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          Gallagher HR and Compensation Consulting Practice 

 Background and Project Overview 
 

Gallagher Benefit Services, Inc., was engaged by Charlottesville City Schools (CCS) to review the compensation program for 

teachers.   

This report summarizes our findings with respect to the following project deliverables: 

- Review data from salary reports created by CCS. 

- Review any additional data provided by CCS. 

- Facilitate teacher and administrator focus groups to gather data on environmental and pay perceptions. 

- Define competitive best practices to include: 

o Gather external compensation data from about twelve (12) other talent competitor localities. This would 
include base pay and additional compensation/incentives for special duties and present as best 
practices for teacher pay. 

o Research potentially viable special pay scales or differentials. 
o Gather other pay enhancement mechanisms (e.g. increasing daily rates for increased responsibility and 

changing the number of contract days). 
o Gather best practice norms for handling compression and progression. 

- Draft report for review and final presentation in person. 

 
- As requested, a market evaluation of eleven (11) non-teacher jobs (in particular IT jobs) are included in the project. 

 

Gallagher summarized the findings of the interview process and supplemental pay data and provided that summary to CCS 

under separate cover.   

 

 

 

 

 



Confidential and Proprietary – Not for Distribution 
   

Page 4 
 

          Gallagher HR and Compensation Consulting Practice 

Focus Groups 
 

The focus group and Administrator meetings input has been invaluable. Common themes heard in these meetings are listed below. 

 Across the country the profession is “undervalued”, leading to low pay overall, so teachers experienced the same difficulty in 

any high cost of living environment. 

 It’s not just about pay – independence, class size and working in a quality division is a competitive advantage for CCS. 

 Pay for other activities, duties and responsibilities is an important factor for teachers and is a way to shape participation and 

align pay with the market. 

External Factors 
 

Several external factors were identified that impact CCS: 

 Division recession-driven budgets 

 Recovering economy adds inflation to many elements of living 

 “Hot” housing market exacerbates the issue of “affordability” of housing in the City 

 Healthcare costs are rising and those costs are transferring to teachers 

 New graduates can choose professions in other industries with their degree 
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Previously Adopted Competitive Market 
 

27 Districts have been used by CCS in the past to determine the competitive market for CCS: 

Proximity Top of Market (NOVA) Similar Programmatically 

Albemarle City of Alexandria City of Chesapeake 

Augusta Arlington Chesterfield 

Fluvanna Fairfax Hanover 

Greene City of Falls Church City of Harrisonburg 

Louisa Fauquier Henrico 

City of Lynchburg City of Fredericksburg City of Roanoke 

Nelson Loudoun City of Virginia Beach 

Orange City of Manassas 

 City of Staunton  City of Manassas Park 
 

 

Prince William 
 

 

Spotsylvania 
  

 

At the last review performed by CCS, CCS is in the 2nd quartile of the competitor ranking at each of the comparison steps except step 25 

in the teacher pay scale. 
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New Approach 
 

After considerable discussion, it was decided that a different set of comparators was needed. This new set is far more targeted, reflecting 

the “employment brand” and the desired candidates for teaching jobs in the CCS Division. Variables that affect comparisons include: 

 Pay Philosophy 

 Division Quality 

 Definition of a work year in number of days 

 Cost of living differences 

 Cost of labor differences 

Updated Philosophy: 

These factors led to the following updated statement of the compensation philosophy governing pay comparisons to other Divisions. 

 Compare to school divisions that are close in proximity, in an urban setting, and similar programmatically 

 Control for days worked 

 Control for cost of living 

 Define cost of labor differences 

 Index CCS to the median of the comparators 

 Use Master’s degree as the primary reference group 

The following list of comparators, shown in Table 1, below, emerged as relevant for CCS and for use in this study. Note the key 

demographics which provided the information that led to the inclusion of the comparator Division in the group. Figure 1, following Table 1, 

shows the differences in budget across the comparator Divisions. 
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Table 1 

Key Demographics 

School Enrollment Operating 
Budget 

On-time 
graduation 

rate** 

Percent 
who go 
on to 

college* 

Teacher 
education 
level- MA* 

Teacher 
education 
level- BA* 

Teacher 
education 

level-
Doctorate* 

Relative 
Ranking* 

Charlottesville 4356 $51,330,604  90% 72% 63% 34% 2% 6 

Albemarle 13,737 $172,700,000  95% 78% 59% 38% 2% 3 

Arlington  26414 $581,941,859  90% 84% 71% 26% 2% 1 

Alexandria 14,216 $253,400,000  83% 78% 73% 23% 3% 11 

Chesterfield 59,725 $597,422,700  90% 72% 52% 46% 1% 20 

Chesapeake 39,707 $440,716,372  93% 76% 60% 35% 4% 12 

Fredericksburg 3,583 $43,741,000 83% 69% 56% 41% 2% 44 

Harrisonburg 5,633 $70,471,066 87% 68% 53% 44% 2% 15 

Henrico 50,971 $469,907,245 91% 72% 59% 38% 2% 9 

Lynchburg 8,600 $95,324,667 86% 66% 47% 50% 2% 43 

Manassas 7,476 $116,787,191  77% 60% 60% 35% 4% 35 

Richmond 23,957 $292,240,526  77% 54% 53% 43% 3% N/A 

Virginia Beach 70,121 $701,650,964  91% 73% 52% 45% 2% 14 

 

