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INTRODUCTION

The Albemarle County Department of Human Resources is pleased to present the School Board with
the School Division Human Resources Annual Report. This report is intended to provide
information for use in continuing to develop the Division’s overall strategic plan and to assist in
setting initiatives for future years. The report contains statistical information on the School
Division’s workforce as well as some highlights of the Human Resource Department’s initiatives
and accomplishments for fiscal year 2003-2004.

Key Information Provided:

« Recruitment/Selection/Retention — minority staffing, highly qualified staff, retirements,
turnover, performance appraisals, exit surveys

« Compensation and Benefits — pay strategies, training, rewards and recognition

« Demographic data — age, EEO, geographic information

The Albemarle County Department of Human Resources is determined to provide excellent human
resource support to our customers through the implementation of our strategic plan. The Department
will continue to focus its efforts on: competitive salaries/benefits, recruitment/selection/retention,
professional development, aging workforce/retirements, as well as assessment and improvement of
our internal systems and processes.



EXECUTIVE SUMMARY

The intention of this report is to provide information to be used in continuing to develop the overall
strategic plan and to assist in setting initiatives for the coming year. This report provides statistical
information on the School Division workforce as well as the Human Resources Department’s
accomplishments over the past year.

Again this year the Human Resources Department continued to be committed to its mission of
exemplary customer service by reaching out to internal and external clients alike. Some major
initiatives included the following:

- Having a full year of experience with the on-line application, feedback has been solicited
from the leadership staff. Suggested improvements and phase two will be implemented this
year. Thus far, the feedback has initiated a number of enhancements and provided a list of
priorities for consideration. HR continues to work closely with 1.T. to ensure that these
options are explored and implemented as appropriate.

« Continued to cultivate strategic partnerships with all departments/schools which has resulted
in the development of an HR/client feedback group. The group is composed of HR staff and
representative building level administrators and directors from support services.

« Implemented the newly restructured annual recognition program which provided recognition
to employees in a timely manner. Feedback from staff has been very positive.

« Added extra sessions to the weekly New Employee Orientation program to ensure that all
required paperwork is completed prior to the employee beginning work. This included late
afternoon and mid-day sessions to try to better meet new teachers’ needs. As a result of these
weekly sessions, staff members are able to be oriented to the County and to complete
prerequisite responsibilities prior to beginning work in the system.  This process
improvement will ensure compliance with State and Federal regulations.

« Organized, in conjunction with the Employee Advisory Council, the first Classified
Professional Development Day (CPDD) to provide training to all interested classified school
system employees. As a result of the success of the first CPDD, a second professional
development day was planned and held during October of the 2004-2005 school year.

« Based on the School Board’s priority the Human Resources Department reevaluated current
compensation methodology and suggested changes for the 2004-2005 budget discussions.
As a result, strategies were adopted for specific positions to achieve market competitiveness.

« Improved the substitute process by working with staff to develop a new application and
background check process, which resulted in more accurate and up-to-date information
provided to individual schools in a timely manner. Additionally, this process ensures
compliance with State and Federal regulations.

« Initiated an electronic Open Enrollment process to improve employee’s understanding of
their benefits and to streamline processes. Enrollers met with each employee to discuss
available benefits, such as health, dental, flexible spending accounts, life insurance and
several new voluntary benefit programs.



« Created new recruitment materials, including a professional and attractive recruitment booth
for job fairs and a recruitment information compact disc to provide to candidates and
applicants.

« Developed, in conjunction with the Information Technology Department, a database to
streamline the Board Action process. This database centralizes teacher and administrative
data allowing for the most current and up-to-date information which is used for report
generation for presentation to the School Board.

« Worked with local businesses and agencies to provide information to new teachers, in areas
of housing and financial issues, including low interest credit cards. This information was
provided to them through new teacher orientation sessions and the new teacher workshop
prior to the beginning of the school year.

