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COMPENSATION & BENEFITS

extensive focus on recruiting and hiring to fill vacant positions during the toughest employment market we
have ever seen, communicating options and assisting with coordination and placement of staff.

MESSAGE FROM THE

DIRECTOR

Highlights of our work in FY20/21 include:
•

Annual Report 2021 / 2022

Focused on the redesign of our Human Resources team as we separate the function from Local
Government.

TABLE OF

•

Our annual report provides information on the School

Continued working as an HR Equity Team; continuing our journey to study and engage in an HR

Division workforce, ongoing initiatives and future

Equity Audit to determine strategies HR can implement that best support teachers of color to be

objectives. The HR team is focused on recruiting,

successful in their roles and professional relationships.

CONTENTS

•

retaining and developing diverse, high-performing

Implemented Substitute Program Improvements (e.g. a school-based permanent substitute
teacher, the teaching assistant/teacher monetary incentive for substitute teaching and advertising

employees to support the ACPS:

for a Substitute Coordinator to lead recruiting, onboarding and training, and supporting substitutes
•
•

and other temporary employees) to increase the pool of substitutes, as well as decrease the rate of

Vision: Our learners are engaged in authentic, challenging, and relevant learning experiences,

01becoming
MESSAGE
FROM
THE DIRECTOR
EMPLOYEE
lifelong
contributors
and leaders in02
our dynamic
and RECOGNITION
diverse society.
Working together as
02Mission:
ABOUT US

a team, we will end the predictive value of race, class, gender
03 SAFETY & WELLNESS
and special capacities for our children’s success through high quality teaching and learning for

03all. We
seek to build
communities to ensure
that every child
EMPLOYEES
AT relationships
A GLANCE with families
DEVELOPMENT
02and PROFESSIONAL
succeeds. We will know every student.
TEACHERS

02

vacancies unfilled with substitutes.
•

Enhanced the diversity of our teacher hiring, surpassing our annual goal, and making plans to
continue to ensure our teaching force is representative of the community and students we serve.

•

Implemented a process to disseminate and collect teacher and administrator contracts
electronically.

05

EFFORTS & CHALLENGES

As students
to in-person learning at this point in the ongoing COVID-19 pandemic, the HR
05 returned
ADMINISTRATORS
06 GOING FORWARD
team continued to manage and support COVID-19-related demands, including the County Executive’s

06 CLASSIFIED
STAFF
Order requiring
all employees
to be vaccinated or submit
weekly testing, infection control practices
07 toCLOSING

•

Implemented an electronic tracking system to monitor progress towards teacher licensure
renewal, provide status updates, and determine professional development credits needed for each
licensed employee to meet the renewal timeline.

and reporting, and providing resources to help manage both a teleworking and in-person workforce.
07 EXIT SURVEYS
08 APPENDIX

The HR team remains committed to our mission - to work as strategic partners supporting organization

08focused
We also
on employee &
wellness,
both mental and physical health, with our COVID-19 Wellness
COMPENSATION
BENEFITS

tional commitment, engagement and adaptability from all staff to continue to serve the needs of ACPS

Program, offering resources, tips and ideas on how to support employee wellness during the COVID-19

students.

goals and help employees with all phases of their Albemarle County careers. This year has required excep-

pandemic. HR staff supported the reopening of schools for the 2021- 22 school year, to include an

Dan Redding, Director of Human Resources
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ABOUT US
Albemarle County Public Schools
(ACPS) serve nearly 14,000 students
from preschool through grade 12. Our
school division includes:

•

1,378 Teachers (includes school
counselors and other related service
providers)

•

1,131 Classified Staff

•

53 Principals and Assistant/
Associate Principals

•

15 elementary schools (PK-5)

•

5 middle schools

•

78 Other Administrators

•

1 6-12 community charter
school

•

2,640 Total Employees

•

3 comprehensive high schools

•

1 virtual school serving K-12

•

1 high school center
specializing in project-based
learning (9-12)

•

1 education center specializing
in short-term intervention (612)

•

1 regional technical education
center (9-12)

•

1 regional center serving
special education students
(K-12)

