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LET'S SEE WHO'S IN THE ROOM
Three Quick Questions
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 QUESTION 1: What is your primary role?

 QUESTION 2: How many years have you worked in HR?

 QUESTION 3: What is your district's compensation status?

Poll – www.menti.com

Code 3739 7314

http://www.menti.com/


WHO I AM AS AN EDUCATOR & HR LEADER

 29 years in education (Teacher → AP → Principal 
→ HR Director → Superintendent → Executive 
Director → SCHRO)

 SCHRO overseeing 3,887 staff across 39 schools & 
centers

 Credentials: • EdD in Educational Leadership • 
SHRM-SCP (Senior Certified Professional) • pHCLE
(Professional Human Capital Leader in Education) • 
Diversity Leaders Institute

 Expertise: • Strategic HR Management • Employee 
Relations • Compensation & Benefits Administration • 
Change Management • Data-Driven Decision
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WHERE THIS WORK IS TAKING PLACE

📊 KEY STATISTICS

• 27,489 Students

• 3,887 Employees

• $386.7M Budget (2025-2026)

• 39 Schools & Centers

🌍 DIVERSE COMMUNITY

• 56 Languages Spoken

• Strong Magnet Program Presence

• 86.7% Graduation Rate

• 12.7% Military-Connected Students

📍 STRATEGIC CONTEXT

• Growing Economic Region

• Purple-Star District

• 100-Year Centennial in 2026

Richland School District Two, Columbia, South Carolina
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https://www.pinterest.com/richlandtwo/camps/


Our Roadmap

TODAY’S AGENDA

6

I OPENING, FRAMING, & CONTEXT

II THE CHALLENGE

III OUR MODERNIZATION APPROACH

IV LESSONS & NEXT STEPS

V
RESOURCES AND TAKEAWAYS FOR HR 

LEADERS
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YOUR COMPENSATION PRACTICES SHAPE CULTURE



CONNECTION TO HUMAN CAPITAL LEADERS IN EDUCATION STANDARDS

💰 TOTAL REWARDS (Compensation & Benefits)

🎯 STRATEGY (Alignment with organizational priorities) 

⚖ RISK MANAGEMENT (Compliance and policy development)

🔄 PROCESS MANAGEMENT (Continuous improvement) 

❤ EXPERIENCE MANAGEMENT (Employee satisfaction & transparency)

Primary eHCLE Domains Addressed:
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THIS IS AUTHENTIC, NOT POLISHED
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WHAT YOU WILL SEE: 

✓ Real work products 

✓Work-in-progress case study 

✓ Honest challenges 

✓ Lessons from mistakes 

✓ Tools we actually used

WHAT YOU WILL NOT SEE: 

✗ Finished project case study

✗ Perfect execution 

✗ Theory only 

✗ Best practices that never fail

WHY THIS MATTERS: Real > Polished; Authentic > Manufactured;  Honest > Perfect



YOUR CURRENT STATE
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Poll – www.menti.com

Code 3739 7314

How would you rate your district's current compensation system CLARITY?

(1 = Completely unclear | 5 = Completely clear)

http://www.menti.com


HIDDEN SYSTEMS CREATE ORGANIZATIONAL RISK

COMPLIANCE EXPOSURE

• Staff questioned competitiveness

• Employees unable to explain their own pay 

• Leadership credibility eroded

TRUST BREAKDOWN
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• HR provides conflicting guidance

• Supervisors make inconsistent decisions

• Time wasted on unanswerable questions

OPERATIONAL CHAOS

Three Consequences: 

• State audit flagged inconsistencies 

• Potential equity violations 

• Legal vulnerability from undocumented decisions



WHY THIS MATTERS FOR STUDENTS

12

THE PRACTICAL REALITY: 

✓ Clear compensation = talented employees stay 

✓ Retention = continuity for students 

✓ Equitable systems = all teams valued 

✓ Transparent systems = HR does strategic work



WHAT SUCCESS LOOKS LIKE
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BY JUNE 2026, WE WILL HAVE: 

✓ DOCUMENTED all compensation practices (no more hidden structures) 

✓ TRANSPARENT salary schedules (clear progression, clear criteria) 

✓ EQUITABLE systems (consistent application, fair practices) 

✓ COMPLIANT policies (aligned with regulations, defensible) 

✓ SUSTAINABLE governance (annual review, ongoing management)

THE OUTCOME: Employees know how they are paid. Leaders know how to make 

consistent decisions. The system is fair, transparent, and sustainable.