Following is a summary of the key information provided in the report:

« Through September 30, 2004, the Albemarle County School Division hired 132 teachers,
seven administrators and 107 classified staff, for a total of 246 employees new to the
Albemarle County Schools. (pg. 6)

« For the 2004-2005 school year, the School Division hired 15 new minority teachers and one
new minority administrator. Over the past five years, from 2000-2001 to 2004-2005, the
number of minority teachers in the School Division has shown no change. There are
currently 79 minority teachers in the County Schools. In addition, seven male teachers
endorsed on the elementary level were hired for the 2004-2005 school year. (pg. 9)

« As of September 2004, 14 teachers retired as compared to 26 in the previous year, a decrease
of about 46%. (pg. 10)

« Overall teacher retention remained relatively stable over the past five years, between 85.5%
and 88.1%. (pg. 13)

«  Exit survey data identified the three top reasons for employees leaving the County Schools as
relocation, poor supervision, and salary. (pg. 15)

The following are critical issues and efforts that need to be continued or undertaken by the
Albemarle County School Division.

Competitive Salaries and Benefits

* Evaluate the newly adopted compensation strategy for teachers (target top quartile of adopted
market) to identify if market competitiveness is being achieved relative to other Divisions in
Virginia.

= Continue second phase of funding teacher scale increase in order to reach target;
= Continue providing lump-sum longevity increase for teachers;
= Evaluate possible alternative compensation strategies to attract and retain teachers.



* The recognized high cost of living in area by candidates and a continued increase in the
percentage of workforce eligible for retirement.

= Continue second phase increases for the positions recruited for regionally and
nationally;

= Evaluate the newly adopted compensation strategy for the positions recruited
regionally and nationally to determine if desired market positioning has been achieved;

= Evaluate alternative compensation strategies to attract the best talent possible and
reward and retain high performing employees;

= Consider providing lump sum merit increase for classified employees who are at the
maximum of the range;

= Continue reviewing overall benefits programs to ensure that Board adopted strategy of
105% of market is met, as well as options provided meet the varied needs of
employees and families;

* Provide Total Compensation statement to each employee to state the value of benefits
and to provide education about benefits options.

Recruitment, Selection, Retention

* The Virginia Department of Education has identified the following areas as hard-to-fill:
Library Media Specialist, Special Education, Math, Reading, Foreign Language, Language
Arts and Science.

= Continue to offer early contracts in hard-to-fill positions;
= Continue to improve recruitment materials to attract teachers to this area;
= Develop a strategic plan for recruiting and hiring large numbers of qualified teachers.

e The environment for minority recruiting remains extremely competitive in terms of other
school divisions and the private sector.
* Increase support for the minority mentoring program;
= Better utilize the Equity and Diversity Coordinator in attracting and retaining minority
hires.

* The impacts of No Child Left Behind legislation forces the hiring of highly qualified
teachers.
= Continue to develop close working relationships with Colleges and Universities to be
able to identify candidates who meet the highly qualified criteria;
= Expand Kids First type recruitment activities that may bring more experienced and
veteran teachers to the area.

* Attracting highly skilled candidates to a variety of classified positions.
= Expand offerings for professional development for classified staff;
= Continue to recognize the importance of and to support administrative internship
programs in order to “build our own” administrators from the teacher ranks.

* The large numbers of teachers who leave the system each year.
® The current exit survey has been instrumental in the identification of critical staffing
and retention issues. There is a need to expand the survey to better identify the
reasons employees are leaving;
= Develop strategies to increase participation in the exit survey;
= Continue support for and look to expand mentoring programs.



* Continue to provide and support professional development.

= Continue to provide professional development stipend to assist teachers in fulfilling
the requirements of the No Child Left Behind legislation requiring highly qualified
teachers;

= Provide high quality professional development as required by No Child Left Behind;

* Continue implementation of the teacher performance appraisal process;

= Continue to look to expand financial incentives for National Board Certification,
additional coursework and conferences for employees;

= Enhance professional development opportunities for classified employees to improve
retention rates of employees and to expand promotional possibilities.