•

•
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We employ:

1 regional center serving
students with emotional
disabilities (K-12)
4 high school career
academies

ACPS Human Resources

EMPLOYEES AT A GLANCE

2,640

EMPLOYEES

26% MALE
74% FEMALE

80%
12%
3%
2%
2%
<1%

WHITE
AFRICAN AMERICAN
HISPANIC OR LATINO
ASIAN
TWO OR MORE RACES
AMERICAN INDIAN OR
ALASKAN NATIVE
<1% NATIVE HAWAIIAN OR
PACIFIC ISLANDER

8

AVG YEARS OF
SERVICE

Vision
Working together as a team to provide excellent
Human Resources services

Mission
Working as strategic partners supporting
organizational goals and helping employees with
all phases of their Albemarle County careers

45

AVERAGE AGE

Core Values
1. Treat everyone with dignity, empathy and
respect
2. Take a purposeful, thoughtful approach to our
work
3. Provide clear, consistent communication

541

NEW HIRES
(10/1/2020-9/30/2021)
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1,378

TEACHERS
RECRUITMENT &
SELECTION
Despite a difficult recruiting
environment that saw a significantly
higher number of positions posted
coupled with smaller applicant pools,
Albemarle County Public Schools hired
a record number of teachers this year,
continued to implement strategies
to attract diverse candidates, and
increased the number of teachers of
color in the Division.
Between October 1, 2020 and
September 30, 2021, the Albemarle
County Public School Division hired
220 teachers, an increase of 40% from
the same time period last year. For
perspective, sixteen percent of the
entire teaching staff was hired over the
past 12 months.
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TEACHERS

23%

220

MALE

NEW HIRES

77%

FEMALE

8

AVERAGE
YEARS OF
SERVICE

TEACHERS
AT A GLANCE

89% WHITE
5% AFRICAN AMERICAN
2% HISPANIC OR LATINO
2% TWO OR MORE RACES
1% ASIAN
<1% AMERICAN INDIAN
OR ALASKAN NATIVE
<1% NATIVE HAWAIIAN OR
PACIFIC ISLANDER

42

AVERAGE
AGE

We continue to hire a highly-educated cadre of instructional staff members - nearly
70% of our new teachers have at least a master’s degree. Prospective candidates that
we talk with during job fairs, recruiting events, and daily interactions continue to state
that they are attracted to ACPS because of the emphasis placed on equity initiatives,
innovation and technology, Culturally Responsive Teaching, and diverse programming
to support the whole child. Our various partner colleges and universities report that
ACPS is among the top school divisions in which students seek employment.
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HIRING FOR DIVERSITY

OF THE 220 TEACHERS HIRED:
•

41 (19%) are teachers of color

•

171 (78%) are female; 49 (22%) are male

•

201 (91%) are full-time

•

19 (9%) are part-time

•

140 (64%) have previous teaching experience

•

112 (51%) have 0-3 years of teaching experience

•

97 (44%) have 5 or more years of teaching

Human Resources works diligently to support the Division’s
goal of having a teaching staff that more closely aligns
with the diversity of our student population. Our work and
emphasis regarding new hires has been to increase the
numbers of teachers of color across all levels, and male
teachers (particularly at the elementary level). This year,
we hired 41 teachers of color (or nearly 20% of the total
number of teachers hired), a 70% increase compared to the
previous year.
Strategies that have contributed to our success in
recruiting teachers of color include:
•
•
•

experience
•

104 (47%) have previously taught in Virginia

•

80 (36%) are starting their teaching careers in

•

ACPS
•

149 (68%) have at least a Master’s degree

•

103 (47%) were hired for the elementary level

•

104 (47%) were hired for the middle and high
school (secondary) levels

•

13 (6%) were hired in the Special Services and
Instruction departments

•
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Average EPI score was 63

•

•
•

Focused, intentional relationship-building with
candidates early in the hiring season
Extending more early contracts
Collaborating with Human Resources Equity Team
to revise the language appearing on all teacher job
postings to emphasize inclusion and equity
Including information about our anti-racism policy on
job postings, our employer profile on Handshake, other
job boards, and in our job fair invitations
Developing and implementing new guidelines for
administrators regarding the composition of raciallydiverse panels for school-based teacher interviews
Increased use of recruitment-based social media
postings
Continuing our long-standing support of the AfricanAmerican Teaching Fellows (AATF) program. Both AATF
graduating fellows are now new teachers in Albemarle
County Public Schools.
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ETHNIC DISTRIBUTION OF NEW TEACHERS

