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COUNCIL WORKSHOP ITEM

ITEM: 2002 PAY PLAN UPDATE
DATE: MAY 8, 2002
PREPARED BY: RICK GINEX, VILLAGE MANAGER
PURPOSE: The Village Council Adopts all pay plan changes by resolution. From

discussions held by the Council in November and during the annual
budget process, we have discontinued our November modifications to the
pay plan, and are reviewing this document at the start of each fiscal year.
This report provides background data from research performed by
Maximus, Inc, and our own staff that support the recommended changes
to the coming year’s pay plan.

DISCUSSION:

The Village Council has established a goal that requires “the evaluation of the current
compensation program…to ensure consistency, competitiveness, and equity in all positions year
to year.”  This goal has key terms which give staff directions as to how annual modifications are
to made each year.

Consistency:  In order to ensure an analysis that has meaning from year to year, we have
employed the support of Maximus, Inc, who has created the Village’s current pay plan, and has
helped create our internal procedures governing any changes to where positions fall within this
pay plan.  Maximus also uses the same statistical analysis each year to compile data and create
our pay plan.  Village staff have used the same data base engine, MetroNet/City Salaries each
year to obtain reliable comparative data each year.

Competitiveness:  The Village Council has established that our pay plan should be placed at the
60th percentile of all comparable communities.  This ensures that our pay ranges will remain
competitive and that we will be able to retain quality staff and attract quality applicants for open
positions.

Equity:  Equity requires that our positions are compared properly with like positions in other
communities as well as with similarly valued positions within our community.  Equity is derived
from both internal and external analyses that confirm the relative worth of a given position.
External analysis involves our survey data and confirmation as to the job duties assigned to given
positions of like titles.  Internal equity involves the use of our pay plan system, which assigns
points to each duty involved with a position.  Regardless of the subject matter, a position is
classified by the total points accumulated for the duties involved with that position.  Internal
equity also requires a stable relationship between the pay changes and pay rates of our
bargaining unit positions in comparison to non-bargaining unit positions.  The Village’s non-
bargaining pay plan must take into account the changes negotiated to our contracts on a three
year basis.
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Working with Maximus representative Jim Hughes, staff has completed the research required to
update our pay plan as described above.  This research includes several pieces of information.

Attachment A:  This attachment is a compilation by position of our salary scale to other
communities.

Attachment B.  This is the revised pay plan as recommended by Maximus.

Attachment C.  The Maximus analysis of our pay plan.  Jim Hughes from Maximus will be in
attendance to discuss this information in detail.

Attachment D.  Sample resolution for adoption of the pay plan.

In previous pay plan reviews one of largest areas of analysis centered around the fiscal impact of
a change in the pay plan.  However, as outlined during our last budget review, we have separated
our review of actual salary increases from changes to our pay plan.  Specifically, any changes
made to the pay plan will not impact an individual employee’s salary unless this change moves
the employee’s salary out of their approved range.  Such moves happen very infrequently.
However, as an example, if as a result of a change in the pay plan, a brand new employee’s (at
the starting pay of the old pay plan) salary fell below the approved starting salary, this employee
would be automatically moved up to the new starting salary.

As noted in Attachment C, when the new data from our external salary comparison research is
combined with the points system employed by Maximus, it creates a new pay plan.  This pay
plan is based on a regression analysis that provides a line of “best fit”.  This line represents the
60th percentile of pay ranges for the data presented.  When reviewing this chart please note that
our actual positions may vary slightly from this “best fit” line, but the some total of all positions
creates a total pay plan that meets the Council goal of the 60th percentile.  While most position
ranges will vary slightly from the 60th percentile of comparable community salaries, this is
actually a desired outcome because this variance shows our internal value of each position as
well.  The variance from the 60th percentile line shows the degree to which we have a higher or
lower value for our individual position based on the total points assigned to the position through
the Maximus evaluation system.

The actual changes to our pay grades varied, because the result of the Maximus analysis this year
was to change the slope of the “best fit” line.  This means that the grade 2 position midpoint is
recommended to increase by 1.4%, whereas the grade 23 midpoint is recommended to increase
by 6.7%.  This change is shown graphically on the chart on the next page.  We want to stress that
this is a mid-point comparison.  Many communities have pay ranges larger the Village’s range of
35%.  The average pay range in our survey data was 38%, with many communities using a 40%
range.  It is also important to note the linear relationship this graph presents.  This relationship
represents the internal integrity of our pay plan and how we equate our positions’ relative worth
to each other in a structured format.  If we were to rely only on the external survey data provided
in Attachment A, we would lose this relationship, which was established through an intensive
review of each position.



3

While 6.7% may seem a significant number, we should consider two critical factors when
analyzing this change. This pay rate change is not being applied to individual employees in a
given position.  It only allows for the change in their pay range, and their merit raise will be the
only vehicle for an actual pay change.  Secondly, bargaining unit positions will be receiving
between 3.0% and 4.0% each year to increase their ranges and their actual pay rates.  If we are to
maintain a stable and competitive relationship between bargaining and non-bargaining positions
we need to be able to move all pay ranges as needed.  We have already experienced significant
compression in police positions, wherein officers being promoted to sergeant are automatically
placed at or above the mid-point of the sergeant range.  This is due to the officer and sergeant
pay ranges having too much overlap.
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RECOMMENDATION:
This research provides the support for a pay plan change in keeping with the goals set forth by
the Village Council.  This change will help maintain internal and external equity for our pay
plan, as well as maintain our overall pay plan at the 60th percentile of our comparable
communities.  We recommend the adoption of this plan via the attached resolution.












































