Aging Workforce/Retirement

* The County’s aging workforce not only impacts the number of retirees and the administrative
requirements associated with such an increase, but has implications for our benefit plans as
well. Impacted areas include increased health insurance costs, sick leave and sick leave bank
usage, disability retirements, and workers compensation incidents.

= Develop a strategic plan to recruit and hire qualified administrators and teachers. This
plan will research other school divisions’ efforts in this area and then try to take the
best and most effective strategies to build a County Plan;

= Continue to evaluate current benefit programs with consideration to the issues of this
aging workforce.
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RECRUITMENT, SELECTION, RETENTION and RETIREMENT

Recruitment and Selection

The Human Resources Department continues to support the School Division in working to recruit,
select and retain the best talent possible. The team has also been instrumental in staffing changes to
include transfers and promotions of several key positions over the past year.

From July 1, 2004 through September 30, 2004, the Albemarle County School Division hired 132
teachers, seven administrators and 107 classified employees all of whom are new to the County. As
the numbers in the chart below indicate (hiring numbers from 2000 to the present), there has been a
decrease by four in the number of teachers hired this year when compared to last year.

9-30-2000 [ 9-30-2001 | 9-30-2002 | 9-30-2003 | 9-30-2004
Teachers 176 134 127 136 132
Administrators (School Building) 3 5 3 4 6 *
Administrators (Support Services) 4 2 2 1 [ **
Classified 139 120 121 99 107
Total 322 261 253 240 246

* 5 replacements and 1 new Board approved position
** 1 new Board approved position

The following bar graphs help with comparing the information on new hires for the last five years.
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In an effort to attract and retain the best talent possible, a plan has been created to recruit
instructional leaders for the division. The plan is called “Building Relationships”. In addition to
the University of Virginia, five Virginia colleges and universities have been identified and contacted
in order to focus County resources in the recruitment and the hiring of new employees from those

6




schools. Albemarle County has already developed and will continue to cultivate a positive
partnership with the Curry School of Education and the College of Arts and Sciences. The decision
on selecting the five schools was based on meeting several of the following criteria:
* Having a five year Master’s in teaching program;
* (Graduating a number of minority educators;
* (QGraduating students with multiple endorsements;
* Having graduates that possess multiple talents and are interested in coaching or club
sponsorship;
* Maintaining a strong reputation as a teacher preparation school within the State;
* Having similar demographics to Albemarle County; and
» Training teachers using instructional strategies and curriculums similar to those that are used
in Albemarle County.

Aside from walk-ins, the Department has historically relied on participating in recruitment fairs
across the country. A team of Albemarle County administrators has been assigned to each of the six
schools. Each team will be responsible for establishing a rapport with that school through presenting
workshops for students in the education schools, meeting with their career services representatives
and recruiting at the schools’ career fair.

While it is recognized that education fairs usually attract first year teachers, efforts will be continued
to ensure a diverse teacher candidate pool by utilizing the “Building Relationships™ schools and
also by hosting two on-site recruitment and interview events entitled “Kids First” in March and June
to attract experienced teachers. “Kids First” is a collaborative effort with the Charlottesville City,
Louisa County and Orange County Public School Systems.

An additional recruiting resource that has been utilized is the Visiting International Faculty Program
(VIF). The VIF program is one of the leading cultural exchange programs for hosting experienced
international teachers in the United States. The 2004-05 school year will be the third and final year
for the first three teachers from Australia, who have been teaching in County elementary schools.
Since the 2001-02 school year, the Albemarle County Schools have added an additional five teachers
from the Philippines (1), Jamaica (1) and Costa Rica (3). These new teachers are teaching math and
Spanish at the high school level, along with one additional elementary teacher.

