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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 the school year 2004-2005.  This report follows the preliminary report that 
was presented to the School Board earlier this year.   Although there have not been major changes in 
the numbers of employees and information provided about hiring, terminations and retirements, 
there have been some changes with the exit survey information.  
 
Key Information Provided: 
 

• Recruitment and selection, retention, minority staffing, highly qualified staff and retirements 
are provided separately for teachers, administrators and classified staff. 

• Exit Survey Data 
• Compensation and Benefits  

 
The Department of Human Resources is dedicated to providing excellent human resource support to 
all customers through the implementation of strategic initiatives.  These initiatives are focused on 
delivering results against Goal 3 of the Division’s Strategic Plan: “Recruit, retain and develop a 
diverse cadre of the highest quality teaching personnel, staff and administrators”.  In addition, the 
Department will continue to focus efforts on: competitive salaries/benefits, professional 
development, aging workforce/retirements, as well as assessment and improvement of our internal 
systems and processes. 
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EXECUTIVE SUMMARY 
 

This report provides statistical information on the School Division workforce as well as the Human 
Resources Department’s accomplishments over the past year. 
 
The Human Resources Department is committed to its mission of providing exemplary customer 
service to both internal and external clients.  Major completed initiatives are included below. 

 
• Implemented phase two of the on-line application.  Feedback had been solicited from the 

leadership staff and many of the suggested improvements were incorporated into the latest 
version.  HR continues to work closely with Information Technology (IT) to ensure that 
additional options are explored and implemented as appropriate.  With the initiation of the 
County’s new software program, “Access Albemarle”, during the 2005-06 school year, 
changes may occur with the application system. 

• Continued to cultivate strategic partnerships with all departments/schools.  This resulted in 
the development of an HR/client feedback group.  Feedback and suggestions from that group 
have been valuable in continuing to develop initiatives, streamline processes and improve 
services provided by the County’s Human Resources Department. 

• In conjunction with the Employee Advisory Committee, the second Classified Professional 
Development Day (CPDD) was organized to provide training to all interested classified 
school system employees in October of 2004.  A third professional development day was 
planned and held during September of 2005.  Course evaluations indicated successful events. 

• Based on employee feedback from last year’s open enrollment process, the electronic Open 
Enrollment process was improved this year to increase employees’ understanding of their 
benefits and to streamline processes.  These improvements allowed employees to make 
enrollment changes on-line. 

• A Long Term Classification Plan was developed and implemented creating a schedule for 
comprehensive review of all departments on an on-going basis. 

• Worked with IT to provide more opportunities for paperless transactions in the hiring 
process.  Many forms are now available online and can be submitted electronically, thus 
saving time and paper. 

• Gathered and organized data from teacher applications which accelerated the process of 
finding appropriate teachers and long-term substitutes for building level administrators.  

• Continued to develop partnerships with local businesses and agencies to provide information 
to new employees, in areas of housing and financial assistance. 

• Again, early contracts were issued and most schools opened preschool week fully staffed.  
By the start of school, most vacancies were a result of enrollment changes (ESOL and 
SPED). 

• Contributed to the Business Process Review and preparation for implementing for the Human 
Resources/Payroll system in coordination with local government Access Albemarle 
Initiative. 



 

 
 

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

• Through September 30, 2005, the Albemarle County School Division hired 147 teachers, 7 
administrators and 87 classified staff, for a total of 241 employees new to Albemarle County 
Schools.  (pgs 5,10,13) 

 
• For the 2005-2006 school year, the School Division hired 12 minority teachers and 2 

minority administrators.  There are currently 79 minority teachers in the County Schools.  In 
addition, 9 male teachers endorsed on the elementary level were hired for the 2005-2006 
school year.  (pg. 6) 

 
• As of September 2005, 32 teachers retired as compared to 14 in the previous year, an 

increase of about 129%.  (pg. 7) 
 

• Overall teacher retention remained relatively stable over the past five years, between 85.9% 
and 88.4%.  The retention rate for the 2004-05 school year was the best in five years.  (pg. 8) 

 
• Exit survey data identified that beyond retirement the top reasons for employees leaving the 

County Schools are supervision/management, other, relocated, and workload. 
(pg. 16) 

 
 

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

 
Competitive Salaries and Benefits 

 
• Continue to evaluate the adopted compensation strategies for teachers to identify if market 

competitiveness is being achieved; 
 
• Evaluate alternative compensation strategies, such as variable pay programs, to attract the 

best talent possible and reward and retain high performing employees; 
 

• Design teacher scale to reflect an emphasis on reaching the top quartile, particularly at the 
higher end of the scale. 