FOUR FORCES ALIGNED TO DRIVE CHANGE
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MARKET PRESSURE 

Local districts increased salaries 

$2B new economic investment in the region 

Intense competition for talent 

→ Must be competitive or lose people 

COMPLIANCE MANDATE 

State audit (2023-2024) flagged gaps 

Required: Address within 12 months 

→ This was not optional   

ORGANIZATIONAL MILESTONE 

100-Year Centennial in 2026 

Opportunity to modernize systems 

→ Timing is strategic 

BOARD COMMITMENT 

Leadership aligned and resources allocated    

Strategic priority in board goals 

→ Authorization and funding secured

31
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THE DISCOVERY PROCESS

CONSEQUENCE:

Similar roles → different compensation

Similar experience → inconsistent treatment

Systems designed by accident, not strategy

15

10+ YEARS WITHOUT FORMAL COMPENSATION REVIEW

INEQUITABLE PRACTICES:

✗ Rehired staff lose experience credit after a break of 6 or more 
months

✗ Instructional Assistants receive NO experience credit

✗ Inconsistent placement among classified staff

✗ 2-for-1 experience credit formula (capped at step 5)

COMPLIANCE GAPS:

✗ Job descriptions violate FLSA standards 

✗ Job descriptions violate ADA standards

What we found exceeded expectations: 



Section II:
THE CHALLENGE 
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THE CHALLENGE: 

WHAT WE DISCOVERED 

WHEN WE SYSTEMATICALLY INVESTIGATED HOW 

COMPENSATION ACTUALLY WORKED IN OUR DISTRICT, 

COMPLEXITY EMERGED. 

LET'S LOOK AT WHAT WE FOUND.



HOW WE UNCOVERED HIDDEN STRUCTURES

(6 weeks) 

40+ leaders across the organization 

"How do you make pay decisions?"

INTERVIEWS

(4 weeks) 

Salary schedules, memos, emails, board minutes 

Official and unofficial documentation

DOCUMENT COLLECTION
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(3 weeks) 

Pattern analysis for discrepancies 

Comparison to documented structures

PAYROLL DATA ANALYSIS

Systematic Discovery Process | July – November 2023



WHAT WE DISCOVERED

KEY INSIGHTS: 

Good intentions created operational chaos. 

Each structure solved a local problem. 

Collectively, they created systemic risk.

CROSS-REFERENCING (2 weeks) Identified gaps, created master list 
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THE STRUCTURES WE FOUND
Pay Practices: General Guidelines

20



THE STRUCTURES WE FOUND
Pay Practices: Step Placement 
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THE STRUCTURES WE FOUND
Pay Practices: Promotion Placement 
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THE STRUCTURES WE FOUND
HR Needs Assessment  

23

STAFF PERCEPTION SURVEY RESULTS 2024 

Annual Staff Engagement Survey 

"Our salary offerings are competitive for our region." 

📊 RESULTS: 

65% - DISAGREE/STRONGLY DISAGREE 

20% - NEUTRAL 

15% - AGREE/STRONGLY AGREE 

KEY FINDING: Two-thirds of our workforce questioned our 

competitiveness.



THE STRUCTURES WE FOUND
HR Needs Assessment
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THE STRUCTURES WE FOUND

MARKET ANALYSIS: PEER DISTRICT TEACHER COMPARISON
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STARTING    5-YEAR     10-YEAR

District A        $48,500    $54,200    $59,800

District B        $47,800    $55,100    $61,200

District C        $49,200    $56,500    $63,100

════════════════════════════════════

Our District    $47,576    $49,763    $55,784

════════════════════════════════════

GAP              -$1,624    -$6,737     -$7,316

School Year 2023-2024; Master’s Degree

COMPETITIVE POSITION: Bottom Quartile

WHAT THIS MEANS: Gap widens over time = retention risk



THE STRUCTURES WE FOUND
Office of the Inspector General Report 
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THE STRUCTURES WE FOUND
Office of the Inspector General Report 
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⚠ THREE COMPLIANCE CONCERNS IDENTIFIED

FINDING #1: Inconsistent Application 

"District does not consistently apply documented salary placement procedures." 

