.00$    103,500.00$  114,600.00$      
Director of Operations, Project Manager exempt 13 92,400.00$    103,500.00$  114,600.00$      
Program Analyst exempt 10 43,387.00$    52,778.00$    63,941.00$        

Academic
Deputy CAO Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Instructional Data Support Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Blended Learning and Science Advisor Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Parent University Exempt 12 74,900.00$    85,398.00$    105,294.00$      
Director of Student Affairs Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Director of Instructional and Curricular Models Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Manager of Assessments and Academic Information Exempt 13 90,000.00$    101,000.00$  112,000.00$      
EL Coordinator Exempt 12 74,900.00$    85,398.00$    105,294.00$      
Compliance Administrative Manager Exempt 11 67,405.00$    88,246.00$    113,755.00$      

Development
New School Development Fellow Exempt 13 90,000.00$    101,000.00$  112,000.00$      

Director of New School Development
Program Manager (New School 
Development) Exempt 12 74,900.00$    85,398.00$    105,294.00$      

Director of Parent and Community
Program Manager (Parent and 
Community) Exempt 12 74,900.00$    85,398.00$    105,294.00$      

Director of Partnership Development Exempt 13 90,000.00$    101,000.00$  112,000.00$      
Finance

Controller Exempt 13 103,407.00$  114,507.00$  125,607.00$      
Document Compliance Manager Exempt 12 73,433.00$    88,542.00$    105,144.00$      
Accounting Analyst Senior Financial Analyst Exempt 12 73,433.00$    88,542.00$    105,144.00$      
Accountant Financial Analyst Exempt 10 43,387.00$    52,778.00$    63,941.00$        
Purchasing and Payroll Manager Exempt 11 67,405.00$    88,246.00$    113,755.00$      
Revenue and Compliance Manager Exempt 11 67,405.00$    88,246.00$    113,755.00$      

Human Resources
HR Director Exempt 13 103,407.00$  114,507.00$  125,607.00$      
Director of Talent Exempt 12 73,433.00$    88,542.00$    105,144.00$      
Recruitment and Career Advancement Exempt 11 43,387.00$    52,778.00$    63,941.00$        

Office Manager exempt 10 43,387.00$    52,778.00$    63,941.00$        




