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Our Focus
Our goal, as the Loveland City School District’s (LCSD) Planning Commission Finance Committee, is
to research and analyze opportunities that can help make the district stable financially. We
focused on both short-term and long-term possibilities that reduce spending and increase money
coming in.
Our committee felt the following points were very important when thinking about salary:
1. Contracts for administrators need to be competitive as attracting and retaining top talent
is important.
2. The contracts must also be sustainable financially and show responsible money
management.
3. It is worth noting that the Retirement contribution the district makes for each administrator
is 14% of their salary in the State Teachers Retirement System (STRS); non-STRS staff
members are in the School Employee Retirement System (SERS) is 10%. This is referred to
as the retirement “pick up” as the school district picks up the cost for this expense instead
of the administrative staff member. The 14% and 10% are consistent with the contribution
made by certified and classified staff (not the district). All calculations in this analysis,
including potential savings calculations, would be approximately 13% (the weighted
average of the employees with the 14% and 10% noted above) larger than the numbers
presented.
4. It is also worth noting that the employee portion of the Medicare contribution (referred to
as the Medicare “pick up”) is made by the district and equates to 1.45% of the
administrator’s salary. All calculations in this analysis, including potential savings
calculations, would be approximately 1.45% larger than the numbers presented once the
Medicare benefit is considered.
5. It is important to note we are not examining the appropriate number of administrators in
the district, but rather the level of pay that the current administrators receive.

Data Sources and Uses
We compared LCSD’s administrator salaries to 40 districts in the Greater Cincinnati area. The
salaries were obtained by using the salary data of employees in the Buckeye Institute’s data from
2018-19. We used 2018-19 salaries (for all districts) as 2019-20 & 2020-2021 were not available.
While these data are also available via Ohio OpenCheckbook, the Buckeye Institute was used for
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the ease of downloading. The CUPP report does not report salary information for administrators
by position and thus was not used in the “by position” analysis. Our analysis compares the salary
level of administrators across districts, but due to data limitations we were unable to control for
the experience level of administrators.
Position titles for administrators are not precisely consistent across school districts. In order to
narrow the search from all possible positions within this database, we used the bottom salary
cutoff of $60,000 and extracted all positions with salaries greater than this amount from the
database. We then pulled out those with similar administrator job titles for comparison across the
40 districts.
The School Superintendents Association provided another data source for school superintendent
salary information. We utilized information from the 2019-20 AASA Superintendent Salary &
Benefits Analysis, which was available without a membership requirement.
Beyond base salary, administrators receive benefits in the form of financial compensation that are
not afforded to other employees. The data sources we found for school administrators did not
show benefits, which are generally available in each school districts’ administrator handbook. We
did not have access to these, although they likely could be obtained for many comparison school
districts through a public data request. It should be noted that even having access to the
administrator handbook may not reveal the specifics of any one administrator’s contract, which
can be individualized for that person.
Two benefit items of interest for the district were the use of the payment of the retirement
contribution as well as the payment for the employee’s portion of the Medicare contribution. In a
record request with LCSD we were able to obtain the data the district had for several comparable
districts in the Eastern Cincinnati Conference.
While the CUPP report did not contain salary data for administrators, we were able to use the
CUPP report to understand the demographics for LCSD and how it compares to other districts.
Takeaways
1. Exhibit A shows a summary comparison of district administrator salaries. Included is the
number of administrators (over $60k and with similar job titles), average administrator
salary, assessed valuation per pupil, district median income, district average income and
district enrollment. The number of administrators and corresponding salaries are
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averaged across all 40 Greater Cincinnati districts, districts that border Loveland and also
the districts within the Eastern Cincinnati Conference. For average (all 40 districts), border
and ECC schools, LCSD total annual difference for all administrators’ salaries combined if
LCSD paid the same as the others average is
●

Across all 40 districts:

$79,347 more expensive; $3,174/3.1% per admin

●

For Border districts:

$9,155 more expensive; $366/0.4%per admin

●

For ECC districts:

$96,314 more expensive; $3,853/3.8% per admin

For completeness, at the bottom of Exhibit A, all administrator positions for LCSD are listed.
2. Exhibit B shows the data for each district individually. District demographics have LCSD
ranking in the following areas:
a. Loveland’s average administrator salary is $102,409, ranking LCSD 13th out of 40

districts, thereby placing LCSD in the top 33%. It is important to note that nine (9)
other school districts are within 2% of Loveland’s average administrator’s salary.
b. Assessed Valuation Per Pupil for the 2018 Tax Year: LCSD is 13th highest out of 40
districts; placing LCSD within the top 33%. The Ohio Department of Education CUPP
Report defines “Assessed Valuation Per Pupil” as:
➔ Total unadjusted assessed property valuation for tax year 2018 (fiscal
year 2020) divided by
➔ Total Average Da
 ily Membership for 2019
(ADM i s the number of public school students residing within a
schools district’s boundaries or non-resident students who are
eligible to attend the district)
c. District Median Income for the 2017 Tax Year: 10th highest out of 40 districts,
placing LCSD within the top 25%.
d. District Average Income for the 2017 Tax Year: 8th highest out of 40 districts,
placing LCSD within the top 20%.

3. Exhibit C presents the data for the superintendent position. LCSD’s Superintendent salary
is $149,000. This ranks LCSD 15th out of 40 districts, placing LCSD in the top 37%. It should
be noted that at the time of creating this report, LCSD’s Superintendent position was open.
All references to LCSD’s Superintendent reference 2018-2019 compensation. The salary for
the Superintendent was obtained from both the Buckeye Institute and a copy of the
Superintendent’s contract. In terms of number of students enrolled, Loveland also ranks
17th out of 40.
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4. LCSD’s ending enrollment for the fiscal year (FY) 2019 was 4,428 students according to the
FY19 Cupp Report. Loveland’s Superintendent salary is within the 25th and 50th percentile
for districts with between 3,000 and 4,999 students according to the nationwide 2019-20
AASA Superintendent Salary & Benefits Study Table 2.1 shown below. The following are the
salary bands according to the study:

5. Exhibit D presents the data for the treasurer position. Salary for Loveland’s Treasurer is
$130,000. This ranks LCSD 13th out of 40 districts, placing LCSD in the top 33%. Note:
analysis of treasurer salaries was not provided in the AASA study. The salary for the
Loveland’s Treasurer was obtained from both the Buckeye Institute as well as by obtaining
a copy of the treasurer’s contract.
6. Exhibits E and F show the average salary information for principals and vice principals in
each district. Loveland ranks 12th and 7th among the 40 districts, respectively, for these
positions. The source of salary information was from the Buckeye Institute.
7. All administrator positions including those beyond superintendent, treasurer, principals,
and vice principals were analyzed and are included in the average numbers for Exhibit A
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and B. Exhibits for each individual position were not included for brevity. The results were
comparable to the positions for which exhibits were provided.
8. Exhibit G reflects the number of students per administrator from the CUPP Report and
compares LCSD to the other 40 districts. 24 of the 40 districts have a lower student per
administrator ratio than Loveland School District. This means 24 other districts have more
administrators to serve their staff and students.
9. Exhibit H reflects the ECC members (other than the Cincinnati School District for which data
were not available) and which districts utilized the individual retirement contribution
pick-up, pick-up on the increased retirement pick-up, and Medicare pick-up as an
additional benefit for administrators. When a district pays the retirement contribution
and/or Medicare contribution, the employee does not have to pay the retirement and/or
Medicare contribution. This is called the “pick up.”
a. For superintendents and treasurers, all three benefits were provided for all districts
except for Little Miami which did not provide the pick-up on the increased
retirement pick-up.
b. For all other administrators, all districts provided individual retirement contribution
pick-up, while only 3 provided the pick-up on the increased retirement pick-up, and
only Loveland provided the Medicare pick-up.
c. The “pick-up on the pick-up” as mentioned in the administrator handbook is an
additional retirement contribution that is made for administrators. With this benefit
the district covers both the district and employee contribution required for the
employee pension to reflect the value of both the employee’s salary and the original
pick-up rather than just the employee’s salary. For STRS employees the cost is
1.96% of salary for the employer side and an additional 1.96% for the employee
portion. For SERS employees the cost is 1.0% of salary for the employee side and
1.4% of salary for the employer portion. For an employee earning $100,000 per year
the “pickup-up on the pick-up” would cost the district $3,920 for an STRS employee
and $2,400 for SERS.
10. The AASA study provided a summary of miscellaneous benefits that may be offered to
administrators in Section 7 (reflected below). The list below is a summary of potential (yet
not all inclusive) list of benefits that may be negotiated into individual administrator
contracts. It is worth noting that this and this WCPO article reflect that the benefit packages
for administrators are changing. For example, the WCPO report indicates that 14 out of the
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20 districts are providing annuity benefits to 1 or more administrators. Section 4 from the
AASA reflects a similar trend in this area. The only way to do a complete analysis of the
benefits across districts would be to complete data requests for all administrator contracts.
This effort would be extremely labor and time intensive and therefore was not conducted in
this analysis.
Annuity Contributions: For LCSD, the Superintendent and Treasurer contracts were
reviewed for these types of benefits. Both contracts contain a benefit for an annuity, which
is a contribution for income in retirement. The Superintendent’s contract contains a $9,000
annual annuity contribution and the Treasurer’s contract has a $10,000 annual annuity
contribution. Per Section 4 of the AASA superintendent study, a contribution of $5,000 to
$10,000 is typical in 11.44% of contracts; another 18.59% receive annuity contributions of
$5,000 or less and 11.6% receive contributions of $10,000 or more. 57.43% indicate not
receiving an annuity contribution. The annuity contributions are included in compensation
for purposes of retirement calculations.
Life Insurance Contributions: Every administrator in the district receives group term life
insurance worth two times salary. LCSD’s Superintendent contract also has $1 million in
term life insurance benefits. The AASA table below reflects that this is typical in 50.7% of
superintendent contracts.
Membership in Professional Organizations: LCSD’s Superintendent and Treasurer also
receive reimbursement for professional organizations’ dues and related travel and
conference fees. AASA indicates this is a benefit paid for 88.6% of superintendents.
Liability Insurance: LCSD’s Superintendent and Treasurer contracts have $2,000,000 of
professional liability coverage at a cost of no more than $500 per policy to the district.
Although LCSD’s Superintendent and Treasurer contracts include this provision, no
additional liability insurance has been purchased specifically for either role. The AASA
study indicates professional liability insurance is a benefit paid for 24.9% of
superintendents.
Cell Phone Reimbursement: LCSD administrators receive an $80/month cell phone
reimbursement as well as a $500 per year stipend for hardware.
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11. Comparing private industry metrics for the public sector was an important takeaway. One
of the key metrics cited in the AASA study compared the starting teacher salary to that of
the superintendent. In the private sector, a similar comparison is made by viewing an entry
level worker's salary compared to the CEO’s salary. In LCSD, the entry level salary for a
teacher on the 2019-20 contract is $43,301, and the LCSD’s superintendent's salary is
$149,000 creating a ratio of 1:3.44, which is below the average of 1:4.1. This means that
nationwide, superintendents with similarly-sized student populations (3,000 to 4,999
students) are being paid more than that of LCSD’s Superintendent. Applying the median
ratio using our teachers’ base pay would result in a corresponding superintendent salary
of $177,534 ($43,301 multiplied by 4.1 from the table below). Likewise, if we calculated the
average of starting teacher salaries across all forty Greater Cincinnati districts as shown
on this report, the 4.1 ratio would be $41,592 x 4.1 = $170,527.
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Statistical Analysis of Cost Differences Between Districts
There is large variation in administrator salaries across the Cincinnati area districts. To
understand the key drivers of these differences, we performed a regression analysis (a reliable
statistical method of determining which factors matter most, which can be ignored, and how
factors influence each other) of administrator pay using district information from the CUPP report.
Utilizing these demographic data, we performed an analysis comparing Loveland’s administrator
costs to that of the other districts based on key attributes: the number of students in the district,
district average income, the district square mileage, district assessed home valuation per pupil,
the number of administrators in the district, and the district administrator-student ratio.
Further, for superintendents we found that the demographic data could explain over 80% of the
variation in salary across the 40 districts. In statistical terms, this is referred to as R-Squared. The
model would predict a Loveland Superintendent salary of $157,000 given these demographics.
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This is $8,000 more than the Superintendent’s actual salary over this period. Similar, but weaker
predictive results are generated for the treasurer and other positions in the district. For example,
only 60% of the variation in treasurer compensation could be explained by the model using these
same demographic characteristics. The model predicted the Treasurer salary for LCSD of
$128,000 when the actual salary was $130,000.
Alternatives
When considering the district administrator pay levels, we measured the impact of potential
changes.
● Overall base pay looks comparable to surrounding districts. Exhibit A shows that a change
to pay levels of border districts would save the district less than $10,000 per year in total
across all administrator positions. A similar change to the same average salary as ECC
schools would save the district less than $100,000 per year in total across all administrator
positions.
● It should be noted that for the 2020-21 school year, the following changes occurred for
administrators between the 2019-20 school year:
o Four administrators who changed positions between 2019-20 to 2020-21 received
promotional increases.
o School administrators (if eligible) did receive step increases for the 2020-21 year.
▪ Step increases per the LCSD’s administrator handbook are 0.9% (just under