RETIREMENT & RETENTION

81% White

RETIREMENT

6% Black or African American

From October 1, 2020 through September 30, 2021, 34 teachers retired, compared
to 47 last year. Teachers must have at least 30 years of full-time service in
Virginia Retirement System (VRS) and be at least 50 years old to be eligible for full
(unreduced) VRS benefits. Based on the review of current age distribution data, the
school division recognizes the need to prepare for retirement related attrition.

5% Two or More Races
4% Hispanic or Latino
3% Asian

TEACHER AGE DISTRIBUTION

<1% Native Hawaiian or Pacific Islander

15%
12%

15%
12%

12%

13%
9%
5%

5%

2%

20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69
Age
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Retention

RETENTION

•

Retention rate = 87.4%

•

72 (43%) of the 169 teachers who left the School Division had
less than four years teaching experience in Albemarle County
Public Schools

In addition, we have continued incentives for current teachers, teaching
assistants and retired teachers to serve as substitute teachers. Along with
regular pay, teachers and teaching assistants are paid the substitute incentive
for time spent substituting.
In an effort to boost our substitute pool, we have been able to retain our
retired teachers in a different capacity through several incentives. These
include a bonus for committing to serve as an active substitute teacher,
increased daily substitute rate, one-time teacher license renewal costs
covered by the Division, participation in professional development offerings
through ACPS/Local Government and the reactivation of ACPS e-mail
accounts.

•

34 (20%) of the 169 departing teachers retired, while 135 (80%)
left for other reasons

•

8% of the teachers leaving were due to reduction in force
•

14% Male

•

86% Female

•

93% White

•

7% Asian

The number of teachers leaving in their first year is of concern
and leads us to explore and improve our retention strategies.

Overall, the Division’s teacher retention rate dropped 1.4% from the previous
year. While the total number of teachers leaving employment increased, we
saw a decrease in the number of retirees.

99 (7%)

399 (29%)

34 (3%)

PAYGRADE
T30 OR
ABOVE

AGE
50 OR
OLDER

TEACHERS
WHO
RETIRED
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62

87.4%

AVERAGE
RETENTION
AGE OF
RATE
RETIRING
TEACHERS
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5-YEAR TRENDS

Ut enim ad minim veniam, quis nostrud exercitation ullamco laboris nisi ut aliquip ex
ea commodo cute irure dolor in reprehenderit in voluptate velit esse cillum dolore
eu fugiat pteur sint occaecat cupidatat non
proident, sunt in culpa qui officia deserupteur sint occaecat cupidatat non proident,
sunt in culpa qui officia deserunt mollit
anim id est laborum cuptat moloriam facil
etur sime estessint cum.
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131

ADMINISTRATORS

ADMINISTRATORS

47%
FEMALE

Administrative staff includes
principals, associate and assistant
principals, central office and other
leadership personnel throughout
the School Division who are at

12

AVERAGE
YEARS OF
SERVICE

or above pay grade 18 and are
identified as exempt employees.

Page 16

NEW HIRES

53%

RECRUITMENT &
SELECTION

As with teachers, there were
more administrator vacancies this
year, and thus more opportunities
for new hires, promotions, and
transfers.