*Source – Niche (https://www.niche.com), ** VDOE – School Quality 

 

 

 

 

 

https://www.niche.com/
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Figure 1 

Operating Budget 
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Additional key demographics, shown in Table 2, add perspective to the environment in which the Districts operate. Of particular relevance 

to this study is the Cost of Labor. If Charlottesville is 1.00, those that are higher (e.g. Alexandria at 1.20) pay more for labor (20% in this 

example) than Charlottesville. This is not what teachers are paid, but how the overall labor economy differs. We know that best practice is 

to look at talent competitors from a labor, not a cost of living, perspective. These cost of labor differences will be used as adjustment 

factors to create pay equivalency for the data in this study. 

Table 2 

Additional Key Demographics 

School District Cost of 
Labor* 

Cost of Living 
Difference* 

Median 
Household 

Income 

Median House 
Value 

Median Rent 

Charlottesville 1.00 1.00 $49,775 $276,400 $1,500 

Albemarle 1.00 1.00 $68,449 $309,100 $1,500 

Arlington 1.20 1.40 $105,120 $649,400 $2,913 

Alexandria 1.20 1.50 $87,319 $524,200 $2,195 

Chesterfield 0.88 1.03 $72,514 $243,300 $1,536 

Chesapeake 1.00 1.00 $70,176 $250,800 $1,594 

Fredericksburg 1.20 1.05 $49,454 $256,100 $1,575 

Harrisonburg 0.97 0.90 $38,807 $249,900 $1,250 

Henrico 1.04 0.98 $41,331 $220,800 $1,404 

Lynchburg 0.97 0.91 $39,391 $140,800 $1,019 

Manassas 1.20 1.16 $71,215 $329,300 $1,750 

Richmond 1.04 0.98 $41,331 $210,300 $1,300 

Virginia Beach 1.01 1.10 $67,001 $261,300 $1,400 

 

*Source:  Economic Research Institute averages for each Division’s geographic area. 
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Days Worked 
Yet another key factor of relevance to the calibration of the pay data is to ensure that there is work equivalence. The number of days 

worked for the salary provided was gathered and is noted here in Table 3. Differences from CCS was factored into the calculations. 

Table 3 

Days Worked 

School District Days Worked 

Charlottesville 200 

Albemarle 200 

Arlington  200 

Alexandria 207 

Chesterfield 200 

Chesapeake 200 

Fredericksburg 200 

Harrisonburg 200 

Henrico 209 

Lynchburg 200 

Manassas 200 

Richmond 200 

Virginia Beach 200 
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Comparison Group – Daily Rate with Cost of Labor Taken into Account 
 

Using the cost of labor differences from Table 2, we calculated the daily rates for each of the individual comparison Districts and 

calibrated the data to Charlottesville.  Table 4 displays the daily rates for steps for Master’s Degree teachers and Table 5 displays the 

daily rates for steps for teachers with Bachelor’s degrees.  Using this method, we could make a more direct comparison of rates to CCS.  

Charlottesville is listed first (in pink) with the other Districts displayed afterwards.  At the bottom of each District, the difference between 

the daily rates for that District and Charlottesville are displayed for each step.   

Table 4 
Daily Rate Comparison with Cost of Labor Taken Into Account 

Master’s Degree 

Rates for Master Degree             

 

Charlottesville Arlington with 
Daily Rate 

with Cost of 
Labor 

adjustment 
taken out 

Chesapeake 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Chesterfield 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Henrico with 
Daily Rate 

with Cost of 
Labor 

adjustment 
taken out 

Harrisonburg 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Lynchburg 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Step 1  $236.39 $221.55 $232.00 $266.53 $212.32 $276.74 $220.60 

Step 5 $249.59 $251.68 $239.80 $271.69 $221.16 $287.76 $221.67 

Step 10 $268.32 $321.22 $256.98 $277.76 $228.23 $312.82 $231.06 

Step 15 $289.88 $397.28 $278.82 $289.92 $238.71 $349.45 $241.33 

Step 20 $311.44 $407.21 $306.16 $314.16 $251.26 $392.72 $261.67 

Step 25 $330.71 $417.40 $336.37 $338.41 $268.32 $448.11 $283.86 

  

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

 

Step 1  $14.83  $4.38  ($30.15) $24.06  ($40.36) $15.79  

 

Step 5 ($2.10) $9.79  ($22.11) $28.43  ($38.17) $27.92  

 

Step 10 ($52.90) $11.34  ($9.44) $40.09  ($44.50) $37.26  

 

Step 15 ($107.40) $11.06  ($0.05) $51.16  ($59.58) $48.55  

 