With the focus on recruitment and hiring, the process was completed earlier this past summer than in
previous years. This meant that most schools were able to open pre-school week with their full
allotment of staff, resulting in a smoother beginning for the school year.

Highly Qualified Staff

One challenge for all human resource departments nationwide is recruiting and hiring teacher and
teaching assistants that meet the staffing requirements under the Federal No Child Left Behind Act.
Teachers in “core” subject areas and teaching assistants working in Title One reading programs must
meet given criteria in order to be defined as “highly qualified”. Each year school systems need to
meet the goals set by the U.S. Department of Education (USDOE). The goal for the 2003-2004
school year was that 85% of the teachers needed to meet the criteria as “highly qualified”. The
Albemarle County School Division had 92.03% of its teachers meeting the criteria. The requirement
changes for the 2004-2005 school year, in that 90% of the teachers will need to meet the “highly
qualified” criteria and by the end of 2005-2006, 100% of teachers must meet this standard.



Minority Staffing

The hiring of minority staff continues to be a major need and focus area for the Division. It has been
the philosophy and a goal of the Division that the instructional staff should reflect the diversity of
the student population. An on-going School Board/Superintendent Priority is to continue to make
progress toward achieving
NEWLY EMPLOYED TEACHING STAFF this  goal. The data
SINCE LAST YEAR'S REPORT indicates an increase in the
overall number of minority
teachers hired this year
when compared to the
Af”cansﬁ/ome”can number reported in last
years report, from 14 to
18. The graph at the left
provides the ethnic
breakdown of newly hired
teachers.  This increase
may be attributed to the
on-going commitment to
diversity as a school
system.

Asian Hispanic
2% 4%

Count: African American = 9; American Indian = 0; Asian = 3; Hispanic = 6; White = 134 .. . .
Note: This number includes the 15 new minority teachers in addition to 3 minority teachers hired mid-term. Competition for minority

candidates continues to be

a challenge for our system.
Similar to last year, local competition from other systems and the location of Albemarle County
makes it challenging to recruit a more diverse population. For the counties surrounding Albemarle,
minority recruitment, hiring, and retention continue to be a challenge. In an effort to improve the
County staff’s diversity, the Albemarle County Schools has partnered with the Charlottesville City
Public Schools to develop better ways to attract and retain minority employees. An example of this
collaboration is the Mentoring for Excellence program. Mentoring for Excellence was established
three years ago under the auspices of the Human Resources Department and the Superintendent’s
Equity and Diversity Committee. Its purpose is to provide cultural, personal and professional
coaching to new minority employees. The mentors are leaders in the community who have
volunteered to assist each new employee with their acclimation into their new position and into this
community. The mentor is not designed to replace their building level mentor, but to enhance the
support provided. The success of the program, due in part to the support of the administration, has
been confirmed by the positive feedback received from the participants. This year, not only is there
an increase in the diversity of the teacher participants, but there is also the largest number of
educators involved since the programs inception. The program was advertised at the County’s New
Teacher Academy and at the New Employee Orientations. Historically, racial minorities have
sought the program’s support, however, recently requests have been received from teachers with
physical disabilities and other diverse needs. Wachovia Bank has served as one of the corporate
sponsors, and hosts a beginning of the year function. Real Estate III, another corporate sponsor, has
also provided assistance by hosting the program’s end of the year reception.

According to the National Commission on Teaching and America’s Future and the U.S. Department
of Education, teachers of African American, Hispanic and Latino, Asian and Native American
descent make up 14% of K-12 teachers nationally, while 36% of students are from such
backgrounds. A review of some of the nation’s largest urban schools, revealed that 69% of students
are of color, while only 35% of their teachers are. In a report from the National Collaborative on
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Diversity in the Teaching Force roughly 40% of schools nationally have no minority teachers on
staff. This Collaborative is a partnership of the following organizations: American Association of
Colleges for Teacher Education; American Council on Education; Association of Teacher Educators;
Community Teachers Institute; National Education Association; and Recruiting New Teachers, Inc.
In Albemarle County six (about 24%) of the 25 schools have no minority teachers. Over the past
five years, the number of minority teachers in the school division has remained at 79. When the
additions to the Division this year are coupled with teachers who are no longer in the County, there
was a net increase of one minority teacher from the 2003-04 school year. In regard to
administration, of the seven new