▪

▪

1%) per step. The step index does not equate to years of experience or years
employed by the school district. A one step increase is a merit based
increase as determined by a required written annual evaluation.
Two administrators were not on the current step based on their experience
and received a two step increase. This was an administrative error that was
rectified in 2020-21.
Two administrators are on the top of the experience level and did not receive
an increase.

o LCSD’s Superintendent and Treasurer did not take any salary increases for both the
2019-20 and the 2020-21 school year.
o No administrators received inflationary increases for the 2020-21 school year. In
2018-19 and 2019-20, the inflationary increase for administrators was 2%. If
administrators in other districts received an inflationary increase of 2% for the
2020-21 school year, this could potentially put them in line with their peers as shown
on Exhibit A.
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● Overall, there are a couple of additional items to review including: salary reductions and
additional benefit pick-ups.
Salary Reduction
It is noted that our administrator salaries appear to be very comparable to local and national
norms. If, however, administrators were asked to take a decrease in their pay beyond the waived
merit increases noted above, for each 1% decrease it would save the district $25,600 in salary (1%
of total salaries in Exhibit A of $2,560,234).
Additional Benefit Pick-ups
Beyond the superintendent and treasurer roles, Medicare pick-up and pick-up on the increased
retirement pick-up are not common benefits. The “pick-up on the pick-up” for other administrators
is estimated to cost the district $86,000 per year (1.96% of salary for those in STRS (State
Teachers Retirement System) and 1.00% of salary for those in SERS (School Employee Retirement
System)), while the Medicare pick-up is estimated to cost the district $36,000 per year (1.45% of
salary for all administrators). Both of these benefit estimates are for administrators other than the
superintendent and treasurer and combined cost $78,000 per year. These costs could be
partially mitigated by making the benefits conditional on years of service.
● Medicare pick up occurs when the district pays the employee’s portion of the
Medicare tax.
● Retirement pick up occurs when the district pays the employee’s portion of the
retirement contribution. This is defined by the STRS here.
Considerations for Future Analysis
● Analysis of healthcare benefits. Please note that Loveland’s split of healthcare costs at 85%
employer paid and 15% employee paid is within a common benefit salary structure for
public school districts according to the Madeira City Schools Planning Commission Annual
Salary and Benefits Study (March 2020).
● Research how salary benefits impact state retirement benefits.
● Analysis of the appropriate number of administrators for the district.
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Exhibit A: Summary Information for the Comparison 40 Districts in Greater Cincinnati
●