Step 20 ($95.77) $5.28  ($2.72) $60.18  ($81.28) $49.77  

 

Step 25 ($86.69) ($5.66) ($7.70) $62.39  ($117.40) $46.85  
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Comparison Group – Daily Rate with Cost of Labor Taken into Account – Master’s Degree (Continued) 

Rates for Master Degree             

 

Charlottesville Virginia Beach 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Fredericksburg 
with Daily Rate 

with Cost of 
Labor 

adjustment 
taken out 

Albemarle 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Manassas with 
Daily Rate 

with Cost of 
Labor 

adjustment 
taken out 

Richmond 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Alexandria 
with Daily 

Rate with Cost 
of Labor 

adjustment 
taken out 

Step 1  $236.39 $242.37 $187.11 $238.08 $214.91 $224.76 $200.86 

Step 5 $249.59 $249.17 $199.25 $249.58 $232.63 $238.20 $232.71 

Step 10 $268.32 $260.63 $211.95 $261.08 $256.84 $252.43 $285.83 

Step 15 $289.88 $288.50 $235.59 $280.09 $285.38 $267.52 $320.24 

Step 20 $311.44 $316.39 $264.92 $299.10 $325.25 $283.51 $346.63 

Step 25 $330.71 $344.27 $297.75 $323.44 $370.70 $300.45 $360.64 

  

CCS's Delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

 

Step 1  ($5.98) $49.27  ($1.69) $21.48  $11.62  $35.53  

 

Step 5 $0.41  $50.33  $0.01  $16.96  $11.39  $16.88  

 

Step 10 $7.69  $56.37  $7.25  $11.48  $15.89  ($17.51) 

 

Step 15 $1.38  $54.29  $9.79  $4.49  $22.35  ($30.37) 

 

Step 20 ($4.95) $46.52  $12.34  ($13.81) $27.93  ($35.19) 

 

Step 25 ($13.56) $32.96  $7.27  ($39.99) $30.26  ($29.93) 
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Comparison Group – Daily Rate with Cost of Labor Taken into Account (Continued) 

Table 5 

Daily Rate Comparison with Cost of Labor Taken Into Account 

Bachelor’s Degree 

Rates for Bachelor Degree             

 

Charlottesville Arlington with 
Daily Rate 

with Cost of 
Labor 

Adjustment 
taken out 

Chesapeake 
with Daily 
Rate with 

Cost of Labor 
Adjustment 
taken out 

Chesterfield 
with Daily 
Rate with 

Cost of Labor 
Adjustment 
taken out 

Henrico with 
Daily Rate 

with Cost of 
Labor 

Adjustment 
taken out 

Harrisonburg 
with Daily 
Rate with 

Cost of Labor 
Adjustment 
taken out 

Lynchburg 
with Daily 
Rate with 

Cost of Labor 
Adjustment 
taken out 

Step 1  $225.81 $200.95 $216.00 $253.84 $197.70 $223.97 $203.79 

Step 5 $239.01 $228.28 $223.80 $258.76 $204.91 $233.87 $204.86 

Step 10 $257.74 $291.35 $240.98 $264.53 $207.69 $241.79 $214.25 

Step 15 $279.30 $296.45 $262.82 $276.11 $219.91 $253.54 $224.52 

Step 20 $300.86 $303.86 $290.16 $299.20 $229.56 $267.59 $244.86 

Step 25 $320.13 $311.47 $320.37 $322.30 $239.98 $286.71 $267.05 

  

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

 

Step 1  $24.86  $9.81  ($28.04) $28.11  $1.84  $22.02  

 

Step 5 $10.72  $15.21  ($19.75) $34.09  $5.13  $34.14  

 

Step 10 ($33.61) $16.76  ($6.79) $50.05  $15.95  $43.49  

 

Step 15 ($17.15) $16.48  $3.18  $59.38  $25.75  $54.77  

 

Step 20 ($3.00) $10.70  $1.66  $71.30  $33.27  $56.00  

 

Step 25 $8.66  ($0.24) ($2.17) $80.15  $33.42  $53.08  
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Comparison Group – Daily Rate with Cost of Labor Taken into Account – Bachelor’s Degree (Continued) 

Rates for Bachelor Degree             

 

Charlottesville Virginia 
Beach with 
Daily Rate 

with Cost of 
Labor 

Adjustment 
taken out 

Fredericksburg 
with Daily Rate 

with Cost of 
Labor 

Adjustment 
taken out 

Albemarle 
with Daily 
Rate with 
Cost of 
Labor 

Adjustment 
taken out 

Manassas with 
Daily Rate with 
Cost of Labor 
Adjustment 
taken out 

Richmond 
with Daily 
Rate with 

Cost of Labor 
Adjustment 
taken out 

Alexandria with 
Daily Rate with 
Cost of Labor 
Adjustment 
taken out 

Step 1  $225.81 $229.99 $175.65 $230.00 $191.99 $214.06 $200.86 

Step 5 $239.01 $236.80 $187.80 $241.57 $209.71 $226.86 $232.71 

Step 10 $257.74 $248.25 $200.49 $253.13 $233.93 $240.41 $285.83 

Step 15 $279.30 $276.12 $224.13 $271.32 $262.47 $254.78 $320.24 

Step 20 $300.86 $304.01 $253.46 $289.50 $302.34 $270.01 $346.63 

Step 25 $320.13 $331.90 $286.29 $313.75 $347.78 $286.14 $360.64 

  