ad.min.istrators to th@ County, one ig a TOTAL TEACHING STAFF
minority. In addition, one minority

was promoted from an assistant Asian

principal to a principal. The pie charts American Indian % - FPame

<1%

show the ethnic breakdown of the 5%
entire teaching staff and of the
building level administrators. While
there is  always room  for
improvement, given the challenges
that exist, there is progress being

made.

The School Board and Superintendent
have a stated priority that the
instructional staff should reflect the
overall diversity of the student
population. In order to be successful
in achieving this priority, the Division needs to continue to focus its attention on minority
recruitment and retention. Trend data indicates that while the County’s ratios are about the same as
last year, they are slightly ahead of some of our competitors as indicated in the graph on the
following page.

Count: African American = 55; American Indian = 1; Asian = 10; Hispanic = 13; White = 1,047

BUILDING LEVEL ADMINISTRATIVE STAFF

(Principals, Asst./Assoc. Principals, Guidance & Athletic Directors)

African American
24%

Count: African American = 13; American Indian = 0; Asian = 0; Hispanic = 0; White = 41



Minority Distribution in Area Schools
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14 teachers retired as
compared to the 26
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teaching force. The reduction in retirements for the 2003-2004 school year may be a direct result of
the major salary increases instituted for the 2004-2006 school years. Teachers, who could have
retired, may have decided to continue teaching in order to increase their retirement income, as a
result of this salary increase. The Division’s administrative and classified staffs are also impacted by
an increasingly aging staff. The following graph provides information on the age distribution of
Albemarle County administrators, teachers, and support staff. From this data, it should be anticipated
that there will be a sustained increase of retirements in the coming years. However, retired school
employees can return
to work in a part-

AGE DISTRIBUTION OF EMPLOYEES . .-
time position and

2004-2005 SCHOOL YEAR . .
(As of September 30, 2004) continue to receive
their Virginia
y Retirement ~ System
225 (VRS) pension. To
200 | date, 15  school
175 | division employees
have taken advantage
150 K .
s | N of this opportunity.
Legislation is still
pending IRS

" 1t 11
. / ‘/ \\ approval to allow

retired teachers and
2 / \\\ administrators in
0 : : ‘ : : : : : : ‘ critical positions to
<20 20-24 25-29 30-34 35-39 40-44 45-49 50454 55-59 60-64 65-69 70-74 75-79

25 be re-employed full-
Age ! time and continue to

Age 50 - minimum early retirement age under VRS

Administrators ====Teachers === Support receiVe VRS
pension.

250

100 A

Number of Employees

One critical element in projecting workforce requirements for the future is to consider the impact of
potential retirements. As the graphs on the next two pages indicate, a large number of our
employees will be eligible to choose an early retirement option this year. The information presented
may underestimate these retirement projections as they include only years of service earned in
Albemarle County. Experience earned prior to joining the County Schools is not included in this
data. Looking ahead to the next two years, the number of employees eligible to retire continues to be
significant. The County’s early retirement incentive program (VERIP) actually works as an
incentive for staff members to continue to work in the schools, rather than retire when eligibility is
first gained for unreduced retirement benefits. Potential retirees may be staying past the minimum
age of 50 or 55, having earned enough experience to be eligible for early retirement, in order to
benefit from the five years of increased benefits and the opportunity to continue health insurance at
reduced costs to get closer to the age when Social Security can be taken. Over the last five years the
average age of teacher retirees has been about 57.
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FULL-TIME SUPPORT STAFF ELIGIBLE FOR RETIREMENT
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The number of employees (both full and part-time) eligible to take advantage of the County
sponsored Voluntary Early Retirement Program (VERIP) is as follows:

Teachers Administrators Support Staff
June 2005 282 35 163
June 2006 314 38 182
June 2007 342 39 214
Retention RETENTION RATES

The graph on the right provides 10"
a five-year trend regarding o] B3
teacher retention.  Retention
rates over the past five years
have been between 85.5% and )
88.1%. The graph also provides o
retention rates for administrators
and support staff.