 
• Continue providing lump-sum longevity increases for teachers and lump sum merit increases 

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 electronic Total Compensation statement to each employee to state the value of 

benefits and to provide education about benefits options. 
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Recruitment, Selection, Retention 
 

• Continue to offer early contracts to diverse candidates and in hard-to-fill positions, in 
particular special education, ESOL, math and reading; 

 

• Increase support for the Excellence in Mentoring program; 
 

• Increase opportunities for student teaching associates from colleges and universities 
throughout the State; 

 

• Focus on  recruitment activities designed to attract experienced and veteran teachers to the 
area, such as the “Kids First” fair; 

 

• Expand professional development opportunities for classified employees to develop valued 
skills and minimize employee relation issues; 

 

• Continue to support teaching assistants and classified employees who have an interest to 
become fully licensed to teach; 

 

• Develop strategies to increase participation in the exit survey; 
 

• Expand mentoring programs to improve retention rates; 
 

• Continue to provide professional development stipends to assist teachers, especially in 
special education, in fulfilling the endorsement requirements of No Child Left Behind; 

 

• Provide high quality professional development as required by No Child Left Behind for all 
employees. 
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FG 
TEACHER REPORT 

 
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. From July 1, 2005 through September 30, 2005, the 
Albemarle County School Division hired 147 teachers.  As the numbers indicate in the graph below, 
there has been an increase by fifteen in the number of teachers hired this year when compared to last 
year.  This increase is due to enrollment 
growth and to the number of part time hires 
(27). 
 
In an effort to attract and retain Highly 
Qualified teachers, a plan was created two 
years ago called “Building Relationships”.  
This initiative was created as a part of the 
overall strategic plan to augment the 
traditional means of recruitment (i.e. 
attending college recruitment fairs).  This 
program allows the County to attract a 
more diverse selection of applicants.   
 
A number of relationships have been developed with colleges and universities across the state.  
Highlights include participating in James Madison University’s on-campus interviewing program, 
assisting with the placement of student-teachers and practicum students from Mary Baldwin College, 
presenting professional career development for UVA students and visiting Virginia State University 
to recruit students.  Longwood University and Virginia State University have recently been added to 
the Building Relationships Program.  These schools were chosen due to the success of recruits we 
have hired and the diversity they bring to the Albemarle County Public Schools.  
 
To assist with the recruitment efforts, Albemarle County organized two “Kids First” fairs which are 
on-site interviewing events.  “Kids First” is a collaborative effort with the City of Charlottesville, 
Orange and Louisa County Public Schools.  The County is planning to continue with this program 
for the 2005-06 recruitment year.  This program has been very successful in finding high quality 
teachers. 
 
A strong focus was placed on hiring and staffing early this year which resulted, for a second year, in 
opening pre-school week with a full staff for almost all of the County schools.  A continuing 
challenge is the variability of student enrollment in special education (SPED) and English as a 
Second Language (ESOL).  Therefore a plan has been implemented to hire more SPED and ESOL 
teachers using early contracts in order to diminish the need for last minute hiring. 
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Highly Qualified Staff 
 
The No Child Left Behind Act requires teachers in “core” subject areas to meet specific 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.  The goal for the 2004-2005 school year was that 90% of the teachers 
needed to meet the criteria as “highly qualified”.  The Albemarle County School Division had 
94.85% of its teachers meeting this criterion.  For the 2005-2006 school year, 100% of teachers must 
meet this standard.  
 
 
Minority Staffing   
 
For the 2004-2005 school year, there were a total 
of 132 resignations/retirements.  Of these, fifteen 
were minority teachers.  (Twelve teachers left the 
system and three retired.)  Currently there are 79 
minority teachers, the same number as the 2003-
2004 school year. 
 
Based on the data reported by Virginia colleges 
and universities, particularly the “Building 
Relationship” schools, there is a decrease in the 
number of minority students enrolled in teacher 
education programs. Therefore the pool of minority teachers is limited and in high demand.   
 

School 
Total Number of 

Education 
Graduates 

Total Minority 
Education 
Graduates 

 
Percent  

University of Virginia 143 16 10.9 
James Madison University 279 13 4.7 
Virginia Tech 209 13 6.2 
Mary Baldwin* 520 67 (~11/yr) 12.9 
Radford University 170 4 2.4 
Old Dominion University**    

 *The school could not report a yearly breakdown. This number indicates the number of graduates since 2000. 
 **Did not report. 

 
The first year minority teachers are from the following schools: 

• University of Virginia  
• Mary Washington University 
• Radford University  
• Mary Baldwin College 

Veteran minority teachers, who relocated to the Charlottesville area, are graduates of: 
• James Madison University 
• Lynchburg College 
• University of Virginia 
• North Carolina A & T University 
• Ohio University 
• Alfred University (NY) 

This data helps to target recruitment efforts. 