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

CCS's delta 
(CCS-

comparison) 

 

Step 1  ($4.19) $50.15  ($4.19) $33.81  $11.74  $24.95  

 

Step 5 $2.21  $51.21  ($2.56) $29.30  $12.15  $6.30  

 

Step 10 $9.49  $57.25  $4.62  $23.82  $17.33  ($28.09) 

 

Step 15 $3.17  $55.17  $7.98  $16.83  $24.51  ($40.95) 

 

Step 20 ($3.15) $47.40  $11.36  ($1.48) $30.85  ($45.77) 

 

Step 25 ($11.77) $33.84  $6.38  ($27.65) $33.99  ($40.51) 
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Figure 2 

Cost of Labor with Daily Rate Adjusted for Days vs. Charlottesville 
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Cost of Labor Learnings 
 

CCS is behind five (5) Districts in competitive labor rates within the comparison groups for Master’s degree and Bachelor’s degree.  The 

shortfall is scattered, but mostly appears at the beginning and end of the steps (see VA Beach for Bachelor’s degree).  This is considered 

actionable data. 
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Division Cost of Labor – Comparison against Median Rates 
 

Once the daily rates were calculated for all of the Districts, Gallagher was able to determine a market median rate for each of the steps for 

both Master’s and Bachelor’s degrees.  Table 6 compares CCS daily rates against the median daily rates for each step for both Master’s 

and Bachelor’s degrees.  The middle columns show the difference rates between CCS and the median.  The two right columns show 

where CCS’ rate stands against the market median as a percent.  The data is also shown in graphic format in Figure 3.  

Table 6 

Cost of Labor with Median Daily Rate Adjusted for Days vs. Charlottesville 

 

Steps 
Market 

Median Daily 
Rate 

Charlottesville  
Daily Rate 

Daily Difference 
(Charlottesville-

Median) 

Daily 
Difference 
Annualized 

Salary as % of 
Market Base 
50th (Median) 

Charlottesville's 
Daily Rate as % 

of Median 

Step 1  $223.16 $236.39 $13.23  $2,645.14  105.93 5.93  

Step 5 $239.00 $249.59 $10.59  $2,117.29  104.43 4.43  

Step 10 $258.80 $268.32 $9.52  $1,903.13  103.68 3.68  

Step 15 $282.74 $289.88 $7.14  $1,427.67  102.52 2.52  

Step 20 $310.16 $311.44 $1.28  $255.52  100.41 0.41  

Step 25 $337.39 $330.71 ($6.68) ($1,336.48) 98.02 (1.98) 

 

Rates for Bachelor Degree           

Steps Market Median Charlottesville 
Daily Difference 
(Charlottesville-

Median) 

Daily 
Difference 
Annualized 

Salary as % of 
Market Base 
50th (Median) 

Charlottesville's 
Daily Rate as % 

of Median 

Step 1  $208.93 $225.81 $16.88  $3,375.78  108.08 8.08  

Step 5 $227.57 $239.01 $11.44  $2,287.09  105.03 5.03  

Step 10 $241.39 $257.74 $16.35  $3,270.62  106.77 6.77  

Step 15 $262.64 $279.30 $16.65  $3,330.83  106.34 6.34  

Step 20 $289.83 $300.86 $11.03  $2,206.00  103.81 3.81  

Step 25 $312.61 $320.13 $7.52  $1,504.33  102.41 2.41  
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Figure 3 

Cost of Labor with Median Daily Rate Adjusted for Days vs. Charlottesville 

 

 

Cost of Labor - Median Learnings   
 

When reviewing CCS daily rates against a median of the comparison group, the main area that CCS falls behind is at steps 20 and 25 for 

those teachers with Master’s degrees. As Figure 3, above, illustrates, those steps below step 25 for Master’s Degree, CCS is competitive 

to slightly above. For all levels at the Bachelor’s Degree, CCS is slightly above market.  

$200.00

$250.00

$300.00

$350.00

Cost of Labor Median: Master Degree 
 Based on Charlottesville's Daily Rate and Median Daily Rate 

Charlottesville Market Median

Step 1 Step 5 Step 10 Step 15 Step 20 Step 25 

$200.00

$220.00

$240.00

$260.00

$280.00

$300.00

$320.00

Cost of Labor Median: Bachelor Degree 
 Based Charlottesville's Daily Rate and Median Daily Rate 

Charlottesville Market Median

Step 1 Step 5 Step 15 

5 

Step 10 Step 20 Step 25 

5 



Confidential and Proprietary – Not for Distribution 
   

Page 19 
 

          Gallagher HR and Compensation Consulting Practice 

Division Cost of Labor – Comparison against 75th Percentile Rates 
 

Because CCS wants to be a leader in teacher pay, we used the daily rates established previously and calculated the 75th percentile 

against the comparison groups.  Table 7 compares CCS daily rates against the 75th Percentile daily rates for each step for both Master’s 

and Bachelor’s degrees.  The middle columns show the difference rates between CCS and the 75th percentile.  The two right columns 

show where CCS’ rate stands against the market 75th percentile as a percent.  The data is also shown in graphic format in Figure 4.  