FINDING #2: Insufficient Documentation 

"Salary adjustments and supplements lack adequate documentation and approval 

trails." 

FINDING #3: Equity Risk 

"Current practices create potential for inequitable treatment across employee groups."



HIDDEN SYSTEMS CREATE ORGANIZATIONAL RISK

COMPLIANCE EXPOSURE

• Staff questioned competitiveness

• Employees unable to explain their own pay 

• Leadership credibility eroded

TRUST BREAKDOWN
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• HR provides conflicting guidance

• Supervisors make inconsistent decisions

• Time wasted on unanswerable questions

OPERATIONAL CHAOS

Revisiting the Three Consequences: 

• State audit flagged inconsistencies 

• Potential equity violations 

• Legal vulnerability from undocumented decisions



THE STRATEGIC QUESTION
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How do we create a compensation system that is: 

✓ TRANSPARENT - Everyone understands it 

✓ EQUITABLE - Consistent application 

✓ COMPLIANT - Aligned with regulations 

✓ COMPETITIVE - Attracts and retains talent 

✓ SUSTAINABLE - Long-term, not one-time

THE OUTCOME: Employees know how they are compensated. Leaders know how to 

make consistent decisions. The system is fair, transparent, and sustainable.



YOUR REALITY CHECK
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Poll – www.menti.com

Code 3739 7314

How much of this resonates with YOUR district?

http://www.menti.com


WHY WE HAD TO ACT
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✓ OPERATIONAL NECESSITY 

✓ STRATEGIC PRIORITY

✓ COMPLIANCE MANDATE

✓ ORGANIZATIONAL HEALTH

THE BOTTOM LINE:

Hidden compensation systems threaten organizational effectiveness. 

Transparent systems build trust and support student achievement.



Section III:
Our Modernization 

Approach  
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OUR MODERNIZATION APPROACH: 

A SYSTEMATIC FOUR-PHASE PROCESS

WE FACED A COMPLEX CHALLENGE. WE NEEDED A 

SYSTEMATIC SOLUTION. 

WE DESIGNED AND IMPLEMENTED FOUR 

INTERCONNECTED PHASES TO MODERNIZE OUR 

COMPENSATION SYSTEM. 

LET ME WALK YOU THROUGH IT.



OUR MODERNIZATION APPROACH A SYSTEMATIC FOUR-PHASE PROCESS
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Systematic Four-Phase Process | November 2023 – Ongoing

Phase 1: Planning & 

Philosophy 

Development

Phase 3: Drafting & 

Reviewing

Phase 2: Designing 

Compensation 

Structures

Phase 4: 

Implementation & 

Training



PHASE 1: PLANNING & PHILOSOPHY DEVELOPMENT
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✓ Reviewed current compensation practices and policies.

✓ Analyzed district financial data and market compensation 
trends.

✓ Engaged stakeholders to create a compensation philosophy 
aligned with district 

values.

✓ Formed a project team.



OUR COMPENSATION PHILOSOPHY STATEMENT
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PHASE 2: DESIGNING COMPENSATION STRUCTURES
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✓ Developed salary structures based on job evaluations and market data.

✓ Created a classification framework aligned with the district's organizational      

structure.

✓ Develop policies for salary, placements, adjustments, and promotions.

✓ Created policies for supplemental pay.



PROPOSED CLASSIFICATION & COMPENSATION SYSTEM DESIGN

Unified Plan created for all District position titles:
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o 209 job titles

o Step plan (20 or 27)

o 36 grade levels (101 to 136)

o Range Widths: 40% to 50% from minimum to

maximum

o Reduced the teacher salary schedule from 45

steps to 35 steps

The Outcome: This work established fair and 

equitable internal relationships among positions 

and improved salary competitiveness.

Management Advisory Group, Inc. 2024



TEACHER SALARY SCHEDULE COMPARISON 
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SUPPORT STAFF COMPARISON 
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SUPPORT STAFF EXAMPLE
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ADMINISTRATOR SALARY SCHOOL COMPARISON 

42



HIGH SCHOOL PRINCIPAL EXAMPLE  
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SUPPLEMENTAL SALARY SCHEDULE COMPARISON
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Academic Supplement Schedule

2024-2025



ATHLETIC SALARY SCHEDULE COMPARISON
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ATHLETIC SUPPLEMENTS SALARY SCHEDULE COMPARISON
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PHASE 3: DRAFTING & REVIEWING
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✓ Drafting comprehensive compensation guidelines.