NEWLY EMPLOYED TEACHING STAFF
SINCE LAST YEAR'S REPORT

Asian
1%

American Indian
1%

Hispanic
1%

African American
6%

White
91%

Count:  African American = 9; American Indian =1; Asian = 2; Hispanic = 1; White = 149
Note:  This number includes the 12 new minority teachers in addition to 1 minority teacher hired mid-term.
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From January 1 through August 4, The 
Human Resources Department received 
a total of 609 applications.  From all of 
those applications, only 5.6% self 
identified as being a minority.   Of 
those, only about 75% were eligible for 
or had a license.  Those candidates, who 
appeared to meet the “highly qualified” 
requirements, were all considered.   
 
The graph on the left compares the 
breakdown of the teacher population 
with the County’s overall population 
and the schools’ student population.   
 

 
 
 
Retirements 
 
Since September 30, 2004, 32 teachers 
retired as compared to 14 teachers from 
the previous year.  This is the largest 
number of teachers to retire in over five 
years.  The graph on the right shows the 
number of teacher retirements for the 
five year period, from 2001 to 2005. 
 
Until last year, the trend toward greater 
numbers of retirees was a reflection of 
the Division’s aging workforce.  The 
reduction in retirements for the 2003-
2004 school year is most likely a direct result of the major salary increases instituted for the 2004-

2005 and 2005-2006 school years.  
Teachers, eligible for retirement, likely 
decided to continue working in order 
to increase their retirement income. 
 
Given this information, there may be 
an increase in teacher retirement at the 
end of the 2005-2006 school year.  The 
graph to the left provides information 
on the age distribution of Albemarle 
County teachers.  Over the last five 
years the average age of teacher 
retirees has been about 57.  For those 
retiring after the 2004-05 school year, 
the average age was 58.7.  The ages of 
these retirees ranged from 50 to 67 
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years of age.  The average number of years with VRS was 22 for elementary teachers and 28 for the 
secondary teachers. 
 
One critical element in projecting workforce requirements is to consider the impact of potential 
retirements.  As the graph below indicates, an increasing number of teachers will be eligible for early 
retirement.  The information presented may underestimate these retirement projections as they 
include only years of service earned in Albemarle County.  Years of service with VRS earned in 

other organizations prior to joining 
the County Schools is not included 
in the data.  Looking ahead, the 
number of teachers eligible to retire 
continues to be significant.   
 
The cumulative number of teachers 
for each successive year (both full 
and part-time) eligible to take 
advantage of the County sponsored 
Voluntary Early Retirement 
Program (VERIP) is as follows: 

 
 
 

 
 
 
Retention 
 
The graph on the right provides a five-year 
trend regarding teacher retention.  
Retention rates over the past five years 
have been between 85.9% and 88.4%.  The 
data indicates the County enjoyed its 
highest retention rate this past year.   
 
The graph on the next page provides 
teacher turnover information by experience 
level.  Consistent with national trends, the 
highest turnover for teachers is within the 
first three years of service.  Of the teachers 
that left employment over the past year 
56.1% had 0-3 years of experience in 
Albemarle County.  For the 2003-2004 school year 60% had 0-3 years of experience.   
 

June 2006 292 
June 2007 323 
June 2008 360 

RETENTION RATES - TEACHERS

87.7

88.4

85.9

88.1

87.1

85

86

87

88

89

90

2001 2002 2003 2004 2005

FULL-TIME TEACHERS ELIGIBLE FOR RETIREMENT

45 62 72

259

288
316

0

50

100

150

200

250

300

350

400

450

July 1, 2006 July 1, 2007 July 1, 2008

Year

N
um

be
r 

of
 T

ea
ch

er
s

Full Benefits Reduced Benefits



 

 9

TEACHERS LEAVING EMPLOYMENT
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This increase in retention with 0-3 year teachers can be attributed to the County’s focusing more 
effort on the individual schools to strengthen mentoring programs for new teachers.  Moreover, the 
Human Resources Department hosted the Mentoring for Excellence program for a fifth year to 
provide additional support to beginning teachers.  Albemarle County, the University of Virginia and 
the Charlottesville Public Schools launched a partnership, “Teachers for a New Era” (TNE) 
beginning in 2003-2004 school year.  This partnership supports a number of initiatives that include: 

• Mentoring 
• Partnerships for Pre-service Education 
• Induction Activities 
• Disseminating Best Practices 
• Management and Guidance 
• Assessment 

 
Of the 132 teachers that left the County, 32 retired.  Therefore, for the 2004-2005 school year, 75.8% 
of the teachers left for reasons other than retirement while 24.2% left for retirement.  The number of 
teachers leaving for non-retirement is the least in five years.  This is reflected in the higher retention 
rate. 
 