Table 7 

Cost of Labor with 75th P Daily Rate Adjusted for Days vs. Charlottesville 

Rates for Master Degree           

Steps 
Market 75th 
Daily Rate 

Charlottesville  
Daily Rate 

Daily Difference 
(Charlottesville-

Median) 

Daily 
Difference 
Annualized 

Salary as % 
of Market 

Base 75th P 

Charlottesville's 
Daily Rate as % 

of 75th P 

Step 1  $239.15 $236.39 ($2.76) ($552.57) 98.84 (1.16) 

Step 5 $250.10 $249.59 ($0.52) ($103.42) 99.79 (0.21) 

Step 10 $279.77 $268.32 ($11.45) ($2,290.60) 95.91 (4.09) 

Step 15 $297.50 $289.88 ($7.63) ($1,525.15) 97.44 (2.56) 

Step 20 $330.60 $311.44 ($19.16) ($3,831.79) 94.20 (5.80) 

Step 25 $363.16 $330.71 ($32.45) ($6,489.04) 91.07 (8.93) 

 

Rates for Bachelor Degree           

Steps 
Market 75th 
Daily Rate 

Charlottesville 
Daily Difference 
(Charlottesville-

Median) 

Daily 
Difference 
Annualized 

Salary as % 
of Market 

Base 75th P 

Charlottesville's 
Daily Rate as % 

of 75th P 

Step 1  $225.47 $225.81 $0.33  $66.13  100.15 0.15  

Step 5 $234.60 $239.01 $4.40  $880.48  101.88 1.88  

Step 10 $255.98 $257.74 $1.76  $352.83  100.69 0.69  

Step 15 $276.12 $279.30 $3.18  $635.77  101.15 1.15  

Step 20 $302.72 $300.86 ($1.86) ($371.75) 99.39 (0.61) 

Step 25 $324.70 $320.13 ($4.57) ($913.97) 98.59 (1.41) 
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Figure 4 

Cost of Labor with 75th P Daily Rate Adjusted for Days vs. Charlottesville 

 

 

Cost of Labor – 75th Percentile Learnings   
When reviewing CCS daily rates against the 75th percentile of the comparison group, the main area that CCS falls behind is at steps 20 

and 25 for those teachers with Bachelor’s degrees. As Figure 4, above, illustrates, CCS starts to fall behind the 75th percentile of the 

comparison group beginning with step 5 for teachers with Master’s degrees. The distance between CCS and the 75th percentile daily rates 

becomes larger as the steps increase. 
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Competitive Market for Teachers 
School districts are not the only competition for new teachers.  New graduates have other alternatives depending on the college degree 

that was earned.  See Tables 8 and 9 below for typical rates for new graduates with various degrees.  Table 9 was sourced from multiple 

sources, so there is some overlap (example Math and STEM).  Depending on the source, there may have been a combination of degrees.  

For example, Humanities includes History as well as other majors included in the humanities degree. 

Table 8 

U.S. National Average Pay by Degree (2017*) 

Degree Average Pay 

BA/BS $52,800  

MA/MS $72,820  

*Source:  Bureau of Labor Statistics, 2015, updated 

Table 9 

Virginia Average Pay by Degree Type (2017*) 

BA/BS Degree Level Job Early Career Salary 

Math $60,155 

STEM $58,457 

History $42,114 

Educator/Humanities $41,455 

Political Science $62,533 

Languages  $44,820 

English/Literature $41,455 

Arts $43,367 

 

Sources:  Payscale, 2017-2018, Forbes, July 2, 2015 
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Teachers may leave the profession for a variety of reasons.  Table 8, below shows jobs that teachers can use their degree and 

experience to move into other careers outside of classroom teaching.   

Table 10 

Virginia Average Pay by Job (2018*) 

Job Average Pay 

Operations Research Analyst $60,682 

Mathematician $92,300 

Statistician $79,932 

Technical Writer $63,467 

Copy Editor $58,815 

Public Relations $59,032 

Curator $64,584 

Biologist $59,922 

Laboratory Technician $47,700 

Interpreter/Translator $47,125 

Corporate Trainer $57,466 

 

*Sources:  Trade Schools.net, October 2017, Payscale (2017), Economic Research Institute (2018) 

 

 

 

 

 

 



Confidential and Proprietary – Not for Distribution 
   

Page 23 
 

          Gallagher HR and Compensation Consulting Practice 

 

Special and Incentive Pay 
 

Gallagher reviewed the market for what is provided in special and incentive pay.  This topic was frequently mentioned in focus groups as 

an area of concern.  CCS compensation is added for comparison purposes. CCS could make meaningful changes with the 

implementation or adjustments to supplemental pay.  The elements highlighted in tan indicate that CCS is below market.  Those 

highlighted in green indicate that CCS is above market. 