Percentage
g

The graph on the next page o1 ,
provides  teacher  turnover 0]
information by experience level.
Consistent with national trends,
the highest turnover for teachers 2000

1 3 O Teachers O Administrators W Support Staff ‘



is within the first three years of teaching. Of the 131 teachers that left employment over the past
year 60% (78) of them had 0-3 years of experience in Albemarle County. What is not known is
whether these teachers were leaving the teaching profession or were moving to other localities. The
Charlottesville/Albemarle area with the University of Virginia graduate programs, attracts many
young couples. Many individuals teach while their spouses are attending the University, i.e. the Law
School, the Medical School, JAG School and other graduate programs. Once the program is
completed these couples may relocate to where the spouse can find a job in their new profession.
The teacher may well continue teaching in the new community. Each year, recent graduates of the
University are hired to teach in the County schools. Unfortunately, once these individuals are away
from the direct contacts with the University, they find the community to not be as attractive as it was
when they were in school. These individuals may leave after a couple of years to be closer to their
homes or to be nearer to larger cities. Retention rates at other levels of years of experience remained
stable in comparison to last school year. Two efforts may help to improve retention rates for future
years. Over the past couple of years the County has worked to focus more effort at the individual
schools to strengthen mentor programs for teachers new to the County. Beginning with the 2004-
2005 school year, a partnership with the University of Virginia and the Charlottesville Public
Schools called “Teachers for a New Era” (TNE) has been implemented. The TNE proposal lists as
an immediate goal, “to perfect a model teacher education program that attracts some of our most
promising young men and women and transforms then into superb teachers, capable of eliciting the
highest possible achievement from their students over the course of their career”. Engaging with the
University in a full partnership, this goal supports a number of initiatives to include:

*  Mentoring

* Partnerships for Pre-service Education

* Induction Activities

* Disseminating Best Practices

* Management and Guidance

* Assessment

TEACHERS LEAVING EMPLOYMENT
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Teacher Performance Appraisal (TPA)

Plans for major changes to the TPA system occurred over the past year. A cross-section of teachers,
administrators and community educators teamed up to develop a draft of a new plan. Extensive
training has occurred with the Leadership Team on new observation techniques, uniform evaluation
criteria and a new manual. A ftrial run is occurring during the 2004-2005 school year with a
sampling of teachers to assure issues are resolved before a large scale implementation commences.

360° Feedback

Administrators, again this year, participated in giving and receiving feedback to enhance
professional growth. Feedback comes from the supervisor, peers, community members and direct
reports. A compilation of data for each administrator is returned in the form of a report. This report
is then used to create an individual development plan and to assist in setting goals. The 360°
feedback may be shared with the supervisor for goal setting in the upcoming year.

Exit Surveys

The Exit Survey data collected for this report includes terminations that occurred between
September 1, 2003 and August 31, 2004. There were 348 voluntary and involuntary terminations
during this timeframe.

The Human Resources Department contracted with the organization HR Solutions for the purpose of
gathering and organizing the exit survey data. HR Solutions provides normative data for comparison
to both public institutions and private sector employers. The data collected indicates that, all in all,
employees are leaving with a positive image of their employment with the Division.

Highlights of Data from Exit Surveys

The finding of the Exit Survey indicate that, consistent with last year, of the former employees who
returned the survey, 73% were at least satisfied with their overall experience of working for
Albemarle County Public Schools. The satisfaction of employees is reflected in the results of a
recent survey. This survey conducted of County residents found that 92.3% of parents responding
were satisfied with the education experiences that their eldest child is receiving.