Year 
Number of 
Teachers 
Leaving 

Number of 
Teachers 
Retiring 

Percent of 
Retirees 

Number of 
Teachers Leaving 
for Other Reasons 

Percent of 
Teachers Leaving 
for Other Reasons 

2000-2001 152 14 9.2% 138 90.8% 
2001-2002 135 21 15.6% 114 84.4% 
2002-2003 141 26 18.4% 115 81.6% 
2003-2004 131 14 10.7% 117 89.3% 
2004-2005 132 32 24.2% 100 75.8% 
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FG 
ADMINISTRATOR REPORT 

 
RECRUITMENT, SELECTION, RETENTION and RETIREMENT 

 
 
Recruitment and Selection 
 
The administrative staff includes building level principals, associate and assistant principals and 
various other leadership personnel throughout the Division. Included in those numbers are executive 
directors, directors, and assistant directors of instruction and support programs, all coordinators, 
athletic directors, data analysts, school board members, environmental compliance managers, human 
resources managers, high school guidance directors, home school coordinators, and transportation 
managers. 
 
From July 1, 2004 through September 30, 2004, the Albemarle County School Division hired two 
principals, two assistant principals, and three support administrators.  As the numbers in the chart 
below indicate, the number of administrators hired this year was the same as last year.  In an effort to 
promote from within, one central office administrator moved into an assistant principal position and 
a County teacher was hired as an assistant principal.  Since these individuals were not new to the 
County, they are not represented in the chart. 
 

 9-30-2001 9-30-2002 9-30-2003 9-30-2004 9-30-2005 
Principals 1 1 1 2 2 
Assistant/Associate Principals* 4 2 2 4 2 
Other Administrators 2 2 2 1 3 
Total 7 5 5 7 7 

         *Includes Administrative Interns placed as Assistant/Associate Principals 
 
The following graph represents new hires for the last five years.   Albemarle County Schools has 
hired 5-7 new administrators per year over the past five years. 
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Minority Staffing   
 
The data indicates a decrease of one in the overall 
number of minority administrators this year when 
compared to last year. 
 
The graph to the right provides the ethnic breakdown 
for the County’s administrators.   
 
 
 

 
 
The graph to the left provides a comparison 
of the breakdown of the administrator’s 
population with County’s overall population 
and the schools’ student population.  Even 
though the numbers of African-American 
administrative staff compares favorably, a 
concerted effort needs to be made to hire 
Asian and Hispanic administrators especially 
given the number of students representing 
these populations has increased significantly 
over the last few years. 
 
 

 
Retirements 
 
Since September 30, 2004, five administrators retired as compared to three administrators who 
retired the previous year.  The graph shows the number of administrative retirements for the three 
year period, from 2003 to 2005. 
 
Administrators, eligible for retirement, may 
have decided to continue working in order 
to increase their retirement income, due to 
a recent salary increase that was instituted 
for many administrators at the beginning of 
the 2004-05 school year.  The Division’s 
administrative staff is also impacted by an 
aging workforce.  The graph on the next 
page provides information on the age 
distribution of Albemarle County 
administrators. From this data, it should be 
anticipated that there will be a sustained 
increase in retirements for the future years.   
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One critical element in projecting workforce requirements is to consider the impact of potential 
retirements.  As the graph below indicates, an increasing number of our administrative employees 
will be eligible to choose an early retirement option over the next three years.  The information 

presented may underestimate these 
retirement projections as they include only 
years of service earned in Albemarle 
County.  Years of service with VRS earned 
in other organizations prior to joining the 
County Schools is not included in this data.  
 
The cumulative number of administrators 
for each successive year (both full and part-
time) eligible to take advantage of the 
County sponsored Voluntary Early 
Retirement Program (VERIP) is as follows: 
 

 
 

 
 
 
 
 
Retention 
 
Retention rates over the past three years have been between 89.5% and 95.5%.  This year’s rate, 
89.5%, was the lowest in three years. This is due, in part, to the increase in retirements and to 
administrators leaving the County for other administrative positions in other school divisions. 
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FG 
CLASSIFIED REPORT 

 
RECRUITMENT, SELECTION, RETENTION and RETIREMENT 

 
 
Recruitment and Selection 
 
Classified employees are all the non-teacher and non-administrative positions in the school system.   
Examples of these positions are all non-administrative employees in the transportation, building 
services, child nutrition, and extended day 
programs.  Office associates and teaching 
assistants are also included as classified 
employees. 
 
From July 1, 2005 through September 30, 
2005, the Albemarle County School Division 
hired 87 classified employees.  As the 
numbers in the graph on the right indicate, 
there has been a decrease in the number of 
classified employees hired this year when 
compared to last year.  Additionally, there 
seems to be an overall decline in the number 
of new hires to the County over the last five 
years. 
 