Table 11 

Element Sub-Element Description 
Estimated range of 

Compensation 
CCS 

Education 

Degree 
Salary scales reflect Bachelor’s, 
Master's, and Ed. D. or Ph.D. 

Differences for each degree 
increase the salary scales.  10% 
differences seem the norm, but 
there is some variation 

BA +15- $635-$825, MA - 
$2116-$2750, MA+30 - $3173-

$4125, DR - $4231-$5500 

Specialty Certification* 
Specialty Certification required for 
work.  Examples include Special 
Ed., ESL, AP 

$1,000 to $2,500 per year CPA - $2116-$2750 

National Board Certification National Board Certification 
$3,000 to $5,000 first year, 
$2,500 each year thereafter 

$1,058  

Athletics 

Premier Sports 

Coach and Assistant Coach; 
Basketball, Softball, Track, 
Wrestling, Football, etc. all at 
Varsity Level in High School 

Coach about 12-15% of base 
pay (degree and step).  
Assistant Coach 6-8% of base 
pay. 

2-7% 

Premier Sports 

Coach and Assistant Coach; 
Basketball, Softball, Track, 
Wrestling, Football, all at Junior 
Varsity Level, High School 

Coach about 10-12% of base 
pay (degree and step).  
Assistant Coach 6-8% of base 
pay. 

2-3% 

Premier Sports 

Coach and Assistant Coach; 
Basketball, Softball, Track, 
Wrestling, Football, etc. all at 
Varsity Level in Middle School 

Coach about 10% of base pay 
(degree and step).  Assistant 
Coach 4-6% of base pay. 

There are not different levels at 
the Middle School   .5%-1% 
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Element Sub-Element Description 
Estimated range of 

Compensation 
CCS 

Premier Sports 

Coach and Assistant Coach; 
Basketball, Softball, Track, 
Wrestling, Football, all at Junior 
Varsity Level, Middle School 

Coach about 6-8% of base pay 
(degree and step).  Assistant 
Coach 4% of base pay. 

  

Sub Sports 

Consist of sports like swimming, 
crew, volleyball, lacrosse, golf, field 
hockey.  But what is a premier 
sport and what is a sub sport is 
very school (not just Division) 
specific. 

Sub sport coaches are paid 
stipends that are 2-3% (as a % 
of base pay), lower than premier 
sports coaches. 

1-4% 

Intramural 
This sub element is less 
differentiated by type of sport. 

2-3% lower than Sub sports 
coaches 

N/A 

Sports in General Observation 

Many districts do not publish a 
formal stipend schedule for 
sports, but describe it as a 
discretionary process. 

N/A 

Academic A variety of academic work 

Includes - curriculum development, 
proctoring, project development, 
Saturday school, staff development 
attendance, staff development 
presentations, tutoring, summer 
school class 

Sometimes expressed as a flat 
rate.  But, more commonly paid 
somewhere between $25 and 
$35 an hour depending on the 
academic task 

$19.50 or $25 per hour 
depending on the task. 

Evaluations 
Educational Evaluations and 
Screenings 

Speech language, Occupational 
Therapy, Physical therapy, 
Preschool 

Flat rates.  About $80-$90 per 
screening. 

$70 per hour 

Additional 
Roles Tier 1 

Covers the many roles 
teachers play as part of the 
overall life of the school - Tier 
1 tend to be considered "more 
valuable" by the Division. 

Includes sponsors role in Student 
Council, Yearbook, Science Fair, 
Class, Film Festival, Honors, Band 
(marching, etc.), National Honor 
Society, Choral and others. 

Rates are 6-8% of base pay or 
flat rates of $3,000 a year. 

Only one Tier.  1-3.5% 
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Element Sub-Element Description 
Estimated range of 

Compensation 
CCS 

Additional 
Roles Tier 2 

Covers the many roles 
teachers play as part of the 
overall life of the school.  
Designation as "Tier 2" is 
District and even school 
specific. 

Includes sponsors role in Student 
Council, Yearbook, Science Fair, 
Class, Film Festival, Honors, Band 
(marching, etc.), National Honor 
Society, Choral and others. 

Rates are 2.5% to 4.5% of base 
pay or flat rates of $1,000 to 
$2,000 a year. 

Only one Tier.  1-3.5% 

Department 
Chair 

Size of department may 
impact stipend 

Leads Department and/or is the 
prime or lead of a critical initiative 
that impacts across departments 

Very small Department about 
$500; Small Department $500-
$1000; mid-size Department 
$1,000 to $1,300; and Large 
Department $1,300 to $3,000 a 
year. 

$4000 a year. 

Lead Teacher 
Size of department may 
impact stipend 

Leads grade level activities Varies from $500-$1,200. At the Middle School.  $1,500 

  

*Educational certifications aren’t indicated by CCS as receiving additional pay. 