7

MALE

ADMINISTRATORS
AT A GLANCE

48

AVERAGE
AGE
82% WHITE
15% AFRICAN AMERICAN
2% HISPANIC OR LATINO
<1% ASIAN
<1% TWO OR MORE RACES

External Hire

Promotion

Transfer

Principal

1

4

0

Asst. Principal

2

4

4

Asst. Principal Intern

0

0

1

Central Office

3

5

0

Other

1

0

0
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DIVERSITY IN RECRUITING & STAFFING
18% of the administrative employees are people of color

RETIREMENT & RETENTION

About 23% of the principals and assistant principals are people of color

Overall, internal candidates
for our administrator positions
continue to interview and
perform at a very high level.
The Division’s investment
in mentoring, professional
development, and training
provides our employees with
opportunities to learn, grow,
and explore their own interests
and passions. In turn, this
commitment to internal mobility
contributes to organizational
growth, provides for succession
management, and improves
employee engagement.

RETIREMENTS
2017-2018
Total = 0

2019-2020
Total = 2

4 Principals
1 Asst/Assoc Principal
4 Other Administrators

1 Principal
1 Other Administrator

ADMINISTRATOR AGE DISTRIBUTION
21%
16%

1 Principal
1 Other Administrator

2021-2022
Total = 9
1 Principal
1 Asst/Assoc Principal
7 Other Administrators

89.3%

13%

11%

2020-2021
Total = 2

RETENTION
RATE

24%

7%
3%
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2018-2019
Total = 9

3%

2%

1%

25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70-74
Age
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5-YEAR TRENDS

Ut enim ad minim veniam, quis nostrud exercitation ullamco laboris nisi ut aliquip ex
ea commodo cute irure dolor in reprehenderit in voluptate velit esse cillum dolore
eu fugiat pteur sint occaecat cupidatat non
proident, sunt in culpa qui officia deserupteur sint occaecat cupidatat non proident,
sunt in culpa qui officia deserunt mollit
anim id est laborum cuptat moloriam facil
etur sime estessint cum.
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1,131

CLASSIFIED STAFF

CLASSIFIED
RECRUITMENT &
SELECTION
Classified employees include all
non-teacher and
non-administrative positions in the
School Division. Examples include
all non-administrative employees in
Transportation, Building Services, Child
Nutrition, and Extended Day Programs.
Office Associates, School Nurses, and
Teaching Assistants (TAs) are also
considered classified employees.

DIVERSITY IN RECRUITING
& STAFFING
From October 1, 2020 to September
30, 2021, 323 new classified employees
were hired.
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27%

323

MALE

73%

FEMALE

7

AVERAGE
YEARS OF
SERVICE

NEW HIRES

CLASSIFIED
EMPLOYEES
AT A GLANCE

47

AVERAGE
AGE
69% WHITE
21% AFRICAN AMERICAN
4% HISPANIC OR LATINO
4% ASIAN
2% TWO OR MORE RACES
<1% AMERICAN INDIAN OR ALASKAN
NATIVE

As bus drivers continue to be a hard-to-fill position, the Transportation department
continued to offer incentives to aid with recruitment and retention initiatives. In
addition to Transportation being the only department within ACPS to offer part-time
employees medical and dental benefits at full-time employee rates, employees who
work a minimum of six hours per day qualify for Virginia Retirement System benefits.
Effective for the 2021-2022 school year, $2,500 recruitment/retention incentives are
being provided to all current and new Transportation staff hired by March 1, 2022.
Additionally, this recruitment/retention incentive is also being provided to school
nurses due to the hard-to-fill nature of those positions.
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ETHNIC DISTRIBUTION
CLASSIFIED EMPLOYEES
69% White
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Human Resources partnered with the Extended Day
Enrichment Program (EDEP) to create and pilot two
new positions in the 2021-22 school year. The first
was a combination of the teacher assistant and EDEP
Assistant positions into a single role. It was developed
to assist with recruitment and retention efforts by
being able to offer full-time employment and a single
rate of pay in one position, entitling the employee
to full-time benefits. The second new position was
a full-time pre-K teacher position working in the
classroom during the day and EDEP in the afternoon.
It was created to provide continuity between day and
afterschool care and to address the need for extended
day services for pre-K students. Continuance of both
positions beyond the 2021-22 school year are pending
review by school leadership.