 
Highly Qualified Staff 
 
One challenge for all human resource departments nationwide is recruiting and hiring teacher 
assistants who meet the staffing requirements under the Federal No Child Left Behind Act.  
Teaching assistants working in Title One reading programs must meet set 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.  The goal for the 2004-2005 school year was that 90% of the teachers and 
teaching assistants meet the criteria as “highly qualified”.  The Albemarle County School Division 
had 100% of its Title One teaching assistants meeting the criteria.   
 
 
Minority Staffing 
 
The Division continues to recruit and hire 
qualified candidates from all ethnic groups.  
The graph at the right provides a 
comparison breakdown of the classified 
staff’s population with the County’s overall 
population and the schools’ student 
population.  Even though the numbers of 
minority classified staff members compares 
favorably, a concerted effort needs to be 
made to hire additional Asian and Hispanic 
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classified employees.  Of note, American Indians, a population which is not reflected in the County 
resident population, are represented in the School Division’s classified employee group.   
 
Retirements 
 
Since September 30, 2004, 17 classified 
employees retired as compared to 14 that 
retired the previous year.  The graph to the 
right shows the number of classified 
retirements for the three year period, from 
2003 to 2005.  The trend toward greater 
numbers of retirees is a reflection of the 
Division’s aging workforce. 
 
The following graph provides information 
on the age distribution of Albemarle 
County classified employees. As the graph 
indicates, there are a large number of classified employees in the 45-49 age group.  From this data, it 
should be anticipated that there will be a sustained increase in retirements for the coming years.  

 
One critical element in projecting 
workforce requirements for the future is 
to consider the impact of potential 
retirements.  As the graph below 
indicates, 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.  
Years of service with VRS earned in 
other organizations prior to joining the 
County Schools is not included in this  
 

data. Looking ahead, the number of 
employees eligible to retire continues 
to be significant.  
 
The cumulative number of classified 
employees for each successive year 
(both full and part-time) eligible to 
take advantage of the County 
sponsored Voluntary Early 
Retirement Program (VERIP) is as 
follows: 

June 2005 173 
June 2006 200 
June 2007 217 

RETIRED CLASSIFIED STAFF

12

14

17

0

2

4

6

8

10

12

14

16

18

20

2003 2004 2005

Year

N
um

be
r 

of
 R

et
ir

ee
s

AGE DISTRIBUTION OF CLASSIFIED STAFF
2005-2006 SCHOOL YEAR

(As of September 30, 2005)

0

20

40

60

80

100

120

140

160

<20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70-74 75-79

Age

N
um

be
r o

f E
m

pl
oy

ee
s

Age 50 - minimum early retirement age under VRS

FULL-TIME CLASSIFIED STAFF ELIGIBLE FOR RETIREMENT

31 37
51

135

158

170

0

50

100

150

200

250

July 1, 2006 July 1, 2007 July 1, 2008

Year

N
um

be
r 

of
 C

la
ss

ifi
ed

 S
ta

ff

Full Benefits Reduced Benefits



 

 15

 
Retention 
 
The following graph provides a three-year trend regarding Classified Staff retention.  Retention rates 
have improved over the past three years from a low of 77.1% to a high of 79.7% during this past 
year. 
 
Therefore, it is important to continue the focus on reducing turnover by: 
 

• Continuing the long term 
classification plan to ensure 
employees are at appropriate pay 
grades 

 

• Providing Training and 
Development opportunities 

 

• Increasing participation in the Exit 
process to identify possible areas to 
target retention initiatives 

 

• Evaluating alternative 
compensation and employee 
recognition programs 

 

• Providing training to supervisors/ 
managers to increase skill sets in 
core competency areas 

 
   
 

RETENTION RATES - CLASSIFIED STAFF
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EXIT SURVEYS 

 
 
The Exit Survey data collected for this report includes terminations that occurred between 
September 1, 2004 and August 31, 2005.  There were 300 voluntary and involuntary terminations 
during this timeframe who received exit surveys.  This year 92 former employees responded to HR 
Solutions request for feedback.  Overall there was a return rate of 31%, while 33% of the teachers 
responded.  This is a substantial increase over the last years 18% return. 
 
The Human Resources Department contracted with 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’s of the Exit Survey indicate that 79% were favorable in regard to their overall work 
experience in the Albemarle County Public Schools.  Only 16% of the employees found their overall 
experience as unfavorable while 6% were neutral. 
 