 

Teacher Out of Pocket Spending 

Gallagher was able to find several articles citing multiple surveys on teacher out of pocket school supply expenses for teachers.  The 
range of spending according to the surveys was anywhere between $0 and $2,000 with an average of $500. There are differences by 
grade. On average, elementary school teachers spent $511, middle/junior high teachers spent $298, and high school teachers spent 
$484 per year.  High School had the most variation depending on the subject being taught.  For example, lab teachers might spend more 
for lab supplies, particularly if teaching multiple classes.  There were no significant differences between rural, urban or metropolitan areas.  

Communities in Schools conducted a survey of 700 teachers and found that more than 90% have to buy school supplie s to help 
low-income kids whose parents can’t afford even basic things like pens and notebooks.  “Most states provide less support per 
student … than before the Great Recession,” a report published earlier this year by the Center for Budget and Policy Priorities 
found. “Some states are still cutting eight years after the recession took hold.”  All told, a total of $1.6 billion in schoo l supply costs 
is shifted from parents — or, increasingly, from cash-strapped districts — onto teachers themselves. 
 

http://time.com/money/4392319/teachers-buying-school-supplies/
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Conclusions and Considerations 
 

 A stronger competitive positioning of City School Division salaries at the 75th percentile of the competitive talent market results in 

salary scales that would position the Division well for attracting and retaining quality talent. 

 

 Creative competitive supplemental pay programs are another area that the Division can consider to enhance the competitive 
position with their peer group, improve employee opportunities and enrich the employee value proposition. 
 

 CCS pay scales track consistently with other District pay scales and the pay progression is competitive when compared to median 
rates. 
 

 Adopt the new comparison group for future competitive salary analytics. 
 

The following topics were gleaned from the focus groups – the summary is provided for the District’s review: 

 

 Based on interviews, each school handles supplemental pay differently.  A summary of interviews was provided and should be 

reviewed by CCS to determine where some consistency across the District could be applied. 

 

 Longevity pay should be reviewed and addressed for those who change jobs (cohorts) within the District.  Currently employees 

who change cohorts lose a portion of longevity pay. 

 

 Consider equalizing funds given to teachers for supplies at the beginning of the year and allow teachers to find the lowest price 

instead of using KURTZ.  This would go a long way in lightening the burden for teachers. 

 

 Consider a program for teachers who would like to develop into an administrative role, such as training and job rotation. 
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Non-Teacher Market Review 
 

Methodology 
 

The following approach was used in this study: 

 We reviewed job questionnaires provided by CCS to confirm our understanding of the CCS organizational structure and positions.  

 We used data from five (5) published compensation surveys. 

 We compared the duties and responsibilities (KSAs) of CCS positions with survey job descriptions.  When necessary, data was 

adjusted to reflect significant job differences between CCS job responsibilities and survey job responsibilities.  

 We reviewed job placement in the current grades by comparing market median salaries to CCS midpoints. 

 All data was aged to 1/1/18 using a 3% annualized aging factor.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Confidential and Proprietary – Not for Distribution 
   

Page 28 
 

          Gallagher HR and Compensation Consulting Practice 

Compensation Market Strategy 
 

The Market Strategy Grid in Table 12, below, defines the competitive talent market. This pay philosophy statement is an articulation of the 

markets which are the most likely to be talent competitors for CCS. This Compensation Market Strategy Grid reflects the definition of 

market for purposes of comparing compensation with defined comparator groups.  Gallagher followed this philosophy and provided 

analysis based on the market median (50th percentile). 

 

Table 12 
2017-18 Compensation Market Pay Strategy Grid 

Job Group 
Industries or Business 

Sectors 
Geographies 

Size of 

Budget/Scope/ Staff 

Size 

Salary and 

Bonus 

Positioning 

IT jobs All Mid-Atlantic All sizes Median 

Other jobs All Charlottesville All sizes Median 

 

 

Data was aged to January 1, 2018  
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Published Surveys 

The market for talent often is more than the custom survey participants.  CCS recruits from and loses people to a variety of employers.  

For example, the demand for IT, Finance, and HR talent is broad-based. See the Compensation Market Strategy Grid, above, for this in 

more detail. To ensure that CCS has full information on what the competitive pay market is like, Gallagher “market priced” CCS jobs to 

the other comparators identified in the Compensation Market grid.  Gallagher supplied the relevant survey data from five (5) well-regarded 

and well-known surveys.  

Published survey sources included: 

1. CompAnalyst, Job Analyzer (CA) 2017 -A national compensation database of compiled salary and total compensation data.  Data 
is updated quarterly in an interactive database of update market data.  The database has compensation data on more than 20 
million employees and 1,500 unique job titles.  Database updated October 1, 2017. 

 
2. Salary Assessor (ERI) (2017) - A national compensation database that contains compensation data on more than 5,000 positions 

and can be segmented by city, region, industry and financial measures.  
 

3. 2017 Mercer Benchmark Report - An annual report of pay for over 150 benchmark jobs commonly found at many 
companies.  Survey data is sorted by region, industry and size. 