The survey results show that the top four reasons for leaving were:

For Teachers Only: For Non-Teachers For All Employees:
*  41% Moved from * 35% Salary *  31% Moved from
area/relocated *  35% Poor Supervision Area/Relocated.
* 21% Family / Management *  25% Poor Supervision /
Responsibilities *  26% Other Management
* 21% Workload / e 26% Lack of e 24% Salary
Quantity of work Recognition e 18% Lack of Recognition

* 18% Salary
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Exit Survey Summary Analysis

The following chart is an overall summary of the percentages of positive responses within each
dimension of the exit survey. In addition to the advantage of confidentiality, the School Division
benefited by being able to compare itself against national normative data from 64 different
organizations and over 59,000 employees (both public institutions and private sector). It is
important to note that Albemarle County scored higher in six of the seven dimensions where
normative data was available. Furthermore, even though “poor supervision/management” was
ranked in the top four reasons for leaving for all employees, Dimension 6, Supervisory
Consideration appears to be a strength for the division. This dimension as a whole scored 15 points
higher than the national norm and 10 points higher than the government public sector education. In
taking a closer look at the data, this dichotomy can be attributed primarily to dissatisfaction with
supervision on the part of classified staff. On each of the five questions pertaining to Supervisory
Consideration, the exiting Teachers scored an average of 12 % higher (more favorable) than
Classified employees.

. . Couriy e Exit Normative Government/
Dimension Alb_em{:lrle School Data Public Sector
Division Score Education
1.  Work Satisfaction 66 58 60
2. Work Distribution/Schedule Flexibility 59 47 45
3. Pay/Benefits 54 55 51
4. Training and Development 56 42 53
5. Career Advancement Opportunities 37 34 37
6. Supervisory Consideration 63 48 53
7.  Work Group Communication 61 53 51
8. Organizational Culture 57 * -

*To date, HR Solutions has insufficient Normative Data gathered necessary for comparing responses to the questions that were asked
for the purpose of assessing Organizational Culture.
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O
COMPENSATION AND BENEFITS

The School Board and Board of Supervisors recognize that competitive salaries are critical for
Albemarle County to attract and retain high performing employees. Therefore, during the budget
process for FY04-05 the Boards adopted the following new compensation strategies:

1) Teachers - Target market position in adopted market at top quartile. Teacher increase
amounts (including step increases) for FY 2003-2004 were between 8-12%. Gains have been
made in reaching the target scale.

2) Positions recruited for regionally and nationally - The comparative market was identified
as the localities (subset) within our adopted market with which we typically compete for
those positions. This subset of our adopted market should address cost of living issues and
target competitive market position. To remain consistent with Board adopted strategy, the
recommended target is the median of that comparative market (subset). All localities of the
subset comparative market are within the wider competitive market and include: Hanover
County, Loudoun County, City of Charlottesville, Prince William County, Spotsylvania
County, Chesterfield County, City of James City County, City of Chesapeake, and City of
Roanoke.

Positions in the School Division and Local Government were identified and recruited for on a
national and/or regional level and market data collected on a number of benchmark positions. Pay
grade determination was based on market information, as well as internal equity considerations. To
implement this strategy, the span of the current salary structure was increased from 25 pay grades to
28 pay grades and reclassification increases will be phased in over a two-year period (versus one-
year per policy).