The survey results show that the top four reasons for leaving were: 
 

For Teachers Only: For Non-Teachers -  
(Administrators and Classified) 

For All Employees: 

• 23% Retirement 
• 20% Relocated 
• 20% Other 
• 18% Conflict with 

Supervision / 
Management 

• 21% Lack of Career 
Opportunities 

• 21% Poor Supervision / 
Management 

• 18% Workload 
• 15% Family 

Responsibilities 

• 20% Retired 
• 17% Poor Supervision / 

Management 
• 16% Other 
• 15% Relocated  
• 15% Workload 

 
 
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 for respondents, the 
School Division benefited by being able to compare itself against national normative data from 64 
different organizations and over 53,000 employees (both public institutions and private sector).  It is 
important to note that Albemarle County scored higher in six of the eight dimensions when 
compared with last year.  Also, all eight of the dimensions scored higher than both the normative 
data and the Government/Public Sector Education data.  If all dimensions are combined, the school 
system’s over all positive ranking puts it in the top 25% of all the companies and organizations using 
HR Solutions for exit data.   
 
The dimension that showed the largest percentage increase from last year to this year is 
Pay/Benefits.  This is a direct result of the Board’s effort to raise teacher and administrative salaries.  
Teachers and administrators were higher than the normative data, at 11% and 33% respectively, 
while classified employees were not as satisfied and as a group were 4% lower on this dimension.   
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When compared to the government/public sector education, the teachers and administrators were 
16% and 38% higher while the classified were 1 % higher.  Another way of looking at this is that the 
teachers’ scores are 15% higher and administrators’ scores 37% higher than the classified 
employees’ scores in the dimension on Pay/Benefits. 
 

* Normative data is defined as the average of all responses across HR Solutions’s broad data base. 
 

Dimension 

County of 
Albemarle 

School 
Division 

Score 

County of 
Albemarle 

School  
Division 

Score 

 
Exit 

Normative 
Data* 

Government/ 
Public Sector 

Education 

 2005 2004 2005 2005 
1. Work Satisfaction 70 66 59 59 
2. Work Distribution/Schedule Flexibility 61 59 47 46 
3.     Pay/Benefits 63 54 57 52 
4. Training and Development 58 56 42 53 
5. Career Advancement Opportunities 42 37 36 37 
6. Supervisory Consideration 62 63 47 51 
7. Work Group Communication 62 61 53 50 

8. Organizational Culture 56 57 49 n/a 
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COMPENSATION AND BENEFITS 
 

 
Compensation and Benefits 
  
In 2000/2001, the Joint Boards adopted the following Total Compensation strategy: 
  

• 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., 
@105th percentile).  

• Competitive Market: The primary competitive market for all County positions is defined as: 
o Counties and School systems of similar size within the State of Virginia;  
o Counties and School systems located in the same geographic region of the 

State of Virginia; and, 
o Local private employers within the Charlottesville area for positions that are 

not unique to government and/or education industry.  
• Internal Equity: The focus on establishing an equitable compensation program is reflected 

in the County’s dedication to considering internal equity and market compensation levels in 
establishing base salary ranges. 

 
The Joint 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 fiscal year 2004-2005, the following was recommended 
and approved: 
 

• 3% increase in the Classified Salary Scale (This mainly impacts new employees going 
forward.) 

• 4.4 % merit pool for classified staff 
 
As competitive salaries are critical for Albemarle County to attract and retain high performing 
employees, in March of 2004, the Joint Boards adopted a different compensation strategy for those 
positions recruited for nationally and regionally and implemented the first step of a two year phase-
in for reclassification increases.  In July of 2005, the second phase of salary increases for those 
positions occurred.  The strategies are as follows: 
Positions recruited nationally/regionally - Target median of subset of adopted market. Identify 
competitive market salaries for specific localities within the adopted market that compete with 
Albemarle for those positions.  This subset of the County’s adopted market addresses cost of living 
issues and targets competitive market position.  These localities represent areas that are in 
Metropolitan Statistical Areas (MSA’s), both above and below Albemarle in cost of living and 
currently include: Hanover County, Loudoun County, City of Charlottesville, Prince William 
County, Spotsylvania County, Chesterfield County, City of Chesapeake, James City, and City of 
Roanoke.   Data collected on benchmark positions for School Division and Local government 
indicates that market positioning has improved.  Currently, benchmark positions range from 2.83% 
above market to -7.72 below market, a significant improvement from FY 04-05, when the range was 
below market from -9.85 to -20.0%.               
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Teachers -Target top quartile (75th percentile) of adopted market 
Based on data indicating that teacher salaries had dropped in competitiveness related to the 131 
School Divisions when the market target was the median, this new strategy was adopted.  After the 
second phase of salary increases, Albemarle County teacher scales are in the top quartile at 
minimum, 5 year, 10 year, 20 year and 25 year, however, did not reach the top quartile at 30 year.  
Therefore, the teacher scale for 06/07 will be designed to reflect an emphasis on reaching the top 
quartile at the higher end of our scale.  