 
4. 2017 Towers Watson Salary Survey  Towers Watson offers an expansive array of published compensation surveys including 

specific surveys for Sales, Staff, Management, IT, Finance, Engineering, Healthcare and Administration.  April 2016.  Data is 
broken out by geography, industry sector and profit status. 

 
5. CompData Benchmark Surveys – 2017 - CompData Surveys is a national compensation survey data and consulting firm. 

Over the last 25 years, they have amassed the largest and most comprehensive database of current compensation and 
benefits information. Each year, we gather compensation information from more than 50,000 organizations covering 30.5 
million employees across the country 
 

 
 

 

Each job was compared with jobs in published compensation survey sources based on the questionnaires provided by CCS and the 
descriptions in the survey.  Once each job was matched to surveys, we made adjustments to the data based on our understanding of the 
scope and relevance of the survey job description compared to the job at CCS.   
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Compensation Analysis Findings – Market Survey 
 

Table 13, below, shows what was gleaned from the input from the market pricing done following the approval of the compensation 

strategy grid, matching job content to multiple market surveys. 

 

 Each of the eleven (11) jobs is listed by title. All 11 jobs were found with a match in the marketplace. 

 All data is robust and has multiple data points from multiple survey participants. All of the data may be used in this table. 

 Cells highlighted in yellow are for average salaries greater than 10% below market.   

 Cells highlighted in blue are for midpoints that are greater than 10% below market. 

Table 13 

Job Title 
Pay 

Table 

Market 
25th 

Salary 

Market 
Median 
Salary 

Market 
75th 

Salary 

CCS 
Avg. 

Salary 

CCS 
Midpoint 

CCS 
Avg. 

Salary  
vs. 

25th 

CCS 
Avg. 

Salary 
vs. 

50th 

CCS 
Avg. 

Salary  
vs. 

75th 

CCS 
Mid. 
Vs. 
Mkt. 

Median 

Help Desk HD $39,322 $44,919 $51,755 $32,082 $38,733 -23% -40% -61% 86% 

IT Operations Manager A $101,212 $117,102 $125,251 - $109,467 - - - 93% 

Sr. Network Engineer W $82,128 $90,388 $100,193 $70,654 $72,305 -16% -28% -42% 80% 

Supv. Info Systems ST $91,683 $101,179 $111,699 $106,135 $93,288 14% 5% -5% 92% 

Systems Administrator - $68,967 $76,922 $85,755 - - - - - 94% 

Systems Analyst and Integrator - $86,549 $94,494 $102,592 $73,881 $72,305 -17% -28% -39% 77% 

Technical Support Specialist N $62,100 $70,470 $79,502 $67,018 $62,319 7% -5% -19% 88% 

Child Nutrition Worker Q $16,067 $17,704 $20,628 $15,297 $20,043 -5% -16% -35% 113% 

Custodian I $31,746 $35,583 $40,264 $32,120 $33,299 1% -11% -25% 94% 

Manager Child Nutrition - Middle 
School 

J1 
$21,247 $23,589 $26,516 $22,745 $22,247 7% -4% -17% 94% 

Secretary/Bookkeeper CS $34,400 $38,394 $43,427 - $37,649 - - - 98% 

           

      
Average -4% -16% -30% 92% 
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Compensation Analysis Findings – Recommended Midpoints 
 

Table 14, below, shows recommended midpoints based on the market median for each job.  Where available, current midpoints are 

displayed as a comparison. 

 

Table 14 

Job Title 
Pay 

Table 

Market 
Median 
Salary 

CCS  
Midpoint 

Recomm. 
Midpoint 

Help Desk HD $44,919 $38,733 $44,900  

IT Operations Manager A $117,102 $109,467 $117,100 

Sr. Network Engineer W $90,388 $72,305 $90,400 

Supv. Info Systems ST $101,179 $93,288 $101,200 

Systems Administrator - $76,922 - $77,000 

Systems Analyst and Integrator W $94,494 $72,305 $94,500 

Technical Support Specialist N $70,470 $62,319 $70,500 

Child Nutrition Worker Q $17,704 $20,043 $20,043 

Custodian I $35,583 $33,299 $35,600 

Manager Child Nutrition - Middle School J1 $23,589 $22,247 $23,600 

Secretary/Bookkeeper CS $38,394 $37,649 $38,400 
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Conclusions and Considerations – Non-Teacher Review 
 

 Adjust current salary scales and adopt the recommended midpoints. 

 

 Consider pay (Salary and/or Bonus) adjustments given market data, the new salary range and the following criteria.   
 

o Amount below range midpoint  
o Time in position 
o Level of individual performance (sustained) 
o Experience of individual (both prior to and with CCS) 
o Comparison with other individuals (internal alignment) 

 

Generally, an experienced, well-performing employee would fall in the middle third of the salary range, a new employee still 

learning the job would fall in the lower third of the range, and a seasoned employee with high performance would fall in the upper 

third of the range. 

 