21%

Black or African
American

RETIREMENT & RETENTION

4%

Asian

RETIREMENT

4%

Hispanic or Latino

2%

Two or More Races

37%

<1%

American Indian or
Alaskan Native

Teaching
Assistants

Clerical/Office/
Support

Bus Drivers/
Assistants

10%

8%

2%

Food Service
Workers

Custodial/
Maintenance

EDEP Teachers/
Assistants

49

RETIREES

24%

18%
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CLASSIFIED STAFF AGE DISTRIBUTION
16%

8%

8%

6%

12%

12%

11% 10%
7%

5%
3%
1%

1%
<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

<1%
80+

Age

RETENTION

RETENTION
RATE

76.5%
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3% OF THE CLASSIFIED
STAFF LEAVING WAS DUE
TO REDUCTION
IN FORCE:
• 100% Female
• 71% White
• 29% African American
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5-YEAR TRENDS

Ut enim ad minim veniam, quis nostrud exercitation ullamco laboris nisi ut aliquip ex
ea commodo cute irure dolor in reprehenderit in voluptate velit esse cillum dolore
eu fugiat pteur sint occaecat cupidatat non
proident, sunt in culpa qui officia deserupteur sint occaecat cupidatat non proident,
sunt in culpa qui officia deserunt mollit
anim id est laborum cuptat moloriam facil
etur sime estessint cum.
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EXIT SURVEYS

COMPENSATION

Survey data was collected for employees leaving from the School Division
between October 1, 2020 and September 30, 2021. There were 169 teachers
and 262 classified/administrators exiting, resulting in 431 employees leaving in
total. Ninety-one employees responded to the survey for a rate of 21%, which
is a decline from past years.

The School Board’s and Board of Supervisors’ Total Compensation Strategy is
to target employee salaries at 100% of our competitive market median, teacher
salaries at the top quartile, and benefits slightly above the market.

We believe this decline may be
attributed to staff’s focus shifting to
the COVID-19 pandemic and related
unprecedented events. Overall, of
those who completed the survey,
the top three reasons for leaving
were:
•
•
•

Personal: moved from area (18%)
Retirement (13%)
Job Related Issue: dissatisfaction
with policies/practices (12%)

HISTORY COMPANY

•

Effective July 1, 2021, Classified Staff received an increase based on 4%, and
Teachers received a 5.2% increase (step and scale).

•

Classification Reviews: The scheduled departmental classification reviews for
this fiscal year included school nurses and positions in School Technology. The
classification review for school nurses was completed and implemented in
September 2021

•

Earlier in FY20, Human Resources proposed to increase the classified minimum
pay rate. Due to the Pandemic, the proposed change was placed on hold.
Effective July 1, 2021, The Board of Supervisors and School Board approved an
increase to our minimum pay rate for regular full-time employees to $15.00 per
hour. The 2021-2022 open range classified pay scales for both VRS-eligible and
Non-VRS eligible employees have been revised to reflect this. In addition, a
compression methodology was applied for both Local Government and School
Classified employees.

Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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BENEFITS

GENDER AND ETHNICITY BY PAY LEVEL

The County offers a wide range of benefit options that promote a healthy
lifestyle and contribute to financial stability. Highlights of our efforts for the
year include:
Ut enim ad minim veniam, quis nostrud ex-

•

Held medical/dental employee premium rates steady for another plan
year and administered a 2-month employee rate holiday made possible
by lower than projected plan utilization and robust fund balance

•

Continued response to COVID-related leave program (FFCRA/ARPA)
mandates and associated optional extensions

•

Offered maximum contribution increase for Dependent Care Flexible

ercitation ullamco laboris nisi ut aliquip ex
ea commodo cute irure dolor in reprehenderit in voluptate velit esse cillum dolore
eu fugiat pteur sint occaecat cupidatat non
proident, sunt in culpa qui officia deserupteur sint occaecat cupidatat non proident,
sunt in culpa qui officia deserunt mollit

Spending Account participants as allowed under ARPA for 2021

anim id est laborum cuptat moloriam facil
etur sime estessint cum.
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•

Added HealthChampion medical navigation support as an employee
benefit

•

Met 1094/1095 tax reporting requirements (required under the
Affordable Care Act) for 2020 calendar year.
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EMPLOYEE RECOGNITION & ENGAGEMENT
Each year the School Division
recognizes employees for
continuous years of service
with the School Division.
All employees receive a
framed certificate at the fiveyear milestone. During the
2020-2021 school year, 343
employees were recognized
for service milestones that

Additionally, the School
Board approved a one-time
lump sum payment in April
2021 to recognize the service
and dedication staff have
shown during a challenging
year still facing the COVID-19
pandemic. Regular full-time
and part-time .70 or greater
employees received $1,000
and those below .70 received
$750.

occurred between July 1,
2020 and June 30, 2021.