 
Long Term Classification Plan 
 
In 1996, all Local Government and School Division positions were reviewed and classified using the 
job evaluation plan that was implemented at that time, based on the adopted recommendations by the 
compensation consultant Hendricks & Associates, Inc.  The job evaluation system is a point factor 
system consisting of seven factors and is used to assess the internal value of positions.   Since this 
comprehensive review, classification has occurred when: 
 

• Market data indicated that review was necessary; 
• Supervisor requested review; 
• Internal equity issues were identified. 

 
This approach to classification has resulted in many positions becoming out of alignment with regard 
to internal equity. To address this, a schedule for comprehensive review of all departments on an 
ongoing basis was started in July of 2004. Priorities are set based on identified internal equity issues, 
substantial changes in position descriptions and existing market data.  All positions in the following 
departments were reviewed over the past fiscal year: Community Development, Parks and 
Recreation, Public Safety, General Services, Building Services and Transportation.   
 
 
Benefits Administration 
 
The Human Resources team strives to offer a cost-effective benefits package and effectively 
communicate that package to Albemarle County applicants, employees and their dependents, and 
retirees.  The County continues to offer a range of employee benefits to meet the individual needs of 
our workforce, through supporting healthy lifestyles, peace of mind, and financial security.   
 
Benefits offered include: medical, dental, deferred compensation, flexible spending accounts 
(Beneplus), optional life insurance, direct deposit, family medical leave, employee discounts, and 
paid leave (annual, sick, Sick Leave Bank, etc.).  New for 2004-2005, were the inclusions of 
voluntary Critical Illness, Whole Life Insurance, and Short Term Disability policies through 
UnumProvident.  Pension and life insurance plans for full-time employees are offered through the 
Virginia Retirement System (VRS) and for part-time employees through other pension and life 
insurance plans.   
 
The Board-adopted strategy is to target our benefits slightly above market and to offer benefit 
programs that meet the employees’ needs.  Still, many employees seem to be aware of or do not 
adequately understand the benefit choices available to them.  To increase employee understanding 
and appreciation of their benefit package and total compensation, it was recognized that there was a 
need for a well-planned communications program and simple enrollment process.  To achieve this 
goal, HR developed an online Open Enrollment website along with multi-channel communications 
surrounding it beginning in May of 2005.  Year round, benefits are communicated to various 
employees through a variety of methods, including: 



 20 

 

• Weekly Benefits Orientation sessions 
• Benefits information on the County web site/intranet 
• Financial Education and Pre-retirement seminars  
• Monthly on-site availability of the deferred compensation vendor  
• Benefits Handbook mailed for Open Enrollment 
• HR satellite office at COB 5th  

Loss Control 
 
The County’s Loss Control Program was initiated and developed during the 2004-2005 school year.  
Four primary areas of responsibility have been designated as being under the auspices of Loss 
Control:  Workers’ Compensation, Safety, Wellness, and Unemployment Claims.  The County has 
begun to realize both tangible results and a more clearly developed vision for each facet of the 
program. 
 

• Workers’ Compensation – This focus area includes maintaining compliance with applicable 
State law and County policy, collecting and analyzing data such as loss ratio and severity 
rates, claims management, incident investigations, cooperative involvement with the School 
Division’s insurance carrier, and overall process improvement.  The underlying objective of 
each of these is to reduce the Division’s expenditures related to Workers Compensation.  

 

• Safety – Safety is very closely related to and has a high degree of impact on Workers’ 
Compensation. The County developed compliance specific training matrices, joined the Blue 
Ridge Safety Association, and hosted its first Safety Committee meeting in the fall of 2005.  
The Safety Committee is charged with assisting in the performance of basic inspections, 
following up on accidents in order to develop preventive measures and developing a culture 
of awareness around safety for the entire Division. 

 

• Wellness – Improvement of overall employee wellness has been an exciting addition to the 
Loss Control initiatives.  There are numerous programs, initiatives and opportunities under 
consideration for inclusion in the program including a wellness newsletter and the 
development of a Wellness Committee.  The next fiscal year will see the addition of 
numerous other benefits, programs and incentives geared toward employee wellness. 

 

• Unemployment claims management – The County has identified the potential for cost 
savings by closely managing each unemployment claim submitted to the Virginia 
Employment Commission by former ACPS employees. Process improvements initiated late 
in 2004-2005 which emphasize tracking and auditing our processes will be increasingly 
valuable for the next fiscal year. 