✓ Conducting legal reviews for compliance. 

✓ Facilitating stakeholder review and feedback sessions.

✓ Revising and refining the compensation guidelines based on feedback.



VERIFICATION OF WORK EXPERIENCE FORM COMPARISON
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NEW PLACEMENT FORM FOR POSITIONS BELOW GRADE 126  
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SAMPLE PLACEMENT FORM FOR A POSITION BELOW GRADE 126  
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NEW PLACEMENT FORM FOR POSITIONS GRADE 126 AND ABOVE
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SAMPLE PLACEMENT FORM FOR A POSITION GRADE 126 AND ABOVE  
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PHASE 4: IMPLEMENTATION & TRAINING
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✓ Developing a comprehensive implementation plan with a communication strategy. 

✓ Creating training opportunities for administrators and HR staff.

✓ Establishing a support system to handle questions during rollout and ongoing 
support.

✓ Created policies for supplemental pay.



COMPENSATION MEMO TO EMPLOYEES 
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COMPENSATION STATEMENT  
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WHERE IS YOUR DISTRICT TODAY?
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Poll – www.menti.com

Code 3739 7314

Which statement best describes your district’s compensation system right now?

http://www.menti.com


QUESTION: 

WHAT ASSUMPTIONS 
ARE WE MAKING IN 

OUR DISTRICT ABOUT 
HOW PEOPLE SHOULD 

BE PAID?”

Quick Phoenix Reflection



Section IV:

Lessons and 

Next Steps
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LESSONS & NEXT STEPS 

SUSTAINING WHAT WE

THE COMPENSATION SYSTEM WAS NOT "DONE" ON 

JULY 1, 2024. IT BEGINS. 

THIS SECTION ADDRESSES THREE CRITICAL 

QUESTIONS FOR LONG-TERM SUCCESS.



THREE CRITICAL QUESTIONS FOR LONG-TERM SUCCESS

What have we learned about sustainability? 

What must happen next to keep this system going?

How do we prevent this from becoming just another 
"project that was finished"?

The project ends. The system continues. Here are three questions that determine if it survives.

60

1

2
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LESSONS LEARNED: WHAT MUST OUTLAST THE PROJECT
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✅ DOCUMENTED SYSTEMS

✅ DEDICATED PEOPLE & ROLES

✅ PROTECTED FUNDING 

✅ GOVERNANCE STRUCTURE

THE BOTTOM LINE: These four things are non-negotiable. Miss one, and the system is at risk.



THREE PILLARS OF SUSTAINABILITY
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FINANCIAL STABILITY

✓ 2-3% Reserve Fund 

✓ Protected Budget Line 

✓ Diverse Revenue Streams 

✓ Risk Mitigation

GOVERNANCE & OVERSIGHT 

Compensation Review Committee

✓ Chief HR Officer 

✓ Chief Financial Officer 

✓ Director of Classification and 

Compensation 

✓ Director of Finance

ORGANIZATIONAL CONTINUITY

✓ Director of Classification & 

Compensation Position 

✓ Cross-Trained Staff

✓ Documented Procedures 

✓ External Partnerships



RISK & SCENARIO PLANNING
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Preparing for Multiple Futures

CHARTER SCHOOL GROWTH

→ Enrollment Threat

Prepare for enrollment uncertainty

ECONOMIC SHIFTS

→ Funding Effects

Plan for multiple budget scenarios

ENROLLMENT VOLATILITY 

→ Operational Consequence

Build flexibility in staffing models

COMMUNICATION TRANSPARENCY

→ Cultural Response

Stakeholder confidence through open dialogue

1 2

3 4



Section V:
Resources and 

Takeaways for HR 

Leaders
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TAKING THIS WORK BACK TO YOUR DISTRICT
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Poll – www.menti.com

Code 3739 7314

What is the first step you plan to take when you return to your district?

http://www.menti.com


KEY RESOURCES
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QUESTIONS & ANSWERS 

Contact Information: 

Franklin L. Foster, EdD

Email:
ffoster@richland2.org

Phone: 
803-790-9005
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