Ut enim ad minim veniam, quis nostrud exercitation ullamco laboris nisi ut aliquip ex
ea commodo cute irure dolor in reprehen-

5 YRS

137

10 YRS

64

15 YRS

61

20 YRS

42

derit in voluptate velit esse cillum dolore

25 YRS

30 YRS

eu fugiat pteur sint occaecat cupidatat non

22

14

proident, sunt in culpa qui officia deserup-

35 YRS

2

40 YRS

1

teur sint occaecat cupidatat non proident,
sunt in culpa qui officia deserunt mollit
anim id est laborum cuptat moloriam facil
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etur sime estessint cum.
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SAFETY &
WELLNESS
SAFETY
The HR team works collaboratively
with all schools and departments on
employee safety efforts including
workers’ compensation claims,
Occupational Safety and Health
Administration (OSHA) investigations
and reporting, safety policies,
and the ongoing prevention and
infection control work associated
with the COVID-19 pandemic.
Some highlights of this year were:
•

•

•

•

•
•

including contact tracing, providing guidance on quarantine, isolation, and return
to work practices, locating test options, and helping employees access reliable
information on COVID-19 health and safety topics. This cross-departmental team
works with the Blue Ridge Health District and consists of 3 members from Human
Resources along with the COVID Coordinator and school nurses who provide these
services to employees 7 days a week.
Virginia Occupational Safety and Health (VOSH) Training and Compliance - we
developed and implemented mandatory COVID-19 VOSH compliance training,
which was attended by 100% of employees. Additionally, we ensured our practices
met or exceeded the VOSH Emergency Temporary Standard for COVID-19.
COVID-19 Testing – we set up an in-house testing center for employees and family
members (in partnership with the City of Charlottesville) to ensure they had timely
access to testing. This was especially important during surges when testing was
difficult to obtain.
COVID-19 Vaccination Clinics – the HR team coordinated with the Blue Ridge
Health District to provide employees with access to clinics and an accountability
process. We also assisted to stand up several closed-access clinics for employees
of Albemarle County and Schools along with employees of City of Charlottesville
and Schools.
Insurance Vendor Evaluations – we participated in the competitive renewal process
for insurance coverage including Workers Compensation, Property, and Casualty
Automated External Defibrillator (AED) Program – HR led the cross-departmental
procurement team which evaluated vendors and models for equipment upgrades.

Infection Control – the HR team
has coordinated infection control
efforts throughout the pandemic
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•

SAFETY
We continued to maintain our wellness programs and promotions throughout
the school division, while altering some aspects to maintain safety during the
pandemic. Some highlights from this year were:
•

•

Flu + Vaccination Clinics – this year, we partnered with Giant Pharmacy to hold
clinics at 11 geographically-diverse locations and implemented an appointment
system to ensure physical distancing was able to be maintained. We also
promoted other ways for employees to get vaccinated for influenza, tetanus,
diphtheria, pertussis (Tdap), shingles, measles, mumps, and rubella (MMR). As
a separate initiative, we helped coordinate vaccination clinics for COVID-19 with
the Blue Ridge Health District.
Employee Assistance Program – we continued to promote our expanded EAP
services with ComPsych/Guidance Resources to employees via emails, Town
Halls, and on our websites. The table below shows our annualized utilization
starting from a few months pre-pandemic through the end of FY21

•
•

Mental Health Survey – in December of 2020 over 600 employees (local
government and schools) replied to this survey, which asked what BeWell
could do to help more with mental health. Responses indicated that
employees wanted more support for stress and work/life balance, but they
also reported that their time was extremely limited making it challenging to
participate in programs.
Fitbit Purchase Program – we offered a reduced price and subsidized Fitbits
for employees, and reduced pricing for friends and family.
Holiday Resilience Campaign – 6 weeks of self-care and stress-less emails
where employees had the opportunity to reply with their answers to
thought-provoking questions. Here is an example:
◊
I will choose to spend time every day relaxing, exercising, crafting
or listening to an audio book.
◊
I get up early to have quiet time just for me!
◊
I will snuggle my cat.