 
Training 
 

System wide professional development activities are offered for teachers and administrators through 
the Albemarle Resource Center.  There is very little offered for classified employees.  The Human 
Resources Team regularly offers and provides training to hundreds of employees in the following 
subject areas:  New Employee Orientation, Retirement Planning, Interviewing (Legal Issues and 
Interviewing Skills), Safety Awareness/OSHA Training and Sexual Harassment Training.  However, 
the Human Resources Department recognizes the need to provide specific and on-going training to 
all classified and administrative/supervisory employees.  Areas that could be covered would include: 

• Effective Communication 
• Project Management 
• Leadership Foundations (Supervisory Skills) 
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• Conflict Resolution 
• Other Competency Based Training 

 

Under the direction of the Superintendent, the Human Resources Department and the Employee 
Advisory Council co-sponsored 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 employment longevity 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.  
Recognition items are as follows: 
 

• for 10, 15, and 20 years of service, employees receive an attractive gift 
• for 25+ years, employees choose from a selection of gifts that best suit their needs 
• employees with the longest length of service, who reach a milestone this year, are recognized 

with a special presentation and gift at the Employee Recognition Ceremony 
 

This year 601 employees were recognized for their service milestones that occurred between  
July 1, 2004 and September 30, 2005. 
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Total Staff K-5 493 21 3 2 1 520
Total Staff 6-12 564 36 5 7 1 613
Total Staff Central Office 13 1 2 0 0 16
TOTALS 1070 58 10 9 2 1149

New Hires (10/1/04-6/30/05) K-5 4 1 0 0 0 5
New Hires (10/1/04-6/30/05) 6-12 10 0 0 0 0 10
New Hires (10/1/04-6/30/05) Central Office 0 0 0 0 0 0
TOTALS 14 1 0 0 0 15

New Hires (7/1/05-9/30/05) K-5 61 5 0 0 1 67
New Hires (7/1/05-9/30/05) 6-12 72 3 1 2 0 78
New Hires (7/1/05-9/30/05) Central Office 2 0 0 0 0 2
TOTALS 135 8 1 2 1 147

Terms (excl. Retirements) K-5 38 3 1 2 0 44
Terms (excl. Retirements) 6-12 46 3 3 0 0 52
Terms (excl. Retirements) Central Office 3 0 0 0 0 3
TOTALS 87 6 4 2 0 99

Retirements K-5 13 0 0 0 0 13
Retirements 6-12 16 2 0 1 0 19
Retirements Central Office 0 0 0 0 0 0
TOTALS 29 2 0 1 0 32
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TEACHERS' TOTALS

TOTALS
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Total Staff 11 2 0 0 0 13 9 3 0 0 0 12 25
New Hires (10/1/04-6/30/05) 0 0 0 0 0 0 0 0 0 0 0 0 0
New Hires (7/1/05-9/30/05) 0 0 0 0 0 0 1 1 0 0 0 2 2
Terms (excl. Retirements) 0 1 0 0 0 1 0 0 0 0 0 0 1
Retirements 0 0 0 0 0 0 1 0 0 0 0 1 1
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Total Staff 11 3 0 0 0 14 7 2 0 0 0 9 23
New Hires (10/1/04-6/30/05) 0 0 0 0 0 0 1 0 0 0 0 1 1
New Hires (7/1/05-9/30/05) 1 0 0 0 0 1 1 0 0 0 0 1 2
Terms (excl. Retirements) 2 0 0 0 0 2 1 0 0 0 0 1 3
Retirements 0 0 0 0 0 0 1 1 0 0 0 2 2
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Total Staff 36 4 0 0 0 40 25 3 0 0 0 28 68
New Hires (10/1/04-6/30/05) 0 0 0 0 0 0 1 0 0 0 0 1 1
New Hires (7/1/05-9/30/05) 2 1 0 0 0 3 0 0 0 0 0 0 3
Terms (excl. Retirements) 1 0 0 0 0 1 1 1 0 0 0 2 3
Retirements 2 0 0 0 0 2 0 0 0 0 0 0 2

ADMINISTRATORS
FEMALE MALE

FEMALE MALE

Other includes: Exec. Directors, Directors, and Asst. Directors of Instruction and Support Programs, Instructional Coordinators, Athletic Directors, Community Program 
Coordinators, Data Analysts, School Board Members, Environmental Compliance Managers, HR Managers, HS Guidance Directors, Home School Coodinators, 
Instructional Database Coordinators, and Fleet Managers.

FEMALE MALE

Notes:  Data reflects information current as of 9/30/05 and covers period 10/1/04-9/30/05 unless otherwise noted.  
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Total Staff 602 113 8 6 7 736 153 89 7 0 5 254 990
New Hires (10/1/04-6/30/05) 54 18 0 0 7 79 23 9 1 0 4 37 116
New Hires (7/1/05-9/30/05) 57 10 1 0 0 68 15 4 0 0 0 19 87
Terms (excl. Retirements) 108 19 5 0 5 137 25 16 2 1 2 46 183
Retirements 8 2 0 0 0 10 6 1 0 0 0 7 17

25

CLASSIFIED

FEMALE MALE

Notes:  Data reflects information current as of 9/30/05 and covers period 10/1/04-9/30/05 unless otherwise noted.  
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