The Boards took these actions as a result of a number of recent issues that emphasized the
difficulties of attracting and retaining a highly qualified workforce. These difficulties include:

* Recent recruitments have resulted in a very small pool of candidates for many positions;

* Top candidates have declined offers;

* The high cost of living relative to salary in Albemarle is apparent to candidates;

* A growing percentage of our workforce is eligible for retirement;

* Difficulty recruiting and retaining highly qualified teachers. The impact of No Child Left
Behind, which mandates “highly qualified” teachers, and the increasingly aggressive market
for teachers makes attracting and retaining teachers a challenge. A review of the 131 School
Divisions indicated that Albemarle County teacher salaries dropped in competitiveness as the
ranking among other school divisions fell at every step, with the exception of our minimum
and step 5. In addition, the Albemarle Teacher Scale is in the second quartile at all steps,
with the exception of minimum and step 5, relative to other school divisions in Virginia.
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In general, for most classified positions, the Total Compensation strategy that the Boards adopted in
2000/2001 to achieve 100% of market allows Albemarle County to achieve market competitiveness.
That strategy is as follows:

* Overall Goal: The overall goal of the County’s Compensation and Benefits strategy is to
provide competitive compensation opportunities that reinforce high performance from all
employees and the achievement of organizational goals.

» Base Salary: Base salary range midpoints are targeted at 100% of the competitive market
median levels.

* Benefits: Benefits will be targeted slightly above the County’s competitive market (i.e.,
@105™ percentile).

» Competitive Market: The primary competitive market for all County positions is defined
as:

* Counties and School systems of similar size within the State of Virginia;

* Counties and School systems located in the same geographic region of the State of
Virginia; and,

* Local private employers within the Charlottesville area for positions that are not
unique to government and/or education industry.

* Internal Equity: The focus of establishing an equitable compensation program is reflected
in the dedication toward considering internal equity and market compensation levels in
establishing base salary ranges.

The Boards also adopted a process by which to establish the annual merit pool increase and salary
scale adjustment. Based on the Board adopted process and compensation strategy to achieve 100%
of market for salaries and scales in FY04-05, the following was recommended and approved:

* 2%_increase in the Classified Salary Scale (This mainly impacts new employees going
forward.)
* 3% merit pool for classified staff

Benefits Administration

The Human Resources Department staff strives to provide quality benefits in a cost-effective manner
and to communicate those benefits to Albemarle County employees, family members, applicants and
retirees. The County continues to offer a wide variety of employee benefits to meet the needs of its
workforce. These include employee healthcare, retiree healthcare, deferred compensation, dental,
flexible spending accounts (Beneplus), optional life insurance, direct deposit, family medical leave,
annual leave, sick leave, etc.

Pension and life insurance plans for full-time employees are offered through the Virginia Retirement
System (VRS) and for part-time employees through a separate pension/life plan.

Training

The Human Resources Team regularly provides training to hundreds of employees in the following
subject areas: New Employee Orientation, Retirement Planning, New Supervisor Training, Veteran
Supervisor Workshop, Interviewing (Legal Issues and Interviewing Skills), Retention Strategies for
Managers and Supervisors, Safety Awareness/OSHA Training and Sexual Harassment Training.
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Under the direction of the Superintendent, Human Resources and the Employee Advisory Council
co-sponsored “Expanding your Horizons”, a Classified Professional Development Day. This
program was implemented to provide professional development support to all classified employees,
in particular, to our support services employees. The one-day conference offered a myriad of
workshops to include presentations on communication, wellness, technology and instruction.

Annual Awards

The County's Employee Recognition Program for length of service continues to be improved to
better meet the needs of the individual employees and provide more meaningful forums for
providing recognition for years of service. Again this year, employee recognition was conducted at
the employee's school or departmental location and at the County Office Building (COB) for school
division employees based at the COB. Various studies and feedback from our employees have
indicated that this more personalized form of recognition is greatly valued by employees. In
addition, the choice of recognition items has been expanded:

» for 10, 15, and 20 years of service, employees now receive an attractive gift

» for 25+ years, employees choose from a selection of gifts that best suit their needs

* employees with 30+ years, who reached a milestone this year, were recognized with an
additional gift

This year 297 employees were recognized for their service milestones that occurred between
July 1, 2003 and June 30, 2004.
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