EAP UTILIZATION - ANNUALIZED %

37.62

11.68 10.38 10.7
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15.89

20.43

23.68
18.16

22.7

19.78
14.27

13.62 11.68

12

19.8 21.1
10.05

13.6 11.7
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•

•

•

•
•
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Summer of Self Care – the Human Resources team worked with the Professional Development team to coordinate a variety of opportunities for
employees over the summer. Activities included discounts and free access to local programs and businesses, tips for self-care, and family days
at the County lake parks.
Lunch-Hike Program – Parks & Recreation and BeWell partnered to lead
employees on a hike during their lunch break at an Albemarle County
Park with colleagues for some fresh air and exercise. Additionally, the
hikes were posted so employees could participate independently and/or
at another time.
Challenges – BeWell coordinated many challenges this year including
the Self-care Challenge encouraging employees to EAT: eat the rainbow,
SLEEP: 7 hours a night, MOVE: 20 active minutes, BREATHE: 5 mindful
minutes.
Fresh Farmacy Program – this program transitioned to home delivery and
community pick-up sites due to the COVID-19 pandemic.
Ergonomics – includes both in-person evaluations (pre-pandemic) and
self-evaluation tools for work or home offices (during-pandemic).
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PROFESSIONAL DEVELOPMENT
Division-wide professional development activities are offered for teachers
and administrators through the Office of Professional Learning.
The School Division continues to provide funding for classified employees’
professional development through courses offered by the Human
Resources' Organizational Development Team.
•

•

Learning Catalog offerings were decreased due to the ongoing
pandemic. Virtual learning opportunities included sessions offered by
Local Government’s Office of Equity and Inclusion.
Training sessions for Kronos Timekeeper, the Time and Attendance
system, focused on specific processes used by employees fulfilling
the timekeeper role for each school and department, including how to
complete historical corrections, applying building closure leave, and
applying and auditing substitute incentive pay.
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TRAINING OPPORTUNITIES
Human Resources regularly offered and provided training to hundreds of
employees in the following subject areas:
•
•
•
•

New employee orientation
On-line annual training
Retirement planning
Interviewing (legal issues and interviewing skills)

•

Safety awareness/VOSH training
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HR DEPARTMENTAL
EFFORTS & CHALLENGES
COVID-19 SUPPORT

The second area of focus is to ensure a safe and healthy work environment.
The Human Resources Department’s response to the COVID-19 pandemic
has remained swift and effective to ensure proper implementation of testing
mandates, vaccination clinics, and infection control practices and reporting.

HR EQUITY TEAM
The Human Resources Team has continued to meet as a group each 3rd
Thursday of the month for our HR Equity Team Meeting.
The Team’s work has been centered around the following objectives:

The Human Resources Department
has remained steadfast in its focus
on managing the COVID-19-related
demands of ACPS. Predominantly,
our efforts have continued to focus on
two broad areas. The first is helping
our school and support services
partners manage staffing levels,
while assisting staff with leave and
accommodation requests through the
conclusion of the federally mandated

•
•
•
•
•

Creating HR Staff self-awareness, focus, and intention;
Centering racial equity in HR communications & operational protocols;
Codifying HR/ACPS internal practices which tend toward racial diversity &
equity;
Creating an environment for open and honest dialogue, to include regular
feedback; and
Deepening our understanding of educators of color experience, including
why Teachers of Color leave and what type of work environment is most
important and supportive to Teachers of Color.