●

The following data were captured from the Ohio Department of Education CUPP Reports
○

Assessed Valuation Per Pupil FY 2018

○

District Median Income Tax Year (TY) 2017

○

District Average Income TY 2017

Administrator Average
○

Count of number of positions over $60,000 from salaries downloaded from the Buckeye Institute with
like administrator job titles

○
●

Average salary of administrator positions

Border district averages are summarized with borders being defined as those districts that are adjacent to
Loveland.

●

Eastern Cincinnati Conference (ECC) reflects the averages for schools in the same conference as LCSD.

●

The two accounting and one other official administrator were not included in the district average because
their titles were not directly comparable to other districts. The three positions have an average salary of
$72,121. If those three administrator positions were included in the average, the average administrator cost
for LCSD would be $99,164.
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Exhibit B: Average Salary for All Administrators by Individual District
●

●

The following data were captured from the Ohio Department of Education CUPP Reports
○

Assessed Valuation Per Pupil FY 2018

○

District Median Income Tax Year (TY) 2017

○

District Average Income TY 2017

○

Average Daily Number of Students

The following data were captured from the Buckeye Institute
○

Count of number of positions over $60,000 with like administrator job titles

○

Average administrator salary

●

Per Admin is the cost per administrator over/(under) the LCSD average administrator cost

●

Total is the total cost of all administrators over/(under) the LCSD average administrators
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Exhibit C: Superintendent Salary by Individual District
Salary of each superintendent as obtained from the Buckeye Institute for 2018-19 school year..
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Exhibit D: Treasurer Salary by Individual District
Salary of each district’s treasurer as obtained from the Buckeye Institute for 2018-19 school year.
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Exhibit E: Average Principal Salary by Individual District
Average salary of each district’s principals and the number of principals as obtained from the
Buckeye Institute for 2018-19 school year.
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Exhibit F: Average Vice Principal Salary by Individual District
Average salary of each district’s vice principals and the number of vice principals as obtained
from the Buckeye Institute for 2018-19 school year.
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Exhibit G: Number of Students per Administrator for each Individual District per the FY19 CUPP
Report
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Exhibit H: Additional Administrator Compensation for Districts in the Eastern Cincinnati
Conference (ECC). Please note: Information for Cincinnati Public Schools currently or previously in
the ECC were not readily available.
This data was obtained via an open records request from the LCSD Treasurer.
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Links to Referenced Sites

Buckeye Institute: https://www.buckeyeinstitute.org/data/teacher_salary

2019-20 AASA Superintendent Salary & Benefits Analysis:
https://www.aasa.org/uploadedFiles/AASA-Salary-%20Benefits-Non_membership.pdf
FY19 Cupp Report:
http://education.ohio.gov/Topics/Finance-and-Funding/School-Payment-Reports/District-Profile-Report
s/FY2019-District-Profile-Report
Certified Staff Analysis:
https://www.lovelandschools.org/Downloads/Planning%20Commission%20Certified%20Teacher%20
Salary%20Review.pdf
Madeira City Schools Planning Commission Annual Salary and Benefits Study (March 2020):
https://www.madeiracityschools.org/userfiles/225/my%20files/final%20salary%20study%20report%20
2020%20.pdf?id=50470
STRS Definition of Pick Ups: https://www.strsoh.org/employer/reporting/pickup/types.html
WCPO Article:
https://www.wcpo.com/news/local-news/i-team/curve-busters-retirement-pay-is-rising-for-top-tri-statesuperintendents
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