Families First Coronavirus Relief Act
(FFCRA) leave programs.
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Some of the activities that the HR Equity Team engaged in during the last school year
included:
•
•
•

•

Refined the HR Logic Model;
Continued year-long HR PD focus on racial equity (In addition, various HR Team
Members engaged in HR Book Club & attended LG equity sessions);
HR Equity Team led the review & discussion of the Anti-Racism Orientation with
the entire team; as well as discussed implications (i.e. policies, processes, and
systems) and identified areas related to HR for further exploration/study;
Revised Annual Report to reflect the following: equity focus in mission, specific
efforts towards equity; community and student demographics data for context
(consider when to include data by location, impact on individuals who may be
identified); staff accomplishments (CRT, NCBT, etc.); staff testimonials; lessons
learned (what went well/growth areas); balance of qualitative and quantitative
data (what is the story you want to tell); expand equity focus to benefits, safety,
other areas in HR; and professional development activities.

CHALLENGES
•
•
•

Maintaining competitive compensation and increasing minimum
salary
Teachers of Color recruitment
Current system limitations and inefficiencies

KRONOS TIME AND ATTENDANCE
The majority of school division employees have transitioned to our electronic time and
attendance system; however, the rolling implementation schedule has substitute and
temporary employees transitioning to the system in the near future. Communication
on training and reporting will continue to be a focus.
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GOING FORWARD
Human Resources is committed to the School Division’s mission and our work is
aligned to support the strategic goal. During the upcoming year, we will work to
achieve this by:
•

•

•

•
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Promoting workplace equity
and inclusion throughout ACPS
to align with the division’s antiracism policy.

•

Using a multichannel approach
to recruit, hire, and retain
high-quality teachers with a
continued focus on increasing
the diversity of our teaching
staff.
Continued implementation of
the Kronos system to include
substitutes and temporary
employees.
Continuing Substitute Program
improvements.

•

•

•

•
•
•

Developing an employee engagement
survey for spring roll-out.
Continued support for the COVID-19
pandemic.
Continuing
to identify
Human
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veniam,critical
quis nostrud
Resources
for nisi
which
Standard
exercitation processes
ullamco laboris
ut aliquip
Operating
Procedures
are being
ex ea commodo
ute irure dolor
in reprehenderit inand/or
voluptate
velit esse cillum
developed
revised.
dolore eu fugiat
nulla t occaecatand
cup-employee
Continued
communication
idatat non proide m fugepel molorae se
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HISTORY COMPANY

dolore eu fugiat nulla pariatur.

ACPS continues to experience significant growth resulting in the need for increased
staffing. The Human Resources Department, in turn, will also need additional staffing
to effectively support the Division’s mission and address the needs of our employees.
The current joint Schools and Local Government HR Department will undergo a
complete reorganization resulting in the formation of separate Local Government
and Schools HR teams. As part of the redesign, the Schools HR team will look to
procure and implement a new Human Resources Information System (HRIS) to
replace the 10-year old Microsoft Dynamics Great Plains system. The importance of
making data-driven human capital decisions drives the need for a more modern and
comprehensive HRIS. The lack of an HRIS is a significant barrier to the effectiveness
of the Human Resources Department as many business processes are manual and
redundant. Additionally, a fully-functional HRIS will offer benefits such as employee
self-service and manager/administrator access to real-time, accurate staff data and
reporting functions.
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CLOSING
We hope you find this report informative. If you have any questions,
comments and/or suggestions for improvement, please contact
dredding@k12albemarle.org
THE FOLLOWING APPENDIX CONTAINS DEMOGRAPHIC INFORMATION BY
SCHOOLS AND DEPARTMENTS. (A printable pdf version of these charts can be
found here.)
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HISTORY COMPANY
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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HISTORY COMPANY
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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HISTORY COMPANY
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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HISTORY COMPANY
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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HISTORY COMPANY
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo ute irure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla t occaecat cupidatat non proide m fugepel molorae se
voluptatium quo omnimin pos co.
Ut enim ad minim veniam, quis nostrud
exercitation ullamco laboris nisi ut aliquip
ex ea commodo conseqirure dolor in reprehenderit in voluptate velit esse cillum
dolore eu fugiat nulla pariatur.
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